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PREAMBLE

THIS AGREEMENT is made and entered into by and between the City of Bristol,
hereinafter referred to as the “City” and the Bristol Professionals & Supervisors

Association, Nutmeg Independent Labor, hereinafter referred to as the “Association”.

ARTICLE I
RECOGNITION

The City recognizes the Association as the sole and exclusive collective bargaining
representative with respect to rates of pay, wages, hours of work and conditions of
employment, of all employees of the City in the classifications listed in the certification
issued by the Connecticut State Board of Labor Relations on April 28, 1980 in Case No.
ME-5600. The Association recognizes the Mayor and/or their designated representative
or representatives as the sole and exclusive representative of the City for the purpose of

collective bargaining.

ARTICLE 11
ASSOCIATION MEMBERSHIP DUES

Each employee shall have, and be protected in the exercise of, the right to join and remain
as a member of, and the right to refuse to join or become a member of, the Association,

free from interference, restraint or coercion.

Any employee who is a member of the Association at the time the Agreement becomes
effective, and who has previously provided a dues payroll deduction authorization notice
to the City for the deduction of union dues, shall continue membership in the Association
unless the member opts out of the Association by notifying the City and the Association
in writing of such intention. Any new employee may become a member of the Association
upon signing a dues payroll deduction authorization form which shall then be provided

to the City in a timely manner. Any new employee may opt out of the Union by notifying
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the City and the Union in writing of such intention.

The City is authorized to deduct during each pay period, union dues of each member of
the Association. Such deductions shall be made after each such member has signed a
request form furnished by the Association authorizing the City to deduct union dues from
the member and shall continue until such time as the member properly withdraws such
authorization. Any authorization on file shall continue in full force and effect until
revoked by the member in writing. Upon receipt of such revocation, the City shall stop

dues deductions immediately.

The amount of dues to be deducted shall be determined by the Association and be
provided to the City by written or electronic notice to the Human Resources Department
with the Association being totally responsible for the amount requested. Any change in
the amount of dues deducted will not become effective until 30 days after receipt of such

written notice.

The Association shall indemnify and hold the City harmless from any and all demands,
suits, complaints, claims, costs and liabilities, including reasonable attorney's fees,

caused by or arising out of the administration or enforcement of this Article.

ARTICLE III
MANAGEMENT RIGHTS

Except where such rights, powers and authority are specifically relinquished, abridged
or limited by the provisions of this Agreement, the City has and will continue to retain,
whether exercised or not, all of the rights, powers and authority heretofore had by it and,
except where such rights, powers and authority are specifically relinquished, abridged or
limited by the provisions of this Agreement, it shall have the sole and unquestioned right,
responsibility and prerogative of management of the affairs of the City and direction of

the working force, including, but not limited to the following:

3:1.1  To determine the care, maintenance and operation of equipment and property

used for and on behalf of the purposes of the City.
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To establish or continue policies, practices and procedures for the conduct of
City business and, from time to time, to change or abolish such policies,

practices, or procedures.

To discontinue processes or operations or to discontinue their performance by

employees.

To select and to determine the number and types of employees required to

perform the City’s operations.

To employ, transfer, promote or demote employees, or to lay off, terminate or
otherwise relieve employees from duty for lack of work or other legitimate

reasons when it shall be in the best interests of the City or the department.

To prescribe and enforce reasonable rules and regulations for the maintenance
of discipline and for the performance of work in accordance with the
requirements of the City, provided such rules and regulations are made known

in a reasonable manner to the employees affected by them.

To insure that incidental duties connected with departmental operations whether

enumerated in job descriptions or not, shall be performed by employees.
To establish contracts or sub-contracts for municipal operations.

To create job descriptions and revise existing job specifications as deemed as

necessary.

The above rights, responsibilities and prerogatives are inherent in the City Council and

the Mayor by virtue of statutory and charter provisions and are not subject to delegation

in whole or in part. However, if the City exercises any of the above rights in any manner,

which results in a change in the conditions of employment (as that term is defined by the

State Board of Labor Relations) of any member of the bargaining unit, such change shall

not be implemented without a reasonable opportunity for prior negotiations, between the

City and the Association.
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ARTICLE 1V
PROBATIONARY PERIOD

New employees shall serve a probationary period of five (5) months from the date of

employment.

During the probationary period the employee may be terminated by the City for any
reason if it desires. During such probationary working period the employee shall be

subject to all provisions of this Agreement, except to process a grievance for termination.

Employees promoted and assuming a new position, shall serve a probationary period of
sixty (60) working days. Should the City determine it necessary to have additional
probationary time, the Director of Personnel shall notify the Association and the

employee in writing and shall be allowed up to thirty (30) additional working days.

During the probationary period the promoted employee shall demonstrate and prove to
the complete satisfaction of the City that their qualifications fully meet the job

requirements of the vacant position to which they were promoted.

Should the employee’s services be deemed unsatisfactory by the City, either during or at
the end of the probation period, the employee shall revert to their former position together

with their former rate of pay.

ARTICLE V
DISCIPLINE AND GRIEVANCE PROCEDURE

The parties jointly recognize the deterrent value of disciplinary action and such actions
shall be administered in a fair manner. Nothing herein shall prohibit the City from
imposing any type of disciplinary action at any level when the nature of the offense

requires it.

A written record of an oral reprimand which is placed in an employee’s personnel file
shall not be considered for purposes of further discipline after six (6) months, provided

that the individual has received no other discipline in the interim. A written reprimand
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which is placed in an employee’s personnel file shall not be considered for purposes of
further discipline after one (1) year, provided that the individual has received no other
discipline in the interim. A suspension which is placed in an employee’s personnel file
shall not be considered for purposes of further discipline after two (2) years, provided
that the individual has received no other discipline in the interim. Evidence of warnings

or suspensions may be used to rebut an employee’s claims about their disciplinary history.

The term “grievance” shall mean a complaint by the Association, on behalf of one (1) or
more affected employees, that there has been a violation, misinterpretation, or
misapplication of the specific provisions of this Agreement, or that a member of the
bargaining unit has been warned, suspended, demoted or discharged without just cause.

The term “working days” shall mean Monday through Friday, excluding holidays.

