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AGREEMENT

THIS AGREEMENT, made and entered into this _ day of . 2024, by and between
THE CITY OF DOVER, a municipal corporation of the State of Delaware, hereinafter referred to
as the "City" or as the "Employer,” and Dover Organization of Employees, hereinafter referred to
as the "Union" or DOE. The term of this Agreement shall be from July 1, 2024 to June 30, 2027.

1. PURPOSE OF THE AGREEMENT

The purpose of this agreement is to achieve better understanding between the employer and the
employees; and to provide for the equitable adjustment and successful resolution of differences
which may occur between Employer and Employees.

2. RECOGNITION

The City recognizes Dover Organization of Employees (DOE) as the exclusive bargaining
representative of the unit certified by the State of Delaware Department of Labor, Division of
Industrial Affairs, under Chapter 13, Title 19, Delaware Code under case number 194 including
any subsequent amendments and job title changes. Included in such recognition are all full-time
and part time employees who work twenty (20) hours or more per week included in the job
classifications as set forth in appendix "A". Excluded from representation are all Confidential,
Professional, Supervisory or Managerial employees; Temporary employees, guards, part time
employees who work [ess than 20 hours per week (except those who work in the Library Clerk 1
and Library Page classifications), or who are not permanently employed.

The City is to provide the DOE President a monthly report with the names and job titie of all
employees who have been placed in, or separated from, the classifications represented by DOE.

3. ORGANIZATION REPRESENTATIVES

A written list of the Union Representatives shall be furnished to the employer immediately after
their designation and the Union shall notify the employer of any changes in the list which occur
from time to time.

Time spent by Union Representatives in handling grievances or attending meetings with City
Representatives shall be without loss of pay provided Union Representative notifies his/her
Department Head and provided that such time does not exceed two (2) hours per week. Time spent
by Union President and/or Vice President in handling grievances or attending meetings shall not
be subject to the two-hour limit provided the Department Head is notified and such time is
reasonable. Coordination with the President’s and/or Vice President’s supervisor is required.
Union Representatives will notify their Department Head and Human Resources in writing of
actual time spent on union business.

Representation from the Union will be included on a Safety Committee, for DOE represented
employees when a program is implemented by the City,

Changes in working conditions must be negotiated with a Union Representative before
implementation.



4. MANAGEMENT

The management of the City of Dover and the direction of all department personnel, including the
right to hire, assign, set standards, suspend, transfer, promote, discharge, or discipline for violation
of the rules and regulations of the department, duly promulgated, providing for such discipline,
and to maintain the discipline and efficiency of its members; the right to relieve members from
assignments for [egitimate reasons; the right to determine the manner of operation, and to change
the methods or processes, or to use new equipment; the right to establish schedules; to introduce
new or improved methods of operation; and to extend, limit, or curtail its operation, is vested
exclusively in the City Manager. The above statement of management functions shall not be
deemed to exclude other functions not listed herein. In no case shall the exercise of the above
prerogatives of management be in derogation of the terms and conditions of this agreement or of
State Law.

For the purpose of the implementation of any provision of this agreement wherein the authority is
vested in the City Manager, the City Manager may designate any member of his staff to act in his
behalf.

It is understood that the scheduling of Dover Police Department employees is set by the Chief of
Police and that nothing in this agreement negates that authority. The Chief of Police retains “the
right to establish schedules” and is not obligated to permanently maintain the Police
Communication Operators schedule or any other schedule.

5. NO DISCRIMINATION

The parties to this Agreement agree that they shall not discriminate against any person because of
race, marital status, genetic information, color, sex, sexual orientation, age, religion or national
origin in accordance with Title 19, Labor, Chapter 7, Employment Practices of the State of
Delaware Code: and such persons shall receive the full protection of this Agreement.

6. WORK DAYS AND WORK WEEK

The basic worlc schedule for the City shall be five (5) days per week from Monday to Friday
inclusive with the exception of the Library. Eight (8) hours of work shall constitute a normal work
day and forty (40) hours of work shall constitute a normal work week. For payroll purposes, the
work week begins on Sunday at 12:01 a.m. and ends on Saturday at 12:00 a.m. (midnight).

The workday for Police Communications Operators assigned to 12 hour shifts shall be considered
the day the shift begins. Each dispatcher will be scheduled off for a single 4-hour block during the
pay period, either at the beginning or end of the assigned shift, unless requested otherwise by the
dispatcher for hardship and with management’s approval. If this 4-hour block cannot be
accomplished reasonably within the pay period, the resulting 4 hours will not be paid in overtime
but will instead be compensated with an additional 4 hours off with straight pay in the following
pay period. For purposes of determining Holiday worked as it relates to the pay versus vacation
option, a dispatcher will be considered to have worked the holiday only if their regular shift begins
on the calendar day of the City recognized holiday. Any regular shift hours worked on a holiday
will be paid at straight time. The 8-hour city holiday benefit pay shall count towards total hours



worked for the pay period. A day for pay purposes is 8 hours regardless of the dispatcher working
an 8-hour or 12-hour day.

In 2001 the Police Chief agreed to implement twelve (12) hours shifts for Communication
Operators (Police). It is understood that the schedule of Dover Police Department is set by the
Chief of Police, The Chief of Police retains “the right to establish schedules™ and is not obligated
to permanently maintain this or any other schedule.

A shift employee is defined as an employee who works at a job which is operated on a rotating
twenty-four (24) hour per day, seven (7) day a week basis. Shift employees work cight (8) hour
shifts except in fire dispatch, Communtication Operators and the Water Treatment Plant.

All City employees are expected to be at their assigned place and ready for work at the start of the
work day. Lateness, for justifiable reasons, will be excused, but habitual tardiness will not. Prior
arrangements for planned absences must be made with the employee's supervisor.

The City Manager is empowered to adjust work schedules as he/she deems necessary in the best
interest of the City. If substantial changes are made, management agrees to consult with DOE.

The City will maintain a bi-weekly pay period with Friday as payday. If payday falls on a City
recognized holiday, payday will be Thursday.

7. REST PERIODS (BREAK)

The City authorizes two (2) fifteen (15) minute breaks per normal work day in addition to lunch
hour or lunch one-half hour, depending upon the area worked in. These fifteen (15) minute breaks
should not be abused and must be taken at a time that will not disrupt the operation of the job
function. The supervisor shall have the authority to assign a break time if necessary, as well as a
lunch period.

8. SEVERE WEATHER EMERGENCY

Effective July 1, 2021 all past practices will cease.

In the event of a severe weather emergency, and the City Manager puts liberal leave into effect,
employees not on the Essential Personnel List will have the option of using vacation, comp time
or leave without pay when leave is exhausted to cover the normal working hours missed as a result
of the weather emergency.

[f a decision is made to close City Hall Offices during the normal work week, Monday through
Friday, and the City elects to pay employees for the normal work day or part thereof, all DOE
bargaining unit members understand they may be required to work and will be compensated at the
rate of one and one-half (| 1/2 x) times their regular rate of pay for hours worked. This pay will
be in addition to their normal rate during the normal work day for total compensation paid at double
time and one-half (2 1/2 x). All DOE bargaining unit members who are part of an emergency plan
will provide a current telephone number where they may be contacted during the emergency. Work
performed outside of normal working hours will continue to be compensated at the normal
overtime rate of one and one-half time (1 1/2 x).



Employees will only receive compensation for hours actually worked during a weather event.

Employees who are teleworking on a regular basis when the severe weather events occurs, will
continue to work during the weather emergency with no additional compensation beyond his or
her normal hours. Shall the same employee be unable to work during the severe weather event, the
employee will be required to use accumulated vacation leave.

The operating houts of the library on the weekend will be taken into consideration when
determining if the City will close due to severe weather.

The operating hours of the library on the weekend will be taken into consideration when
determining if the City will close due to severe weather.

The City Manager will establish the time period for the weather emergency.

9. MEALS DURING SEVERE WEATHER EMERGENCIES

In the event of a severe weather emergency, the City will provide DOE employees listed on the
weather emergency plan who work and work a minimum of at least 10 continuous hours with
either (1) a meal at a local establishment of the City’s choice or (2) a $10 non-taxable meal
allowance which will be paid via petty cash within 14 days of the last date of the severe weather
event. The City of Dover will have the sole decision on which option is chosen.

16. QOVERTIME

Employees shall be paid time and one half (1 &1/2) their regular hourly rate for all hours worked
in excess of eight (8) hours per day and/or forty (40) per week; except that employees scheduled
to work flex shifts or regular ten hour shifts shall receive overtime pay for hours worked in excess
of their normal daily shift and/or for all hours worked in excess of forty (40) per week.

Overtime compensation for Police Department Communication Operators working the 12-hour
schedule shall be paid time and one-half (1-1/2) the regular straight time rate for hours worked in
excess of the scheduled 12-hour shift as well as forty (40) hours each week.

No pyramiding of overtime will be permitted, i.e. there shall not be payment of more than one
premium rate for the same hours of overtime.

For the purpose of computing overtime pay, time spent on holidays, comp time and earned vacation
time shall be considered as hours worked by employees required to work scheduled overtime, The
use of accumulated leave time on the holiday will not be considered as actual hours worked.

