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Minutes  
WORKPLACE PARTNERSHIP GROUP 

—Ninth Business Meeting— 
Monday, February 25, 2016; 2:00 p.m. 

Minneapolis City Hall – Room 319 
 

* * * * * 
 
1. Call to Order 

The Chair called the meeting to order at 2:08 p.m. The following members were found to be in 
attendance: 

Attending: Susie Brown; Steve Cramer; Liz Doyle; Faisal A. Mohamud Deri; Brian K. Elliott; Dayna 
Frank; Stephanie Gasca; Molly Glasgow; Chelsie Glaubitz Gabiou; Ron Harris; Christopher Carl 
Pennock; Guillermo Alexander Lindsay; Tony Lacroix-Dalluhn; Wade Luneburg; Bruce Nustad; Jim 
Rowader; and Danny Schwartzman [See attached attendance sheet] 

The following staff members were also present: Nuria Rivera-Vandermyde; Luke Weisberg; Casey Carl; 
Susan Trammell; and Sasha Bergman. 

 
2. Acceptance of Minutes – Seventh Business Meeting: February 22, 2016 

On motion by Elliott, the minutes of the Eighth Business Meeting conducted Monday, February 22, 
2016, were approved. 
 

3. Report from the Chair 

A. Correspondence 

Packets of correspondence that had been received via the WPG website as well as from feedback 
at the various community-based listening sessions were compiled and distributed to members. 
Mr. Weisberg suggested that members review that commentary in comparison to the summary 
sheet previously distributed to ensure that the summary document captured the major themes 
and key points gathered from the community related to a proposed municipal policy on paid sick 
time. [See attached packet of WPG Correspondence]. 
 

4. Unfinished Business 

A. Review of key decision points and/or recommendations where consensus has been reached on 
elements related to scope, usage, accrual mechanism(s), and monitoring, enforcement, and 
implementation 

Members reviewed outstanding points under identified policy elements (categories) and provided 
feedback as to preferred options to be included in a draft report, reflected in blue highlights [See 
attached WPG Detailed Policy Decision Outline dated February 25, 2016]. Mr. Weisberg sought 
clarification and consensus on various issues, which were discussed by members. 
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Cramer and Nustad introduced a counter-proposal for consideration which focused on the 
creation of a multi-member partnership composed of representatives from the City Government, 
local employers, and community stakeholders (including employees/employee representatives) 
that would provide shared oversight of a municipal policy on paid sick-time leave. This proposal 
was based on the successful Clean Energy Partnership, the first of its kind in the nation which was 
created in Minneapolis to bring the City Government, utilities, and interested community 
stakeholders together in addressing clean energy goals articulated by the City of Minneapolis. For 
details on the Clean Energy Partnership, see the website at: http://mplscleanenergypartnership.org/. A 
copy of the Cramer/Nustad proposal is appended hereto for reference. 

Following discussion, Mr. Weisberg indicated that he would incorporate the feedback provided—
which satisfied a majority of members, indicated by consensus—in a first draft report which 
would be submitted for review and comment. That first draft of the Workplace Partnership Group 
Report would be the focus of the next regular business meeting, scheduled for Wednesday, 
March 9, 2016, beginning at 3 p.m. at City Hall. 

B. Schedule Review 

The Chair reminded members there were two regular business meetings remaining in the 
schedule; those meeting were set for Wed., March 9, at 3 p.m., and Mon., March 14, at 3:30 p.m. 
Staff had previously sent calendar invites to hold those dates/times on members’ calendars. The 
goal was to review a draft report at the March 9 meeting, giving all members a final opportunity 
to provide constructive criticism and feedback on specific policy recommendations and overall 
content. Staff would have a final version of the report ready for review prior to the final meeting 
set for March 14, with the understanding that a formal vote would be taken on the report at that 
time. The WPG would then formally present its report with policy recommendations to the City 
Council’s Committee of the Whole at its regular meeting on Wed., March 16, at 10 a.m. 
 