Any claim which constitutes a grievance as defined above shall be processed in

accordance with the following procedure, and in no other manner:

5:4.1 The Association, through its Grievance Committee consisting of not more than
two (2) persons, shall present the grievance in writing to the Mayor or their
designee within ten (10) working days of the occurrence of the event or
condition on which the grievance is based. The written grievance shall include
a statement of the facts involved, the specific provision(s) of this Agreement
alleged to have been violated, and the remedy requested. Within ten (10)
working days after the Mayor or the Mayor’s designee receives the grievance,
they shall meet with the Grievance Committee of the Association, and shall

respond to the grievance in writing.

5:4.2 If the Association is not satisfied with the response to the grievance at the
previous step, it may within ten (10) working days after receipt of such response
present such grievance in writing, with a copy to the City, to:

a.  The Connecticut State Board of Mediation and Arbitration (“Board”).
b.  The Board shall hear and decide the case in accordance with its rules and

regulations. However, the arbitrator(s) shall hear and decide only one (1)

-5-
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case at a time, and shall have no power to add to, delete from, or modify

in any way any of the terms of this Agreement. The decision of the

arbitrator(s) shall be binding on all parties.
Any grievance not presented in writing within ten (10) working days after the occurrence
of the event or condition on which it is based shall be waived. Failure of the Association
to appeal from a grievance decision at any step of the grievance procedure within the
prescribed time limit shall be construed as acceptance of the decision at that step. Failure
of the City to respond in writing at any step of the grievance procedure within the
appropriate time limit shall entitle the Association to appeal to the next step of the

procedure without awaiting a response.

Either party is entitled to representation of its choice at any level of the grievance
procedure, provided that the costs of such representation shall be borne entirely by the

party requesting it. The cost of arbitration, if any, shall be borne equally by the parties.

ARTICLE VI
APPOINTMENTS AND CLASSIFICATIONS

Before filling any vacancy or newly created position in the bargaining unit, the City shall
post said position for a period of three (3) working days and shall send a copy of such

posting to the Association.

In filling positions within the bargaining unit, the City shall give fair consideration to any
applicant from within the bargaining unit. The City reserves the right to select the best
qualified applicant, but in the event qualifications are equal, the applicant from within
the bargaining unit shall be given preference. Upon request, any unsuccessful applicant
from within the bargaining unit shall be given a written explanation as to why they were

not selected.

The City shall provide to the Association the job description for any new or changed job
in the bargaining unit as soon as it has been approved. Upon the request of the

Association, the parties shall meet to negotiate the appropriate salary placement of any
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bargaining unit position which is either newly created or whose duties and responsibilities

have been substantially changed after the effective date of this Agreement.

The compensation of any employee shall not be increased or decreased by a change of
title or description of the job classification of the employee without a substantial bona

fide change in the duties or responsibilities of the employee.

Any employee filling a position on an acting basis as designated by the Mayor in writing
shall receive no less than the minimum pay for the range applicable to the higher position,

and no less than the salary they were paid in their own range.

6:5.1  The City shall have the right to temporarily direct non-BPSA members to fill in
during the absence of a bargaining unit member or concurrently with the
recruitment for a bargaining unit position vacancy when the City determines that
bargaining unit members are either not qualified or it is operationally impractical
to fill in for such absence or vacancy. The City shall send written notification

to the union when a non-member of the bargaining unit is selected.

Any request for job reclassification and/or pay grade increase must be submitted in
writing by the Association to the Director of Personnel. The Director of Personnel shall
respond in writing within sixty (60) days, with such decision to be based on whether or
not there has been a substantial change in the duties or responsibilities of the position

subsequent to the effective date of this Agreement.

ARTICLE VII
WORK SCHEDULES

The regular work week for full time employees shall be no less than thirty-seven and one-
half (37%) hours per week nor more than forty (40) hours per week at the scheduled

hours as needed for the efficient operation of the department the employee is working in.

The regular work day shall not be less than seven and one-half (7Y2) nor more than eight

(8) hours per day at the scheduled hours as needed for the efficient operation of the
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department the employee is working in.

Authorized work in excess of the established work day and/or week should be recorded
by the Department Head with the Director of Personnel and shall be given as equal time
off at the discretion of the Department Head. Earned compensatory time shall only be
recognized when submitted to the Department Head within fifteen (15) calendar days of

the time earned.

Employees are required to take their scheduled lunch time and shall not be interpreted as
earned Compensatory Time. If any member of the bargaining unit is determined to be
not exempt from the overtime provisions of the Fair Labor Standards Act, the provisions
of the Agreement concerning Compensatory Time shall not apply to such member, to the

extent such provisions are inconsistent with the Act.

An employee may not earn more than ten (10) working days of Compensatory Time per
fiscal year. An employee may carry over up to five (5) days of Compensatory Time from
one (1) fiscal year to the next without affecting the amount of Compensatory Time that
can be earned in the next fiscal year, but such five (5) days must be used prior to January
1 of the next fiscal year or will be forfeited. However, at no time may an employee be

credited with more than ten (10) days of Compensatory Time.

In the event the City changes the work day or work week for any member of the
bargaining unit, the Association may request negotiations concerning an appropriate

adjustment in compensation as a result of such change.

The City agrees to continue any existing practice or procedures with respect to overtime
pay, call-in pay, or stand-by pay which may affect specific members of the bargaining

unit.

Bargaining unit employees who are required by their superior, or authorized in writing
by an appropriate City Official, to work outside their regularly scheduled hours

supervising the work of other City employees (i.e., in person overseeing the work of
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other City employees), shall themselves receive overtime compensation for such hours
of supervision. Bargaining unit employees who are assigned special projects and are
instructed to perform them outside their regular working hours shall also receive overtime
compensation for such overtime work. The determination of what constitutes a special
project shall be made by the City. It is understood the parties do not intend to require
premium overtime pay for work which has always been considered part of the employee’s
job (such as attending meetings, investigating accidents, etc.) Overtime compensation
shall be equivalent to the employee’s regular straight time hourly rate, computed by
dividing the employee’s annual salary by two thousand eighty (2080) for employees
regularly scheduled to work forty (40) hours per week, and by one thousand nine hundred
fifty (1950) for employees regularly scheduled to work thirty-seven and one-half (37%2)

hours per week.

