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I.
INTRODUCTION

This Personnel Policy Manual (hereinafter referred to as “manual”) is intended solely as a general information guide to let all municipal employees know about the current policies, rules and benefit programs the City of Wanamingo has in place. The policies and rules contained in this manual are intended to define how municipal employees are recognized and compensated for their work and explain what is expected of them for their own advancement.

This manual is intended to explain the policies and rules and is not meant to be all inclusive or to cover every situation which may arise. Interpretation of these policies and rules or decisions on items not covered within them will be made by the City Administrator and/or the City Council. The policies, rules and benefits presented in this manual do not constitute terms of employment, are not a contract, are not binding on the City as employer, and do not alter any employment relationship to be other than an “at-will” employment  relationship.
This manual supersedes any and all prior agreements, resolutions, practices, rules and regulations regarding terms and conditions of employment, to the extent inconsistent with the provisions of this manual.
II.
SCOPE

Unless otherwise noted herein, this manual applies to all employees of the City.  For the purpose of this manual: elected officials, consulting attorneys, engineers, members of boards or commissions, volunteer fire fighters and emergency employees are not considered employees and therefore, are not covered by this manual unless specifically stated.

III.
AFFIRMATIVE ACTION POLICY
It is the policy and intent of the City of Wanamingo to provide equality of opportunity in employment to all persons.  The policy prohibits discrimination because of race, color, creed, religion, national origin, political affiliation, handicapped status, marital status, status with regard to public assistance, sex or age in all personnel policies, practices and operations.

This policy applies to all phases of full, permanent part-time, part-time, temporary and seasonal employment, unless otherwise stated, but not limited to, recruitment, hiring, rates of pay, or other forms of compensation and selection for training.  This policy also applies to the use of all facilities and participation in all City sponsored employee activities.

Employees share equally with the City the responsibility for applying the provisions of this policy.

IV.
VETERANS’ PREFERENCE
Nothing in this policy is intended to modify or supersede any provision of the Veteran’s Preference Act, Minnesota Statute Sections 197.455, 197.46 and 43A.11.

V.
EMPLOYER’S RIGHTS AND RESPONSIBILITIES

The City of Wanamingo retains the full and unrestricted right to operate and manage all manpower, facilities and equipment; to establish functions and programs; to set and amend budgets; to determine the utilization of technology; to establish and modify the organizational structure of the department; to select, direct and determine the number of personnel, to establish work schedules and to perform any inherent managerial function not specifically limited by this policy.

It is the policy of the City of Wanamingo to carry out the contents of these personnel rules with the assistance of the City Administrator, Department Heads, Boards and Supervisors in accordance with the State and Federal Law and City Ordinances.

VI.
EMPLOYEE’S RIGHTS AND RESPONSIBILITIES

Any employee individually or as a group of employees has the right of expression or communication of view, grievance or complaint on any matter related to the conditions or compensation of their employment.  To do this they shall follow the grievance procedures set forth in this manual.  This procedure must not interfere with the full, faithful and proper performance of their duties.  

VII.
DEFINITIONS

The words and terms used in this policy have the following meaning:

A.
Permanent Employees
An employee who has completed the probationary period and who is scheduled for at least 35 hours per week.  Compensation to such employees shall include eligibility for sick leave, vacation, holiday pay, compensatory time and insurance program benefits.

B.
Part-time Employee

An employee who has not acquired the status of a permanent employee, who is engaged in part-time, seasonal, or casual employment.  Such employees are not eligible for vacation, sick leave, holiday leave, compensatory time, and insurance program benefits.

C.
Benefits

The privileges granted a permanent employee; vacation, sick leave, insurance, compensatory time, compensation in lieu of accrued vacation upon termination of employment and any other benefits furnished by the City of Wanamingo at its expense.

D.
New Employee

An employee who has not worked for the City within the last 12 months.

VIII.
COMPENSATION

A.
Setting of Salaries

Salaries and/or wages for City employees are set by a schedule approved for pay equity.

B.
Pay Date/Time Cards

Salaried and hourly employees are paid once every two weeks.  Employees shall not receive paychecks before the scheduled pay date without prior consent of the City Administrator.  Time cards will be furnished by the City Administrator for all employees.  It is the responsibility of each employee to see that his or her time card is completed accurately, signed and submitted to the City Administrator.  The City Administrator sets the required time for department time cards delivered to City Hall for processing.