5. Adjournment 

With no further business to be presented, the meeting adjourned at 4:13 p.m. 
 
 

http://mplscleanenergypartnership.org/
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WORKPLACE	  PARTNERSHIP	  GROUP	  DETAILED	  POLICY	  DECISION	  OUTLINE	  at	  2/25/16	  
Yellow	  highlight	  indicates	  choices	  confirmed	  by	  Workplace	  Partnership	  Group	  

	  
I. SCOPE	   We	  recommend	  a	  policy	  that	  covers:	   NOTES	   LANGUAGE	  

Consensus	  
check	  

Complete!	  

A)	  Covered	  employers	  

	  1.	  Employers	  based	  in	  Minneapolis	   	  
	  

We	  recommend	  a	  policy	  that	  
covers:	  
	  
Individuals	  working	  in	  the	  City	  of	  
Minneapolis	  (regardless	  of	  
where	  your	  employer	  is	  located)	  
at	  least	  80	  hours	  in	  a	  year	  for	  a	  
given	  employer,	  shall	  have	  
access	  to	  paid	  sick	  time.	  
	  
Exempt	  and	  non-‐exempt	  
employees.	  	  Exempt	  employees	  
are	  considered	  to	  work	  40	  hours	  
a	  week	  for	  purposes	  of	  accrual,	  
unless	  there	  is	  evidence	  that	  
they	  work	  less	  than	  that.	  
	  
We	  recommend	  the	  following	  
small	  employer	  
accommodations:	  
• Micro-‐employer	  compliance	  
standard.	  	  Employees	  of	  
“micro”	  employers	  (3	  or	  fewer	  
employees)	  shall	  have	  access	  
to	  protections	  against	  
retaliation	  but	  provision	  of	  
paid	  sick	  time	  is	  at	  the	  
employer’s	  discretion,	  	  

• Delay	  in	  penalties	  for	  small	  
employers.	  Small	  employers	  
(with	  fewer	  than	  24	  
employees)	  shall	  have	  an	  
additional	  6-‐12	  months	  before	  
penalties	  can	  be	  assessed.	  	  

1/25/16	   	  

	  2.	  Employers	  with	  employees	  who	  
work	  within	  Minneapolis,	  regardless	  of	  
employer	  location.	  

May	  consider	  
employer	  size	  
threshold	  

1/25/16	   2/1/16	  
	  

3.	  	  Only	  employers	  in	  sectors	  with	  
significant	  public	  health	  exposure	  

Define	  at	  employer	  or	  
employee	  level?	  

1/25/16	   	  

B)	  Covered	  employees	  
–	  FT/PT	  

1.	  Only	  full-‐time	  employees	  are	  
covered	  

TBD	  by	  the	  accrual	  
rate…	  

2/1/16	  
	  

	  

2.	  Both	  part-‐time	  and	  full-‐time	  
employees	  are	  covered	   	  

	  

	  	  	  	  C)	  	  Covered	  employees	  
–	  	  	  hours	  threshold	  

1.	  All	  employees	  who	  work	  within	  
Minneapolis	  

	  
	  

	  

2.	  All	  employees	  who	  conduct	  at	  least	  
80	  hours	  of	  work	  a	  year	  in	  Minneapolis	  	  
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(Employees	  are	  covered	  under	  
the	  ordinance	  during	  this	  time	  
and	  remedies	  must	  be	  made	  
available	  to	  employees,	  but	  
penalties	  may	  not	  be	  
assessed.)	  

• Delay	  in	  penalties	  for	  
“new/startup”	  employers.	  	  
Employers	  that	  are	  within	  the	  
first	  12	  months	  of	  operation	  
shall	  not	  have	  penalties	  
assessed.	  (Employees	  are	  
covered	  during	  this	  time	  and	  
remedies	  must	  be	  made	  
available	  to	  employees,	  but	  
penalties	  may	  not	  be	  
assessed.)	  