Bargaining unit employees who are required by their superior, or authorized in writing
by an appropriate City Official, to work outside their regularly scheduled hours
performing the work of other City employees shall themselves receive overtime
compensation for such hours of work at time and one half their hourly rate of pay

calculated based on the formula set forth in Section 7.7.

ARTICLE VIII
HOLIDAYS

The recognized paid holidays for qualifying employees are as follows:

8:1.1  New Year’s Day

8:1.2  Martin Luther King Day
8:1.3  Presidents’ Day

8:1.4  Good Friday

8:1.5  Memorial Day

8:1.6  Juneteenth

8:1.7  July Fourth

8:1.8 Labor Day
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8:1.9  Columbus Day

8:1.10 Veterans’ Day

8:1.11 Thanksgiving Day

8:1.12 Day after Thanksgiving

8:1.13 Half (2) day before Christmas Day
8:1.14 Christmas Day

8:1.15 Half (%2) day before New Year’s

If any of the above holidays occur during paid sick leave, the employee shall receive their

regular day’s pay for the holiday without the day being charged against their sick leave.

Whenever any of the above holidays occur on a Saturday, said holiday shall be observed
the previous Friday. When any of the above holidays occur on a Sunday, said holiday
shall be observed on the following Monday, unless otherwise established in a given

Department (i.e. Police, Fire).

To qualify for holiday payment an employee shall have worked seven (7) hours the
previous working day and seven (7) hours the first working day following the holiday.
Sick leave time, (paid or unpaid), if valid, granted personal leave time, perfect attendance

days, vacation leave, and funeral leave shall be credited as a day worked.

ARTICLE IX
VACATIONS

Regular employees who have from three (3) to six (6) months of continuous employment
as of June 30™ of any year, shall receive one (1) week vacation with pay at their regular
rate. Effective November 1, 2016, regular employees who have O to less than 3 months
of continuous employment as of June 30" of any year or 0 to 3 months of continuous
employment immediately following the start of the new fiscal year, shall receive one (1)

week vacation the following January 1*.

- 10 -
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Regular employees who have been continuously employed over six (6) months, but less
than four (4) years, as of June 30" of any year shall receive two (2) weeks vacation with

pay at their regular rate.

Regular employees who have been continuously employed for four (4) years, but less

than nine (9) years, as of June 30" of any year shall receive three (3) weeks vacation with

pay
at their regular rate.

Regular employees who have been continuously employed for nine (9) years or more as
of June 30™ of any year shall receive four (4) weeks vacation with pay at their regular

rate.

If a paid holiday should occur during an employee’s paid vacation it shall not be counted

as vacation time.
The normal vacation period shall be from July 1 to June 30" of each year.

The Department Head shall determine and schedule the vacation period for each employee
eligible for vacation. Consideration shall be given, where possible, to the preference of

the employee as to time of their vacation according to seniority.

Service with other Departments of the City shall be counted in computing vacation

eligibility, but employment must be continuous in all cases.

An employee who retires or voluntarily resigns before their vacation period in any year
shall be eligible for a vacation pay-out on a pro-rated basis provided that they have
provided at least four (4) four weeks advance written notice in the case of retirement or
two (2) weeks advance written notice for a voluntary resignation. If an employee dies,
payment for pro-rated and/or unused vacation time shall be paid to the employee’s estate
at the employee’s regular rate as death benefits. An employee who retires, resigns or is

laid off shall be paid their balance of unused vacation time.

-11 -
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An employee may carry over vacation credits that they earn in a given year into the next

fiscal year. Such carry over must be used or forfeited by the next June 30™.

Employees with four (4) weeks’ vacation can request compensation of one (1) week of
said vacation in lieu of time off should the Department Head feel the employee can be
used at employment. Consideration for Department Heads within the Association shall

be by the Mayor.

The City shall have the right to modify the vacation credits for former employees rehired
by the City of Bristol, provided that such vacation credits are not modified to the extent
that they are greater than those set forth in the current Agreement between the City and

the Association.

Effective July 1, 2018, regular employees who will have O to less than 3 months of
continuous employment as of June 30™ of any year or 0 to 3 months of continuous
employment immediately following the start of a new fiscal year, will be offered the
ability to purchase up to one (1) week of vacation through equal payroll deductions to be
fully paid over a 3 month period. Employees must make the election within 30 days of
hire date. The vacation must be used prior to January 1. If an employee takes such a
vacation and subsequently leaves employment with the City prior to completing the
purchase of the vacation, the City will withhold the balance owed from the employee’s
last paycheck. If an employee’s last paycheck is not sufficient to cover the money owed,

the City reserves the right to bill the employee.

ARTICLE X
SICK LEAVE

Sick leave shall be considered to be absence from duty with pay for illness or injury as
covered in this Article, except when directly traceable to employment by an employer

other than the City of Bristol.

Eligibility for sick leave payments shall be computed from the date an employee is

appointed a full time employee. Employees shall call in on, or before, their assigned

12 -
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starting time or they shall not receive sick leave credit for said day, unless the reason for
tardy notification is deemed satisfactory by the Department Head. The accumulation and

payment of sick leave shall be made as covered in the Article.

An employee who has been on the payroll for less than six (6) months will receive no

sick leave.

An employee who has been on the payroll for six (6) months, but less than one (1) year,

shall be paid for absence of not more than five (5) working days.

An employee who has been on the payroll continuously for one (1) year shall receive

seven (7) working days sick leave credit on the anniversary date of their employment.

An employee who has been on the payroll continuously for two (2) years, but less than
five (5) years, shall receive twelve (12) working days sick leave credit on the anniversary

date of their employment, subject to the provisions of Section 10:9.

An employee who has been on the payroll continuously for five (5) years or more shall
receive eighteen (18) working days sick leave credit each year on the anniversary date of

their employment, subject to the provisions of Section 10:8.

Sick days shall begin to accumulate at said anniversary date of employment and continue
until such time as two hundred (200) working days are achieved which shall be the
maximum credits allowed for any employee. For employees hired after June 30, 2011,
unused sick days shall continue to accumulate until such time as one hundred seventy-
five (175) working days are achieved which shall be the maximum credits allowable for

such employees.