C.
Working Hours and Overtime
The normal working week shall consist of 40 hours.  All hours worked in excess of 40 hours per calendar week (seven-day workweek) shall be referred to as overtime. Full-time employees who work at hourly rates of pay will be granted compensatory time off at 1 ½ times each hour of overtime in lieu of paid overtime. Overtime will be scheduled and approved only by the City Administrator. An employee whose job activities include public safety, emergency response or seasonal work may accumulate up to 480 hours of unused compensatory time in a “bank” (the bank is the equivalent of 40 eight-hour as of overtime, which accumulate at the rate of 1 ½  hours for each hour of overtime). All other employees are subject to a 240 hour limit on banking compensatory time. Compensatory time earned should be used by an employee within the year from the date it is earned. The Personnel Committee can extend usage time before it is deemed forfeited.  Employees have the right to use their accumulated compensatory time when they request it unless taking the time as requested would unduly disrupt city operations in the opinion of the City Administrator. The City Administrator will approve compensatory time by signing the bi-weekly timesheets for each pay period.  The City Administrator’s compensatory time will be approved by one of the two Council Members of the Personnel Committee through a signature on the Comp Tim Worked form for each day Comp Time is accumulated. Accumulated Comp Time Hours, up to the maximum bankable hours allowed by this policy, will be paid (At the employee's hourly rate at the date of employment termination) out to the employee within two weeks of termination of employment.

Hourly rate employees, called back to work after they have completed their regular work day or called out on a day off shall receive a guaranteed two hours of the standard wage.  (A standard wage is defined to be the rate normally payable at any given time depending upon the hours worked in a week/legal holiday, etc.).  Standard pay, therefore, could be straight time, time and one half or double time.  City employees will be paid the standard wage if they are asked by the City Council and/or the City Administrator to attend a Council meeting if it involves their duty.  This does not include salary negotiation or grievance brought before the City Council.
A ¾ hour unpaid lunch period shall be prescribed for City Hall employees.  A ½ hour unpaid lunch period shall be prescribed for all other City employees.

All employees, when working under conditions where the use of a break period is practical, shall be granted a 15 minute break in the morning and afternoon of each 8 hour working day.  An additional 15 minute rest period will be provided for each 4 hours worked in excess of 8 hours in one day.

IX.
EMPLOYMENT POLICIES

A.
Equal Opportunity Policy

It is the intent of the City of Wanamingo to provide equality in employment to all persons.  The City Council shall hear all matters regarding issues of human relations and civil rights and may adopt specific policies that provide for full equal opportunity in the City.

B.
General Provisions

Employment in the City service will be based upon merit, fitness, and character and will be free of personal and political considerations.

In order to maintain a high level of morale, the personnel policies and rules will be administered fairly.  The rights and interests of employees will be consistent with the best interests of the public and the City.

Tenure of employment is subject to good behavior, satisfactory performance of work and necessity for the performance of work and availability of funds.

C.
Appointment Procedure

All appointments to municipal service will be made according to merit, fitness, character and qualifications.  Vacancies in the municipal service will be filled by permanent employees when possible.

D.
Promotion

When possible and practical, vacancies in municipal service will be filled by promotion of permanent employees, if they qualify for the position.

E.
Lay-Offs

The City Administrator may recommend lay-off of any temporary and/or permanent employee if such an action is necessary due to shortage of work, funds, the elimination of a position or organizational changes.  No permanent employee will be laid-off while there are temporary, provisional or probationary employees serving in the same class of position for which a permanent employee is qualified, eligible and available.
F.
Probationary Period

Every new employee and every promoted employee shall be subject to a 6 month probationary period as part of the selection process.  Satisfactory completion of a probationary period may be assumed unless the employee has been notified in writing prior to the end of such a period that his employment is terminated or his probationary period extended.

New employees on probation may be terminated at any time.  The employee so terminated will be notified in writing, shall not have the right to notice or a hearing, and shall not be eligible for severance pay.

Promoted employees on probation may be demoted and/or terminated at any time during the probation except that terminations shall follow the procedure for permanent employees.

Demotions back to the previous position may be made without notice or severance obligations.

G.
Records

Adequate personnel and service records shall be kept for every employee in order that recorded data may serve as a basis for the appraisal of merit and efficiency.  Collection, storage and dissemination of this data shall conform to the Minnesota Data Practices Act (M.S. 13.02-12.09).

H.
Outside Employment
Full time employees may not engage in any outside employment or business which could hinder or impair their performance of their public duties, embarrass the City government, be incompatible with their City employment or conflict with their efficiency on the job.

