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MEMORANDUM OF UNDERSTANDING 
 
 

FISCAL YEARS  2022 - 2023 
 
 
 

between 
 
 
 

THE CITY OF BALTIMORE 
 

and 
 
 
 

AMERICAN FEDERATION OF STATE, COUNTY AND MUNICIPAL EMPLOYEES, 
AFL-CIO, COUNCIL 67 

 
and 

 
LOCAL 2202 

 
 
 
This Memorandum of Understanding entered into as of the 1st day of July 2021 between the Mayor 
and City Council of Baltimore ("Employer" or "City") and the American Federation of State, 
County and Municipal Employees, AFL-CIO, Council No. 67 and Local No. 2202 ("Union").  To 
the extent that implementation of these points requires action by the Board of Estimates ("Board") 
and/or the City Council, this Memorandum will serve a request and recommendation to such 
bodies that it be so implemented. 
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ARTICLE 1:  DECLARATION OF PRINCIPLE, POLICIES & PURPOSE 
 
It is the intent and purpose of the Union and the Employer to promote and improve the efficiency 
of the operations of the City of Baltimore.  In order to render the most efficient public service to 
the citizens of the City, the Union and Employer agree that this goal can best be achieved through 
an orderly, constructive and harmonious relationship between them.  The parties hereto are in 
further accord that effective employee relations in the public service requires a clear statement of 
the respective rights and obligations of labor and management and for this purpose enter into the 
following Memorandum of Understanding. 
 

ARTICLE 2:  RECOGNITION 
 
A. Exclusive Agent 
 
The Employer recognizes the Union as the exclusive negotiating representative of all eligible 
employees in units for whom the Union has been certified pursuant to the provisions of the 
Municipal Labor Relations Ordinance, Article 12, Sections 1 through 9 of the Baltimore City Code. 
 
B. Unit Information Provided 
 
The Employer agrees to furnish the Union on a quarterly basis a complete list of titles and rates of 
pay for all classes within the Union's jurisdiction. The list to be furnished shall include the name 
and work location of each person currently employed in the Union’s bargaining unit. Should the 
Union request, the City shall, within twenty (20) days after the Union’s request, furnish to the 
Union the home address for each person currently employed in the Union’s bargaining unit.  
 
C. Classification Change Notification 

 
The Employer shall notify the Union of all changes in job classifications or class specifications.  
The Union, if it requests, shall have the opportunity to discuss such changes with the Employer. 
The Employer’s notice of a change in job classification or class specification shall be given to the 
Union in writing and it shall include a reasonable description of the changes proposed, which 
description shall be delivered to the Union by mail, fax or e-mail, at least fourteen (14) days before 
the change is to take effect.  
 

ARTICLE 3:  CHECK OFF 
 
A.  The Employer agrees to deduct Union dues from the pay of any employee who authorizes such 
deductions in writing pursuant to the provisions of the Municipal Labor Relations Ordinance. The 
Employer shall transmit all such monies withheld to the Union within seven (7) days of said 
deduction. The Employer agrees to supply the Union with a dues deduction computer print-out 
monthly. Said print-out shall include each individual’s name, address, salary or wage, and the 
amount deducted per pay period. Said deductions and print-outs shall be provided without cost to 
the Union. Even if a probationary employee signs a dues check off authorization before the 
employee completes his/her probation as provided under the Municipal Labor Relations 
Ordinance, the City shall nonetheless begin to check off union dues, as authorized in the check off, 
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within the next full pay period following the City’s receipt of the check off authorization from the 
employee. The terms of this ¶ A. shall not for any other purpose change or expand the definition 
of an employee. 
 
B. P.E.O.P.L.E.  Deductions the Employer agrees to deduct from the pay of each employee 
from whom it receives an authorization to do so the monthly amount authorized by the employee 
for the Public Employees Organized for Political Legislative Equality (P.E.O.P.L.E.).  This 
voluntary authorization may be revoked at any time by notifying the Central Payroll Division in 
writing of the desire to do so.  A list of the employees from whom the deductions have been made 
and the amount deducted from each and a list of the employees who had authorized such 
deductions shall be forwarded to the Union no later than thirty (30) days after such deductions 
were made. 
 
The Union shall indemnify and save the Employer harmless of any and all claims, grievances, 
actions, suits or other forms of liability or damages that arise out of or by reason of any action 
taken by the Employer for the purpose of complying with any of the provisions of this section; and 
the Union assumes full responsibility for the disposition of the funds deducted under this section 
as soon as they have been remitted by the City to the Union.  

 
C. The City will provide up to 1 hour during orientation for a Union representative to meet 
with new employees. No less than once every six months, the City shall notify the Union, in writing 
by mail the times dates and places of all new employee orientation sessions. The City shall provide 
a confirmation notice of the place of each session one week before each scheduled session. 
 

ARTICLE 4:  DISCRIMINATION 
 
A. Equal Application 
 
The provisions of this Agreement shall be applied equally to all employees for whom the Union is 
the certified representative, without discrimination as to age, sex, marital status, race, color, creed, 
national origin, political affiliation, disability, sexual orientation and gender identification. 
 
B. Rights Guaranteed 
 
The Employer and the Union agree that they shall not interfere with employees in the exercise of 
their rights guaranteed under the Municipal Labor Relations Ordinance. 
 
C. Americans with Disabilities Act (ADA) 

 
The Americans with Disabilities Act (ADA) of 1990 makes it unlawful to discriminate in 
employment and employment practices against a qualified individual with a disability.  In 
accordance with this provision of ADA, the parties acknowledge the Employer's duty to provide 
reasonable accommodations to a disabled individual and the Employer shall take all actions 
necessary to comply with the Act. 
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ARTICLE 5:  MANAGEMENT RIGHTS 
 
The Employer shall have all of the rights set forth in Article 12, Section 3-2, of the Baltimore City 
Code, supra, which is incorporated herein by reference. 

 
ARTICLE 6:  GRIEVANCE & ARBITRATION PROCEDURE 

 
A. Grievance Defined 
 
Subject to any limitations of existing law, any grievance, defined in the Municipal Labor Relations 
Ordinance (Section 1-1 [g]) as a dispute concerning the application or interpretation of the terms 
of this Agreement or a claimed violation, misinterpretation or misapplication of the rules or 
regulations of any municipal agency or the Employer affecting the terms and conditions of 
employment, may be settled in the following manner. 
 
Step 1: 
 
The Union Steward with the aggrieved employee shall discuss the grievance with the employee's 
immediate supervisor within ten (10) calendar days, and in no event more than thirty (30) days, 
from the date of the events or conditions, or his knowledge thereof, which provide the basis for 
the grievance.  The employee's immediate supervisor shall attempt to adjust the matter within ten 
(10) calendar days of the presentation of the grievance. 
 
Step 2: 
 
If the grievance has not been satisfactorily resolved in Step 1, a written appeal may be taken to the 
employee's next higher supervisor on a form to be provided by the Employer and approved by the 
Union within ten (10) calendar days following the completion of Step 1.  The supervisor shall meet 
with and discuss the grievance with the Union Steward, the President of the Local Union or his 
designee and the aggrieved employee within ten (10) calendar days of the written appeal.  An 
answer to the grievance shall be submitted to the aggrieved employee and to the President of the 
Local Union in writing on the said form within ten (10) calendar days. 
 
Step 3: 
 
If the grievance has not been satisfactorily resolved in Step 2, a written appeal may be filed on said 
form with the Department Head within ten (10) calendar days following the completion of Step 2. 
Within ten (10) calendar days of such an appeal, the Department Head or management 
representative designated by him and the Labor Commissioner meet with the Union Steward, the 
President of the Local Union, a council representative and the aggrieved employee to discuss the 
grievance. The Labor Commissioner or his designee shall respond in writing on the said form 
within fifteen (15) working days thereafter. 
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Step 4: 
 

(a) If the grievance has not been satisfactorily resolved in Step 3, a review by 
an impartial arbitrator may be requested within twenty-one (21) calendar days following 
the completion of Step 3, by filing a written notice with the Labor Commissioner. If the 
grievance has not been satisfactorily resolved within twenty-one (21) days following the 
completion of Step 3, then either the Union or the Employer, but only the Union or the 
Employer, may request that the grievance be arbitrated before a neutral arbitrator selected 
for that purpose.  A copy of the notice or demand for arbitration shall be delivered to the 
Office of the Labor Commissioner.  Thereafter, either party may request the Federal 
Mediation and Conciliation Service to provide a list of seven (7) arbitrators who each are 
members of the National Academy of Arbitrators, FMCS Area No. 7.  An arbitrator shall 
be chosen by alternately striking names from the list; the last name remaining being the 
arbitrator chosen.  The decision of the arbitrator shall be final and binding on all parties to 
the arbitration. 
 

