
Mayor and Council
16th Special Session and Work Session

May 16, 2017
Agenda

"A diverse, business-friendly, and sustainable community with clean, safe and strong neighborhoods."
"Providing the most efficient and highest-quality services as the municipal location of choice for all

customers."

"Unity is strength - when there is teamwork and collaboration, wonderful things can be
achieved."

Mattie Stepanek

4:00 PM WORK SESSION

1. Proclamation: National Kids to Park Day
4:05 PM 2. Bond Ratings - Lester Guthorn, Public Advisory Consultants
4:20 PM 3. USA Cycling Amateur Road National Championship Update with Visit Hagerstown &

Washington County - Lauren Metz, Community Events Coordinator, and Dan Spedden,
President, Visit Hagerstown and Washington County

4:35 PM 4. Catalyst Project Six Update – Events Website, Calendar, and Events Guidebook - Lauren
Metz, Community Events Coordinator

4:45 PM 5. Preliminary Agenda Review
5:00 PM 6. Arista Utility Billing Outsourcing - Michael Spiker, Director of Utilities
5:10 PM 7. AFSCME 1540 Labor Contract - Scott Nicewarner, Director of Technology and Support

Services
5:10 PM 8. Community Development Block Grant (CDBG) Review:  FY 17 Allocation of Repayment

to CDBG Program and FY18 Public Service Funding Allocations - Jonathan Kerns,
Community Development Manager, and Christina Milotte, Planning and Outreach
Coordinator 

5:40 PM 9. FY 2018 Budget Review - Valerie Means, City Administrator, and Michelle Hepburn,
Director of Finance

6:20 PM 10. Break

PUBLIC HEARINGS

FY 2017/18 Tax Rate
FY 2017/18 Budget

CITY ADMINISTRATOR'S COMMENTS

MAYOR AND COUNCIL COMMENTS

ADJOURN

SPECIAL SESSION



1. Introduction of an Ordinance: Tax Rate
2. Introduction of an Ordinance: Budget
3. Approval of an Ordinance: Amendment to the City of Hagerstown Police and Fire

Employees' Retirement Plan



REQUIRED MOTION
MAYOR AND CITY COUNCIL
HAGERSTOWN, MARYLAND

Topic:
Proclamation: National Kids to Park Day

Mayor and City Council Action Required:

Discussion:

Financial Impact:

Recommendation:

Motion:

Action Dates:



REQUIRED MOTION
MAYOR AND CITY COUNCIL
HAGERSTOWN, MARYLAND

Topic:
Bond Ratings - Lester Guthorn, Public Advisory Consultants

Mayor and City Council Action Required:

Discussion:

Financial Impact:

Recommendation:

Motion:

Action Dates:



REQUIRED MOTION
MAYOR AND CITY COUNCIL
HAGERSTOWN, MARYLAND

Topic:
USA Cycling Amateur Road National Championship Update with Visit Hagerstown & Washington
County - Lauren Metz, Community Events Coordinator, and Dan Spedden, President, Visit
Hagerstown and Washington County

Mayor and City Council Action Required:

Discussion:
At the May 16, 2017 Mayor and City Council Work Session city staff and members of Visit
Hagerstown & Washington County will provide an update on a potential 2018-2019 downtown
event. 
 
An informational memo created by Visit Hagerstown & Washington County’s President, Dan
Spedden, has been attached (see below) identifying key event information and background on
the bid process for the USA Cycling Amateur Road National Championship.
 
From:  Dan Spedden, President, Visit Hagerstown
 
Background:
In June 2016, The MD Sports Commission distributed an invitation-to-bid to host the USA
Cycling Amateur Road National Championships in 2018 and 2019. Visit Hagerstown and
leadership from local cycling organizations quickly developed a local organizing committee to
draft a response. In October of 2016 USA Cycling staff conducted a site inspection. After the
site inspection, it was revealed that the decision was narrowed to Hagerstown and Washington
County, MD and San Diego, CA. We will announce shortly that Visit Hagerstown’s bid prevailed.
Key selection criteria included community event management experience, a strong independent
Destination Marketing Organization, a culture of cycling, community support, venue quality and the
location and quality of the race courses.

 
Event Overview:

2018 Championship Dates Will be July 26-29
2019 Dates have yet to be finalized
Five-day events comprised of three different racing styles: Time Trial, Road Race &
Criterium Course
 

Audience:
Competitors range in age from 10 years old to 23 years old
This event historically attracts been 800 to 1000 unique participants
Family, friends, spectators, and race officials will accompany riders
 

Impact:



Raises our community profile as a preferred destination among cyclists
News and social media on a national scale
Collateral spending associated with a 5 to 7-night stay (near $1,000,000.)

Financial Impact:

Recommendation:

Motion:

Action Dates:

ATTACHMENTS:
File Name Description
MMC_USA_Cycling_Update_051617.pdf USA Cycling Update
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                                                                           Department of Community & Economic Development 

 

Elizabeth Hager Center • 14 North Potomac St., Suite 200A • Hagerstown, MD 21740 
                                      

 
 
 
 

TO:  Valerie Means, City Administrator 
 
FROM:  Lauren Metz, Community Events Coordinator 
 
DATE:  May 10, 2017 
 
SUBJECT: USA Cycling Amateur Road National Championship Update with Visit Hagerstown & Washington 

County 
                     
 
At the May 16, 2017 Mayor and City Council Work Session city staff and members of Visit Hagerstown & 
Washington County will provide an update on a potential 2018-2019 downtown event.   
 
An informational memo created by Visit Hagerstown & Washington County’s President, Dan Spedden, has 
been attached identifying key event information and background on the bid process for the USA Cycling 
Amateur Road National Championship. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
C: Jill Frick, Director, Community and Economic Development 
    Dan Spedden, Visit Hagerstown & Washington County 
    Audrey Vargason, Visit Hagerstown & Washington County 
    Event Logistics Committee 



 

 
To: Valerie Means, City Administrator; Robert J. Slocum; County Administrator 
From: Dan Spedden, President, Visit Hagerstown 

Date: May 16, 2017 

Subject: Hagerstown and Washington County to Host USA Cycling Amateur Road National Championships 

 
Background: 
In June 2016, The MD Sports Commission distributed an invitation-to-bid to host the USA Cycling Amateur 
Road National Championships in 2018 and 2019. Visit Hagerstown and leadership from local cycling 
organizations quickly developed a local organizing committee to draft a response. In October of 2016 USA 
Cycling staff conducted a site inspection. After the site inspection, it was revealed that the decision was 
narrowed to Hagerstown and Washington County, MD and San Diego, CA. We will announce shortly that Visit 
Hagerstown’s bid prevailed. Key selection criteria included community event management experience, a strong 
independent Destination Marketing Organization, a culture of cycling, community support, venue quality and 
the location and quality of the race courses.  

 
Event Overview: 

• 2018 Championship Dates Will be July 26-29 
• 2019 Dates have yet to be finalized  
• Five-day events comprised of three different racing styles: Time Trial, Road Race & Criterium Course  

 
Audience:  

• Competitors range in age from 10 years old to 23 years old 
• This event historically attracts been 800 to 1000 unique participants 
• Family, friends, spectators, and race officials will accompany riders 

 
Impact:  

• Raises our community profile as a preferred destination among cyclists 
• News and social media on a national scale 
• Collateral spending associated with a 5 to 7-night stay (near $1,000,000.) 

 
CC: Jill Frick, Director, Community, and Economic Development 
        Lauren Metz, Community Events Coordinator 
        Sarah Sprecher, Assistant County Administrator 



REQUIRED MOTION
MAYOR AND CITY COUNCIL
HAGERSTOWN, MARYLAND

Topic:
Catalyst Project Six Update – Events Website, Calendar, and Events Guidebook - Lauren Metz,
Community Events Coordinator

Mayor and City Council Action Required:

Discussion:
At the May 16, 2017 Mayor and Council Work Session city staff will provide an update on the
progress of implementing Catalyst Project Six – Expanded Downtown Arts/Events
Programming.
 
Background
 
The Community’s City Center Plan was released in July 2014 and detailed eight catalyst projects
that would spur development in City Center Hagerstown.  The Community’s City Center Plan is
the result of broad community input, with the consultants spending more than 130 hours collecting
feedback from the community.
 
Catalyst Project Six reads “The SCP [Sustainable Community Action Plan] suggest expanding
programming to build upon the positive atmosphere created by events and to increase visitation
to Hagerstown’s Arts & Entertainment District…For maximum impact, these expanded events will
coordinate with the extensive schedule of the Maryland Theatre and a consolidated events
calendar will be established.”
 
Discussion
 
One of the primary goals of Catalyst Project Six is to leverage resources to produce more
frequent events and build upon the positive atmosphere created by popular downtown events.  In
2016 there were more than 100 individual events throughout the City of Hagerstown and in 2017
it is expected that there will be 110-115 individual events of varying sizes. 
 
In order to further the viability of events across the City of Hagerstown (with an emphasis on the
Arts & Entertainment District) staff has been working on two projects that should allow for the
production of more frequent events:
 

1. Creation of a consolidated events calendar/website
1. Staff is working with the Communications Team to update the ‘City Events’ section of

the City’s website.  The final version of the website will include a section highlighting
upcoming city events as well as dedicated subsections on volunteering, the Arts and
Entertainment District, and how to plan an event in Hagerstown.

2. Creation of an events guidebook



1. To better assist new event organizers, DCED staff has begun to compile an events
guidebook that will serve as a checklist for event planning in Hagerstown.  The current
table of contents for this guidebook has been included with this memo to show the
variety of topics that will be covered.

 
The implementation of these two projects will ultimately allow DCED staff to guide new and
existing event organizers as they bring their events to fruition within the City of Hagerstown. 

Financial Impact:

Recommendation:

Motion:

Action Dates:

ATTACHMENTS:
File Name Description

MCC_Event_Guidelines_051617.pdf Event Guidelines Memo &
Guidebook



                  CITY OF HAGERSTOWN, MARYLAND              
                                                                           Department of Community & Economic Development 

 

Elizabeth Hager Center • 14 North Potomac St., Suite 200A • Hagerstown, MD 21740 
                                      

 
 
 
 

TO:  Valerie Means, City Administrator 
 
FROM:  Lauren Metz, Community Events Coordinator 
 
DATE:  May 10, 2017 
 
SUBJECT: Catalyst Project Six Update – Events Website, Calendar, and Events Guidebook  
                     
 
At the May 16, 2017 Mayor and Council Work Session city staff will provide an update on the progress of implementing 
Catalyst Project Six – Expanded Downtown Arts/Events Programming. 
 
Background 
 
The Community’s City Center Plan was released in July 2014 and detailed eight catalyst projects that would spur 
development in City Center Hagerstown.  The Community’s City Center Plan is the result of broad community input, with 
the consultants spending more than 130 hours collecting feedback from the community. 
 
Catalyst Project Six reads “The SCP [Sustainable Community Action Plan] suggest expanding programming to build upon 
the positive atmosphere created by events and to increase visitation to Hagerstown’s Arts & Entertainment District…For 
maximum impact, these expanded events will coordinate with the extensive schedule of the Maryland Theatre and a 
consolidated events calendar will be established.” 
 
Discussion 
 
One of the primary goals of Catalyst Project Six is to leverage resources to produce more frequent events and build upon 
the positive atmosphere created by popular downtown events.  In 2016 there were more than 100 individual events 
throughout the City of Hagerstown and in 2017 it is expected that there will be 110-115 individual events of varying sizes.   
 
In order to further the viability of events across the City of Hagerstown (with an emphasis on the Arts & Entertainment 
District) staff has been working on two projects that should allow for the production of more frequent events: 
 

1. Creation of a consolidated events calendar/website 
a. Staff is working with the Communications Team to update the ‘City Events’ section of the City’s website.  

The final version of the website will include a section highlighting upcoming city events as well as 
dedicated subsections on volunteering, the Arts and Entertainment District, and how to plan an event in 
Hagerstown. 

2. Creation of an events guidebook  
a. To better assist new event organizers, DCED staff has begun to compile an events guidebook that will 

serve as a checklist for event planning in Hagerstown.  The current table of contents for this guidebook 
has been included with this memo to show the variety of topics that will be covered. 
 

The implementation of these two projects will ultimately allow DCED staff to guide new and existing event organizers as 
they bring their events to fruition within the City of Hagerstown.   
 
 
C: Jill Frick, Director, Community and Economic Development 



 

 

 

2017 Edition | Department of Community and Economic Development 

CITY OF 
HAGERSTOWN SPECIAL EVENTS GUIDEBOOK 
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WELCOME 

Thank you for your interest in planning an event in the City of Hagerstown.  We hope you find 
this guidebook useful and informative, and that is makes your process of organizing an event 
easy. 

The City of Hagerstown is a vibrant and historic location set in the foothills of the Appalachian 
Mountains and the perfect stage for any event or festival.  Over the last decade, Hagerstown 
has received exceptional economic and community growth from its many special events.  From 
large festivals like the Western Maryland Blues Fest or Augustoberfest to the countless smaller 
celebrations throughout the year, these events have transformed Hagerstown into the cultural 
center of Washington County and Western Maryland.   

The information in this guidebook has been compiled to help event organizers efficiently and 
successfully plan and execute any event as well as provide event organizers with the rules and 
regulations associated with event management in the City of Hagerstown.  Please know that 
city staff are always available to work with event organizers to ensure that your event is as 
great as it can possibly be.   

The City of Hagerstown would like to thank you for presenting your event and look forward to 
working with you to see your event dreams come true. 

 

 

Lauren Metz 
Community Events Coordinator  
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REQUIRED MOTION
MAYOR AND CITY COUNCIL
HAGERSTOWN, MARYLAND

Topic:
Preliminary Agenda Review

Mayor and City Council Action Required:

Discussion:

Financial Impact:

Recommendation:

Motion:

Action Dates:



REQUIRED MOTION
MAYOR AND CITY COUNCIL
HAGERSTOWN, MARYLAND

Topic:
Arista Utility Billing Outsourcing - Michael Spiker, Director of Utilities

Mayor and City Council Action Required:

Discussion:

Financial Impact:

Recommendation:

Motion:

Action Dates:

ATTACHMENTS:
File Name Description
Utilities_Division_Arista_Packet_for_Billing_Services_1_052317.pdf Arista



























































































REQUIRED MOTION
MAYOR AND CITY COUNCIL
HAGERSTOWN, MARYLAND

Topic:
AFSCME 1540 Labor Contract - Scott Nicewarner, Director of Technology and Support
Services

Mayor and City Council Action Required:

Discussion:

Financial Impact:

Recommendation:

Motion:

Action Dates:

ATTACHMENTS:
File Name Description

201705111404.pdf
Cover Memo - AFSCME
1540 Collective Bargaining
Agreement

AFSCME_1540_CONTRACT_2017-2022.pdf proposed contract effective
7/1/17

AFSCME_1540__Contract_2013_to_2016.pdf current contract due to
terminate 6/30/17
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AGREEMENT BETWEEN THE 
CITY OF HAGERSTOWN, MARYLAND 

AND 
THE AMERICAN FEDERATION OF 

STATE COUNTY AND MUNICIPAL EMPLOYEES 
COUNCIL 67, LOCAL 1540 

 
 
 
 

 
 
 
 
 
 
 
 
 
 
 

 
Effective 0001 hours Saturday, July 1, 2017 

And shall continue in full force  
And effect until 2400 hours on Tuesday, June 30, 2022 
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Section 1  
It is the purpose of this Agreement to promote and insure harmonious relations, cooperation and 
understanding between the City of Hagerstown and the employees covered hereby, to insure collective 
bargaining and to establish proper standards of wages, hours, working conditions and other conditions of 
employment. 
 
a) The City of Hagerstown shall determine and administer the mission of the government, and operate the 
affairs and direct the work force of the City and its departments and other subdivisions in all aspects, 
including but not limited to the services to be rendered; the efficiency of operations; the methods, means and 
personnel by which such operations are to be conducted; the right to discipline, suspend or discharge for due 
cause; and to take whatever action and issue rules, policies and regulations necessary to carry out these and 
all other managerial functions entrusted to it, except as expressly modified or restricted by a specific 
provision of this Agreement. 
 
b) Bulletins, Policies, Work Rules, and Orders:  A copy of any order, policy, general order, work rule, 
regulation or training bulletin will be made available to the Recording Secretary of A.F.S.C.M.E., Local 
1540. 

 
 

ARTICLE 1 
PURPOSE 



      4 

 
 

Section 1 – Union Recognition 
a) The Employer recognizes the Union, Local 1540, A.F.S.C.M.E., A.F.L.-C.I.O., as the exclusive 
collective bargaining agent of the employees covered by this Agreement, which shall include all 
employees of the City of Hagerstown, except for the following:  uniformed members and detectives of 
the Police Department, uniformed members of the Fire Department, Light Department, the Human 
Resources Department, supervisory and administrative personnel, seasonal employees and 
Administrative Assistants to Department Managers for the purpose of collective bargaining with respect 
to rates of pay, wages, hours of employment and other conditions of employment.  The Union may 
represent temporary and seasonal employees who work more than seven months per calendar year and 
part-time employees who average more than thirty hours per week.  In the event that such seasonal or 
part-time positions which exceed the time limits listed above are created, the City will meet with the 
Union to discuss wages and other terms of employment. 
 
b) The employer agrees to furnish the Union with titles or classifications, rates of pay and job 
descriptions of all eligible employees.  The Union agrees to furnish the City with a current copy of the 
Charter and Bylaws of both the Local Union and Council No. 67 of the A.F.S.C.M.E. Union. 

 
Section 2 – Union Security 
a) Agency Shop – Each employee who, on the effective date of this Agreement, is a member of the 
Union or who shall thereafter become a member, shall as a condition of employment, maintain his/her 
membership in the Union or pay the Union a service fee equivalent to the amount of dues uniformly 
charged by the Union for membership.  Employees hired on or after the effective date of this 
Agreement, upon completion of their probationary period, shall be required, as a condition of 
employment, to either become a member of the Union or to pay to the Union a service fee equivalent to 
the amount of dues uniformly charged by the Union for membership.  No Police Department employee 
hired prior to 7/01/81 is required to join  the Union or pay a Service Fee, however, all Police Department 
employees hired subsequent to 7/01/81, or who become members subsequent to 7/01/81 shall, as a 
condition of employment, be required to join the Union or pay service fee equivalent to dues.  
Provisions of this Paragraph (a) of Section 2, shall not be applicable if membership in the Union is not 
available to the employee on the same terms and conditions generally applicable to other members. 
 
b) Dues Deduction Authorization – The employer shall deduct, at each regular pay period, out of 
the current wages payable to each employee member of the Union who individually request, Union 
initiation fees and regular monthly membership dues or services fee, as certified in writing by the 
Treasurer of the Union, upon receipt of the duly executed payroll deduction authorization of the 
employee, which shall be irrevocable for a period of one year from the date thereof, or until the date of 
expiration of this Agreement, whichever occurs earlier, and which authorization shall be automatically 
renewed for successive twelve month periods unless revoked in writing to the employer within the 
fifteen (15) day period prior to the anniversary date of said authorization. 
 
c) Enforcement of Union Security – The provisions of Article 2  Section 2, of the Agreement shall 
be subject to the grievance and arbitration procedures set forth in Article 3 of this Agreement. 
 

