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March and April 2018 Meetings

March 9, MCIT Building, St. Paul
9 a.m. . . . . . . . . . . . . . . . . Board of Directors
1 p.m. . . . . . . . . . . . . . . . . Claims Committee 

Continued on page 2

April 12, Embassy Suites, St. Paul
2:30 p.m.  . . . . . . . . . . . . .Strategic Planning

April 13, Embassy Suites, St. Paul
8:30 a.m.  . . . . . . . . . . . . .Strategic Planning
11:30 a.m.  . . . . . . . . . . . .Board of Directors

I watched with fascination, as did the 
whole world, when the Harvey Wein-
stein story broke. The exploits of many 
public figures came to light in rapid 
succession: Garrison Keillor, Matt Lauer, 
Charlie Rose, Kevin Spacey, Al Franken 
and so on. People, mostly women, 
around the world publicly shared work-
place sexual harassment experiences, 
and the #MeToo movement was born.

It feels like the first news of the Wein-
stein scandal broke years ago at this 
point, but in fact, it was only five 
months ago. Since Weinstein, we have 
seen an uptick in sexual harassment al-
legations in outstate Minnesota: 

�� A public official who has made female 
employees uncomfortable for years due to un-
necessary touching during meetings (rubbing 
shoulders, patting hands, sitting extremely 
close, standing over the back of chairs lording 
over female employees)
�� An employee who resigned and then reported 

that she had been engaging in, using her 
words, “nonconsensual sex” with a co-worker 
for months and didn’t know how to stop it
�� A supervisor who frequently made comments 

at work using sexual innuendo (“I guess they 
want us to just bend over and take it!”)

The tolerance for any interplay between 
work and sex is at an all-time low. 
Public employers need to take time 

4 Steps to Managing Sexual Harassment
By Kristi A. Hastings, MSBA Certified Labor and Employment Law Specialist

now to audit their workplaces, policies, 
procedures and practices in the post-
Weinstein world.

1. Check Your Culture 
Even within largely healthy organiza-
tions, a pocket of unhealthy behavior 
can exist unnoticed. More frequently, I 
have found that the unhealthy behavior 
is well-known, but the entity is not will-
ing or able to address the behavior. 

I often refer to this as the “that’s just 
John being John” syndrome (insert any 
name you would like into the phrase). 

If the behavior of certain employees is 
explained away as “just X being X,” it is 
likely that the behavior is problematic, 
whether it be anger, discriminatory be-
liefs, sexualized comments or actions. 

Are you picturing someone in your 
entity right now? If you are, the time has 
come to address it. 

2. Take Allegations Seriously 
It is a commonly held misbelief that 
sexual harassment allegations must be 
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made in some magical and formal way. 
In reality, sexual harassment allegations 
can be verbal, contained in an e-mail 
or resignation letter, posted online, ob-
served by a co-worker or citizen, shared 
in the break room, inferred from vague 
comments made to human resources, or 
submitted in a formal, written complaint. 

No matter what vehicle the allegations 
come in, they must be investigated, 
either internally by confidential staff 
or externally by a trained expert or 
attorney. Immediate steps should be 
taken to separate the complainant and 
the subject from each other. Often, 
this means putting the subject of the 
allegations on paid administrative leave 
(never unpaid leave) pending an investi-
gation into the allegations. 

3. Train All Staff and 
Administration 
As a labor and employment lawyer, 
one of the aspects of my practice is to 
train public employers and employees 
about areas of potential liability. In 
the last handful of years, many public 
entities scoffed at offerings of sexual 
harassment prevention training. Sexual 
harassment? That is something from the 
1980s. But if Weinstein and #MeToo situ-
ations have proven anything, it is that 
sexual harassment is still alive and well. 

Schedule an all-staff annual training 
and include everyone: your public of-
ficials, administration, supervisors and 
nonsupervisory staff. Training estab-
lishes a baseline for behavioral expecta-
tions—the foundation of future disci-
pline or termination of employment if 
the expectations are not met. Make sure 

that a record of those 
who attended the 
training, along with a 
copy of the training 
materials, are retained 
for documentation. 

4. Deal with It 
The liability stakes 
are high in sexual 
harassment matters, 
especially so when an 
imbalance of power 
exists between the 
subject of the allega-
tions and the com-
plainant. The classic 
imbalance of power 
involves someone with 
supervisory authority 
over another. But an 
imbalance can exist 
in many other ways, 
including job titles/sta-
tus, actual or perceived 
influence in the work-
place or with certain 
decision makers, or 
periodic assignment of 
job tasks (with or with-
out actual supervisory 
authority). 

