
LAMBERTON CITY COUNCIL 
SPECIAL MEETING ● CITY HALL 

March 31, 2025 ● 6:30 P.M. 
 

1. CALL TO ORDER/ADOPT AGENDA/CEREMONIAL DUTIES 
A. Additions/Deletions to Agenda 

2. GENERAL BUSINESS 
A. Requests for Council Action 

1. RCA – Ambulance Sign-On Bonus 
2. RCA – Emergency Services and City Support Staff 
3. RCA – Employment and Volunteer Agreement 

3. MAYOR & COUNCIL REPORTS & COMMUNICATIONS 
4. NEXT MEETING DATES 

A. Special Council Meeting April 7, 2025 at 5:30 PM  
5. ADJOURNMENT 



 

 
 

3-31-2025 REQUEST FOR COUNCIL ACTION 
TO:  HONORABLE MAYOR & CITY COUNCIL 
FROM:  Valerie Halter  
SUBJECT: Ambulance Bonus 
ISSUE/REQUEST/ 
BACKGROUND: 

 
The ambulance held an informational meeting for those interested in joining the ambulance.  There was 
one person that showed up.  During the meeting, there was great group discussion and brainstorming on 
how to attract people.   

One of the ideas was to offer a sign-up bonus.   

The bonus would be paid out in three installments.  1) After passing EMR/EMT Test, 2)  After first year of 
service 3) after second year of service. 

EMRs & EMTs would be separate amounts. 

EMRs – $750 or $900 

EMTs - $1200 or $1500 

Currently we have 4 people that are seriously thinking about joining.  This money could mean the 
difference between changing them to yeses. 

I have also enclosed an updated agreement that talks about tuition reimbursement to the city if they do not 
complete the class or serve on the service.  I also added the terms of the sign-on bonus so there is no 
questions there on pay-out. 

I need council to vote on whether to offer a sign-on bonus and the amount to offer or not. 

The motion should include the fact that this is not a budgeted expense. 

 



   
 

 

EMT/EMR Initial Course Reimbursement Agreement 

Upon completion of the EMT/EMR Initial Course, of which the City of Lamberton has agreed to pay 100% of 
the cost, and becoming a Nationally Registered EMT or licensed EMR, I ____________________________ 
agree to serve on the Lamberton Ambulance.  I will remain an active member on the Lamberton Ambulance 
for a period of no less than two years, and complete continuing education requirements to maintain my 
license.   
 
I also agree that if I am unable to complete the EMT/EMR Initial Course and fulfill two year commitment 
described above, I ___________________________________ will reimburse, the City of Lamberton, the 
costs of the course and course materials originally paid for by the City of Lamberton for my education.   
Reimbursement will be prorated based on time served. 
 

EMT/EMR Sign-On Ambulance Bonus 

I understand that the City of Lamberton will out the sign-on bonus based on the license I obtain and that the 
payment will be made in three installments as follows:  First installment after the passage of licensing test, 
Second Installment after the completion of my first full year of service, Third installment after the completion 
of my second year of service. 

EMT Sign-On Bonus Amount –  
EMR Sign-On Bonus Amount -  

 
EMT Applicant Signature: ________________________________________  Date:  _________________ 
 
EMS Director Signature:  _________________________________________  Date:  _________________ 
 
Clerk City Clerk:  _______________________________________________  Date:  __________________ 



 

 
 

3-31-2025 REQUEST FOR COUNCIL ACTION 
TO:  HONORABLE MAYOR & CITY COUNCIL 
FROM:  Valerie Halter  
SUBJECT: Ambulance City Support Worker 
ISSUE/REQUEST/ 
BACKGROUND: 

One application was received for the position.  The HR Committee along with the Ambulance Director Tim 
Birkemeyer and Public Works Supervisor, Justin Thram conducted the interview on Friday, March 28, 
2025. 
 