ARTICLE 2 
UNION RECOGNITION AND UNION SECURITY 

AND DEDUCTION OF UNION DUES 
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d) Union to Indemnity Employer – The Union shall indemnify and save the employer harmless of 
any and all claims, grievances, actions, suits, other forms of liability or damage that arise out of or by 
reason of any action taken by the employer for the purpose of complying with any provisions of Article 
2, Section 2, and the Union assumes full responsibility for the disposition of the funds deducted under 
Paragraph (b) of this Section 2, as soon as they have been remitted by the employer to the Union. 
 
e) Strike Action Forbidden – The Union, its officers, agents, representatives and members shall not 
authorize, participate in, ratify or condone any strike, slowdown, or stoppage of work or other 
interference with or interruption of operations at any of the City’s facilities. 
 
f) Lockouts Forbidden – The City of Hagerstown will not lock out any employee as a result of a 
labor dispute with the Union. 
 
g) AFSCME PEOPLE – The employer agrees to deduct from the wages of any employee who is a 
member of the Union a PEOPLE deduction as provided for in written authorization. Such authorization 
must be executed by the employee and may be revoked by the employee at any time by giving written 
notice to both the employer and the Union. The employer agrees to remit any deductions made pursuant 
to this provision promptly to the union together with an itemized statement showing the name of each 
employee from whose pay such deductions have been made and the amount deducted during the period 
covered by the remittance.  
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Section 1 
A grievance shall be considered to exist only when there is a disagreement involving the interpretation or 
application of this Agreement. No grievance or its settlement shall expand or modify this Agreement.  The 
purpose of this grievance procedure is a sincere desire by both parties to settle grievances in the shortest time 
possible and at the lowest level possible as to foster efficiency and employee morale.  Any grievance or dispute 
that may arise shall be settled in the following manner. 
 
Step 1 -  The Union Steward, with the aggrieved employee, shall discuss the grievance or dispute with the 
immediate supervisor within ten (10) working days from the date of the grievance or his/her knowledge of its 
occurrence provided however, that under no circumstances would the City be financially responsible for more 
than ninety (90) days.  There shall be no financial responsibility to the City for any grievance prior to the date of 
this Agreement.  The immediate supervisor shall attempt to adjust the matter and shall respond to the Union 
Steward within five (5) working days in writing.  If the City does not answer within five (5) working days, 
Union may appeal to the next step. 
 
Step 2 -   If, after a thorough discussion with the immediate supervisor, the grievance has not been satisfactorily 
resolved, the Union Steward and the President of Local Union, or Chief Steward, and the aggrieved employee 
shall, after written appeal, discuss the grievance with the Department/Division Manager, within five (5) 
working days after the immediate supervisor response is due.  The Department/Division Manager shall respond 
in writing within five (5) working days to the Union President, the grieving employee, and the Chief Shop 
Steward.  If the City does not answer within five (5) working days, the Union may appeal to the next step. 
 
Step 3 - If, after a thorough discussion with the Department/Division Manager the grievance has not been 
satisfactorily resolved the Union Steward, the aggrieved employee, the President of the Local Union, or Chief 
Steward, and the Union Representative shall, after written appeal, discuss the grievance with the Human 
Resources Director within five (5) working days after the Department/Division Manager response is due.  The 
Union President may file a grievance on behalf of the local or a group of members at the Step 3 level with the 
agreement of the Human Resources Director.  The Human Resources Director shall respond in writing within 
ten (10) working days to the Union may appeal to the next step.  The local Union President or the Chief Steward 
shall receive a copy of any grievance filed at this level. 
 
Step 4 - If, after a thorough discussion with the Human Resources Director the grievance has not been 
satisfactorily resolved the Union Steward, the aggrieved employee, the President of the Local Union, or Chief 
Steward, and the Union Representative shall, after written appeal, discuss the grievance with the City 
Administrator within five working days of receiving the written response from the Human Resources Director.  
The City Administrator shall respond in writing within fifteen (15) working days to the Union President and 
Representative. If not satisfactorily resolved, the Union may appeal to the next step.  
 
Step 5 -   Final and binding arbitrations are limited to grievances arising out of the alleged violation or 
interpretation of a specific provision of this Agreement.  If a grievance is still not resolved either party may, 
upon written notice to the other, request that the grievance be submitted to arbitration.  Such request for 
arbitration must be made within ten (10) working days of the response.  If, however, the grievance is not 
appealed to arbitration as provided for, the Step 3 answer shall be considered as a settlement of said grievance.  
The arbitrator shall be selected by obtaining a list of seven (7) individual Arbitrators from the Federal 

ARTICLE 3 
GRIEVANCES AND ARBITRATION PROCEDURE 
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Mediation and Conciliation Service within ten (10) working days of the receipt of written notice.  Costs and 
expenses assessed by the arbitrator shall be shared equally by the parties.  Each party shall pay for its own 
counsel. 
 
Section 2 
Time limits may be extended under this Article by mutual agreement of the parties. 
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Section 1 
The Employer recognizes and shall 
deal with one accredited Union Steward or one alternate within each section, group, division or 
department, as established by the City and the Union President in all matters relating to grievances and 
interpretation of this Agreement.  The Steward representing the aggrieved shall follow all steps of the 
grievance procedure until settlement of same. 
 
Section 2 
A written list of the Union Stewards (such list to indicate areas to be represented by Stewards) shall be 
furnished to the Human Resources Department and operating departments immediately after their 
designation and Union shall notify the Human Resources Department and operating departments promptly 
of any changes of such Union Stewards.  There shall be no more than a combined total of twenty-five (25) 
persons serving as Stewards. 
 
Section 3 
Union Steward and the Union President shall be granted reasonable time off during working hours to 
investigate and settle grievance or other Union business (such as an employee’s safety concern, attempting 
to pre-empt a grievance being filed or similar issue that should take a reasonably short time to settle) upon 
notice to and with the approval of their immediate supervisor and the immediate supervisor of the 
employee being contacted.  
 
Section 4 
The Principal Officers and the Representatives of the Union shall meet as necessary with the various 
Department Managers and the Human Resources Director to discuss mutual problems. 
 
Section 5 
In addition to the Union Business Representative, the number of persons serving on the Union Negotiating 
Committee shall consist of five (5) people (President, Recording Secretary, and three (3) departmental 
representatives.) 
 
Section 6 
The Union President and the area Staff Representative shall be issued an up to date copy of the City of 
Hagerstown Human Resources Policy and Procedures Manual and shall be issued any revision to such 
manual when revised. 

ARTICLE 4 
UNION STEWARDS AND UNION REPRESENTATION 
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The provisions of this Agreement shall be applied equally to all employees in the bargaining unit without 
discrimination as to age, sex, marital status, race, color, creed, national origin, religion, sexual orientation, 
disability, union or political affiliation or other basis protected by law.  The Union and the City shall have 
the same responsibility for applying this provision of the Agreement. 
 
There shall be no discrimination, interference, influence, restraints, or coercion by the Union or the City 
against any employee of the City because of positions taken by said employees or any activity in official 
capacity on behalf of either party. 

 
 

ARTICLE 5 
DISCRIMINATION 
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      Section 1 

Seniority standing shall be granted to all employees.  The standing is to be determined on the basis of actual 
length of continuous service from the latest date of regular employment with the Employer.  All new 
employees shall be placed on the seniority list as of the first day of employment. Until the completion of a 
probation period, not to exceed six (6) months, a probationer may be discharged, or probation extended at 
the City’s discretion and such action will not be subject to the grievance or arbitration procedure.  The 
probationary period for any current employee who bids for and transfers to a different position shall be 
thirty (30) days.  The probationary period for an employee who bumps into another position shall be thirty 
(30) days.  Until the completion of the probationary period a probationer may be discharged, or probation 
extended at the City’s discretion.  The City agrees to meet with the Union and discuss the issue of 
termination prior to the action taking place.  Prior to termination, the employee will be given an opportunity 
to apply for any open position the City intends to fill.   

 
 

     Section 2 
     An employee shall lose his/her seniority upon voluntary resignation from employment. As a rehire, the      

employee is subject to the same benefits and conditions of employment as any other new hire.   
 

Section 3 
     The City reserves its Management Right to furlough or lay off employees during the term of this contract.      

 
      Section 3 A  

In the case of reduction of work force or elimination of positions, AFSCME 1540 employees who lose a 
full time position: 
• will have the opportunity to be considered for current occupied part-time positions at the time of their 

lay-off, and  
• will have first preference for part-time positions posted to the general public in the future, up to 24 

months from the date of lay-off.   
AFSCME 1540 employees who have been laid off can only be considered for the positions mentioned 
above if they are able to demonstrate competences in duties of the part-time position for which they have 
applied.   

 
Section 3B: 
The City reserves the right to furlough employees up to 40 hours for each fiscal year and the pay deductions 
would be divided equally over the remaining checks for that fiscal year.     

 
In the case of workforce reduction or the elimination of position(s), City seniority shall govern, when 
qualifications and ability are equal.  Job eliminations or reductions will begin in the department(s) 
identified by the City.  A Union representative will be available for an employee during a meeting 
regarding their position elimination.  The most senior member of Local 1540’s employees scheduled for 
lay-off or job elimination will have the first opportunity to bump into any Local 1540 filled position or 
vacancy the City decides to post and fill.  The employee exercising bumping rights must meet all 
minimum/entry level criteria listed on the job description, (education, experience, licenses, and 
certifications, and mental and physical requirements.)  They must also demonstrate their ability to perform 

ARTICLE 6 
SENIORITY 
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the work, as measured by a written and/or demonstrated by a hands-on performance test to enter the 
position.  A minimum passing score of 70% will be required.  Each employee scheduled for lay-off or job 
elimination may within eight (8) working days notice of the elimination or lay-off, claim any AFSCME 
1540 position which is occupied by an employee with less City seniority (hire date).  Only AFSCME 1540 
members can bump into AFSCME 1540 positions.  If the employee fails to perform the functions of the 
position within the thirty (30) day probation period by demonstrating the ability to perform the skills 
required for that position, then the employee forfeits any additional bumping rights and could be laid off 
with recall rights. 
 
In cases where an employee has a State certification that is required by the City and the certification cannot 
be accomplished within one (1) year, that employee can only be bumped by someone with an equal State 
certification.  An employee with greater seniority and equal or greater pay grade may bump into a position 
requiring certification if the certification can be accomplished in one (1) year or less.  They may also bump 
into a certified position if the certification is not required by the City but the certification is only needed as 
an advancement in their career path.  When an employee bumps in this fashion he/she will be bumping into 
the lower pay grade.  An example of this follows: 

 
1. An employee is a grade 8 without certification but has advanced to a grade 9 with a certification (this 

certification is not City required but needed only to advance pay grades on a career path). If you are 
senior to this person and have an equal or higher pay grade (grade 9 or up) and are qualified for the 
position, you can bump this person but you will be getting the uncertified pay grade of 8. 

 
Employees shall be recalled in the inverse order of the layoff, and employees will remain eligible for recall 
for a period of 18 months subsequent to the layoff effective date.  When recalled, an employee shall return 
to work within fourteen (14) work days of written notice of recall by registered letter to the last known filed 
address or forfeit his/her right to recall.   

 
After the 18 months the former employee would be eligible to apply to posted vacancies when jobs are 
posted to the general public and will only be considered after 1540 positions are posted internally for current 
members to apply for a transfer.   

 
Section 4 
The Employer may make temporary transfer of employees to positions other than those they normally 
perform in order to meet the requirements of the operation of the City.  These temporary transfers may be 
within the same division within a City Department or may be temporary transfers of personnel from one 
department to another department. In order to be considered a transfer under this Section, 1 hour per day 
must be required to be worked in the other position. A temporary transfer within a job description career 
path to meet operational requirements is also permitted under this Article. If the temporary transfer within 
the employee’s career path exceeds 60 calendar days, the upgrade will become permanent.  
 
All temporary transfers shall be offered to the most senior qualified employee.  If in the event the City is 
unable to obtain a volunteer for the temporary transfer, it shall be assigned to the least senior qualified 
employee. 
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Any employee temporarily transferred shall be paid either the rate of the position from which he/she is 
transferred or the rate of the position to which he/she is transferred, whichever is higher.  The employee 
shall be compensated for the actual hours worked.   
 
Temporary transfers shall be for a period no longer than thirty (30) consecutive work days unless mutually 
agreed to by the parties. 
 
Any position that requires more than seventy-five (75) work days within a calendar year of temporary 
transfer shall be considered an open position and be posted. 
 
An employee being viced for two consecutive weeks or longer shall receive holiday pay during that period 
at the vicing rate. 
 
 
Section 5 
Notice of all vacancies that the City determines to be filled shall be posted on all employee bulletin boards 
in the City within five (5) days following that determination.  Employee shall be given five (5) calendar 
days time in which to make application to fill vacancy, unless a shorter period is mutually agreeable to 
both parties.  Applications must be stamped in by Department Administrative Assistants or received by 
Human Resources Department by the closing date listed on the job posting.  In the filling of vacancies, 
full-time non-probationary employees will be given preference over probationary employees.  
Departmental preference will be given to applicants.  The employee with necessary ability or 
qualifications and greatest seniority making such application shall be awarded position involved and such 
award shall be made within forty-five (45) days following the posting on the bulletin board. 
 
The City shall have the right to test employees desiring a transfer (BID) or a promotion to any position 
which requires a specialized expertise or technical skill.  All tests shall be job related.  Employees who 
desire to transfer (BID) to another department within the same classification and who possess all required 
certifications shall not be subject to testing.  The City maintains the right to establish any test it deems 
appropriate for selecting new hires. 
 
In the event there is a disagreement on an award, an appeal may be made through the use of the grievance 
procedure.  Newly created positions or vacancies are to be posted to include the following information:  
The type of work, place of work, rate of pay, hours of work and classification. 
 
Section 6 
The agreed to seniority lists shall be brought up to date on June 1st and December 1st of each year and 
posted on employees bulletin boards; such lists shall contain dates of hire, classification and department.  
A copy of seniority lists shall be sent by mail to the Secretary and President of the Union. 
 
Section 7 
The Employer shall notify the Local Union Secretary in writing of all new hires, terminations, layoffs and 
recalls each month. 
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Section 1 
The following days shall be holidays with pay:  New Year’s Day, Martin Luther King’s Birthday, 
Presidents Day, Good Friday, Memorial Day, The 4th of July, Labor Day, Veteran’s Day, Thanksgiving 
Day, the day after Thanksgiving, the last working day before Christmas, Christmas Day, provided, 
however that in order to be eligible for holiday pay, employee must work the scheduled work day before 
and after the holiday, unless on approved leave. 
 
For the regular classification of work assignment, holidays falling on Saturday shall be observed on the 
preceding Friday and holidays falling on Sunday shall be observed on the following Monday.  For the 
continuous classification of work assignment, holidays shall be observed on the calendar day except for 
the Monday-observed holiday for Martin Luther King’s Birthday, Memorial Day, Labor Day and 
Presidents Day.  An employee in continuous classification of work assignments shall receive a full day’s 
pay for a holiday that falls on a regularly assigned rest day, however, no shift differential shall be 
applicable. Employees required to work on the day on which a holiday is observed shall be paid the 
applicable overtime rate for all hours worked in addition to holiday pay as follows: 
 
a) One and one-half times the regular rate for all hours worked on a holiday which occurs during 

the first five (5) days of their work week. 
b) Employees who work unscheduled overtime or are on call on Thanksgiving Day and/or 

Christmas Day (December 25th) shall receive double time (2x their regular rate of pay) for all 
hours worked.  

 
If a holiday falls during an employee’s vacation period, he/she shall not be charged a vacation day when 
paid for the holiday. 
 
Employees in continuous operations required to work Holidays will be provided a minimum of 5 days 
notice by their supervisors should they be required to work the holiday.  Note that not all continuous 
operation employees will be scheduled to work Holidays.  Senior employees on each shift will be given 
the first opportunity to accept or refuse the assignments.  Holiday schedules will be based on the needs on 
the department/division.   
 
Section 2 
Existing employees and all employees hired prior to July 1 shall be provided with three (3) paid personal 
days per year. Employees hired on or after July 1 shall receive one (1) paid personal leave day for their 
first year.  All personal days must be used by the end of the calendar year, with an exception being made 
for employees hired on or after December 1.  An employee who begins on or after December 1st is not 
eligible for personal time for the remainder of the calendar year.  Personal Leave days shall be granted 
upon request to employee’s supervisor and may be used in any increment, but may not be used to 
circumvent occurrences of tardiness or other personnel policies. 
 
 

 

ARTICLE 7 
HOLIDAYS 
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ARTICLE 8 
VACATIONS 

 
Section 1:  Vacation allowances  

1. There shall be no vacation time earned or accrued during the first six (6) months of continuous 
service. 

 
2. Beginning on the 7th month of continuous service, an employee shall earn 1.53845 vacation 

hours per week with a limit of 80 hours for a full calendar year of employment.   
 

3. Beginning on the 61st month (after the 5th full year of employment) of continuous service, an 
employee shall earn 2.3077 vacation hours per week with a limit of 120 hours for a full calendar 
year of employment. 

 
4. Beginning on the 109th month (after the 9th full year of employment)   of continuous service, an 

employee shall earn 3.0770 vacation hours per week with a limit of 160 hours for a full calendar 
year of employment. 

 
5. Beginning on the 205th month (after the 17th full year of employment) of continuous service an 

employee shall earn 3.8462 vacation hours per week with a limit of 200 hours for a full calendar 
year of employment. 

 
Section 2:  Vacation Carry-Over 
Total vacation carry-over cannot exceed 80 hours plus the annual accrual amount for that year.  Vacation 
allowance in excess of the 80 hours plus the annual amount will be forfeited at the end of the calendar 
year, unless the City is the cause of the unused leave.  In that instance, the employee may carry over the 
excess unused leave into the next calendar year, provided, that he/she must use the excess unused vacation 
leave between January 1 and June 1 of that calendar year.   

 
Section 3: Computation of Vacation Pay 
Pay for all vacation will be based on the rate of pay of the employee at the time of the beginning of the 
vacation including shift differential if any. 
 
Section 4:  Reimbursement of Reservation costs 
Any reservation costs incurred by an employee through re-scheduling his/her vacation at the City’s 
request will be reimbursed, provided the costs are substantiated in writing.  

 
Section 5: Vacation Pay in Advance of Vacation 
Vacation pay in one week increments may be received in advance, provided, that the employee gives 
seven (7) calendar days written notice to the City’s Finance department. 
  
 
 
 
Section 6: Payment for Work during Vacation Time 
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Any employee required to return to work during a previously scheduled vacation shall be compensated for 
the time actually worked at the time of one and one-half times the regular rate (computed on a straight rate 
basis) for the current vacation work only.  Any remaining vacation time may be rescheduled in accordance 
with the provisions of the applicable collective bargaining agreement for scheduling of vacations. 
 
Section 7:  Payment of Earned Vacation Upon Leaving City Employment 
An employee leaving City employment will be paid for all vacation earned, unless the employee is leaving 
employment because of a termination for cause. 
 
Section 8:  Limitations on Use of Earned Vacation 
Vacation leave may be used, with supervisory approval, in any increments up to the total number of 
vacation hours earned and credited to the employee’s vacation account. 

 
The status of each employee’s vacation is available on their pay advice forms. 
 
Section 9: Vacation Preference 
Vacation preference shall be determined on the basis of departmental seniority, with the understanding 
that vacation must be scheduled so that the City can maintain services to the public. 
 
Section 10: Vacation Requests  
Vacation requested received by March 31st will be granted on a seniority basis.  Vacation Requests 
received after March 31st will be granted on a first-come, first-serve basis, with the understanding that 
vacation must be scheduled so the City can maintain services to the public. 
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Section 1 - Earning of Sick Leave 
As of January 1, 2011, full time employees will earn the equivalent of one (1) sick day per month, 
accruing at 1.8462 hours per week.   
 