(b) The arbitrator shall be without power to add to, subtract from, change or 
alter any provision of the Agreement, Board policy, or of applicable State or local law. 
 

(c) The arbitrator shall confine himself to the precise question presented for 
arbitration and shall have no authority to determine any other question. 
 

(d) The arbitrator may hear or decide more than one (1) grievance if jointly 
requested by the parties. 

 
(e)    Except for disciplinary actions, all documents, communications, and 

records dealing with the processing of a grievance will be filed in a separate grievance file 
and will not be kept in the official personnel file of any of the participants.      

 
B. Time limits  
 
Time limits under this Article may be changed by mutual agreement. 
 
C. Untimely Responses 
 
If the finding or resolution of a grievance at any step of the procedure is not appealed within the 
prescribed time, said grievance will be considered settled on the basis of the last answer provided, 
and there shall be no further appeal or review.  Should the Employer not respond within the 
prescribed time, the grievance will proceed to the next step. A grievance must be timely advanced 
once it is answered by management. A grievance may be advanced to the next step at any time 
after the time for an answer has expired, even though an answer has not been issued. 
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D. Cost of Arbitration 
 
The cost of any arbitration proceedings under this Agreement, including per diem expenses of the 
arbitrator, if any, and actual and necessary travel and subsistence expenses, shall be equally divided 
between the Employer and the Union. 
 
E. Computing of Time Limits 
 
In computing the time limits under this Article, the date of the preceding event shall be counted. 
 
F. Discharge & Suspension Grievances 
 

1. The time period for filing a grievance under this Memorandum or an administrative 
appeal before the City’s Civil Service Commission to contest any form of discipline shall not begin 
until after a conference is held, or in the case of a termination after the pre-termination hearing is 
held, the final action is issued by the appointing authority and the employee(s) affected have 
received written notice of such action.  
 

2. The rights of any employee who, on or after July 1, 2007, is discharged, reduced in 
pay or position or suspended for more than thirty (30) days, shall be as prescribed in Article VII, 
Section 100 of the Baltimore City Charter (2006), as amended by City Council Resolution 06-017 
(ratified November 7, 2006) and in Article 22, Paragraph C. of this Memorandum.  
 

3. Any employee who is suspended for three or more days, but less than thirty-one (31) 
days, shall be permitted to grieve such discipline. The Union may advance the employee’s 
grievance to arbitration if in its discretion the Union finds arbitration to be appropriate. The issue 
presented, which may be decided by an arbitrator, shall be whether, consistent with Baltimore City 
Code (2010), Article 12, Section 3-2(3)(i), the discipline was for just cause, and, if not, what shall 
be the remedy. 
 
G. A grievance may be advanced to the next step at any time after the time for an answer has 
expired, even though an answer has not been issued. A grievance must be timely advanced once it 
is answered by management. 
 

ARTICLE 7: BARGAINING UNIT INTERGRITY 
 
A. On a quarterly basis, the Employer shall prepare a written report (the “Quarterly Report”) 
which shall be delivered by the Employer to the Union within thirty days of the end of each 
calendar quarter.  
 
The Quarterly Report shall contain the number of bargaining unit positions that are authorized 
within the annual operating budget of the City, and the number of positions that are vacant or are 
not filed by permanent employees who are members of the City’s Civil Service and who are 
covered by this Memorandum of Understanding.  
 
B. If requested by the Union, the Employer shall meet with the Union to discuss the 
Employer’s efforts to fill those positions identified as vacant or unfilled. If the Union requests it, 
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the Employer shall attempt to identify every bargaining unit position that is vacant, or that has 
been filled by an acting out of title assignment for more than sixty (60) days, within the 30-days 
following receipt of a Bi-annual Report.  
 
C. If, during FY 2022 – FY 2023, the City is considering entering into a contract under which 
employees of that contractor will directly replace unit employees who, during one of these Fiscal 
Years, has been previously laid off, or such contract will result in the subsequent layoff of unit 
employees because the work will be performed by one of the contractor’s employees, the City 
agrees to give the Union sixty (60) days advance notice of such contracting and to discuss the 
impact of such contract, all alternatives to contracting out of this work or laying off employees, 
including but not limited to employment of unit employees in the same or similar classifications 
doing similar work or in other classifications for which they are qualified. 
 
D. The City will provide the Union with access to electronic copies of all RFPs.  If the Union 
determines that an RFP impacts bargaining unit members, upon request, the City shall discuss with 
the Union possible alternatives to privatization, the projected savings to result from privatization 
and alternatives for bargaining unit members who will be adversely affected by the proposed 
initiative.   
 

ARTICLE 8:  UNION STEWARDS & UNION REPRESENTATION 
 
A. Union Representation 
 
The Employer recognizes and shall deal with the appropriate accredited Union Steward in areas to 
be defined by the parties and, where provided for in this Agreement, with the Union President 
and/or Council Representative in all grievances filed under this Agreement. 
 
B. Steward Listing Provided 
 
A written list of the Union Stewards and alternates shall be furnished to the Employer immediately 
after their designation and the Union shall notify the Employer promptly of any changes of such 
Union Stewards. 
 
C. Number of Stewards and Alternates 
 
There shall be no more than one Union Steward and alternate in each area referred to in Section A 
of this Article. 
 
D. Grievance Process & Investigation 
 
After appropriate notice to his immediate supervisor, a Union Steward shall be granted reasonable 
time off during working hours when he is engaged in processing a grievance under Article 6 of 
this Agreement. 
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E. Local President – Union Business Leave 
 

The President of the Union shall, when the need arises, be granted up to twelve (12) hours per 
week for the purpose of conducting Union business. If the President is unable to attend, the Vice 
President shall be allowed to attend on the President’s behalf. 
 
The processing or attending of union grievances shall not be deducted from this leave. 
 
All leave requests must be must be submitted and approved in advance.  Requests may be denied 
for operational needs. 
 

ARTICLE 9:  SENIORITY 
 
A. Application 
 
The Employer and the Union recognize the principle of seniority as a factor in promotion, layoff, 
reemployment, transfer and other conditions of employment; and recognize the need of 
maintaining an efficient work force.  The application of seniority under this Article shall prevail 
where the principle does not conflict with any provision of applicable law. 
 
B. Layoffs 
 
In the case of reduction-in-force or the elimination of a position: 
 

(a) Classification seniority within the division shall be given, provided the employee's 
productivity is satisfactory. 
 
(b) However, as to executive, administrative, technical or professional employees, the 
current Civil Service Rule #52 shall apply. 
 
(c) An employee who has been identified for layoff shall be able to displace a less senior 
employee in a lower classification in a job series within the same layoff unit, provided he 
is qualified and able to perform the duties of the job. 
 
For the purpose of this Paragraph, seniority shall be defined as the total length of 
continuous service in the higher and lower classifications. 
 
(d) An employee who displaces an employee in a lower classification in this manner 
shall be placed on the reemployment list established for the higher classification in 
accordance with Civil Service rules. 

 
C. Entitlement Prior to Layoff 
 
Before an employee's effective layoff date is scheduled, he (she) shall be entitled: 
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1. to convert to cash, whichever is greater, his/her legacy vacation or current vacation 
(up to a maximum of 45 days) and legacy personal leave. 

 
In either event, sick leave for the then current sick leave year shall be converted at the time of 
employment termination to cash payment on a one (1) for four (4) basis as provided in Article 11 
of this Memorandum. 
 
D.   Seniority for Promotional Opportunities 
 
The Mayor’s Office of Children and Family Success (“MOCFS”) will evaluate all current 
employees for promotional opportunities provided that the employee follows the Civil Service 
recruitment process. In determining eligibility for promotion, factors shall include, but are not 
limited to, seniority, work record and the length of service in the particular division. In accordance 
with the guidelines set forth by the Department of Human Resources, candidates for Civil Service 
positions will be interviewed by a panel. 
 
Local 2202 may designate one (1) member of the Union of equal rank to the position being filled 
to attend the panel interviews as an observer but shall have no speaking role. The Union 
Representative will not serve on the panel or participate in the questioning of the candidates for 
promotion. The Union Representative shall be given the opportunity to offer his/her feedback to 
the panel members prior to their deliberation. After the Union Representative has offered his/her 
feedback, he/she will leave the interview room prior to the panel’s deliberation. The Union 
Representative shall also be required to sign a confidentiality agreement prior to attending the 
interview, agreeing to keep all information disclosed during the interview(s) confidential, unless 
it is required to be disclosed by law or required to be disclosed for official City business. Should 
the member violate the confidentiality agreement, he/she will be subject to disciplinary action. 
 
The conditions upon which the union member participates during the interviews are subjects for 
renegotiation at the expiration of the current MOU. 
 