Outside work will be regarded as secondary to regular City employment and must not interfere with the employee’s availability for emergency or call-in duty.  There will be no worker’s compensation benefits paid to anyone injured while doing outside employment.  

No employee may accept pay or compensation of any type from anyone for time worked while being paid by the City.

Employees are prohibited from working for any contractor or company that has a contract with the City during the period of construction work for the City.  

The City Administrator shall approve all outside employment.

I.
Department work Rules

Department heads may establish work rules specific to their department; however these rules must be approved by the City Administrator prior to application.  Once approved and properly posted, department work rules shall be complied with; failure to do so shall be grounds for disciplinary action.

J.
Department
Since all employees share the responsibility for keeping their department operating in an orderly, safe and efficient manner, they are entitled to know the types of conduct, which will contribute to fulfilling their department’s functions.  At a minimum all employees are required to:


BE ON TIME – Supervisors depend on each employee for help in maintaining important work schedules.  Being at the job location and ready to begin work at the specified time will get things off to the right start.


BE RELIABLE – Excessive absenteeism or tardiness jeopardizes an employees’ job and creates problems for supervisors and fellow workers.  An employee is required to furnish satisfactory evidence that their absence is justified if their supervisor requests it.  


GIVE ADVANCE NOTICE WHEN ABSENT – An employee must notify their supervisor as early as possible if unable to come to work.  Except in unusual cases, they should talk directly with their supervisor to be sure that the supervisor receives the message.


STICK TO THE JOB – Each employee’s job is important.  There should be no congregating in groups or interrupting the work of others for the purpose of unnecessary visiting or leaving work area other than to rest rooms or first aid.


HELP KEEP THE WORK AREA AND EQUIPMENT IN GOOD ORDER – It is necessary to maintain sanitary and healthful conditions throughout the plants and offices.  Good housekeeping promotes good workmanship and safety.  Equipment must be kept in good order, the floor free of litter and the general rules of good housekeeping observed.  Be neat in your personal appearance.


RESTRICT THE USE OF THE TELEPHONE – Avoid making personal telephone calls during regular working hours.  Incoming personal telephone calls should only be received in case of emergency.  Use of the telephone for other than City business ties up lines especially for important incoming calls.


PERFORM THE JOB PROPERLY – Supervisors are responsible for directing the work.  They will be glad to answer any questions or clarify any assigned duties which an employee does not understand.  Every employee should take pride in their work and perform their job carefully, according to instructions.  All necessary information should be passed on to relief operators in order that they may continue operation without interruption or confusion.


BE AN EXAMPLE – The conduct of each individual shall be beyond criticism as a public employee.  In this, the employee not only protects themselves from censure, but helps to make the whole organization to be one of pride to the community.


PAY YOUR BILLS – The City expects all employees to pay undisputed bills promptly.


BE POLITE – No employee should let the weight of their job affect their personality.  A cheerful, polite attitude not only makes their work easier, but makes it easier for their fellow workers to work with them.


KNOW THE REGULATIONS – Employees are expected and required to know and observe Wanamingo Personnel Rules and Regulations as a condition of original and continued employment.

K.
City Property

The City will furnish all applicable tools, equipment, vehicles and similar instruments of production necessary to perform respective employee functions.  Such items upon authorized issuance by the supervisor are the responsibility of the employee to maintain.  No City equipment of any kind is to be used or operated by anyone other than a City employee.  The willful damage, destruction or the unauthorized removal of city-owned property shall be grounds for immediate dismissal.

L.
Expense Reimbursement

While attending meetings or traveling on official City business, employees will be reimbursed for the actual cost of meals.  No reimbursement shall be made for alcoholic beverages.  The meals will be reimbursed according to the Federal Per Diem rate.  Receipts MUST be submitted showing the actual cost for reimbursement.  Reimbursement for meals included in a Conference or Training Fee is not permitted. 

Employees who use their own personal vehicles for City business will be reimbursed at a rate of the current Federal rate per mile.  

All other expenses, as approved by the City Administrator or City Council, will be reimbursed as applicable.  

These reimbursement rates shall be adjusted, from time to time, by the City Council to insure fairness to the employee.

M.
Reporting Accidents

Employees are expected to adhere to all safety requirements.  Whenever an employee is injured on the job, they shall report it to their supervisor immediately.  An accident report must be promptly filed and sent to the City Administrator giving full particulars of the incident.