Section 2 - Use and Accumulation of Sick Leave 
a. Use of Sick Leave: Sick Leave may be used in any increment, as needed.  Sick leave may also be used 
for medical, dental, eye, and counseling appointments. 
An employee who is going to be absent on a work day or shift, other than for a previously authorized 
absence, must notify his/her supervisor before the work day or shift is scheduled to begin and must so 
notify the supervisor on each day of the absence, unless a physician provides notification that the absence 
will be an extended one.  In the case of a habitual absentee who has been given a prior written warning, 
the employee may be required to furnish a doctor’s certificate or other proof of illness or injury in order to 
be permitted to use sick leave for his/her absence or to submit to an examination by a doctor of the City’s 
choice. A medical doctor’s certificate will be required for any absence in excess of three (3) scheduled 
working days that is caused by illness or injury.  Employees may use up to five (5) days of sick leave, to 
care for an immediate family member who is ill.  Immediate family members include: child, spouse, 
parent, grandparent, or other dependent relative for whom the employee assumes financial responsibility.  
Family sick days are excused except if taken consecutively beyond three day, which will require a doctors 
note.   
 
b. Accumulation of Sick Leave: An employee may accumulate up to one hundred forty-five (145) days 

maximum sick leave.  Twelve (12) days granted per year, as provided above in Section 1, may be 
accumulated to the 145-day maximum. 

 
c. An employee who does not use any sick leave days for the first six months of the calendar year, may 

convert one (1) sick day to vacation leave.  An employee who completes the entire calendar year 
without  using sick leave days may convert an additional three (3) days of sick leave to vacation leave.  
The days converted to vacation are not subject to the maximum vacation limitations.  An exception to 
this would be that employees who use combined sick hours that total less than one full work day 
would still be eligible for sick leave to vacation conversion.      

 
d. “Recording and Banking “Sick Leave in Excess of the Maximum That May be Accumulated: 

The City also agrees to “record and bank” any sick leave that is granted and accumulated in excess of 
the 145-days maximum, as described above in subsection b. of this Section, and that is not sold back to 
the City pursuant to subsection c. of this Section.  A maximum of 100 days may be “recorded and 
banked” in this manner.  These days may be used as justification to the City Administrator, if it 
becomes necessary for an individual to petition the City Administrator for an extension of sick leave 
up to the duration of the sick leave that has been “recorded and banked”.  These days may also be used 
as described below in Section 3. 

 
 
 
Section 3 - Payment of Sick Leave: Retirement 

ARTICLE 9 
SICK LEAVE 
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When an employee retires, they will be paid one hundred percent (100%) of the amount of their 
accumulated sick leave from their “active” sick leave balance up to a maximum payout of $12,000. 
(Banked” sick leave is excluded for the purposes of this calculation.)  
 
 Credit for sick leave will be given in accordance with the applicable retirement plan (Plan).   
 

  *In the event that any other employee group is provided a more gradual phase down of this program, it 
will be applied to AFSCME-1540 on the same schedule.   

 
Section 4 - Payment of Sick Leave: Leaving Employment 
If an employee leaves his/her employment with the City for reasons other than retirement, he/she will be 
paid for the sick leave that he/she has accumulated in accordance with subsection b. of Section 2.  
Additional sick leave that has been “banked and recorded” in accordance with subsection d. of Section 2 is 
excluded for the purposes of this calculation.  Payment for accumulated sick leave under this Section shall 
be at one-half (1/2) if the employee’s regular rate of pay as of the time of leaving employment and the 
remainder will stay on his/her record in the event he/she is reinstated.  The maximum amount paid to an 
employee under this Section is Six Thousand Dollars ($6,000.00).  An employee must have five (5) years 
of continuous service with the City to receive this benefit. 
 
An employee who is terminated for cause is not eligible for the benefit provided in this Section. 
 
Section 5 - Extended Absence Caused by Illness or Injury (FMLA) 
In instances where an employee requires an extended absence caused by illness or injury, leave will be 
granted in accordance with the requirements of the Federal Family and Medical Leave Act. The City will 
allow, and the employee shall use any and all available accrued sick leave during the leave period. If an 
employee has exhausted all sick leave that has been accumulated in accordance with the subsection b. of 
Section 2, and further, if the employee has sought and been granted use of additional sick leave that has 
been accumulated in accordance with subsection d. of Section 2, the employee must use all unused 
accumulated vacation, personal, and comp time for any continuing absence caused by the illness or injury. 
If the period of leave exceeds the employee’s available accrual balances and all FMLA leave, the 
employee may bring this matter to the City Administrator and his/her union. The City Administrator shall 
make the decision as to whether additional time off may be granted to the employee, and that decision 
may not be made the basis for a grievance file pursuant to the grievance procedure in the applicable 
collective bargaining agreement.  
 
Section 6 - Absence to Attend Funeral of Union Member 
The Union President or designee may attend the funeral of a current member on City time and may use 
sick leave to attend the funeral of a former member. 
 
Section 7 - Study Committee 
The Union, recognizing the City’s need to maintain fiscal responsibility in all areas of its operation, agrees 
to participate in an effort to develop methods to contain or reduce rising costs in the area of sick leave.  
The Union will therefore, in a joint effort with Management and the other Unions, work on a committee 
that will meet on a regular basis to find ways to control these costs. 
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Section 1 - Bereavement Leave 
All employees covered by this Agreement shall be granted up to five (5) days off with pay in the event of 
a death in the employee’s immediate family. The immediate family is defined as one of the following:  
Spouse, Child, Step-Child, Parent, or Step-Parent.  
 
All employees shall be granted up to three days off with pay in the event of the death of a sibling, step-
sibling, half-sibling, mother or father in-law, grandparent, or grandchild.  
 
All employees shall be granted one day of leave with pay in the event of the death of a current brother or 
sister in-law or daughter or son in-law. This provision also applies if the employee’s spouse is deceased 
and the employee has not remarried.  
 
The designated bereavement leave time shall not be charged to sick or vacation leave.  
 
Section 2 - Temporary Disability Caused by On-The-Job Illness or Injury 

 In the event that an employee sustains an injury while in the employ of the City, the following shall apply.  
In cases where a claim is not clearly work-related, absences will be charged to sick leave or other leaves 
until a final ruling is made by the Workers’ Compensation Commission.  Upon receiving the decision that 
the claim is valid, all leave will be restored to the Employee’s accounts. 
 
Workers compensation pay for employees will follow protocols for the State’s Workers Compensation 
Commission.   
 
When an employee takes a Worker’s Compensation leave of ninety (90) consecutive calendar days or 
longer duration, the normal benefits which he/she earns by working, i.e., holidays, vacation, sick leave, are 
frozen at their existing levels on the first day of compensation leave and remain frozen until his/her return 
to work. 
 
Section 3 - Jury Duty 
An employee who is called for jury service or to serve as a witness in connection either with any matter 
involving the City or any matter to which the employee was a witness while on duty will be granted leave 
for the necessary period with full pay for the time spent during their normal scheduled shift serving on 
jury duty. Whenever an employee is temporarily excused from such jury duty or duty as a witness by the 
course of his/her scheduled work day, he/she shall advise his/her supervisor as promptly as possible and 
report to work, if requested by the supervisor.  
 
Second shift employees who appear for jury duty for four or more hours in one day, will be required to 
work the first half of their shift. The remaining half of the shift will be granted off with pay to allow the 
employee ample rest time. Employees who are in jury duty for less than four hours will be expected to 
report to work as scheduled. 
 
Third shift employees who appear for jury duty for four or more hours in one day, will not be required to 
start any work shift that begins before 3 a.m. the following day. Employees who are in jury duty for less 
than four hours will be expected to report to work as scheduled the following day.  

ARTICLE 10 
OTHER   LEAVE 
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Section 4 - Employee Education 
An employee attending classes required by the City while on duty shall be paid. 
 
Section 5 – Union Business Leave 
Upon written notification, the City shall grant the AFSCME 1540 group collectively, leaves of absence to 
attend training and serve as delegates to conventions and organization conferences related to their Union, 
up to a maximum of twenty (20) days of paid leave time annually.    
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“Armed Forces” include the Army, Navy, Marines, Air Force, and Coast Guard. Reserve components 
include the federally recognized National Guard and Air National Guard of the United States, the Officers 
Reserve Corps, The regular Army Reserve, Air Force Reserve, Enlisted Reserve Corps, Naval Reserve, 
Marine Corps Reserve, and the Coast Guard Reserve.  
 
Any employee is a member of the reserve component is entitled to leave of absence of up to fifteen (15) 
days per calendar year, for annual training exercises or other official duties. The employee shall be paid 
base pay.  
 
Any employee who is involuntarily called to active duty with the United States Armed Forces will be 
entitled to a leave of absence for up to five (5) years while engaged in the performance of their official 
duties. The City will continue benefits during the first (1st) ninety (90) days of active duty status according 
to the Uniformed Services Employment and Re-Employment Rights Act. COBRA benefits may be 
available after ninety (90) days. 
 
Upon return from Active Duty, the employee will be allowed to return to their position or equivalent, 
provided that notice is made to the H.R. Department within ninety (90) days according to Uniformed 
Services Employment and Reemployment Rights Act. 
 
The employee is required to submit a copy of official orders prior to reserve duty leave or as soon as 
possible after notification of active duty.  

 

ARTICLE  11 
MILITARY TRAINING LEAVE 
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Section 1 
Family and medical leave will be granted in accordance with the requirements of the Federal Family and 
Medical Leave Act (FMLA). 
 
Section 2 
Notwithstanding other provisions of this Agreement, any employee elected or appointed as an officer of 
the Union shall be granted a leave of absence without pay for a period of not more than one (1) year.  The 
length of said leave of absence may be extended upon mutual agreement. 
 
Section 3 
Seniority shall accumulate during all leaves of absence.  Employees shall be returned to the position they 
held at the time the leave of absence was requested, seniority permitting.  However, if an employee is 
returning from an educational leave during which the employee has acquired the qualifications for a 
higher rated position, the employee may be returned to the higher rated position under the following 
conditions:  the position became or remained open during the employee’s leave and it is still open at the 
time the employee returns from leave and the employee requests assignment to the higher rated position 
within ten (10) days after returning from an educational leave, and the employee has greater seniority than 
other qualified employees requesting assignment to the position. 

 
 

ARTICLE 12 
LEAVE OF ABSENCE 
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Section 1 
The regular hours of work each day shall be consecutive, except for lunch periods of those clerical and 
technical employees assigned by the City to thirty (30) minutes unpaid lunch period.  Field personnel and 
personnel working continuous operations receive a twenty (20) minute paid lunch break. 
 
Section 2 
The work week shall consist of five (5) consecutive, eight (8) hour days.  Said work week shall begin on 
Monday at 12:01 A.M. and extend through Sunday at midnight.  All day shift operations will begin at 8:00 
A.M., unless otherwise designated by the City.  The City agrees to meet and discuss with the Union any 
non-emergency changes to shift operations a minimum of seven calendar days before such change is 
scheduled to take effect.  In the case of non-continuous operations, non-emergency shift changes will be 
assigned based on most senior qualified employee(s) needed to complete the work. On identifiable 
projects with an assigned crew, those employees have first right of refusal for a non-emergency shift 
change.   The City shall have the final and absolute authority to make such changes. 
 
Section 3 
Eight (8) consecutive hours of work within the twenty-four (24) hour period beginning at time designated 
by each department and mutually agreed upon by the Union shall constitute a regular work day. 
 
Section 4 
Eight (8) consecutive hours of work shall constitute a work shift.  All employees shall be scheduled to 
work on a regular work shift and each work shift shall have a regular starting and quitting time. 
 
Section 5 
Work schedules showing the employee’s shifts, work days and hours shall be posted on each department’s 
bulletin boards at all times. 
 
Section 6 
Except for emergency situations work schedules shall not be changed unless the changes are discussed by 
the Union and the Employer.  In emergency situations, as determined by the City, qualified employees 
will be expected to work emergencies with “no right of refusal.”  Employees from the department with the 
emergency will be utilized first and employees qualified by the duties on their job descriptions from other 
departments will be utilized as needed. 
 
Section 7 
All employees shall be granted a lunch period during each work shift.  Whenever possible, the lunch 
period shall be scheduled at the middle of each shift.  Employees required to work more than two (2) 
hours beyond their regular shift shall be given a reasonable time off for a meal period without loss of pay.  
Each employee shall have a paid fifteen (15) minute break each morning and afternoon. 
 
 
 
 

ARTICLE 13 
HOURS OF WORK 



      23 

Section 8 
Employees called in to work outside their regular shift more than two (2) hours before their scheduled 
shift shall receive pay for at least four (4) hours at the rate of time and one-half (1½) his/her regular pay.  
If the employee is called into work outside their regular shift within two hours of their regular start time an 
employee shall receive at least two (2) hours at the rate of one and one half (1½) his or her regular pay.  If 
an employee is called out more than once, any subsequent calls within the first four hours of when the 
initial call-out is made shall be considered a continuation of the first call-out.  The employee shall be paid 
the regular work shift at the appropriate rate.  Nothing herein shall be construed as to mean compounding 
of overtime. 
 
Section 9 
Employees working in continuous operations shall have permanent shifts, shift selection to be made every 
six (6) months, based on seniority in the job description and ability needed to staff each shift.  At least 
60% of the duties/functions on a job description must change in order for it to be declared a new job 
description.   In the case where two (2) or more people have the same starting date in the job description, 
their shift selection will be based on their city seniority;  if they have the same city seniority then the 
employee City I.D. number will decide, going from lowest to the highest City I.D. number. 
 
Other operational personnel may be assigned to other shifts with seven (7) days notice and if the transfer 
is for a minimum of five (5) consecutive shifts and may not exceed 30 consecutive shifts per 6 months and 
may not be bumped consecutively. 
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Section 1 
Overtime work shall be paid at one and one-half times the regular rate of pay for all work performed: 

a) in excess of eight (8) hours in any work day; 
b) in excess of forty (40) hours in any work week. 
c) before or after any scheduled work shift; and 

 
The employee shall be paid at one and one-half times the regular rate of pay the first rest day and double 
time for hours worked on the second rest day.   
 
No employee shall be required to work more than 16 consecutive hours, except in an emergency. 

 
For non-continuous employees working a four (4) day, ten (10) hour work schedule (Monday to Thursday 
or Tuesday to Friday) Sunday will be considered their second (2nd) rest day for the calculation of this 
benefit.  
 
Section 2 - Overtime (Including Compensatory Time) 
Overtime assignment shall be distributed equally to employees working within the same job classification 
within the department.  An overtime assignment shall be offered to the employee who has the fewest 
number of overtime hours to his/her credit, according to the over-time rotation list which shall be 
reviewed and updated on a weekly basis.  If the employee either does not accept the hours or cannot be 
reached by telephone, the employee next on the list will be offered the assignment, provided however, if a 
sufficient number of employees does not agree, or is not available, to perform the assignment, the City 
shall draft the remaining number of employees needed, beginning with the least senior employee or 
employees in the job classification, and provided further, that in an emergency, the City may obtain 
sufficient additional employees needed to complete the work from any available source.  A record of the 
overtime hours offered each employee shall be posted on the department bulletin board monthly. 
 
No disciplinary action may be taken against any employee who declines to work over-time in any non-
emergency situation, except he/she shall be posted, without pay, for the number of hours overtime 
equivalent to that which he/she would have worked but refused.  A written exemption prepared by the 
employee and approved by the Department Head will exempt the employee from overtime. 
 
An employee on “light duty” due to medical reasons is ineligible for any overtime assignments. 
Employees suspended with or without pay due to disciplinary actions are ineligible for overtime 
assignments. 
 
If an employee is erroneously deprived of overtime work more than one (1) time in a three (3) month 
period, and management had received prior written notice of this error, then, the employee may receive 
payment for hours of work that should have been offered to him/her in the second instance in which he 
was erroneously deprived of overtime work.   
 
The City shall attempt to keep overtime assignment records based upon the number of hours paid (or 
available to be worked) rather than upon the number of assignments worked (or available to be worked).  

ARTICLE 14 
OVERTIME 
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If the union notifies the employer before the overtime is worked and the City does not correct the deprival 
of overtime the employee will be compensated at the first occurrence. 
 
An employee who has called in sick is not eligible to be called out until after his/her return to work, unless 
the employee has notified his/her immediate supervisor or department manager that he/she is available for 
overtime.  An employee who is on vacation, taking compensatory time off, or taking a personal day will 
be considered available for overtime work unless he/she has notified the immediate supervisor or 
department head in advance that he/she is not available.  An employee who cannot be reached by 
telephone for an overtime assignment shall not be charged with the applicable hours. 
 
“Man in the hole” policy.  If employees are working on an assignment that will lead into overtime beyond 
the end of the shift, those employees will be given the opportunity to work the overtime to complete that 
assignment.    
 
Section 3 
Compensatory time may be accumulated to a maximum amount of one hundred and twenty (120) hours.  
An employee may carry eighty (80) hours of compensatory time into a new calendar year. A maximum of 
eighty (80) hours of accumulated compensatory time may be used in a calendar year. Use of compensatory 
will be by agreement between the employee and his/her supervisor.  During the month of December of 
each year, any employee who has accrued compensatory time may obtain pay for such hours.  Such 
employees may elect to have such pay, less applicable payroll taxes, transferred to their deferred 
compensation accounts. 
 
Compensatory time may be accumulated for work performed on a holiday, pursuant to Article 7, Section 3 
of this Agreement.  When a holiday falls on a rest day the employee may choose to receive compensatory 
time instead of overtime pay. 
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Section 1 -  Safe and Healthy Working Conditions 
The employer and the Union shall cooperate in the enforcement of safety.  Should an employee feel that 
his/her work requires him/her to be in unsafe or unhealthy situations, the matter shall be considered 
immediately by the Department Manager. If the matter is not adjusted satisfactorily, the City’s safety 
coordinator, or his designee, will be contacted and will provide an appropriate response (either by phone 
or in person) to the employee raising the safety concern and the Department manager.  Both parties should 
strive for an amicable solution with safety being a priority.   If the matter is still not adjusted satisfactorily, 
the grievance will be processed according to the Grievance Procedure. 
 
Section 2 -  Safety Committee 
There shall be established a Safety Committee consisting of twelve (12) members, six (6) of whom shall 
be appointed by the Union from among the employees and six (6) of whom shall be appointed by the City.  
The Committee will meet periodically for the purpose of discussing matters relating to safety and health 
and report its findings and recommendations to the Safety Director for his consideration. 

 
 

ARTICLE 15 
SAFETY AND HEALTH 



      27 

 
 

 
 

The employer agrees to provide reasonable bulletin board space labeled with the Union's name, where 
notices of official Union matters may be posted by the Union. 

 
 
 

ARTICLE 16 
BULLETIN BOARDS 
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The City of Hagerstown agrees to make health, prescription, and dental insurance available to all full time 
employees and their dependents. Each employee will have the option to purchase enhanced dental 
coverage at group rates for themselves and their dependents. 
 
Employee/Retiree Healthcare Benefits 
 
Whenever a change in the employees share of the health insurance premium for the Level Plan  results in 
an employee receiving less net  pay, the City will adjust the employee’s gross pay so that there will be no 
change in the employee’s net pay.  This would only apply when the employee has maintained the same 
level of coverage (i.e.: single, family, etc.). 
 
The City shall maintain a Health/Benefits Committee consisting of members of the Union and 
Management of the City, whose duties, among other things, are to perform periodic reviews of the City’s 
Health Insurance benefits and level of coverage. The Committee will also study such matters as cost 
reduction and employee benefits education. The Committee will periodically review and make 
recommendations to the Mayor and Council on changes to the plans.  Changes to the healthcare plans that 
affects any member of Local 1540 shall first be approved by three of the five employee groups and 
approved by Mayor and City Council of the City of Hagerstown prior to any changes being implemented. 
 