Creation	  of	  an	  Office	  for	  Small	  
Business	  in	  Minneapolis	  that	  
would	  foster	  the	  growth	  of	  small	  
businesses	  in	  Minneapolis	  by	  
providing	  support	  in	  navigation	  
of	  City	  processes.	  

II. USAGE	   We	  recommend	  a	  policy	  that	  allows	  
usage	  of	  sick	  time	  for:	   NOTES	   LANGUAGE	   Consensu

s	  check	  
Complete

!	  

A) Employee	  vs	  
employee	  +	  family	  

1.	  Employee	  health	  needs	  only	  	  
	   	  

We	  recommend	  a	  policy	  in	  
which:	  
Employees	  may	  use	  paid	  sick	  
time	  for	  mental	  and	  physical	  
illness	  or	  incident,	  injuries,	  
health	  conditions,	  diagnostic	  
and	  preventive	  care,	  school	  
closures	  due	  to	  public	  health	  or	  

2/8/16	  
	  

	  

2.	  Health	  needs	  of	  employee	  as	  well	  as	  
family	  members,	  broadly	  defined	  

Build	  on	  existing	  
definitions	  for	  City	  of	  
Minneapolis	  
employees	  (which	  also	  
incorporates	  MN	  State	  
Statute	  	  181.9413).	  

	   	  



	  	  	  FOR	  DISCUSSION	  @	  2/25/16	  	  	  	  	  	  	  	  	  	  3	  

B) Inclusion	  of	  mental	  
health	  for	  usage	  	  

1.	  Mental	  and	  physical	  illness,	  injuries,	  
health	  conditions,	  diagnostic	  and	  
preventive	  care,	  school	  closures	  due	  to	  
public	  health	  or	  other	  emergencies.	  
	  	  	  

Commentary:	  
Bereavement	  policy	  be	  
explored	  to	  include	  
and/or	  be	  adapted	  for	  
culturally-‐appropriate	  
practices	  and	  
recognition	  of	  extended	  
family	  and	  community	  
relationships.	  	  

other	  emergencies	  for	  
themselves	  or	  for	  members	  of	  
their	  extended	  families	  and	  
households	  (as	  defined	  in	  City	  of	  
Minneapolis	  civil	  code	  and	  MN	  
State	  Statute	  181.9413).	  
	  
Employees	  may	  use	  paid	  sick	  
time	  in	  increments	  consistent	  
with	  current	  business	  practices,	  
as	  defined	  by	  industry	  standards	  
or	  existing	  employer	  policy.	  
	  
Employers	  may	  request	  
documentation	  of	  
illness/absence	  from	  an	  
employee	  if	  there	  is	  a	  clear	  
pattern	  of	  abuse.	  
	  

2/8/16	  
	  

	  

2.	  Usage	  restricted	  to	  physical	  illness.	   	   	   	  

C) Increments	  of	  
usage	  
	  

1.	  Full	  shift/day	  is	  the	  smallest	  
increment	  of	  time	  that	  can	  be	  taken	  off	  
as	  “sick	  time”	  
	  

	  

	   	  

2.	  Partial	  shift/day	  can	  be	  taken	  off	  as	  
“sick	  time”	  
	  

This	  issue	  here	  is	  the	  
“doctor’s	  
appointment”	  or	  the	  
child	  who	  is	  sick	  for	  
only	  part	  of	  the	  school	  
day.	  	  Smallest	  
increment	  allowable	  in	  
employer	  payroll	  
system?	  

2/8/16	  
	  

	  

D) Documentation	  

1.	  Doctor’s	  note	  or	  other	  employee	  
proof	  of	  illness	  for	  time	  taken	  (perhaps	  
after	  a	  specified	  number	  of	  consecutive	  
days).	  (Modified)	  

Potential	  for	  
inappropriate	  use,	  
balanced	  with	  cost	  and	  
difficulty	  of	  getting	  a	  
doctor’s	  note,	  and	  
employee	  privacy	  
considerations.	  