N.
Resignation

In order to leave the City of Wanamingo in good standing, an employee must file a written resignation with the City Administrator or the City Council at least 14 calendar days before resigning.  Failure to comply with this procedure can be considered cause for denying the employee future employment by the City, affecting job references and denying the terminal leave benefits.  Unauthorized absence from work for a period of three consecutive working days may be considered by the City as a voluntary resignation without benefits.  Any employee may request an opportunity for an exit interview with the Personnel Committee.

X.
DISCIPLINE AND DISMISSAL
A.
Discipline

Employees are subject to disciplinary action for failing to observe the conditions of employment contained herein or adopted departmental work rules.  It is the policy of the City to administer disciplinary sanctions without discrimination of any nature.  All disciplinary action shall be for just cause and the employee may initiate the grievance procedure with respect to any disciplinary action; which they believe to be unjust or disproportionate to the offense committed.  Discipline will be in one or more of the following forms:

1. Oral Reprimand.  The employee will be warned of misconduct.  A written record will 

be kept concerning the date of the conference and other pertinent information about 

the situation.

2. Written Reprimand.  This is to state that an employee is being warned for misconduct, 

explain the misconduct, describe past actions taken by the supervisor (or 

Administrator) to correct the source of misconduct and outline future penalties.  The 

employee shall receive a copy of such written reprimand.  The City Council will be 

informed of the situation.

3. Suspension Without Pay.  At the discretion of the City Administrator, an employee 

may be suspended a maximum of one week.  The City Council will be informed of 

the situation.

4. Dismissal.  Dismissal will be recommended to the City Council by the City 

Administrator whereby the City Council will make such decision.

B.
Suspension and Dismissals

The City Administrator, in conjunction with the Personnel Committee, may suspend any City employee.  The City Administrator, in conjunction with the Personnel Committee and with the permission of the City Council may dismiss any City employee.  Such dismissal or suspension shall separate the employee from pay status.  In doing so, the Personnel Committee shall state the cause for dismissal or suspension in writing.  A copy of the written notice stating such cause shall be sent to the City Council and to the employee upon request.  An employee, except a probationary employee, so dismissed or suspended is entitled to a hearing before the City Council if requested by the employee or their representative within 10 days after the written notice of dismissal or suspension is delivered to the City Council.  Just cause for dismissal or suspension include, but are not limited to the following:

1. Failure to report or refusal to work when necessary to keep the essential services 

operating and provide services to the public.

2. Reporting for work under the influence of alcohol or narcotics or the use of such 

on the job.

3. Repeated tardiness and unauthorized absence from work.

4. Incompetence, inefficiency, dishonesty or disobedience while performing work duties.

5. Misconduct during work
6. Inability or incapacity to perform work duties.

7. Failure to observe work place laws or regulations.

8. Insubordination.

9. Conviction of a criminal offense involving moral turpitude.

10. Use of offensive conduct or language toward the public or City officers or other city employees.

11. Carelessness and negligence in the handling or control of City equipment or property.

12. Conduct in private life which brings discredit upon the City.

13. Deliberate damage to or unauthorized removal of City property or that of another city employee.

14. Deliberately making material false statements or misstatements of fact in an application for employment.

XI.
GRIEVANCES
A.
Grievances
“Grievances” means a dispute or disagreement concerning the interpretation and application of the terms and conditions of the personnel rules and regulations of the City and alleged violations of these rules and regulations or any unwarranted disciplinary action.  Failure to record a grievance (Step 1) within 14 calendar days of the occurrence of the grievance shall constitute a waiver thereof.

It shall be the policy of the City to adjust grievances of employees promptly and fairly.  Within the framework of existing laws and regulations every effort shall be made to adjust grievances in a manner mutually satisfactory to employees and management.  In the presentation of grievances at any supervisory level, employees shall be free from restraint, interference, discrimination or reprisal.  Any employee who believes they have received inequitable treatment because of some conditions of their employment may personally or through their representative, progressively appeal for relief from that condition as specified in this section.

B.
City Administrator (Step 1)

An employee shall take up all grievances with the City Administrator.  If the grievance arises out of a matter over which the City Administrator has no control, the employee may request the City Administrator to carry such grievance on their behalf to the Personnel Committee regardless of their evaluation of the validity of the grievance.

C.
Personnel Committee (Step 2)

Employees who desire to appeal decisions of the City Administrator in grievance matters may do so.  Such appeals must be in writing, must be dated, and must state fully the nature of the grievance, and the steps which have been taken to achieve its settlement and must delivered to the City Administrator within 10 days of Step 1 decision.  The Personnel Committee shall furnish the employee a dated statement in writing of the results of such an appeal.