The City agrees to provide the cost of level dental insurance for employees and retirees. Employees and 
retirees may insure eligible dependents and may elect the higher level dental coverage for an additional 
premium at their cost. Retirees may insure themselves and eligible dependents who are eligible for 
coverage prior to the employee’s retirement from the City.  
 
If during the term of this contract, the City Health Care Committee approves any changes to the Level 
Dental Plan or eliminates the Level Dental Plan for another plan (this may include but is not limited to 
benefit enhancement, benefit reduction, increased cost to the employee, etc.) AFSCME 1540 will accept 
the changes and incorporate wording to that plan in the contract by way of a side letter. 
 
The City agrees to offer the pre-tax premium conversion option as long as such option is allowed by the 
Internal Revenue Service. 
 
Retiree Healthcare Eligibility 
At retirement, an employee hired before July 1, 1989, must have completed a minimum of 10 years of full 
time continuous service with the City to qualify for healthcare benefits for himself/herself and eligible 
dependents who are eligible for the City’s health and dental insurance coverage prior to retirement. . 
 
At retirement, an employee hired on or after July 1, 1989, must have completed a minimum of 20 years of 
full time continuous service with the City to qualify for healthcare benefits for himself/herself and eligible 
dependents who are eligible for the City’s health and dental insurance coverage prior to retirement.  
 
For employees hired after February 2, 2004, upon their retirement, dependent coverage will be made 
available at the full expense of the retiree. 

ARTICLE 17 
HEALTH AND WELFARE 
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Employees hired on or after July 1, 2009, who become qualified for retiree healthcare, may elect insurance 
for themselves and eligible dependents who are eligible for the City’s health insurance coverage prior to 
retirement until the retiree/dependent becomes eligible for Medicare or is no longer an eligible dependent. 
 
At the time of retirement, if an employee declines the City’s health and/or dental coverage they may elect 
to obtain coverage, at a later date, for himself/herself and eligible dependents who were eligible for the 
City’s health and/or dental insurance coverage at retirement. 
 
If this benefit changes, retirees will be given thirty (30) days’ notice and the opportunity to obtain the 
City’s health and/or dental coverage for himself/herself and eligible dependents that were eligible for the 
City’s health and/or dental insurance coverage at retirement.  
 
Eligible Retiree Healthcare Benefits 
For all eligible retirees and their dependents who are eligible for the City’s health insurance coverage 
prior to the employee’s retirement from the City who are not Medicare eligible, a traditional 80/20% cost 
sharing program for medical costs will be made available by the City, unless the retiree or spouse has 
proven eligible for Medicare coverage.  The retiree or spouse who is eligible for Medicare coverage will 
have same options as retirees over 65. 
 
For retirees and their spouses who are eligible for the City’s health insurance coverage prior to the 
employee’s retirement from the City; and who are eligible for Medicare, a defined contribution stipend of 
$350 per month will be provided by the City.  They may choose to use this stipend to help to purchase the 
City’s Medicare Supplemental Plan or they may choose to purchase coverage from another insurance 
provider.  If they choose to purchase coverage from another insurance provider, their stipend will be 
deposited into a Health Reimbursement Account and they can apply for reimbursement from their account 
for any premiums or out of pocket costs.  Only those retirees or their spouses over 65 who are already 
participating in the City’s health insurance program are eligible for the Health Reimbursement Account 
(HRA) option. 
 
Job-Related Death or Job-Related Disability 
If an employee suffers a job-related death or job related disability that requires early retirement, (prior to 
age 65), the City will provide the employee with the medical coverage they were enrolled in at the time of 
the job related death or disability, at City cost, for the employee, and eligible dependents who were 
eligible for the health insurance plan prior to retirement until the employee and spouse become Medicare 
eligible; and other dependents are no longer eligible dependents. When a retiree or spouse become eligible 
for Medicare insurance, the retiree and spouse will receive the same benefits granted to other retirees at 
age 65. 
 
If the City’s medical coverage changes and the current medical coverage that the employee and/or their 
dependents are enrolled in is no longer offered, the employee and/or their dependents will choose either 
the new plan or the retiree plan.  
 
Life Insurance 
The City agrees to provide a life insurance policy equal one (1) times the employees annual base pay with 
additional accidental death and dismemberment benefits for each active employee. 
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Employee Assistance Program 
In addition to coverage already provided under the City insurance program, it is agreed that the following 
psychological services will be provided by the City of Hagerstown: 

 
1. An Employee Assistance Program (EAP) service through a contract with an independent provider.  

This contract shall allow all employees and/or dependents to seek direct, voluntary, and confidential 
assistance for EAP issues.  The counseling will be provided at no charge to the employee, for up to 
six (6) counseling sessions.  Any further counseling will come under normal insurance co-payments, 
as outlined in the Health Insurance policy. 

 
2. Supervisory referrals of employees may also be made under this program.  Mandatory supervisory 

referrals are required when any employee is injured or injures someone else in the line of duty.  
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Officers or accredited representatives of the Union shall, upon request by the Union, be admitted to the 
property of the Employer during working hours for the purpose of ascertaining whether or not this 
Agreement is being observed by the parties or for assisting in the adjusting of grievances.  As a matter of 
courtesy, each Union representative’s shall notify the Department Manager on visitations. 
 
The Employer agrees that during work hours, on the Employer’s premises, and without loss of pay, Union 
representatives shall, after notification of supervision, be allowed to: 
 
a) Post Union notice. 
 
b) Attend negotiating meetings. 
 
c) Transmit communications, authorized by the local Union or its officers, to the employer or his 

representatives. 
 
Consult with the Department Head or his representative, local Union Officers or other Union 
representatives concerning the enforcement of any provisions of this Agreement. 

 
 

ARTICLE 18 
VISITATION 
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Uniforms and Protective Clothing 
If an employee is required to wear a uniform, protective clothing, or any type of protective device as a 
condition of employment, such uniform, protective clothing or protective device shall be furnished 
without cost to the employee by the Employer; the cost of maintaining the uniform or protective clothing 
in proper working condition shall be paid by the Employer.  Effective with this contract, Central 
Maintenance Garage mechanics will be among those employees required to wear uniforms.   
 
The Employer agrees to furnish and maintain rain gear and gloves to all employees when necessary. 
 
The City shall provide $60 per fiscal year for summer coveralls and $140 every two years for winter gear 
(i.e. coveralls, coat, gloves, snow boots, boot liners, winter pants, and winter socks) to field and plant.  
Funding provided is specifically to be utilized for approved uniforms and protective clothing.  Unspent 
funds revert to departments. 
 
The City will provide up to, but not more than $140 per fiscal year to all employees whose position 
requires the wearing of safety shoes.  In addition, Department Manager may authorize boot replacements 
given extenuating and rare circumstances.  Funding provided is specifically to be utilized for approved 
uniforms and protective clothing.  Unspent funds revert to departments. 
 
The Employer agrees to maintain safe and sanitary locker rooms, lavatories and shower facilities. 
 
The City will supply all necessary tools and equipment for employees. 

 
 

ARTICLE 19 
WORKING CONDITIONS 
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Section 1 
The City will pay all employees weekly. 
 
Section 2 
Employees on continuous operations shall receive the following shift differentials: 
 

Second Shift −    0.90 cents per hour 
Third Shift −    1.00 dollar per hour 

 
Section 3 
The updated wage scale is presented as Appendix A of this Agreement and is complete and final in all 
respects. 
 
Section   4 
If AFSCME Local 3373, IAFF Local 1605, or non-union employees receive an across the board (meaning 
all members of said group) COLA and/or one time stipend/bonus it will be shared equally with members 
of 1540. 
 
If local 1540 ratifies a contract with a specified across the board COLA and/or one-time stipend/bonus and 
the city chooses to pay other employee group(s) in another manner (ex. local 1540 receives a COLA and 
others receive a stipend/bonus) as long as the two increases are relatively equal (1% COLA = 1% 
stipend/bonus, Local 1540 cannot invoke this section.) 
 
This section does not prevent the City from providing steps to any employee group as per their wage scale.  

ARTICLE 20 
RATES 
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The City agrees to continue to evaluate retirement benefit options and possible enhancement to the 
existing benefit levels.   

 
 

ARTICLE  21 
RETIREMENT 
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During the term of this Agreement, the Employer shall not contract out or subcontract any public work 
presently performed by employees covered by this Agreement that would cause displacement. 

 
 

ARTICLE 22 
CONTRACTING AND SUBCONTRACTING OF PUBLIC WORK 
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Section 1 
Disciplinary action or measures shall include only the following:  oral reprimand, written reprimand, 
suspension, demotion, and discharge.  Written notification shall be required for suspension, demotion and 
discharge.  Disciplinary action may be imposed upon an employee only for failing to fulfill adequately 
his/her responsibilities as an employee or for other proper cause.  Union and employee must be notified of 
initiation of disciplinary action or start of investigation and what the work rule is that may have been 
violated and the specific allegation that leads the employer to believe a work rule was violated within TEN 
10 calendar days of discovery of the cause of such action. Other work rules may be added later if 
violations have been found during the course of the investigation an investigation and disciplinary action 
shall be completed within 45 calendar days, unless mutually extended.  Upon written notification of an 
investigation, the City will not call for a hearing or make a decision for a minimum of ten (10) calendar 
days unless mutually agreed upon.   Any disciplinary action or measures imposed upon any employee may 
be processed as a grievance through the regular grievance procedure.  If the employer has reason to 
reprimand an employee, it shall be done in a manner that will not embarrass the employee before any 
other employees or the public. 
 
Section 2 
The Employer shall not discharge any employee without just cause and the employee and the Union will 
be promptly notified in writing, giving specific reasons for such discharge.  Any employee found to be 
unjustly suspended or discharged shall be reinstated with full compensation for all time lost and with full 
restoration of all other rights and conditions of employment. 

  
         Section 3 

When an employee is disciplined and notice is placed in their personnel file, regarding a minor offense (1-
3 points) after a period of two years that violation will be removed from the employees personnel file 
upon written request, from the employee, and will not be held against the employee provided no other 
work rule violations or disciplinary action is taken during that same two year period.   
 
If an employee fails to request the discipline be removed, that violation will not be used against the 
employee if older than two years and there have been no violations or disciplinary actions during that 
same two year period.   
 
A serious offense (4-5 point) violation will be removed from the employees personnel file upon written 
request (by the employee) after a period of three (3) years but may be archived (not in active personnel 
file) indefinitely provided the employee does not have any other work rule violation or disciplinary action 
during that same three (3) year period.  Additionally, after three (3) years of the employee having no 
violations, the violation will not be held against the employee. 
 
This does not prevent the City from using the archived information to determine whether an employee 
should be rehired after they are terminated or resigns. 

ARTICLE 23 
DISCIPLINE AND DISCHARGE 
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This Agreement shall become effective as of 12:01 A.M., Saturday, July 1, 2017 and shall continue in full 
force and effect until 12:00 A.M. Tuesday, June 30, 2022.  
 
AFSCME Local 1540 and the City of Hagerstown agree to a reopener on wages only, to be effective for 
the 4th and 5th year of the contract. Bargaining for this reopener shall commence no later than February 1, 
2020. 
 
Thereafter, it shall be self-renewing for yearly periods unless notice of intent to terminate or modify this 
Agreement is given in writing by either party by March 1 of the year in which the Agreement expires.    In 
the event that both parties declare an impasse after continued good faith bargaining has failed to produce a 
settlement, the parties may mutually select a mediator to enter into advisory mediation.  Neither party 
shall be obligated to approve the use of a mediator. 
 
This Agreement incorporates the entire understanding of the parties with respect to personnel policies and 
all matters affecting conditions of employment.  It is further understood that this Agreement can only be 
added to, amended or modified by a document in writing, signed on behalf of the parties hereto by their 
duly authorized officers and representatives. 

 
 

ARTICLE 24 
DURATION OF AGREEMENT 
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The Employer agrees to conduct a training program, including a safety program, to be scheduled during 
inclement weather for employees who are not able to work outside because of the weather.  During 
emergency situations, as mutually agreed by both management and the available Union representative, the 
employee will respond to the current situations to insure the health, welfare and safety of the citizens. 

 
 

ARTICLE 25 
TRAINING PROGRAM 
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Should any Article, Section or Portion thereof, of this Agreement be held unlawful and unenforceable by 
any Court of Competent Jurisdiction, such decision of the Court shall apply only to the specific Article, 
Section or Portion thereof directly specified in the decision, provided, however, that upon such a decision, 
the parties agree, as soon as practical, to negotiate a substitute for the invalidated Article, Section or 
Portion thereof. 

 
 

ARTICLE 26 
INVALIDATION 



      40 

 
 
 
 

 
All changes in job descriptions including duties and salary levels, as proposed by either Management or 
Union, may be discussed and negotiated between the City and the Union at least once a year.  Only after 
approval by both parties will the changes take effect.  A change of 50% of the current functions/duties 
must change to meet the definition of a new job classification.  All employees will be required to perform 
other related duties within the scope of their job descriptions.   
 

 

ARTICLE 27 
CHANGES TO JOB DESCRIPTIONS REQUIRING 

JOB EVALUATIONS AND REVIEW 
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1. The definition of Supervisor (Foreman and above) shall be:  “Any individual having authority in the 
interest of the employer to hire, transfer, suspend or discipline other employees, or responsibility to 
direct them, or to adjust grievances or effectively to recommend such action, if in connection with the 
foregoing the exercise of such authority is not a merely routine or clerical nature but requires the use 
of independent judgment.” 

 

NOTES 
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1.  Incorporate mutually agreeable side agreements into this section.  This is to be accomplished within 
ninety (90) days of the date of this agreement and of the date of any future side agreements. 

 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

MISCELLANEOUS 
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IN WITNESS WHEREOF, the parties hereto have caused their names to be subscribed hereto by their 
duly authorized representatives this 23rd day of May, 2017.                                            
 
 
 
 
FOR THE UNION:     FOR THE CITY: 
 
 
 
___________________________________  ___________________________________ 
Carroll E. Braun, Staff Representative   Robert E. Bruchey II, Mayor 
 
 
 
___________________________________  ___________________________________ 
Mike Hanlon, Union President     Kristin B. Aleshire, Councilmember 
 
 
 
___________________________________   ___________________________________ 
Boyd “Chip” Cook, Union Representative  Emily N. Keller, Councilmember 
 
 
 
___________________________________  ___________________________________ 
Donald Miller, Union Representative              Lewis C. Metzner, Councilmember 
 
 
 
___________________________________  ___________________________________ 
Mary Ann Grubbs, Union Representative  Donald F. Munson, Councilmember 
 
 
 
___________________________________  ___________________________________ 
Vince Burger, Union Representative   Paul D. Corderman, Councilmember 
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APPENDIX A 

 
 

AFSCME 1540 WAGE SCALE 
July 3, 2017 – December 31, 2017 

 
GRADES   YEAR 

ONE 
    YEAR 
      TWO 

YEAR 
THREE 

 YEAR 
NINE 

 YEAR 
FOURTEEN 

 YEAR 
NINETEEN 

03 $ 13.50 $14.12  $ 16.46 $17.97 $ 18.40 $18.90 

04    13.81   14.76   17.20   18.78   19.22   19.75 

05    14.27   15.40   18.05   19.68   20.18   20.70 

06    14.77   16.14   18.92   20.57   21.10   21.68 

07    15.70   16.88   19.79   21.60   22.14   22.71 

08    16.41   17.65   20.70   22.59   23.16   23.76 

09    17.27   18.56   21.74   23.68   24.34   24.93 

10    18.14   19.51   22.80   24.89   25.54   26.18 

11    18.97   20.40   23.85   26.03   26.71   27.40 

12    19.92   21.41   25.04   27.31   28.04   28.77 

13    22.66   24.36   26.19   28.57   29.35   30.12 

14    23.71   25.48   27.41   29.90   30.71   31.51 
 
 

Note: “YEAR ONE” refers to the 1st through 365th day of employment.  “YEAR TWO” is the second year of 
employment and refers to the 366th through 730th day of employment.   
 
Anniversary steps are effective the Monday following the employee’s anniversary date. An employee, who receives a 
promotion to a new grade due to career path advancement, will be placed at the new grade and the same step as before the 
promotion.  
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APPENDIX B 

 
 

AFSCME 1540 WAGE SCALE 
January 1, 2018 – July 1, 2018 

 
GRADES   YEAR 

ONE 
    YEAR 
      TWO 

YEAR 
THREE 

 YEAR 
NINE 

 YEAR 
FOURTEEN 

 YEAR 
NINETEEN 

03 $ 13.64 $ 14.26  $ 16.63 $ 18.15 $  18.58 $ 19.09 

04    13.95    14.90    17.37    18.97     19.41    19.95 

05    14.41    15.56    18.24    19.87     20.38    20.90 

06    14.91    16.30    19.11    20.78     21.31    21.90 

07    15.86    17.05    19.99    21.82    22.37    22.94 

08    16.57    17.83    20.90    22.82    23.40    23.99 

09    17.45    18.75    21.96    23.92    24.58    25.18 

10    18.32    19.71    23.03    25.14    25.79    26.44 

11    19.11    20.60    24.09    26.30    26.98    27.67 

12    20.12    21.62    25.29    27.58    28.32    29.06 

13    22.89    24.60    26.45    28.86    29.64    30.42 

14    23.94    25.74    27.68    30.20    31.02    31.82 
 
 

Note: “YEAR ONE” refers to the 1st through 365th day of employment.  “YEAR TWO” is the second year of 
employment and refers to the 366th through 730th day of employment.   
 
Anniversary steps are effective the Monday following the employee’s anniversary date. An employee, who receives a 
promotion to a new grade due to career path advancement, will be placed at the new grade and the same step as before the 
promotion.  
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APPENDIX C 
 
 

AFSCME 1540 WAGE SCALE 
July 2, 2018 – June 30, 2019 

 
 

 
 
 
Note: “YEAR ONE” refers to the 1st through 365th day of employment.  “YEAR TWO” is the second year of 
employment and refers to the 366th through 730th day of employment.   
 
Anniversary steps are effective the Monday following the employee’s anniversary date. An employee, who receives a 
promotion to a new grade due to career path advancement, will be placed at the new grade and the same step as before the 
promotion.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 

    YEAR 
ONE 

    YEAR 
      TWO 

YEAR 
THREE 

 YEAR 
NINE 

 YEAR 
FOURTEEN 

 YEAR 
NINETEEN 

YEAR 
TWENTY 

FIVE 

03 $ 13.78 $ 14.40 $ 16.80 $  18.33 $ 18.77 $  19.28 $  19.78 

04    14.09    15.05    17.54    19.16    19.60    20.15   20.67 

05    14.55    15.72    18.42    20.07    20.58    21.11    21.66 

06    15.06    16.46    19.30    20.99    21.52    22.12    22.69 

07    16.02    17.22    20.19    22.04    22.59    23.17    23.78 

08    16.74    18.01    21.11    23.05    23.63    24.23    24.87 

09    17.62    18.94    22.18    24.16    24.83    25.43    26.10 

10    18.50    19.91    23.26    25.39    26.05    26.70    27.40 

11    19.35    20.81    24.33    26.56    27.25    27.95    28.67 

12    20.32    21.84    25.54    27.86    28.60    29.35    30.12 

13    23.12    24.85    26.71    29.15    29.94    30.72    31.52 

14    24.18    26.00    27.96    30.50    31.33    32.14    32.98 
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APPENDIX D 
 
 

AFSCME 1540 WAGE SCALE 
July 1, 2019 – June 28, 2020 

 
 

 
Note: “YEAR ONE” refers to the 1st through 365th day of employment.  “YEAR TWO” is the second year of 
employment and refers to the 366th through 730th day of employment.   

 
Anniversary steps are effective the Monday following the employee’s anniversary date. An employee, who receives a 
promotion to a new grade due to career path advancement, will be placed at the new grade and the same step as before the 
promotion.  
 