2/8/16	  
	  

	  

2.	  No	  documentation	  required.	  
Group	  may	  consider	  if	  
there	  is	  a	  third	  option	  
on	  this	  issue	  

	   	   	  

E) Provisional	  period	  
at	  start	  of	  
employment	  

1.	  Employee	  begins	  to	  accrue	  time	  
immediately,	  but	  the	  use	  of	  sick	  time	  is	  
at	  the	  employer’s	  discretion	  in	  the	  
initial	  2-‐3	  months	  of	  employment	  

Employee	  gains	  by	  
accruing	  immediately,	  
but	  employer	  is	  also	  
protected	  by	  not	  

Employees	  will	  begin	  earning	  
accrued	  sick	  time	  at	  the	  start	  of	  
employment;	  and,	  will	  able	  to	  
access	  earned	  hours	  after	  a	  
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having	  to	  grant	  time	  for	  
seasonal	  employees,	  
for	  example.	  

provisional	  period,	  consistent	  
with	  employer	  practice,	  and	  no	  
longer	  than	  90	  days.	  

2.	  Employee	  is	  eligible	  to	  use	  accrued	  
sick	  time	  from	  the	  commencement	  of	  
employment.	  

	  
2/8/16	   	  

F) Relationship	  to	  
existing	  PTO	  
policies	  

	  
	  
	  
	  

1.	  	  Sick	  days	  are	  accrued/used	  
separately	  than	  other	  forms	  of	  PTO,	  
vacation	  and	  other	  types	  of	  leave.	  

	  
Any	  employer	  with	  a	  paid	  leave	  
policy,	  (such	  as	  a	  paid	  time	  off	  
policy	  or	  a	  paid	  leave	  policy	  
within	  a	  CBA)	  such	  as	  a	  paid	  
time	  off	  policy,	  that	  provides	  an	  
amount	  of	  paid	  leave	  sufficient	  
to	  meet	  the	  total	  annual	  accrual	  
requirements	  of	  this	  policy	  that	  
may	  be	  used	  for	  the	  same	  
purposes	  as	  paid	  sick	  time	  in	  this	  
law,	  is	  not	  required	  to	  provide	  
additional	  paid	  sick	  time.	  
	  
Existing	  sick	  time	  and/or	  paid	  
time	  off	  (PTO)	  policies	  will	  be	  
considered	  in	  compliance	  with	  
City	  policy	  if	  they	  meet	  
minimum	  standards	  established	  
by	  the	  City.	  Employers	  may	  
voluntarily	  present	  existing	  
policies	  for	  review;	  or,	  may	  be	  
asked	  for	  review	  upon	  receipt	  of	  
an	  inquiry	  or	  complaint.	  

	   	  

2.	  Sick	  days	  are	  accrued/used	  
separately	  for	  employee	  individual	  use	  
v.	  use	  for	  extended	  family	  or	  
household.	  

	  

	   	  

3.	  	  Paid	  leave	  policies	  –	  such	  as	  
employer	  PTO	  policies,	  other	  types	  of	  
leave	  policies	  or	  existing	  agreements	  –	  
are	  in	  compliance	  with	  the	  ordinance	  if	  
they	  meet	  the	  minimum	  standards.	  	  	  

From	  Philadelphia:	  
“Any	  employer	  with	  a	  
paid	  leave	  policy,	  who	  
makes	  available	  an	  
amount	  of	  paid	  leave	  
(including	  but	  not	  
limited	  to	  vacation	  
days,	  sick	  days,	  short-‐
term	  disability	  
benefits,	  floating	  
holidays,	  parental	  
leave,	  personal	  days,	  
or	  PTO),	  sufficient	  to	  
meet	  or	  exceed	  the	  
accrual	  requirements	  
of	  this	  Section,	  and	  
that	  may	  be	  used	  for	  
the	  same	  purposes	  
and	  under	  the	  same	  
conditions	  as	  sick	  time	  
under	  this	  Chapter,	  is	  
not	  required	  to	  
provide	  additional	  sick	  
time.”	  
	  

