
 

 

STATE OF CONNECTICUT 
MUNICIPAL ACCOUNTABILITY REVIEW BOARD (MARB) 

 
REGULAR MEETING NOTICE AND AGENDA 

Hartford Subcommittee of the MARB  
 

 
Meeting Date and Time: Thursday, September 21, 2023, 10:00 AM – 12:00 PM  
 
Meeting Location: This will be a virtual meeting.   
                                  Meeting materials may be accessed at the following website: 
 https://portal.ct.gov/OPM/Marb/Hartford-Committee-Meetings-and-Materials 
 
 
Call-In Instructions: Meeting participants may use the following telephone number and access code 

Telephone Number: (860) 840-2075 

Meeting ID:  512 525 756 

Agenda 

I. Call to Order & Opening Remarks 

 

II. Approval of Minutes:  

a. April 27, 2023, regular meeting 

 

III. Review and Discussion: Milliman’s Report on Hartford Schools Health Insurance Plans 

 

IV. Review, Discussion and Possible Action: Labor Contracts 

i. Tentative Agreement – BOE and Hartford Schools Support Supervisors Association 

ii. Tentative Agreement – City and Hartford Municipal Employees Association 

 

V. Update: Budget Mitigation Measures 

 

VI. Other Related Business 

 

VII. Adjourn 

https://portal.ct.gov/OPM/Marb/Hartford-Committee-Meetings-and-Materials


DRAFT 
STATE OF CONNECTICUT 

MUNICIPAL ACCOUNTABILITY REVIEW BOARD (MARB) 
 

REGULAR MEETING MINUTES 
Hartford Subcommittee of the MARB  

 
 
Meeting Date and Time: Thursday, April 27, 10:00 AM – 12:00 PM  
 
Meeting Location: This was a virtual meeting. Meeting materials may be accessed at the following website: 
 https://portal.ct.gov/OPM/Marb/Hartford-Committee-Meetings-and-Materials 
 
Call-In Instructions: Meeting participants may use the following telephone number and access code 

Telephone Number: (860) 840-2075 

Meeting ID:  507 496 998# 

Members in Attendance: Kimberly Kennison (OPM Secretary designee), Andrea Comer (State Treasurer 

designee), Mark Waxenberg, Robert White, Stephen Falcigno 
 
City Officials in Attendance:   Phillip Penn, Julian Freund 
 
OPM Staff in Attendance: Simon Jiang, Bill Plummer, Michael Reis, Lori Granato, Lori McLoughlin 

 
 

I. Call to Order & Opening Remarks 
 
The meeting was called to order at 10:16 AM.  
 
 

II. Approval of Minutes: 
 

a. March 23, 2023 Regular Meeting 
 
Ms. Comer made a motion to approve the minutes with a second by Mr. White. The motion passed 
unanimously. 
 
 

III. Review and Discussion: Moody’s Rating on Hartford Refunding Bonds 
 
Ms. Kennison stated she provided Moody’s AA 3 rating for Hartford in the meeting materials.  This 
rating is the same as Connecticut’s rating due to the contract assistance in place with the State.  The 
State will be paying for these bonds, so Hartford received the State's rating.  She stated that the 
bonds were sold yesterday at $124 million. Ms. Comer stated that she was excited to announce that 
this will save the state taxpayers $13.9 million over the next 10 years.  
 
 

IV. Review, Discussion and Possible Action: Mayor’s FY 2024 Recommended Budget  
 

Ms. Kennison stated that a memo was included in the meeting materials. The City has provided a 

balanced budget with a total of approximately $619 million which represents $19.6 million or 3.3% 

https://portal.ct.gov/OPM/Marb/Hartford-Committee-Meetings-and-Materials


increase over FY 2023 Budget. The major revenue increases are a result of an increase in taxes of $6 

million and an increase in investment interest. The mill rate remains unchanged and compares to the 

FY 2023 Budget. 

Mr. Jiang provided a summary of highlights and explained that the MARB has approval authority of 
certain elements of the annual budget of Tier III municipalities which encompasses state revenues, 
property tax revenues and mill rates. 
 
The major sources of State Aid in FY 2024 are generally flat compared to the adopted FY 2023 
levels of funding with one exception. The FY 2024 State PILOT reflects the revisions to the funding 
formula which were finalized after the budget was adopted by the City, and the sources of State Aid 
included in the City’s recommended budget are consistent with the amounts depicted in the State 
mid-term budget. 
 
Mr. Freund shared that the Mayor could not be in attendance this morning, but he sent along his 
best wishes to everyone. He indicated that the goals of the FY24 Proposed Budget was first to 
preserve the property tax reduction that was built into the current year’s budget.  The budget 
maintains the property tax rate at 68.95 mills and makes targeted investments to increase capacity of 
departments to meet the City’s needs.  There is no reliance on one-time revenues and does not 
include any new borrowing. The budget also funds projected ADEC’s for pension obligations.  It does 
not use ARPA funding to balance the budget. 
 
The Capital Improvement Program includes investments in school construction, traffic safety 
improvements and items for public health and public safety. 
 
Mr. White made a motion, seconded by Ms. Comer, to recommend to the MARB approval of the 
Mayor’s FY 2024 Recommended Budget. The motion passed unanimously. 
 
 

V. Review, Discussion and Possible Action:  Hartford’s 5-Year Plan 
 
Mr. Freund provided an overview of City’s 5-year Plan.  He stated that the City’s baseline forecast is 
conservative.  Baseline forecast is very conservative. As in prior years the city shows budget gaps and 
deficits in the five-year plan along with a mitigations plan.  There is projected to be a 1.5 % increase 
in the grand list and is fully staffed. The deficits are a function of the tax base slowly growing and no 
increases in revenue sources along with fully loading staffing levels.  It also incorporates fulling 
funding the ADEC’s.  Mr. Freund also presented a FY 2024 – FY 2028 Mitigation Plan. Mitigating 
factors include property tax allowances for revenues not collected as the result of Board of Appeals 
and real-estate activity since the last revaluation due to market appreciation since October 2021. 
Short and long-term measures include an increased effort in tax collections, energy efficiency 
projects, workers compensation strategies and pension programs. 

 
Mr. White made a motion, seconded by Mr. Waxenberg, to recommend to the MARB approval of 
Hartford’s 5-Year Plan. The motion passed unanimously. 
 
 

VI. Update: Budget Mitigation Measures  
 
City’s Budget Mitigation Measures was discussed with the 5-Year Plan. 

 
 
 



VII. Other Related Business 
 
Ms. Kennison provided an update to the Board that the Board of Education and Milliman held a 
follow-up meeting last week.  Milliman received the data to begin their review and analysis work.  
She also noted that the Full MARB Board meeting scheduled for May 11th has been rescheduled to 
May 18th.  
 

VIII. Adjourn 
 

Mr. Falcigno made a motion, seconded by Mr. Waxenberg to adjourn.  The meeting adjourned at 
11:20 AM. 
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I. EXECUTIVE SUMMARY 
 
Milliman was engaged by the State of Connecticut Office of Policy and Management (OPM) to provide an independent 
review of the Hartford Public Schools’ (HPS) and retiree medical benefits program compared to the State of Connecticut 
Partnership Plan 2.0 (Partnership Plan). The purpose of this review is to address the question of whether Hartford 
Public Schools could have reduced its total annual costs by joining the Partnership Plan, rather than continue to provide 
the self-funded benefit programs administered by Anthem.  
 
Based on discussions with representatives from HPS and OPM, this review was focused on the following items: 
 

1. A comparison of the total cost to HPS during contract year July 2020 through June 2021 under their existing 
program at that time for the self-funded active employees, retirees under age 65, and retirees age 65 and 
older and the cost if HPS had participated in the Partnership Plan. 
 

2. A comparison of total costs for contract year July 2021 through June 2022 for the existing self-funded program 
compared to the cost of the Partnership Plan. 
 

3. A comparison of the fully insured premiums for the group of 65+ retirees with Medicare Supplement Plan F to 
the premiums that would be paid with the Partnership Plan. 
 

4. A comparison of the benefits provided under the current HPS PPO and HSA plans to the Partnership Plan 
benefits.  

 
For each of the two contract years that we reviewed, the total costs to HPS for the self-funded medical and pharmacy 
benefit plans were less than the total premium that would have been paid for the Partnership Plan. The post-65 retirees 
in the fully insured Medicare Supplement plan pay 100% of their own premiums, so there is no cost to HPS for that 
plan. Table 1 shows the total actual costs for the medical and pharmacy benefits for self-insured actives, pre-65 retirees 
and post-65 retirees compared to the premiums that would have been paid for the Partnership Plan each year for the 
same population. 
 

Table 1 
Hartford Public Schools 

Actual Plan Costs vs Partnership Premiums 

Contract Year 
HPS Actual  

Benefit Plan Costs 
Partnership Plan 

Premium 
Difference 

(Actual – Partnership) 
July 2020 through  

June 2021 
$43,723,627 $53,100,154 -$9,376,526 

July 2021 through  
June 2022 

$48,786,160 $51,543,213 -$2,757,053 

 
 
As shown in the table above, the total cost would have been greater to enroll the self-insured active and retiree 
population in the Partnership Plan for each contract year. These costs represent the total costs and do not reflect any 
employee contributions for coverage. Employee contributions are excluded in order to provide a comparison of the total 
costs under each scenario. Details about the costs presented above are provided in the next section of this report. 
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II. RESULTS  
 
SELF-FUNDED ACTIVES AND RETIREES 
 
Actual HPS Plan Costs 
 
HPS active employees and most retirees are covered by the self-funded plans administered by Anthem. With a 
self-funded plan, the employer’s costs may be more variable than with a fully insured plan because the employer pays 
for the actual claims that are incurred during the contract period rather than a fixed monthly payment based on expected 
claims. In addition to paying for the claims, employers also pay administrative and stop loss fees.  
 
The annual renewal package will provide an estimate of the total costs for the contract year and is a useful tool for 
budgeting, but the costs presented in the renewal are not guaranteed. Actual claims experience will almost certainly 
vary from what is projected, and if claims are higher than expected the employer must pay the higher claims amounts. 
Stop loss offers some protection to employers against high-cost claimants. When actual claims are less than what was 
projected, the employer retains 100% of the claim savings. 
 
Under a fully insured program, employers pay a fixed monthly premium based on the expected claims that will be 
incurred during the contract period. The premium rate includes an amount to cover expenses and typically includes a 
load for profit and / or margin. If actual claims come in less than expected, that difference represents additional profit 
to the insurer. However, if actual claims are higher than expected, the risk for that additional cost is entirely with the 
insurer.  
 
We reviewed information provided in Anthem’s year-end settlement letters, the detailed claims experience contained 
in the Anthem Premium & Expense reports, and a summary of CVS / Caremark expenses. Based on this information, 
we developed the summaries presented in Table 2 to show the total cost of the self-funded plans for the years beginning 
July 1, 2020 and July 1, 2021. A brief description of each line item follows. 
 

Table 2 
Hartford Public Schools 

Total Costs for Self-Funded Plans  
July 2020 through June 2021 July 2021 through June 2022 

Total Medical and Rx Claims 
Paid, Anthem 

$39,263,311  $43,877,344  

CVS / Caremark Rx Expense $1,822,990  $1,837,409  

HSA Contributions $3,111,000  $3,072,000  

Stop Loss Claims ($1,091,456) ($389,189) 

Rebates ($1,106,454) ($1,423,309) 

Total Net Claims $41,999,391  $46,974,255  

Self-Insurance Fees $595,841  $676,783  

Stop Loss Fees $616,920  $656,324  

Discount Share Fees $511,475  $478,798  

Total Retention $1,724,236  $1,811,905  

Total Cost $43,723,627  $48,786,160  
 

 Total Medical and Rx Claims Paid, Anthem is the total medical claims for all actives, pre-65 retirees, and 
post-65 retirees and their dependents in all Anthem self-funded plans plus total prescription drug claims for 
members not enrolled in Century Preferred PPO plans. Dental claims were excluded from this analysis at the 
direction of OPM and HPS. 
 

 CVS / Caremark Rx Expense represents the total prescription drug claims for members who were enrolled in 
Century Preferred PPO plans. 
 

 HSA Contributions is an estimate of the total contribution made by HPS to member HSA accounts. HPS funds 
50% of the deductible for single and family coverage each year. We estimated this amount based on the total 
number of subscribers enrolled in HSA plans each year. 
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 Stop Loss is a reduction to claims for individual claimants who exceeded the stop loss attachment point of 
$500,000. During the period July 2020 through June 2021, five individuals exceeded that threshold, and one 
individual had claims above that limit during the period July 2021 through June 2022. 
 

 Rebates are the pharmacy rebate payments made to HPS by Anthem. Under the contract HPS has with 
Anthem, HPS receives rebates as a separate pass back and not as an offset to other amounts. 
 

 Retention includes the following components: self-insurance program fee, stop loss fees, and discount share 
fees. The self-insurance program fee and stop loss fees are based on a fixed per subscriber per month amount 
that is shown in the renewal each year. The discount share fee is an access fee on in-network discounts and 
is expressed separately in the renewal as a percentage of claims, but not as part of the claim projection. 
Self-insurance fees for the dental program are not included. We estimated the dental program fees to remove 
based on the fee shown in the Anthem renewal and the actual number of dental contracts shown in the dental 
Premium and Expense reports for each year. 

 
The amounts shown in Table 2 represent the total cost for the benefits provided in each year. This is not necessarily 
equal to the total cost to HPS, which is reduced by the total employee contributions collected. Had HPS elected to join 
the Partnership Plan, employee contributions may have been set differently than the contributions required for the 
Anthem coverage during the time periods reviewed.  
 
Comparison to Renewal 
 
We were asked to compare actual plan costs to the projected costs in the Anthem renewals. Table 3 below compares 
the projected amounts shown in Report 1 of the Anthem renewal to the actual cost as presented in Table 2 for each 
contract period. Total annual costs are also shown as per member per month (PMPM) costs to account for differences 
between the actual and projected enrollment. Total costs shown in Table 3 below do not match the total costs in Table 2 
above due to presentation differences that are outlined below. 
 

Table 3 
Hartford Public Schools 

Actual vs Renewal Projected Costs 
 Actual Cost Projected Cost 

July 2020 through June 2021   

Claims $38,171,855  $45,187,008  

Self-Insurance Fees $595,841 $549,766 

Stop Loss Fees $616,920 $625,657 

Total $39,384,616  $46,362,431 

Member months 68,738 70,968 

PMPM  $572.97 $653.29 

July 2021 through June 2022   

Claims $43,488,155 $43,110,264 

Self-Insurance Fees $676,783 $539,217 

Stop Loss Fees $656,324 $663,098 

Total $44,821,262 $44,312,579 

Member months 66,298 68,472 

PMPM $676.06 $647.16 
 

 Claims 
 
- Actual claims are equal to the total Anthem medical and pharmacy claims less the stop loss from Table 2. 

 
- Renewal claims are equal to the Medical Claim amount presented in Report 1 of the Anthem renewal for 

each contract year. 
 

- Dental claims are not included. 
 

- HSA contributions and pharmacy rebates are not included in the Anthem renewal projections and are 
excluded in Table 3. 
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 Retention 

 
- Actual self-insurance fees are the same as shown in Table 2. The renewal self-insurance fees are equal 

to the total “retention fees” shown in Report 1 of the Anthem renewal less the total annual dental program 
fees shown in Report 4 of the Anthem renewal. 
 

- Actual stop loss fees are from Table 2, and the renewal stop loss fees are as shown in Report 1 of the 
Anthem renewal for each year.  
 

- Discount share fees are included in Table 2 but are not included as a component of the renewal costs 
shown in Report 1 of the renewal; therefore, they are not shown in Table 3. Anthem describes this fee 
separately in Report 10 of the renewal, but not as part of the claim projection. 
 

 Member months 
 
- Actual member months are as shown in the Premium and Expense report for each contract year. 

 
- Renewal member months are the projected medical member months shown in Report 8 of the Anthem 

renewal for each year. 
 
Anthem’s renewals provide an estimate of the total costs for each contract period but are not a guarantee of those 
costs. The actual costs to HPS will be based on the actual claims paid and the expenses and fees charged during the 
contract period for the enrolled subscribers. Actual experience will almost certainly emerge different than projected. 
 
Partnership Plan Costs 

Using the actual HPS census and the published Partnership Plan premium rates for Hartford County for each contract 
period, we computed what the total premium cost would be for coverage in the Partnership Plan. Table 4 presents the 
detailed premium costs that are shown in total in Table 1. 
 