Lost time due to general leave, personal business, unexcused absence and lateness shall not be
considered as hours worked. Hours worked on a city recognized holiday shall be paid at time and
one half in addition to holiday pay received. All overtime must be authorized by the department
manager prior to working overtime hours except in the case of an emergency at which time the
overtime may be authorized by the employee's supervisor.



A minimum of three hours™ overtime pay will be paid to Police Communications Operators and
Fire Dispatchers, and Police Code Enforcement Personnel who are subpoenaed for court
appearances during non-working hours. except as follows:

Police communications operators assigned to 12-hour shifts will be paid a two (2) hour minimum
for court appearances scheduled prior to 11:00 AM that occur on off duty time during the calendar
day that the dispatcher is scheduled to report for night shift. Any time worked 11:00 AM or after
is subject to rescheduling at management’s discretion. Subpoenas for a time of [ 1:00 AM or later
are not subject to the two (2) hour minimum.

This article is intended to define the normal overtime policy in effect at the time of the execution
of this agreement. Consistent with Section 6, Work Days and Work Week, nothing contained
herein shall be construed as preventing the City from restructuring the normal work day or work
week as deemed necessary to provide service. This may include flex hours for an individual or ten
hour days. In such cases the standard shall be time and one half for all hours in excess of 40 hours
in a week. Except in Emergency cases, should such changes be necessary the city will provide at
least 24 hour advance notice to affected employees.

Compensatory Time

Effective July 1. 2018 employees will be permitted to accumulate a maximum of forty (40) hours
of compensatory time. Employees with a balance greater than forty (40) hours on July 1, 2018 will
be permitted to maintain their balance and use it. Upon reaching a balance of forty (40) hours, the
employee cannot accumulate any compensatory time beyond forty (40) hours.

11. HOLIDAYS

The following days shall be considered to be paid holidays:

New Year's Day Independence Day
Martin Luther King. Jr.’s Birthday Labor Day

President’s Day Veteran's Day

Good Friday Thanksgiving Day
Memorial Day Friday after Thanksgiving
Juneteenth Christmas Day

When a holiday falls on a Saturday a paid holiday will be granted on Friday. When a holiday falls
on a Sunday. a paid holiday will be granted on Monday.

All regular employees shall receive a normal day’s pay for each of the recognized holidays even
when they do not work on such holiday. Employees who are required to work on a holiday shall



receive holiday pay plus pay at one and one half the regular rate tor actual hours worked. The use
of accumulated leave time on the holiday will not be considered as actual hours worked,

Part-time regular employees working less than thirty (30) hours per week shall not be eligible for
holiday pay.

An employee who is on an authorized vacation during a holiday period shall not be charged a
vacation day for the holiday. In all other cases, to receive holiday pay an employee must have
worlked the regular scheduled work day before and after the holiday or have been on an approved
time off with pay absence.

Holidays are considered as hours worked for payroll purposes.
12,  VACATIONS
Vacations shall be earned as follows:

Employees with less than six (6) months of service will acerue one (1) day per month vacation
credited upon successful completion of six (6) months of employment after which vacation shall
be accrued as follows:

Each full-time regular employee with more than six (6) months of service and fewer than five (3)
completed years of continuous service shall earn vacation leave at the rate of ten (10) hours per
completed month of service.

Each full-time regular employee with five (5) completed years of continuous service but less than
ten (10) complete years of continuous service shall earn vacation leave at the rate of 14 hours per
completed month of service.

Each fuli-time regular employee with ten (10) complete years of continuous service but less than
fifteen (15) complete years of continuous service shall earn vacation leave at the rate of 16 hours
per completed month of service.

Each full-time regular employee with fifteen (15} complete years of continuous service but less
than twenty (20) completed years of continuous service shall earn vacation leave at the rate of 18
hours per completed month of service.

Each full-time regular employee with twenty (20) or more complete years of continuous service
shall earn vacation leave at the rate of 20 hours per completed month of service.

Part-time regular employees working thirty (30) hours or more per week shall accumulate vacation
feave at one-half (1/2) the rate of full-time employees. Part-time regular employees working less
than thirty (30) hours per week shall not be eligible for vacation leave. For the purposes of this
section, a completed month is any month in which an employee works or is on leave with pay at

least one-half (1/2) the work days.

Upon implementation by other employee groups, leave will be recorded in 15 minute blocks.



13.  VACATION SELL BACK

Effective December 2022, a regular employee may, during the month of December, sell back to
the City unused vacation leave earned by the employee since the prior December. Employees are
only permitted to sell back 40 hours. Employees who sell back 40 hours of vacation will be
compensated at their current straight time rate for each hour submitted while their accumulated
balance will be reduced by 40,

The payment in lieu of vacation shall be made only in December of each year and shall be deducted
from the current calendar year's unused vacation leave. The employee will be paid based on his or
her base salary plus cost of living increases and longevity increases at the date of the issuance of
the pay back check.

This pay shall be optional. The employee must request in writing to the employee's department
head, prior to the submission of his/her department’s annual preliminary operating budget to the
City Manager to reserve the option of pay in lieu of vacation in the budget.

Pay in lieu of vacation shall not be considered pay for pension purposes. No employee pension
contributions will be deducted, the City will not make pension contributions based on the pay and
the pay shall not be used to compute pension benefits,

4.  SICK LEAVE

A. Sick leave with pay is not a right which an employee may demand but a privilege granted
by the City for the benefit of an employee. Sick leave may be granted to an employee
absent for work for any of the following reasons: sickness, bodily injury, required physical
or dental examinations or treatment, exposure to contagious disease when continuing to
work might jeopardize the health of others and for the well care of the immediate family
residing in the employee’s principle place of residence.

B. Each Department Head may establish an appropriate written notification policy for their
department that will best serve the City’s interest. Unless modified by the Department
Head. notification of the desire to use sick leave should be submitted to the employee’s
supervisor prior to the shift whenever possible, but certainly never later than one half hour
after the beginning of the scheduled start time. Shift workers must notify the on-duty
supetrvisor/employee at least one hour prior to the beginning of their shifi. Persons failing
to give adequate advance notice will be considered absent without leave and pay will be
withheld.

C. A physician’s certificate is required for an employee who is out over three (3) consecutive
working days unless waived by the Department Head. In all cases, a sick leave request
must be submitted by the employee and approved by the supervisor. Excessive
absenteeism, tardiness, or the abuse of sick leave will continue to be just cause for
progressive disciplinary action.

D. Sick leave shall be accumulated at the rate of one (1) day per month of service or twelve
(12) days per completed year of service for full time regular and probationary employees.
Sick teave shall be earned in any month in which an employee shall have worked or shall



have been on leave with pay for at least one-half (1/2) of the scheduled workdays. Effective
07/01/2000 the maximum number of sick days an employee may accrue is unfimited.

E. Part time employees shall earn sick leave in any month in which they have worked or have
been on leave with pay for at least one-half (1/2} of the scheduled workdays. Part-time
regular employees who work thirty (30) or more hours per week shall accumulate sick
leave at one half the rate of full time employees.

F. Sick leave shall be taken by eligible employees in minimum increments of one half (1/2)
hour. Upon implementation with other employee groups, sick leave shall be recorded in 15
minute increments. The use of sick leave may require verification by the City from the first
hour used as deemed appropriate by the Department Head. Excessive absenteeism,
tardiness, or the abuse of sick leave will continue to be just cause for progressive
disciplinary action. '

G. For the purposes of Police Communications Operators assigned to 12-hour shifts, all
references to accruement of sick time, vacation time, bereavement time, and any other
reference to a “day” worked shall remain the same as the original contract with the
understanding that the term “day” refers to 8 hours and not 12,

15. BEREAVEMENT LEAVE

Bercavement leave shall be granted to all regular employees and probationary employees who are
regularly scheduled to work 30 hours or more per week and Library Clerk [ and Library Page who
work less than 30 hours per week who experience a death of a member of the employee’s
immediate family. Upon request, the employee may be granted up to three (3) scheduled working
days leave with pay. If the funeral is more than four hundred (400) miles from the City, the
employee shall be granted up to five (5) scheduled working days, with pay, not charged to any
feave balance, to arrange for and/or attend the funeral service or related matters. Bereavement
leave may only apply for days used in accordance with the employee’s regular schedule.

Immediate family is defined for the purpose of this section as spouse, mother, father, guardian,
children, sister, brother, grandparents, grandchildren plus the various combinations of half, step,
in-law and adopted relationships that can be derived from those named, in addition to significant
other if not married or separated trom spouse, and any relative living with the employee.

The City reserves the right to request verification of the relationship and funeral location. Hours
granted as bereavement time shall be counted as hours worked for purposes of computing overtime
and shall not be charged as vacation leave if such occurs while the employee is on vacation.

6. FAMILY FMERGENCY

In the case of a family emergency such as a death or illness, leave of absence without pay may be
granted by the City Manager without requiring the prior exhaustion of vacation leave.



17.

SALARIES

Newly hired employees must be employed for six (6) months before any salary increase is granted.

Effective July 1, 2024: 3.5% general wage increase, as reflected in the Salary Progression Table
attached as Exhibit B.