 
Wage openers for contract year 2020 and 2021. 
 Negotiations to begin no later than February 1, 2020. 
 
 
 

GRADES   YEAR 
ONE 

    YEAR 
      TWO 

YEAR 
THREE 

 YEAR 
NINE 

 YEAR 
FOURTEEN 

 YEAR 
NINETEEN 

YEAR 
TWENTY 

FIVE 

03 $ 13.92 $ 14.54 $ 16.97 $ 18.51 $ 18.96 $ 19.47 $ 19.98 

04    14.23    15.20    17.72    19.35    19.80    20.35    20.88 

05    14.70    15.88    18.60    20.27    20.79    21.32    21.88 

06    15.21    16.62    19.49    21.20    21.74    22.34    22.92 

07    16.18    17.39    20.39    22.26    22.82    23.40    24.02 

08    16.91    18.19    21.32    23.28    23.87    24.47    25.12 

09    17.80    19.13    22.40    24.40    25.08    25.68    26.36 

10    18.69    20.11    23.49    25.64    26.31    26.97    27.67 

11    19.54    21.02    24.57    26.83    27.52    28.23    28.96 

12    20.52    22.06    25.80    28.14    28.89    29.64    30.42 

13    23.35    25.10    26.98    29.44    30.24    31.03    31.84 

14    24.42    26.26    28.24    30.81    31.64    32.46    33.31 
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Section 1  

It is the purpose of this Agreement to promote and insure harmonious relations, cooperation and 

understanding between the City of Hagerstown and the employees covered hereby, to insure collective 

bargaining and to establish proper standards of wages, hours, working conditions and other conditions of 

employment. 

a) The City of Hagerstown shall determine and administer the mission of the government, and operate the

affairs and direct the work force of the City and its departments and other subdivisions in all aspects, 

including but not limited to the services to be rendered; the efficiency of operations; the methods, means and 

personnel by which such operations are to be conducted; the right to discipline, suspend or discharge for due 

cause; and to take whatever action and issue rules, policies and regulations necessary to carry out these and 

all other managerial functions entrusted to it, except as expressly modified or restricted by a specific 

provision of this Agreement. 

b) Bulletins, Policies, Work Rules, and Orders:  A copy of any order, policy, general order, work rule,

regulation or training bulletin will be made available to the Recording Secretary of A.F.S.C.M.E., Local 

1540. 

ARTICLE 1 

PURPOSE 
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Section 1 – Union Recognition 

a) The Employer recognizes the Union, Local 1540, A.F.S.C.M.E., A.F.L.-C.I.O., as the exclusive

collective bargaining agent of the employees covered by this Agreement, which shall include all 

employees of the City of Hagerstown, except for the following:  uniformed members and detectives of 

the Police Department, uniformed members of the Fire Department, Light Department, the Human 

Resources Department, supervisory and administrative personnel, seasonal employees and 

Administrative Assistants to Department Managers for the purpose of collective bargaining with respect 

to rates of pay, wages, hours of employment and other conditions of employment.  The Union may 

represent temporary and seasonal employees who work more than seven months per calendar year and 

part-time employees who average more than thirty hours per week.  In the event that such seasonal or 

part-time positions which exceed the time limits listed above are created, the City will meet with the 

Union to discuss wages and other terms of employment. 

b) The employer agrees to furnish the Union with titles or classifications, rates of pay and job

descriptions of all eligible employees.  The Union agrees to furnish the City with a current copy of the 

Charter and Bylaws of both the Local Union and Council No. 67 of the A.F.S.C.M.E. Union. 

Section 2 – Union Security 
a) Agency Shop – Each employee who, on the effective date of this Agreement, is a member of the

Union or who shall thereafter become a member, shall as a condition of employment, maintain his/her 

membership in the Union or pay the Union a service fee equivalent to the amount of dues uniformly 

charged by the Union for membership.  Employees hired on or after the effective date of this 

Agreement, upon completion of their probationary period, shall be required, as a condition of 

employment, to either become a member of the Union or to pay to the Union a service fee equivalent to 

the amount of dues uniformly charged by the Union for membership.  No Police Department employee 

hired prior to 7/01/81 is required to join  the Union or pay a Service Fee, however, all Police Department 

employees hired subsequent to 7/01/81, or who become members subsequent to 7/01/81 shall, as a 

condition of employment, be required to join the Union or pay service fee equivalent to dues.  

Provisions of this Paragraph (a) of Section 2, shall not be applicable if membership in the Union is not 

available to the employee on the same terms and conditions generally applicable to other members. 

b) Dues Deduction Authorization – The employer shall deduct, at each regular pay period, out of

the current wages payable to each employee member of the Union who individually request, Union 

initiation fees and regular monthly membership dues or services fee, as certified in writing by the 

Treasurer of the Union, upon receipt of the duly executed payroll deduction authorization of the 

employee, which shall be irrevocable for a period of one year from the date thereof, or until the date of 

expiration of this Agreement, whichever occurs earlier, and which authorization shall be automatically 

renewed for successive twelve month periods unless revoked in writing to the employer within the 

fifteen (15) day period prior to the anniversary date of said authorization. 

c) Enforcement of Union Security – The provisions of Article 2  Section 2, of the Agreement shall

be subject to the grievance and arbitration procedures set forth in Article 3 of this Agreement. 

ARTICLE 2 

UNION RECOGNITION AND UNION SECURITY 

AND DEDUCTION OF UNION DUES 
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d) Union to Indemnity Employer – The Union shall indemnify and save the employer harmless of

any and all claims, grievances, actions, suits, other forms of liability or damage that arise out of or by 

reason of any action taken by the employer for the purpose of complying with any provisions of Article 

2, Section 2, and the Union assumes full responsibility for the disposition of the funds deducted under 

Paragraph (b) of this Section 2, as soon as they have been remitted by the employer to the Union. 

e) Strike Action Forbidden – The Union, its officers, agents, representatives and members shall not

authorize, participate in, ratify or condone any strike, slowdown, or stoppage of work or other 

interference with or interruption of operations at any of the City’s facilities. 

f) Lockouts Forbidden – The City of Hagerstown will not lock out any employee as a result of a

labor dispute with the Union. 

g) AFSCME PEOPLE – The employer agrees to deduct from the wages of any employee who is a

member of the Union a PEOPLE deduction as provided for in written authorization. Such authorization 

must be executed by the employee and may be revoked by the employee at any time by giving written 

notice to both the employer and the Union. The employer agrees to remit any deductions made pursuant 

to this provision promptly to the union together with an itemized statement showing the name of each 

employee from whose pay such deductions have been made and the amount deducted during the period 

covered by the remittance.  
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Section 1 

A grievance shall be considered to exist only when there is a disagreement involving the interpretation or 

application of this Agreement. No grievance or its settlement shall expand or modify this Agreement.  The 

purpose of this grievance procedure is a sincere desire by both parties to settle grievances in the shortest time 

possible and at the lowest level possible as to foster efficiency and employee morale.  Any grievance or dispute 

that may arise shall be settled in the following manner. 

Step 1 -  The Union Steward, with the aggrieved employee, shall discuss the grievance or dispute with the 

immediate supervisor within ten (10) working days from the date of the grievance or his/her knowledge of its 

occurrence provided however, that under no circumstances would the City be financially responsible for more 

than ninety (90) days.  There shall be no financial responsibility to the City for any grievance prior to the date of 

this Agreement.  The immediate supervisor shall attempt to adjust the matter and shall respond to the Union 

Steward within five (5) working days in writing.  If the City does not answer within five (5) working days, 

Union may appeal to the next step. 

Step 2 -   If, after a thorough discussion with the immediate supervisor, the grievance has not been satisfactorily 

resolved, the Union Steward and the President of Local Union, or Chief Steward, and the aggrieved employee 

shall, after written appeal, discuss the grievance with the Department/Division Manager, within five (5) 

working days after the immediate supervisor response is due.  The Department/Division Manager shall respond 

in writing within three (3) working days to the Union President, the grieving employee, and the Chief Shop 

Steward.  If the City does not answer within five (5) working days, Union may appeal to the next step. 

Step 3 - If, after a thorough discussion with the Department/Division Manager the grievance has not been 

satisfactorily resolved the Union Steward, the aggrieved employee, the President of the Local Union, or Chief 

Steward, and the Union Representative shall, after written appeal, discuss the grievance with the Human 

Resources Director within five (5) working days after the Department/Division Manager response is due.  The 

Union President may file a grievance on behalf of the local or a group of members at the Step 3 level with the 

agreement of the Human Resources Director.  The Human Resources Director shall respond in writing within 

ten (10) working days to the Union may appeal to the next step.  The local Union President or the Chief Steward 

shall receive a copy of any grievance filed at this level. 

Step 4 -   Final and binding arbitrations are limited to grievances arising out of the alleged violation or 

interpretation of a specific provision of this Agreement.  If a grievance is still not resolved either party may, 

upon written notice to the other, request that the grievance be submitted to arbitration.  Such request for 

arbitration must be made within ten (10) working days of the response.  If, however, the grievance is not 

appealed to arbitration as provided for, the Step 3 answer shall be considered as a settlement of said grievance.  

The arbitrator shall be selected by obtaining a list of seven (7) individual Arbitrators from the Federal 

Mediation and Conciliation Service within ten (10) working days of the receipt of written notice.  Costs and 

expenses assessed by the arbitrator shall be shared equally by the parties.  Each party shall pay for its own 

counsel. 

Section 2 

Time limits may be extended under this Article by mutual agreement of the parties. 

ARTICLE 3 

GRIEVANCES AND ARBITRATION PROCEDURE 
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Section 1 

The Employer recognizes and shall deal with one accredited Union Steward or one alternate within each 

section, group, division or department, as established by the City and the Union President in all matters 

relating to grievances and interpretation of this Agreement.  The Steward representing the aggrieved shall 

follow all steps of the grievance procedure until settlement of same. 

Section 2 

A written list of the Union Stewards (such list to indicate areas to be represented by Stewards) shall be 

furnished to the Human Resources Department and operating departments immediately after their 

designation and Union shall notify the Human Resources Department and operating departments promptly 

of any changes of such Union Stewards.  There shall be no more than a combined total of twenty-five (25) 

persons serving as Stewards. 

Section 3 

Union Steward and the Union President shall be granted reasonable time off during working hours to 

investigate and settle grievance or other Union business (such as an employee’s safety concern, attempting 

to pre-empt a grievance being filed or similar issue that should take a reasonably short time to settle) upon 

notice to and with the approval of their immediate supervisor and the immediate supervisor of the 

employee being contacted.  

Section 4 

The Principal Officers and the Representatives of the Union shall meet as necessary with the various 

Department Managers and the Human Resources Director to discuss mutual problems. 

Section 5 

In addition to the Union Business Representative, the number of persons serving on the Union Negotiating 

Committee shall consist of five (5) people (President, Recording Secretary, and three (3) departmental 

representatives.) 

Section 6 

The Union President and the area Staff Representative shall be issued an up to date copy of the City of 

Hagerstown Human Resources Policy and Procedures Manual and shall be issued any revision to such 

manual when revised. 

ARTICLE 4 

UNION STEWARDS AND UNION REPRESENTATION 
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The provisions of this Agreement shall be applied equally to all employees in the bargaining unit without 

discrimination as to age, sex, marital status, race, color, creed, national origin, religion, sexual orientation, 

disability, union or political affiliation or other basis protected by law.  The Union and the City shall have 

the same responsibility for applying this provision of the Agreement. 

There shall be no discrimination, interference, influence, restraints, or coercion by the Union or the City 

against any employee of the City because of positions taken by said employees or any activity in official 

capacity on behalf of either party. 

ARTICLE 5 

DISCRIMINATION 
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Section 1 

 Seniority standing shall be granted to all employees.  The standing is to be determined on the basis of actual length of 

continuous service from the latest date of regular employment with the Employer.  All new employees shall be placed 

on the seniority list as of the first day of employment. Until the completion of a probation period, not to exceed six (6) 

months, a probationer may be discharged, or probation extended at the City’s discretion and such action will not be 

subject to the grievance or arbitration procedure.  The probationary period for any current employee who bids for and 

transfers to a different position shall be thirty (30) days.  The probationary period for an employee who bumps into 

another position shall be thirty (30) days.  Until the completion of the probationary period a probationer may be 

discharged, or probation extended at the City’s discretion.  The City agrees to meet with the Union and discuss the 

issue of termination prior to the action taking place.  Prior to termination, the employee will be given an opportunity 

to apply for any open position the City intends to fill.   
 

 

Section 2 

An employee shall lose his/her seniority upon voluntary resignation from employment.     While on inactive status, 

the normal benefits which he/she earns by working, i.e. holidays, vacation, sick leave, are frozen at their existing 

levels.    

 

Section 3 

The City reserves its Management Right to furlough or lay off employees during the term of this contract.      

 

Section 3 A  

In the case of reduction of work force or elimination of positions, AFSCME 1540 employees who lose a full time 

position: 

 will have the opportunity to be considered for current occupied part-time positions at the time of their lay-off, 

and  

 will have first preference for part-time positions posted to the general public in the future, up to 24 months from 

the date of lay-off.   

AFSCME 1540 employees who have been laid off can only be considered for the positions mentioned above if    they 

are able to demonstrate competences in duties of the part-time position for which they have applied.   

 
 

Section 3B: 

The City reserves the right to furlough employees up to 40 hours for each fiscal year and the pay deductions would be 

divided equally over the remaining checks for that fiscal year.     

 

In the case of workforce reduction or the elimination of position(s), City seniority shall govern, when qualifications 

and ability are equal.  Job eliminations or reductions will begin in the department(s) identified by the City.  A Union 

representative will be available for an employee during a meeting regarding their position elimination.  The most 

senior member of Local 1540’s employees scheduled for lay-off or job elimination will have the first opportunity to 

bump into any Local 1540 filled position or vacancy the City decides to post and fill.  The employee exercising 

bumping rights must meet all minimum/entry level criteria listed on the job description, (education, experience, 

licenses, and certifications, and mental and physical requirements.)  They must also demonstrate their ability to 

perform the work, as measured by a written and/or demonstrated by a hands-on performance test to enter the position.  

A minimum passing score of 70% will be required.  Each employee scheduled for lay-off or job elimination may 

within eight (8) working days notice of the elimination or lay-off, claim any AFSCME 1540 position which is 

occupied by an employee with less City seniority (hire date).  Only AFSCME 1540 members can bump into 

AFSCME 1540 positions.  If the employee fails to perform the functions of the position within the thirty (30) day 

ARTICLE 6 

SENIORITY 
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probation period by demonstrating the ability to perform the skills required for that position, then the employee 

forfeits any additional bumping rights and could be laid off with recall rights. 

 

In cases where an employee has a State certification that is required by the City and the certification cannot be 

accomplished within one (1) year, that employee can only be bumped by someone with an equal State certification.  

An employee with greater seniority and equal or greater pay grade may bump into a position requiring certification if 

the certification can be accomplished in one (1) year or less.  They may also bump into a certified position if the 

certification is not required by the City but the certification is only needed as an advancement in their career path.  

When an employee bumps in this fashion he/she will be bumping into the lower pay grade.  An example of this 

follows: 
 

1. An employee is a grade 8 without certification but has advanced to a grade 9 with a certification (this certification 

is not City required but needed only to advance pay grades on a career path). If you are senior to this person and 

have an equal or higher pay grade (grade 9 or up) and are qualified for the position, you can bump this person but 

you will be getting the uncertified pay grade of 8. 

 

Employees shall be recalled in the inverse order of the layoff, and employees will remain eligible for recall for a 

period of 18 months subsequent to the layoff effective date.  When recalled, an employee shall return to work within 

fourteen (14) work days of written notice of recall by registered letter to the last known filed address or forfeit his/her 

right to recall.   

 

After the 18 months the former employee would be eligible to apply to posted vacancies when jobs are posted to the 

general public and will only be considered after 1540 positions are posted internally for current members to apply for 

a transfer.   

 

Section 4 

The Employer may make temporary transfer of employees to positions other than those they normally perform in 

order to meet the requirements of the operation of the City.  These temporary transfers may be within the same 

division within a City Department or may be temporary transfers of personnel from one department to another 

department. In order to be considered a transfer under this Section, 1 hour per day must be required to be worked 

in the other position. 

 

All temporary transfers shall be offered to the most senior qualified employee.  If in the event the City is 

unable to obtain a volunteer for the temporary transfer, it shall be assigned to the least senior qualified 

employee. 

 

Any employee temporarily transferred shall be paid either the rate of the position from which he/she is 

transferred or the rate of the position to which he/she is transferred, whichever is higher.  The employee 

shall be compensated for the actual hours worked.   

 

Temporary transfers shall be for a period no longer than thirty (30) consecutive work days unless mutually 

agreed to by the parties. 

 

Any position that requires more than seventy-five (75) work days within a calendar year of temporary 

transfer shall be considered an open position and be posted. 

 

An employee being viced for two consecutive weeks or longer shall receive holiday pay during that period 

at the vicing rate. 
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Section 5 
Notice of all vacancies that the City determines to be filled shall be posted on all employee bulletin boards 

in the City within five (5) days following that determination.  Employee shall be given five (5) calendar 

days time in which to make application to fill vacancy, unless a shorter period is mutually agreeable to 

both parties.  Applications must be stamped in by Department Administrative Assistants or received by 

Human Resources Department by the closing date listed on the job posting.  In the filling of vacancies, 

full-time non-probationary employees will be given preference over probationary employees.  

Departmental preference will be given to applicants.  The employee with necessary ability or 

qualifications and greatest seniority making such application shall be awarded position involved and such 

award shall be made within forty-five (45) days following the posting on the bulletin board. 

 

The City shall have the right to test employees desiring a transfer (BID) or a promotion to any position 

which requires a specialized expertise or technical skill.  All tests shall be job related.  Employees who 

desire to transfer (BID) to another department within the same classification and who possess all required 

certifications shall not be subject to testing.  The City maintains the right to establish any test it deems 

appropriate for selecting new hires. 

 

In the event there is a disagreement on an award, an appeal may be made through the use of the grievance 

procedure.  Newly created positions or vacancies are to be posted to include the following information:  

The type of work, place of work, rate of pay, hours of work and classification. 

 

Section 6 
The agreed to seniority lists shall be brought up to date on June 1st and December 1st of each year and 

posted on employees bulletin boards; such lists shall contain dates of hire, classification and department.  

A copy of seniority lists shall be sent by mail to the Secretary and President of the Union. 

 

Section 7 
The Employer shall notify the Local Union Secretary in writing of all new hires, terminations, layoffs and 

recalls each month. 
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Section 1 

The following days shall be holidays with pay:  New Year’s Day, Martin Luther King’s Birthday, 

Presidents Day, Good Friday, Memorial Day, The 4th of July, Labor Day, Veteran’s Day, Thanksgiving 

Day, the day after Thanksgiving, the last working day before Christmas, Christmas Day, provided, 

however that in order to be eligible for holiday pay, employee must work the scheduled work day before 

and after the holiday, unless on approved leave. 

 

For the regular classification of work assignment, holidays falling on Saturday shall be observed on the 

preceding Friday and holidays falling on Sunday shall be observed on the following Monday.  For the 

continuous classification of work assignment, holidays shall be observed on the calendar day except for 

the Monday-observed holiday for Martin Luther King’s Birthday, Memorial Day, Labor Day and 

Presidents Day.  An employee in continuous classification of work assignments shall receive a full day’s 

pay for a holiday that falls on a regularly assigned rest day, however, no shift differential shall be 

applicable. Employees required to work on the day on which a holiday is observed shall be paid the 

applicable overtime rate for all hours worked in addition to holiday pay as follows: 

 

a) One and one-half times the regular rate for all hours worked on a holiday which occurs during 

the first five (5) days of their work week. 