E.  Reduction-in-Force 
 
In case of a reduction-in-force, an employee with twenty (20) years or more of continuous City 
service may volunteer to be laid-off.  The employee must send a written request to the agency head 
asking that he be selected for lay-off.  If the agency head approves the request, the employee must 
also meet the Employees' Retirement Systems (ERS) eligibility requirements. 
 
F.  Department of Human Resources Mailing List 
 
Vacancies occurring within the Bargaining Unit shall be posted on the Department of Human 
Resources (DHR) website. The Union will encourage employees to notify MOCFS of their 
interest in other classified service positions for which they qualify. The MOCFS will make good 
faith efforts to send notice to the Union President when requests for postings are made to the 
City’s Central DHR. 
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ARTICLE 10:  HOLIDAYS 
 
A. Holidays Listed 
 
Leave with pay shall be granted for the following days referred to herein as holidays: 
 
 New Year's Day 
 Martin Luther King's Birthday (The observation shall coincide with the State of Maryland 
 observation) 
 President’s Day 
 Good Friday 
 Memorial Day (The observation shall coincide with the State of Maryland observation)  
 Juneteenth   
 Independence Day 
 Labor Day 
 Indigenous Peoples’ Day (The observation shall coincide with the State of  Maryland observation) 
 Veteran’s Day 
 Thanksgiving Day 
 Christmas Day 
 
B. Congressional Election Day 
 
U.S. Congressional Election Days, which occur on the Tuesday following the first Monday in 
November in even numbered years, shall also be observed as a holiday. 
 
C. Voting Time 
 
In the case of an election other than general or congressional, and upon request, the Employer shall 
allow employees who are eligible and registered to vote up to two (2) hours leave, if necessary, 
for the purpose of voting without loss of pay. 
 
D. Holidays Falling on Weekends 
 
If a holiday falls on a Saturday, the preceding Friday will be observed as the holiday; if a holiday 
falls on a Sunday, the following Monday will be observed as the holiday.  In the case of employees 
working on a schedule other than Monday through Friday, if one (1) of the listed holidays falls on 
one (1) of the employee's regular days off, he shall be granted another day off within the same pay 
period or not later than the following pay period, or be paid one day's pay.  Management will 
consider employee requests for a substitute day off within the time frame specified above. 
 
E. Holidays & Sick Leave 
 
An employee scheduled to work on a holiday who calls in sick shall be charged for sick leave on 
that day.  Failure to notify the supervisor of illness will result in no pay for that day. 
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F. Holiday Pay Eligibility 
 
To be eligible for holiday pay, an employee must be in pay status at least one (1) day in the payroll 
period in which the holiday occurs. 
 
G. Rates for Holidays Worked 

 
Employees required to work on a holiday will be paid at the rate of one and one-half (1½) times 
their regular hourly rate of pay for each hour worked in addition to their holiday pay. 

 
ARTICLE 11:  VACATION LEAVE 

 
A. Accrual 
 
Vacation leave for employees covered by this Memorandum of Understanding is accrued in 
relationship to the length of continuous service with the Employer as follows. 

 
1. Employees with less than six (6) years of service shall earn vacation leave of one (1) 

working day for each month of completed service, or a total of twelve (12) days per year. 
 
2. Employees who have six (6) but less than eleven (11) years of completed service shall 

earn vacation leave of one and one-quarter (1¼) working days for each month of completed 
service, or a total of fifteen (15) days per year. 

 
3. Employees who have eleven (11) but less than fourteen (14) years of completed service 

shall earn vacation leave of one and one-half (1½) working days for each month of completed 
service, or a total of eighteen (18) days per year. 

 
4. Employees who have fourteen (14) but less than nineteen (19) years of completed service 

shall earn vacation leave of one and three-quarters (1¾) working days for each month of completed 
service, or a total of twenty-one (21) days per year. 

 
5. Employees who have completed nineteen (19) or more years of continuous service shall 

earn vacation leave of two (2) working days for each month of completed service, or a total of 
twenty-four (24) days per year. 
 
B. Vacation Requests 
 
Vacation may be taken by employees entitled thereto subject to approval of their supervisor.  Such 
approval shall not be unreasonably withheld.  Requests for vacation shall be completed by the 
employee on the prescribed agency form and submitted to the supervisor at least one (1) week 
prior to the first day of leave, if the leave is to last one (1) week or more.  Except in cases of 
emergency, leave request for amounts of time less than one (1) week are to be submitted at least 
one (1) full working day prior to the expected start of the leave.  While every effort shall be made 
to meet the desire of employees requesting their periods of vacation leave, vacation schedules must 
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conform to the requirements of operations and vacations must be taken as scheduled by the 
supervisor.  Conflicting requests for vacation shall be resolved on the basis of seniority. 
 
C. Vacation Pay 
 
Pay for all vacation days will be based on the employee's regular rate of pay. 
 
D. Holidays Within Scheduled Vacation Periods 
 
Any holiday as defined in this Memorandum which falls within an employee's scheduled vacation 
shall not be counted as a day of vacation leave. 
 
E. Early Closings & Vacations 
 
Employees on vacation leave on any day of early closing shall be charged the full vacation leave 
that they would have been charged if the early closing had not occurred. 
 
F. Vacation Leave Units 
 
An employee may use vacation leave in no less than thirty (30) minute increments. 
 
G. Accrual While in Pay Status 
 
Vacation leave shall accrue provided that the employee is in a pay status at any time during the 
payroll period in which his anniversary date occurs. 
 
H. Prior Service Recognized 
 
Prior service shall be recognized in computing vacation entitlement of employees who had 
permanent status at the time of layoff due to lack of work or lack of funds and who are subsequently 
reemployed. 
 
I. Prior Service Recognition: Exception 
 
Employees who are reemployed, except as defined in I, above, following a break in service of 
thirty (30) or more work days, shall be considered as new employees for the purpose of computing 
vacation allowance. 
 
J. Vacation Carried on Transfers 
 
Whenever employees transfer from one (1) permanent City position to another permanent City 
position without a break in service they shall be entitled to retain their vacation balance. 
 
K. Vacation and Military Leave 
Employees may, when granted leave of absence for military service, utilize their accrued vacation.  
If such vacation leave is not utilized, it shall be retained pending their return to City service. 
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L. Bonus Vacation Provision 
 
In addition to accrued vacation, the legal heirs of employees who die shall be granted a bonus 
equivalent to the amount of vacation to which the employee would have been entitled for twelve 
(12) months of service; provided, however, that if within six (6) months immediately prior to the 
employee's date of death, the employee had been granted extended sick leave in excess of the 
bonus entitlement, bonus leave shall not be approved.  Payment for vacation and bonus leave shall 
be made to those entitled by law to inherit from the deceased employees. 
 
M. Vacation Leave Pay-out Upon Separation 
 
Employees who are separated from City service, regardless of reason, shall be paid in full as of 
their date of separation for any accumulated vacation, personal leave, overtime or bonus pay, 
except in the case of bona fide indebtedness to the Employer. The cutoff ticket must contain, 
therefore, a record of all leave due the employee upon his separation. 
 
N. Vacation Accrual: Part-time Permanent 
 
Part-time permanent employees shall accrue vacation leave in accordance with the following 
schedule. 
 

1. Part-time permanent employees with less than six (6) years completed continuous 
service shall be credited with one (1) day vacation leave when they have worked a total of one 
hundred sixty (160) hours. 

 
2. Part-time permanent employees with six (6) but less than eleven (11) years of completed 

continuous service shall earn vacation leave of one and one-quarter (1¼) working days for each 
one hundred sixty (160) hours worked. 

 
3. Part-time permanent employees with eleven (11) but less than fourteen (14) years of 

completed continuous service shall earn vacation leave of one and one-half (1½) working days for 
each one hundred sixty (160) hours worked. 

 
4. Part-time permanent employees with fourteen (14) but less than nineteen (19) years 

of completed continuous service shall earn vacation leave of one and three-quarters (1¾) working 
days for each one hundred sixty (160) hours worked. 

 
5. Part-time permanent employees with more than nineteen (19) or more years of 

continuous completed service shall earn vacation leave of two (2) working days for each one 
hundred sixty (160) hours worked. 
 
In each instance, the vacation day shall be eight (8) hours.  
 
O. Probationary Employees 
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Employees who have not previously served a probationary period shall earn vacation at the 
rate of one (1) day per month of completed service and shall be entitled to use their accumulation 
upon the completion of their probationary period of six (6) months.  The probationary period shall 
not interfere with the employee's privilege of using sick leave or personal leave as it is 
accumulated; provided, however, that in the event a probationary employee's service is terminated, 
all accumulated leave shall be forfeited. 

 
P. Leave Reform 
 

1. Notwithstanding the preceding terms in this Article 11, effective July 1, 2015, all 
vacation days accrued by each employee through June 30, 2015 shall be set aside in a “Legacy 
Vacation Account” which account shall reflect all of the employee’s accrued but unused vacation 
days through that date.  