Effective July 1, 2025: 4% general wage increase, as reflected in the Salary Progression Table
attached as Exhibit C.

Eftective July 1, 2026: 4% general wage increase, as reflected in the Salary Progression Table
attached as Exhibit D.

A.

18.

Temporary upgrades are defined in the personnel rules and are to be granted after 20
continuous days worked or 35 days worked in any 90-day period. Should there be another
occasion in a twelve-month period, the temporary upgrade in pay will take place after 10
days worked.

Library Pages hired on or after January 28, 2013 will be assigned to labor grade six (6). If
the minimum wage increases to a point where the increase would cause labor grade six (6)
to exceed labor grade seven (7), employees within labor grade six (6) will be placed in the
same step in labor grade seven (7).

ONCALL & CALL INPAY

Employees who are scheduled for on-call service in any given week shall receive an
additional one (1) hour of straight time pay over and above the normal hours worked in
that week for each day on call, even if the employee is not called out. The on-call pay
provided for herein shall be calculated into the employee’s overtime rate and included in
pension calculations.

[n addition to the on-call pay provided above, the paid call out time shall be a minimum of
two hours at the employee’s applicable rate of pay, for each separate call-out. If an
employee is called out again during the same two hours timeframe, an additional two hour
minimum will not apply. Only when an employee has returned home and is again called
out shall it be considered a separate call-out. The minimum two-hour call out pay shall not
apply if an employee is called into work within one (1) hour before the employee’s normal
starting time and the employee continues working into the normal shift. In this situation,
the employee shall only receive one (1) hour on-call compensation.

Any trading of on-call duty between employees must be approved, in writing, by the
supervisor of the employee who was originally assigned for duty. Trading of on-call
assignments for less than the full week shall not alter the method by which payroll will
compensate only the original employee who was assigned for that week.

Any employee assigned to on-call duty, who is found to be unavailable when called at the
number listed with the Dispatch Center of his/her department, will be subject to
disciplinary action by the department head.




E. Employees who are subject to call-out shall be responsible to assure that his’/her phone
number listed in the appropriate Dispatch Center is correct and current at all times.

E, Any employee who is not assigned to be on-call, but who is called in to work before, or
called back to work after, the normal hours of his/her shift, shall be guaranteed a minimum
of two (2) hours of overtime unless the employee is called into work within one (1) hour
before the employee’s normal starting time and the employee continues working into the
normal shift. {n this situation, the employee shall only receive one (1) hour overtime
compensation.

G. Sections A and B above shall not be applicable to Communication Operators assighed to
12-hour shifts, however that portion of Section B referring to the two (2) hour minimum
pay per call out shall apply as well as the one (1) hour minimum. Communication Operators
will be compensated at double time when actually called into work.

When employees are required to perform work for special work assignment, ie: trash pick-up on
Tuesday evenings and watering of flowers on weekends, the two-hour minimum will apply.

19. SHIFT DIFFERENTIAL PAY

Shift differential pay shall be granted to any full time regular employee assigned to work a rotating
shift, or the evening or night shift for an extended period of time. Periodic and/or occasional
evening or night shift assignments or off shift work by part time or temporary employees does not
qualify an employee for shift differential pay.

In addition to the above the City of Dover agrees to pay shift differential to full time employees
scheduled to flush the City’s water system. Shift differential will apply for all employees who are
assigned to flush the City’s water system for five (5) consecutive shifts or more during a pre-
approved work schedule. This altered work schedule is being assigned to facilitate improvements
to the City's water quality and will continue indefinitely. Periodic and/or occasional off shift work
as outlined above does not qualify an employee for shift ditferential.

The amount of shift differential pay shall be calculated for each hour actually worked subject to
the following schedule:

Day Shift (8:00 a.m. - 4:00 p.m.) 0 cents per hour
Evening Shift (4:00 p.m. - Midnight) $1.50 per hour
Midnight Shift (Midnight - 8:00 a.m.) $1.50 per hour

This shift differential shall not become part of base pay and shall be paid biweekly.

20. HEALTH CARE INSURANCE PAYMENTS

The City hereby has the authority to change the insurance carrier, after discussion with the Union, provided
such change results in a plan of equal or similar benefits. The City has the final decision of insurance carrier
and plan design,

0



For all employees, the City will pay 85% of the total monthly insurance premium regardless of
plan or tier (employee, child(ren), spouse or family) coverage. The employee will pay 15% of the
total monthly insurance premium regardless of plan or tier (employee, child(ren), spouse or family)
coverage.

Part-time regular employees working thirty (30} or more hours per week, shall be eligible to enroll
in the City’s health insurance plan. However, the City’s share shall be one-half (1/2) that for full-
time regular employee (full-time is defined as forty (40) hours per week). Part-time regular
employees working less than the required number of hours shall not be ¢ligible for the coverage.

21.  VISION PLAN

The City will provide a $10 deductible eye care plan for all DOE employees, This will be an
insured plan and is subject to the terms of the plan sponsor. Employces who are assigned to
positions which require safety glasses for work are to specify safety eve wear with side shields
when purchasing glasses to be worn at work.

Part-time regular employees working thirty (30) or more hours per week shall be eligible to enroll
in the City’s vision insurance plan. However, the City’s share shall be one-half (1/2) that for full-
time regular employee.

Part-time regular employees working less than the required number of hours shall not be eligible
for the coverage.

22, DENTAL PLAN

The City agrees to sponsor an optional, employee paid group dental plan. The City will solicit
employee representative input to any plan design changes.

23, RETIREMENT HEALTH CARE INSURANCE PAYMENTS

For Historical Purposes:

For employees who retire after September 1, 1991, the City shall pay 100% of individual employee
meonthly premiums. Also, the City shall pay 75% of the retiree’s dependent coverage. The same
arrangement will be made for those who select the 401 retirement option and obtain the necessary
age and length of service required by the regular retirement options.

Employees hired after 7/1/94 who select early retirement, as defined by the regular pension plan,
will not be provided the benetit but may purchase health care at the City’s group rates.

Effective — January 31, 2010
For employees hired on or before July 1, 1994, the City shall pay 100% of the individual employee
monthly premiums. Also, the City shall pay 75% of the retiree’s dependent coverage.

Employees hired after July 1, 1994, the City shall provide retirement health care coverage for those

employees who retire directly from the City with unreduced pension payments subject to the
following:
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For the City employee/retiree the City will pay 100% of the individual retiree premium. Also the
City will pay 75% of the retiree’s dependent coverage.

The City of Dover’s General Employee Pension Plan ordinance as stated on July 1, 2007 shall
determine retirement eligibility and qualifications for a reduced or unreduced pension for all
employees who occupy a position that the DOE represents, regardless of the employee’s pension
plan membership (Defined Benefit or Defined Contribution).

“Retire directly from the City” shall be defined as no lapse in last date of employment and first
date of retirement eligibility whether on such date employee is active or inactive. (Inactive defined
as approved leave of absence or terminal leave.)

Employees not eligible for health care upon retirement, shall be given the opportunity to purchase
health care at the City’s group rates.

If any change is made in the active employee’s cost-sharing formula as described above, the City
will give consideration to an identical change for existing retirees.

Effective - March 1, 2013

The City shall pay 100% of the individual employee monthly premiums and 75% of the retiree’s
dependent coverage for employees retired prior to or on May 31, 2013. Employees retiring after
May 31, 2013 will be responsible for 15% of the total monthly premium for the health plan the
retiree elects.

The City shall provide retirement health care coverage for those employees hired after July 1,
1994, who retire directly from the City with unreduced pension payments subject to the following:

Employees retired after May 31, 2013 will be responsible for 15% of the total monthly premium
for the health plan the retiree elects.

The City of Dover’s General Employee Pension Plan ordinance as stated on July 1, 2007 shall
determine retirement eligibility and qualifications for a reduced or unreduced pension for all
employees who occupy a position that the DOE represents, regardless of the employee’s pension
plan membership (Defined Benefit or Defined Contribution).

“Retire directly from the City” shall be defined as no lapses in last date of employment and first
date of retirement eligibility whether on such date employee is active or inactive. (Inactive defined

as approved leave of absence or terminal leave.}

Employees not eligible for health care upon retirement shall be given the opportunity to purchase
health care at the City’s group rates.

[ any reduction is made in the active employee’s cost-sharing formula as described above, the
City will give consideration to an identical change for existing retirees.

Conclusion of Historical information.

Current
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The City shall pay 100% of the individual employee monthly premiums and 75% of the retiree’s
dependent coverage for employees who retired directly from the City with an unreduced pension
and retired prior to or on May 31, 2013.

Employees who are hired prior to December 22, 2015, upon direct retirement with an unreduced
pension, the City will pay 85% of the total monthly insurance premium regardless of plan or tier
(employee, child(ren), spouse or family) coverage. The employee will pay 15% of the total
monthly insurance premium.

Employees who are hired on or after December 22, 20135, upon direct retirement with an unreduced
pension, the City will pay 80% of the total monthly individual insurance premium. The City will
not contribute towards dependent coverage. The employee/retiree will have the option to purchase
dependent coverage under the City’s group rate plan at full cost to the employee/retiree.