D.
City Council (Step 3)
Failing prompt and satisfactory adjustment, employees or their representatives may appeal the dispute by delivering written notice to the City Council for final adjustment within 30 days of Step 2 decision.  In no case, however, shall the employee carry a grievance to the Mayor or Councilperson without first exhausting the Administrative remedies contained herein as described in steps 1 and 2.

XII.
HARASSMENT
The City of Wanamingo is committed to creating and maintaining a work place atmosphere free of harassment and discrimination.  Such harassment is a violation of Title VII of the Civil Rights Act of 1964 and the Minnesota Human Rights Act.

In keeping with this commitment, the City maintains a strict policy, available at City Hall, prohibiting unlawful harassment, including sexual harassment.  This policy prohibits harassment in any form, including verbal and physical harassment.  

The City of Wanamingo will, in all cases, take action to correct any reported harassment to the extent evidence is available to verify the alleged harassment and any related retaliation.  All allegations will be investigated.  Strict confidentiality is not possible in all cases of sexual harassment as the accused have the right to answer charges made against them; particularly if discipline is a possible outcome.  Reasonable efforts will be made to respect the confidentiality of the individuals involved, to the extent possible.

XIII.
HOLIDAYS
Any permanent employee, upon satisfactory completion of the probationary period, shall be eligible for holiday benefits.  Benefits shall include the authorized absence from work with pay.  Compensation received shall be equal to the regular daily wage received as if the employee had worked a normal day.  Holidays are:

1. New Years Day – January 1

2. Martin Luther King’s Birthday – 3rd Monday in January

3. President’s Day – 3rd Monday in February

4. Memorial Day – Last Monday in May

5. Independence Day – July 4th
6. Labor Day – 1st Monday in September

7. Veteran’s Day = November 11th
8. Thanksgiving Day – 4th Thursday in November

9. Christmas Day – December 25th
10. Friday after Thanksgiving or Columbus Day

A paid holiday occurring on Sunday shall be observed on the following Monday and a paid holiday occurring on a Saturday shall be observed on the preceding Friday, except that employees working on a continuous shift shall observe the holiday on the calendar day on which it occurs.

If an employee holiday occurs during a regular employee’s vacation period or regularly scheduled day off, the employee shall be granted some other day off with pay.

Employees required to work on a designated holiday shall be paid at a rate of 1 ½ times their regular rate of pay in addition to their regular pay.  At the discretion of the City Administrator, an employee may be given time off in lieu of a holiday worked.

XIV.
LEAVES

A.
Leaves

“Leaves” are authorized absences from duty.

B.
Terminal Leave

If an employee has at least 12 months of service and leaves the employment of the City in good standing (having given proper notice), they will be paid for unused compensatory time (unless previously forfeited) and vacation time due from the preceding anniversary date and vacation not taken as of the time of separation.  This is known as “unused” vacation.  If upon termination in good standing, the employee has at least one year’s service, the employee will be paid for vacation time earned since anniversary date and normally taken during the next vacation year.  This vacation time is known as “accrued” vacation and will be paid on a prorated basis for full months of service between the previous anniversary date and the time of termination.

C.
Leave of Absence
The City Administrator may grant any permanent employee a leave of absence without pay for a period not to exceed 30 days.  During such leave, the employee may not accrue, sick leave, vacation or holiday leave.  In addition, the employee shall, via payroll deduction or other means pay 100% of the premium for the insurance program for themselves and/or spouse and dependents if it applies, for as long as the leave continues.

A non-paid leave of absence may be granted beyond 30 days, but not to exceed 6 months, for good and sufficient reasons at the City Council’s discretion.  During such leave, the employee may not accrue, not use sick leave, vacation or holiday leave.  In addition, the employee must pay 100% of the premium for the insurance program for themselves and/or spouse and dependents if it applies, for such benefits to be retained.

D.
Sick Leave
An employee is eligible for sick leave with pay if the employee is a permanent employee.  Sick leave may be granted for personal illness, legal quarantine, or illness to family members (Minnesota State Statute 181.9413 Definitions) including spouse, child, adult child, sibling, mother, father, mother-in-law, father-in-law, grandparent, and grandchild.  

1. An employee must report to the City Administrator and indicate their reason for absence.  The employee must also inform the City Administrator if the absence is more than 3 days.  A medical certification may be required by the City Administrator for absences for more than 3 days.