2/8/16	  
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4.	  Sick	  days	  program	  is	  administered	  by	  
the	  city	  through	  a	  payroll	  tax	  into	  a	  
fund	  that	  pays	  for	  sick	  days	  for	  all	  
workers	  in	  Minneapolis.	  

Commentary:	  There	  is	  
interest	  in	  the	  idea	  of	  
a	  broader	  program	  to	  
support	  paid	  sick	  
time.	  The	  WPG	  
recommends	  that	  
explore	  this	  concept	  
further	  and,	  if	  
appropriate,	  pursue	  
through	  its	  state	  
legislative	  agenda.	  

	   	   	  

III. ACCRUAL	  
MECHANISM	  

We	  recommend	  a	  policy	  that	  contains	  
the	  following	  provisions:	   NOTES	   LANGUAGE	  

Consens
us	  check	  

Complet
e!	  

A) Accrual	  vs	  other	  
mechanism	  

1.	  Employee	  receives	  full	  allotment	  of	  
sick	  time	  at	  commencement	  of	  
employment,	  and	  receives	  the	  same	  
allotment	  at	  the	  beginning	  of	  each	  year	  
of	  employment	  thereafter.	  

	  

	   	   	  

2.	  Employees	  accrue	  sick	  time	  
according	  to	  a	  specified	  accrual	  rate	  
(e.g.	  1	  hour	  for	  every	  30	  hours	  worked)	  	  

	  

We	  recommend	  a	  policy	  in	  
which	  employees	  earn	  paid	  sick	  
time	  based	  on	  hours	  worked.	  

2/17/16	  
	  

	  

B) Amount	  of	  time	  
received/earned	  

1.	  If	  an	  accrual	  system,	  an	  employee	  
should	  earn	  sick	  time	  at	  the	  rate	  of	  1	  
hour	  for	  every	  30	  hours	  worked.	  	  If	  
using	  an	  allotment	  system,	  an	  
employee	  should	  receive	  amount	  
equivalent	  to	  accruing	  at	  that	  rate	  for	  
one	  year.	  

Recommendation	  
language	  on	  this	  item	  
depends	  on	  outcome	  
for	  preceding	  topic	  
(accrual	  vs	  other	  
mechanism)	  

	   	   	  

2.	  If	  an	  accrual	  system,	  employee	  
accrues	  at	  a	  rate	  other	  than	  1	  for	  30.	   	  

We	  recommend	  an	  approach	  in	  
which	  employees	  earn	  1	  hour	  of	  
sick	  time	  for	  every	  30	  hours	  
worked.	  

	   	  

C) Carryover	  	  
1.	  Sick	  time	  that	  is	  accrued	  and	  unused	  
may	  carry	  over	  in	  full	  into	  the	  following	  
year.	  	  	  

Related	  
considerations:	  
(1)	  Availability	  of	  
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2.	  Sick	  time	  that	  is	  accrued	  and	  unused	  
may	  be	  carried	  over	  with	  a	  cap	  on	  the	  
total	  amount	  of	  time	  that	  may	  be	  
carried	  over	  year	  to	  year.	  	  	  

accrued	  sick	  time	  for	  
employees	  who	  
change	  jobs	  within	  a	  
business;	  or	  who	  
return	  after	  a	  leave	  of	  
absence;	  	  
(2)	  Honoring	  accrued	  
sick	  time	  in	  the	  event	  
of	  a	  business	  sale	  or	  
merger;	  	  

(3)	  Ability	  to	  cash	  out	  
accrued	  leave	  at	  year	  
end,	  or	  donate	  time	  

We	  recommend	  a	  cap	  of	  80	  
hours	  on	  total	  accrual.	  