This packet was completed prior to the interview.  Resume is attached. 
If position is to be offered, a wage will have to be established.  We advertised Grade 5 Start Step $20.36 
to $23.18 (Step 4) 
 
About 1664 hours left for 2025 (I just took 3 of the steps for a generally idea) 

• 20.36 = $33,879.04      
• 21.72 = $36,142.08 
• 23.18 = $38,571.52 

 

 
 
If she accepts it and wants full-time work, this would be what the est cost would be for the remainder of 
2025: 

 2025 (9 months) 2080 hours – full year 
Wage  $20.36 33,879  42,349 
HSA 1,125 1,500 
Estimated Insurance  4,500 6,000 
PERA (6.5%) 2,202 2,753 
Life Ins 108 144 
Federal Ins (12%) 4,730 5,081 
State Ins (6.8%) 2,304 2,880 
Estimated Total $48,848 $60,707 

 
How position would be paid for in 2025: 

• State Aid – one time – we received $65,418.52 - $26,000 used for new cot = $39,418.52 remains 
• Parks – Mowing 2025 Budgeted about $3,600 – Sewer can pay some for mowing ponds. 
• Brush Pile – Cut a couple years ago - $2,500 
• Library has $3,500 budgeted for 2025 part-time help, but the intent is to use existing part-timers, 

but if need be this person could fill in here. 
• General Fund @$6,000 

This may change as we see where most the time is spent.  If she does work more for streets – then some 
of her wages can come from there.  It’s one where it may change, but this is what I am thinking at this 
point. 
 
Council will need to discuss the HR committee’s recommendation and if moving forward – set a wage. 
Motion should include that one-time state aid will be used and that this was not a budgeted item.  
 

  

































 

 
 

3-31-2025 REQUEST FOR COUNCIL ACTION 
TO:  HONORABLE MAYOR & CITY COUNCIL 
FROM:  Valerie Halter  
SUBJECT: Employment and Volunteer Agreement 
ISSUE/REQUEST/ 
BACKGROUND: 

 
I’ve reached out the LMC and Matt Novak for advice on this issue.  Attached is an email and article I 
received from LMC.  I went ahead and created an agreement and have sent it off to Matt (3-28-2025). 

I think this is how we approach it.   

I believe if the person is at 39 hours and a call comes in and they are out past her 40 hours – we pay her 
overtime.  It’s extending off her city work day. 
 
We need to have discussion on this and see what Matt has to say.  We know it’s been a problem in the 
past and should be able to find a way. 
 
I have been talking with Tim as to how we would have the person listed on the schedule so that for 
reporting at the end of the year, we know what was city employment time and what is volunteer time. 
 



   
 

 

EMPLOYMENT AND VOLUNTEER AGREEMENT 

This Agreement is made and entered into on this ___ day of ________, 20, by and between the City of Lamberton 
(hereinafter referred to as "the City") and [Employee's Name] (hereinafter referred to as "Employee"). 

1. Employment Status 
Employee shall be employed by the City as a full-time employee with the primary responsibility of covering 
ambulance calls while on duty. Employee’s wages, benefits, and working conditions as a full-time employee 
shall be governed by the City’s employment policies. 
 

2. Voluntary Ambulance Service Participation 
a. Employee may elect to volunteer for the Lamberton Ambulance Service during their off-duty hours, 

at their sole discretion. 
b. Employee shall not be required to volunteer for ambulance service outside of their scheduled City 

employment hours. 
c. If Employee chooses to volunteer, they shall be compensated at the designated volunteer rate 

rather than their City employee rate. 
 

3. Distinction Between Employment and Volunteer Roles 
a. While performing duties as a full-time City employee, Employee shall be subject to all City 

employment policies, including but not limited to work hours, compensation, and job 
responsibilities. 

b. When volunteering for the Lamberton Ambulance Service outside of scheduled City work hours, 
Employee shall be considered a volunteer and shall not receive any benefits, wages, or protections 
associated with their full-time City employment. 

c. Employee acknowledges and agrees that voluntary participation is separate from their full-time 
employment and does not constitute additional employment by the City. 
 

4. Acknowledgment and Agreement 
By signing this Agreement, Employee acknowledges that they have read, understood, and agreed to the 
terms herein. Employee further acknowledges that their decision to volunteer is completely voluntary and 
does not create an employment relationship for volunteer hours worked. 
 

City of Lamberton    Employee 
By: ___________________________  By: ___________________________ 
Title: __________________________  Name: _________________________ 
Date: __________________________  Date: __________________________ 

 



From: Hottinger, Joyce
To: Valerie Halter
Subject: RE: Ambulance Question
Date: Friday, March 07, 2025 11:16:36 AM
Attachments: Minnesota Cities 2019 - Compensating Employee Working More than one Job.pdf

Good Morning Valerie,
Thank you for reaching out.  I tried to call you this morning, but I’m sorry I missed you.  Until we
connect, I wanted to share some information regarding employees working more than one
job. 
 