After the expiration of sick leave days, employees will receive Short Term Disability
benefits under the terms of the approved policy for up to twenty five (25) weeks at sixty
percent (60%) of the weekly rate of basic earnings capped with a weekly maximum of

$250.

The City may require a medical certificate and reason for absence consisting of more

- 13 -
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than three (3) consecutive working days at the employee’s expense. Should a medical
certificate be required by the City for absences of three (3) consecutive days or less, it

shall be paid for by the City.

If an employee is approved for return to work without a physician’s certificate they shall
return to work immediately if scheduled. Should an employee require a physician’s
approval they shall not return to work until approval is given by said physician and it is

received by the responsible Department Head or Supervisor in charge.

It shall be the right of the City through any Department Head and/or Director of Personnel
to indicate existing abuses of sick leave. In such case the Department Head and/or
Director of Personnel shall produce records and proof of sick leave abuse to the employee
involved and inform the employee the manner in which the abuse is to be handled. This

action can be subject to the grievance procedure as outlined in this Agreement.

Effective January 1, 2002, upon retirement or death of an employee, forty-five percent
(45%) of all unused sick leave shall be paid to the employee, or as death benefits to the

employee’s estate.

Effective July 1, 2018, an employee may use up to two (2) weeks of their accrued sick
time, as set forth above, throughout the budgeted year for medical care of family
members. An employee may use this leave to take family members to medical
appointments or emergency services. When taking such leave, an employee shall be
required to notify their supervisor or in the case of department heads, the mayor of the
leave on or before their assigned starting time, or in the case of an emergency, as soon
as practicable. The City shall have the right to request proof that the employee used this
time for said purpose through documentation from the service provider. Details of the

medical care are not required.

ARTICLE XI
LEAVES OF ABSENCE

Personal leave with permission shall be granted by the Department Head for a period not

-14 -
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to exceed three (3) days per fiscal year with pay. Such permission shall not be
unreasonably withheld. Any personal leave time not used by June 30™ of each year is

forfeited.

A leave of absence without pay for good cause may be granted, not to exceed one (1)
year. A request for leave of absence must be made in writing by the employee with the
explanation of reasons therefore and showing dates from and to on the request, and
presented to the Department Head. If approved, the Department Head will so indicate
by signing the employee’s request. The request for leave shall be then sent for final
approval to the Mayor, who shall indicate such approval by signing and returning the
request for leave to the Department Head who originally approved it; who, in turn, will
grant permission and send the request to the Human Resources Department who will then

process such leave properly.

A properly authorized leave of absence shall have no effect on the employee’s length of
service, eligibility for vacation or any other benefit based on length of service except that
no additional leave time or other benefits shall continue to accrue after thirty (30) days
of such leave. Any employee who wishes to retain group insurance coverage after thirty
(30) days of such leave must do so at their own expense (unless such leave is FMLA-
qualifying). Upon the return to work of the employee, the Department Head shall notify
the Human Resources Department giving all necessary information to effectuate the

employee’s return to work.

In the event an employee fails to return to service at the expiration of their leave such
employee shall be considered to have terminated their employment as of the termination
date of such leave. Any possible relaxing of this rule shall only be considered by the

Director of Human Resources after proof of unusual or worthy reason(s).

ARTICLE XII
BEREAVEMENT LEAVE

The City will grant three (3) regular working days with pay in the event of death in the

-15 -
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immediate family. Time taken must be in conjunction with the date of the funeral or
memorial service. The immediate family shall include spouse, mother, father, daughter,
son, step mother, step father, step child, sister, brother, mother-in-law, father-in-law, or

any relative who is an actual member of the immediate household.

In the event of a death of a grandchild, grandparent, brother-in-law, sister-in-law, or
aunt, uncle, niece, nephew of the employee or employee’s spouse, one (1) day will be

allowed provided the employee attends the funeral.

The Department Head can allow up to an additional two (2) days leave over the days
allowed in Section 12:1 and 12:2 of this Article, should they deem the reason(s) unusual

and worthy provided that it does not disrupt the efficient operation of the Department.

ARTICLE XIII
JURY DUTY

The City shall deduct from an employee’s regular straight time pay the amount of any
payment received by the employee for demanded service on any State or Federal Jury.
Employees serving on said juries must file proof of jury duty tenure and all necessary

monetary statements to the Department Head.

When employees who are serving on Jury Duty are not required to serve a full day, they
shall report back to work. Failure of the employee to return to work shall result in the
employee receiving payment for such Jury Duty from the Court only. If the employee is
excused from Jury Duty not later than three (3) hours prior to the end of their shift, the

employee shall return to work.

- 16 -



ARTICLE XIV
PERFECT ATTENDANCE DAYS

14:1 Perfect attendance time shall be granted for perfect attendance under the following

conditions:

14:1.1 Each calendar quarter of perfect attendance shall earn an employee one (1) day
vacation to be taken within one (1) year from the time earned. The calendar

quarters shall begin January 1, April 1, July 1, and October 1, of each year.

14:1.2 Any employee who has four (4) consecutive quarters of perfect attendance shall
receive two (2) additional days earned vacation to be taken within one (1) year

from the time earned.

14:1.3 Effective July 1, 2011, any accumulated lost time shall constitute a break in
continuity of perfect attendance unless it is allowable time off as covered in

Section 14:1.4.

14:1.4 The following leave time shall be considered earned toward perfect attendance:
a.  Earned Vacation
b.  Perfect Attendance Days
c. Days covered by Workers’ Compensation
d. Bereavement Leave
e.  Personal Leave
f.  Compensatory Time

g.  Union Business Leave

ARTICLE XV
WORKERS’ COMPENSATION

15:1 Any employee covered by this Agreement who shall suffer personal injury in the
performance of their duty and who shall be eligible for payments under the Workers’

Compensation Act shall be paid by the City of Bristol the monetary difference between

-17 -



15:2

16:1

said employee’s weekly straight time salary (after deducting Social Security and
withholding taxes) and the benefits payable to them under the Workers” Compensation
Act. The City’s obligation shall only be paid as long as it is the regular weekly

compensation rate, not to exceed fifty-two (52) weeks.