	   	  

3.	  Sick	  time	  that	  is	  accrued	  and	  unused	  
may	  not	  be	  carried	  over	  from	  year	  to	  
year.	  

	   	   	  

D) Caps	  

1.	  A	  cap	  is	  placed	  on	  the	  total	  number	  
of	  days	  an	  individual	  may	  use	  in	  the	  
course	  of	  a	  year	  

This	  issue	  takes	  into	  
consideration	  
individuals	  working	  
more	  than	  40	  hours	  a	  
week	  

We	  recommend	  an	  annual	  cap	  
on	  accrued	  time	  at	  48	  hours.	  

	   	  

2.	  No	  cap	  is	  placed	  on	  the	  total	  number	  
of	  days	  an	  individual	  may	  use	  in	  the	  
course	  of	  a	  year	  

	   	   	  

E) Distinctions	  by	  
size	  of	  employer	  

1.	  Employees	  working	  for	  employers	  
with	  less	  than	  5	  employees	  may	  earn	  
no	  more	  than	  ___	  days/hours	  of	  sick	  
time	  in	  a	  year.	  

Consider	  micro-‐
employers?	  
Consider	  start-‐ups	  
/length	  of	  time	  
business	  has	  been	  in	  
operation?	  

	  
	  
	  
	  
	  
	  
	  
	  

	   	  

2.	  Employees	  working	  in	  Minneapolis	  
accrue/earn	  paid	  sick	  time	  at	  the	  same	  
rate	  and	  with	  the	  same	  caps,	  regardless	  
of	  size	  of	  employer.	  
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IV. MONITORING,	  
ENFORCEMENT	  &	  
IMPLEMENTATION	  

We	  recommend	  that	  the	  City	  of	  
Minneapolis:	   NOTES	   LANGUAGE	   Consensu

s	  check	  
Complete

!	  

A) Education	  and	  
outreach	  

Undertake	  proactive,	  culturally	  
appropriate	  outreach	  and	  education	  
efforts	  to	  ensure	  that	  both	  
employees	  and	  employers	  are	  aware	  
of	  the	  new	  policy	  and	  understand	  it.	  	  
On	  an	  ongoing	  basis,	  employers	  and	  
employees	  should	  receive	  timely,	  
accurate	  and	  easy-‐to-‐understand	  
information	  about	  rights	  and	  
responsibilities.	  Small-‐business	  and	  
community-‐based	  organizations	  
should	  be	  enlisted	  as	  partners	  to	  
expand	  the	  reach	  of	  education	  and	  
outreach	  efforts.	  

	   We	  recommend	  that	  the	  
City	  plan	  for	  a	  broad	  
education	  effort,	  with	  
resources	  dedicated	  
appropriately,	  for	  
community-‐based	  and	  
business	  partners	  to	  help	  
deliver	  accurate	  and	  easy-‐
to-‐understand	  information	  
about	  rights	  and	  
responsibilities	  related	  to	  
this	  policy	  change.	  Efforts	  
should	  be	  community-‐	  and	  
language-‐specific,	  ensuring	  
reach	  to	  smaller	  businesses	  
and	  affected	  employees,	  
where	  impact	  is	  expected	  
to	  be	  most	  significant.	  

2/17/16	  
	  

	  

B) Enforcement	  system	  
	  

Design	  a	  robust	  enforcement	  system	  
that	  maximizes	  employer	  
compliance	  and	  provides	  efficient	  
and	  fully	  accessible	  avenues	  for	  
bringing	  and	  resolving	  complaints.	  
Components	  of	  enforcement	  system	  
should	  include:	  

May	  include	  both	  
complaint-‐based	  and	  more	  
proactive	  methods	  of	  
enforcement	  

We	  recommend	  that	  the	  
City	  establish	  a	  point	  of	  
contact	  for	  which	  
employers	  and	  employees	  
can	  ask	  for	  review	  of	  
policies/actions;	  and,	  allow	  
for	  voluntary	  review	  by	  City	  
staff	  of	  existing	  policies.	  
	  