The City of Dover’s General Employee Pension Plan ordinance as stated on July 1, 2007 shall
determine retirement eligibility and qualifications for a reduced or unreduced pension for all
employees who occupy a position that the DOE represents, regardless of the employee’s pension
plan membership (Defined Benefit or Defined Contribution).

“Retire directly from the City” shall be defined as no lapses in last date of employment and first
date of retirement eligibility whether on such date employee is active or inactive. (Inactive defined
as approved leave of absence or terminal leave.)

Employees not eligible for heaith care upon retirement shall be given the opportunity to purchase
health care at the City’s group rates.

If any reduction is made in the active employee’s cost-sharing formula as described above, the
City will give consideration to an identical change for existing retirees.

24, SHORT-TERM DISABILITY

Sickness: The employee is entitled to up to fifty-two (52) weeks of short-term disability coverage.
There is an initial waiting period of seven (7) calendar days following the onset of an illness.
During this seven (7) day period no benefits are paid. The seven (7) day waiting period counts
towards the [ifty-two (52) weeks.

Off Duty Accident: There is no waiting period following an off-duty accident. The employee is
entitled to up to fifty-two (52) weeks of short-term disability payments,

The disability benefit will be 70% of wages to a maximum of $400 per week.
Part-time regular employees working thirty (30) or more hours per week shall be eligible to enroll
in the City’s short-term disability plan. However, the City’s share shall be one-half (1/2) that for

full-time regular employee.

Part-time regular employees working less than the required number of hours shall not be eligible
for the coverage.
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Employees eligible for short-term disability will utilize accrued sick, vacation and/or
compensatory time to offset loss of income. Employees must use a minimum of twenty (20) hours
pet week and a maximum of forty (40) hours per week. During the absence, employees shall be
allowed to make one (1) modification to the amount of time used.

The insurance carrier is responsible for all decisions and management of the plans.

25, 401 RETIREMENT CONTRIBUTION

For employces who have chosen the 401 Money Purchase Plan (also referred to as the Defined
Contribution Plan) as their primary pension plan, the following chart depicts contribution levels.

Minimum Employee
Contribution

City’s Match (Up To)

March 27, 2016 4% T%
July 1, 2016 5% 8%
July 1, 2017 6% 9%

Each May, employees will have the opportunity to change their contribution to the 457 plan thus
effecting the City's matching contribution to the 401 Money Purchase Plan. The change will be
effective July 1 and irrevocable until the following July. Employee contributions cannot be below
the minimum employee contribution as indicated in the chart above.

The first opportunity for DOE members to change their contribution will occur in September 2021.
Changes will be reflected in the October 22, 2021 paycheck. DOE will notify their members of the
initial change, Thereafter, the city will provide notice during open enroliment (May) of each year.

26. TERMINAL LEAVE

For employees who retire on or after July 1, 1994 or otherwise separate employment with the City
after obtaining the necessary age and length of service as required for retirement, a regular
employee is eligible to take terminal leave prior to his/her retirement or separation date under the
following conditions.

Terminal leave shall consist of a total of both an employee's unused sick leave and unused vacation
time. For employees hired prior to 7/1/12, a maximum of 100 sick days can be converted to
terminal leave. Employees hired on or after July 1, 2012, a maximum of 75 days of sick days can
be converted to terminal leave. The same limits apply for employees electing to receive a lump-
sum payment for accumulate sick leave.

Terminal leave shall consist of a total of both an employee’s unused sick leave and unused vacation
time.
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27.

Once terminal leave begins the employee ceases to earn vacation or sick leave credits and
is no longer eligible for annual salary increases.

Once terminal leave begins; the employee cannot return to active service unless approved
by the City Manager. If a return to active service is approved, the employee will have the
option to either:

1.) Refund the value of sick leave credits expended as terminal leave to the City and have
those credits restored, or

2.y Not retund the value of sick leave credits expended as terminal leave. The maximum
amount of sick leave credits available for future terminal leave will be reduced by that
already expended.

In order to qualify for terminal leave, an employee must request leave a minimum of 30
days prior to the employee’s retirement date. The same notice is required for retirements
in which a cash payout is requested.

Employees on terminal feave shall be required to use accumulated leave for holidays.

SAFETY SHOES, UNIFORM SHOES & UNIFORMS

The City shall provide an annual allowance of $225 for safety shoes to employees in
classifications which require the wearing of safety shoes. In the classifications which
required safety shoes, the wearing of proper safety shoes is a condition of employment.
Persons who repott to work without proper footwear will be sent home without pay.

An annual allowance of $225 shall be provided to Communication Operators, Field Service
Representative 1 & I1's, Animal Control and Parking Enforcement for safety shoes.

In the event of an on the job accident that results in the destruction of an employee’s safety
shoes, the City shall provide a replacement pair at its sole cost and expense.

The City shall provide uniforms to non-clerical employees who work in the following City
divisions:

- Central Services

- Grounds/Parks

- Water/Waste Water

- Facilities Management

~ Streets/Stormwater
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-~ Sanitation

- Fire Dispatchers

Uniforms shall be cleaned by the City. City shall choose color and style. Uniforms shall be
mandatory and must be worn in a neat, clean mannet.

Effective July 1, 2022, the City will supply an appropriate winter work jacket and bibbed work
pants for all non-clerical unitormed employees that predominantly work outdoors. Replacements
will be provided as needed.

E.

Fire Resistant Clothing:

«  All Field Service Reps I & II will participate in the existing FR program for City
employees.

« All Field Service Reps shall receive an initial allotment of $1700 for FR Clothing.

o Thereafter, Field Service Reps shall receive an annual allotment of $1000 on Janvary
1 of every subsequent year.

«  Participants will be able to carry-over any unused allotment into the next year (carry
over will not exceed annual allotment).

+ Participants in the program will be responsible for routine cleaning of clothing,
however, if clothing is damaged beyond repair while employee is at work, clothing will
be replaced at no additional cost to employee.

»  Should the participant wish to purchase additional approved clothing beyond the
allotment, the participant may purchase such clothing at their own expense from the
designated vendor.

«  The vendor will provide fitting, replacement and repair services to the participants at
no cost to them.

«  City of Dover Logo will be on shirts, jackets, coveralls, and other such outer clothing.

All Communication Operators and Inspector [ and 1I personnel shall receive an annual
clothing allowance in the amount of $150 for the purchase of relaxed clothing in place of
a full uniform. For the Communication Operators the relaxed uniform shall consist of City
of Dover polo type shirt (issued by the City) and docker or cargo type pants, (color selected
by the Department Head: tan, black, blue or light/dark gray), belt (black, brown, black,
blue or light/dark gray) and brown or black shoes. For the Inspector | and If personnel the
relaxed uniform shall consist of a City of Dover polo type shirt or appropriate shirt for the
fall and winter seasons (issued by the City) and tan docker or cargo pants (color selected
by the Department Head: tan, black, blue or light/dark gray) and belt (black, brown, black,
blue or light/dark gray).
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The Communication Operators and Inspector | and I personnel shall be responsible for
maintaining their uniforms in a proper manner, including repair, dry cleaning and
laundering as required. They shall also be responsible for replacing any worn out or lost
uniform items, as set forth above, so as to maintain a complete uniform at all times.
Unserviceable uniform shirts will be replaced by the City of Dover,

G. Based upon current IRS regulations, the clothing and shoe allowances are considered
taxable benefits and will be reflected on the employee’s annual tax statement from the City
of Dover.

These allowances shall be paid annually in the month of February to all active employees

who are in the affected classification as of January 15 of the current year and who remain
active in the affected classification at the time of payment,.

28. CONTRACTING OUT

It is the general policy of the City to continue to utilize its employees to perform work they are
qualified to perform. However, the City reserves the right to contract out any work it deems
necessary in the interests of efficiency, economy, improved work product or emergency.

Except where an emergency situation (including natural and/or man-made disasters) exists, at least
sixty (60) days before the City contracts out work, where such contracting out would result in the
layoff of existing bargaining unit employees, the City will notify the Union and offer the Union an
opportunity to meet and discuss the matter before the date any existing bargaining unit employee
is laid off as a direct result of such contracting out.

Such discussions may include, among other items, the relative economic costs and the effects of
such action upon bargaining unit employees who may be laid off; provided the City's decision
following such discussions shall be final and shall not be made the subject of grievance or unfair
labor practice charge alleging a refusal to bargain under the Delaware Public Labor Relations Act,
as amended.

29,  JOB OPENINGS & PROMOTIONS

A. When the City determines to fill a vacancy or promotion within the bargaining unit, notice
of such opening shall be posted on all City bulletin boards for seven (7) normal business
days; and shall be provided to the Union in writing. The City may also advertise the
position to the pubiic simultaneously. Employees who are interested in being considered
for the open position may submit an application to the Human Resources Department
during the posting period. The posting will indicate the requirements and pay level of the
open position.

B. Factors that will be considered in the filling of job openings include skill, ability, education,
experience and seniority. Preference for interviews will be given to current employees;
however, the City reserves the right to fill an open position with the person it considers the
best qualified candidate.
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30.

31.