The City reserves full and unilateral right to implement a Return-To-Duty policy and

Preferred Provider Network for all workers compensation

ARTICLE XVI
INSURANCE AND PENSION

Health Insurance

16:1.1 Eligible employees in the bargaining unit will be provided with the High
Deductible/HSA (Health Savings Account) plan described below:

Effective
HSA July 1, 2022 - June 30, 2025
Deductible $2,000/$4,000
In-Network Benefits 100 %
In-Network Co-Insurance 100 %
Out of Pocket Max (Inc. Ded) $2.,000/%$4,000
Preventive Services 100% not subject to deductible
Out of Network Benefits
Deductible $2,000/$4,000
Coinsurance 80%
Out of Pocket Max (Inc. Ded) $4,000/$8,000
Pharmacy Benefits 100% after deductible
123(1)321.(;}(7)6;32185?311: ;:eilrn:ilt;)r the 50% for the 2022-2023 fiscal year only

Employee cost share shall be as follows: Effective July 1, 2022, seventeen and
one-quarter percent (17.25%); effective July 1, 2023, nine and three-quarter
percent (9.75%); effective July 1, 2024, ten and one-half percent (10.5%) of
the cost of health and dental insurances for themselves and eligible dependents
through a Section 125 pretax salary deduction plan in accordance with the

Internal Revenue Code.
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An employee’s cost share shall be decreased by one percent (1.0%) if during
the preceding calendar year the employee and the employee’s enrolled spouse
participated in each of the following wellness components: 1) biometric
screening; 2) health risk assessment; 3) age appropriate preventive screenings
to include annual exam. This section shall also apply during any period of unpaid

leave, except where required to pay the full cost as described in Section 11:3.

For any employee hired prior to ratification of this July 1, 2022 through June
30, 2025 Agreement, and for the July 1, 2022 through June 30, 2023 fiscal
year, the City’s contributions toward the HDHP deductible, fifty percent (50%),
shall be deposited into the employee’s HSA account in two equal installments
the first in July and the second in January. For all other employees, the fifty
percent (50%) contribution from the City in the 2022-2023 fiscal year will be
prorated for new hires based on date of hire within the 2022-2023 fiscal year.
The parties acknowledge that the City’s 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 actively employed
employees. The City shall have no obligation to fund any portion of the HSA
deductible for retirees or other individuals upon their separation from

employment.

An HRA (Health Reimbursement Account) shall be made available for any
employee who is precluded from participating in the HSA bank account because
the individual receives Medicare and/or veterans’ benefits. The annual
maximum reimbursement by the City for the 2022-2023 fiscal year shall not
exceed the City’s annual deductible contribution for those in the HSA. Premium
contributions for the individuals in the HRA shall be the same as the
HDHP/HSA. The City shall have no obligation to reimburse any portion of the

HRA for retirees or other individuals upon their separation from employment.

The City’s obligation to fund any portion of the deductible or provide any
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16:2

16:3

16:4

16:1.2

reimbursement for any employee with an HRA shall cease as of June 30, 2023.
For the avoidance of doubt, employees will be 100% responsible for the full

deductible beginning on July 1, 2023.

If an eligible employee chooses to voluntarily waive insurance, they shall
receive the following waiver payment in July of each fiscal year.  Single
coverage: $1,000; Employee plus one or Family Coverage: $2,000. Dual

insured City employees will not be eligible for this waiver payment.

Dental Insurance

16:2.1

16:2.2

16:2.3

The City shall provide members of the bargaining unit and enrolled dependents,
including dependent children to age 25, the Blue Cross Co-Pay Dental Plan
subject to 16:1.1.

Riders A, B, C, and D.

Dependent Child Rider.

Life Insurance

16:3.1

The City shall provide and pay for all active members of the Bargaining Unit
seventy-five thousand dollars ($75,000) of Group Term Life Insurance

coverage.

Retiree Benefits

16:4.1

a.  Effective July 1, 1996, for employees who retire with the combination of
age and years of service which entitles them to full retirement benefits, the
City will pay the full cost of the health insurance coverage cited in Section
16:1, hereinabove, for the retiree and spouse (at the time of retirement)
for the first ten (10) years after the date of retirement, subject to the
conditions set forth in Section 16:4.1b and Section 16:4.2, below.

b.  Any retiree who wishes to enroll additional dependents, and any retiree
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16:4.2

16:4.3

(or spouse or dependent of a deceased retiree) who wishes to remain
enrolled beyond ten (10) years following date of retirement, may do so at
their own expense, carrier permitting.

c.  For all new employees hired after June 30, 2011, who retire with the
combination of age and years of service which entitles them to full
retirement benefits, the City will pay the full cost of the health insurance
coverage cited in Section 16:1, hereinabove, for the retiree and spouse (at
the time of retirement) for the first five (5) years after the date of
retirement, subject to the conditions set forth in Section 16:4.1.d. and
Section 16:4.2 below.

d. Any retiree who wishes to enroll additional dependents, and any retiree
(or spouse or dependent of a deceased retiree) who wishes to remain
enrolled beyond five (5) years following date of retirement, may do so at

their own expense, carrier permitting.

The City shall not be obligated to provide coverage for any retiree or spouse
who is eligible for comparable health insurance coverage through another
employer; provided that if an employee or spouse is eligible for lesser coverage,
or comparable coverage at less than full payment, the City may elect to provide
appropriate supplementary coverage or may reimburse the employee’s payment

in lieu of the above coverage.

The City will presume all retirees are recipients or participants in Medicare Part

A and B when eligible. The City will designate Medicare as the primary insurer.

16:5 Pension Plan

16:5.1

The City shall provide to the members of the bargaining unit pension benefits
in accordance with the arbitration award in Case No. 9192-MBA-85,
highlighted as follows, except that effective June 30, 2011, employee
contributions and their application shall be in accordance with Section 16:6.

a. Employees shall be eligible for retirement at age seventy (70), or at age
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fifty-five (55) provided age plus service totals eighty (80) years.
Employees whose age plus service equals eighty-five (85), and who were
participants in the retirement system on November 23, 1988, shall be
eligible for retirement regardless of age.