Disciplinary action up to and including 
termination of employment; prohibiting 
volunteers, vendors or even members 
of the public who violate sexual harass-
ment policies; canceling contracts with 
independent contractors who violate; 
public censure of elected officials—
these are all tools at the disposal of 
public entities in Minnesota. 

4 Steps to Managing Sexual Harassment ... continued from page 1

Training Videos: Sexual Harassment
MCIT provides the training videos “Sexual Harassment: 
Training for Employees” and “Sexual Harassment: 
Training for Supervisors” to assist members in their 
efforts to create a respectful workplace.

These videos may help employers avoid the damag-
ing effects of sexual harassment in the workplace by 
showing employees and supervisors, including elect-
ed officials, how to address inappropriate conduct at 
an early stage so they can prevent it from escalating 
into a violation of federal or state laws.

Key areas reviewed in the video for employees include 
the definition of “sexual harassment” and the laws sur-
rounding it; consequences for the victim, perpetrator 
and organization; strategies to prevent sexual harass-
ment; and actions to take if an employee is a victim of 
or a witness to sexual harassment.

Key topics covered in the video for supervisors include 
definition of “sexual harassment” and laws surround-
ing it; consequences for the victim, perpetrator and 
organization; recognizing and responding to potential 
sexual harassment situations; and handling anony-
mous complaints and those with insufficient informa-
tion. This video is also appropriate for elected officials.

Members can request to borrow videos online at  
MCIT.org/video-library/ (must log in to the site first).

Sexual harassment has always existed; 
the only new development is a height-
ened awareness of the damage it can 
cause to employees and the workplace 
in general. As public entities, we must 
continually strive to create and maintain 
a positive and fit work environment for 
all. Sometimes you have to be willing to 
take on the most difficult of workplace 
culture issues in order to do so.
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No MCIT member plans to lose property 
in a burglary, fire or other disaster. When 
such an unfortunate event occurs, MCIT 
reviews the property schedules to verify 
coverage and to begin the claim process. 
Picture the reaction of a member and 
MCIT when a loss cannot be paid due 
to an oversight in scheduling proper-
ty. Therefore, it is important for members 
to understand how to keep property 
schedules current without unnecessary 
reporting of new acquisitions and how 
coverage applies if a loss occurs.

Blanket Coverage
Blanket property coverage means that a 
single coverage limit applies to all cov-
ered items. Each individual item is not 
assigned a separate limit of coverage. 
Depending on how the coverage is writ-
ten, up to the entire blanket limit can 
be used to repair or replace the item(s) 
with one of like kind and quality on 
either a replacement cost basis (without 
deduction for depreciation) or on an 
actual cash value basis (with a deprecia-
tion deduction). 

Below are examples of property covered 
on a blanket basis.

Contents of a Building 

The contents coverage limit shown in a 
member’s property coverage schedule 
for a building that has covered contents 
is a blanket limit that applies to that 
building only.

Contents coverage includes items kept 
in buildings or temporarily outside 
but within 500 feet of the scheduled 
location. Some examples include office 
furniture, supplies and equipment. The 
contents limit should exclude the value 
of electronic data processing (EDP) 
equipment if separate EDP coverage has 
been purchased. 

Coverage limits provide for changing 
values. The most MCIT will pay for a loss 
of covered contents is the lesser of the 
replacement cost of the items sustain-
ing loss or 150 percent of the contents 
coverage limit shown in the member’s 

Understanding Scheduled Property Coverage
property coverage schedule for the 
building where the loss occurred.

Electronic Data Processing Coverage

Electronic data processing coverage is 
written on a blanket basis. To maintain 
the blanket limit, MCIT must receive 
an itemized inventory of all covered 
computer items and their related com-
ponents to confirm the accuracy of the 
blanket limit each year. MCIT usually 
requests updated inventories in April.

EDP equipment 
is defined as an 
arrangement of in-
terrelated machine 
components that 
can accept and ma-
nipulate data into 
a desired format or 
result. It includes 
personal comput-
ers, printers, copi-
ers, laptops, digital 
cameras, telephone 
systems, ARM-
ER/800 megahertz 
equipment and the 
like. It does not include software or data.