Employees will receive adequate instruction and training in the new position, and will be
regularly appraised of their progress, and what areas, if any, they need to improve upon,

An employee who fails to meet the job requirements within a reasonable period (not to
exceed 90 calendar days) shall be reassigned to their previous classification and wage rate.
In the event the former position has been filled, the employee may be placed in an open
position, or the next available open position for which the employee is qualified.

Successful bidders shall be placed in the new position at the starting rate for the new
position if it is above the employees existing rate of pay. If the starting rate for a higher
paying position is below the employee’s existing rate of pay, the employee will be placed
at the Step closest to, but above the employee’s existing rate of pay however the increase
will be no less than 5%. In the event of a lateral move, the employee will maintain their
existing rate of pay. In the event of a demotion or downward move, the union and the city
will discuss the placement on the salary scale since there are several situations in which
this event could occur. Downward bidding shall be allowed only at the City’s discretion.
In any event, an employee’s change in wage progression shall commence from the date of
actual transfer to the new position,

SENIORITY
Seniority is defined as the length of continuous service with the City beginning with the
most recent date of hire. An employee’s seniority shall not be reduced by time spent on

authorized leave of absence or layoff for less than twelve months,

All newly hired employees shall be considered probationary for the first six calendar
months of employment, during which time they may be disciplined or discharged by the
City without recourse to the grievance procedure herein. Upon completion of the
probationary period, an employee shall be credited with seniority from the date of hire.

Seniority shall be lost for the following reasons:

1.) Discharge for just cause

2.) Resignation or Retirement

3.) Layoff or Leave of Absence for more than 12 months

4.) Failure to return to work: on the date specified in a notice of recall

PERSONNEL FILES

An employee shall have the right to review his/her Personnel file at reasonable times upon request
to the Human Resources Department. The City may require the employee to do so on his or her
own time. The employee, who may request to be accompanied by a Union representative, will not
be allowed to remove the file from the premises but may take notes and/or request copies of the
file contents at the employee’s expense. If the employee disagrees with any information contained
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in his/her personnel file the employee may submit a written statement explaining his/her position,
Such statement shall be maintained as part of the employee’s file,

32.

REDUCTION IN FORCE

In the event that it becomes necessary to lay off employees, the City shall notify DOE’s President
of the reasons with at least two weeks notice prior to the layoftf of non-probationary employees. In
reducing the number of employees in a classification within a department, qualifications and
seniority shall govern.

A.

B.

33.

The employee being laid oft may not displace employees in other departments.

The City has the sole right to determine if a vacancy exists in any other classification and/or
department, and whether or not the displaced employee could fulfill all job requirements
of the vacancy after a reasonable trial period.

DOE will not oppose a reasonable transfer of an employee from the curtailed classification
to another department or classification.

During the trial period the employee will be reviewed, counseled and instructed on their
progress in the job.

Should the employee fail to meet the requirements of the job and be disqualified, he/she
shall be reassigned to other classifications by step "B" above or laid off,

The employee shall be paid within the range for the job to which transferred at the wage
closest to their present wage.

When additional employees are needed in a classification, the regular employees who have
been laid off or transferred out of that classification within a one year period, due to the
lack of work, shall be offered the jobs before they are filled by promotion or transfer of
employees with less seniority, or by hiring of new employees. A netification shall be sent
to them by registered mail to the latest mailing address supplied to the City, and copies of
such notification shall be forwarded to DOE’s President. The City shall be notified within
five working days after receipt of the notice by the former employee of their desire to
accept the offer of the job and the former employee will start work not later than three
weeks after receipt of the notice. Should the employee fail to respond or report, he/she will
be dropped from the City employment rolls.

GRIEVANCE PROCEDURE

A grievance is defined as a disagreement or dispute between the City and an employee or the
Union over the application, interpretation or meaning of this Agreement, and shall be acted upon
in accordance with the procedure outlined below:

A, Processing Grievances
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Grievances shall be presented during normal working hours; however, no meeting
or discussion shall exceed one (1) hour in duration, unless otherwise agreed
between the parties A Union Representative shall be present at meetings in Step |
and above.

Grievances of a policy nature or which effect all similarly situated employees may
be submitted directly to Step 2. A grievance of a discharge shall commence at Step
2.

Note: The meetings required in Steps 1 and 2 of the grievance process shall be
coordinated with the Human Resources Director, and the Human Resources
Director shall be permitted to participate in the meetings.

Step 1 - An employee covered by this agreement who has a grievance shall place
the said grievance in writing to his/her Department Head within seven (7) calendar
days after the occurrence of the event giving rise to the grievance or within seven
(7) calendar days after the employee knows, or through the use of reasonable
diligence, should have known, of the event giving rise to the grievance. The
grievance should include the employee’s name, the article of the contract believed
to be violated, and the remedy the union is seeking. The Department Head shall
review the grievance, hold a meeting with the parties involved and then render a
written decision, The written decision should be completed within 14 calendar days
of the meeting.

Step 2 - If the grievance is not settled at Stepl, it may be referred to the City
Manager and/or his/her designee within seven (7} calendar days after the receipt of
the Department Head’s written answer in Step 1. The City Manager and/or his/her
designee shall review the grievance, hold a meeting with the parties involved, and
then render a written decision.

The written decision should be completed within 14 calendar days of the meeting.

Step 3 - If the Union is dissatisfied with the City Manager's and/or his/her
designee’s decision; it may submit the grievance to the FMCS within 30 calendar
days of the completion of Step 2. A grievance submitted to the FMCS shall be
processed in accordance with the rules and regulations of the FMCS. The arbitrator
shall have no power to add to, subtract from or otherwise modify the express written
terms of the agreement,

Each party shall be responsible for any and all of its costs which it incurs as a result
of participating in any FMCS proceeding, including all costs of witnesses, attorneys
ot other persons who may attend the proceeding. The cost of the arbitrator will be
split by the parties.

The decision of the arbitrator, in a matter concerning contractual interpretation,
shall be final and binding on the parties. In matters concerning grievances of a
personnel /disciplinary nature the arbitrator’s decision shall not be final or binding.
In the event such a decision does not resolve the dispute, it is understood that the
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34.

aggrieved party shall have the right to submit the dispute to a court of competent
jurisdiction.

B. Time Limits for Filing

No grievance shall be entertained or processed umnless it is submitted at Step 1
within seven (7) calendar days after the occurrence of the event giving rise to the
grievance or within seven (7) calendar days after the employee knows or through
the exercise of reasonable diligence should have known of the occurrence of the
event giving rise to the grievance. If the grievance is not presented within the time
limits set forth above, it shall be considered "waived." If a grievance is not appealed
to the next step within the specified time limit or any agreed extension thereof, it
shall be considered settled on the basis of the City's last answer. [ the City does
not provide a written response to the grievance or appeal thereof within the
spectfied time limits, the grievant and/or the Union may elect to treat the grievance
as denied at that step and immediately appeal the grievance to the next step in
accordance with the procedure set forth in this Article.

The time limits at any step may be extended by the mutual written agreement of the parties
involved at that particular step, which consent shall not be unreasonably withheld.

STRIKE CLAUSKE

[t is agreed that during the term of this agreement neither DOE, its officers or its members shall
instigate, call, sanction, condone or participate in any strike, slowdown, stoppage of work, boycott,
picketing or willful interference with production, transportation or distribution, and there shall be
no lockout of employees by the City.

Any employee participating in the foregoing practices will be subject to discipline; the discipline
may include discharge.

35,

A,

DULS DEBUCTION

The City agrees to make payroll deductions of Union dues and initiation fees, if any, for
employees of the bargaining unit who provide written authorization for the City to do so.
The amount of such deductions shall be furnished in writing to the Human Resources
Director and shall be in uniform amounts. The Union will notify the Human Resources
Director at least thirty days in advance of any change in the amount of such deductions.
When a member retires however is still on terminal leave they are no longer obligated to
pay dues.

Employees hired after July 1, 1997, shall, as a condition of employment, on and after the
thirty-first (31st) day of employment or within thirty days of the signing of this Agreement,
either become a member of the Union or pay a fair share fee for collective bargaining and
contract administration services rendered by the Union as the exclusive representative of
the employees covered by this Agreement. Such fair share fee shall not exceed eighty-five

percent (85%) of the normal membership dues; and will be deducted by the City and
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remitted to the Local Union with the same frequency and in the same fashion as normal
dues payments.

C. Employees may revoke their dues authorization during the month of June of each calendar
year by submitting a written request to the Human Resources Director and the Local Union
President. Such employee shall than be subject to the fair share provisions contained in this
Article.

D. The City recognizes that it is within the proper authority of the Union to establish dues and
fair share/service fee amounts. The Union agrees to assume full responsibility for
compliance with the requirements laid down by the U.S. Supreme Court with respect to the
rights of service fee payers.

E. The Union shall indemnify the City and hold it harmless against any and all claims,
demands, suits, or other forms of liability that may arise out of, or by reason of, any action
taken by the City for the purpose of complying with the provisions of this Article.

F. The City shall forward to the Local Union Treasurer such dues and fair share fees, along
with a list of employees for whom such deductions were made, by the seventh (7th) day of
each calendar month following the month of deduction.