Table 4 
Hartford Public Schools 

Partnership Plan Premium Cost  
EE EE+1 Family Total 

July 2020 through June 2021    $53,100,154 

Active Employees $11,264,614  $12,730,782  $24,602,230  $48,597,626  

Pre-65 Retirees $2,125,659  $469,853  $29,461  $2,624,973  

Post-65 Retirees $1,629,742  $247,813  $0  $1,877,555  

July 2021 through June 2022    $51,543,213 

Active Employees $11,535,403  $12,208,710  $23,644,814  $47,388,926  

Pre-65 Retirees $2,070,530  $325,985  $18,689  $2,415,205  

Post-65 Retirees $1,532,317  $206,766  $0  $1,739,082  
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Tables 4a and 4b present the underlying head counts and Partnership Plan premium rates that produce the total costs 
included in Table 4. 
 

Table 4a 
Hartford Public Schools 

Subscriber Counts  
EE EE+1 Family Total 

July 2020 through June 2021     

Active Employees  1,047   552   872   2,470  

Pre-65 Retirees  158   16   1   175  

Post-65 Retirees  68   5  0  73  

July 2021 through June 2022     

Active Employees  1,060   524   831   2,415  

Pre-65 Retirees  146   11   1   157  

Post-65 Retirees  60   4    64  
 
 

Table 4b 
Partnership Plan 2.0 Monthly Premium Rates 

Hartford County  
EE EE+1 Family 

July 2020 through June 2021    

Active Employees $896.65  $1,923.66  $2,351.58  

Pre-65 Retirees $1,121.72  $2,409.50  $2,946.07  

Post-65 Retirees $2,002.14  $4,347.60  $5,324.90  

July 2021 through June 2022    

Active Employees $906.80  $1,941.28  $2,372.31  

Pre-65 Retirees $1,183.16  $2,546.76  $3,114.91  

Post-65 Retirees $2,113.54  $4,594.79  $5,628.68  
 
 
FULLY INSURED POST-65 RETIREES 
 

As of June 2022, there were 17 post-65 retirees who are enrolled in Anthem’s fully insured Medicare Supplement 
Plan F. Based on enrollment trends since July 2020, it is likely that the number of retirees in this plan has continued to 
decline, but the scope of our review focused only on the period July 2020 through June 2022 and we do not have a 
current count of the number enrolled in this plan today. These retirees pay 100% of their premium costs, so there is no 
cost to HPS for this coverage.  

If HPS moved from its self-funded arrangement with Anthem to the Partnership Plan, these post-65 enrollees could 
enroll in the Partnership Plan Medicare Advantage plan. A comparison of the per member per month premium rates 
during 2020 and 2021 shows that retirees would have paid a lower premium with the Partnership Plan than they paid 
for the Anthem plan, as presented in Table 5 below. 
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Table 5 
Hartford Public Schools 

Post-65 Fully Insured Monthly Premium Rates PMPM 
Contract Year Anthem Plan F Partnership Plan Medicare Advantage 

July 2020 through June 2021 
Total: $1,273.44 
Plan F: $262.36 

Pharmacy: $1,011.08 

Eligible for Parts A&B: $294.66 
Eligible for Part B only: $579.25 

July 2021 through June 2022 
Total: $1,273.44 
Plan F: $262.36 

Pharmacy: $1,011.08 

Eligible for Parts A&B: $267.58 
Eligible for Part B only: $552.18 

 
 
Prescription drug coverage is not included in the Anthem Plan F, therefore there is an additional cost for pharmacy 
coverage. The Partnership Plan Medicare Advantage plan does include Medicare Part D coverage. Under either plan, 
retirees are responsible for the Medicare Part B premium in addition to the amounts in the table above. 
  
BENEFIT PLAN COMPARISONS 
 
In addition to the cost comparisons, there are other considerations that should be taken into account when thinking 
about changing benefit programs. 
 

 Premium Development 
 
- As discussed above, with a self-funded plan the employer only pays for claims that are incurred during 

each contract period. Any savings associated with better than expected claims experience belong to the 
employer. Of course, the reverse is also true; the employer bears full responsibility for claims experience 
that is more adverse than projected. Stop loss can be an effective tool for managing that risk. As a 
self-funded group, HPS is responsible for only its experience.  
 

- Premium rates for the Partnership Plan are developed based on the pooled experience of all groups 
participating in that program. If HPS has better experience than the combined pool, there is no adjustment 
to recognize that. Similarly, if HPS experience is worse than the pool average, their premium is not 
adjusted to reflect their adverse experience.  
 

 Premium Stability 
 
- Partnership Plan premiums are developed based on the combined experience of all groups enrolled, 

minimizing the volatility from outlier claims. 
 

 Flexibility in Plan Design 
 
- Under the Partnership Plan, HPS will have no control over plan designs. 

 
 Three Year Agreement 

 
- Groups may leave the Partnership Plan after 3 years with no penalty. If a group leaves early they will pay 

an exit fee. 
 

Benefit Richness 
 
The Partnership Plan offers very rich benefits with minimal cost sharing. It includes a Health Enhancement Program 
(HEP), which encourages members to get routine wellness checks, preventive care screenings, and chronic disease 
education and counseling. The deductible is waived for members who are HEP compliant. 
 
We compared the Partnership Plan to the two most common Anthem plans that HPS members are enrolled in. Key 
cost sharing features of each plan are summarized in Table 6, below. As of June 2022, 76% of subscribers were 
enrolled in the Century Preferred PPO HSA plan and 12% of members were enrolled in the Century Preferred PPO 
plan. It is our understanding that since that date, there has been more shifting of members to the HSA plan and that 
there are currently only around 200 subscribers left in the PPO plans. 
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We used the federal Actuarial Value Calculator (AVC) to determine each plan’s metal level based on the ACA 
definitions. Based on the AVC results, each of the plans provides generous benefits, with actuarial values (AVs) greater 
than the range of AVs associated with gold plans. The Century Preferred PPO HSA plan, which has the majority of 
HPS enrollment, produced an AV between gold and platinum when we did not include the HSA contribution that HPS 
makes for members enrolled in this plan. However, when we accounted for that contribution, the AV that was produced 
was above the range of AVs associated with platinum plans. 
 

Table 6 
Hartford Public Schools 

2023 Plan Design Summary 
 

Partnership Plan 
Century  

Preferred PPO HSA 
Century  

Preferred PPO 

ACA Metal Level Platinum+ 

Gold+ w/o HSA 
contribution / 

Platinum + with HSA 
contribution 

Platinum 

Deductible 
$0 if HEP compliant 

$350 if not HEP compliant 
$2,000 / person or 

$4,000 / family 
$0 

Out of Pocket Limit 

Medical: $2000 
Individual / $4000 Family 

Rx: $4600 
Individual / $9200 Family 

$3,000 / person or 
$6,000 / family 

$3,300 / person or 
$6,600 / family 

Office Visits    

Primary Care Visit 
$15 copay 

($0 for preferred 
providers) 

0% coinsurance $30 copay 

Specialist Visit 
$15 copay 

($0 for preferred 
providers) 

0% coinsurance $40 copay 

Preventive Care No charge No charge No charge 

Testing    

Diagnostic (x-ray, bloodwork) $0 copay 0% coinsurance $0 copay 

Imaging $0 copay 0% coinsurance $0 copay 

OP Surgery    

Facility $0 copay 0% coinsurance $100 copay 

Physician $0 copay 0% coinsurance No charge 

Emergency Care    

ER Visit $250 copay 0% coinsurance $100 copay 

Urgent Care $15 copay 0% coinsurance $25 copay 

Inpatient Hospital    

Facility $0 copay 0% coinsurance $150 per admit 

Physician $0 copay 0% coinsurance No charge 

Mental Health / Subst. Abuse    

Office Visit $15 copay 0% coinsurance $30 copay 

Other Outpatient $0 copay 0% coinsurance No charge 

Prescription Drugs    

Tier 1 Generic 
$5 / $10 

(preferred / non preferred) 
$5 copay $5 copay 

Tier 2 Pref Brand $25 copay $15 copay $15 copay 

Tier 3 Non Preferred Brand $40 copay $30 copay $30 copay 

Tier 4 Pref Specialty $40 copay $30 copay $30 copay 
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III. CAVEATS AND LIMITATIONS  
 
This report has been prepared for the internal use of Hartford Public Schools, the State of Connecticut Office of Policy 
and Management, and the Municipal Accountability Review Board. No portion may be provided to or relied upon by 
any other party without Milliman’s prior written consent. Under no circumstances does Milliman intend to benefit, or 
create a legal duty to, any third party as a result of this report. 
 
In preparation of our analysis, we relied upon the accuracy of data or information provided to us. We have not audited 
this information, although we have reviewed it for reasonableness. If the underlying data or information is inaccurate or 
incomplete, the results of our review may likewise be inaccurate or incomplete. The data we relied on includes the 
following information: 
 

 Information received from Kate Klarman at Anthem 
 
- Hartford Public Schools 2020 and 2021 ASO renewals  
- Anthem claims experience summaries for the 2020 and 2021 plan years 
- Summary of Benefits and Coverage documents for the current benefit plans 
- Hartford Public Schools settlement letters for the 2020 and 2021 plan years 
- Hartford Public Schools ASO enrollment summaries for the 2020 and 2021 plan years 
- Hartford Public Schools 2020 and 2021 Retiree Plan F renewals 
- Hartford Public Schools Plan F enrollment summaries 
- Hartford Public Schools rebate credit for the 2020 and 2021 plan years 

 
 Information received from Phil Penn at Hartford Public Schools 

 
- CVS / Caremark expenses  

 
 Information received from Bernie Slowik at the State of Connecticut 

 
- Partnership Plan premium rates 

 
Models used in the preparation of our analysis were applied consistently with their intended use. We have reviewed 
the models, including their inputs, calculations, and outputs for consistency, reasonableness, and appropriateness to 
the intended purpose and in compliance with generally accepted actuarial practice and relevant actuarial standards of 
practice (ASOP). The models, including all input, calculations, and output may not be appropriate for any other purpose. 
Where we relied on models developed by others, we have made a reasonable effort to understand the intended 
purpose, general operation, dependencies and sensitivities of those models. We relied on input, review, and validation 
by other experts in the development of our models. 
 
Actual experience will vary from our estimates for many reasons, potentially including differences in population health 
status, reimbursement levels, delivery systems, random variation, or other factors. It is important that actual experience 
be monitored and adjustments made, as appropriate. 
 
Guidelines issued by the American Academy of Actuaries require actuaries to include their professional qualifications 
in all actuarial communications. I am a member of the American Academy of Actuaries, and I meet the qualification 
standards for performing the analyses in this report. 
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COLLECTIVE BARGAINING AGREEMENT

BETWEEN

THE HARTFORD BOARD OF EDUCATION

AND

THE HARTFORD SCHOOLS SUPPORT SUPERVISORS ASSOCIATION,

LOCAL 78, AFSA, AFL-CIO

Expired June 30,2023

TERMS ARE CONCEPTS AND MAY NOT BE EXACT.

In full and final settlement of a successor agreement to their- collective bargaining agreement 
that expired June 30,2023, the negotiating teams for the Hartford Board of Education (the 
“Board”) and The Hartford Schools Support Supervisors Association, Local 78, AFSA, 
AFL-CIO (the “Union”) have tentatively agreed to the following changes to their- collective 
bargaining agreement subject to ratification by the Board and the Union and approval by 
the Municipal Accountability Review Board:

HARTFORD BOARD OF EDUCATION

Melinda B. Kaufmann, 
ChiefNegotiator

BY

THE HARTFORD SCHOOLS SUPPORT
SUPERVISORS ASSOCIATION



ARTICLE IV 
SALARIES

H. Long Term Substrttrtes-Temporary Employees:

A leng-ter-m-subsUtate temporary employee may be hired on a temporary basis when it is 
expected a position will be vacant or bargaining unit members will be absent for at least 
two (2) months.

ARTICLE VII 
UNION SECURITY/RIGHTS

The Board agrees to deduct via payroll dues for all members of the bargaining unit who 
give express written permission to the Executive Director of Human Resources for such 
fee to be deducted via payroll. The Board-agrees-to deduet-via-payroll a service fee fer-atil

ARTICLE XV 
REIMBURSEMENT FOR PROFESSIONAL IMPROVEMENT

Bargaining unit members who have completed one year of satisfactory service in the Hartford 
System of Schools and have successfully completed the semester course in a graduate program 
from an accredited university shall be eligible for tuition reimbursement of up to $§00675 per 
credit, up to a maximum of six (6) credits per year each reimbursable year, summer through spring 
semester. Members must submit any graduate level course for reimbursement within three months 
of receipt of the final grade, or the claim for reimbursement shall be waived. For purposes of this 
Article, successful completion means, at a minimum, receipt of a B or pass for the completed 
course work.

For members who have not attamed a bachelor's degree, courses in pursuit of such degree from 
an accredited college/university shall be deemed eligible for reimbursement subject to the 
procedures of the above paragraph.

ARTICLE XVII
DISCIPLINARY PROCEDURES

No bargaining unit member shall be issued a letter of reprimand copied to the personnel file, 
suspended without pay, or discharged without just cause. In cases of minor misconduct/ 
infractions, progressive discipline may apply. Progressive discipline shall not apply in cases of 
serious misconduct.

Disciplinary actions shall normally follow this order:

(a) Written warning
(b) Suspension without pay
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(c) Discharge/Demotion

Any of the above steps may be omitted depending upon the severity of the discipline required.

ARTICLE XX
WORK DAY/WORK YEAR

The floating holiday must be requested on a-eenfidential leave form through the electronic data 
management system and noted as such (eede-88). Such floating holiday(s) must be approved by 
the member's supervisor and must be taken between July 1st and June 30,h or shall be waived for 
that contract year.

ARTICLE XXVI
ANNUAL CERTIFICATION/NOTIFICATION

All bargaining unit members shall certify on an annual basis that they have not been convicted of 
a felony. Such certification shall be made on a form approved by the Board. If a bargaining unit 
member is arrested for a felony or for a crime against a person, sexual assault, child abuse or family 
violence, he/she shall immediately notify the Executive Director of Human Resources or his/her 
designee in writing. It is required that all such matters be kept in the strictest confidence by the 
appropriate department personnel.

Further, members are obligated to sign a release to allow DCF to share the outcomes of any 
investigation of abuse/neglect of children connected to employment with the Hartford Public 
Schools.

All bargaining unit members understand and agree that they are required to notify the Director of 
Human Resources in writing immediately if the Department of Children and Families has 
substantiated abuse or neglect against him/her.

If an employee is convicted of a felony or a crime against a person, sexual assault, child abuse or family 
violence or any crime involving drugs, weapon(s), or violence he/she shall notify the Executive 
Director of Human Resources immediately in writing.

Further, the Administration may, in its sole discretion, require a member to submit to a 
drug/alcohol test. Testing shall not be done on a random basis but shall be utilized if the 
Administration has suspicion of use or influence.
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APPENDIX B 
SALARY GRIDS

Effective July 1,2023, bargaining unit members shall receive a 2.0% general wage increase. There 
shall be movement within the range (“range adjustment”)1 for those who have not reached 
maximum in the amount of 5.0% of the difference between the maximum and the minimum (not 
to exceed the maximum).

Effective July 1, 2024 bargaining unit members shall receive a 2.0% general wage increase.

Effective July 1,2025, bargaining unit members shall receive a 2.0% general wage increase. There 
shall be movement within the range (“range adjustment”) for those who have not reached 
maximum in the amount of 5.0% of the difference between the maximum and the minimum (not 
to exceed the maximum).

Effective July 1,2026, bargaining unit members shall receive a 2.0% general wage increase.

Bargaining unit members are only entitled to retroactive wage increases if the bargaining unit member 
is employed on the day the union ratifies the tentative agreement.

APPENDIX C
1. Health Insurance

Employee health contributions shall have a pre-tax status under Section 125 Plan.

A. High Deductible Health Plan with a Health Savings Account ("HSA")

Members shall contribute the following percentages toward the annual premium or no more 
than 4% above the allocation rate for the year in question fully-insured premium equivalent 
eests for individual, individual + 1, or family coverage on the HDHP with HSA:

2AW-202(h-----P%
2020 2021:----
2021-2022:----- W%
2022 2023:--- 20%
2023- 2024 20.0%
2024- 2025 20.5%
2025- 2026 21.0%
2026- 2027 21.5%

1 As an illustration, based on the 2022-2023 salary scale, the range adjustment calculation would be as follows for 
grid C710: $93,567 - $77,588 = $15,979 x 5% = $798.95.
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AGREEMENT made and entered into by and between the Hartford Board of Education, 
(hereinafter referred to as the Board) and HARTFORD SCHOOLS SUPPORT SUPERVISORS' 
ASSOCIATION, LOCAL 78, AFSA, AFL-CIO (hereinafter referred to as HSSSA or the Union).