We	  recommend	  that	  the	  
City	  pursue	  and	  support	  a	  
partnership	  approach	  with	  
employer	  and	  employee	  
representation	  to	  shape	  

2/17/16	  
	  

	  

1.	  Survey	  or	  other	  regular	  evaluation	  
methods	  to	  identify	  patterns	  related	  
to	  compliance	  and	  usage.	  

	   	  

	  

2.	  Incentives	  related	  to	  recognition	  
or	  other	  benefits	  to	  businesses	  that	  
meet	  or	  exceed	  standards	  put	  forth	  
by	  this	  policy.	  

Per	  proposal	  shared	  by	  
Steve	  &	  Bruce	  

2/17/16	  
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3.	  Financial	  penalties	  for	  
noncompliance	  that	  are	  sufficient	  to	  
maximize	  compliance	  with	  policy	  
(and	  level	  the	  playing	  field	  for	  
compliant	  employers).	  	  	  

A	  delay	  in	  implementation	  
of	  penalties	  for	  small	  
employers	  may	  be	  
considered	  to	  ensure	  
sufficient	  time	  to	  
implement	  new	  policy.	  	  	  

goals	  for	  sick	  time	  coverage	  
and	  encouragement	  for	  
adoption	  of	  established	  
policies.	  The	  City’s	  own	  
compliance	  effort	  will	  
complement	  this	  
partnership	  by	  establishing	  
financial	  penalties	  and/or	  
sanctions	  consistent	  with	  
City	  practice	  for	  those	  who	  
fail	  to	  comply	  with	  the	  
policy	  after	  a	  period	  of	  time	  
to	  be	  determined	  by	  
Council.	  
	  	  	  
	  

	  

	  

4.	  Identify	  an	  ombudsperson	  that	  
employers	  and	  employees	  may	  
contact	  with	  issues/problems	  
related	  to	  the	  policy	  in	  content	  or	  
implementation	  	  

	   2/17/16	  
	  

	  

C)	  	  	  Protections	  
	   	  

1.	  Ensure	  that	  workers	  are	  protected	  
from	  retaliation	  in	  any	  form	  
2.	  Clarify	  that	  an	  employer	  
maintains	  its	  right	  to	  take	  
disciplinary	  action	  when	  clear	  
evidence	  exists	  of	  a	  pattern	  of	  an	  
employee	  using	  leave	  for	  purposes	  
other	  than	  those	  provided	  under	  the	  
law.	  	  	  	  

"Retaliatory	  personnel	  
action"	  means	  any	  
termination,	  suspension,	  
constructive	  discharge,	  
demotion,	  unfavorable	  
reassignment,	  refusal	  to	  
promote,	  disciplinary	  
action	  or	  other	  adverse	  
employment	  action	  taken	  
by	  an	  employer	  against	  an	  
employee	  or	  a	  service	  
worker.	  

We	  recommend	  that	  
employees	  be	  protected	  
from	  retaliation	  in	  any	  form	  
[per	  the	  definition	  of	  
retaliation	  provided	  in	  City	  
code	  or	  per	  language	  
provided].	  We	  also	  
recommend	  that	  employers	  
maintain	  the	  ability	  to	  take	  
disciplinary	  action	  if	  there	  is	  
a	  clear	  pattern	  of	  abuse.	  

2/17/16	  

	  

	  

D)	  	  	  Notice	  and	  
Recordkeeping	  

1.	  Create	  notice	  provisions	  that	  
provide	  information	  on	  rights	  and	  
responsibilities	  to	  employees	  in	  a	  
fully	  accessible	  manner	  (including	  
linguistic	  accessibility).	  
2.	  Ensure	  recordkeeping	  rules	  will	  
provide	  timely	  and	  sufficient	  
information	  to	  the	  city	  and	  
employees,	  as	  needed,	  without	  

	   Notice:	  Employers	  must	  
display	  a	  poster	  in	  a	  spot	  
conspicuous	  and	  accessible	  
to	  all	  employees	  in	  English	  
or	  any	  other	  language	  
spoken	  by	  10	  percent	  of	  the	  
employer’s	  workforce	  	  
	  
Individual	  Notice:	  Employers	  
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undue	  administrative	  burdens	  on	  
the	  employer.	  	  	  

must	  provide	  written	  notice	  
at	  time	  of	  hire,	  or	  if	  already	  
employed,	  as	  soon	  as	  
possible,	  in	  English	  and	  
primary	  language	  of	  the	  
employee	  provided	  the	  
department	  has	  made	  
available	  the	  notice	  in	  that	  
language.	  	  
	  