Scheduled Coverage
Scheduled property coverage means 
that an item must be listed on the 
member’s property schedule for it to 
be covered. Below are examples of 
items that must be individually sched-
uled for coverage to apply. 

Buildings

Owned or leased buildings must be 
scheduled at replacement cost value for 
coverage to apply. If a member wants 
to have coverage for tax-forfeited or 
vacant structures, they must schedule 
the structures but reflect their actual 
cash value.

Property in the Open

Among the items that typically com-
prise property in the open are bleach-
ers, playground equipment, statues and 
monuments, picnic tables, light towers, 
self-standing signs, television/radio 

towers and the radio/television equip-
ment permanently attached to them, 
etc. The scheduled limit for a property in 
the open item should reflect its replace-
ment cost. 

Contractors Equipment

A member’s contractors equipment 
schedule should include items that are 
mobile but not road licensed. Property 
usually found on a contractors equip-
ment schedule includes tractors, mow-

ers, snow blowers, 
dozers, graders, 
loaders, backhoes. 
The limit shown 
for an item should 
reflect its current 
actual cash value. 

Miscellaneous  
Personal Property

A member’s miscel-
laneous personal 
property schedules 
should include 
items that are not 
appropriately ad-

dressed by the coverages for contents, 
EDP equipment or contractors equip-
ment. As with contractors equipment, 
the limit for each item should reflect its 
actual cash value. 

Property often found on miscellaneous 
personal property schedules includes 
snowmobiles, boats, all-terrain vehicles 
and unattached items in mobile equip-
ment units and road-licensed vehicles 
(defibrillators and other medical emer-
gency/EMT equipment; helmets and 
miscellaneous tactical equipment; body 
armor; firearms; tools; survey equip-
ment, including total stations; testing 
equipment; hand-held radios, etc.). 

Recommendations: Contents
�� Keep an inventory of all contents at each 

location.
�� Video documentation of the inventory helps 

ensure items are not missed.

Continued on page 7

MCIT Meets with Counties 
About Schedules
Beginning early spring, MCIT risk 
management consultants will 
meet with the individuals respon-
sible for maintaining property 
schedules for each county mem-
ber. Consultants will provide an 
overview of MCIT property cov-
erage and the schedule change 
process, as well as review the 
member’s current schedules.
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Federal and state laws provide certain 
protections to individuals with disabili-
ties who use service animals. As the use 
of service animals expands, so does the 
potential for violating these rights. A 
complicating factor is the recent trend 
of people claiming that their untrained 
pet is a service animal in order to bring 
the pet into a facility where it would 
otherwise be prohibited. A public entity’s 
well-meaning attempt to curb this abuse 
of federal and state law could also inad-
vertently create liability. Knowing the 
basics of service animal law will assist in 
managing this risk.

Individuals with disabilities use service 
animals for a variety of reasons. The most 
familiar is likely the use of a guide or a 
“seeing-eye” dog by an individual who is 
visually impaired. Service animals may 
also be used by individuals who are deaf 
or hard-of-hearing to alert them to the 
presence of people or sounds. Individu-
als with mobility impairments may rely 
on trained service animals to assist with 
movement, balance and stability or to 
retrieve items. Service dogs have been 
trained to recognize when an individual 
is about to have a seizure and provide as-

Individual’s Right to Service Animal in Public 
Service Versus Employment Setting
By Sonya Guggemos, MCIT Senior Staff Counsel for Risk Control

sistance. Individuals with post-traumatic 
stress disorder (PTSD) may use service 
dogs to provide safety checks, room 
searches or turn on lights. 

The first issue of which to be aware when 
considering the rights of individuals who 
use service animals is that different laws 
apply to different situations. This article 
discusses the standards under the Ameri-
cans with Disabilities Act (ADA) and the 
Minnesota Human Rights Act (MHRA) 
that apply in a public service setting 
versus an employment setting. 

There are other laws related to service 
animals, such as Section 504 of the 
Rehabilitation Act of 1973 and the Fair 
Housing Act, that may apply to an MCIT 
member’s activities. To the extent that 
other laws apply, MCIT members are en-
couraged to discuss these laws with their 
legal counsel. 