ARTICLE I
RECOGNITION

The Board recognizes the Hartford Schools Support Supervisors' Association, Local 78, AFSA, 
AFL-CIO as the exclusive bargaining representative of all those non-certified supervisors who are 
employed by the Board of Education of the City of Hartford and who are eligible for membership 
in the Union for the purpose of negotiating.  Hartford Schools Support Supervisors' Association 
is a unique and diversified union.  Its job classifications include a variety of positions that provide 
many aspects of administrative, financial, educational, social and computer/technical support.

ARTICLE II
BOARD PREROGATIVES

It is recognized that the Board has and will continue to retain whether exercised or not, the sole 
and unquestioned right, responsibility and prerogative to direct the operation of the public schools 
in the City of Hartford in all its aspects.

ARTICLE III
PROFESSIONAL STATUS

It is recognized that the Union is composed of members of the administration charged with 
interpreting and enforcing Board policies at various levels and as members of the profession have 
the interest of professionals in their work.  It is further recognized that they shall have the 
opportunity to make constructive recommendations toward the administration of the school 
system.

ARTICLE IV
SALARIES

A. Bargaining unit members shall be paid in accordance with the salary schedule as set forth 
in Appendix B as annexed hereto and is hereby made part of this agreement.  Bargaining 
unit members shall be paid on a bi-weekly schedule, on a twenty six pay plan.

1. Retroactive to July 1, 2023, bargaining unit members shall receive a 2.0% general wage 
increase.  There shall be movement within the range (“range adjustment”)1 for those who 
have not reached maximum in the amount of 5.0% of the difference between the 
maximum and the minimum (not to exceed the maximum).   

2. Effective July 1, 2024 bargaining unit members shall receive a 2.0% general wage 
increase. 

3. Effective July 1, 2025, bargaining unit members shall receive a 2.0% general wage 

1 As an illustration, based on the 2022-2023 salary scale, the range adjustment calculation would be as follows for 
grid C710:  $93,567 - $77,588 = $15,979 x 5% = $798.95.  
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increase.  There shall be movement within the range (“range adjustment”) for those who 
have not reached maximum in the amount of 5.0% of the difference between the 
maximum and the minimum (not to exceed the maximum). 

4. Effective July 1, 2026, bargaining unit members shall receive a 2.0% general wage 
increase.  

5. Bargaining unit members are only entitled to retroactive wage increases if the bargaining 
unit member is employed on the day the union ratifies the tentative agreement.

6. No unit member’s salary will be allowed to exceed the maximum salary for the 
appropriate range at any time.

7. This provision is subject to the provisions of Appendix B.

B. Salary Scale Placement - The Superintendent or his/her designee reserves the right to 
determine placements on the salary scale as a result of performance including attendance 
and misconduct.  This may be in the form of a promotion, demotion or freeze.  Such change 
in salary placement shall not be made arbitrarily and shall be reflected in the bargaining 
unit member's evaluation and/or a charge of misconduct.  Freeze and demotions shall be 
issued only after discipline in accordance with Article XVII.

C. Reclassification and New Positions
1. If a bargaining unit member's position is reclassified at a higher grid level or if the 

bargaining unit member takes a new position at a higher grid level, then the 
bargaining unit member shall be at least a five (5%) percent increase over his/her 
present salary.

If the member's position is reclassified within six months of being granted wage 
improvement, the member shall be given at least a 2.5% (two and a half percent) 
increase over his/her present salary.

2. If the bargaining unit member takes a new position at a lower grid level, the salary 
placement will be at the discretion of the Superintendent or his designee.

D. Salary Placement Upon Initial Employment
1. In determining the initial placement in the salary schedule for employees new to 

the district, credit may be granted for similar experience in other communities 
and the employee shall be placed appropriately within the salary range.  Initial 
placement within the salary range shall be at the discretion of the Superintendent 
or his/her designee.

E. Summer Positions

1. Any ten (10) or eleven (11) month bargaining unit member who continues to work 
in his/her regular position beyond July 1 shall receive his/her regular salary 
increase as of July 1 on a per diem basis.
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F. When a position will be vacant as a result of an approved leave for over eleven (11) 
consecutive work days, the bargaining unit member temporarily assigned to work in a 
higher classification will be paid immediately an increase of at least five (5%) percent on 
the new schedule over his/her present salary.

G. If a bargaining unit member is to be given an assignment of at least eleven (11) consecutive 
work days which involves greater responsibility and/or increased duties or is working out 
of his/her job classification, the supervisor and the Union will be notified and have the 
right to negotiate and re-evaluate the grid placement of that position.  Placement on the 
salary grid shall be retroactive to the first day of the assignment.

H. Long Term SubstitutesTemporary Employees:
A long-term substitute temporary may be hired on a temporary basis when it is expected a 
position will be vacant or bargaining unit members will be absent for at least two (2) 
months.

I. Acting Appointments:
Vacant positions may be filled with individuals from outside the bargaining unit with 
acting appointments.  Said appointment shall not exceed two (2) months without 
discussion with the bargaining unit.  Acting appointments are paid on the lowest salary 
on the range for the job classification.

J. Fringe Benefits are set forth in Appendix C.

K. The Board reserves the right to require members, in its sole discretion, to receive 
compensation via direct deposit, with electronic notification of same.  Implementation may 
occur within 30 days of such notification.

ARTICLE V
GRIEVANCE PROCEDURE

A. Purpose:
The purpose of this procedure is to secure, at the lowest possible administrative level, 
equitable solutions to the problems, which may, from time to time, arise affecting the 
welfare or working conditions of bargaining unit members.  Both parties agree that these 
proceedings shall be kept as informal and confidential as may be appropriate at any level 
of the procedure.

B. Definitions:
A "grievance" for the purpose of this procedure shall be a bargaining unit member or 
Union complaint that there has been a misinterpretation or misapplication of a specific 
and explicit provision of this Agreement.  Any grievance form submitted shall include a 
clear and plain statement of the facts as to the alleged violation as well as any supporting 
documentation.  Only grievances that are violations of specific contract language are 
arbitrable.  The specific provisions of the contract must be identified at all levels of the 
grievance process.  "Days" or work days for the purposes of this Article shall mean any 
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day that the district (Central Office) is open.  "Submission" occurs when the receiving 
party actually obtains or is in receipt of materials.

C. Time Limits
1. Since it is important that a grievance be processed as rapidly as possible, the 

number of days indicated at each level should be considered a maximum.  The time 
limits specified, however, may be extended by mutual agreement and must be in 
writing, between the Union President and the Executive Director of Human 
Resources or his/her designee.

2. Failure by the grievant to attend a scheduled grievance meeting or to appeal a 
grievance at any level within the specified time limit shall be deemed an 
acceptance of the decision rendered at that level, and such decision shall 
thereafter be binding upon the grievant and the Union.

3. Failure by the Administration to attend a scheduled grievance meeting or to 
respond to a grievance within the specified time limit shall be deemed a denial, and 
the grievant may proceed to the next step.

4. The date of awareness shall be defined as the date any reasonable person knows or 
should have known about the condition(s) causing the grievance.  Conditions that 
repeat themselves shall be deemed separate grievable events.

5. When a grievance is submitted in writing, it shall contain a clear explanation of the 
facts regarding the alleged violation.

D. Procedure:
1. The Union on behalf of the bargaining unit member must submit his/her grievance 

in writing and such grievance must be received by the immediate supervisor within 
ten (10) workdays of the date when the events giving rise to the grievance occurred.  
Such submission shall be made to the immediate supervisor for a satisfactory 
adjustment.

Nothing in this provision shall prohibit or discourage a bargaining unit member 
from informally discussing his/her problem with the involved supervisor.

However, the time limits for filing the initial grievance may only be waived or 
extended by written agreement between the Executive Director of Human 
Resources or his/her designee (or specified designee) and the Union President 
(or designee).

2. Failing satisfactory settlement within ten (10) work days, the Union, at the request 
of the aggrieved bargaining unit member may within ten (10) work days appeal in 
writing to the Executive Director of Human Resources or his/her designee or 
Superintendent’s specified designee and set forth specifically the act or condition 
on which the grievance was based in the first step above the grounds of the appeal.
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3. The Executive Director of Human Resources or his/her designee or 
Superintendent's specified designee shall meet with the bargaining unit member 
and a Union representative within thirty (30) work days after receipt of the appeal 
and shall give a written decision to the bargaining unit member and the Union 
within ten (10) work days.

E. Arbitration:
In the event that the aggrieved member of the unit is not satisfied with the disposition of 
his/her grievance at Step 3 or in the event no decision has been rendered within ten (10) 
work days after he/she has first met with the Executive Director of Human Resources or 
his/her designee or his/her designee, he/she may, within ten (10) work days after a 
decision by the Executive Director of Human Resources or his/her designee or his/her 
designee or fifteen (15) work days after he/she has first met with the Executive Director 
of Human Resources or his/her designee or his/her designee, whichever is sooner, present 
a request in writing to the President of Union to submit his/her grievance to final and 
binding arbitration, provided the grievance arose from a violation of a specific section of 
the agreement.  No bargaining unit member may file for arbitration except with the 
approval and participation of the Union.  The Union may submit the grievance to 
arbitration within fifteen (15) workdays after receipt of a request by the aggrieved person 
to the American Arbitration Association in accordance with its respective rules.  Expenses 
shall be borne equally.  If a postponement is necessary for one party, that party must pay 
the postponement fee.  If the parties mutually agree to a postponement, they shall share 
equally the costs of any such fee. Simultaneous notification of the appeal to arbitration 
shall be forwarded to the Executive Director of Human Resources or his/her designee.  In 
order to save time and expense both parties may mutually agree to an expedited arbitration 
process, either through the American Arbitration Association or an independent arbitrator.

F. General Provisions
1. If a grievance is not processed in accordance with the time or procedural 

requirements, it shall be deemed withdrawn.

2. In the event that the Board's representative does not provide the Union with a timely 
response to the grievance following the meeting of the parties or if the meeting is not 
scheduled within the timelines described above, the bargaining unit member or, if 
appropriate, the Union, may proceed with the next step of the grievance procedure 
provided that the Union or the bargaining unit member, if appropriate, does so 
within the specific time limits set forth above.

3. Any grievance, as defined in Section B above, not presented for disposition through 
the grievance procedure described under Section D above within ten (10) workdays 
of the time when either the Grievant or the Union knew or reasonably should have 
known of the conditions giving rise thereto, shall not thereafter be considered a 
grievance under this Agreement.  Failure at any step of this procedure to 
communicate a decision within the specified time limits shall permit the aggrieved 
to proceed immediately to the next step.  Failure at any step to appeal within the 
specified time limits shall be considered acceptance by the aggrieved of the 
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decision rendered or an acceptance of a denial, if no decision was rendered, and 
such decision/denial shall thereafter be binding upon the aggrieved and the Union.

4. Grievances arising from the action of an official other than the immediate 
supervisor shall be filed against that official at Step 1.

5. The Union shall be informed and have the right to be present at the grievance 
hearings.  The Administration agrees to notify the Union of the time and place of 
any conference or hearing on any grievance.  The Administration further agrees to 
provide the Union with copies of any grievance not filed through the Union.  The 
Union agrees, in good faith, that it will present the grievance with as many facts as 
are available at that time.

6. Meetings held under this procedure shall be conducted at a time and place, which 
will afford a fair and reasonable opportunity for all persons proper to be present. 
When such meetings are held during the work day, all persons who participate shall 
be excused without loss of pay for that purpose.  Persons proper to be present for 
the purposes of this section are defined as an aggrieved bargaining unit member or 
members, their appropriate Union representatives and qualified witnesses.

7. Any bargaining unit member who reasonably believes that a meeting with a 
supervisor, principal, school official, or administrator may result in disciplinary 
action, is entitled to Union representation.  Union representatives will be permitted 
reasonable absences from their work location to represent members at such 
meetings without loss of pay.  Union representatives shall not be compensated when 
such meetings are held or continued after working hours.

8. The Board shall permit the President of the Union, or his/her designated 
representative, with the permission of the principal or supervisor or in his/her 
absence, the person in charge of the school/department, to visit the 
schools/department for any purpose relating to the terms and conditions of this 
Agreement.  This permission shall not be unduly withheld.  If conferences with 
members of the bargaining unit are necessary, they shall be scheduled so as not to 
interfere with the duties and responsibilities of the school/department employees.

9. The parties, by mutual agreement, may waive the time limits at any step of the 
grievance procedure in writing.  The time limits may only be waived or extended 
by written agreement between the Executive Director of Human Resources or 
his/her designee (or specified designee) and the Union President (or designee).

ARTICLE VI
RESIDENCY

There shall be no residency requirements for bargaining unit members.

ARTICLE VII
UNION SECURITY/RIGHTS
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A. The Board agrees to deduct via payroll dues for all members of the bargaining unit who 
give express written permission to the Executive Director of Human Resources for such 
fee to be deducted via payroll.  The Board agrees to deduct via payroll a service fee for all 
non-members who give express written permission to the Executive Director of Human 
Resources for such fee to be deducted via payroll.

B. The deduction for any month shall be made on a bi-weekly basis and shall be remitted to 
the Union, together with a list of names of employees from whose wages such deductions 
have been made, not later than the fifteenth day of the following month.

C. The Union may request the equivalent of one (1) unpaid Union leave per year, upon mutual 
agreement.

D. The Board will provide each bargaining unit member with a copy of this Agreement 
within an agreed upon time limit after the signing of this Agreement.  New employees 
will be provided with a copy of this Agreement at the time of hire, but not later than 
forty-five (45) days after the date of hire.  The cost of reproducing the Agreement shall 
be equally borne between the Board and the Union.

E. Delegate Release Time:  The Union shall be allowed a maximum of five (5) days of Union 
leave per year with pay to attend official Union conventions.  Delegate release time shall 
not unduly interfere with the operation of the school/department.

F. There shall be made available to the Union, upon its request, any and all information, 
statistics and records which the Union may deem to be relevant or necessary for the proper 
enforcement, implementation or negotiations of the terms of this Agreement, to the extent 
to which such material is readily available or is reasonably obtainable.

G. The President of the Union will receive from the Board a list of all employees covered 
under the Union contract, stating employee number, name, location, assignment, leave of 
absence status, appointment date, degree, step and salary, in electronic form or hard copy, 
upon request no more than once per year.

H. The Union shall hold the Board and City harmless against any and all claims, demands, 
liabilities, lawsuits, counsel fees or other costs which may arise out of, or by reason of, 
actions taken against the Board and/or the City as a result of the administration of the 
provisions of this Article.

ARTICLE VIII
LEAVES OF ABSENCE

A. Child Bearing Leave:
Bargaining unit members who become pregnant may be placed on short-term leave status 
for child-bearing leave for purposes under this paragraph unless they elect a long-term 
leave under the provisions of paragraph B.
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Any bargaining unit member who becomes pregnant shall so notify the Superintendent or 
his/her designee at least four (4) months prior to the expected date of delivery and shall 
thereafter provide a doctor's certificate indicating continued fitness for work as often as 
the Superintendent or his/her designee may require.  Leave shall begin when, in the 
opinion of her doctor, she is no longer physically able to work.

Leave shall expire when, in the opinion of her doctor, she is physically able to return to 
work. Normally, leave is not expected to continue more than six (6) weeks after delivery.

Leaves of absence for child-bearing shall be with pay to the extent of unused sick leave 
days, but normally not more than six (6) weeks before and six (6) weeks after delivery.  A 
bargaining unit member on childbearing leave will be assigned to her former position 
upon return.  If a bargaining unit member on child bearing leave returns to work more 
than six (6) weeks after the delivery date, she may be assigned to her former position or 
an equivalent position at the discretion of the Superintendent.

B. Child Rearing Leave:
A bargaining unit member who has completed his/her probationary period who is 
expecting a child or whose spouse is expecting a child, or who has firm plans to adopt a 
child in the immediate future shall, upon request, be granted a long-term leave for child-
rearing purposes which generally will not last more than one year.  The request for such 
leave must be made at least thirty (30) days prior to its commencement.

Upon return, a bargaining unit member shall be assigned to his/her former position or an 
equivalent position. Leaves of absence for child rearing shall be without pay.

C. Professional Leave:
A bargaining unit member who has completed his/her probationary period may request an 
unpaid leave of absence for the purpose of furthering his/her education.  Application for 
such leave shall be made to the Executive Director for Human Resources, in writing, at 
least thirty (30) days prior to its commencement and must specify the length of the leave, 
not to exceed one (1) year.  The bargaining unit member shall be placed in the same 
position or an equivalent position upon his/her return.  Bargaining unit members will notify 
the Board of their return in a timely fashion.

D. Personal Days:
Bargaining unit members shall be permitted absences, without loss of pay, up to a total of 
not more than five (5) days in any work year for any and all of the listed reasons noted 
below.  A bargaining unit member who has taken personal leave on an emergency basis, 
must make the necessary arrangements after his/her return from leave to file the Confidential 
Leave Request Form upon the date of return from leave, regardless if school is in session or 
not.  Failure to do so, will mean loss of pay for that day.