Interest payable to employees upon withdrawal of contributions, and
interest payable by employees when buying back past service, shall be five

percent (5%).

16:5.2 Retirement benefits shall be computed as follows:

a.

The multiplier for years of service of 2.4% shall be unchanged for
employees with twenty-five (25) years of service as of January 1, 2018,
or who were otherwise eligible to retire with full benefits on or before
January 1, 2018.

For other employees hired prior to ratification of the 2018-2022
Agreement, the 2.4% multiplier will remain unchanged, but the total
amount of pension for these employees shall not exceed one hundred
percent (100%) of average annual pay as it exists in the current pension
policy (best 3 years of the last 10 years).

Employees hired on or after July 1, 2018 shall have a pension multiplier
of 2.0%, but in no event should the total amount of pension for these
employees exceed seventy two percent (72%) of base pay. Employees
hired on or after July 1, 2018 shall make employee contributions of seven
percent (7%) of base pay on a pre-tax basis in accordance with Article
16:6. One and three-quarter percent (1.75%) of the employee's

contribution shall be applied to the retiree health account.

16:5.3 The provisions of Sections 16:5.1 and 16:5.2, hereinabove, in addition to City

Ordinance Section 2-66 through and including Section 2-89.1 will constitute the

pension plan for bargaining unit members, under this collective bargaining

Agreement.
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16:6

16:7

16:8

16:9

Effective June 30, 2011, employee contributions of all pay (other than as set forth in
Section 16:5.2(c)) shall be six percent (6.0%) or seven percent (7.0%) for new employees
hired after August 15, 2018, on a pre-tax basis in accordance with IRS Code Section
414(h)(2). Effective upon the City’s creation of a retiree health account in the pension
trust as soon as is practical, one and one-half percent (1.5%) or one and three-quarter
percent (1.75%) for new employees hired after August 15, 2018 of the employee’s
contribution shall be applied to such retiree health account. In the event that the City’s
pension actuary annual report recommends that any General City department make
contributions to the pension fund, future contributions of the 1.5% or 1.75% employee
contribution to the retiree health account shall immediately be directed into the pension
fund. Subsequent recommendations of the City’s pension actuary annual report that no
General City department make contributions to the pension fund shall cause the
reapplication of future contributions of one and one-half percent (1.5%) or one and three-
quarter percent (1.75%) employee contribution to the retiree health account. Such
prerogative as may be exercised by the City to make such assignments and determinations
of contributions shall not be subject to the grievance or arbitration procedure. Employee
contributions towards the retiree health account shall be irrevocable and non-refundable.
The City will provide written notice to the Union President regarding any redistribution

of the employee contribution to either the retiree health account or the pension fund.

It is understood and agreed that questions concerning the interpretation, application and
coverage of the pension program can only be decided by the trustees of the Pension Plan,
and such questions shall not be subject to the grievance procedure. Any questions
concerning the interpretation, application and coverage of the insurance program shall be

subject to the contractual grievance procedure found in Article V of the Agreement.

The City reserves the right to substitute at any time during the term of this Agreement

any benefit plan which provides equal or better benefits than any existing plan.

At any time, should an alternate health insurance become available, which would provide

similar coverage in terms of level of benefits, the Association shall, upon request of the
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16:10

17:1

17:2

City, meet to discuss inclusion in such plan or plans for the bargaining unit. At no time
should such discussions be deemed negotiations or collective bargaining subject to the
midterm negotiations rules of MERA unless mutually agreed to by the City and the

Association.

Effective upon ratification of the 2022-2025 Agreement, the benefits under the Pension

Plan will vest for all employees after five (5) years of employment with the City.

ARTICLE XVII
SALARIES

Salary payments will be paid bi-weekly via direct deposit. Salary payments shall be in

accordance with the schedules attached hereto.

17:1.1 Effective and retroactive to July 1, 2022, the salaries at all classifications and
steps on the 2021- 2022 salary schedule shall be increased by three percent
(3%), and the 2022-2023 salary schedule shall be set forth in Appendix B, which

is attached hereto and expressly made a part of this Agreement.

17:1.2 Effective July 1, 2023, the salaries at all classifications and steps on the 2022-
2023 salary schedule shall be increased by two and three-quarter percent
(2.75%), and the 2023-2024 salary schedule shall be set forth in Appendix B,

which is attached hereto and expressly made a part of this Agreement.

17:1.3 Effective July 1, 2024, the salaries at all classifications and steps on the 2023-
2024 salary schedule shall be increased by two and one-half percent (2.50%), and
the 2024-2025 salary schedule shall be set forth in Appendix B, which is attached

hereto and expressly made a part of this Agreement.

Advancement through the six (6) salary steps of each salary level shall be automatic for
Steps one (1) through six (6). Payment of each full step will be in effect on the

anniversary date of hire for all employees.
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17:3

17:4

17:5

18:1

18:2

18:3

18:4

18:5

The City reserves the right, when filling any vacant position in the bargaining unit, to

determine what Step of the salary level the employee shall start.

Effective July 1, 2014, employees who move to the next highest salary level as a result
of reclassification or promotion will be placed at an appropriate step which guarantees at

least a two thousand dollar ($2,000) increase from their previous step.

All employees employed at the time of the signing of this Agreement shall receive a one-
time payment of five hundred dollars ($500) payable on the pay period immediately
following the signing of the Agreement. Employees may elect to contribute all or some

of this payment to their HSA.

ARTICLE XVIII
MISCELLANEOUS

Any matter which is not specifically covered by one (1) or more sections of this
Agreement may be governed by the Charter, Ordinances or Personnel Procedures of the
City of Bristol, as the same may be amended from time to time. However, this provision

shall not be construed to incorporate any such document into this Agreement.

If any provision hereof is declared unlawful or void by an administrative or judicial
tribunal of competent jurisdiction, the remainder of this Agreement shall remain in full

force and effect for the balance of its term.

This document contains the full and complete agreement between the parties on all
negotiable issues, and neither party shall be required during the term hereof to negotiate

upon any issue, whether it is covered or not covered herein.