 

If a holiday falls during an employee’s vacation period, he/she shall not be charged a vacation day when 

paid for the holiday. 

 

Employees in continuous operations required to work Holidays will be provided a minimum of 5 days 

notice by their supervisors should they be required to work the holiday.  Note that not all continuous 

operation employees will be scheduled to work Holidays.  Senior employees on each shift will be given 

the first opportunity to accept or refuse the assignments.  Holiday schedules will be based on the needs on 

the department/division.   

 

Section 2 

Existing employees and all employees hired prior to July 1 shall be provided with three (3) paid personal 

days per year. Employees hired on or after July 1 shall receive one (1) paid personal leave day for their 

first year.  All personal days must be used by the end of the calendar year,   with an exception being made 

for employees hired on or after December 1.  An employee who begins on or after December 1 shall 

receive one (1)   paid personal leave day for that calendar year, and will be able to carry it over to the next 

year.  Personal Leave days shall be granted upon request to employees supervisor, and may be used in any 

increment, but not used to circumvent occurrences of tardiness or other personnel policy. 

 

 
 

ARTICLE 7 

HOLIDAYS 
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ARTICLE 8 

VACATIONS 

 

Section 1:  Vacation allowances  

 

1. There shall be no vacation time earned or accrued during the first six (6) months of continuous 

service. 

 

2. Beginning on the 7
th

 month of continuous service, an employee shall earn 1.53845 vacation 

hours per week with a limit of 80 hours for a full calendar year of employment.   

 

3. Beginning on the 61st month (after the 5
th

 full year of employment) of continuous service, an 

employee shall earn 2.3077 vacation hours per week with a limit of 120 hours for a full calendar 

year of employment. 

 

4. Beginning on the 109
th

 month (after the 9
th

 full year of employment)   of continuous service, an 

employee shall earn 3.0770 vacation hours per week with a limit of 160 hours for a full calendar 

year of employment. 

 

5. Beginning on the 205
th

 month (after the 17
th

 full year of employment) of continuous service an 

employee shall earn 3.8462 vacation hours per week with a limit of 200 hours for a full calendar 

year of employment. 

 

Section 2:  Vacation Carry-Over 

 

Total vacation carry-over cannot exceed 80 hours plus the annual accrual amount for that year.  

Vacation allowance in excess of the 80 hours plus the annual amount will be forfeited at the end of the 

calendar year, unless the City is the cause of the unused leave.  In that instance, the employee may carry 

over the excess unused leave into the next calendar year, provided, that he/she must use the excess 

unused vacation leave between January 1 and June 1 of that calendar year.   

 

Section 3: Computation of Vacation Pay 

Pay for all vacation will be based on the rate of pay of the employee at the time of the beginning of the 

vacation including shift differential if any. 

 

Section 4:  Reimbursement of Reservation costs 

Any reservation costs incurred by an employee through re-scheduling his/her vacation at the City’s 

request will be reimbursed, provided the costs are substantiated in writing.  

 

Section 5: Vacation Pay in Advance of Vacation 

Vacation pay in one week increments may be received in advance, provided, that the employee gives 

seven (7) calendar days written notice to the City’s Finance department. 
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Section 6: Payment for Work during Vacation Time 

Any employee required to return to work during a previously scheduled vacation shall be compensated for 

the time actually worked at the time of one and one-half times the regular rate (computed on a straight rate 

basis) for the current vacation work only.  Any remaining vacation time may be rescheduled in accordance 

with the provisions of the applicable collective bargaining agreement for scheduling of vacations. 

 

Section 7:  Payment of Earned Vacation Upon Leaving City Employment 

An employee leaving City employment will be paid for all vacation earned, unless the employee is leaving 

employment because of a termination for cause. 

 

Section 8:  Limitations on Use of Earned Vacation 
Vacation leave may be used, with supervisory approval, in any increments up to the total number of 

vacation hours earned and credited to the employee’s vacation account. 

 

The status of each employee’s vacation is available on their pay advice forms. 

 

Section 9: Vacation Preference 
Vacation preference shall be determined on the basis of departmental seniority, with the understanding 

that vacation must be scheduled so that the City can maintain services to the public. 

 

Section 10: Vacation Requests  
Vacation requested received by March 31

st
 will be granted on a seniority basis.  Vacation Requests 

received after March 31
st
 will be granted on a first-come, first-serve basis, with the understanding that 

vacation must be scheduled so the City can maintain services to the public. 
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Section 1 - Earning of Sick Leave 

As of January 1, 2011, full time employees will earn the equivalent of one (1) sick day per month, 

accruing at 1.8462 hours per week.   

 

Section 2 - Use and Accumulation of Sick Leave 

a. Use of Sick Leave: Sick Leave may be used in any increment, as needed.  Sick leave may also be used 

for medical, dental, eye, and counseling appointments. 

An employee who is going to be absent on a work day or shift, other than for a previously authorized 

absence, must notify his/her supervisor before the work day or shift is scheduled to begin and must so 

notify the supervisor on each day of the absence, unless a physician provides notification that the absence 

will be an extended one.  In the case of a habitual absentee who has been given a prior written warning, 

the employee may be required to furnish a doctor’s certificate or other proof of illness or injury in order to 

be permitted to use sick leave for his/her absence or to submit to an examination by a doctor of the City’s 

choice. A medical doctor’s certificate will be required for any absence in excess of three (3) scheduled 

working days that is caused by illness or injury.  Employees may use up to five (5) days of sick leave, to 

care for an immediate family member who is ill.  Immediate family members include: child, spouse, 

parent, grandparent, or other dependent relative for whom the employee assumes financial responsibility.  

Family sick days are excused except if taken consecutively beyond three day, which will require a doctors 

note.   

 

b. Accumulation of Sick Leave: An employee may accumulate up to one hundred forty-five (145) days 

maximum sick leave.  Twelve (12) days granted per year, as provided above in Section 1, may be 

accumulated to the 145-day maximum. 

 

c. An employee who does not use any sick leave days for the first six months of the calendar year, may 

convert one (1) sick day to vacation leave.  An employee who completes the entire calendar year 

without  using sick leave days may convert an additional three (3) days of sick leave to vacation leave.  

The days converted to vacation are not subject to the maximum vacation limitations.  An exception to 

this would be that employees who use combined sick hours that total less than one full work day 

would still be eligible for sick leave to vacation conversion.      

 

d. “Recording and Banking “Sick Leave in Excess of the Maximum That May be Accumulated: 

The City also agrees to “record and bank” any sick leave that is granted and accumulated in excess of 

the 145-days maximum, as described above in subsection b. of this Section, and that is not sold back to 

the City pursuant to subsection c. of this Section.  A maximum of 100 days may be “recorded and 

banked” in this manner.  These days may be used as justification to the City Administrator, if it 

becomes necessary for an individual to petition the City Administrator for an extension of sick leave 

up to the duration of the sick leave that has been “recorded and banked”.  These days may also be used 

as described below in Section 3. 

 

 

 

ARTICLE 9 

SICK LEAVE 
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Section 3 - Payment of Sick Leave: Retirement 

When an employee retires he/she is paid the total amount of his/her accumulated sick leave from his/her 

“active” sick leave balance.  (“Banked” sick leave is excluded for the purposes of this calculation.)  Credit 

for sick leave will be given in accordance with the applicable retirement plan (Plan).  Payment for 

accumulated sick leave will be based on – 

 Prior to Aug. 1, 2011, 100% of the employee’s straight time pay rate at the time of the payment. 

 Beginning Aug. 1, 2011, 80% of the employee’s straight time pay rate at the time of the payment. 

*                                       

 Beginning July 1, 2012, 70% of the employee’s straight time pay rate at the time of the payment. * 

 Beginning July 1, 2013, 60% of the employee’s straight time pay rate at the time of the payment. * 

 Beginning July 1, 2015, 50% of the employee’s straight time pay rate at the time of the payment. * 

 Beginning July 1, 2016, 40% of the employee’s straight time pay rate at the time of the payment. * 

 Beginning July 1, 2017, the maximum payout for unused sick leave is capped at $12,000. 

 

* If the reduction by percentage results in a payout of less than $12,000 the employee will only be reduced 

to the $12,000 cap.   

**  In the event that any other employee group is provided a more gradual phase down of this program, it 

will be applied to AFSCME-1540 on the same schedule.   

 

Section 4 - Payment of Sick Leave: Leaving Employment 

If an employee leaves his/her employment with the City for reasons other than retirement, he/she will be 

paid for the sick leave that he/she has accumulated in accordance with subsection b. of Section 2.  

Additional sick leave that has been “banked and recorded” in accordance with subsection d. of Section 2 is 

excluded for the purposes of this calculation.  Payment for accumulated sick leave under this Section shall 

be at one-half (1/2) if the employee’s regular rate of pay as of the time of leaving employment and the 

remainder will stay on his/her record in the event he/she is reinstated.  The maximum amount paid to an 

employee under this Section is Six Thousand Dollars ($6,000.00).  An employee must have five (5) years 

of continuous service with the City to receive this benefit. 

 

An employee who is terminated for cause is not eligible for the benefit provided in this Section. 

 

Section 5 - Extended Absence Caused by Illness or Injury 

If an employee has exhausted all sick leave that has been accumulated in accordance with subsection b. of 

Section 2, and further, if the employee has sought and been granted use of additional sick leave that has 

been accumulated in accordance with subsection d. of Section 2, the employee may use all unused 

accumulated vacation time for any continuing absence caused by illness or injury.  If the employee is 

unable to return to work at the end of all of this time, the employee may bring this matter to the City 

Administrator and his/her union.  They will review the situation.  The City Administrator shall make the 

decision as to whether additional time off may be granted to the employee, and that decision may not be 

made the basis for a grievance file pursuant to the grievance procedure in the applicable collective 

bargaining agreement. 

 

Section 6 - Absence to Attend Funeral of Union Member 

The Union President or designee may attend the funeral of a current member on City time and may use 

sick leave to attend the funeral of a former member. 
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Section 7 - Study Committee 

The Union, recognizing the City’s need to maintain fiscal responsibility in all areas of its operation, agrees 

to participate in an effort to develop methods to contain or reduce rising costs in the area of sick leave.  

The Union will therefore, in a joint effort with Management and the other Unions, work on a committee 

that will meet on a regular basis to find ways to control these costs. 
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Section 1 - Bereavement Leave 

All employees covered by this Agreement shall be granted three (3) consecutive working days off with 

pay for a death in the employee’s immediate family to attend the services.  The immediate family shall be 

construed to mean one of the following:  Husband, Wife, Children, Parents, Brothers, Sisters, 

Grandparents, Grandchildren, Mother-in-Law, Father-in-Law, Step-Father, Step-Mother, and Step-

Children.  The time off allowed in the case of death in the employee’s immediate family shall not be 

chargeable to either sick leave or vacation time.  If additional time is necessary, it shall be granted upon 

justification to the employee’s supervisor.  In the event of the death of the employee’s Brother-in-Law or 

Sister-in-Law, the employee shall be granted one (1) day sick leave to attend the services. 

 

Section 2 - Temporary Disability Caused by On-The-Job Illness or Injury 

 In the event that an employee sustains an injury while in the employ of the City, the following shall apply.  

In cases where a claim is not clearly work-related, absences will be charged to sick leave or other leaves 

until a final ruling is made by the Workers’ Compensation Commission.  Upon receiving the decision that 

the claim is valid, all leave will be restored to the Employee’s accounts. 

 

Workers compensation pay for employees will follow protocols for the State’s Workers Compensation 

Commission.   

 

When an employee takes a Worker’s Compensation leave of ninety (90) consecutive calendar days or 

longer duration, the normal benefits which he/she earns by working, i.e., holidays, vacation, sick leave, are 

frozen at their existing levels on the first day of compensation leave and remain frozen until his/her return 

to work. 

 

Section 3 - Jury Duty 

An employee who is called for jury service or to serve as a witness in connection either with any matter 

involving the City or any matter to which the employee was a witness while on duty will be granted leave 

for the necessary period with full pay.  Whenever an employee is temporarily excused from such jury duty 

or duty as a witness by the court or his/her scheduled work day, he/she shall advise his/her supervisor as 

promptly as possible and report or work, if requested by the supervisor. 

 

Section 4 - Employee Education 

An employee attending classes required by the City while on duty shall be paid. 

 

Section 5 

Upon written notification, the City shall grant the AFSCME 1540 group collectively, leaves of absence to 

attend training and serve as delegates to conventions and organization conferences related to their Union, 

up to a maximum of twenty (20) days of paid leave time annually.    

 

ARTICLE 10 

 

OTHER   LEAVE 
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Leave for Military Training: Any employee who is a member of the National guard or of any reserve 

component of the Armed Forces of the United States will be entitled to a leave of absence without loss of 

time or annual leave, during which he/she is engaged in the performance of their official duty or training 

pursuant to appropriate order.    While on such leave the employee shall be paid his/her straight time rate, 

less his/her full military pay which would include his/her pay and any stipends received.  

 

In order to receive payment of salary under this subsection: 

A. An employee must submit a copy of his/her orders with the City’s Human Resources Department and 

with his /her Department Head.  In addition, upon returning from his /her military training or duty, the 

employee must provide to the  Human Resources Department and to his /her Department Head a 

certification from his/her Commanding Officer confirming the he/she has performed his/her training or 

duties in accordance with the terms of the order. 

 

B. Active Military Duty: The City shall, in accordance with applicable federal law, guarantee any accrued 

seniority to any employee who volunteers for, or is called to serve active military Duty.  The City shall 

also guarantee a comparable position for such employee upon his/her return to civilian life, to the 

extent required by Federal law., provided that the employee makes application for re-instatement 

within ninety (90) days after being released under honorable conditions from such military service.     

 

An employee that volunteers for active duty will be limited to this benefit once every two years. An 

employee that is called to active duty (non-volunteer) will be provided this benefit each time each time 

they are called to active service 

  

 

ARTICLE  11 

MILITARY TRAINING LEAVE 
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Section 1 
Family and medical leave will be granted in accordance with the requirements of the Federal Family and 

Medical Leave Act (FMLA). 

 

Section 2 
Notwithstanding other provisions of this Agreement, any employee elected or appointed as an officer of 

the Union shall be granted a leave of absence without pay for a period of not more than one (1) year.  The 

length of said leave of absence may be extended upon mutual agreement. 

 

Section 3 
Seniority shall accumulate during all leaves of absence.  Employees shall be returned to the position they 

held at the time the leave of absence was requested, seniority permitting.  However, if an employee is 

returning from an educational leave during which the employee has acquired the qualifications for a 

higher rated position, the employee may be returned to the higher rated position under the following 

conditions:  the position became or remained open during the employee’s leave and it is still open at the 

time the employee returns from leave and the employee requests assignment to the higher rated position 

within ten (10) days after returning from an educational leave, and the employee has greater seniority than 

other qualified employees requesting assignment to the position. 

 

 

ARTICLE 12 

LEAVE OF ABSENCE 
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Section 1 

The regular hours of work each day shall be consecutive, except for lunch periods of those clerical and 

technical employees assigned by the City to thirty (30) minutes unpaid lunch period.  Field personnel and 

personnel working continuous operations receive a twenty (20) minute paid lunch break. 

 

Section 2 

The work week shall consist of five (5) consecutive, eight (8) hour days.  Said work week shall begin on 

Monday at 12:01.AM. and extend through Sunday at midnight.  All day shift operations will begin at 8:00 

A.M., unless otherwise designated by the City.  The City agrees to meet and discuss with the Union any 

non-emergency changes to shift operations a minimum of seven calendar days before such change is 

scheduled to take effect.  In the case of non-continuous operations, non-emergency shift changes will be 

assigned based on most senior qualified employee(s) needed to complete the work. On identifiable 

projects with an assigned crew, those employees have first right of refusal for a non-emergency shift 

change.   The City shall have the final and absolute authority to make such changes. 

 

Section 3 

Eight (8) consecutive hours of work within the twenty-four (24) hour period beginning at time designated 

by each department and mutually agreed upon by the Union shall constitute a regular work day. 

 

Section 4 

Eight (8) consecutive hours of work shall constitute a work shift.  All employees shall be scheduled to 

work on a regular work shift and each work shift shall have a regular starting and quitting time. 

 

Section 5 

Work schedules showing the employee’s shifts, work days and hours shall be posted on each department’s 

bulletin boards at all times. 

 

Section 6 

Except for emergency situations work schedules shall not be changed unless the changes are discussed by 

the Union and the Employer.  In emergency situations, as determined by the City, qualified employees 

will be expected to work emergencies with “no right of refusal.”  Employees from the department with the 

emergency will be utilized first and employees qualified by the duties on their job descriptions from other 

departments will be utilized as needed. 

 

Section 7 
All employees shall be granted a lunch period during each work shift.  Whenever possible, the lunch 

period shall be scheduled at the middle of each shift.  Employees required to work more than two (2) 

hours beyond their regular shift shall be given a reasonable time off for a meal period without loss of pay.  

Each employee shall have a paid fifteen (15) minute break each morning and afternoon. 

 

 

 

 

ARTICLE 13 

HOURS OF WORK 
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Section 8 
Employees called in to work outside their regular shift more than two (2) hours before their scheduled 

shift shall receive pay for at least four (4) hours at the rate of time and one-half (1½) his/her regular pay.  

If the employee is called into work outside their regular shift within two hours of their regular start time an 

employee shall receive at least two (2) hours at the rate of one and one half (1½) his or her regular pay.  If 

an employee is called out more than once, any subsequent calls within the first four hours of when the 

initial call-out is made shall be considered a continuation of the first call-out.  The employee shall be paid 

the regular work shift at the appropriate rate.  Nothing herein shall be construed as to mean compounding 

of overtime. 

 

Section 9 
Employees working in continuous operations shall have permanent shifts, shift selection to be made every 

six (6) months, based on seniority in the job description and ability needed to staff each shift.  At least 

60% of the duties/functions on a job description must change in order for it to be declared a new job 

description.   In the case where two (2) or more people have the same starting date in the job description, 

their shift selection will be based on their city seniority;  if they have the same city seniority then the 

employee City I.D. number will decide, going from lowest to the highest City I.D. number. 

 

The Union agrees to allow two positions at the RC Wilson Water Plant and the Wastewater Treatment 

Plant to serve as a “floater(s).”  A floater shall be assigned a permanent shift and schedule with the 

understanding that they will be required to work on other shifts if given a 48 hour notice.  Overtime will 

only be paid for non-regular shift work if the non-regular shift requires the employee to work more than 

eight consecutive hours or if the shift work meets one of the conditions in Article 15, Section 1. 

 

Each floater will be assigned no more than one (1) shift change per work week.  A shift change may be for 

one to five days.  Other operational personnel may be assigned to other shifts with seven (7) days notice 

and if the transfer is for a minimum of five (5) consecutive shifts and may not exceed 30 consecutive 

shifts per 6 months and may not be bumped consecutively provided no floater is available.  The floater 

position(s) shall be filled by a fully certified employee (if available) and selected during the normal shift 

selection and bidding process.  
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Section 1 

Overtime work shall be paid at one and one-half times the regular rate of pay for all work performed: 

a) in excess of eight (8) hours in any work day; 

b) in excess of forty (40) hours in any work week. 

c) before or after any scheduled work shift; and 

 

The employee shall be paid at one and one-half times the regular rate of pay the first rest day and double 

time for hours worked on the second rest day.   

 

No employee shall be required to work more than 16 consecutive hours, except in an emergency. 

 

The premium portion of overtime (i.e. pay in excess of one and one half (1 ½) times their regular rate of 

pay for overtime work) may not be accumulated as compensatory time. 