Reasons:
1. In the event of serious illness or death of spouse, father, mother, son, daughter, 

grandfather, grandmother, grandchild, father-in-law, mother-in-law, sister, brother, 
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sister-in-law, brother-in-law, uncle, aunt, or child related by blood or marriage or 
member of his/her immediate household, not to exceed five (5) in any school year.

2. Holy days, not to exceed three (3) days in any school year.

3. Quarantine.

4. Absence for spouse for birth of child not to exceed three (3) days in any school 
year.  Absence of parent for adoption of child shall not exceed three (3) days in 
any school year.

5. Temporary absence for personal reasons is limited to situations not under the 
control of the applicant, which makes such absence from service necessary.  The 
appropriate supervisor must give prior approval.

E. Jury Duty:
A bargaining unit member shall be entitled to full pay and benefits for absences due to jury 
duty.  The bargaining unit member shall notify his/her supervisor immediately upon receipt 
of his/her call to jury duty.  A bargaining unit member on jury duty shall turn over all monies 
received from other sources for jury duty service as they are received.

F. Military Leave:
The benefits, including the right to return to a comparable position, of employees who take a 
military leave will be according to applicable federal and state law.

G. Professional Days:
With the approval of the Superintendent or his/her designee bargaining unit members may 
attend conferences or seminars, which will contribute to or increase the knowledge of the 
employee with regard to his/her position.

H. Family Hardship:
The Superintendent or his/her designee may grant a bargaining unit member a leave of 
absence without pay for a period not to exceed one (1) year.  The request for leave must be 
made in writing and include the reason(s) for the leave and the length, of the leave requested.

I. Workers' Compensation:
Workers' compensation shall be paid in accordance with law.

J. Bargaining unit members shall be notified when their leave is approved.

ARTICLE IX
TRANSPORTATION ALLOWANCE

All bargaining unit members covered by this Agreement, who are required to use their own 
personal transportation during the course of conducting Board business, shall be reimbursed at a 
rate in accordance with the IRS regulations. Bargaining unit members currently receiving a flat 
rate will continue to receive a flat rate of $48 per month.  New employees will receive the IRS 
rate per mile.
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ARTICLE X
JOB DESCRIPTION

While the establishment of job descriptions is a prerogative of the Board, the Union has a right 
and the Board an obligation to negotiate the salary, terms and conditions of employment for unit 
members working under such descriptions.

ARTICLE XI
FAIR PRACTICES

A. The Board and the Union agree to continue their policy of not discriminating against any 
member of the bargaining unit protected under state or federal discrimination laws, as the 
laws may be amended from time-to-time.

B. The provisions of this article are included in the agreement for informational purposes 
only, and shall not be subject to the grievance procedure.

ARTICLE XII
PERSONNEL FILES AND EVALUATIONS

A. Limitations on File

An official file shall be maintained so that each bargaining unit member has a right of 
access and review of his/her file.  Use of material contained in bargaining unit members' 
files in disciplinary proceedings shall be subject to review under the just cause standard 
applicable to such proceedings.  No anonymous letters or materials shall be placed in a 
bargaining unit member's personnel file.  The Administration will send a copy of any 
negative material that is placed in a bargaining unit member's personnel file to the 
bargaining unit member.

B. Right to Review File

The bargaining unit member shall, upon request, be given the opportunity to review the 
contents of his/her file.

C. Right to Reply

The bargaining unit member has the right to reply to any document with a formal letter 
addressed to the Superintendent of Schools.  This letter will be placed in the file.

D. Right to Copy Material

Each bargaining unit member shall receive, upon request, a copy of supervisory records 
and reports of competence, personal character and efficiency, maintained in his/her 
personnel file with reference to evaluation of his/her performance.  The cost of copies shall 
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be borne by the Board.  The cost of copies of materials other than those cited above (e.g. 
transcripts, recommendations other than employment recommendations, commendatory 
letters from outside, etc.) shall be borne by the bargaining unit member.

E. Evaluations submitted by a supervisor shall be submitted to the personnel file.
1. After examination of said evaluation, the bargaining unit member shall, for 

the purpose of identification only, affix his/her signature thereto, reserving 
the right to respond by addenda affixed.

2. If any evaluation is contested, the procedure for due process (which shall be 
initiated with ten [10] work days) shall be followed.  Grievances shall only be 
related to the process of the evaluation.  Grievances regarding evaluation shall 
not be subject to arbitration.

ARTICLE XIII
TRANSFERS, PROMOTIONS AND PROBATION

A. Vacancies and new positions shall be filled at the discretion of the Superintendent or 
his/her designee considering the best interests of the students served by the Board.

B. Vacancies and new positions within the Union, which are to be filled, shall be posted a 
minimum of five (5) working days.  The posting will set forth the qualifications, 
schedules, rates of pay and the application process.

C. The Board shall notify the Union as to its decision on whether or not a position shall be 
filled, frozen or eliminated.

D. Vacancies may be filled provided there is at least one (1) qualified applicant and funding 
is available.

E. The principal criterion for consideration of a request for change in assignment is whether 
the change in assignment will result in the best interest of the students served by the Board.

F. Bargaining unit members, who have successfully completed their probationary period, 
may apply for any vacant position.

G. The President of the Union shall receive a copy of all official correspondence sent to a 
bargaining unit member regarding changes in assignments or new hires on a 
contemporaneous basis.  Copies may be sent in electronic form or by hard copy.

H. The Union recognizes the right of the Board for the best interests of the students served 
by the Board to assign newly hired employees prior to reassigning those who have 
requested a change in assignment.

I. Any bargaining unit member who voluntarily transfers to a different position shall have a 
one hundred twenty actual working days probationary period.  Any leave extends the 
probationary period by the length of the leave.
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J. Involuntary transfers shall not be made without prior consultation with the bargaining unit 
member concerned, at which time the bargaining unit member shall be notified of the 
reasons for the transfer.  Where possible, said notice shall be sent at least two (2) weeks 
prior to the effective transfer date.

K. New employees shall be considered probationary during their first one hundred twenty 
actual working days (excluding any authorized or unauthorized leave).  During the 
probationary period, the employee may be discharged at will, and in such event, the 
employee shall not have recourse to the grievance procedure.  Furthermore, new 
employees will not attain seniority rights during the probationary period; his/her seniority 
shall date back to the date of his/her original employment upon completion of the 
probationary period.

ARTICLE XIV
EXTENDED WORK HOURS

Bargaining unit members, except as noted below, shall be paid overtime in accordance with 
applicable state and federal laws.

All professionals at grid 710 and above understand that the nature of their responsibility may from 
time to time require them to work more than their normal work hours to complete their duties.  It 
is understood that when these bargaining unit members are required to work beyond their regular 
work hours they will do so without additional compensation.  If they are required to work on non-
work days they shall be eligible for additional compensation at a per diem rate or off-setting 
additional vacation time with pre-approval.

ARTICLE XV
REIMBURSEMENT FOR PROFESSIONAL IMPROVEMENT

Bargaining unit members who have completed one year of satisfactory service in the Hartford 
System of Schools and have successfully completed the semester course in a graduate program 
from an accredited university shall be eligible for tuition reimbursement of up to $500675 per 
credit, up to a maximum of six (6) credits per year each reimbursable year, summer through spring 
semester.  Members must submit any graduate level course for reimbursement within three months 
of receipt of the final grade, or the claim for reimbursement shall be waived.  For purposes of this 
Article, successful completion means, at a minimum, receipt of a B or pass for the completed 
course work.

For members who have not attained a bachelor's degree, courses in pursuit of such degree from 
an accredited college/university shall be deemed eligible for reimbursement subject to the 
procedures of the above paragraph.

ARTICLE XVI
JOB ACTIONS, LOCKOUT, PARTIES TO COMMUNICATE
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A. The Union and the Board agree that any differences between the parties on matters relating 
to the Agreement shall be settled by the means herein provided.

B. The Union, in consideration of this Agreement and its terms and conditions, will not, 
during the term of this Agreement, engage in or condone any strike, work stoppage, or 
other concerted refusal to perform any assignment on the part of any bargaining unit 
member represented hereunder.

C. The Board agrees that at no time will the Board lock out of his/her regular work place or 
from his/her regular work assignment any member in an effort to resolve a labor dispute.

ARTICLE XVII
DISCIPLINARY PROCEDURES

No bargaining unit member shall be issued a letter of reprimand copied to the personnel file, 
suspended without pay, or discharged without just cause.  In cases of minor misconduct/ 
infractions, progressive discipline may apply.  Progressive discipline shall not apply in cases of 
serious misconduct.

Disciplinary actions shall normally follow this order:

(a) Written warning
(b) Suspension without pay
(c) Discharge/Demotion

Any of the above steps may be omitted depending upon the severity of the discipline required.  

ARTICLE XVIII
RETIREMENT BENEFITS

City MERF pension benefits shall only apply to HS SSA members actively in the City MERF 
pension plan before January 1, 2012.  Any person hired into HSSSA on or after January 1, 2012, 
who is not at the time already in a City MERF pension plan, shall be eligible for participation in 
a 403b plan only.  Such employees shall not be eligible for retiree health insurance through the 
City of Hartford or Hartford Board of Education.  The 403b plan shall include up to a 5% of 
pensionable wages/earnings employer funded match per year, subject to all applicable legal 
restrictions.

ARTICLE XIX
DURATION AND NEGOTIATIONS OVER SUCCESSOR AGREEMENT

A. This Agreement shall be in full force and effect from the date of its signing through 
the 30th day of June, 2019.  The parties shall enter into negotiations for a successor 
agreement as provided by applicable state law.
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B. During negotiations, the Board and the Union shall confer at reasonable times 
appropriately scheduled with regard for the budgetary calendar and exchange 
relevant data, points of view and proposals and counterproposals.  The Board shall 
provide the Union with materials and/or information necessary to discuss salaries, 
fringe benefits and working conditions.  It is understood that the materials relate only 
to the Union.

ARTICLE XX
WORK DAY/WORK YEAR

The Board shall establish the work day and the work year in the best interests of the students 
served by the Board.  For bargaining unit members who work at least a seven and a half (7.5) 
hour day, the work day shall be comprised of seven (7) working hours and at least a half hour 
duty free lunch.  If the bargaining unit member desires a special arrangement, such an 
arrangement may be implemented if the bargaining unit member first obtains approval from the 
Board and the Union.

Work year is defined in Appendix D.

Twelve month employees shall be entitled to the following:
1. New Year's Day
2. Martin Luther King Day
3. President's Day
4. Good Friday
5. Memorial Day
6. Independence Day
7. Labor Day
8. Thanksgiving Day
9. Day after Thanksgiving Day
10. Christmas Day
11. Floating Holiday
12. Floating Holiday

The floating holiday must be requested on a confidential leave form  through the electronic data 
management system and noted as such (code 88).  Such floating holiday(s) must be approved by 
the member's supervisor and must be taken between July 1st and June 30th or shall be waived for 
that contract year.

If school is in session on a holiday, or if there is a failure to observe said holiday, the bargaining 
unit member shall be granted compensatory time or pay in lieu thereof.  If a work location is closed 
or inaccessible for any reason the bargaining unit member shall report to a designated alternative 
work site as determined by his/her supervisor.

ARTICLE XXI
PERSONAL PROPERTY DAMAGE
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The Board will allocate $1,500 for the purpose of reimbursing bargaining unit members for 
damage or loss, excluding cash, to personal property incurred during a bargaining unit member's 
working hours and/or performance of duty.  All reimbursements will be held until the end of the 
fiscal year, at which time reimbursement will be made in full if the funds are sufficient; otherwise 
pro-rated reimbursement will be made according to the demands on the fund.

ARTICLE XXII
SENIORITY

A. Seniority shall be defined as a bargaining unit member's length of continuous full-time 
service within the bargaining unit commencing with his/her most recent date of hire.

B. Seniority shall continue to accrue during all authorized leaves of absence with pay and 
during sick leave.  Except as provided by law, seniority shall freeze during all leaves of 
absence over thirty (30) days that are authorized without pay or are unauthorized, in 
accordance with the law.

C. In case of a tie, the last four (4) digits of the bargaining unit member's social security 
number shall determine seniority.  The higher number shall have more seniority.

D. A bargaining unit member shall lose his/her seniority rights under any of the following 
circumstances:

1. If he/she resigns;
2. If he/she is discharged for just cause;
3. If he/she is laid-off for lack of work and such layoff continues for more than two 

(2) years; and
4. If he/she fails to report to work within ten (10) working days after due notice by 

the Board to the employee's last known address to return to work after layoff or 
leave of absence has expired.

ARTICLE XXIII
LAYOFF AND RECALL

A. A bargaining unit member is laid off when his/her position is eliminated.  When more than 
one bargaining unit member is in a position to be eliminated, the least senior member in 
the position shall be laid off first.  A lay off constitutes a break in service.  Full-time 
bargaining unit members, who are laid off, shall be placed on a preferential recall list for 
one (1) year after the date of lay off.  They shall be recalled to available positions on the 
basis of seniority and qualifications.  If a bargaining unit member is recalled within one 
(1) year, he/she shall receive credit for years of service in the bargaining unit.  If a 
bargaining unit member is recalled from the list and does not accept said position, he/she shall 
be removed from the list.

B. In the event that a position in the unit is eliminated, displaced unit members will be given 
preference to fill open positions authorized for filling that are lateral or lower on the grid 



17

level, provided they are equally qualified to any outside applicant(s) being considered by 
the Board to fill said vacancy.

C. The person who is being laid off or whose position is being eliminated shall be notified in 
writing at least fourteen (14) days prior to the actual separation from service.

D. A member who is laid off from the Hartford Public Schools, and does not elect to retire 
where eligible, shall continue on Board health insurance, as previously enrolled, for two 
months after separation from service.  He/she shall be liable for the employee portion of 
the premium cost share during the two month period.

E. Recall
In the event that the board elects to eliminate a position held by a bargaining unit 
member due to budget considerations or for any other reason, whatsoever, then no 
position shall be created or filled which would qualify for membership in the Union 
for a period of one (1) year without the person whose job was eliminated being 
given the option of filling that position if they meet the requirements and 
qualifications of the position.  If more than one person would qualify for the 
position because of a reduction in staff then the person with the most seniority 
would have the first option for the position progressing to the person with the least 
seniority.

ARTICLE XXIV
GENERAL PROVISIONS

A. Upon request, the Superintendent or his/her designated agent will meet with representatives 
of the Union to discuss matters such as, but not limited to, staffing, equipment and its use. The 
Union will provide an agenda at least one (1) week prior to such meetings and the 
Administration shall have the right to add items to the agenda if it wishes.

B. When grievance hearings are held during the work day, the grievant and one Union officer 
shall be allowed to attend such hearing without loss of pay.  If the Board and the union agree 
to hold negotiations during the work day, all team members shall be allowed to attend such 
negotiations without loss of pay.  However, the Union may not insist that negotiations occur 
during their work day.  There shall be no compensation when such meetings (grievance 
hearings or negotiations) are held or continued after the work day.

C. Any reference in this agreement to "day" shall also include the equivalent in hours.

D. No other bargaining unit or non-bargaining employee shall be assigned to work, which falls 
within the purview of this bargaining unit on a regular basis.

E. The Board shall continue its practice of posting and distributing all official circulars from 
the Superintendent's office and from the Board which are intended for the information of 
bargaining unit members.
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F. A copy of the public agenda of the regular Board meetings shall be available to the Union 
President twenty-four (24) hours prior to the meetings.  The Union shall be notified prior 
to all special meetings.

G. Assumption of Liability for Damage Caused by Bargaining Unit Member:
1. Employees in the bargaining unit shall be protected in accordance with section 10-

235 of the Connecticut General Statutes, as it is amended from time to time.

2. Solely for the purpose of informing employees in the bargaining unit, the following 
language is offered as a paraphrase of the provisions of Section 10-235:

a. The Board shall pay on behalf of any bargaining unit member all 
sums which such bargaining unit member becomes obligated to pay 
by reason of the liability imposed upon such bargaining unit 
member by law for physical damages to person or property if the 
bargaining unit member at the time of the occurrence, accident, 
physical injury or damages complained of, was acting in the 
performance of his/her duties and within the scope of his/her 
employment, and if such occurrence, accident, physical injury or 
damage was not the result of any willful or wanton act of such 
bargaining unit member in the discharge of such duty.

ARTICLE XXV
SAVINGS

In the event that any provision or portion of this Agreement is ultimately ruled invalid for any 
reason by an authority of established and competent legal jurisdiction, the balance and remainder 
of this Agreement shall remain in full force and effect.