Public Services
Under Title II of the ADA, state and local 
government services, programs and 
activities (“public services”) must modify 
policies, practices or procedures to permit 
the use of a service animal by an individu-

al with a disability.1 
Section 363A.19 
of the Minnesota 
Human Rights Act 
(MHRA) contains 
similar provisions 
related to service 
animals and public 
places.2 

Service animals are 
specifically defined 
in Title II of the 
ADA as “any dog 
that is individually 
trained to do work 
or perform tasks 
for the benefit 
of an individual 
with a disability, 

including a physical, sensory, psychiatric, 
intellectual, or other mental disability” 
(28 C.F.R. §35.104). In some circumstanc-
es, a miniature horse may be considered 
a service animal if the miniature horse 
has been individually trained to do work 
or perform tasks for the benefit of the 
individual with a disability (See 28 C.F.R. 
§35.136(i) for more miniature horse 
considerations). 

Other animals, whether trained or 
untrained, are not considered service 
animals under the ADA’s definition for 
public services.

To be a service animal under the ADA, 
the animal must be trained for work 
or tasks that are directly related to the 
individual’s disability (28 C.F.R. §35.104). 
Animals whose sole function is to 
provide emotional support, well-being, 
comfort or companionship are not con-
sidered service animals protected under 
the ADA.3 The United States Department 
of Justice has stated: “Service animals are 
working animals, not pets.”4

Government entities must generally 
permit a service animal to accompany an 
individual with a disability anywhere in a 
facility that the public is generally entitled 
to go. An exception to this rule is where 
the animal’s presence could create a legit-
imate safety risk or would fundamentally 
alter the nature of the entity’s services.5 

For example, in a hospital setting, service 
animals would generally be allowed in 
patient rooms or examination rooms but 
not in operating rooms or sterile burn 
units. Public health laws and rules are 
generally overridden by the ADA with 
the exception of rules related to swim-
ming pools. 

The ADA requires the service animal to 
be under the control of its handler at all 
times (28 U.S.C. § 135.136(d)). The animal 
must have a harness, leash or tether, 
unless the handler is unable to use such 

Service Animal Helpful Resources

U.S. Department of Justice, ADA.gov:

�� “ADA Requirements: Service Animals”
�� “Frequently Asked Questions about Service Animals and the ADA”

Minnesota Department of Human Rights, MN.gov/mdhr/:

�� “Your Rights: Service Animals”
�� “Service Animal FAQs”

Job Accommodation Network publications, AskJAN.org:

�� “Service Animals in the Workplace”
�� “Service Animals and Allergies in the Workplace”

Equal Employment Opportunity Commission, EEOC.gov:

��  “Enforcement Guidance: Reasonable Accommodation and Undue Hardship 
Under the Americans with Disabilities Act”
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a device due to his or her disability or it 
would interfere with the service animal’s 
safe, effective performance of work or 
tasks. In that case, the handler must 
maintain control of the dog through 
voice, signal or other effective means. 

A public entity can ask an individual with 
a disability to remove the service animal 
from the premises if the animal is out of 
control and the handler does not take 
effective action to control it, or if the 
animal is not housebroken (28 U.S.C. § 
135.136(b)). The public entity must still 
give the individual with a disability the 
opportunity to participate in the service, 
program or activity without the animal 
present (28 U.S.C. § 135.136(c)).

In situations where it is not readily appar-
ent that the dog is a service animal, the 
ADA permits a public entity to ask only if 
the dog is required because of a disabil-
ity and if so, what work or task the dog 
has been trained to perform (28 U.S.C. § 
135.136(f )). 

A public entity cannot ask an individual us-
ing a service animal about the nature and 
extent of his or her disability or require 

an individual with a disability to provide 
documentation that the animal has been 
certified or trained as a service animal. 

Public entities may not exclude a service 
animal due to general fears or concerns 
about the animal’s breed, even if that 
particular breed of dog is regulated by 
a municipality.6 However, public entities 
may determine on a case-by-case basis 
whether a particular service animal poses 
a direct threat based on the animal’s ac-
tual behavior or history. Service animals 
that pose a direct threat may be exclud-
ed from the premises. 

Individuals using service animals can-
not be isolated from other individuals, 
treated less favorably or charged fees 
that are not charged to individuals who 
do not use a service animal.7 Fear of 
dogs or allergies are not valid reasons for 
excluding a service dog under the ADA. 
In the case of allergies, the government 
entity may need to accommodate both 
the individual with the allergy and the 
individual using the service dog.