36. FUNDING

No collective bargaining agreement shall be valid or enforceable if its implementation would be
inconsistent with any statutory limitation on the public employer's funds, spending, or budget or
would substantially impair or limit the performance of any statutory duty by the public employer
or would otherwise be contrary to law. A collective bargaining agreement may provide for benefits
conditional upon specified funds to be obtained by the public employer, but the agreement shall
provide either for automatic reduction of such conditional benefits or for additional bargaining if
the funds are not obtained or if a lesser amount is obtained.

37. FAILURE IN PERFORMANCE OF DUTIES

Disciplinary Actions shall be as provided in the employee handbook dated July, 2004 except as
modified herein.

An employee whose work is unsatisfactory over a period of time shall be notified by the supervisor
in what way the employee's work is deficient and what must be done if the work is to be
satisfactory.

An employee whose work is unsatisfactory shall normaily receive at least two warnings before the
first disciplinary step of suspension, demotion or dismissal. First, one or more oral warnings must
be issued by the employee's supervisor, and second, a written warning must be issued by the
Department Head; serving notice upon the employee that corrected performance must take place
in order to avoid disciplinary action.

The supervisor and department head must record the dates of their discussions with the employee
along with the performance deficiencies noted and the corrective action recommended. The
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information must be entered in the employee's personnel folder. After a period of 24 months the
previous oral and written warnings become in-valid.

38.  ISSUANCE OF DISCIPLINE

The City will contact the Union President at the phone number provided by the union to advise
that the issuance of discipline will take place. It will be the union’s responsibility to ensure a union
representative is present during the issuance. The issuance of the discipline will not be delayed by
the unavailability of an union representative. The employee has a right to copies of any disciplinary
notices which are placed in his/her personnel file.

3. Grs

The City has the right to install and utilize GPS units in City vehicles, Data collected cannot be
used for disciplinary purposes without corroborating evidence of a violation of City personnel
policies.

40, ZIPPER CLAUSE

Both parties had the opportunity to raise issues during the course of negotiations. If an agreement
was reached on those issues, it is reflected herein and the parties are obligated to abide by the terms
of this Agreement. The terms of this Agreement may not be altered or changed without the mutual
consent of the parties.

41. TERMINATION OF AGREEMENT

This agreement shall be effective as of the date of ratification by the union and approval of the
City Council and shall remain in full force and effect until the 30th day of June 2021 and shall be
automatically renewed from year to year thereatter unless either party shall notify the other in
writing not later than 150 days prior to the anniversary date that it desires to modify or terminate
this agreement. In the event such notice is given, negotiations shall begin no later than thirty (30)
days following the date of the notice.

If negotiations are not concluded as of June 30, 2021, the provisions of this agreement shall remain
in full force and effect until negotiations are completed and shall automatically be extended until
such time as a new or modified agreement is approved by both parties, effective date of termination
not withstanding.

42, NOTICES BETWEEN DOE AND THE CITY

Notices hereunder shall be deemed to have been adequately given if served by registered mail
upon the persons named below at the address indicated unless otherwise notified in writing and
receipt acknowledged by the signature of the recipient or other responsible person in recipient's
office.

Dover will provide the Union President with a City of Dover email address which will only be
used for communication between the DOE President and City of Dover officials. The City will
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utilize the *Request a delivery receipt” option when sending emails. This will serve as official
notice to DOE.

Notices to the City shall be addressed to:
Human Resources Director

City of Dover

P.O. Box 475

Dover, Delaware 19903-0475

43. SEVERABILITY CLAUSE

In the event that any provision of this agreement is invalid or unenforceable, the remainder of the
agreement shall not be affected thereby and all other provisions of this agreement that are valid
shall be fully enforceable.

44. PRECEDENCE OF AGREEMENT

In the event of a conflict between a provision of this agreement and any rule, regulation or
ordinance of the City insofar as said rule, regulation or ordinance aftects the employees covered
by this agreement, the provisions of this agreement will control and the City will take whatever
legislative action is necessary to accomplish same. It is understood that from time to time the City
may have to adopt ordinances in order to comply with State and/or Federal mandates. In the event
of a conflict in relationship to this agreement and said rules, regulations or ordinances, the parties
will work together in an expeditious fashion to resolve said conflict.

45. MOTOR VEHICLE RECORD POLICY

In keeping with the City or Dover’s Vision of a clean, safe community where people want to live,
it is important that all our employees who operate motor vehicles do so in a safe and responsible
way. Vehicle operations create substantial risk to the City and its citizens, Therefore, a best practice
for reducing risk is to ensure only safe drivers are allowed to operate City vehicles. Evaluating an
employee’s motor vehicle record (MVR) has long been a recognized component of a driver
screening process. The following constitutes our MVR policy.

Any staff member who operates a vehicle for business is subject to the MVR Policy. This includes
all staff operating city owned vehicles, personal vehicles for business purposes, or rental cars, only
when rented for business purposes.

» All drivers must have a valid driver’s license of the proper class and appropnate
endorsements where necessary.

¢ Drivers must not drive and immediately notify their supervisor or Human Resources if their
license has been suspended or revoked.

o Drivers must report all accidents and moving vehicle violations in any jurisdiction, including

those received operating non-City owned vehicles used for business purposes to their
supervisor or Human Resources.
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¢ Employees using their personal vehicle for city business, must provide proof of insurance
coverage with the appropriate amount of coverage.

This policy is effective July 1, 2021 for new hires; however, current City employees will be
phased-in to this policy from July 2021 through December 2023 to allow ample time to address
current violations that may be on the MVR. During the phasing-in period, current employee
MVR’s will be reviewed and addressed with the employee by the employee’s supervisor. During
the phase in period, for those employees with a score of up to eleven points, no formal action will
be taken however the conversation regarding the employee’s MVR will be documented and placed
into the employee’s personnel file. Employees who have 12 or more points will be issued a writien
warning rather than a one (1) day suspension, required to provide documentation of their successful
completion of a behavior modification/attitudinal driving course and may incur the loss of city
driving privileges. The employee will be placed on driver probation when points are 12 or more.
After the 30-month grace period of phasing-in has expired, employee’s MVR will be obtained and
scoted according to the Profile Points.

Prior to any employee driving a city vehicle, using their personal vehicle for business related
purposes or driving a rental car for city relate business, Human Resources must be notified.
Notification is to be received no later than 48 hours for Delaware Residents and seven (7) days for
out of state residents. Human Resources will provide this policy to the employee and obtain a copy
of the employee’s valid driver’s license and MVR.

The Human Resources Department will be responsible for conducting MVR reviews for all civilian
employees and advising the employee’s supervisor of any findings. MVRs for Delaware residents
will be obtained through the Delaware Division of Motor Vehicle. For employees who resident in
another state, the MVR will be obtained through a third party. If unattainable, the employee will
be responsible for providing the MVR., MVR’s will be reviewed for prospective employees after
an offer of employment is accepted. This is considered a part of the new employee’s background
investigation. Existing employees MVR will be reviewed when employees need to drive for city
related business. All employees that are subject to this policy will have their MVR reviewed no
less than annually. The employee’s record will be obtained during the month of the employee’s
birthday. MVR’s will also be reviewed following any accident involving a City vehicle, a personal
vehicle used for business purposes or a rental car used for business purposes. Drivers may be
subject to more frequent reviews based on accumulated points and offense, The accumulation of
12 or more points on your MVR will result in revocation of city driving privileges and those whose
job requires them to drive shall be subject to termination.

Employees with motor vehicle records which indicate revocation or suspension shall not be
permitted to drive a city-owned vehicle or drive any vehicle in the performance of city duties,
during the period of said revocation or suspenstion. Employees whose license has been revoked or
suspended and whose position description requires the retention of a valid motor vehicle operator's
license shall be subject to disciplinary action, including suspension or, in the case of revocation,
up to termination.

Driver Probation: The employee will be placed on driver probation when points are 12 or more.
The accumulation of 12 or more points on your MVR will result in revocation of city driving
privileges and those whose job requires them to drive shall be subject to termination. Employees
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whom are placed on driver probation by the City of Dover will bave their MVR reviewed at least
quarterly. New violations discovered at periodic review may result in progressive discipline up to
and including dismissal.

PROFILE POINTS/RISK CATEGORY

POINTS CORRECTION ACTION GUIDELINES
1 TO3 - (enerally no action necessary
4105 - Supervisor to discuss record and

improvement with employee. Employee will

be advised of responsibility to drive in a safe

and courteous manner in accordance with
defensive driving principles.

6TO7 - Supervisor to discuss record and
improvement with employee.

- Verbal warning

- Driver training - classroom defensive driving
program. Driver to pay first $50 of the
training

8TO 11 - Supervisor to discuss record and
improvement with employee.

- Written Warning

- Possible loss of city vehicle, to be determined
on an individual basis based on offenses. This
is to include the use of city vehicle for on-call
purposes.

12 OR MORE - Supervisor to advise employee that his or her
driving record has resulted in “revoked
driving privileges.”

- One (1) day unpaid suspension

- If the employee can no longer perform the
essential functions of his or her position, or
other job assignments are not an option,
dismissal could result.