ARTICLE XXVI
ANNUAL CERTIFICATION/NOTIFICATION

All bargaining unit members shall certify on an annual basis that they have not been convicted of 
a felony. Such certification shall be made on a form approved by the Board.  If a bargaining unit 
member is arrested for a felony or for a crime against a person, sexual assault, child abuse or 
family violence, he/she shall immediately notify the Executive Director of Human Resources or 
his/her designee in writing.  It is required that all such matters be kept in the strictest confidence 
by the appropriate department personnel.

Further, members are obligated to sign a release to allow DCF to share the outcomes of any 
investigation of abuse/neglect of children connected to employment with the Hartford Public 
Schools.

All bargaining unit members understand and agree that they are required to notify the Executive 
Director of Human Resources in writing immediately if the Department of Children and Families 
has substantiated abuse or neglect against him/her/  
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If an employee is convicted of a felony or a crime against a person, sexual assault, child abuse or 
family violence or any crime involving drugs, weapon(s), or violence he/she shall notify the 
Executive Director of Human Resources immediately in writing.

Further, the Administration may, in its sole discretion, require a member to submit to a 
drug/alcohol test.  Testing shall not be done on a random basis but shall be utilized if the 
Administration has suspicion of use or influence.

ARTICLE XXVII
PERFORMANCE INCENTIVE

The Administration may offer a performance incentive to bargaining unit members. The 
performance incentive shall not exceed ten percent (10%) of the base salary. The decision to pay 
such a performance incentive shall not be subject to the grievance procedure.
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APPENDIX A
HSSSA POSITIONS AND GRIDS

Nothing herein shall be construed to limit the Board's right to create or eliminate positions.

SCHEDULE ASSIGNMENT

6A Extended Day Arts Coordinator – 10 months degree requirement*
6B Lead Security Officer – 11 months 
A710 Residency Coordinator
A725 Program Admin.  - OT/PT
A796 Medical Director
B746 Coordinator of Assessment Programs
C690 Operation Transportation Coordinator
C700  Central Registration Administrative Supervisor*
C710 Program Manager of Tech Data Accounting
C710 Supervisor of Printing and Duplicating
C710 Medicaid Coordinator
C715 Organization Supervisor (Building and Grounds)
C720 Transportation Manager
C720 Child & Nutrition Field Manager
C720 Operations Manager for Food Services
C720 Satellite Manager for Food Services
C725 Child & Nutrition Senior Field Manager
C730  Coordinator of Specially Funded Programs*
C735 Payroll Manager
C735 Financial Serv. Manager (MHIS)
C740 Compliance Manager (Special Education Department)
C740 Organization Manager (Food Services)
C745 Student Based Coordinator (Special Education Department)
C750 Assistant Director of Facilities
C755 Network Manager (MHIS)
C755 Asst Dir. Of Nutrition Support
C760 Coordinator of Health Servs.
C760 Security Director
C765 Director Financial Planning & Grant Management
C765 Director of Operations
C765 Director of Welcome Center and Family Services and Ombudsperson
C780 Senior Director of Food & Child Nutrition Services
C780 Senior Director of Data and Accountability

All bargaining unit members are paid on a bi-weekly basis.

* These positions are not currently filled and may not be filled.
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APPENDIX B
SALARY GRIDS

Hartford Schools Support Supervisors Association

 2019-2020
Grid Min Max
6A 50,476 66,979
6B 49,809 67,392
A710 63,343 76,496
A725 74,461 89,927
A796 154,094 185,496
B746 95,018 114,569
C690 57,764 74,666
C700 66,296 83,198
C710 74,935 90,368
C715 78,785 95,111
C720 82,204 99,219
C725 85,633 103,330
C730 89,058 107,444
C735 92,481 111,553
C740 95,909 115,662
C745 99,333 119,770
C750 102,758 123,881
C755 106,183 127,993
C760 109,607 132,101
C765 113,034 136,212
C780 123,871 149,276

2% GWI
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 2020-2021
Grid Min Max

6A 50,980 67,649
6B 50,307 68,066
A710 63,976 77,261
A725 75,206 90,827
A796 155,635 187,351
B746 95,968 115,715
C690 58,341 75,413
C700 66,959 84,030
C710 75,685 91,272
C715 79,573 96,062
C720 83,026 100,212
C725 86,489 104,363
C730 89,949 108,518
C735 93,406 112,669
C740 96,868 116,818
C745 100,326 120,968
C750 103,785 125,120
C755 107,245 129,273
C760 110,703 133,422
C765 114,165 137,574
C780 125,110 150,769

1% GWI
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 2021-2022
Grid Min Max

6A 51,745 68,664
6B 51,062 69,087
A710 64,936 78,420
A725 76,334 92,189
A796 157,970 190,161
B746 97,408 117,451
C690 59,216 76,544
C700 67,963 85,291
C710 76,820 92,641
C715 80,766 97,503
C720 84,271 101,715
C725 87,787 105,929
C730 91,298 110,146
C735 94,807 114,359
C740 98,321 118,571
C745 101,831 122,783
C750 105,342 126,997
C755 108,854 131,212
C760 112,364 135,424
C765 115,877 139,638
C780 126,986 153,030

1.5% GWI
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 2022-2023
Grid Min Max

6A 52,263 69,350
6B 51,572 69,778
A710 65,585 79,204
A725 77,097 93,111
A796 159,550 192,063
B746 98,382 118,625
C690 59,809 77,309
C700 68,643 86,144
C710 77,588 93,567
C715 81,574 98,478
C720 85,114 102,732
C725 88,665 106,988
C730 92,211 111,247
C735 95,755 115,502
C740 99,304 119,756
C745 102,849 124,010
C750 106,396 128,267
C755 109,942 132,524
C760 113,487 136,778
C765 117,034 141,034
C780 128,256 154,561

1% GWI

 2023-2024

Grid Min Max
5% Range 

Adjustment

6A 53,308 70,737 871
6B 52,603 71,174 929
A710 66,897 80,788 695
A725 78,639 94,973 817
A796 162,741 195,904 1,658
B746 100,350 120,998 1,032
C690 61,005 78,855 893
C700 70,016 87,867 893
C710 79,140 95,438 815
C715 83,205 100,448 862
C720 86,816 104,787 899
C725 90,438 109,128 935
C730 94,055 113,472 971
C735 97,670 117,812 1,007
C740 101,290 122,151 1,043
C745 104,906 126,490 1,079
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C750 108,524 130,832 1,115
C755 112,141 135,174 1,152
C760 115,757 139,514 1,188
C765 119,375 143,855 1,224
C780 130,821 157,652 1,342

 2024-2025
Grid Min Max

6A 54,374 72,152
6B 53,655 72,597
A710 68,235 82,404
A725 80,212 96,872
A796 165,996 199,822
B746 102,357 123,418
C690 62,225 80,432
C700 71,416 89,624
C710 80,723 97,347
C715 84,869 102,457
C720 88,552 106,883
C725 92,247 111,311
C730 95,936 115,741
C735 99,623 120,168
C740 103,316 124,594
C745 107,004 129,020
C750 110,694 133,449
C755 114,384 137,877
C760 118,072 142,304
C765 121,763 146,732
C780 133,437 160,805

 2025-2026

Grid Min Max
5% Range 

Adjustment

6A 55,461 73,595 907
6B 54,728 74,049 966
A710 69,600 84,052 723
A725 81,816 98,809 850
A796 169,316 203,818 1,725
B746 104,404 125,886 1,074
C690 63,470 82,041 929
C700 72,844 91,416 929
C710 82,337 99,294 848
C715 86,566 104,506 897
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C720 90,323 109,021 935
C725 94,092 113,537 972
C730 97,855 118,056 1,010
C735 101,615 122,571 1,048
C740 105,382 127,086 1,085
C745 109,144 131,600 1,123
C750 112,908 136,118 1,161
C755 116,672 140,635 1,198
C760 120,433 145,150 1,236
C765 124,198 149,667 1,273
C780 136,106 164,021 1,396

 2026-2027
Grid Min Max

6A 56,570 75,067
6B 55,823 75,530
A710 70,992 85,733
A725 83,452 100,785
A796 172,702 207,894
B746 106,492 128,404
C690 64,739 83,682
C700 74,301 93,244
C710 83,984 101,280
C715 88,297 106,596
C720 92,129 111,201
C725 95,974 115,808
C730 99,812 120,417
C735 103,647 125,022
C740 107,490 129,628
C745 111,327 134,232
C750 115,166 138,840
C755 119,005 143,448
C760 122,842 148,053
C765 126,682 152,660
C780 138,828 167,301
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APPENDIX C
1. Health Insurance

Employee health contributions shall have a pre-tax status under Section 125 Plan.

A. High Deductible Health Plan with a Health Savings Account ("HSA")

All bargaining unit members will move to the HDHP with HSA as of November 1, 2019.  

Only the High Deductible Health Plan will be available to bargaining unit members.  

Members shall contribute the following percentages toward the annual premium nor more than 
4% above the allocation rate for the year in question or fully insured premium equivalent costs 
for individual, individual + 1, or family coverage on the HDHP with HSA:

2019-2020: 17%
2020-2021: 18%
2021-2022: 19%
2022-2023: 20%

2023-2024 20.0%
2024-2025 20.5%
2025-2026 21.0%
2026-2027 21.5%

In-Network services shall be subject to a $2,000 deductible for an individual plan and $4,000 per 
family.  The plan pays 100% in network services after the deductible, except for prescription drugs 
(Rx).

Out-of-Network services shall be subject to a 20% coinsurance for an individual plan up to a yearly 
maximum of $2,000 individual and $4,000 per family.  Out of network out of pocket maximum is 
$4,000 per individual and $8,000 per family (including the deductible).

Upon reaching the deductibles, there shall be a Rx co-payment applied as follows:

Generic: $5
Brand (formulary): $15
Brand (non-formulary): $30

Up to an out of pocket maximum of $1,000 per individual and $2,000 per family.

Effective November 1, 2019, the Board shall contribute fifty percent (50%) of the applicable HSA 
deductible amount.  The Board's contribution toward the HSA deductible will be deposited into the 
HSA accounts in two equal installments, the first during the week of November 1, 2019 and the second 
during the week of January 1, 2020.  Thereafter, the Board’s contribution shall be deposited into the 
HSA accounts in two equal installments, the first during the week of July 1 and the second during the 
week of January 1.  The Board's contribution will be pro-rated for members hired after July 1st in any 
year.
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The parties acknowledge that the Board’s fifty percent (50%) contribution toward the funding of the 
HSA plan is not an element of the underlying insurance plan, but rather relates to the manner in which 
the deductible shall be funded for active employees.  The Board shall have no obligation to fund any 
portion of the HSA deductible for individuals upon their separation from employment or departure 
from the Union.

Any member who is enrolled in Medicare may not participate in the HSA and must participate in a 
health retirement account (HRA).

HSSSA agrees that any portion of the health, dental, or prescription drug plan may be self-insured or 
insured at the sole discretion of the Board.  This provision shall not be subject to the grievance 
procedure.

B. Dental Plan subject to premium cost sharing specified above.

C. If the employee or the employee's dependent(s) become ineligible for medical or dental 
coverage they can purchase the coverage at their own expense at the fully insured 
group rate plus the 2% administration fee in accordance with the Congressional 
Omnibus Budget Reconciliation Act. (COBRA)

D. A Long-Term Disability policy will be made available to bargaining unit members at 
group rates.

E. The Board reserves the right to study alternative insurance plans to the plans outlined 
in this section provided the following steps are followed:
a. The plan suggested as an alternative must contain at least substantially 

equivalent benefit level as the present plan at no additional costs to the 
employee.

b. The Union will have an opportunity to study the plan for a period of twenty 
(20) working days.

c. At the end of the twenty (20) day period the Board and the Union will mutually 
agree to an impartial arbitrator if comparability is an issue or the purpose of 
the comparability study.

d. If the proposed plan is comparable, portable through the United States, the 
Board may substitute as soon as possible.

e. Proposed changes are limited to no more than one proposed change for each 
type of insurance during the life of the contract.

2. Life Insurance - 

All bargaining unit members shall receive an amount of group life insurance, without cost to 
the member, equal to two times his/her salary.  There is no limit or cap on the insurance 
amount. Amounts over $50,000 are subject to federal taxation and may be waived.
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3. Sick Leave

A. All ten (10) month bargaining unit members hired prior to November 20, 2002 
shall receive twenty (20) sick days per full year, which shall be earned at a rate of 
two (2) sick days per month for ten (10) months.

B. All ten (10) month bargaining unit members hired after November 20, 2002 shall 
receive fifteen (15) sick days per full year, which shall be earned at a rate of 1.5 sick 
days per month for ten (10) months.

C. All eleven (11) month bargaining unit members hired prior to November 20, 2002 shall 
receive twenty-two (22) sick days per full year, which shall be earned at a rate of two 
(2) sick days per month for eleven (11) months.

D. All eleven (11) month bargaining unit members hired after November 20, 2002 shall 
receive fifteen (15) sick days per full year, which shall be earned at a rate of 1.36 sick 
days per month for eleven (11) months.

E. All twelve (12) month bargaining unit members hired prior to November 20, 2002 shall 
receive twenty-four (24) sick days per full year, which shall be earned at a rate of two 
(2) sick days per month for twelve (12) months.

F. All twelve (12) month bargaining unit members hired after November 20, 2002 shall 
receive fifteen (15) sick days per full year, which shall be earned at a rate of 1.25 sick 
days per month for twelve (12) months.

G. All current bargaining unit members of the Hartford Board of Education who 
subsequently transfer into the bargaining unit shall use their date of hire, not their date 
of transfer, in determining monthly accrual of sick days.

H. All bargaining unit members hired after November 20, 2002 shall be entitled to 
accumulate up to one hundred and fifty sick (150) days.  All bargaining unit members 
hired on or prior to November 20, 2002 shall be entitled to accumulate up to two 
hundred twenty-five (225) sick days.

5. Vacations

A. All twelve (12) month bargaining unit members hired prior to November 20, 2002 shall 
be entitled to twenty-four (24) vacation days per year, which shall be earned at a rate 
of two vacation days per month for twelve (12) months.

B. All twelve (12) month bargaining unit members hired on or after November 20, 2002 
shall be entitled to twelve (12) vacation days per year, which shall be earned at a rate 
of one vacation day per month for twelve (12) months.  Vacation days shall be 
increased on the bargaining unit member's anniversary date in accordance with the 
table below.

Years: Total Amount: Accrual Rate
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6 — 9 15 vacation days 1.25/month
10 — 14 20 vacation days 1.66/month
15 plus yrs 24 vacation days 2.0/month

Current Board employees transferring into this unit will utilize their Board of Education hire 
date for vacation day accrual.

Effective August 30, 2011, the accrual rates shall be as follows:

Years: Total Amount: Accrual Rate
2 — 4 15 vacation days 1.25/month
5 — 9 20 vacation days 1.66/month
10 plus yrs 24 vacation days 2.0/month

C. Bargaining unit members shall be allowed to carry over up to twenty-four (24) vacation 
days when authorized by the Superintendent or the Superintendent's designee.  
Requests for carry-over vacation is excess of twenty-four (24) days may be made to 
the Superintendent and/or designee, who will in his/her sole discretion approve or deny 
the request. Such decision is not subject to grievance or arbitration.

D. If a holiday occurs during the week in which the bargaining unit member is on 
vacation, the bargaining unit member shall not be charged vacation time for that day.

E. Prior approval by appropriate supervisor is required for all vacations.

F. Any bargaining unit member who is separated from service with the Board for any 
reason, prior to taking his/her vacation shall be fully compensated for the unused 
vacation accumulation at the time of separation.  In no case, shall the bargaining unit 
member be paid for more than twenty-four (24) vacation days.

G. In the event of the death of a bargaining unit member, his/her spouse and/or minor 
children or the employee's estate if no spouse or minor children, shall receive the 
employee's pro rata vacation pay.

H. The Board reserves the right to designate periods where vacation time must be taken. 
If a member is unable to take vacation during a designated period of shutdown or 
vacation window due to specific work requirements, such member may receive 
permission to work and not use vacation time from the Cabinet member who ultimately 
oversees his/her department.  Such request and approval must be confirmed in writing.

6. Severance

Upon retirement a bargaining unit member shall be entitled to severance.  The severance shall 
be paid for unused accumulated sick days at the per diem value of the bargaining unit member's 
annual salary at the time of retirement and shall be calculated according to the following 
formula:

a. the number of unused accumulated sick days not to exceed sixty (60) days; or
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b. thirty percent (30%) of the unused accumulated sick days, whichever is 
greater.

For bargaining unit members who work a twelve (12) month work year, the per diem 
rate shall be calculated using 224 workdays.

Retirees and their legally dependent survivors (including spouse) shall be entitled to purchase 
group health insurance benefits at the same rate as current working bargaining unit members.  
This provision regarding the purchase of retiree health insurance will not apply to bargaining 
unit members who are hired after September 1, 2019.