 

For non-continuous employees working a four (4) day, ten (10) hour work schedule (Monday to Thursday 

or Tuesday to Friday) Sunday will be considered their second (2
nd

) rest day for the calculation of this 

benefit.  

 

Section 2 - Overtime (Including Compensatory Time) 

Overtime assignment shall be distributed equally to employees working within the same job classification 

within the department.  An overtime assignment shall be offered to the employee who has the fewest 

number of overtime hours to his/her credit, according to the over-time rotation list which shall be 

reviewed and updated on a weekly basis.  If the employee either does not accept the hours or cannot be 

reached by telephone, the employee next on the list will be offered the assignment, provided however, if a 

sufficient number of employees does not agree, or is not available, to perform the assignment, the City 

shall draft the remaining number of employees needed, beginning with the least senior employee or 

employees in the job classification, and provided further, that in an emergency, the City may obtain 

sufficient additional employees needed to complete the work from any available source.  A record of the 

overtime hours offered each employee shall be posted on the department bulletin board monthly. 

 

No disciplinary action may be taken against any employee who declines to work over-time in any non-

emergency situation, except he/she shall be posted, without pay, for the number of hours overtime 

equivalent to that which he/she would have worked but refused.  A written exemption prepared by the 

employee and approved by the Department Head will exempt the employee from overtime. 

 

An employee on “light duty” due to medical reasons is ineligible for any overtime assignments. 

Employees suspended with or without pay due to disciplinary actions are ineligible for overtime 

assignments. 

 

If an employee is erroneously deprived of overtime work more than one (1) time in a three (3) month 

period, and management had received prior written notice of this error, then, the employee may receive 

payment for hours of work that should have been offered to him/her in the second instance in which he 

was erroneously deprived of overtime work.   

ARTICLE 14 

OVERTIME 



      24 

 

The City shall attempt to keep overtime assignment records based upon the number of hours paid (or 

available to be worked) rather than upon the number of assignments worked (or available to be worked).  

 

If the union notifies the employer before the overtime is worked and the City does not correct the deprival 

of overtime the employee will be compensated at the first occurrence. 

 

An employee who has called in sick is not eligible to be called out until after his/her return to work, unless 

the employee has notified his/her immediate supervisor or department manager that he/she is available for 

overtime.  An employee who is on vacation, taking compensatory time off, or taking a personal day will 

be considered available for overtime work unless he/she has notified the immediate supervisor or 

department head in advance that he/she is not available.  An employee who cannot be reached by 

telephone for an overtime assignment shall not be charged with the applicable hours. 

 

“Man in the hole” policy.  If employees are working on an assignment that will lead into overtime beyond 

the end of the shift, those employees will be given the opportunity to work the overtime to complete that 

assignment.    

 

Section 3 
Compensatory time may be accumulated to a maximum amount of one hundred and twenty (120) hours.  

An employee may carry forty (40) hours of compensatory time into a new calendar year. Use of 

compensatory will be by agreement between the employee and his/her supervisor.  During the month of 

December of each year, any employee who has accrued compensatory time may obtain pay for such 

hours.  Such employees may elect to have such pay, less applicable payroll taxes, transferred to their 

deferred compensation accounts. 

 

The premium portion of overtime (i.e., pay in excess of one and one-half times the regular rate of pay for 

overtime work) may not be accumulated as compensatory time. 

 

Compensatory time may be accumulated for work performed on a holiday, pursuant to Article 7, Section 3 

of this Agreement.  When a holiday falls on a rest day the employee may choose to receive compensatory 

time instead of overtime pay. 
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Section 1 -  Safe and Healthy Working Conditions 

The employer and the Union shall cooperate in the enforcement of safety.  Should an employee feel that 

his/her work requires him/her to be in unsafe or unhealthy situations, the matter shall be considered 

immediately by the Department Manager. If the matter is not adjusted satisfactorily, the City’s safety 

coordinator, or his designee, will be contacted and will provide an appropriate response (either by phone 

or in person) to the employee raising the safety concern and the Department manager.  Both parties should 

strive for an amicable solution with safety being a priority.   If the matter is still not adjusted satisfactorily, 

the grievance will be processed according to the Grievance Procedure. 

 

Section 2 -  Safety Committee 

There shall be established a Safety Committee consisting of twelve (12) members, six (6) of whom shall 

be appointed by the Union from among the employees and six (6) of whom shall be appointed by the City.  

The Committee will meet periodically for the purpose of discussing matters relating to safety and health 

and report its findings and recommendations to the Safety Director for his consideration. 

 

 

ARTICLE 15 

SAFETY AND HEALTH 
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The employer agrees to provide reasonable bulletin board space labeled with the Union's name, where 

notices of official Union matters may be posted by the Union. 

 

 

 

ARTICLE 16 

BULLETIN BOARDS 
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The City of Hagerstown agrees to make health, prescription, and dental insurance available to all full time 

employees and their dependents. Each employee will have the option to purchase enhanced dental 

coverage at group rates for themselves and their dependents. 

Employee/Retiree Healthcare Benefits 
For the term of this contract there will be no change in employee or retiree premiums for health care 

benefits.   

Whenever a change in the employees share of the health insurance premium for the Level Plan  results in 

an employee receiving less net  pay, the City will adjust the employee=s gross pay so that there will be no 

change in the employee’s net pay.  This would only apply when the employee has maintained the same 

level of coverage (i.e.: single, family, etc.). 

The City shall maintain a Health/Benefits Committee consisting of members of the Union and 

Management of the City, whose duties, among other things, are to perform periodic reviews of the City’s 

Health Insurance benefits and level of coverage. The Committee will also study such matters as cost 

reduction and employee benefits education. The Committee will periodically review and make 

recommendations to the Mayor and Council on changes to the plans.  Changes to the healthcare plans that 

affects any member of Local 1540 shall first be approved by three of the five employee groups and 

approved by Mayor and City Council of the City of Hagerstown prior to any changes being implemented. 

The City agrees to provide the cost of level dental insurance for employees and retirees. Employees and 

retirees may insure eligible dependents and may   elect the higher level dental coverage for an additional 

premium at their cost. Retirees may insure themselves and eligible dependents who are eligible for 

coverage prior to the employee’s retirement from the City.  

The City agrees to offer the pre-tax premium conversion option as long as such option is allowed by the 

Internal Revenue Service. 

Retiree Healthcare Eligibility 
At retirement, an employee hired before July 1, 1989, must have completed a minimum of 10 years of full 

time continuous service with the City to qualify for healthcare benefits for himself/herself and eligible 

dependents who are eligible for the City’s health and dental insurance coverage prior to retirement. . 

At retirement, an employee hired on or after July 1, 1989, must have completed a minimum of 20 years of 

full time continuous service with the City to qualify for healthcare benefits for himself/herself and eligible 

dependents who are eligible for the City’s health and dental insurance coverage prior to retirement.  

For employees hired after February 2, 2004, upon their retirement, dependent coverage will be made 

available at the full expense of the retiree. 

ARTICLE 17 

HEALTH AND WELFARE 
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Employees hired on or after July 1, 2009, who become qualified for retiree healthcare, may elect insurance 

for themselves and eligible dependents who are eligible for the City’s health insurance coverage prior to 

retirement until the retiree/dependent becomes eligible for Medicare or is no longer an eligible dependent. 

At the time of retirement, if an employee declines the City’s health and/or dental coverage they may elect 

to obtain coverage, at a later date, for himself/herself and eligible dependents who were eligible for the 

City’s health and/or dental insurance coverage at retirement. 

If this benefit changes, retirees will be given thirty (30) days’ notice and the opportunity to obtain the 

City’s health and/or dental coverage for himself/herself and eligible dependents that were eligible for the 

City’s health and/or dental insurance coverage at retirement.  

Eligible Retiree Healthcare Benefits 
For all eligible retirees and their dependents who are eligible for the City’s health insurance coverage 

prior to the employee’s retirement from the City who are not Medicare eligible, a traditional 80/20% cost 

sharing program for medical costs will be made available by the City, unless the retiree or spouse has 

proven eligible for Medicare coverage.  The retiree or spouse who is eligible for Medicare coverage will 

have same options as retirees over 65. 

For retirees and their spouses who are eligible for the City’s health insurance coverage prior to the 

employee’s retirement from the City; and who are eligible for Medicare, a defined contribution stipend of 

$400 per month will be provided by the City.  They may choose to use this stipend to help to purchase the 

City’s Medicare Supplemental Plan or they may choose to purchase coverage from another insurance 

provider.  If they choose to purchase coverage from another insurance provider, their stipend will be 

deposited into a Health Reimbursement Account and they can apply for reimbursement from their account 

for any premiums or out of pocket costs.  Only those retirees or their spouses over 65 who are already 

participating in the City’s health insurance program are eligible for the Health Reimbursement Account 

(HRA) option. 

Job-Related Death or Job-Related Disability 
If an employee suffers a job-related death or job related disability that requires early retirement, (prior to 

age 65), the City will provide the employee with the medical coverage they were enrolled in at the time of 

the job related death or disability, at City cost, for the employee, and eligible dependents who were 

eligible for the health insurance plan prior to retirement until the employee and spouse become Medicare 

eligible; and other dependents are no longer eligible dependents. When a retiree or spouse become eligible 

for Medicare insurance, the retiree and spouse will receive the same benefits granted to other retirees at 

age 65. 

If the City’s medical coverage changes and the current medical coverage that the employee and/or their 

dependents are enrolled in is no longer offered, the employee and/or their dependents will choose either 

the new plan or the retiree plan.  

Life Insurance 
The City agrees to provide a life insurance policy equal one (1) times the employees annual base pay with 

additional accidental death and dismemberment benefits for each active employee. 
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Employee Assistance Program 
In addition to coverage already provided under the City insurance program, it is agreed that the following 

psychological services will be provided by the City of Hagerstown: 

1. An Employee Assistance Program (EAP) service through a contract with an independent provider.

This contract shall allow all employees and/or dependents to seek direct, voluntary, and confidential

assistance for EAP issues.  The counseling will be provided at no charge to the employee, for up to

six (6) counseling sessions.  Any further counseling will come under normal insurance co-payments,

as outlined in the Health Insurance policy.

2. Supervisory referrals of employees may also be made under this program.  Mandatory supervisory

referrals are required when any employee is injured or injures someone else in the line of duty.
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Officers or accredited representatives of the Union shall, upon request by the Union, be admitted to the 

property of the Employer during working hours for the purpose of ascertaining whether or not this 

Agreement is being observed by the parties or for assisting in the adjusting of grievances.  As a matter of 

courtesy, each Union representative’s shall notify the Department Manager on visitations. 

The Employer agrees that during work hours, on the Employer’s premises, and without loss of pay, Union 

representatives shall, after notification of supervision, be allowed to: 

a) Post Union notice.

b) Attend negotiating meetings.

c) Transmit communications, authorized by the local Union or its officers, to the employer or his

representatives.

Consult with the Department Head or his representative, local Union Officers or other Union 

representatives concerning the enforcement of any provisions of this Agreement. 

ARTICLE 18 

VISITATION 
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Uniforms and Protective Clothing 

If an employee is required to wear a uniform, protective clothing, or any type of protective device as a 

condition of employment, such uniform, protective clothing or protective device shall be furnished 

without cost to the employee by the Employer; the cost of maintaining the uniform or protective clothing 

in proper working condition shall be paid by the Employer.  Effective with this contract, Central 

Maintenance Garage mechanics will be among those employees required to wear uniforms.   

The Employer agrees to furnish and maintain rain gear and gloves to all employees when necessary. 

The City shall provide $40 per fiscal year for summer coveralls and $100 every two years for winter 

coveralls to field and plant.  Funding provided is specifically to be utilized for approved uniforms and 

protective clothing.  Unspent funds revert to departments. 

The City will provide up to, but not more than $110 per fiscal year to all employees whose position 

requires the wearing of safety shoes.  In addition, Department Manager may authorize boot replacements 

given extenuating and rare circumstances.  Funding provided is specifically to be utilized for approved 

uniforms and protective clothing.  Unspent funds revert to departments. 

The Employer agrees to maintain safe and sanitary locker rooms, lavatories and shower facilities. 

The City will supply all necessary tools and equipment for employees. 

ARTICLE 19 

WORKING CONDITIONS 
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Section 1 

The City will maintain the option to pay all employees bi-weekly, upon at least a 30 day written notice to 

AFSCME Local 1540. 

Section 2 

Employees on continuous operations shall receive the following shift differentials: 

Second Shift     70 cents per hour 

Third Shift     80 cents per hour 

Section 3 

The updated wage scale is presented as Appendix A of this Agreement and is complete and final in all 

respects. 

Section   4 

If any other full time employee group (IAFF Local 1605, IBEW Local 307, AFSCME Local 3373, or 

Non-Union) receive a wage scale or benefit enhancement in their new contract(s) the enhancements will 

be similarly shared with AFSCME Local 1540. 

ARTICLE 20 

RATES 
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The City agrees to continue to evaluate retirement benefit options and possible enhancement to the 

existing benefit levels.   

ARTICLE  21 

RETIREMENT 
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During the term of this Agreement, the Employer shall not contract out or subcontract any public work 

presently performed by employees covered by this Agreement that would cause displacement. 

ARTICLE 22 

CONTRACTING AND SUBCONTRACTING OF PUBLIC WORK 
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Section 1 

Disciplinary action or measures shall include only the following:  oral reprimand, written reprimand, 

suspension, demotion, and discharge.  Written notification shall be required for suspension, demotion and 

discharge.  Disciplinary action may be imposed upon an employee only for failing to fulfill adequately 

his/her responsibilities as an employee or for other proper cause.  Union and employee must be notified of 

initiation of disciplinary action or start of investigation and what the work rule is that may have been 

violated of such within five (5) working days of discovery of the cause of such action. Other work rules 

may be added later if violations have been found during the course of the investigation an investigation 

and disciplinary action shall be completed within 45 calendar days, unless mutually extended.  Upon 

written notification of an investigation, the City will not call for a hearing or make a decision for a 

minimum of ten (10) calendar days unless mutually agreed upon.   Any disciplinary action or measures 

imposed upon any employee may be processed as a grievance through the regular grievance procedure.  If 

the employer has reason to reprimand an employee, it shall be done in a manner that will not embarrass 

the employee before any other employees or the public. 

Section 2 

The Employer shall not discharge any employee without just cause and the employee and the Union will 

be promptly notified in writing, giving specific reasons for such discharge.  Any employee found to be 

unjustly suspended or discharged shall be reinstated with full compensation for all time lost and with full 

restoration of all other rights and conditions of employment. 

         Section 3 

When an employee is disciplined and notice is placed in their personnel file, regarding a minor offense (1-

3 points) after a period of two years that violation will be removed from the employees personnel file 

upon written request, from the employee, and will not be held against the employee provided no other 

work rule violations or disciplinary action is taken during that same two year period.   

If an employee fails to request the discipline be removed, that violation will not be used against him if 

older than two years and there have been no violations or disciplinary actions during that same two year 

period.   

A serious offense (4-5 point) violation will be removed from the employees personnel file upon written 

request (by the employee) after a period of three (3) years but may be archived (not in active personnel 

file) indefinitely provided the employee does not have any other work rule violation or disciplinary action 

during that same three (3) year period.   

ARTICLE 23 

DISCIPLINE AND DISCHARGE 
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This Agreement shall become effective as of 12:01 A.M., Thursday, August 1, 2013 and shall continue in 

full force and effect until 12:00 A.M. Thursday, July 30, 2016.  

AFSCME Local 1540 and the City of Hagerstown agree to a reopener on wages and benefits only, to be 

effective for the 2
nd

 and 3
rd

 year of the contract. Bargaining for this reopener shall commence no later than

March 15, 2014. The results of the reopener shall be effective July 1, 2014. 

Thereafter, it shall be self-renewing for yearly periods unless notice of intent to terminate or modify this 

Agreement is given in writing by either party by March 1 of the year in which the Agreement expires.    In 

the event that both parties declare an impasse after continued good faith bargaining has failed to produce a 

settlement, the parties may mutually select a mediator to enter into advisory mediation.  Neither party 

shall be obligated to approve the use of a mediator. 

This Agreement incorporates the entire understanding of the parties with respect to personnel policies and 

all matters affecting conditions of employment.  It is further understood that this Agreement can only be 

added to, amended or modified by a document in writing, signed on behalf of the parties hereto by their 

duly authorized officers and representatives. 

ARTICLE 24 

DURATION OF AGREEMENT 
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The Employer agrees to conduct a training program, including a safety program, to be scheduled during 

inclement weather for employees who are not able to work outside because of the weather.  During 

emergency situations, as mutually agreed by both management and the available Union representative, the 

employee will respond to the current situations to insure the health, welfare and safety of the citizens. 

ARTICLE 25 

TRAINING PROGRAM 
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Should any Article, Section or Portion thereof, of this Agreement be held unlawful and unenforceable by 

any Court of Competent Jurisdiction, such decision of the Court shall apply only to the specific Article, 

Section or Portion thereof directly specified in the decision, provided, however, that upon such a decision, 

the parties agree, as soon as practical, to negotiate a substitute for the invalidated Article, Section or 

Portion thereof. 

ARTICLE 26 

INVALIDATION 
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All changes in job descriptions including duties and salary levels, as proposed by either Management or 

Union, may be discussed and negotiated between the City and the Union at least once a year.  Only after 

approval by both parties will the changes take effect.  A change of 60% of the current functions/duties 

must change to meet the definition of a new job description.  All employees will be required to perform 

other related duties within the scope of their job descriptions.   

ARTICLE 27 

CHANGES TO JOB DESCRIPTIONS REQUIRING 

JOB EVALUATIONS AND REVIEW 
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1. The definition of Supervisor (Foreman and above) shall be:  “Any individual having authority in the

interest of the employer to hire, transfer, suspend or discipline other employees, or responsibility to

direct them, or to adjust grievances or effectively to recommend such action, if in connection with the

foregoing the exercise of such authority is not a merely routine or clerical nature but requires the use

of independent judgment.”

NOTES 
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1. Incorporate mutually agreeable side agreements into this section.  This is to be accomplished within

ninety (90) days of the date of this agreement and of the date of any future side agreements. 

MISCELLANEOUS 
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APPENDIX A

AFSCME 1540 WAGE SCALE 

August 1, 2013 - June 30, 2014 

GRADES   YEAR 

ONE 

    YEAR 

  TWO 

YEAR 

THREE 

 YEAR 

NINE 

 YEAR 

FOURTEEN 

 YEAR 

NINETEEN 

03 $ 12.98 $ 13.57 $ 15.82 $ 17.27 $ 17.68 $18.16 

04   13.27   14.18   16.53 18.05 18.47 18.98 

05   13.71   14.80   17.35 18.91 19.39 19.89 

06   14.19   15.51   18.18 19.77 20.28 20.84 

07   15.09   16.22   19.02 20.76 21.28 21.83 

08   15.77   16.96   19.89 21.71 22.26 22.83 

09   16.60   17.84   20.89 22.76 23.39 23.96 

10   17.43   18.75   21.91 23.92 24.54 25.16 

11   18.23   19.60   22.92 25.02 25.67 26.33 

12   19.14   20.57   24.06 26.24 26.95 27.65 

13   21.78   23.41   25.17 27.46 28.20 28.94 

14   22.78   24.49   26.34 28.73 29.51 30.28 

Note: “YEAR ONE” refers to the 1
st
 through 365

th
 day of employment.  “YEAR TWO” is the second year of 

employment and refers to the 366
th

 through 730
th

 day of employment.   

On January 1, 2014, employees at year one and two of the wage scale will advance to the step on the wage scale based on their 

years of service. All other steps will continue to be frozen at their existing step and subject to the wage opener in years two and 

three of the contract. An employee, who receives a promotion to a new grade due to career path advancement, will be placed at 

the new grade and the same step as before the promotion.  