Additionally, here is some information that we share for paid on call firefighters – which
essentially will have many of the same issues to address with an employee working part-time
for the ambulance too.  You will want to be sure to loop in your city attorney for this
discussion, so hopefully this email will be helpful information for that discussion.
 
Hope this is helpful.  Have a wonderful weekend!
 
 
Paid-on-call firefighters versus actual volunteer firefighters.
 
Even though most cities do not have paid, full-time firefighters, many of the departments
designated “volunteer” are not – strictly speaking – volunteer.  The Federal Fair Labor
Standards Act (FLSA) allows volunteers who are paid “expenses, reasonable benefits or a
minimal fee” to be exempt from the minimum wage laws. If firefighters are paid a small flat fee
per call in addition to their pension they are probably volunteers under the FLSA.  Volunteers
paid on an hourly basis are probably paid-on-call workers and must be paid the minimum
wage and overtime for hours worked over 40 in a workweek.
 
An employee may volunteer for the city in a different capacity from their paid employment
without overtime accruing.  However, if it is similar work, they may not volunteer and the hours
must be paid.  For example, a person employed as a Fire Marshall may not volunteer to be a
firefighter.
 
These distinctions between paid-on-call and true volunteer are important when looking at
compensation responsibilities for regular city employees who also volunteer or work on-call
as a firefighter for the same city.
 
There are three issues:

Overtime
Double payment
Double pension credit

 
  Firefighter: Firefighter:

mailto:JHottinger@lmc.org
mailto:vhalter@lambertonmn.com







EMPLOYEE Paid on call
 

Volunteer
 

Non-exempt
from the FLSA.
(paid hourly)
 

When hours for one or both jobs
exceed 40 hours per week city
must pay overtime for hours
worked over 40 in a workweek.
 
Overtime may be paid at 1 ½ times
the regular rate for the actual work
that is being performed during the
overtime hours with the agreement
of the employee.  Otherwise, the
city must determine a weighted
average hourly rate earned for that
workweek and pay the overtime
hours at 1 ½ times that rate.

No overtime incurred for firefighter
hours that push total hours over 40
 
Still pay overtime at 1 ½ times
regular rate for regular city
employment if those hours worked
exceed 40 in a workweek.

 
DOUBLE PAYMENT

A non-exempt employee, for reasons of public accountability, probably should not be paid
their regular rate of pay and their firefighter fee for responding during work hours since it is
difficult to explain; i.e., how can the employee be performing more than one job for the city at
the same time?
 
The same public accountability/public purpose expenditure arguments can probably also be
made for exempt employees.  An exempt employee will, in effect, be paid double since their
salary will not change and the volunteer fee or the paid-on-call amount will be additional
compensation.  While the FLSA allows additional compensation under 29 CFR 541.604, at the
very least this situation  may create an employee morale issue and a public perception of
unfairness.
 
Some cities find that allowing double-payment to occur is a great benefit to the community
due to the shortage of available paid-on-call or volunteer firefighters during “business hours”
of 8 a.m. to 5 p.m.  Ideally, the benefits to the city should be documented in some type of
policy or council resolution to avoid problems with public accountability and public purpose
expenditures. 
 

PERA AND FIRE RELIEF PENSION CREDITS
 
Minnesota law was amended in 1989 to exclude volunteer fire fighter services from PERA's
Coordinated and Police and Fire plans. Applying this exclusion can be confusing at times, so
League staff worked with PERA to provide an overview on how PERA and relief association



pensions governed by Minnesota Statutes Chapter 424A can work together. 
 
While this is designed simply as an overview, it is always recommended to contact PERA’s
employer line directly to discuss your city’s own unique situation.
 
Many cities recruit full-time employees for their volunteer or paid-on-call firefighter positions,
which can bring into play the question of how the city will navigate through contributions
towards PERA and a fire relief pension.  Today, the legality of so called “double-dipping” on
pension credits is very unclear, and this memo does not take a position on what approach is
legally correct.  Some cities find comfort in a conservative approach requiring contributions to
be placed into either PERA or a fire relief pension, but not both.  For cities wishing to follow
this conservative approach, PERA has offered the following guidance to avoid “double
dipping” on pension credits. 
 