 
2. Beginning July 1, 2015, the City shall open a “New Vacation Account” for each 

employee into which account the City shall deposit vacation days consistent with all other terms 
of this Article 11.  At the end of each calendar year, each employee’s New Vacation Account shall 
not exceed forty-five vacation days. 

 
3. Over the course of each fiscal year, employees shall be permitted to use or expend 

vacation days, first, from their New Vacation Account.  Any additional vacation days used or 
expended by an employee, in excess of vacation days currently accrued or vacation days deposited 
in the new Vacation Account shall be drawn from the Legacy Vacation Account.  Once a day is 
expended or withdrawn from the Legacy Vacation Account it may not be replaced or returned to 
the Legacy Vacation Account. 

 
4. Each year, employees shall be given opportunity to use all new vacation days earned 

during the current calendar year, to avoid any forfeiture of vacation days accrued.  

ARTICLE 12:  SICK LEAVE 
 
A. Sick leave with pay shall be received by employees who have accrued sick leave and who 
are required to be absent from duty because of personal sickness, injury or pre- or post-natal 
disability.  

 
B. See Addendum C. 
 
C. There shall be no ceiling on accumulation of sick leave. 
 
D. Employees may convert to cash one (1) day of unused sick leave for each four (4) days of 
sick leave accrued during the sick leave year at their rate of pay at the time of conversion.  The 
sick leave year begins on the day immediately following the last payroll period in November and 
extends through the last payroll period in November of the following year.  All sick leave days not 
converted to cash shall be carried forward and retained as accrued sick leave.  Payment for 
converted sick leave shall be made no later than December 24 each year. 
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E. Employees who resign or terminate employment after June 1of any year shall be entitled 
to convert to cash one (1) day of unused sick leave for each four (4) days of sick leave accrued 
during the then current sick leave year. 
 
F. In addition to their accrued vacation leave, employees who are pensioned or who elect to 
terminate their service without pension and have completed at least twenty (20) years of service, 
shall be entitled to a bonus of one (1) day's pay for each four (4) days of accumulated sick leave at 
the time of their retirement and/or termination from City service. 
 
G. Sick leave will not be granted where there is evidence of abuse of the sick leave principle 
through malingering or false application for such leave. 
 
H. An employee may use sick leave in no less than thirty (30) minute increments.  
 
I. Employees shall notify their supervisor prior to the start of the employee's work shift on 
the first day of absence due to illness, and at such intervals as specified by the supervisor for the 
duration of such absence. 
 
J. All use of sick leave is subject to verification, including periodic examination by the 
Employer's physician. 
 
K. Sick leave with pay shall be granted for pre- and post-natal disability to an employee who 
is disabled to such a degree that she is unable to provide service to the Employer. The Employer 
and the Union recognize that this disablement will occur, in most cases, during the period four (4) 
weeks before and six (6) weeks after delivery. 
 
An employee who is temporarily absent from her position due to reasons described above and who 
remains on the payroll in either a "S" or "SX" status due to that continuing disability, and who is 
not on a leave of absence, shall be allowed to return to her respective position at the end of the 
disability. 
 
L. Should a day designated herein as a holiday occur while an employee is on sick leave, that 
day shall be observed as a holiday and shall not be charged against sick leave. 
 
M. An employee with at least three (3) years of City service and who is unable to return to 
work after all of his accrued sick leave, vacation leave and personal leave have been exhausted 
may request extended sick leave with pay.  If the Department Head deems such an extension 
advisable, he may recommend it to the Department of Personnel.  Such request must be 
accompanied by a medical certificate.  No extension, however, may exceed one (1) day per month 
of completed service (or in the case of part-time permanent employees one (1) day for each one 
hundred sixty (160) hours worked).  Upon return to work and after accumulating ten (10) sick 
leave days, an employee receiving this benefit must reimburse the City for one-half (½) of the 
extended sick leave days granted. 
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N. In the case of part-time permanent employees, sick leave shall accrue at the rate of one (1) 
day sick leave for each one hundred sixty (160) hours worked.  A day of sick leave shall be equal 
to a regular full time work day of an employee covered by this Memorandum. 
 
O. Employees may use up to five (5) days of their accumulated sick leave to care for an 
immediate family member who has a serious health condition, all as defined in the Family and 
Medical Leave Act of 1993 (the FMLA).  
 
P. An employee may utilize accumulated leave for appointments with doctors and dentists, 
which appointment could not be scheduled at other times.  Sick leave used with prior supervisory 
approval for such appointments will not count as an "occasion" under the Attendance Monitoring 
Program.  Such requests should be made as soon as possible prior to the date of the appointment, 
but not less than ten (10) working days prior the appointment. 
 
Q. The Family and Medical Leave Act of 1993 and the provisions of Administrative Manual 
AM-203-3 that implement the FMLA shall be followed. The Employer shall notify an employee 
when paid leave for which the Employee qualifies may also be counted against the Employee’s 
available leave under the FMLA.  
 
R. See Addendum E. 
 

ARTICLE 13:  OTHER LEAVE 
 
A. Bereavement Leave 
 
Four (4) consecutive work days leave with pay shall be granted upon request in the event of a death 
in an employee’s immediate family. The immediate family shall be considered as: father, mother, 
mother-in-law, father-in-law, grandparents, sister, brother, spouse, (as defined in the 
Administrative Manual (AM), children, grandchildren, step and half-blood relatives. One (1) day’s 
leave of absence will be authorized for the death of aunts and uncles. This one (1) day leave of 
absence must be taken within four (4) calendar days of the date of death or in conjunction with a 
memorial or funeral service. 
 
The four (4) days shall commence, at the option of the employee, on the day of death, the day 
following the day of death, or in conjunction with a memorial or funeral service.  In the event the 
deceased relative lived in the same household as the employee making the request, the deceased 
shall also be considered to have been a member of the immediate family. 
 
Employees who require additional time off beyond these four (4) days may request and shall be 
granted additional reasonable time off charged to vacation or personal leave. 
 
The Employer may ask for information to document a request for death leave due under this Article 
if there is a reasonable cause to believe that an employee who has requested the leave has abused 
the benefit or misrepresented his or her right to demand time off for the leave. 
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B. Job Injury Leave 
 
In the event that an employee shall suffer a line-of-duty injury or illness, said employee shall 
remain in paid status without being charged sick leave until such time as a decision is made by the 
third-party administrator as to whether or not the injury or illness shall be classified as line-of-duty 
or non-line-of-duty. The employee shall be paid an amount equal to sixty-six and two-thirds 
percent (66 2/3%) of his/her regular pay which may be excluded from federal adjusted gross 
income and therefore is not subject to either federal or state income tax (standard Workers 
Compensation benefit). In addition, the Employer shall provide a supplement to the standard 
Worker's Compensation benefit so that the gross pay of employees is equal to eighty-five percent 
(85%) of the employee’s regular gross pay. If it is determined that the injury is non-line-of-duty 
and the employee has been paid for days in excess of his accrued leave days, he shall repay or be 
docked for such pay; provided, however, that such repayment or docking shall not exceed forty-
five (45) days of overpayments. An employee may repay any amount owed by using sick leave, 
vacation or personal leave days or by having his pay docked; provided, however, that in no instance 
shall the Department dock an employee more than twenty-five percent (25%) of any paycheck. 
 
C. Civil Defense Leave 
 
Any employee who is an accredited volunteer of a Civil Defense Organization may be granted 
permission by the head of the department, bureau, or other municipal agency in which he is 
employed to participate in Civil Defense pre-emergency training programs and test exercises 
during working hours without loss of pay or vacation, subject to the following conditions: 
 

1. A request for such permission shall be made in each instance in writing to the 
appropriate department, bureau or agency by the Civil Defense Director of Baltimore City. 

 
2. The total amount of time for which permission may be granted to any employee for 

the purposes outlined shall not exceed forty (40) hours in any calendar year. 
 
D. Military Training 
 
All employees who are members of the  Armed Forces (Army, Navy, Air Force, Marine Corps, 
and Coast Guard) or a Reserve component of one of these branches; the Public Health Service 
Commissioned Corps; the Maryland organized militia (Maryland Army National Guard, the 
Maryland Air National Guard, the Inactive National Guard, and the Maryland Defense Force); and 
any category of persons designated by the President in time of war or national emergency shall be 
entitled to leave of absence from their respective duties, without loss of pay, time or reduction in 
efficiency rating, on all days during which they shall be engaged in field or coast defense or other 
training ordered or authorized under any law of the United States, during such time as they are on 
annual inactive duty training, for a period not to exceed fifteen (15) working days in any calendar 
year; provided, however, if any members of the organized militia are ordered to active duty in the 
event of an emergency, they shall be entitled to leave of absence without loss of pay, time or 
efficiency rating for such time while actually serving under such active duty orders, in addition to 
the fifteen (15) working day period specified above. 
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E. Jury Service 
 
An employee who is required to perform jury service in any court (City, Federal or County) shall 
be paid his regular salary.  Employees shall notify their supervisor immediately by memorandum 
attaching a copy of their summons.  
 