REQUIRED MOTION
MAYOR AND CITY COUNCIL
HAGERSTOWN, MARYLAND

Topic:
Community Development Block Grant (CDBG) Review:  FY 17 Allocation of Repayment to
CDBG Program and FY18 Public Service Funding Allocations - Jonathan Kerns, Community
Development Manager, and Christina Milotte, Planning and Outreach Coordinator 

Mayor and City Council Action Required:
Staff request Mayor & City Council approval of the proposed FY17 CDBG allocations of
$35,000 to HPD cameras and $11,250 to Single Family Loans for homeowners. This
action is scheduled for the May 23rd Regular Session.
 
Staff also request Mayor & City Council approval of the FY18 CDBG Public Service
funding allocations. The FY18 CDBG Public Service funding will be part of the FY18
CDBG Action Plan approval. Due to delays in the Federal Budget process, staff
anticipate approval of the FY18 CDBG Action Plan occurring during the June 20th Regular
Session.

Discussion:
Staff request Mayor & City Council review of two separate items for the CDBG Program:

FY 17 Allocation of a Local Fund Repayment to the CDBG Program
FY18 Public Service Funding Allocations

FY17 Allocation of Local Fund Repayment to CDBG Program
In February of 2017, the Mayor & City Council authorized a $46,250 repayment of City
Property Management funding to the CDBG program. This repayment was necessary in
order to lift CDBG restrictions for the Parking Office relocation to the Roslyn Building. The
motion detailing this repayment to the CDBG program is attached.
 
Staff recommend allocating $35,000 of this funding to a new CDBG activity, Hagerstown
Police Department (HPD) Cameras. HPD continues to implement upgrades to the
existing HPD camera system located in the Downtown. Although budget constraints have
affected this process, a $35,000 allocation of CDBG funding would assist in continuing
with the HPD camera system enhancements. Due to CDBG regulations dictating how this
activity would be classified, the funding for HPD cameras would need to be allocated and
expended in FY17 since it would be subject to one of the regulatory funding caps.
 
Staff recommend allocating the remaining $11,250 to an existing CDBG activity, Single
Family Rehabilitation Loans for owner occupied homes. This existing program provides
loan funding to existing City homeowners for general home repair and rehabilitation
activities. Multiple single family rehabilitation loan applications are in process and this
funding would assist with home repairs for the current and future loan applicants.
 
Both of the above actions will be completed in the form of an amendment to the FY17



CDBG Annual Action Plan.
FY18 CDBG Public Service Funding
In order to foster transparency and strengthen Community Development programming, the
CDBG Public Service Citizen Review Committee was created in 2013. Public Service
agencies submit applications for CDBG funding and after application review by the
committee and City staff, application rankings are forwarded to the Mayor & City Council
for final approval.

Financial Impact:

Recommendation:

Motion:

Action Dates:

ATTACHMENTS:
File Name Description

MCC_CDBG_Review_Memo_051617.pdf
Community Development
Block Grant (CDBG)
Review











REQUIRED MOTION
MAYOR AND CITY COUNCIL
HAGERSTOWN, MARYLAND

Topic:
FY 2018 Budget Review - Valerie Means, City Administrator, and Michelle Hepburn, Director
of Finance

Mayor and City Council Action Required:

Discussion:

Financial Impact:

Recommendation:

Motion:

Action Dates:

ATTACHMENTS:
File Name Description
FY18_Budget_Review_Memo_05-11-2017.pdf FY18 Bud Review Memo



 

      CI T Y   OF   H A G E R S T O W N, MARYLAND 
Finance Department 
301-739-8577 X160 

 
To:  Valerie Means, City Administrator 
 
From:  Michelle Hepburn, Director of Finance 
 
Date:  May 11, 2017 
 
Subject:  FY2017/18 Budget Review   

 
Staff will continue discussions regarding the FY2017/18 Proposed Budget during the Work Session on May 16. 
Additionally, attached is the list of FY2017/18 General Fund Budget adjustments.  
 

 
May 16, 2017 Work Session: 

1. Economic Redevelopment, Section 5, Pages 11-13 
2. CDBG Program, Section 5, Pages 3-8 
 
 

May 16, 2017: 
 Public Hearing: FY18 Budget and Property Tax Rate 
 Introduction of Ordinances (FY18 Budget and Property Tax Rate) 

 
 
May 23, 2017: 

 Adoption of Ordinances (FY18 Budget and Property Tax Rate)  
 

 



After Was reviewed Was reviewed

5/9/17 meeting at 5/9/17 meeting at 5/2/17 meeting

Beginning GF FY18 Proposed Budget Balance 10,457$               10,457$                    10,457$                  

Revenue Adjustments:

Eliminate 2.7 Cent Tax Rate Increase ($0.027 per $100 assessed value) (672,041)             (672,041)                   (672,041)                

Increase HPD DEA/NTF reimbursement 20,000                20,000                      20,000                    

Sale 3 of 8 Train cabooses from the Train exhibit 30,000                30,000                      30,000                    

SWM: 12‐18 months implementation timeline 200,000              200,000                     200,000                 

Next Step would need M&C approval to bid rate study for SWM

Potential allocate partial FY18 expense from GF to a new SWM Fund

Implement new real estate tax rate tiers (homeowner vs rental) ‐                       ‐                            ‐                          

Public notice must be advertised minimum of 15 days prior to Introduction of

ordinance. Staff to research and discuss with M&C June‐Aug for implementation

effective 7/1/18 (FY19)

Increase and identify tax‐exempt properties for new PILOT agreements ‐ FY19 ‐                       ‐                            ‐                          

Tax Sale No‐Bid Properties ‐                       ‐                            ‐                          

New state legislation effective in October

City staff have worked with County staff and prospective legal teams to bring 

suggestion for plan to M&C this Fall

Recycling/Trash Fees and Contract ‐ FY19 ‐                       ‐                            ‐                          

Staff researching and preparing bid new contract to be effective in December

Further analysis and fee revision to be completed once have new contract for FY19 ($50K‐$100K)

Safe Speed for Student Program ‐ add another new camera location ($50K) ‐                       ‐                            ‐                          

Total Revenue Adjustments (422,041)            (422,041)                   (422,041)                

Expenditure Reductions:

Reduce and/or eliminate events

Reduce Fairgrounds Harvest Hoedown 2,000                      

Reduce Fall Fest activities in Recreation budget 3,000                      

Reduce Music by the Lake events 2,500                      

Reduce Christmas in the Park 2,000                      

Eliminate Fairgrounds Country Fest 6,500                  6,500                      

Reduce Fairgrounds July 4th to just fireworks 3,500                  10,000                      14,000                    

Eliminate Utility Benefit Concert 1,000                      

Eliminate Veterans WWII Trip 800                         

Reduce PT and/or Seasonal staff hours in Parks to close all Parks at dusk versus 10:00 pm ‐                       ‐                            10,000                    

Increase GF Vacancies Savings for all staff/position by waiting 4 months  100,000              100,000                     100,000                 

before posting any position beginning July 1, 2017

Decrease GF retiree amounts to Health Insurance Fund 44,438                44,438                      44,438                    

Reduce General Fund CIP Expenditures (Transfers to CIP from General Fund only)

Reduce IT Municipal Broadband Project in half (#C0008) ‐                       ‐                            3,300                      

Reduce Hagerstown Ice Rink Project (#C0843) 5,000                  5,000                        5,000                      

Defer Traffic Calming (#C0560) to FY19 20,000                20,000                      20,000                    

Defer Signal Timing Optimization (#C0640) to FY19 20,000                ‐                            20,000                    

Defer HPD Building: Partial Paving Project (#C0308) 30,000                30,000                      30,000                    

Reduce Downtown Beautification Project (#C0280) 10,000                10,000                      10,000                    

Defer PW LED Signal Lights Project (#C0245) ‐                       ‐                            5,000                      

Defer PW Signal Controller Upgrades Project (#C0433) 20,000                ‐                            20,000                    

Reduce General Fund Transfer to Economic Redevelopment Fund if cannot implement SWM ‐                       ‐                            ‐                          

City Staff: Miscellaneous Department Operational Reductions

Reduce PW  Operating Expenditures: Tipping Fees 23,000                23,000                      23,000                    

Reduce Planning & Code Administration Expenditures 17,000                17,000                      17,000                    

Reduce City Administrator Operating Expenditures 2,000                  2,000                        2,000                      

City of Hagerstown

Proposed General Fund Budget Adjustments

to Fiscal Year 2018 Proposed Budget



After Was reviewed Was reviewed

5/9/17 meeting at 5/9/17 meeting at 5/2/17 meeting

City of Hagerstown

Proposed General Fund Budget Adjustments

to Fiscal Year 2018 Proposed Budget

Reduce City Clerk Operating Expenditures 2,000                  2,000                        2,000                      

Reduce Finance Operating Expenditures 2,500                  2,500                        2,500                      

Reduce HR conferences & training operating expenditures 7,500                  7,500                        7,500                      

Reduce Fire Operating Expenditures: Smoke Alarms 28,000                28,000                      28,000                    

Reduce Communications: Advertising & Marketing/Promotions 24,000                24,000                      24,000                    

Reduce Community Affairs: Advertising  5,000                  5,000                        5,000                      

Reduce Community Affairs: Advertising  2,000                  2,000                        2,000                      

M&C Proposed Adjustment

Reduce Legal Operating Expenditures: legal fees flat with FY17 budget 20,000                20,000                     

Reduce Fire Training Center Project or get additional donations/alternate funding (#C0241) 8,146                  8,146                       

Defer vehicles from GF balance reserves to keep other priority projects below

PW 2004 pick‐up truck ($30K)

DCED vehicle ($25K)

Re‐allocate from General Fund transfers to GF balance reserves funding

HPD Building: Partial Paving Project (#C0308) 25,000                25,000                     

Public Art Project (#C0868) 15,000                15,000                     

Pangborn Park Improvement: Tennis court sealing & line replacement (#C0335) 12,000                12,000                     

Total Expenditure Reductions 452,584              412,584                     412,538                 

Net Adjustments to General Fund Proposed FY18 Budget 30,543                (9,457)                       (9,503)                    

Ending GF FY18 Proposed Budget Balance 41,000$               1,000$                      954$                        



REQUIRED MOTION
MAYOR AND CITY COUNCIL
HAGERSTOWN, MARYLAND

Topic:
Break

Mayor and City Council Action Required:

Discussion:

Financial Impact:

Recommendation:

Motion:

Action Dates:



REQUIRED MOTION
MAYOR AND CITY COUNCIL
HAGERSTOWN, MARYLAND

Topic:
FY 2017/18 Tax Rate

Mayor and City Council Action Required:

Discussion:

Financial Impact:

Recommendation:

Motion:

Action Dates:



REQUIRED MOTION
MAYOR AND CITY COUNCIL
HAGERSTOWN, MARYLAND

Topic:
FY 2017/18 Budget

Mayor and City Council Action Required:

Discussion:

Financial Impact:

Recommendation:

Motion:

Action Dates:



REQUIRED MOTION
MAYOR AND CITY COUNCIL
HAGERSTOWN, MARYLAND

Topic:
Introduction of an Ordinance: Tax Rate

Mayor and City Council Action Required:

Discussion:

Financial Impact:

Recommendation:

Motion:

Action Dates:

ATTACHMENTS:
File Name Description

FY18_Motion_and_ordinance_to_introduce_tax_rate.pdf FY18 Motion and Intro Tax
Rate



REQUIRED MOTION 
 

MAYOR AND CITY COUNCIL 
HAGERSTOWN, MARYLAND 

 
 
DATE: May 16, 2017 
 
 
TOPIC: Introduction of an Ordinance: Tax Rates Beginning July 1, 2017 
 

Charter Amendment    ________ 
Code Amendment  ________ 
Ordinance  ___ X___ 
Resolution  ________ 
Other  ________ 

 

MOTION:  
 
 I hereby move for the introduction of an ordinance May 16, 2017 to establish the City’s 
tax rates for the fiscal year July 1, 2017 through June 30, 2018 on the basis of $0.941 per $100 of 
assessed value of all real property and $2.353 per $100 of assessed value of all business personal 
property within the City of Hagerstown.  These rates reflect an increase of $0.028 per $100 for 
real property and $0.070 per $100 for business personal property over the current year.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

DATE OF INTRODUCTION: 05/16/2017 
DATE OF PASSAGE: 05/23/2017 

EFFECTIVE DATE: 07/01/2017 
 
 
 
 
 
 
 



 
ORDINANCE No.   

 
 ESTABLISHING THE TAX RATES  
 FISCAL YEAR JULY 1, 2017 TO JUNE 30, 2018 
 CITY OF HAGERSTOWN, MARYLAND 
 
 
 Pursuant to the Charter of the City of Hagerstown and the general public laws of the State of Maryland, the 
legislative body of the City of Hagerstown is charged with establishing tax rates; and the Mayor and Council, as the 
duly constituted legislative body for the City of Hagerstown has complied with all the provisions of the Annotated 
Code of the State of Maryland, the Charter of the City of Hagerstown and all other applicable laws in reference to 
establishing said tax rates. 
 
NOW, THEREFORE, BE IT RESOLVED, ENACTED and ORDAINED by the Mayor and Council of the City of 
Hagerstown, that the tax rates for the City for the taxable levy year from July 1, 2017 through June 30, 2018, is hereby 
established as follows: 
 
A. All real property is hereby levied and chargeable on the basis of $0.941 per $100 based on the assessed value 

of said properties as required by the Charter of the City of Hagerstown, the Maryland Constitution, and the 
Annotated Code of Maryland. 

 
B. All business personal property, except as otherwise provided for by Ordinance 98-04 entitled ORDINANCE 

ESTABLISHING THE ASSESSMENT LEVY FOR THE PERSONAL PROPERTY CATEGORIES OF 
MANUFACTURING MACHINERY & EQUIPMENT, COMMERCIAL INVENTORY AND 
MANUFACTURING INVENTORY for the CITY OF HAGERSTOWN, MARYLAND for the FISCAL YEAR 
JULY 1, 1998 and Thereafter, is hereby levied and chargeable on the basis of $2.353 per $100 based on the 
assessed value of said properties as required by the Charter of the City of Hagerstown, the Maryland 
Constitution, and the Annotated Code of Maryland. 

 
C. Taxpayers who pay the taxes referred to herein, between the period of July 1, 2017 up to and including July 

31, 2017, shall be entitled and are hereby granted a one quarter of one percent (1/4%) discount on the amount 
of said tax.  Any property tax levy assessed and invoiced after September 30, 2017 shall be and is hereby 
granted a period of thirty (30) days from the invoice date to pay without additional interest or penalty. 

 
D. A semiannual payment plan for all real property is established in accordance with state law. Any taxpayer 

who makes an election to pay taxes on a semi-annual payment plan shall pay a service charge on and with the 
second installment based on the amount deferred.  

 
 
 
BE IT FURTHER ORDAINED that the effective date of the tax rate established herein is July 1, 2017 and shall 
govern for the period set forth. 
 
 MAYOR AND COUNCIL OF THE 
 CITY OF HAGERSTOWN, MARYLAND 
 
 __________________________________ 
 Robert E. Bruchey II, Mayor 
 
 
________________________________ 
Donna Spickler, City Clerk 
 
Date of Introduction: May 16, 2017 
Date of Passage:  May 23, 2017 
Effective Date:   July 1, 2017 



REQUIRED MOTION
MAYOR AND CITY COUNCIL
HAGERSTOWN, MARYLAND

Topic:
Introduction of an Ordinance: Budget

Mayor and City Council Action Required:

Discussion:

Financial Impact:

Recommendation:

Motion:

Action Dates:

ATTACHMENTS:
File Name Description
FY18_Motion_and_ordinance_to_introduce_budget.pdf FY18 Motion and Intro Bud



  
REQUIRED MOTION 

 
      MAYOR AND CITY COUNCIL 

 HAGERSTOWN, MARYLAND 
 
 
DATE: May 16, 2017 
 
TOPIC: Introduction of an Ordinance: Budget FY 2017/18 
 
 

Charter Amendment  _____ 
Code Amendment  _____ 

  Ordinance    X  
  Resolution   _____ 

Other    _____ 
 
MOTION:  
 

I hereby move for the introduction of an ordinance May 16, 2017 to adopt the City’s 
budget for fiscal year July 1, 2017 through June 30, 2018 in the total amount of $129,822,959.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  
  

 DATE OF INTRODUCTION: 5/16/2017  
          DATE OF PASSAGE: 05/23/2017 
             EFFECTIVE DATE: 07/01/2017 



ORDINANCE No.   
 
 

 ESTABLISHING THE BUDGET FOR  
 FISCAL YEAR JULY 1, 2017 TO JUNE 30, 2018 
 CITY OF HAGERSTOWN, MARYLAND 
 

Pursuant to the Charter of the City of Hagerstown, the City Council is required to adopt a budget providing a 
complete financial plan for the budget year, with estimates of anticipated revenues and proposed expenditures for the 
coming year.  The Charter further requires that the total anticipated revenues shall equal or exceed the total of the 
proposed expenditures. 
 

In accordance with the provisions of the City Charter, Article VII, Finance, the City Administrator submitted 
a proposed budget to the Mayor and Council not less than ninety days before the beginning of the fiscal year, and a 
public hearing was held on May 16, 2017 after eighteen days' notice in a newspaper of general circulation. 
 
NOW, THEREFORE BE IT RESOLVED, ENACTED and ORDAINED by the Mayor and Council of the City of 
Hagerstown, that the budget for the City for the fiscal year beginning July 1, 2017 and ending June 30, 2018, is hereby 
established as follows: 

Funds
Proposed FY18 

Budget

Mayor and 
Council 

Approved FY18 
budget

General Fund 44,422,161$     43,966,577$      
Community Development Block Grant Fund 1,202,434        1,202,434         
Other Special Revenue Funds 993,523           993,523            
General/Capital Improvement Projects 12,273,575      12,105,429       

Total Government Funds 58,891,693      58,267,963       

Electric Fund 24,053,782      24,053,782       
Water Fund 17,567,493      17,567,493       
Wastewater Fund 16,576,655      16,576,655       
Parking Fund 1,381,288        1,381,288         
Golf Fund 478,807           478,807            
Property Management Fund 906,389           906,389            

Total Enterprise Funds 60,964,414      60,964,414       

Service & Trust Funds 10,590,582      10,590,582       

Total Combined Uses of Funds 130,446,689$   129,822,959$   
 

BE IT FURTHER ORDAINED that the effective date of the budget established herein is July 1, 2017 and shall 
govern for the period set forth. 
 
 MAYOR AND COUNCIL OF THE 
 CITY OF HAGERSTOWN, MARYLAND 
 

(SEAL) 
 ___________________________________ 
 Robert E. Bruchey II, Mayor 
__________________________________ 
    Donna Spickler, City Clerk 
 
 
Date of Introduction: May 16, 2017     Record and return to: Donna Spickler, City Clerk 
Date of Passage:  May 23, 2017    City Hall, Room 200 
Effective Date:   July 1, 2017    One East Franklin Street 
     Hagerstown, MD 21740 



REQUIRED MOTION
MAYOR AND CITY COUNCIL
HAGERSTOWN, MARYLAND

Topic:
Approval of an Ordinance: Amendment to the City of Hagerstown Police and Fire Employees'
Retirement Plan

Mayor and City Council Action Required:

Discussion:

Financial Impact:

Recommendation:

Motion:

Action Dates:

ATTACHMENTS:
File Name Description

Amendment_11_-_Motion_to_Approve_5.16.17.pdf Police and Fire Retirement
Plan - Amendment 11
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