2. No sick leave benefits will be granted upon termination of employment.   

3. An employee who has been unable to work for a period of time because of illness or accident may be requested to submit a medical certificate assuring their ability to perform competently before that employee may return to work.

4. Claiming sick leave when physically fit may be cause for disciplinary action including cancellation of sick leave benefits, suspension, demotion or termination.

5. Sick leave may be used for ordinary physical, dental and eye care examinations and for serious illness in the immediate family.

6. Sick leave shall be accumulated at the rate of 4 hours for each pay period and may be accumulated to a maximum total of 1,040 hours.

E.
Jury Duty or Military Leave

If an employee is absent from work because of jury duty, the City will pay their full salary.  However, the pay received for jury duty must be forfeited to the City minus those costs incurred as travel expenses.  Compensatory time may be used in lieu of forfeiture.  Military leave will be given pursuant to Minnesota Statutes 192.26.

XV.
VACATION

It is the intent that vacation leave is given as an opportunity for an employee to refresh themselves by a change from the job and it will be taken each year in so far as possible in weekly intervals.  Vacation leave scheduling is the responsibility of the department head for employees under their supervision.  Department heads will consider seasonal demand and minimum acceptable manpower in their respective activities.  Priority will be given in vacation scheduling based on the earlier date of request and priority will be given to requests of one week or more over requests for less than one week.  Vacation leave shall be requested sufficiently in advance to allow the department head to arrange work schedules.  At a minimum, it is expected that vacation leave will be requested in advance by the length of the vacation period.  In no case will vacation leave be granted if not requested prior to time of leave.

Every permanent employee, hired after January 1, 2014, shall be entitled to vacation leave with pay based upon the following schedule:

Less than 5 years

13 days

5-15 years


20 days

15+ years


26 days

Every permanent employee, hired before December 31, 2013, shall be entitled to vacation leave with pay based upon the following schedule:


Less than 3 years

13 days


3 – 15 years


20 days


15 years +


26 days

Vacation shall be accrued each pay period.

A day of vacation shall be construed to mean the hours that the employee is regularly scheduled to work.

An employee may carry forward (or "Bank") up to two (2) years worth of vacation days (According to the scheduled vacation accrual schedule listed above).  Once the employee's vacation hour accumulation goes over two years worth of accumulation, the employee either uses the surplus hours the following pay period or the hours are permanently lost.
Accumulated Vacation Hours, up to the maximum bankable hours allowed by this policy, will be paid (At the employee's hourly rate at the date of employment termination) out to the employee within two weeks of termination of employment.
XVI.
INSURANCE
A.
Insurance Program
The City of Wanamingo agrees to pay for the cost of single health insurance for the duration of eligibility for coverage per the provisions in the Group Health Insurance Policy.  Further, the City of Wanamingo agrees to pay up to $250 per month for group health coverage of one dependent per full time insurance eligible employee for the duration of eligibility of coverage per the provisions in the Group Health Insurance Policy.  All dependents are eligible for the Group Health Insurance Plan for those employees that take part in the Group Health Insurance Plan.  The amount to be contributed and the type of coverage will be determined annually by the City Council.

The payment of premiums is only for the Group Insurance Plan contracted with by The City of Wanamingo.  For information about coverage and eligibility requirements, employees should refer to the summary plan description or contact the City Administrator or the insurance agent. 

B.
Retirement

All employees are covered by Public Employees Retirement Association (PERA) or PERA – Social Security in accordance with Minnesota Statutes 353.01.  The City matches employees’ contribution to this fund.  Volunteer firemen are covered by pension through Firemen’s Relief Association.

XVII.
AMENDMENTS
These rules and regulations may be modified or amended from time to time by the City Council and thereupon shall be published to the employee.

XVIII.
SEVERABILITY

Every section, subdivision, paragraph or provision of this manual shall be and is hereby declared severable from every other such section, subdivision, paragraph or provision and if any part or portion of any of them shall be held invalid, it shall not affect or invalidate any other section, subdivision, paragraph or provision contained therein.

ACKNOWLEDGMENT
I acknowledge that I have received a copy of the City of Wanamingo Personnel Policy Manual and that I will have the opportunity to ask the City Administrator questions about this Manual’s content as they relate to my employment with the City of Wanamingo/ I understand that the information in this manual are guidelines only, and are in no way to be interpreted as a contract.

Dated ___________________








Print you name: ______________________








Signature: ___________________________
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