An employee who reports for jury duty and is dismissed, shall report to work for the remainder of 
the working day.  The City will no longer deduct from wages the funds paid by the jurisdiction for 
jury service. 
 
F. Leave Without Pay (LWOP) 
 

1. Upon application in writing any employee may be granted a leave of absence without 
pay, not to exceed one (1) year, for the reason of personal illness, illness in the immediate family 
or disability.  Extensions of leaves of this nature shall be mutually agreed upon by the Employer 
and the Union. 

 
2. Any employee elected or appointed as President, Vice President or Council 

Representative of the Union shall be granted a leave of absence without pay for the term of the 
election or appointment to his office or any extension thereof. 

 
3. Education Leave. After completing one (1) year of continuous service, any employee, 

upon request and upon the approval of the appointing officer and the Department of Human 
Resources, shall be granted a leave of absence without pay for education purposes. The period of 
the leave of absence shall not exceed nine (9) months, but may be extended or renewed upon the 
request of the employee and with the concurrence of the appointing officer and the Department of 
Human Resources. 

 
Leaves of absence for educational purposes shall not be granted more than once every three (3) 
years. 

 
The Employer and the Union agree to cooperate in the development of job training upgrading, 
apprenticeship and career ladder programs. 

 
4. Prior creditable City service shall not be forfeited if an employee is granted a leave 

of absence without pay.  An employee on a leave of absence without pay for more than thirty (30) 
calendar days shall not lose any accrued leave or seniority while on such leave of absence. 
 
In the event a leave of absence without pay exceeds thirty (30) calendar days, the employee's 
seniority and increment dates will be delayed one (1) day for each day of the leave of absence, 
except for any employee who is on leave of absence without pay for military service. 
 
G. Union Conventions 
 
The Employer shall grant leave without loss of pay to employees officially designated as delegates 
to regularly scheduled Union conventions and conferences; provided, that during any one (1) 
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calendar year, not more than fifteen (15) such employees shall be granted such leave and no 
employee shall be granted such leave more than once 
 
H. Personal Leave 
  

1. Effective July 1, 2015, all personal leave days accrued by each employee through 
June 30, 2015, up to a total of eight (8) days, shall be set aside in a “Legacy PL Account” which 
account shall reflect all of the employee’s accrued but unused personal leave days through that 
date.  

  
2. Beginning July 1, 2015, the City shall open a “New PL Account” for each employee 

into which account the City shall deposit four (4) personal leave days consistent with all other 
terms of this Article 13, ¶ H.  On or before June 30 of each Fiscal year, each employee’s New PL 
Account shall be exhausted or zeroed out, thus to leave no personal leave days to carry forward. 

  
3. Over the course of each calendar year, employees shall be permitted to use or expend 

personal leave days, first, from their New PL Account.  Any personal leave days used or expended 
by an employee, in excess of personal leave days deposited in the New PL Account shall be drawn 
from the Legacy PL Account.  Once a day is expended or withdrawn from the Legacy PL Account 
it may not be replaced or returned to the Legacy PL Account. 

  
4. Request for personal leave for religious holidays shall not be denied. 
  
5. Employees will be paid for unused personal leave in their Legacy PL accounts when 

separated from City Service. 
 
I. Leave Usage 
 
An employee may use vacation leave, personal leave, and sick leave in units of no less than thirty 
(30) minute increments. 
 
J. Graduation Leave 
 
Effective July 1, 1999 employees shall receive a one-day leave of absence with pay to attend his 
own graduation from an accredited college or university, or a ceremony to receive a GED 
certificate, if scheduled during the employee's regularly scheduled workday. 

 
Effective July 1, 1999, employees shall receive one-day leave of absence with pay to attend 
graduation exercises of a spouse, child or authorized dependent, as certified on the employee 
benefits file or legal documentation, from senior high school or an accredited college or university 
provided that the graduation exercises are scheduled during the employee's regularly scheduled 
workday.  All requests for graduation leave must be submitted at least four weeks in advance.  
Documentation of the graduation exercise must be submitted with the leave request. 
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ARTICLE 14:  HOURS OF WORK 
 
A. Consecutive Daily Hours 
 
The regular hours of work each day shall be consecutive except for interruption for lunch periods. 
Except in those situations where the City implements its emergency schedules (such as inclement 
weather or other event which seriously impacts the City and its operation), the previously posted 
schedule of daily reporting and quitting times may not be changed without prior notice to the 
Union.  If requested, the City shall meet and discuss such change with the Union.  The intent of 
this provision is to require the City to observe an employee’s starting and quitting times which 
have been previously posted. 
 
B. Work Week 
 

1. A regular work week shall be scheduled and posted for each City worksite. 
  
2. The work week shall consist of five (5) consecutive work days. 

 
C. Work Day 
 
A maximum of eight (8) consecutive hours, including a paid forty (40) minute lunch period, shall 
constitute a work day.  All employees shall be scheduled to work on a regular work shift, and each 
work shift shall have a regular starting and quitting time. 
 
D. Lunch Period 
 
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. 
 
E. Work Outside Regular Shift 
 
Employees called into work outside of their regular shift shall receive pay for a minimum of four 
(4) hours at the rate of time and one-half (1½) their regular pay. Any employee called to or required 
to work prior to or after his regular shift, but annexed consecutively to one end or another thereof, 
shall be paid at the rate of one and one-half (1½) times his regular rate of pay only for the time so 
worked, but in no event less than one (1) hour, and the aforesaid four (4) hour minimum provision 
shall not apply. The employee shall then be paid for the balance of his regular work shift at the 
appropriate rate. Nothing herein shall be construed to mean compounding of overtime. 
 
An employee required to work three (3) or more hours immediately following the completion of a 
normal full-time work shift shall receive a meal allowance of $8.00 (eight dollars). 
 
F. Limitation on Consecutive Work Hours 

 
Shift and other employees shall not be required to work more than sixteen (16) consecutive hours 
without an eight (8) hour break except in the case of an emergency endangering life, health and 
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safety.  If an employee is required to work for more than sixteen (16) consecutive hours under such 
an emergency situation, that period shall not exceed twenty-four (24) consecutive hours. 
 

ARTICLE 15:  OVERTIME 
 
A. Overtime Defined 
 
All hours worked in excess of the regularly scheduled work day or in excess of the regularly 
scheduled work week shall be considered overtime and paid for at the rate of 1½ times the normal 
straight time rate of pay. 
 
B. Paid Leave Considered Time Worked 
 
All paid leave shall be considered time worked in the computation of overtime. 
 
C. Overtime Equalization 
 
Overtime work shall be offered equally to employees working within the same job classification 
in each work area.  The offering of overtime shall be equalized over a twelve-month period 
beginning January 1st to December 31st.  Insofar as practical on each occasion, the opportunity to 
work overtime shall be offered to the employee within the job classification who has the least 
number of overtime hours to his credit at that time.  If this employee does not accept the 
assignment, the employee with the next fewest number of overtime hours to his credit shall be 
offered the assignment.  This procedure shall be followed until the required employees have been 
selected for the overtime work.   
 
D. Overtime Voluntary or Mandatory 
 
Overtime work shall be voluntary except in the event of an emergency. There shall be no discipline 
against any employee who declines to work voluntary overtime. In the event of a declared 
emergency, overtime may be mandatory. For the purpose of this paragraph, an emergency situation 
is defined to mean an unforeseen serious situation or an occurrence that happens unexpectedly and 
demands immediate action.  A record shall be kept for each employee and posted, showing the 
number of hours of overtime the employee was offered but refused to work. These hours shall be 
counted toward overtime offered as per paragraph C above. If an employee fails to report for an 
overtime shift for which the employee has volunteered, no discipline shall be implemented if the 
employee has a documented illness or injury, or the employee is excused from an assignment of 
voluntary overtime at least twenty-four (24) hours before the start of the scheduled shift. In the 
event an employee fails to report for mandatory overtime, the employee may be subject to 
progressive discipline. If the employee is unable to report due to a verifiable unforeseen situation 
beyond the employee’s control, no discipline will be imposed. 
 
E. Seventh Consecutive Day of Work 
 
The overtime rate of pay for all hours worked on the seventh consecutive day worked in a regular 
work week shall be at the rate of two (2) times the normal straight time rate of pay. 
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Where in the normal operation of a department, work is regularly scheduled on Saturdays and/or 
Sundays, no more than ten (10) days of work shall be scheduled for any employee in each fourteen 
(14) day period.  An employee working this type of schedule shall be paid one and one-half (1½) 
times his hourly rate for all hours worked in excess of ten (10) regularly scheduled days during 
said fourteen (14)-day period, except that for all hours worked in excess of twelve (12) days during 
said fourteen (14)-day period the employee shall be paid two (2) times his hourly rate. 
 