Employees enrolling and successfully completing the DUI first offender's program may retain their
position, provided the individual agrees to random alcohol and/or drug testing at his or her cost as
directed by the Human Resources Director. The City’s Substance Abuse Policy as contained in the
Personnel Policy shall apply. There must be another staff member able to drive and provide
transportation for work refated duties to the employee.

All drivers remain subject to the driving laws for the state of issuance and for the type of license
held.
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Acknowledgement:

| have read and understand this policy. My signature below provides authorization for the City of
Dover to obtain my motor vehicle record (MVR).

Employee Signature Date

Employee Name — Printed

46, DONATED SICK LEAVE

The City and DOE agree that ady DOE member may voluntarily donate their own sick time to
another DOE member to address a significant health issue of the employee and who has exhausted
all of their own accumulated leave (sick, vacation, comp-time, etc.). Donations must be in ¢ight
hour increments and for immediate use by a DOE member. Employees are not limited on the
number of hours they may donate. The donating employee must maintain a balance of 80 hours of
sick leave. Donated leave is not to be used to pay wages already determined to be an offset under
short-term disability. Employees who have submitted a notice of retirement, may not donate any
excess balance that exceed the maximum permitted to sell back or use for terminal leave. Donated
sick leave can only be used for time off related to the request.

Donations of sick time are to be paid to the recipient DOE member as sick time at the recipient
DOE member’s regular pay rate. Donations are considered taxable. The use of sick leave does not
protect one’s employment. FMLA would apply, if applicable.

All requests from DOE members and all solicitations to the DOE members will be conducted by
DOE. The DOE President must submit notice of the donation in writing to the City’s Human
Resources Office. The parties agree that sick time donation is solely to assist a DOE member in
present need and not to sick time for later use.

The city of Dover is indemnified for any legal matters related to the donated leave program.

In the event that the City promulgates a sick time donation policy for all City employees, the DOE
reserves the right to opt-in all DOE members to the City policy.

47.  NEW EMPLOYEE HIRING INTAKE

The Union will be given a brief opportunity to meet with any new employee at their
orientation with Human Resources whenever a new employee is hired for a job
classification within the bargaining unit.
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48.

MECHANIC TOOL ATTLOWANCE

Mechanics will receive an annual tool allowance of up to $750 per calendar year for
purchasing (or reimbursement for purchasing) tools necessary for the performance of
their duties. Receipts must be provided for purchases of new tools. If previously
purchased tools are broken or worn out, the mechanic will be reimbursed when the old
tool(s) are turned in with a receipt for the replacement tool(s) they have purchased.
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IN WITNESS WHEREOF, the parties hereto by their duly authorized representatives have
hereunto set their hands and seals the day and year aforesaid.

CITY OF DOVER DOVER ORGANIZATION OF EMPLOYEES

Dave Hugg Ron Stoner, Esu
City Manager

“” Matthew Brown

BY:

Naomi Poole
Human Resources Director

Patricia Marney @ KennyBack
Interim Controller/ Treastrer
—— . e
Wil wlohure m Lovd)
BY: BY: L« [ /
Mich ord, Esq. Nichole Arnold
Lea otiator

BY: \JQMC;/ ﬁvv\/\-

Velvet J ohnson

,——/-J-
BY: d
N

ick Embert
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APPENMDIX A

JOB TITLES / GRADES ASSIGNMENTS

July 1, 2024 - June 30, 2027

9 " CLERICAL / FINANCE ~ " ° ‘| PAY GRADE LABOR, TRADES AND TRANSPORTATION: - | PAY GRADE
Account Clerk | 15 CAD Technician 23
Account Clerl Il 18 Construction Inspector 26
Computer Operator 15 Public Works inspector 25
Customer Service Clerk | 18 'BUILDING MAINTENANCE PAY G'R:A'DE
Customer Service Clerk 1| 21 Building Maintenance Craftsperson | 18
Fiald Service Rep | 21 Building Maintenance Craftsparseon Ll 20
Field Service Rep Ik 22 Building Maintenance Craftsperson Il 22
Key Punch Operator 12 Building Maintenance Utility Technician 17
Office Assistant | 13 Custodian i 12
Office Assistant i 17 Custodlan 11 13
Receptionist 12 - GROUNDS MAINTENANCE - | PAY GRADE
T " LIBRARY. PAY GRADE Arborlst 20
Library Assistant 17 Crew Leader 24
Library Clerk | 13 Laborer | 15
Library Clerk 1l 14 Laborer I 18
Library Page 12 Lead Laborer 22
Library Page (hired after 1/26/15) 12 MEQ | 17
'INSPECTIONS / PLANNING - . | PAY GRADE MEO Il 20
Inspector | 22 Gardener | 20
Inspector |, Fire Marshal’'s Office 26 Gardener || 22
inspector li 25 Small Enginer Mechanic 21
Inspector I, Fire Marshal's Office 28 ’SAN'ITATION' /STREETS / CONSTRUCTION /- | - ©
Inspector Aid 12 : WATER / WASTEWATER- - {PAY GRADE
Planmng Technlman i7 Crew Leader 24
: . POLICE. | PAY GRADE Heavy Equipment Operator | 22
Amma! Control Officer 18 Heavy Equipment Operator |l 23
Communications Qperator 23 Labarer | 15
Parking Enforcement Officer 17 Laborer |l 18
Evidence Technician 21 Lead Laborer 22
Police Clerk | 18 MEO | 17
Police Clerk Il 22 MEO 11 20
Pollce Clerk Il/IH (closed 12/22/15) 25 MEQ 1 22
; . CHRE | PAY' GRADE Sign/Street Painter 20
Flre Dlspatcher 23 Utility Construction Worker 21
* WAREHOUSE PURCHASING. - PAY GRADE Utifity Construction Crew Leader 25
Central Mailroom Clerk 13 Uity Locator | 14
Inventory Clerk 15 Utility Locatar 1l 16
Material Expeditor 17 Utility Maintenance Mechanic | 22
Storekeeper/Buyer | 19 Utility Maintenance Mechanic |1 26
Storekeeper/Buyer Il 21 Water Service Person 23
“VEHICLE MAINTENANCE - . | PAY GRADE Water Treatment Plant Operator | 22
Mechanlc Helper 12 Water Treatment Plant Operator 1} 26
Mechanic | 22
Mechanic 1l 26







Grade

1
Step
A

2
Step
B

3
Step

July 1, 2024 - June 30, 2025

4
Step
D

Exhibit B
DOE Wage Scale

5
Step
E

6
Step
F

7
Step
G

8
Step
H

9
Step
t

10
Step
J

1
Step
K

12

14

16

18
19
20

g

22

24

26

ar

28

Grade

16.01
17.23
18.58
20,05
21.83
23.78

a8
25.92

28.25

30.78

16,60
| - 17:90°
R
2091

22,78

| ‘2770_5._. e

'29.49

16.38

16.89

17.53

1822
18.90
19.62

20.40

2128

22.22

24.22

25,27

26.40

12757,

2878

30,05

31.37

13
Step
M

16.78

17.41
1807
1877

19.48

2023 .

21.04

21,94

22.94
23.93
25.00

' 26.08

27.24

28.45°

29.70

3101

32.37

14
Step
N

17.28

1795

18.63

©.19.35

20.10

20.87

21.70

2265

23.66

LA70

25.79

26.91°

28.13

2939

30.69

32.03

33.44

July 1, 2024 - June 30, 2025

15
Step
9]

17.81

18.49.

19.20

19.95

20.72

18.28

19.72

2045

2128

2241

22,99

.:. 23_98':

25.07

26,19 -
L2733
28.57

29.83

3115

32,53

3385

35.44

Exhihit B
DOE Wage Scale

16
Step
p

17
Step
Q

1877

1948

20.23

21.86

2271 .

2363

2465 . -

25.75

: 2539

28.08

29357

30.66

32,020
3344
3490

36.43

18
Step
R

19.26

20,01

20.78

2161

22.43
23.32
24.26

25.33° -

26.45

L2762

28.86
31.52

34.38

'35.87

37.46

32.92

19.78

21.34

22,18

23.05
24.91
27.20

29,66

2054
78
o

2602

31,00

32.41

35,35

38.50

20
Stap
T

3384

20.32

2400

21.91

23.67

2459

25.61

S26.72

27.96

29.19.-

30.50

31,87

33.31

3480

36.34

37.91

39.58

21
Step
u

20.84

21.65

22.50

£23.40

24.32
2527 .
26.30
27.46
28.70

:29.99

31.35

- 32,76

3404

3BIT
3735
3898

40.69

22
Step

12

14

e

18

20

22

4

S

2
ey
28

For any employee hired after July 1, 2021, upon hire, management reserves the right to place new hires in Step A-E.

21.98

L2285
374
2871

25.67

6 2667

27.77

 2e00

30.33

33.12

o 34E2

36.18

L 37.807

39.47

CALI8 L

42.99

22.38

2327

24.17

2515

26.13

2717

28.28

2954 -

30.89

3228

33.74

36.86

3851

40.22

41.97.

43.81

22.78

23.69 .