7. Life Insurance

Upon retirement a bargaining unit member shall receive paid-up life insurance coverage in 
the amount of five thousand dollars ($5,000) for bargaining unit members below Grid 710 
and fifteen thousand dollars ($15,000) for bargaining unit members at or above Grid 710.  
This provision regarding retiree life insurance will not apply to bargaining unit members 
who are hired after September 1, 2019.

APPENDIX D
Work year defined
Current work years:
Schedule A — 193
Schedule B —213
Schedule C — a twelve-month work year less any holidays and/or vacation to which the bargaining 
unit member may be entitled

In witness whereof, the parties hereto set their hand:

HARTFORD BOARD OF EDUCATION HARTFORD SCHOOLS SUPPORT
SUPERVISORS ASSOCIATION

__________________________________ ________________________________
Date Date

__________________________________ _________________________________
Edward Wilson, Jr., Esq.Natasha Banks Matricia Lawson Lonnie Burt
Staff AttorneyExecutive Director of Human Resources President

ACTIVE/78402.46/MKAUFMANN/11271967v1



CONFIDENTIAL
Brief Summary of Hartford Schools Support Supervisors Association Tentative Agreement

This is a small unit of approximately 38 employees consisting of various non-certified 
supervisory employees.  The current contract expired on June 30, 2023.  The parties reached a 
tentative agreement on August 10, 2023 and we were informed that the union ratified the 
tentative agreement on August 24, 2023.  The new contract will be effective retroactively from 
July 1, 2023 – June 30, 2027.

Background

This is the only unit that new employees are not eligible for some type of pension benefit.  
Additionally, several contracts ago, this union agreed to eliminate steps in the contract in 
favor of ranges.  The union raised a specific concern that since that time, there has been 
no movement within the ranges.  

The prior contract ran from July 1, 2019 through June 30, 2023 and consisted of the 
following salary increases:

2018-2019 2% GWI
2019-2020 1% GWI
2020-2021 1.5% GWI
2021-2022 1% GWI

There was no range movement.

Salary

July 1, 2023 2.0% GWI, 5% range adjustment for those not on top step
(retroactive to July 1, 2023)

July 1, 2024 2.0% GWI, no range adjustment
July 1, 2025 2.0% GWI, 5% range adjustment for those not on top step
July 1, 2026 2.0% GWI, no range adjustment

“Range adjustment” for those who have not reached maximum is 5% of the difference between 
the maximum and minimum (not to exceed the maximum).  

Insurance

 Premium Cost Share percentages 

o July 1, 2023 20.0%
o July 1, 2024 20.5%
o July 1, 2025 21.0%
o July 1, 2026 21.5%



Other Changes

 Increased tuition reimbursement rate to $675 per credit

 Added progressive discipline language into the contract

 Updated some language such as the process to request leave to conform with the 
current system used by the district

 Updated the language related to when an employee has to report arrests and/or 
convictions for certain offenses

ACTIVE/78402.46/MKAUFMANN/11294069v1



Total Cost Summary: Agreement Between  HBOE and Schools Support Supervisors Association, Local 78

General Topic  Change FY 23‐24 FY 24‐25 FY 25‐26 FY 26‐27 Total

Wages General Wage Increase % 2.00% 2.00% 2.00% 2.00%

Cost of General Wage Increase $ 71,545$                 72,973$             74,432$                76,646$                295,596$                

Cost of Range Adjustment in $ 35,010$                 ‐$                   36,419$                ‐$                      71,429$                   

Portion attributable to Food Service operations (self‐funded) (40,730)$                (28,667)$           (42,352)$               (30,086)$               (141,835)$               

Tuition Reimbursement Increase to $675 per credit hour 1,050$                    1,050$               1,050$                  1,050$                  4,200$                     

Healthcare Additional contribution to premium cost share ‐$                        (3,311)$             (6,622)$                 (9,933)$                 (19,866)$                 

(Memo) HDHP Employee Cost Share  20.0% 20.5% 21.0% 21.5%
Net Annual Impact 66,875$                 42,045$           62,927$               37,677$               209,524$               

Wages 2.0% increase built into 2023‐24 budget (43,438)$                ‐$                   ‐$                      ‐$                      (43,438)$                 
Net Annual Impact Each Year 23,437$                 42,045$           62,927$               37,677$               166,086$               

Notes:

Fiscal Impact 

Other Measures to Offset Costs of Contract



2023 2024 GWI 2025 GWI 2026 GWI 2027 GWI
Job Class Code Long Description Position Start Date Grade/Rank Annual Pay 2.00% 5% Diff 2.00% 2.00% 5% Diff 2.00%
SUPERVISOR (12 MO) 08/14/2022 6A6 52,263.00 1,045 871 53,308 1,066 54,374 1,087 907 56,368 1,127 57,495
SUPERVISOR (12 MO) 08/14/2022 6A6 52,263.00 1,045 871 53,308 1,066 54,374 1,087 907 56,368 1,127 57,495
SUPERVISOR (12 MO) 08/14/2022 6A6 52,263.00 1,045 871 53,308 1,066 54,374 1,087 907 56,368 1,127 57,495
LEAD SCH SAFETY OFFICR (11 MO) 03/01/2020 6B6 56,947.08 1,139 929 58,086 1,162 59,248 1,185 966 61,399 1,228 62,627
LEAD SCH SAFETY OFFICR (11 MO) 05/27/2018 6B6 58,086.03 1,162 929 59,248 1,185 60,433 1,209 966 62,608 1,252 63,860
LEAD SCH SAFETY OFFICR (11 MO) 05/27/2018 6B6 58,086.03 1,162 929 59,248 1,185 60,433 1,209 966 62,608 1,252 63,860
COORDINATOR 02/27/2022 A710 65,585.36 1,312 695 66,897 1,338 68,235 1,365 723 70,323 1,406 71,729
COORDINATOR 03/19/2017 A710 68,647.12 1,373 695 70,020 1,400 71,420 1,428 723 73,571 1,471 75,042
DIRECTOR (12 MO) 11/07/2021 A796 96,031.31 1,921 1,658 97,952 1,959 99,911 1,998 1,725 103,634 2,073 105,707
MANAGER (12 MO) 01/22/2016 C710 77,558.82 1,551 815 79,110 1,582 80,692 1,614 848 83,154 1,663 84,817
SUPERVISOR (12 MO) 10/01/2007 C710 93,567.17 1,871 0 95,438 1,909 97,347 1,947 0 99,294 1,986 101,280
SUPERVISOR (12 MO) 01/02/2019 C715 81,574.10 1,631 862 83,205 1,664 84,869 1,697 897 87,463 1,749 89,212
MANAGER (12 MO) 06/26/2016 C720 85,114.14 1,702 899 86,816 1,736 88,552 1,771 935 91,258 1,825 93,083
MANAGER (12 MO) 08/20/2018 C720 85,114.14 1,702 899 86,816 1,736 88,552 1,771 935 91,258 1,825 93,083
MANAGER (12 MO) 08/20/2018 C720 85,114.14 1,702 899 86,816 1,736 88,552 1,771 935 91,258 1,825 93,083
MANAGER (12 MO) 08/20/2018 C720 85,114.14 1,702 899 86,816 1,736 88,552 1,771 935 91,258 1,825 93,083
MANAGER (12 MO) 03/05/2017 C720 85,114.14 1,702 899 86,816 1,736 88,552 1,771 935 91,258 1,825 93,083
COORDINATOR 08/06/2017 C720 91,881.53 1,838 899 93,720 1,874 95,594 1,912 935 98,441 1,969 100,410
MANAGER (12 MO) 06/10/2018 C720 93,993.75 1,880 899 95,874 1,917 97,791 1,956 935 100,682 2,014 102,696
MANAGER (12 MO) 01/29/2012 C720 85,114.14 1,702 899 86,816 1,736 88,552 1,771 935 91,258 1,825 93,083
COORDINATOR 07/09/2017 C725 95,081.96 1,902 935 96,984 1,940 98,924 1,978 972 101,874 2,037 103,911
COORDINATOR 11/20/2022 C730 111,247.00 2,225 0 113,472 2,269 115,741 2,315 0 118,056 2,361 120,417
COORDINATOR 06/19/2011 C735 112,042.87 2,241 1,007 114,284 2,286 116,570 2,331 1,048 119,949 2,399 122,348
DIRECTOR (12 MO) 07/01/2015 C750 114,182.00 2,284 1,115 116,466 2,329 118,795 2,376 1,161 122,332 2,447 124,779
MANAGER (12 MO) 09/16/2018 C755 119,180.00 2,384 1,152 121,564 2,431 123,995 2,480 1,198 127,673 2,553 130,226
DIRECTOR FOOD SERVICE (12 MO) 09/21/2014 C755 109,942.04 2,199 1,152 112,141 2,243 114,384 2,288 1,198 117,870 2,357 120,227
MANAGER (12 MO) 12/18/2011 C755 109,942.00 2,199 1,152 112,141 2,243 114,384 2,288 1,198 117,870 2,357 120,227
DIRECTOR (12 MO) 04/29/2018 C760 113,487.26 2,270 1,188 115,757 2,315 118,072 2,361 1,236 121,669 2,433 124,102
DIRECTOR (12 MO) 01/29/2023 C760 113,487.00 2,270 1,188 115,757 2,315 118,072 2,361 1,236 121,669 2,433 124,102
DIRECTOR (12 MO) 07/30/2023 C765 133,034.00 2,661 1,224 135,695 2,714 138,409 2,768 1,273 142,450 2,849 145,299
DIRECTOR (12 MO) 01/02/2019 C765 117,035.58 2,341 1,224 119,377 2,388 121,765 2,435 1,273 125,473 2,509 127,982
DIRECTOR (12 MO) 06/24/2018 C765 124,201.59 2,484 1,224 126,686 2,534 129,220 2,584 1,273 133,077 2,662 135,739
DIRECTOR (12 MO) 10/02/2011 C765 131,300.00 2,626 1,224 133,926 2,679 136,605 2,732 1,273 140,610 2,812 143,422
DIRECTOR (12 MO) 07/01/2019 C765 126,250.00 2,525 1,224 128,775 2,576 131,351 2,627 1,273 135,251 2,705 137,956
DIRECTOR (12 MO) 01/08/2012 C780 154,561.00 3,091 0 157,652 3,153 160,805 3,216 0 164,021 3,280 167,301
DIRECTOR (12 MO) 07/01/2012 C780 128,256.22 2,565 1,342 130,821 2,616 133,437 2,669 1,396 137,502 2,750 140,252
DIRECTOR (12 MO) 10/01/2007 C780 154,560.59 3,091 1,342 157,652 3,153 160,805 3,216 1,396 165,417 3,308 168,725

3,577,223.25 71,545 35,010 72,973 74,432 36,419 76,646
2.00% 0.98% 2.02% 2.00% 0.98% 2.02% 10.00%

2023 2024 2025 2026 2027
Grid Min Max Min Max 5% Diff Min Max Min Max 5% Diff Min Max
6A 52,263 69,350 53,308 70,737 871 54,374 72,152 55,461 73,595 907 56,570 75,067
6B 51,572 69,778 52,603 71,174 929 53,655 72,597 54,728 74,049 966 55,823 75,530
A710 65,585 79,204 66,897 80,788 695 68,235 82,404 69,600 84,052 723 70,992 85,733
A725 77,097 93,111 78,639 94,973 817 80,212 96,872 81,816 98,809 850 83,452 100,785
A796 159,550 192,063 162,741 195,904 1,658 165,996 199,822 169,316 203,818 1,725 172,702 207,894
B746 98,382 118,625 100,350 120,998 1,032 102,357 123,418 104,404 125,886 1,074 106,492 128,404
C690 59,809 77,309 61,005 78,855 893 62,225 80,432 63,470 82,041 929 64,739 83,682
C700 68,643 86,144 70,016 87,867 893 71,416 89,624 72,844 91,416 929 74,301 93,244
C710 77,588 93,567 79,140 95,438 815 80,723 97,347 82,337 99,294 848 83,984 101,280
C715 81,574 98,478 83,205 100,448 862 84,869 102,457 86,566 104,506 897 88,297 106,596
C720 85,114 102,732 86,816 104,787 899 88,552 106,883 90,323 109,021 935 92,129 111,201
C725 88,665 106,988 90,438 109,128 935 92,247 111,311 94,092 113,537 972 95,974 115,808
C730 92,211 111,247 94,055 113,472 971 95,936 115,741 97,855 118,056 1,010 99,812 120,417
C735 95,755 115,502 97,670 117,812 1,007 99,623 120,168 101,615 122,571 1,048 103,647 125,022
C740 99,304 119,756 101,290 122,151 1,043 103,316 124,594 105,382 127,086 1,085 107,490 129,628
C745 102,849 124,010 104,906 126,490 1,079 107,004 129,020 109,144 131,600 1,123 111,327 134,232
C750 106,396 128,267 108,524 130,832 1,115 110,694 133,449 112,908 136,118 1,161 115,166 138,840
C755 109,942 132,524 112,141 135,174 1,152 114,384 137,877 116,672 140,635 1,198 119,005 143,448
C760 113,487 136,778 115,757 139,514 1,188 118,072 142,304 120,433 145,150 1,236 122,842 148,053
C765 117,034 141,034 119,375 143,855 1,224 121,763 146,732 124,198 149,667 1,273 126,682 152,660
C780 128,256 154,561 130,821 157,652 1,342 133,437 160,805 136,106 164,021 1,396 138,828 167,301















































































































































































































Summary of Cost Impact: Agreement with Hartford Municipal Employees Association

General Topic Change FY2024 FY2025 FY2026 FY2027

Wages General Wage Increase % 4.0% 2.0% 2.0% 2.0%

Cost of General Wage Increases $556,230 $300,012 $312,119 $323,672

Cost of Steps $116,081 $379,313 $305,335 $265,565

Health Care

Health premium cost share No change

Pension

Employee contribution No change

Employer contribution No change

Net Annual Impact $672,312 $679,325 $617,453 $589,237

Other Measures

NA $0 $0 $0 $0

Total Annual Impact $672,312 $679,325 $617,453 $589,237

Total Cumulative Impact $672,312 $1,351,636 $1,969,090 $2,558,327

Note:

Projections include estimated cost of vacant positions.

Vacant positions projected based on 7/1/23 hire date.