F. Rearranged Work Schedules:  Disallowed 
 
The Employer shall not vary or rearrange work schedules to avoid the payment of overtime. 
 
G. Two or More Different Types of Work 
 
When an employee in a single work week works at two (2) or more different types of work for 
which different straight-time rates have been established, the employee will receive paid overtime 
for the type of work that is performed during the overtime hours at the higher rate for all hours 
over forty (40) in a work week.  

 
ARTICLE 16:  SAFETY AND HEALTH 

 
A. The City shall provide to all members of the Union’s bargaining unit a safe and healthful 
work place. The Employer and the Union shall cooperate in the enforcement of safety.  Should an 
employee feel that his work requires him to be in unsafe or unhealthy situations, the matter shall 
be considered immediately by the Employer.  If the matter is not adjusted satisfactorily, it may 
become the subject of a grievance and will be processed according to the grievance procedure.  If 
an employee feels that a piece of motor vehicle equipment he must operate is unsafe, he shall 
immediately report it to his supervisor who shall make an immediate inspection.  No employee 
shall be required to operate an unsafe piece of motor vehicle equipment. 

 
B.  A Joint Labor/Management Committee shall be established to review safety standards, 
accident related causes and other safety matters to promote employee safety. 

 
C. In addition, a Joint Labor/Management Safety Committee shall be established with equal 
Union and City representatives to discuss safety and health issues as they relate to AFSCME Local 
2202 employees. 
 
D. To enable the City to safeguard the safety, health and well-being of all bargaining unit 
employees, the City shall, within thirty (30) days after the demand of either the Joint Committee 
or the Union, furnish to the Joint Committee, or to the Union, or to both, either (i) copies any work 
site inspections or statements of clinical findings which may concern the work or place(s) of 
employment of members of the Union’s bargaining unit; or (ii) any information that is within the 
City’s possession, custody or control about specific pathogens, contagions, environmental hazards, 
toxic chemicals, health or accident risks that are under active study by the Joint Committee under 
this Article 15. 
 
E.  
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1. When an employee is directed by the City to report to the City of Baltimore 
Occupational Medical Services (Mercy Clinic), the City shall require the Mercy Clinic to correctly 
disclose the scope and terms of its professional engagement to the employee. 

 
2. No employee shall be required, as a condition of employment, to authorize the Mercy 

Clinic to assume the capacity of that employee’s treating physician or treating medical care 
provider. 

 
3. No employee shall be required to consent to a medical procedure or test that is 

inconsistent with generally accepted medical principles, or which, otherwise, is not medically 
indicated.  

 
4. The City shall, at all times, honor and require the Mercy Clinic to honor its 

employees’ confidentiality and privacy right with regard to medical information and care. 
 

5. The Mercy Clinic or such successor clinic which may be used by the City or the 
Employer may determine whether an employee is fit for duty or unfit or duty but may not require 
an IME, or attach as a condition of employment a fitness or wellness standard, as a condition of 
employment if the employee is otherwise fit to work. 

 
ARTICLE 17:  BULLETIN BOARDS 

 
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 18:  HEALTH & WELFARE 
 
A. Benefit Coverage 
 
The parties recognize, and agree to, the Third Health and Prescription Drug Plan Agreement, as 
noted by the Board of Estimates, on June 27, 2018, which is attached hereto in Addendum A, along 
with the accompanying exhibits, and which shall remain in effect as provided therein until a 
successor agreement is submitted to, and noted by, the Board of Estimates. 
 
The parties recognize that the Third Health and Prescription Drug Plan Agreement shall need to 
be amended and modified through bargaining conducted among all participating unions during the 
term of this Agreement. 
 
B. Death Benefit 

 
In the event of ordinary death, the Employer will provide a lump sum death benefit equal to the 
greater of $15,000 or the employee's annual salary.  

 
In the event of accidental death, the employee shall receive the greater of $15,000 or the 
employee’s annual salary, in addition to any pension received under the Employee’s Retirement 
System. 
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An employee’s coverage under this provision shall terminate upon separation, except that 
employees represented by AFSCME shall be covered by a reduced death benefit of $5,000 if they 
retire from City employment. 

  
Dismemberment benefits shall be as follows: 

  
1. For the loss of a hand, foot, or the sight of an eye, the benefit will be one-half (1/2) 

the amount specified above. 
 

2. For a double dismemberment, the benefit will be equal to the amount specified above. 
Double dismemberment shall be defined as: 

  
(i) Both hands or both feet 
(ii) One hand and one foot 
(iii) One hand and the sight of one eye 
(iv) One foot and the sight of one eye 
(v) Sight of both eyes 
 

In the event of accidental death, the benefit payable shall be double the amount specified above. 
 

The death benefit, as stated above, may be paid in advance to employees who are catastrophically 
ill.  An employee who is catastrophically ill is characterized by the following: (1) he is totally 
disabled and therefore cannot work for the City or any other Employer in an active or limited 
capacity, (2) his medical prognosis shall state that the disabling illness which arose either suddenly 
or gradually is likely to cause the death of the affected employee within a two (2) year period, (3) 
the affected employee must apply for an ordinary disability retirement allowance or a service 
retirement allowance, if over age 60, to be eligible for the catastrophic illness payment. 

  
The claim must be filed within six (6) months after the claimant has become incapacitated or 
disabled and is unable to return to work. 

  
The Department of Human Resources shall be charged with administering the catastrophic illness 
benefit and determining the eligibility of the claimant for said benefit. Upon request, Local 2202 
or the employee shall furnish the Department of Human Resources with any and all data and 
documentation pertaining to each claim.  The Department of Human Resources may order 
examination of the claimant by a physician of its choice.  No benefits may be paid for injuries or 
disabilities for which compensation is payable under (1) Workers' Compensation laws or (2) 
accidental disability provisions of the Employees' Retirement System.  If the decision of the 
Department of Human Resources is unsatisfactory to Local 2202, an appeal may be made to the 
Catastrophic Illness Appeals Board.   
 
Said Board shall be comprised of three (3) members; one member chosen by the City, one member 
chosen by Local 2202, and a third member chosen by both parties to serve as impartial chairman 
of the Board.  The impartial chairman must possess an M.D. degree.  In its deliberations, the Board 
shall be furnished any and all data and documentation pertinent to the appeal by both parties.  The 
Board may order examination of the appellant by a physician of its choice. 
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If the claimant should expire after it has been determined that his illness is catastrophic and before 
the catastrophic illness benefit is paid, the payment shall be made to the named beneficiary or 
guardian upon receipt of a valid death certificate showing that the illness which was previously 
determined as catastrophic contributed to or was directly responsible for the death. 
 
Beneficiary 

  
The beneficiary of these benefits will be one of the following: 

  
(a) The beneficiary designated by the employee to receive retirement system benefits; 

or 
  
(b) A specifically designated beneficiary of the above benefits, in lieu of the 

beneficiary designated in (a) above. 
  

If the employee so designates a beneficiary, he shall have the right to change the beneficiary at 
any time. The beneficiary change shall become effective on the date acknowledged by Employer. 
 
C. Premium Payment-Extended Sick Leave 
 
The Employer shall continue to pay its share of Health and Welfare premiums for employees on 
extended sick leave; provided the employee continues to pay his or her share, if any. 
 
D. Premium Payment -- Leave Without Pay 
 
In the event an employee is on leave without pay for personal illness, the Employer shall continue 
to pay its share of the cost of his health insurance coverage for a period not to exceed thirty (30) 
days; provided the affected employee continues to assume his appropriate contribution for said 
coverage. 
 
An employee's coverage under this provision shall terminate upon separation, except that the 
employees represented by AFSCME shall be covered by a reduced death benefit of $1,500 if they 
retire from City employment. 
 
E. Waiver of Health Insurance Coverage 
 
Effective January 1, 2002, the Employer shall remit an annual payment of $2500 to be paid bi-
weekly to each employee who, with satisfactory proof of alternative Health Insurance coverage 
received in another plan, elects not to take any coverage under a City Health Care Plan.  The waiver 
of coverage applies to medical, dental, vision, and prescription drug programs.   
Health care coverage cannot be provided by a spouse/domestic partner who receives City benefits. 
If, after waiving coverage under any City Health Care Plan, the employee loses coverage due to 
the death of a spouse or other person who is a source of coverage, divorce or loss of employment 
(or such other qualifying event as determined by the Employee Benefits Division), the employee 
may enroll in a City Health Care Plan and consequently relinquish the waiver payment.   
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An employee must notify the City's Employee Benefits Division within 30 days after a qualifying 
event occurs in order to enroll in a City Health Care Plan.  The Employer shall apportion the 
payment should an employee either enter or leave a City Health Care Plan within a calendar year. 
 