24.62

2562

26.62

2767

28.30

3008

31.46

3288

34.36

8592

37.56

03925

40.99

44.64

23.19

2402

25.07

26.08

27.11

2817

29.33

32.05

3349

35.01

3661

38.24

- 39.95-

41.72

353

45.45

23.61

2455

25.52

2657

27.60

28,69,

29.87

3121

32.64

3432

35.67

3729 -

38.98

4252

8436

46.31

24.05

2501

25.99

e

28.11

2922 0.2

30.43

3178 3
33.25
3476

36.34

37.997 38

39.72

4333
5 L4520 ..

47.19

24.92

26310

26.94

- 28.05

29.17
31.57
34.51
37.72
41.23
44.94

48.95

2847
L3289

36070

25.30
27.36

29.60

3077 -

32.04

E

35.02

36.61

38.28

02

41.86

1368

45,61

47.59

45.68

25.68

L2670

27.76

2800

30.05

3123

32.52

3399

35.55

3716

38.86

4082

42.49

Lasa3’

46.30

4830

50.43






Grade

1
Step
A

2
Step

3
Step
C

Exhibit C
DOE Wage Scale
Juiy 1, 2025 - June 30, 2026

4 5 6 7
Step Step Step Step
D E F G

8
Step
H

9
Step
|

10
Step
]

11
Step
K

12
15
14

16

18

20

22

o

24
25
26

27

28

Grade

16.65
17.27
17.92

20,05
20.85
22.70
24.74
26.95

29.37

32.01

12
Step
L

18.61. -
19.32
(2174
2369
2581
| ‘2814 -

"30.67 -

16.93

1757 -

18.23

18.94°

19.66

2041 -

21.22

12213

2311

3413

25.19

2629

27.46

g6

29.93

3125

32.63

13
Step
M

17.45

18141

18.79

11953 .

20.26

2104

21.88

2282

23.85

24,89

26.00
27.13
28.33

.29.?59.. .

30.89

3225
33.67

14
Step
N

1798 1852 1901 1953

1866 ©19.22 | 19,75 20.26

1938 1997 2051 2104

2013 2075 2131 . 2187
2090 2155 2213 2273
21,70 022,38 2299 . 2362

2257 2328 2391 2457

23555 2428 2494 2564

2461 2539 26.07 26,78

2568 2650 . 27.23 27.960

2682 2767 2843  29.20

2799 . 2889 2971 3053

2926 3019 3102 3188

30.57 . 3155 3240 . 3330

31.92 3294 3383 3478

3331 3438 35317 3630

34.78 35.89 36.86 37.89

Exhibit C
DOE Wage Scale
July 1, 2025 - June 30, 2026

15 16 17 18
Step Step Step Step
0 P Q R

20.03

2081

21,61

22248

23.33

2475

25.23

2634

27.51

L2873

30.01

~3137

32.78

34.24
3576
3731

38.95

19
Step
S

20.57

: 2137

22.20

23.07

23.97
24,91

2391
27.06

28.29

2953

30.85

3224

33.70

35.20°

36.76

73835

40.04

20
Step
T

21.13

21.94

2279

2369

24.62
25.58
26.63

2779

29.07

30.35

3172

33.14

34.64

©36.19.

37.7%

3943

41.16

21
Step
U

21.68

2252

23.40

3434 -

25.30

26:29°

27.35

128,56

29.85

e

32.60

3407

35.61

37.20

38.85

4054 .

42.31

22
Step

12

14

15

16
i
18

20

22

A

24

26

28

22.26
24.04
- 25.97
- 27.00
28.12
30.70
33.51
36.62
39.93

41.67
43.50

For any employee hired after July 1, 2021, upon hire, management reserves the right to place new hires in Step A-F.

2314

25.00 -

32.06 -
135.03

22.86

2377

24.69

2569 . 2_6;16-

26.69

o2n7A

28.88

3154

3296

34.44

3601

37.63

41.05

. 42.83

44,71

23.27

28,20

2513

27.18

2826

29.41

© 30,72

32.13

35.09

36.67

38.33

40.05.

41.83

Ca3es

45.56

23.69 2412 2455 2502

aeh2s0s 2853 2601

2561 2607 2654  27.03

2664 2743 2763 2814

27.69 2819 2871  29.24

2877 02930 . 29.84 3039

29.95 3051 3106 3185

L3128 3186 3245 133,06

3272 3334 3395 3458

342073483 3549 3615

3574 3641  37.09  37.79

373603807 3878 - 3951:.

39.06 3977 4054 4131

_40.82 . 4155 4233 4314

4263 4333 4422 4506

L 4A8B - 85274613 Arel

46.43 47.26 48.16 48.07

25.47

26,48

27.52

2865

29.77

30,96

32.23

3368

35.23

38.50

L 4G.25

42.08

45.87

47.86

49.96

25.92

2695 :

28.02

2947

30.33

3153

32.83

3430

35.89

3751

39.22

A0
A288
A476 -

46.74

48.76

50.90

26.31

2736

28.45

29.61 -

30.79

32.00

35.33

34.82

36.43

3807,

35.82

4152

43.53

4542
4744
i 49.49

51.67

26.71,

2777

28.87

130,05

31.25

[ 32,47

33.82

35.35.

36.97

3864

40.42

4225

413

Casa0

48.15

50.24

52.44






Exhibit D
DOE Wage Scale
July 1, 2026 - june 30, 2027

1 2 3 4 5 6 7 8 9 10 11
Step Step Step Step Step Step Step Step Step Step Step
Grade A B C D E F G H i ] K

12 1732 17.61 1815 1869 1927  19.77 2031  20.83 2139 2197 2255
© 43 . 17.96 1827 - 1883 1941 1999 - 2054 2107 . 2164 2222 2381 2440
14 1864 1896 1955 205 2077 2133 2185 2248 2308 2370  24.34
C15 7L 1936 0 01970 °..20.31 2093 2138, 2217 | 2275 2337 .23.99. 2464 2531
16 2009 2044 2107 2174 2241 23.02 2364 2426 2493 2560 2631
17 |o2086 . 2122 2189 . 2257 2327 © 2391 . 2456 . 2522 2590 0 26160 - 27.34
18 2168 2206 2276 2347 2421 2486 2556 2624 2695 2770 2845
19|, 2261 2302 2373 2449 0 2525 . 2594 72667 . 27.39 0 28,140 2890 2970
20 2361 2403 2481 2559 2641 2711 27.85 2861 2942 3024  31.04
21| 2464 2509 2588 2671 - 2756 . 2832 .29.08. 29.88. . 30.71. 3157 3244
22 2573 2620 2703 2780 2878 2056 3037 3121 3208 3299 3391
23 12684 ©-27.34 0 2821 2911 3005 30,90 - 3175 03262, - 3353 - 3447 . 3543
24 2803 2856  29.46 3043 3140 3226 3316 3409 3505 3602  37.03
25 | 2926 - 2982 3077 0 3L79 03281 3370 3464 3561 3661 . 376477 13869
26 3055 3113 3213 3339 3426 3518 3617 3719 3823 3930  40.40
27|, 31.89 32,50 . 3354. . 3465 . 3576 3672 37757 3880 - 39.89 . 4101 4216
28 33.29 3393 3502 3617 3732 3833 3940 4051 4164 4281 4401

Exhibit D
DOE Wage Scale
July 1, 2026 - lune 30, 2027

12 13 14 15 16 17 18 19 20 21 22
Step Step Step Step Step Step Step Step Step Step Step
Grade L % N 0O P Q R ) T U v

12 2315 2378 2420 2464 2509 2553 2602 2649 2696 2736  27.77
SA300 | 2407 2472 251702562 2608 2655 27.05 - 2754 2803 - 2846 - 2888
14 25.00 2568 2644 2663 2711 2761 2811 2862 2914  29.5%  30.02
s | w00 2672 2120 2 222874 2925 . 980 034 3080 3126
16 27.00  27.76 2827 2879 2932 2986 3040 3096 3155 = 3202 3230
47 7| 2808 . 28.85° 2939 . 29.92 . 3047 . 3103 - 3160 . 32200 3279 .- 3328 13377

18 2024 3004 3058 3115 3173 3231 3291 3352 3414 3466 3517
39713053 03137 3195 325303344 - 3375 03438 . 35037 3568 3621 3676
20 31.93 3280 3342 3403 3467 3531 3597 3664 3732  37.88 3845
2L |- 33.34 003428 0 3492 3557 03623, 369L. 3759 3831 3901 3960 " 40.00
22 3485 3582 3649 3717  37.87 3858 3930 4004 4079  ALAL 4204
23| 3643 - 3745 - 3814 . 3886 30.60 °_ 40:33° . 4110 .. 4186 - 4285 .. 4329, . 43.94 |
24 38.08 3914  39.86 40,63 4136 4216 4296  43.76 4460 4527  45.95
25 |30.77 0 40.88 41650 42450 4321 4403 7 4AR7.. L4567 4655 47.247 7 4795 ¢
26 4153 4270 4350 4433 4513 4599 4686 4770 4861 4933 5007
27143330 4454 . 4530 4626 A7.08 A7.98 4880 4977 5071 B147 4 5225
28 4524 4650 4739 4828 49.6  50.08 5104  51.95 5294 5373 54.54

Far any employee hired after July 1, 2021, upon hire, management reserves the right to place new hires in Step A-E.