Fiscal Impact



Salary and Step Analysis: HMEA

Job Class Code Desc

Step/ 

Level

Current 

Annual Pay Next Step

Increase from 

GWI

Increase from 

Step

Projected 

Earnings
Next 

Step

Increase from 

GWI

Increase 

from Step

Projected 

Earnings
Next 

Step

Increase from 

GWI

Increase 

from Step

Projected 

Earnings
Next 

Step

Increase from 

GWI

Increase 

from Step

Projected 

Earnings

FILLED POSITIONS

CHIEF ZONING ADMINISTRATION 4 85,732            5 3,429.26          1,816.08           90,977                 6 1,893.84         3,715.03        96,586            7 2,007.50           3,789.33         102,383          7 2,087.17           1,975.67        106,445          
ADMIN CLERK - HMEA 4 48,900            4 1,955.98          -                     50,855                 4 1,017.11         (0.00)               51,873            4 1,037.45           -                   52,910            4 1,058.20           -                  53,968            
ADMIN CLERK - HMEA 3 46,862            4 1,874.48          127.96              48,864                 4 1,017.11         1,991.16        51,873            4 1,037.45           -                   52,910            4 1,058.20           -                  53,968            
ADMIN CLERK - HMEA 2 44,825            3 1,792.98          1,035.79           47,653                 4 995.45            2,118.99        50,768            4 1,037.45           1,104.86         52,910            4 1,058.20           -                  53,968            
ADMIN CLERK - HMEA 4 48,900            4 1,955.98          -                     50,855                 4 1,017.11         (0.00)               51,873            4 1,037.45           -                   52,910            4 1,058.20           -                  53,968            
ADMIN CLERK - HMEA 0 40,750            1 1,629.98          98.61                 42,478                 2 891.94            2,118.87        45,489            3 953.01              2,161.49         48,603            4 1,016.16           2,204.47        51,824            
ADMIN CLERK - HMEA 2 44,825            3 1,792.98          1,368.29           47,986                 4 1,002.10         2,119.03        51,107            4 1,037.45           765.67            52,910            4 1,058.20           -                  53,968            
ADMIN CLERK - HMEA 3 46,862            4 1,874.48          3,467.66           52,204                 4 1,100.91         2,841.59        56,147            4 1,122.93           -                   57,269            4 1,145.39           (0.00)               58,415            
ADMIN CLERK - HMEA 0 40,750            1 1,629.98          220.85              42,600                 2 894.39            2,118.88        45,614            3 955.50              2,161.48         48,731            4 1,018.70           2,204.49        51,954            
ASSISTANT DATA PROCESS MANAGER 6 107,449         7 4,297.95          3,436.54           115,183              7 2,320.89         861.20            118,365          7 2,367.30           -                   120,733          7 2,414.65           -                  123,147          
PREAUDIT/ACCTS PAYABLE SUPRVSR 1 78,650            2 3,146.01          3,788.75           85,585                 3 1,789.60         3,894.85        91,269            4 1,904.85           3,973.01         97,147            5 2,024.00           4,052.47        103,224          
PURCHASING AGENT 7 101,122         7 4,044.87          -                     105,167              7 2,103.33         -                  107,270          7 2,145.40           -                   109,415          7 2,188.31           -                  111,604          
PAYROLL SUPERVISOR 5 77,085            6 3,083.39          1,814.24           81,982                 7 1,703.78         3,206.67        86,893            7 1,766.26           1,420.29         90,079            7 1,801.59           -                  91,881            
SENIOR ACCOUNTANT 3 64,415            4 2,576.61          303.60              67,295                 5 1,404.16         2,912.75        71,612            6 1,491.67           2,971.00         76,075            7 1,582.11           3,030.42        80,688            
SENIOR ACCOUNTANT 5 70,017            6 2,800.67          2,320.12           75,137                 7 1,561.00         2,912.75        79,611            7 1,604.31           604.48            81,820            7 1,636.40           0.00                83,456            
PRINCIPAL ACCOUNTANT 7 83,251            7 3,330.06          -                     86,582                 7 1,731.63         -                  88,313            7 1,766.26           -                   90,079            7 1,801.59           -                  91,881            
CONTROLLER 0 111,487         0 4,459.47          -                     115,946              0 2,318.92         0.00                118,265          0 2,365.30           -                   120,630          0 2,412.61           (0.00)               123,043          
SENIOR SYSTEMS ANALYST 7 91,730            7 3,669.21          -                     95,400                 7 1,907.99         -                  97,308            7 1,946.15           -                   99,254            7 1,985.07           -                  101,239          
SENIOR SYSTEMS ANALYST 7 91,730            7 3,669.21          -                     95,400                 7 1,907.99         -                  97,308            7 1,946.15           -                   99,254            7 1,985.07           -                  101,239          
SENIOR SYSTEMS ANALYST 4 81,538            5 3,261.52          1,466.33           86,266                 6 1,795.98         3,533.32        91,595            7 1,903.98           3,603.98         97,103            7 1,985.07           2,150.50        101,239          
SENIOR SYSTEMS ANALYST 1 71,346            1 2,853.83          -                     74,200                 2 1,554.28         3,514.29        79,268            3 1,657.44           3,603.98         84,530            4 1,764.11           3,676.06        89,970            
SYSTEMS PROGRAMMER 1 75,015            2 3,000.61          2,827.71           80,844                 3 1,691.17         3,715.03        86,250            4 1,800.78           3,789.33         91,840            5 1,914.10           3,865.11        97,619            
PROJECT LEADER 7 101,122         7 4,044.87          -                     105,167              7 2,103.33         -                  107,270          7 2,145.40           -                   109,415          7 2,188.31           -                  111,604          
PROJECT LEADER 4 89,886            5 3,595.44          224.72              93,706                 6 1,952.02         3,895.11        99,553            7 2,070.52           3,973.01         105,597          7 2,188.31           3,818.68        111,604          
PROJECT LEADER 7 101,122         7 4,044.87          -                     105,167              7 2,103.33         -                  107,270          7 2,145.40           -                   109,415          7 2,188.31           -                  111,604          
PROJECT LEADER 7 101,122         7 4,044.87          -                     105,167              7 2,103.33         -                  107,270          7 2,145.40           -                   109,415          7 2,188.31           -                  111,604          
PROJECT LEADER 6 97,377            7 3,895.06          3,114.59           104,386              7 2,103.33         780.52            107,270          7 2,145.40           -                   109,415          7 2,188.31           -                  111,604          
HELP DESK SUPPORT TECHNICIAN 4 61,800            5 2,472.00          1,530.60           65,803                 6 1,369.61         2,678.04        69,850            6 1,420.41           1,170.39         72,441            6 1,448.82           0.00                73,890            
HELP DESK SUPPORT TECHNICIAN 2 56,650            3 2,266.00          2,236.16           61,152                 4 1,276.60         2,677.82        65,107            5 1,356.76           2,731.56         69,195            6 1,439.62           2,786.23        73,421            
CHIEF ASSESSMENT TECHNICIAN 7 96,448            7 3,857.92          -                     100,306              7 2,006.12         -                  102,312          7 2,046.24           (0.00)               104,358          7 2,087.17           0.00                106,445          
CHIEF ASSESSMENT TECHNICIAN 7 96,448            7 3,857.92          -                     100,306              7 2,006.12         -                  102,312          7 2,046.24           (0.00)               104,358          7 2,087.17           0.00                106,445          
PSC TRAINING COORDINATOR 5 89,304            6 3,572.15          1,091.65           93,968                 7 1,953.65         3,715.03        99,636            7 2,046.24           2,675.85         104,358          7 2,087.17           0.00                106,445          
ACCOUNTING SUPERVISOR 7 101,122         7 4,044.87          -                     105,167              7 2,103.33         -                  107,270          7 2,145.40           -                   109,415          7 2,188.31           -                  111,604          
DEP TAX COLLECT 7 101,122         7 4,044.87          -                     105,167              7 2,103.33         -                  107,270          7 2,145.40           -                   109,415          7 2,188.31           -                  111,604          
FINANCIAL SYSTEMS MANAGER 6 97,377            7 3,895.06          1,316.85           102,588              7 2,103.33         2,578.26        107,270          7 2,145.40           -                   109,415          7 2,188.31           -                  111,604          
SUPERVISING PAYROLL MANAGER 7 101,122         7 4,044.87          -                     105,167              7 2,103.33         -                  107,270          7 2,145.40           -                   109,415          7 2,188.31           -                  111,604          
AUDITOR 7 91,730            7 3,669.21          -                     95,400                 7 1,907.99         -                  97,308            7 1,946.15           -                   99,254            7 1,985.07           -                  101,239          
AUDITOR 7 91,730            7 3,669.21          -                     95,400                 7 1,907.99         -                  97,308            7 1,946.15           -                   99,254            7 1,985.07           -                  101,239          
AUDITOR 7 91,730            7 3,669.21          -                     95,400                 7 1,907.99         -                  97,308            7 1,946.15           -                   99,254            7 1,985.07           -                  101,239          
AUDITOR 7 91,730            7 3,669.21          -                     95,400                 7 1,907.99         -                  97,308            7 1,946.15           -                   99,254            7 1,985.07           -                  101,239          
SUPERVISOR OF LICENSES & PERMI 3 74,558            4 2,982.31          -                     77,540                 5 1,552.10         64.83              79,157            6 1,651.91           3,438.50         84,248            7 1,755.10           3,507.55        89,510            
RECORDS MANAGER 1 64,751            2 2,590.05          2,757.74           70,099                 3 1,466.12         3,206.91        74,772            4 1,560.86           3,270.85         79,604            5 1,658.80           3,336.22        84,599            
SENIOR ADMINISTRATIVE ASSIST 6 72,453            7 2,898.14          565.14              75,917                 7 1,564.99         2,333.01        79,815            7 1,596.29           (0.00)               81,411            7 1,628.22           -                  83,039            
SENIOR ADMINISTRATIVE ASSIST 6 72,453            7 2,898.14          1,162.60           76,514                 7 1,564.99         1,735.54        79,815            7 1,596.29           (0.00)               81,411            7 1,628.22           -                  83,039            
SENIOR ADMINISTRATIVE ASSIST 4 66,880            4 2,675.20          -                     69,555                 5 1,445.41         2,715.34        73,716            6 1,533.44           2,956.11         78,206            7 1,624.42           3,015.23        82,845            
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SENIOR ADMINISTRATIVE ASSIST 3 64,093            4 2,563.74          1,138.08           67,795                 5 1,413.87         2,898.15        72,107            6 1,501.27           2,956.11         76,565            7 1,591.60           3,015.23        81,171            
SENIOR ADMINISTRATIVE ASSIST 7 75,240            7 3,009.60          -                     78,250                 7 1,564.99         -                  79,815            7 1,596.29           (0.00)               81,411            7 1,628.22           -                  83,039            
SENIOR ADMINISTRATIVE ASSIST 1 58,520            2 2,340.80          756.86              61,618                 3 1,290.32         2,898.15        65,806            4 1,375.25           2,956.11         70,138            5 1,463.05           3,015.23        74,616            
SENIOR ADMINISTRATIVE ASSIST 3 64,093            4 2,563.74          294.27              66,951                 5 1,396.99         2,898.15        71,247            6 1,484.05           2,956.11         75,687            7 1,574.04           3,015.23        80,276            
SENIOR ADMINISTRATIVE ASSIST 4 66,880            5 2,675.20          405.74              69,961                 6 1,457.18         2,898.15        74,316            7 1,545.45           2,956.11         78,818            7 1,628.22           2,593.10        83,039            
SENIOR ADMINISTRATIVE ASSIST 4 66,880            5 2,675.20          525.01              70,080                 6 1,459.57         2,898.15        74,438            7 1,547.88           2,956.11         78,942            7 1,628.22           2,469.01        83,039            
SENIOR ADMINISTRATIVE ASSIST 6 72,453            6 2,898.14          -                     75,352                 7 1,507.03         -                  76,859            7 1,537.17           -                   78,396            7 1,567.92           0.00                79,964            
SENIOR ADMINISTRATIVE ASSIST 7 75,240            7 3,009.60          -                     78,250                 7 1,564.99         -                  79,815            7 1,596.29           (0.00)               81,411            7 1,628.22           -                  83,039            
SENIOR ADMINISTRATIVE ASSIST 7 75,240            7 3,009.60          -                     78,250                 7 1,564.99         -                  79,815            7 1,596.29           (0.00)               81,411            7 1,628.22           -                  83,039            
SENIOR ADMINISTRATIVE ASSIST 7 75,240            7 3,009.60          -                     78,250                 7 1,564.99         -                  79,815            7 1,596.29           (0.00)               81,411            7 1,628.22           -                  83,039            
SENIOR ADMINISTRATIVE ASSIST 5 69,667            6 2,786.67          151.60              72,605                 7 1,510.06         2,898.15        77,013            7 1,596.29           2,801.48         81,411            7 1,628.22           -                  83,039            
SENIOR ADMINISTRATIVE ASSIST 4 66,880            5 2,675.20          2,308.49           71,864                 6 1,495.24         2,898.15        76,257            7 1,584.26           2,956.11         80,798            7 1,628.22           613.48            83,039            
SENIOR ADMINISTRATIVE ASSIST 5 69,667            6 2,786.67          2,651.80           75,105                 7 1,560.07         2,898.15        79,563            7 1,596.29           251.27            81,411            7 1,628.22           -                  83,039            
SENIOR ADMINISTRATIVE ASSIST 4 66,880            5 2,675.20          2,205.94           71,761                 6 1,493.19         2,898.15        76,153            7 1,582.17           2,956.11         80,691            7 1,628.22           720.18            83,039            
SENIOR ADMINISTRATIVE ASSIST 2 61,307            3 2,452.27          2,707.54           66,467                 4 1,387.29         2,898.15        70,752            5 1,474.16           2,956.11         75,182            6 1,563.95           3,015.23        79,761            
CITY FORESTER 7 93,095            7 3,723.81          -                     96,819                 7 1,936.38         -                  98,756            7 1,975.11           0.00                 100,731          7 2,014.61           -                  102,745          
PRIN ADMINISTRATIVE ANALYST 7 83,251            7 3,330.06          -                     86,582                 7 1,731.63         -                  88,313            7 1,766.26           -                   90,079            7 1,801.59           -                  91,881            
PRIN ADMINISTRATIVE ANALYST 7 83,251            7 3,330.06          -                     86,582                 7 1,731.63         -                  88,313            7 1,766.26           -                   90,079            7 1,801.59           -                  91,881            
PRIN ADMINISTRATIVE ANALYST 4 74,001            4 2,960.06          -                     76,962                 5 1,596.85         2,881.07        81,439            6 1,694.21           3,270.81         86,404            7 1,794.81           3,336.22        91,535            
PRIN ADMINISTRATIVE ANALYST 6 80,168            6 3,206.73          -                     83,375                 7 1,728.82         3,066.07        88,170            7 1,766.26           143.41            90,079            7 1,801.59           -                  91,881            
PRIN ADMINISTRATIVE ANALYST 4 74,001            5 2,960.06          448.93              77,410                 6 1,612.34         3,206.67        82,229            7 1,710.01           3,270.81         87,210            7 1,801.59           2,869.15        91,881            
PRIN ADMINISTRATIVE ANALYST 6 80,168            7 3,206.73          395.90              83,771                 7 1,731.63         2,810.77        88,313            7 1,766.26           -                   90,079            7 1,801.59           -                  91,881            
PRIN ADMINISTRATIVE ANALYST 6 80,168            6 3,206.73          -                     83,375                 7 1,723.89         2,819.41        87,918            7 1,766.26           395.01            90,079            7 1,801.59           -                  91,881            
ADMN ASSISTANT - HMEA 3 53,932            4 2,157.28          1,527.96           57,617                 5 1,201.12         2,438.74        61,257            6 1,274.89           2,487.51         65,020            7 1,351.13           2,537.09        68,908            
ADMN ASSISTANT - HMEA 7 63,312            7 2,532.46          -                     65,844                 7 1,316.88         -                  67,161            7 1,343.22           -                   68,504            7 1,370.08           -                  69,874            
ADMN ASSISTANT - HMEA 3 53,932            4 2,157.28          60.03                 56,149                 5 1,171.76         2,438.74        59,760            6 1,244.95           2,487.51         63,492            7 1,320.59           2,537.26        67,350            
ADMN ASSISTANT - HMEA 7 63,312            7 2,532.46          -                     65,844                 7 1,316.88         -                  67,161            7 1,343.22           -                   68,504            7 1,370.08           -                  69,874            
ADMN ASSISTANT - HMEA 7 63,312            7 2,532.46          -                     65,844                 7 1,316.88         -                  67,161            7 1,343.22           -                   68,504            7 1,370.08           -                  69,874            
ADMN ASSISTANT - HMEA 7 63,312            7 2,532.46          -                     65,844                 7 1,316.88         -                  67,161            7 1,343.22           -                   68,504            7 1,370.08           -                  69,874            
ADMN ASSISTANT - HMEA 7 63,312            7 2,532.46          -                     65,844                 7 1,316.88         -                  67,161            7 1,343.22           -                   68,504            7 1,370.08           -                  69,874            
ADMN ASSISTANT - HMEA 6 60,967            7 2,438.68          355.45              63,761                 7 1,316.88         2,083.01        67,161            7 1,343.22           -                   68,504            7 1,370.08           -                  69,874            
ADMN ASSISTANT - HMEA 2 51,587            2 2,063.50          -                     53,651                 3 1,116.83         2,190.87        56,959            4 1,188.92           2,487.48         60,635            5 1,263.44           2,537.26        64,436            
ADMN ASSISTANT - HMEA 7 63,312            7 2,532.46          -                     65,844                 7 1,316.88         -                  67,161            7 1,343.22           -                   68,504            7 1,370.08           -                  69,874            
ADMN ASSISTANT - HMEA 1 49,242            2 1,969.70          897.64              52,110                 3 1,090.97         2,438.64        55,639            4 1,162.53           2,487.34         59,289            5 1,236.53           2,537.26        63,063            
ADMN ASSISTANT - HMEA 7 63,312            7 2,532.46          -                     65,844                 7 1,316.88         -                  67,161            7 1,343.22           -                   68,504            7 1,370.08           -                  69,874            
ADMN ASSISTANT - HMEA 3 53,932            4 2,157.28          816.98              56,906                 5 1,186.90         2,438.74        60,532            6 1,260.39           2,487.51         64,280            7 1,336.34           2,537.17        68,153            
ADMN ASSISTANT - HMEA 6 60,967            7 2,438.68          1,935.77           65,341                 7 1,316.88         502.70            67,161            7 1,343.22           -                   68,504            7 1,370.08           -                  69,874            
ADMN ASSISTANT - HMEA 4 56,277            5 2,251.08          1,387.27           59,915                 6 1,247.08         2,438.74        63,601            7 1,321.77           2,487.36         67,410            7 1,370.08           1,093.83        69,874            
ADMN ASSISTANT - HMEA 3 53,932            4 2,157.28          167.90              56,257                 5 1,173.92         2,438.74        59,870            6 1,247.15           2,487.51         63,605            7 1,322.84           2,537.24        67,465            
ADMN ASSISTANT - HMEA 3 53,932            4 2,157.28          824.48              56,914                 5 1,187.05         2,438.74        60,540            6 1,260.54           2,487.51         64,288            7 1,336.50           2,537.17        68,161            
BENEFITS ANALYST 0 64,751            1 2,590.05          -                     67,341                 2 1,362.14         765.90            69,469            3 1,454.80           3,270.87         74,195            4 1,550.63           3,336.44        79,082            
TECHNICAL SUPPORT MANAGER 7 111,581         7 4,463.24          -                     116,044              7 2,320.89         -                  118,365          7 2,367.30           -                   120,733          7 2,414.65           -                  123,147          
TECHNICAL SUPPORT MANAGER 7 111,581         7 4,463.24          -                     116,044              7 2,320.89         -                  118,365          7 2,367.30           -                   120,733          7 2,414.65           -                  123,147          
MANAGEMENT SERVICES OFFICER 1 78,650            2 3,146.01          855.43              82,652                 3 1,730.93         3,895.05        88,278            4 1,845.01           3,972.80         94,095            5 1,962.96           4,052.47        100,111          
MANAGEMENT SERVICES OFFICER 7 101,122         7 4,044.87          -                     105,167              7 2,103.33         -                  107,270          7 2,145.40           -                   109,415          7 2,188.31           -                  111,604          
MANAGEMENT SERVICES OFFICER 7 101,122         7 4,044.87          -                     105,167              7 2,103.33         -                  107,270          7 2,145.40           -                   109,415          7 2,188.31           -                  111,604          
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BENEFITS & WELLNESS MANAGER 6 87,689            7 3,507.58          2,332.57           93,530                 7 1,894.09         1,175.06        96,599            7 1,931.97           -                   98,531            7 1,970.61           0.00                100,501          
PRINCIPAL ENGINEERING TECH 5 64,103            5 2,564.13          -                     66,667                 5 1,333.35         (0.00)               68,001            5 1,360.01           -                   69,361            5 1,387.22           (0.00)               70,748            
PRINCIPAL ENGINEERING TECH 5 64,103            5 2,564.13          -                     66,667                 5 1,333.35         (0.00)               68,001            5 1,360.01           -                   69,361            5 1,387.22           (0.00)               70,748            
CIVIL ENGINEER III 4 77,799            5 3,111.97          2,047.45           82,959                 6 1,726.60         3,371.35        88,057            7 1,829.91           3,438.77         93,325            7 1,894.05           1,377.39        96,597            
CIVIL ENGINEER IV 7 101,122         7 4,044.87          -                     105,167              7 2,103.33         -                  107,270          7 2,145.40           -                   109,415          7 2,188.31           -                  111,604          
CIVIL ENGINEER IV 5 93,631            6 3,745.25          364.04              97,740                 7 2,032.71         3,895.11        103,668          7 2,145.40           3,601.69         109,415          7 2,188.31           -                  111,604          
ENGR INSPECTION SUPV 7 87,524            7 3,500.97          -                     91,025                 7 1,820.51         -                  92,846            7 1,856.92           -                   94,703            7 1,894.05           -                  96,597            
ENGR INSPECTION SUPV 7 87,524            7 3,500.97          -                     91,025                 7 1,820.51         -                  92,846            7 1,856.92           -                   94,703            7 1,894.05           -                  96,597            
PRINCIPAL PLANNER 7 86,997            7 (415.50)            -                     86,582                 7 1,731.63         -                  88,313            7 1,766.26           -                   90,079            7 1,801.59           -                  91,881            
PROJECT SUPERVISOR 4 70,402            5 2,816.06          2,472.42           75,690                 6 1,574.81         3,050.70        80,315            7 1,668.54           3,111.67         85,096            7 1,713.95           601.82            87,411            
PROJECT SUPERVISOR 4 70,402            5 2,816.06          930.53              74,148                 6 1,543.98         3,050.84        78,743            7 1,637.09           3,111.67         83,492            7 1,713.95           2,205.86        87,411            
PROJECT MANAGER 6 87,689            7 3,507.58          2,158.54           93,356                 7 1,894.09         1,349.09        96,599            7 1,931.97           -                   98,531            7 1,970.61           0.00                100,501          
PROJECT MANAGER 7 91,062            7 3,642.49          -                     94,705                 7 1,894.09         -                  96,599            7 1,931.97           -                   98,531            7 1,970.61           0.00                100,501          
PROJECT MANAGER 7 91,062            7 3,642.49          -                     94,705                 7 1,894.09         -                  96,599            7 1,931.97           -                   98,531            7 1,970.61           0.00                100,501          
PROJECT MANAGER 5 84,317            5 3,372.67          -                     87,689                 6 1,816.82         3,151.47        92,658            7 1,924.71           3,577.78         98,160            7 1,970.61           370.55            100,501          
PROJECT MANAGER 7 91,062            7 3,642.49          -                     94,705                 7 1,894.09         -                  96,599            7 1,931.97           -                   98,531            7 1,970.61           0.00                100,501          
PROJECT MANAGER 7 91,062            7 3,642.49          -                     94,705                 7 1,894.09         -                  96,599            7 1,931.97           -                   98,531            7 1,970.61           0.00                100,501          
PROJECT MANAGER 4 80,944            5 3,237.76          558.52              84,740                 6 1,764.96         3,507.63        90,013            7 1,871.81           3,577.78         95,462            7 1,970.61           3,068.25        100,501          
SENIOR PROJECT MANAGER 6 92,876            7 3,715.04          1,173.09           97,764                 7 2,006.12         2,541.93        102,312          7 2,046.24           (0.00)               104,358          7 2,087.17           0.00                106,445          
SENIOR PROJECT MANAGER 6 92,876            7 3,715.04          1,601.75           98,193                 7 2,006.12         2,113.28        102,312          7 2,046.24           (0.00)               104,358          7 2,087.17           0.00                106,445          
SENIOR PROJECT MANAGER 7 96,448            7 3,857.92          -                     100,306              7 2,006.12         -                  102,312          7 2,046.24           (0.00)               104,358          7 2,087.17           0.00                106,445          
SENIOR PROJECT MANAGER 7 96,448            7 3,857.92          -                     100,306              7 2,006.12         -                  102,312          7 2,046.24           (0.00)               104,358          7 2,087.17           0.00                106,445          
SENIOR PROJECT MANAGER 5 89,304            6 3,572.15          1,816.08           94,692                 7 1,968.14         3,715.03        100,375          7 2,046.24           1,936.93         104,358          7 2,087.17           0.00                106,445          
SENIOR PROJECT MANAGER 7 96,448          7 3,857.92        -                   100,306              7 2,006.12         -                102,312          7 2,046.24         (0.00)              104,358          7 2,087.17         0.00              106,445          
TRAFFIC ENG SERVICES MANAGER 7 106,523        8 4,260.91        823.81            111,608              8 2,297.90         3,287.35      117,193          8 2,343.85         -                 119,537          8 2,390.73         0.00              121,927          
PUBLIC HEALTH NURSING SPVSR 4 108,652        5 4,346.08        1,396.16         114,394              6 2,382.05         4,708.20      121,484          6 2,497.25         3,378.28       127,360          6 2,547.20         (0.00)             129,907          
EPIDEMIOLOGIST 4 92,283          5 3,691.31        2,680.83         98,655                 6 2,053.07         3,998.76      104,707          7 2,175.71         4,078.83       110,961          7 2,246.65         1,371.37      114,579          
EPIDEMIOLOGIST 3 88,438          4 3,537.51        3,428.33         95,404                 5 1,988.05         3,998.95      101,391          6 2,109.38         4,078.69       107,579          7 2,234.78         4,160.46      113,974          
CHIEF HOUSING CODE ENFORCEMENT 3 74,558          4 2,982.31        2,750.02         80,290                 5 1,673.23         3,371.30      85,335            6 1,775.47         3,438.77       90,549            7 1,881.13         3,507.55      95,938            
SOCIAL WORKER II 7 62,133          7 2,485.33        -                   64,619                 7 1,292.37         -                65,911            7 1,318.22         -                 67,229            7 1,344.58         -                68,574            
SOCIAL WORKER III 1 52,670          2 2,106.78        2,579.45         57,356                 3 1,199.28         2,608.28      61,163            4 1,276.48         2,660.72       65,100            5 1,356.28         2,713.66      69,170            
PUB WKS ASST SUPERINTENDENT 1 72,407          2 2,896.30        787.55            76,091                 3 1,593.54         3,585.99      81,271            4 1,698.57         3,657.55       86,627            5 1,807.16         3,730.86      92,165            
DPW SUPERINTENDENT 6 102,578        7 4,103.12        1,341.20         108,022              8 2,242.55         4,105.34      114,370          8 2,343.85         2,822.47       119,537          8 2,390.73         0.00              121,927          
DPW SUPERINTENDENT 5 97,675          6 3,907.01        531.47            102,114              7 2,142.18         4,995.07      109,251          8 2,268.73         4,185.48       115,705          8 2,390.73         3,831.43      121,927          
DPW SUPERINTENDENT 7 106,523        8 4,260.91        1,502.16         112,286              8 2,297.90         2,609.01      117,193          8 2,343.85         -                 119,537          8 2,390.73         0.00              121,927          
DPW SUPERINTENDENT 7 106,523        8 4,260.91        294.11            111,078              8 2,297.90         3,817.06      117,193          8 2,343.85         -                 119,537          8 2,390.73         0.00              121,927          
DPW SUPERVISOR 1 56,101          1 2,244.03        -                   58,345                 2 1,218.96         2,603.11      62,167            3 1,300.01         2,833.93       66,301            4 1,383.82         2,890.34      70,575            
DPW SUPERVISOR 6 69,458          7 2,778.32        1,794.18         74,030                 7 1,500.29         984.18          76,515            7 1,530.30         -                 78,045            7 1,560.90         -                79,606            
DPW SUPERVISOR 1 56,101          2 2,244.03        22.44               58,367                 3 1,222.91         2,778.36      62,368            4 1,304.05         2,833.92       66,506            5 1,387.94         2,890.33      70,785            
PUBLIC SAFETY COMM SUPERVISOR 2 83,211          2 3,328.43        -                   86,539                 2 1,730.78         -                88,270            2 1,765.40         -                 90,035            2 1,800.71         (0.00)             91,836            
PUBLIC SAFETY COMM SUPERVISOR 2 83,211          2 3,328.43        -                   86,539                 2 1,730.78         -                88,270            2 1,765.40         -                 90,035            2 1,800.71         (0.00)             91,836            
PUBLIC SAFETY COMM SUPERVISOR 0 78,501          1 3,140.02        686.74            82,327                 2 1,695.53         2,449.28      86,472            2 1,765.40         1,797.79       90,035            2 1,800.71         (0.00)             91,836            
PUBLIC SAFETY COMM SUPERVISOR 1 80,856          2 3,234.22        1,628.77         85,719                 2 1,730.78         820.51          88,270            2 1,765.40         -                 90,035            2 1,800.71         (0.00)             91,836            
PUBLIC SAFETY COMM SUPERVISOR 2 83,211          2 3,328.43        -                   86,539                 2 1,730.78         -                88,270            2 1,765.40         -                 90,035            2 1,800.71         (0.00)             91,836            
PUBLIC SAFETY COMM SUPERVISOR 1 80,856          2 3,234.22        437.10            84,527                 2 1,730.78         2,012.18      88,270            2 1,765.40         -                 90,035            2 1,800.71         (0.00)             91,836            
PUBLIC SAFETY COMM SUPERVISOR 0 78,501          1 3,140.02        1,479.93         83,120                 2 1,711.39         2,449.28      87,281            2 1,765.40         988.74           90,035            2 1,800.71         (0.00)             91,836            
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Salary and Step Analysis: HMEA