F.  Prescription Drug and Vision Care for Eligible Unmarried Dependents 
 
Effective January 1, 1998, eligible unmarried dependents who are full-time students shall be 
covered by Baltimore City's General Prescription Drug and Vision Care Programs until the end of 
the calendar year the dependents reach age 26 or until the end of the year they cease being full-
time students, whichever occurs first, provided that the parent has not waived coverage under 
paragraph F above.  Verification of enrollment must be provided in accordance with the rules and 
regulations of the Employee Benefits Division.  

 
ARTICLE 19: RATES OF PAY 

 
A.  Wages  
 
 1.   Employees shall receive the following across-the-board increases during the term of this 
MOU: 
 

 FY 2022: A 3.5% annual across-the-board wage increase to each active employee covered 
by this Agreement who is on the payroll and in pay status as of the date that this Agreement is 
noted by the Board of Estimates shall be given. Said increase shall be retroactive to July 1, 2021. 
The appropriate revised wage scales are attached to this Agreement as Addendum B. 
 
In addition to the aforementioned increase for FY 2022, a one-time bonus of  $750  (seven hundred 
and fifty dollars) shall be paid to each active employee covered by this Agreement who is on the 
payroll and in pay status as of the date that this Agreement is noted by the Board of Estimates. 
Payment of the bonus shall be as soon as practicable following approval, as required, by the City 
Council and/or Board of Estimates. 
 
 FY 2023: A 1.5% across-the-board wage increase to each active employee covered by this 
Agreement shall be given effective July 1, 2022. A 1.0% across-the-board wage increase to each 
active employee covered by this Agreement shall be given effective January 1, 2023. 
 
 In addition to the aforementioned increases for FY 2023, the Union’s 2021 Compensation 
Study, and its recommendation for the equivalent of a 3% wage increase, will be implemented 
effective July 1, 2022. 
 
B. Effective on or after January 1, 1992, a Section 125 Plan will be implemented whereby the 
employee's contributions to health care, vision, and prescription programs would be excluded from 
Federal and State taxes.  It is mutually agreed that AFSCME Local 2202 will continue to provide 
positive assistance in the enrollment process through active communication of the Section 125 
Plan features to its members. 

 
ARTICLE 20:  VISITATION 
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An officer or accredited representative of the Union shall, upon reasonable request by the Union 
and approval by the representative’s immediate supervisor, be admitted to the property of the 
Employer during working hours for the purpose of discussing or assisting in the adjustment of 
grievances under Article 6 of this Agreement, provided that he does not interfere with the 
performance of duties.  Each Union representative wishing to be admitted to the property of the 
Employer for this purpose shall notify the appropriate management representative in advance. 
 
The Employer agrees that during working hours, on the Employer's premises and without loss of 
pay, designated Union representatives shall be allowed to: 

 
1. Post official Union notices as defined above. 
 
2. Transmit communications, authorized by the local Union or its officers, to the 

Employer or its representative. 
 

ARTICLE 21:  TRAVEL ALLOWANCE 
 
The travel allowance shall be the business standard mileage rate as prescribed by the 

Internal Revenue Service (IRS). 
 

ARTICLE 22:  DISCIPLINE & DISCHARGE 
 
A. Discipline 
 
Disciplinary action may be imposed upon an employee only for just cause.  If the Employer has 
reason to reprimand an employee, it shall be done in a manner that will not embarrass the employee 
before other employees or the public. 
 
B. The City must impose a disciplinary action no later than thirty (30) days after the agency 
acquires knowledge of the misconduct for which the disciplinary action is imposed; except in those 
cases where criminal conduct may be involved, or with offenses related to violations of civil 
statues, including those governing anti-discrimination and sexual harassment, and in those cases 
the City must impose a disciplinary action no later than thirty (30) days after its investigation is 
completed. In any event, the City’s investigation of and disposition on an alleged infraction shall 
occur with reasonable dispatch.  

 
C. No employee shall be suspended without pay, even if only pending further investigation 
without (i) prior written notice of the offense(s) for which the employee may be charged, (ii) prior 
notice to the Union of the same; and (iii) an informal hearing at which management shall be 
required to present its evidence and findings to sustain the charge(s) to the extent of a probable 
cause determination. 
 
D.   Any employee who is discharged, reduced in pay or position, or suspended for more than 
thirty (30) days may contest the action either (i) by lodging an appeal with the Civil Service 
Commission under the official rules of the Commission, or (ii) by filing a grievance under Article 
6, Paragraph A. of this Memorandum which grievance must be filed within fifteen (15) days after 
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the action challenged. The employee’s choice of which procedure to use to contest the action shall 
be final and binding on the employee, and the employee may not subsequently choose to follow a 
different procedure. If the employee elects to file a grievance, it shall be filed initially at Step 3 
(Department Head) of the Grievance Procedure in Article 6, Paragraph A of this Memorandum, 
and it shall subsequently be processed by the Union through that grievance and arbitration 
procedure. The Union may advance the employee’s grievance to arbitration if in its discretion the 
Union finds arbitration to be appropriate, and the employee shall be bound by the Union’s decision 
whether or not to arbitrate. The Union also may decline to arbitrate. The issue presented, which 
may be decided by an Arbitrator, shall be whether, consistent with Baltimore City Code (2010), 
Article 12, Section 3-2(3)(i), the discipline issued by the Employer was for just cause, and, if not, 
what shall be the remedy. The Arbitrator’s decision shall be final and binding on the City, the 
Union and on the Employee(s) affected. 
 
E.   Any employee who, as discipline, is suspended for three or more days, but less than thirty-
one (31) days, shall be permitted to grieve such discipline by filing a grievance on the form that is 
referred to in Article 6, Paragraph A, of this Memorandum which grievance must be filed within 
fifteen (15) days after the action challenged. If the employee elects to file a grievance, it shall be 
filed initially at Step 4 of the Grievance Procedure in Article 6, Paragraph A of this Memorandum, 
and it shall subsequently be processed by the Union through that grievance and arbitration 
procedure. The Union may advance the employee’s grievance to arbitration if in its discretion the 
Union finds the arbitration to be appropriate. The issue presented, which may be decided by an 
arbitrator, shall be whether, consistent with Baltimore City Code (2010), Article 12, Section 3-
2(3)(i), the discipline issued by the Employer was for just cause, and, if not, what shall be the 
remedy. 
 
F. The Employer shall not drop or suspend health insurance coverage, or its contribution to 
the cost of such coverage, for any employee who is suspended without pay for thirty (30) days or 
less. 
 

ARTICLE 23:  NO STRIKE OR LOCKOUT 
 
A. No Strike or Lockout 
 
The Union and its members, individually and collectively, agree that during the term of this 
Memorandum of Understanding, there shall be no strikes, slow-ups, stoppage of work, and the 
Employer agrees that there shall be no lockout. 
 
 
B. Unauthorized Job Action 
 
In the event of an unauthorized strike, slow-up, or stoppage, the Employer agrees that there will 
be no liability on the part of the Union; provided the Union promptly and publicly disavows such 
unauthorized strike, orders the employees to return to work and attempts to bring about a prompt 
resumption of normal operations, and provided further that the Union notifies the Employer, in 
writing, within forty-eight (48) hours after the commencement of such strike, what measures it has 
taken to comply with the provisions of this Article. 
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C. Disciplinary Action 
 
In the event that such action by the Union has not effected resumption of normal work practices, 
the City shall have the right to discipline, by way of discharge or otherwise, any member of the 
Union who participates in such strike, slow-up or stoppage, and no such disciplinary action shall 
be subject to the grievance procedure provided for in this Memorandum of Understanding. 

 
ARTICLE 24:  TEMPORARY EMPLOYEES 

 
No employee shall be required to remain in temporary employee status for a period exceeding six 
(6) months. 
 

ARTICLE 25:  LONGEVITY 
 
All employees covered by this Memorandum of Understanding shall receive the following 
longevity increments, as a percentage of the maximum step of the grade, or, in the event they are 
on a flat salary, then as a percentage of their annual salary: 
 
Effective January 1, 2007, all employees who are covered by this Memorandum of Understanding 
shall receive the following longevity increments, as an adjustments to base, as a percentage of the 
maximum step of the grade, or, in the event that any employee is on a flat salary or hourly wage, 
then as a percentage of an employee’s salary or wages. 