Record	  keeping:	  Employer	  
must	  maintain	  records	  for	  2	  
years,	  unless	  otherwise	  
required	  by	  required	  by	  law	  
or	  regulation.	  

E)	  Ongoing	  reporting,	  
monitoring	  and	  
policy	  improvements	  	  

	   	  

Ensure	  that	  employers	  and	  
employees	  (and	  employer/	  
employee	  representatives)	  have	  
opportunity	  to	  monitor	  
implementation,	  review	  relevant	  
data	  on	  the	  ordinance	  in	  practice,	  
and	  consider	  potential	  policy	  
changes.	  
	  

	   Covered	  in	  partnership	  
recommendation	  above.	  
	  
We	  recommend	  that	  the	  
City	  of	  Minneapolis	  
commit	  resources	  to	  
ensure	  an	  annual	  outcome	  
evaluation	  and	  report	  to	  
the	  community	  on	  
implementation	  of	  this	  
policy	  for	  at	  least	  the	  first	  
three	  years	  of	  
implementation.	  

2/17/16	  
	  

	  

	  



Minneapolis Sick/Safe Leave Summaries 

Policy Segment  Tentative Employer Requirements  Partnership   Other 

Approach  

Mandating access to paid sick/safe time 

through city-regulation; similar to other 

local and state government approaches. 

 

 

Broadening access to paid sick/safe time 

through a unique employer-community-city 

partnership to promote shared goals and 

monitor, adjust over time. At the discretion 

of elected officials may include a base 

mandate as outlined below. 
 

  

Employees Covered – Location  Working in Minneapolis  Working in Minneapolis   

Employees Covered – Hours  80 hours for one employer   320 hours for one employer   

Accrual Rate  1:30 hours  1:30 hours   

Accrual Begins  Commencement of employment  Commencement of employment   

Usage Begins  After first 90 days  After first 90 days   

Annual Accrual Cap  48  24   

Maximum Bank/Cap  80  48   

Exempt Employees  
Considered to work 40 hours unless 

documented at fewer hours 
 

Considered to work 40 hours unless 

documented at fewer hours 
  

Use Eligibility  

Current State statute 181.9413 with 

addition of “household member” (mirroring 

Minneapolis Civil Service definition) 

 Current State statute 181.9413   

Education And Outreach  
City to fund/provide resources and 

education. 
 

Formation of public-private collaboration to 

work on shared goals. 
  

Protection From Retaliation  
Employees have protections from 

retaliation. 
 

Employees have protections from 

retaliation. 
  

Documentation Option  Documentation following clear pattern  

Documentation for repeated, suspicious, or 

consecutive absence of three or more 

shifts 

  

Increments Of Use  As allowed by employer payroll system  
As defined by employer policy or business 

practices 
  

CBAs  Not exempt  Exempt   

Small Employer 

Accommodations 
 

Largely focused on delayed 

implementation 
 

Employers with 24 or fewer covered 

employees: 

1. May provide unpaid leave consistent 

with standards 

2. May delay implementation for 12 

months (existing and startup) 

  

Plans Deemed In Compliance  
If plans are substantially equivalent, they 

are deemed compliant 
 

Existing plans meeting the accrual, 

carryover and use requirements are 

deemed compliant 

  

Enforcement  
Complaint-based approach with proactive 

elements 
 Complaint-based approach   

Enforcement Begins  Within a reasonable period of time  One year from enactment   
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