Job Class Code Desc

Step/ 

Level

Current 

Annual Pay Next Step

Increase from 

GWI

Increase from 

Step

Projected 

Earnings
Next 

Step

Increase from 

GWI

Increase 

from Step

Projected 

Earnings
Next 

Step

Increase from 

GWI

Increase 

from Step

Projected 

Earnings
Next 

Step

Increase from 

GWI

Increase 

from Step

Projected 

Earnings

FY2024 FY2025 FY2026 FY2027

SCHOOL CROSSING GUARD SPVSR 4 46,783          4 1,871.30        -                   48,654                 4 973.08            (0.00)             49,627            4 992.54            -                 50,620            4 1,012.39         -                51,632            
SEAL OF WEIGHTS/INSPECTOR II 2 81,299          3 5,687.76        350.53            94,044                 4 1,966.06         4,258.80      100,269          5 2,092.26         4,343.98       106,705          5 2,215.43         4,066.16      112,987          
INSPECTOR II 4 96,007          5 3,840.26        4,113.70         103,961              5 2,080.14         46.40            106,087          5 2,121.74         -                 108,209          5 2,164.18         (0.00)             110,373          
INSPECTOR II 4 96,007          5 3,840.26        113.60            99,960                 5 2,080.14         4,046.50      106,087          5 2,121.74         -                 108,209          5 2,164.18         (0.00)             110,373          
INSPECTOR II 3 92,006          4 3,680.25        2,331.41         98,018                 5 2,043.56         4,160.22      104,222          5 2,121.74         1,865.42       108,209          5 2,164.18         (0.00)             110,373          
INSPECTOR II 1 85,566          2 3,422.63        13.66               89,002                 3 1,830.97         2,546.44      93,379            4 1,952.46         4,243.58       99,575            5 2,078.08         4,328.45      105,982          
INSPECTOR II 4 96,007          5 3,840.26        1,806.45         101,653              5 2,080.14         2,353.66      106,087          5 2,121.74         -                 108,209          5 2,164.18         (0.00)             110,373          
INSPECTOR II 4 96,007          5 3,840.26        1,806.45         101,653              5 2,080.14         2,353.66      106,087          5 2,121.74         -                 108,209          5 2,164.18         (0.00)             110,373          
SOLID WASTE & RECYLING INSPTR 5 63,547          5 2,541.90        -                   66,089                 5 1,321.79         -                67,411            5 1,348.22         0.00               68,759            5 1,375.19         0.00              70,134            
SOLID WASTE & RECYLING INSPTR 1 53,380          2 2,135.19        326.36            55,841                 3 1,169.70         2,643.46      59,655            4 1,247.02         2,696.54       63,598            5 1,326.97         2,750.26      67,675            
COMMUNITY REC COUNSELOR 3 64,415          4 2,576.61        2,368.29         69,360                 5 1,445.46         2,912.75      73,718            6 1,533.79         2,971.00       78,223            7 1,625.07         3,030.42      82,879            
COMMUNITY REC COUNSELOR 3 64,415          4 2,576.61        2,320.12         69,312                 5 1,444.49         2,912.75      73,669            6 1,532.80         2,971.00       78,173            7 1,624.07         3,030.42      82,828            

TOTALS - FILLED POSITIONS 11,629,648 463,726         116,081          12,216,163         249,375          252,567        12,718,105    258,148          189,293        13,165,547    266,120          140,454        13,572,120    

IMPACT OF VACANT POSITIONS 2,312,601    92,504           -                   2,405,106           50,637            126,746        2,582,488       53,971            116,042        2,752,500       57,552            125,111        2,935,163       

TOTAL: FILLED AND VACANT POSITIONS 556,230        116,081         300,012         379,313       312,119         305,335       323,672         265,565       

CUMULATIVE TOTALS 556,230        116,081         856,242         495,394       1,168,361      800,729       1,492,033      1,066,294   
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MARB Hartford Subcommittee 
Budget Mitigation Measures Update 
September 21, 2023 
 

 

Short- and Medium-Term Measures 

Measure Progress and Status 

Property Taxes • No personal property audits currently scheduled 

• No tax deed sale currently scheduled 

• Collections agency engaged to assist with collections on 
suspense list: $1,274 collected July/August 

Delinquent Revenues • Updated Police private duty rates 

• Updated Fire private duty rates 

• Write-off of old debt for Cirque du Soleil (pending Council 
approval) 

 

 

Long-Term Measures 

Measure Progress and Status 

Energy Efficiency • Reviewing opportunities for performance-based energy 
efficiency projects 

• Landfill solar panels potential operational date calendar 
2024 

Grant Opportunities • Filled Senior Project Manager position 

• Drafted RFP for Grants Management Software System 

• Ongoing prospecting for new grant opportunities 

Advanced Life Support (ALS) Billing • Currently exploring fire service billing 

Workers Compensation Reduction 
Strategies 

• Return to Work program in development – priority on 
Maintainers, Fire and Police 

• Managed Care Plan for Workers Comp in development 

Update Local Fees and Charges No updates 

Pension Liability Reduction Efforts • Met with consultant firm re: potential opportunities for 
pension buyouts/partial buyouts 

• Consultant preparing quote for preliminary feasibility 
analysis 
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