 
• 10 years of continuous City Service – 3% 
• 15 years of continuous City Service – an additional 3% 
• 20 years of continuous City Service – an additional 3% 
• 25 years of continuous City Service – an additional 3% 
• 30 years of continuous City Service – an additional 3% 
• Effective July 1, 2015, 40 years of continuous City Service–an additional 2% 

 
ARTICLE 26:  PENSION & RELATED BENEFITS  

 
A. Annuity Savings Certificate 
 
Each employee who is a member of the Employees' Retirement System shall receive an Annuity 
Savings Certificate on a semi-annual and timely basis as of January 1 and July 1 of each year.  This 
certificate shall include the following information: 
 

1. Total annuity accumulation: 
 
2. Employee annuity contribution and the amount that contribution is drawing; 
 
3. Explanation on interest accrual; 
 
4. Current year service credits; and 
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5. Probable maximum retirement allowance. 
 
B. Employee Pension Counseling Service 

 
The Employer shall train the Union Chief Stewards in the counseling of prospective retirees so 
that they may assist such prospective retirees in the selection of retirement allowance options. 
 

ARTICLE 27:  EMPLOYEE ASSISTANCE SERVICE 
 
The Employer shall continue to maintain an Employee Assistance Program.  It shall be the policy 
of the Program to assist, in a strictly confidential manner, employees who seek assistance for 
alcoholism, drug abuse, family problems, psychological or other medical problems.  This policy 
recognizes that these are treatable conditions and it is the employee's responsibility to seek 
professional assistance for them.  Employees with such problems are encouraged to contact the 
Employee Assistance Program for assistance by telephone or personal visit. 
 
Any contact with the Employee Assistance Counselor will be strictly confidential. The Employee 
Assistance Counselor shall make an evaluation of the employee's problem and recommend 
remedies which may include referral to an appropriate treatment agency.  It is the employee's 
responsibility to follow the recommendations of the Employee Assistance Program. 
 

ARTICLE 28:  CONFERENCE, WORKSHOPS AND TRAINING  
 
The Employer shall lend its full cooperation to Union training programs, both in the 
implementation of said programs and in placing those employees who have completed the 
programs.  The Employer shall lend its full cooperation to all staff, allowing at least two days per 
year for workshops and/or training for the purpose of obtaining updated information and/or 
changes from both public and private Human Services providers. 
 
The Employer shall grant a total of twenty-five (25) days to the entire bargaining unit, without loss 
of pay, to attend trainings, union conventions and conferences.  Council 67 shall request in writing 
permission at least seven (7) days in advance of the scheduled event stating the date, location and 
purpose to the Office of the Labor Commissioner. 
 
All request may be denied for operational needs. 
 
 

ARTICLE 29:  OUT-OF-TITLE WORK 
 
Exempt, Competitive, and Non-Competitive Classes 
  

1. An employee who works out of title shall be accorded the wages and benefits that are 
commensurate with the position or capacity in which they work however long the employee works 
acting out of title.  
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2. An employee shall not be required to work out of title for a period of more than one 
hundred and twenty (120) calendar days. 

 
3. The City shall not place and replace employees in an acting out of title status to extend 

the period of acting out of title to cover a specific position for a total of more than one hundred 
and eighty (180) calendar days.  

 
4. Effective July 1, 2005, the City shall post and fill, or it shall abolish, any position that 

remains permanently vacant and is temporarily occupied by employees acting out of title for more 
than one hundred eighty (180) days. When the City permanently fills a position that has been 
temporarily occupied by employee(s) acting out of title, the Department of Human Resources and 
appointing authority shall give due consideration to the employee(s) who occupied the position in 
an acting out of title capacity. 

 
Whenever an employee is assigned to perform the duties and responsibilities of a higher 
classification for a period in excess of ten (10) consecutive working days, he shall be paid the 
higher rate for such services commencing on the eleventh working day, in accordance with the 
rules and regulations as set forth in the Administrative Manual.  No employee shall be required to 
perform or shall receive compensation for out-of-title work for more than ninety (90) days. 
The Labor Commissioner shall, as the Employer's representative, study out-of-title practices.  The 
Union shall be given the right to actively participate and shall share in the information to be 
examined.  The purpose shall be to determine (on a case by case basis) whether the out-of-title 
practice is inappropriately administered either by labor or management and, if so, to make effective 
recommendations to deal with any abuses. 

 
ARTICLE 30:  CHANGES IN AGENCY 

 
A. Operational Changes 
 
In the event that the Mayor’s Office of Children and Family Success (“MOCFS”) is merged with 
another City Agency, or its operations are transferred to another City agency or terminated, the 
Employer and the Union, AFSCME, Local 2202 shall discuss such changes prior to their 
implementation and attempt to resolve all questions concerning the effect of such changes on 
employees covered by this Memorandum.  Every attempt shall be made to allow employees to 
continue the benefits enjoyed under this Memorandum. 
 
 
B. Notification Prior To Transfer 
 
Employees will receive two (2) weeks notification before they are transferred from one center to 
another. 
 
C. Consultation Required 
 
The City will consult with the Union whenever positions are to be transferred outside of the unit. 
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ARTICLE 31:  VACANCIES 
 

Vacancies within the Mayor’s Office of Children and Family Success (“MOCFS”) will be filled 
by individuals who qualify through the Department of Human Resources. 
 

ARTICLE 32:  MISCELLANEOUS PROVISIONS 
 
A. Payroll Errors 
 
If the City Payroll Department or the employee's department makes a mistake on an employee's 
pay, it shall be rectified and payment shall be made as soon as possible following verification by 
the City Payroll Department. 
 
B. Deferred Compensation Plan 
 
The Employer shall assume the administrative cost for those employees who participate in the 
Deferred Compensation Plan. 
 
C. Third Person Pronoun 
 
The Employer and the Union agree that in all instances in this Memorandum of Understanding in 
which the masculine form of the third person pronoun is used, such pronoun shall refer to both 
male and female employees. 
 
D. Labor-Management Committee 
 
A Labor-Management Committee will be established comprised of the following representation: 
(3) from labor and (3) from management.  The established committee will meet on a bi-monthly 
basis or as needed. 

 
ARTICLE 33:  TERMINATION, CHANGE OR AMENDMENT 

 
This Memorandum of Understanding shall become effective on July 1, 2021, and remain in full 
force and effect until June 30, 2023, unless otherwise stated herein. It shall automatically be 
renewed from year to year thereafter unless either party shall give to the other party written notice 
of a desire to terminate, modify or amend this Memorandum of Understanding. Such notice shall 
be given the other party in writing by registered mail no later than January 1 of the year involved. 
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Signed on this 30th day of December, 2022, in Baltimore, Maryland. 
 

   
MAYOR AND CITY COUNCIL OF 
BALTIMORE: 

 THE AMERICAN FEDERATION OF STATE, 
COUNTY AND MUNICIPAL EMPLOYEES, 
AFL-CIO, COUNCIL 67 & LOCAL 2202: 
 

Deborah F. Moore-Carter  
 

 

 

 
Veronica P. Jones 

 

  

Yvette Brown 

  

  

Dr. Debra Y. Brooks  

 

  

Angela Whitaker  

 

  

APPROVED AS TO FORM AND LEGAL 
SUFFICIENCY:  

  1/4/23 

 NOTED BY THE BOARD OF ESTIMATES: 

   
Gary Gilkey, Esquire                      Date 
Chief, Labor and Employment 

 Clerk Date 
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ADDENDUM A: 
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ADDENDUM B: Salary Schedule 
 

Salary Table FY 2022 
(Effective July 1, 2021) 

GRADE  Hiring Full 
Performance Senior Long 1 - 5 Long 6 

550 $32,925 $33,384 $34,550 $1,037 $691 
551 $33,384 $33,892 $35,199 $1,056 $704 
552 $35,092 $35,823 $37,599 $1,128 $752 
553 $37,058 $38,050 $40,822 $1,225 $816 
556 $47,539 $49,282 $54,724 $1,642 $1,094 
558 $51,108 $53,071 $59,364 $1,781 $1,187 

 

      

Salary Table FY 2023 
(Effective July 1, 2022) 

GRADE  Hiring Full 
Performance Senior Long 1 - 5 Long 6 

550 $34,421 $34,901 $36,120 $1,084 $722 
551 $34,901 $35,433 $36,799 $1,104 $736 
552 $36,687 $37,452 $39,308 $1,179 $786 
553 $38,742 $39,780 $42,678 $1,280 $854 
556 $49,699 $51,521 $57,211 $1,716 $1,144 
558 $53,430 $55,483 $62,063 $1,862 $1,241 

 

       

Salary Table FY 2023 
(Effective January 1, 2023) 

GRADE Hiring 
Full 

Performanc
e 

Senior Long 1 - 5 Long 6 

550 $34,765 $35,250 $36,482 $1,094 $730 
551 $35,250 $35,787 $37,167 $1,115 $743 
552 $37,053 $37,826 $39,701 $1,191 $794 
553 $39,129 $40,178 $43,105 $1,293 $862 
556 $50,196 $52,037 $57,783 $1,733 $1,156 
558 $53,965 $56,038 $62,683 $1,880 $1,254 
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