 
Full-time Non-Firefighters (for example a Public Works Employee) who also serves for the
same employer as a volunteer Firefighter or Paid-On-Call Firefighter
In either situation A or B as outlined below, cities will want to review their Fire Relief
Association bylaws for guidance on contributions.   Some organizations may find they wish to
consider amending their Fire Relief by-laws to avoid pension contribution double dipping
issues.
 

A. Some cities with full-time employees also serving as paid-on-call firefighters may
require such employees to use vacation, compensatory time, or personal leave while
responding to fire calls.  In these situations, for PERA reporting purposes, any paid-on-
call pay or volunteer stipend should not be reported as wages for PERA.  

 
The vacation or other approved paid leave would be counted as hours worked for
PERA reporting purposes.  Since the paid-on-call or volunteer firefighting service is
separate from the employer’s regular service, then according to PERA, the employee
can receive PERA credit and relief credit for those vacation or personal leave hours
spent responding to the fire calls. But as described above, it would not be appropriate
for the city to report to PERA any firefighter wages paid to the employee in this
situation. 

 
B. In other cities, as a matter of policy, the city does not require a full time employee (for

example, a public works employee), to take a paid leave for the firefighting absence.  
Again, in this arrangement cities need to track hours carefully in order to exclude any
paid-on-call pay or volunteer stipends as wages reported to PERA.  If this is done, there
is no double-dipping issue according to PERA.

 
If you have questions about your city employees serving as both professional
and volunteer fire fighters, call PERA's employer phone line (651-296-3636 or 1-
888-892-7372) and select option ‘3’ or ‘4.’
 
Joyce Hottinger, SPHR, SHRM-CP (she/her) | Assistant HR Director
Phone: (651) 281-1216 | Mobile: (651) 470-0217



jhottinger@lmc.org
 
League of Minnesota Cities | 145 University Ave. West | St. Paul, MN 55103
lmc.org | Facebook | X | LinkedIn
 
This response is intended to convey general information and should not be taken as legal advice or as a
substitute for competent legal guidance. Consult your city attorney and/or city auditor for advice
regarding specific situations.
 
 
From: Valerie Halter <vhalter@lambertonmn.com> 
Sent: Friday, March 7, 2025 9:52 AM
To: HR BENEFITS <hrbenefits@lmc.org>
Subject: Ambulance Question

 
Good Day – I am reaching out with some questions about things we are thinking about for our
volunteer ambulance service and needing direction on the laws and what we are able to do.
 

1. We are looking at hiring a full-time person to city staff.  This staff person would be paid
partially from the ambulance service budget and partially from the parks/public works
budget.  They would be required to be an EMT.  Their duties would include:

a. Ambulance Duties, Rig Checks, Ordering, Scheduling Training, Billing, Licensing
b. Cover ambulance call Monday-Friday during the day.  Our goal is to have enough

people on the service that this person wouldn’t have to cover call every day M-F,
but they would be considered our main person to cover days with one other
volunteer on-call person on their crew.

c. Mow grass
d. Help with odd jobs around the city.  Paint, clean, fill in at the library, assist the

public works.
2. Can they be an employee and a volunteer member?  So if they choose to cover a

weekend or after hours – we can pay them for call time, but not be worried about over-
time?  I’m wondering – if any other City employee wanted to be on the ambulance
outside of work – how would we o this?  Would we run into the same problems of
overtime?

3. Anything we should be mindful of?   
 
We want to be able to allow our people to help us out when they choose after hours.
 
Thanks so much!
 
Valerie Halter
City Clerk

112 2nd Ave.

http://www.lmc.org/
http://www.facebook.com/minnesotacities
http://www.twitter.com/minnesotacities
https://www.linkedin.com/company/league-of-minnesota-cities


PO Box 356
Lamberton, MN 56152
Office:  507-752-7601
FAX:  507-752-7117
www.lambertonmn.com
 

E-mail correspondence to and from the City of Lamberton may be public data subject to the Minnesota
Data Practices Act and/or may be disclosed to third parties. This email message, including any
attachments, is for the sole use of the intended recipient(s) and may contain confidential and privileged
information. Any unauthorized review, use, disclosure or distribution is prohibited. If you are not the
intended recipient, please contact the sender by email and delete all copies of the original message.