The City of Bristol Tuition Reimbursement Program and any changes in such policy

which the City may adopt, shall also apply to members of this Bargaining Unit.

The City and the Union agree that when City Hall or any of its facilities close early due

to any circumstances beyond the City’s control (such as inclement weather), any
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18:6

18:7

19:1

20:1

employee who gets permission to leave prior to the revised closing time must charge
appropriate time (Vacation, GPL, PAD, etc.) from the time they leave until the time they
were regularly scheduled to leave; not the early closing time. In the event an employee

has no appropriate paid time to charge, it shall be time off without pay.

Employee’s glasses that are broken in the performance of their duty shall be replaced
(cost of lenses plus up to twenty-five dollars [$25] for frames) at the expense of the

City.

Each employee that is required to wear steel-toed boots in the performance of their work,
shall be reimbursed each fiscal year up to two hundred dollars ($200) for the purchase of

same upon presentation of a receipt to the Comptroller’s office.

ARTICLE XIX
UNION BUSINESS LEAVE

For meetings other than negotiations and grievance arbitrations which occur outside of
the City of Bristol, such as Association sponsored meetings, labor conventions and
educational conferences, a total of three (3) Association representatives will be allowed
to attend. However, the Association representatives shall provide at least five (5) days
notice prior to the commencement of such leave to the Director of Human Resources and
the employee’s supervisor. This shall not preclude the supervisor or the Director of

Human Resources from granting such time off with lesser notice.

ARTICLE XX
NO STRIKE, NO LOCKOUT

The Association agrees that it will not call, authorize, instigate, sanction or condone any
strike, slowdown, or concerted refusal to render services during the term of this
Agreement or any extension thereof. It is understood that any employee in the bargaining
unit who engages in such acts shall be subject to disciplinary action, up to and including

discharge.
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21:1

22:1

22:2

ARTICLE XXI
NO DISCRIMINATION

It is the policy of the City of Bristol to provide equal opportunity employment in
municipal employment of all qualified persons; to prohibit discrimination in employment
of all qualified persons; to prohibit discrimination in employment because of age, race,
sex, sexual orientation, marital status, creed, color, religion, national origin, ancestry,
physical or mental disability, gender identity, gender expression, veteran status or
political affiliation; and to promote the full utilization of equal employment opportunity

through a positive continuing program in each municipal department.

ARTICLE XXII
CITY VEHICLES

The City is not obligated to assign a City vehicle to any member of the bargaining unit.
All vehicle assignments may be revoked at any time and at the sole discretion of the City.
The City reserves the unilateral right to review and make changes regarding the
continuing need for vehicle assignments. The provisions of the Personnel Procedures
concerning personal use of City vehicles shall continue to apply. In any event, use of
vehicle, vehicle assignments, the type of vehicle provided and frequency of replacement
shall be determined by the City and shall not be grievable. No member of the bargaining
unit shall use a city-owned vehicle for commuting to and from home or for any other
personal use except when such employee has responsibility for ongoing and recurring
time-critical emergency responses as determined by the City. Such take home use is
considered to be personal use. Other than commuting, no other personal use of city
vehicles is permissible. Such take home use must be specifically assigned by the Mayor

in writing.

City vehicles assigned to one (1) employee may be utilized by other employees during

regular working hours subject to procedures established by the Head of the Department
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22:3

22:4

23:1

to which the vehicle is assigned, as directed by the Mayor.

If a member of the bargaining unit is required to use their personal vehicle for City
business, the employee shall be reimbursed for mileage in the current Internal Revenue

Service rate per mile.

Employees who are assigned a City vehicle and are required to pay taxes for such use
shall be refunded such taxes when the W-2 forms are submitted by the Comptroller’s
Office.

ARTICLE XXIII
SUBSTANCE ABUSE

The Bristol Professionals and Supervisors Association has no objection to the City’s
instituting and/or administering a Substance Abuse Plan or Policy during the life of this
Agreement with the proviso that the following mutually agreed upon provisions be
considered incorporated by reference therein with respect to the Association and the

members of its bargaining unit:

23:1.1 Upon request, by any member of the Bristol Professionals & Supervisors
Association bargaining unit shall be given the right to Association
representation, to the extent required by the Weingarten decision, at all
investigatory interviews connected with the City of Bristol’s drug testing

program and/or controlled substance policy.

23:1.2 No disciplinary actions including, but not limited to, termination shall be taken
by the City of Bristol except:
a. in accordance with Article III (Management Rights) of the Agreement
between the City and the Association; and
b. in conformity with investigatory and hearing procedures that meet the due
process requirements of the Constitutions of the United States and of the

State of Connecticut.
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23:2

24:1

24:2

24:3

23:1.3 All drug testing and investigative procedures and techniques utilized by the City

will respect each employee’s constitutional right to privacy.

23:1.4 All disputes arising with respect to the City’s drug testing program and/or
controlled substance policy shall be processed pursuant to Article V (Grievance

Procedure) of the current Agreement.

The Association will not challenge the City’s right to prepare, implement or revise the
terms and conditions of a Substance Abuse Plan or Policy during the life of the Agreement
so long as the City honors and observes the requirements of this Substance Abuse Article

as set forth hereinabove.

ARTICLE XXIV
LAYOFFS

When it becomes necessary to reduce the force, or a job is eliminated, layoffs will be
according to department seniority, when feasible, and when this procedure will not impair
the proper operation of the department. In the event a layoff is proposed or pending, the

Director of Personnel shall inform the Association Representative in writing.

Prior to the City’s decision to lay off employees, the City agrees to discuss possible
alternatives to any layoffs with the BPSA leadership. At no time should such discussions
be deemed negotiations or collective bargaining subject to the midterm negotiations rules
of MERA unless mutually agreed to by the City and the Union. Any decision to lay off

employees shall remain within the sole discretion of the City.

When layoffs become necessary, after the layoff of new probationary employees
(employees having worked for the City less than five [5] months), employees shall be
laid off in order of their department seniority (least senior first), provided that the

employees retained are able to satisfactorily perform such work as remains available.