Risk Management Suggestions

�� Train staff about the rights of individuals with 

disabilities to be ac-
companied by a service 
animal, including the 
two questions that 
staff may legally ask if 
they question whether 
the animal is a service 
animal.
�� If there are areas 

of a facility in which 
there is a legitimate 
concern regarding the 
presence of a service 
animal, designate these 
areas in advance and 
document the reasons 
for the concern. Deter-
mine how the individual 
with a disability will 
be able to participate 
in the service, program 
or activity without the 
animal.
�� Have an estab-

lished plan to deal with 
a situation in which an 
individual must be asked 

to remove the service animal because the 
animal is out of control, is not housebroken or 
poses a direct threat. Remember that the gov-
ernment entity is still responsible for providing 
the individual with a disability the opportunity 
to participate in the service, program or activity 
without the animal.
�� Consult with legal counsel regarding specific 

questions about application of the laws about 
service animals.

Employment
Employment situations are covered 
under a different section of the ADA, 
namely Title I.8 Title I requires employers 
to make a reasonable accommodation for 
a qualified applicant or employee with a 
disability unless the employer can dem-
onstrate that the accommodation would 
impose an undue hardship on business 
operations (42 U.S.C. §12112(b)(5)(A)). 

Unlike Title II, Title I of the ADA does not 
provide guidelines specific to service 
animals. Instead, the ADA requires em-
ployers to treat an employee’s request to 

Continued on page 6

Understanding the basics of service animal laws can help public entities manage their liability risk in the public service and 
employment arenas.
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bring a service animal to work as it would any other employee 
request for a reasonable accommodation.9 

That is, the employer must consider the request and engage in 
the interactive process with the employee. This process helps 
determine whether an accommodation is needed and if so, 
to identify an effective and reasonable accommodation that 
permits the employee to perform the essential functions of 
the job.10 

The above presumes that the entity has a no-animals/pets-
in-the-workplace policy. If employees are permitted to bring 
pets into the workplace, the employee with the service animal 
should be permitted to bring the service animal in the same 
manner without the accommodations process. To do other-
wise could be disability discrimination.

There is no definition of “service animal” under Title I. Accord-
ingly, a request to bring a service animal into the workplace 
should not be rejected solely because the animal is not a dog 
or a miniature horse. 

In the course of the interactive process, employers may re-
quest that the employee provide documentation or a demon-
stration that the service animal is needed (when that need is 
not obvious) as an accommodation for the employee’s disabil-
ity and that the animal is appropriately trained and will not be 
disruptive in the workplace.11 

The Job Accommodation Network (JAN), a service of the United 
States Department of Labor, advises that this documentation 
may not always come from a health care professional but may 
come from a service provider, such as the service animal’s trainer. 

There is no automatic requirement under the ADA that an 
employer allow an employee to bring a service animal to work. 
Employers are permitted to choose among effective accom-
modations to find one that is reasonable. 

Title I permits an employer to reject a request for accommo-
dation if it is an undue hardship to the employer’s business 
operations. However, employers should seriously consider an 
employee’s request for a service animal, as finding an effective 
substitute accommodation may be difficult, particularly if the 
animal is helping with a medical or personal issue.12 

Employers are not required to purchase or provide a service 
animal to an employee as an accommodation. 

An employee with a service animal is responsible for taking 
care of the animal while at work. However, the employer may 
need to allow the employee the time to do so as part of the 
reasonable accommodation.13

In the case of allergic co-workers, the government entity may 
need to accommodate both the individual with the allergy and 
the individual using the service dog. 

Risk Management Suggestions

�� Follow the entity’s standard policies and procedures for processing 
requests for accommodation, including the interactive process, when 
receiving a request from an employee regarding a service animal. 
�� Consult with human resources and legal counsel.
�� When evaluating the request, JAN suggests considering the following 

questions:
• What limitations is the employee who uses a service animal 

experiencing?

• How do these limitations affect the employee and the employee’s job 
performance?

• What specific job tasks are problematic as a result of these limitations?

• What accommodations are available to reduce or eliminate these 
problems? Are all possible resources being used to determine possible 
accommodations?

• Has the employee who uses the service animal been consulted regard-
ing possible accommodations?

• Once accommodations are in place, would it be useful to meet with the 
employee who uses the service animal to evaluate the effectiveness of 
the accommodations and to determine whether additional accommo-
dations are needed?

• Do supervisory personnel and employees need training regarding the 
use of service animals?