 
 
 

http://www.lambertonmn.com/


Letter of the Law I Legal Ease'-: 

Compensating Employees Working 
More Than One Job 
BY JOYCE HOTTINGER 

T
here are many reasons cities some­
times choose to employ an individual 
in more than one position, ranging 

from difficulty in finding enough qual­
ified applicants for seasonal jobs, to the 
desire to have employees you know you 
can count on to respond to fire and other 
emergency calls during weekday hours. 

Keep in mind, though, that there may 
be important overtime calculations and 
pension issues for the city to consider. 
Specifically, if an employee works more 
than 40 hours in one workweek, the city 
is typically required to pay overtime at 
one-and-one-half times the regular rate 
of pay. Thus, generally the city will want 
to combine hours worked in different 
positions for the purposes of determin­
ing overtime. 

�olunteer' firefighters 
While many cities do not have paid, full­
time firefighters, commonly fire depart­
ments designated as ''volunteer" are not, 
strictly speaking, true volunteers and are 
more aptly referred to as "paid on-call" 
firefighters. The federal Fair Labor Stan­
dards Act (FLSA) allows volunteers who 
are paid "expenses, reasonable benefits, 
or a nominal fee" to be exempt from 
minimum wage laws. 

According to the U.S. Department 
of Labor, fees and stipends paid to 
volunteer firefighters that are less than 
20 percent of what would be paid to a 
full-time firefighter are likely to be con­
sidered nominal. Distinctions between 
paid on-call and true volunteers are 
important when considering compen­
sation responsibilities for regular city 
employees who also volunteer or work 
on-call as a firefighter for the same city. 
For additional information, see a table at 
www.lmc.org/overtime. 

As with every rule, there are excep­
tions. Following are several FLSA 
exceptions that often apply to cities. 
Remember, even if an employee meets 
an exception under the federal FLSA, a 
city must still comply with the Minnesota 

Fair Labor Standards Act, which requires 
overtime pay after working 48 hours in 
one workweek. 

Occaslonal and sporadic 
employment 
Hours worked in more than one posi­
tion do not need to be added together 
for the purposes of calculating overtime 
if an employee works occasionally or 
sporadically on a part-time basis in a 
different capacity from his or her regular 
capacity. To qualify for this federal 
exemption, all of the following criteria 
must be met: 
• The employee must freely choose to

work in a different position without
any coercion from the employer.

• The occasional or sporadic work must
be substantially different from the
employee's primary work. It is likely
that a custodian could work occasion­
ally taking registrations at the com­
munity center for classes, whereas an
administrative assistant could not.

• The additional work must be "occa­
sional or sporadic" -meaning
infrequent, irregular, or occurring in
scattered instances. Thus, a full-time
city worker who also responds to
fire calls would not likely meet this
exception. If you are unsure that the
work would meet these tests, the safest
course of action is to pay overtime for
more than 40 hours worked in both
positions combined.

Pollce and fire 
The federal FLSA allows cities to define 
longer workweeks for police and fire 

personnel, and that can 
reduce overtime liability. 
The federal FLSA also 
has an overtime exemp­
tion for small police 
departments with fewer 
than five employees. 

Police and fire 
personnel are also 
exempt from the 
overtime requirement 
of the Minnesota Fair 
Labor Standards Act. 
Therefore, police and 
fire departments with 

less than five employees are not legally 
required to pay overtime. 

Calculating overtime 
With advance agreement of the 
employee, overtime wages can be paid at 
one-and-one-half time the regular rate of 
pay for the actual work performed during 
the overtime hours. It is recommended 
that this agreement be in writing. Other­
wise, the city must determine a weighted 
average hourly rate for each workweek, 
and pay the overtime hours at one-and­
one-half times that rate. 

More information 
The League of Minnesota Cities (LMC) has 
several FLSA memos available at www.hnc. 
org (search "FLSA"). If you have questions, 
contact LMC HR & Benefits staff at (651) 
281-1200 or hrbenefits@lmc.org.

Cities recruiting full-time employees
for their volunteer or paid on-call fire­
fighter positions can reach out directly 
to the Public Employees Retirement 
Association (PERA) at (651) 296-3636 
or (888) 892-7372 to navigate through 
contributions toward PERA and a city's 
fire relief pension. � 

Joyce Hottinger is assistant human resources director with 
the League of Minnesota Cities. Contact: jhottinger@lmc.org 
or (651) 281-1216.
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