MCIT recommends that members consult their legal counsel 
about any questions related to the application of the laws and 
when developing or modifying their policies or practices. 

1  Title III of the ADA (covering businesses defined as public accommodations) contains similar 
language on service animals. 

2 The definition of “service animal” in the MHRA mirrors the ADA. Minn. Stat. 363A.19, subd. 3.
3  Members who may be subject to the Fair Housing Act should consult that law for the broader 

definition of “assistance animal.” Additionally, the Air Carrier Access Act, which applies to 
airlines, has a broader definition of “service animal” than the ADA. 

4 See United States Department of Justice (DOJ), ADA Requirements: Service Animals.
5 Id. See also U.S. DOJ, Frequently Asked Questions about Service Animals and the ADA.
6 Id.
7 Id. See also, 28 C.F.R. § 35.136(h).
8  Although Title I of the ADA only applies to employers with 15 or more employees, it has been 

argued that employees of public entities with less than 15 may have some obligation to provide 
reasonable accommodations under Title II (public services). Section 363A.08 of the MHRA 
requires employers with 15 or more employees to provide reasonable accommodations. Addi-
tionally, Section 504 of the Rehabilitation Act of 1973 may place some obligations on members 
that are subject to this law. Members with fewer than 15 employees are encouraged to consult 
their legal counsel when receiving a request for an accommodation.

9  Although “employee” is referred to in the remainder of this article, the same process will apply 
to applicants for employment.

10 See generally, 29 C.F.R. §1630.9, appendix, Interp. Guid.
11  Id. See also, Job Accommodation Network, Accommodation and Compliance Series, “Service 

Animals in the Workplace”
12 Id.
13 Id.

Individual’s Right to Service Animal in Public Service Versus Employment Setting ... continued from page 5
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“Data Practices: A Deeper Dive into 
Muddy Waters” is co-sponsored by Min-
nesota  County Attorneys Association 
and MCIT. It assists county attorneys in 
navigating the muddy waters of data 
privacy by going beyond the basics and 
delving into areas of data practices that 
may be particularly relevant to county 
attorneys.

Sessions 
Personnel Data, Co-occurring Miscon-
duct and Criminal Behavior, presented 
by Bill Everett, Everett & Vanderweil, 
PLLP : County attorneys are called upon 
to determine what happens when an 
incident of workplace misconduct also 
violates a criminal law. Everett has been 
dealing with this issue for more than 
two decades, and shares his insights and 
recommendations for providing advice. 
County attorneys will be prepared to hit 
the ground running and avoid common 
pitfalls that await when both criminal 
and employment investigations arise 
out of the same incident.

Health and Human Services Data, pre-
sented by Ann Goering, Ratwik, Roszak & 
Maloney, P.A.: County health and human 
services departments routinely collect 
highly sensitive private and confidential 
data on individuals. As such, there is an 
increased opportunity for unauthorized 
release of data. Goering explores data 
privacy, storage and release issues that 

‘Data Practices: A Deeper Dive 
into Muddy Waters’

may be unique to these departments. 
For example, it is not uncommon for 
employees in these departments to use 
text messaging and e-mail to communi-
cate with their clients. Goering discusses 
advising these departments about data 
retention, internal and external shar-
ing of data, and steps to consider in the 
event that nonpublic data is improperly 
released or accessed. 

Questions County Attorneys Have 
About Data Practices, presented by 
Stacie Christensen, Director, Data Prac-
tices Office, Minnesota Department of 
Administration: Christensen examines 
the types of questions that the office 
has received from counties and county 
attorneys, and walks through the analy-
sis of answers provided to the more 
interesting questions. She also touches 
on current trends.

Lessons Learned, presented by Janelle 
Kendall, Stearns County Attorney; and 
Susan Tindal and Jason Hively, Iverson, 
Reuvers, Condon: County attorneys work 
with law enforcement to release closed 
criminal investigative files regularly. 
The scheduled release of the Jacob 
Wetterling investigation, involving ap-
proximately 30,000 leads and at least 
56,000 pages of information dating back 
27 years, resulted in MGDPA analysis on 
many topics, as well as lawsuits from 
victims, the media and federal govern-

ment. The legal judgments in big cases 
are the same as small ones. Kendall 
discusses the cross section of issues 
analyzed and litigated. Tindal and Hively 
provide recommendations for preserv-
ing data prior to litigation and respond-
ing to MGDPA requests that may occur 
prior to or during a lawsuit.

TRAINING FOR COUNTY ATTORNEYS

�� Review and adjust, as appropriate, contents 
coverage limits to reflect current values.

Remember, the MCIT Coverage Docu-
ment provides members up to an addi-
tional 50 percent of the scheduled limit 
at the time of loss to help ensure cover-
age for contents purchases that occur as 
part of normal day-to-day operations.

Recommendations: EDP
�� Members should adjust as necessary their total 

blanket limit when a major purchase or the 
discontinued use of a major item exceeds the 
EDP coverage limit shown in the member’s 
property coverage schedule.
�� Members should advise MCIT to adjust the 

total blanket limit and include an updated 
inventory when the above occurs.

Recommendations:  
Scheduled Property
�� Members should report to MCIT immediately 

all newly acquired buildings, property in the 

Understanding Scheduled Property Coverage ... continued from page 3

open, contractors equipment and miscella-
neous personal property.
�� Members should ensure that everything that 

should be on the schedule is on the schedule 
and listed at its appropriate value (actual cash 
value or replacement cost value).

Members may contact their MCIT risk 
management consultant toll-free at 
1.866.547.6516 with any questions they 
have regarding property schedules and 
valuation.

Seminar Details
�� April 27, 2018
�� Stearns County Service Center: 3301 

County Road 138, Waite Park, Minn.
�� Registration, 8:30 a.m.; Training, 9 a.m.-

3:30 p.m.
�� Fee: $65 per person
�� Recommended audience: County 

attorneys, county human resources 
professionals and county administrators/
coordinators
�� Register: MCIT.org/training-calendar/
�� MCIT will apply for CLE credits
�� Questions about registration:  

Contact MCIT at register@mcit.org or 
1.866.547.6516, ext. 6416
�� Questions about seminar: Contact MCIT 

Communications Manager Heather 
Larson-Blakestad at 1.866.547.6516, 
ext. 6430 or hblakestad@mcit.org
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The popular seminar “Managing the 
Human Resource” returns May 9-10 
in St. Cloud. The seminar provides 
a solid introduction to the issues 
unique to managing employees in the 
public sector.

The program is a must for anyone 
whose job requires making employ-
ment and personnel decisions in the 
public sector, including department 
heads, directors, other supervisors, 
commissioners, administrators/coor-
dinators, attorneys, auditor/auditor-
treasurers, highway engineers, sheriffs 
and SWCD district managers.

Topics
�� Hiring: job applications, complying with the 

Veterans Preference Act, interviewing, refer-
ence checks and conditional job offers
�� Employee orientation: initial training and 

periodic re-orientation
�� Laws related to personnel data (and how 

they can get employees in trouble): Min-

‘Managing the Human Resource’: May 9-10
nesota Government Data Practices Act, records 
retention and electronic data, and the Driver’s 
Privacy Protection Act
�� Employer obligations and employee rights: 

Fair Labor Standards Act, Americans with Dis-
abilities Act and Human Rights Act
�� Discipline, discharge and termination: due 

process for employees, disciplining for incom-
petence and misconduct, and how and when 
to discharge employees

Seminar Details
�� May 9-10
�� Holiday Inn, 75 S. 37th Ave., St. Cloud, Minn.; 

320.253.9000

�� $110 per MCIT member attendee, includes all 
materials, lunch and refreshments both days 
($150 for nonmembers)*
�� MCIT will apply for CLEs

Presenters
Ann R. Goering and Erin Benson, part-
ners at Ratwik, Roszak & Maloney P.A., 
practice labor and employment law. Go-

ering has represented numerous pub-
lic sector entities in situations involving 
claims of discrimination, harassment 
and defamation. Benson frequently 
conducts investigations into employee 
misconduct and has defended public 
entities against a variety of claims in 
both state and federal court. 

Register Now
Members can find more details and 
register for the event at MCIT.org/
training-calendar/. Questions about 
the seminar can be directed to Heather 
Larson-Blakestad, MCIT communica-
tions manager, at hblakestad@mcit.org 
or 1.866.547.6516, ext. 6430. Ques-
tions about registration should be 
directed to MCIT at 1.866.547.6516 or 
register@mcit.org.

*Cancellation Policy: Individuals registered for a seminar 
will not be billed for cancellations made at least one week 
prior to the first session (by May 2, 2018). Cancellations 
received after the deadline will be billed for the entire 
registration fee. 