Any employee who is laid off shall retain recall rights in accordance with their seniority

for a period of three (3) years from the date of their layoff. Recall rights shall apply to
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24:4

25:1

25:2

25:3

the employee’s former classification or any classification in an equal or lower job code
which they are qualified to perform. An employee shall lose all recall rights if they reject
recall to their former job classification or to another job in the same code, but shall not
lose recall rights for refusing recall to a lower job code, and shall not lose recall rights
to their original job by accepting recall to any other job. An employee also shall not lose

recall rights for refusing recall because of temporary verified physical incapacity.

For purposes of this Article, Association officers and stewards shall have top seniority
and shall not be affected by any layoff in their department, provided they are qualified to
perform one of the remaining jobs in the department or, in the case of a union officer,

one of the remaining jobs in the bargaining unit.

ARTICLE XXV
MILITARY LEAVE

An employee departing for military service shall, upon written request, receive any
vacation time accrued to their credit and such employee’s seniority rights shall not be
impaired during their period of military duty. Upon such employee’s return from military
service, the City shall provide a reasonable amount of time to take any remaining accrued

vacation time if not already provided for by Article IX.

Military leave for members actively participating in military reserve activities, including
the National Guard, shall be granted an amount specified by Connecticut Statute. Pay
for these weeks shall be the difference between their current military pay for that training
period and their normal straight-time City pay, if any. Proof of the above must be

furnished.

It is understood that any employee working elsewhere after military service has concluded
and prior to claiming their pre-service position, can be denied reemployment. Re-
employment rights generally apply for cumulative length of military service which does

not exceed five (5) years as outlined by USERRA regulations.
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ARTICLE XXVI
DURATION AND SIGNATURES

26:1 This agreement is for a three (3) year contract effective July 1, 2022 through June 30, 2025.

26:2  Negotiations for a successor Agreement shall begin on or before March 1, 2025, provided
either party notifies the other in writing on or before February 15, 2025 of its intent to
renegotiate the terms of this Agreement. In the absence of such notification the duration of

this Agreement shall automatically be extended by one (1) year, through June 30, 2026.

26:3  In witness whereof, the parties hereto have caused their duly authorized representatives to

affix their signatures herein below on this 28 day of Deceémber 2022,

FOR THE CITY OF BRISTOL FOR BRISTOL PROFESSIONAL &
SUPERVISORS ASSOCIATION,

W NUTMEG INDEPENDENT LABOR
< e Ly

lar hj[a) or - Dawn Leger, Presidef) BPSA

n >

Ml(ﬁ 7. Penne) ; Eﬁ}’(eétm of Human Resources Jaimig Clgut, Vice President BPSA

%XJ%Q/E\/) 7y 0%

Einda J. ijé ASLK Director of Human Resources Jaspn Morrocco, Secretary BPSA

AW

David Oakes, Tleasu:er BPSA

Thomas DeNoto, Negotiating Team

ATTEST: M N W\:@\MQ

Acting Town and City Clerk, A¥per vote of the City Council on November 9, 2022

-31-



APPENDIX A
SALARY LEVELS AND CLASSIFICATIONS

SALARY LEVEL  CLASSIFICATION

5 Aquatics Coordinator
Community Engagement Coordinator
Youth and Family Coordinator

6 Aquatics Supervisor
Assessment Technician
Assistant Parks, Grounds and Facilities Supervisor
Recreation Supervisor
Supervisor of Branch Services
Supervisor of Children’s Services
Youth and Community Services Supervisor

7 Assistant Aging Director/Program Supervisor
Assistant Library Director/Program Director
Chief Inspector
Chief Water Treatment Plant Operator
Civil Engineer
Deputy Town and City Clerk
Legal Administrator
Marketing & Public Relations Specialist
Parks, Grounds & Facilities Supervisor
Public Works Analyst
Water and Sewer Office Manager

8 Assistant Chief Operator/Lab Supervisor
Deputy Assessor
Deputy Superintendent of Parks, Recreation, Youth & Community Svcs
Deputy Tax Collector
Deputy Treasurer
Public Works Coordinator
School Readiness Liaison

9 Assistant Chief Operator/Maintenance & Collection System
Assistant Chief Operator/Lab Supervisor (w/Class 4 WTPO License)
Assistant Superintendent of Construction & Maintenance
Assistant Superintendent of Metering & Administration
Assistant Superintendent of Water Supply & Treatment
Fleet Manager
Grants Administrator
Project Manager
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10

11

12

Superintendent Solid Waste Operations
Superintendent Streets & Maintenance Operations
System Applications Specialist

Assistant City Engineer

Assistant Comptroller

Chief Building Official

Executive Director-Dept. of Aging
Public Facilities and Energy Manager
Purchasing Agent

Tax Collector

Assessor

City Engineer

Executive Director — Economic & Community Development
Network Manager

Planner/Development Coordinator

Chief Information Officer

Library Director

Superintendent of Parks, Recreation, Youth & Community Svcs
Water Pollution Control Manager
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APPENDIX B

SALARY SCHEDULES

EFFECTIVE - JULY 1, 2022

(REFLECTS 3% INCREASE)

STEPS
Salary 6] 2 3) “4) &) (6)
Level
5 $61,450 $64,333 $67,217 $70,105 $75,290 $75,400
6 $62,833 $65,782 $68,730 $71,682 $76,984 $83,070
7 $69,080 $72,330 $75,569 $78,817 $84,658 $90,743
8 $75,958 $79,531 $83,103 $86,671 $93,090 $98,621
9 $83,524 $87,454 $91,374 $95,304 $102,373 $107,905
10 $91,848 $96,173 $100,485 $104,809 $112,576 $118,109
11 $100,999 $105,759 $110,504 $115,256 $123,798 $129,331
12 $113,192 $118,268 $123,579 $129,134 $135,578 $141,110
EFFECTIVE - JULY 1, 2023
(REFLECTS 2.75% INCREASE)
STEPS
Salary ey 2 3) “ &) (6)
Level
5 $63,140 $66,102 $69,065 $72,033 $77,360 $77,474
6 $64,561 $67,591 $70,620 $73,653 $79,101 $85,354
7 $70,980 $74,319 $77,647 $80,984 $86,986 $93,238
8 $78,047 $81,718 $85,388 $89,054 $95,650 $101,333
9 $85,821 $89,859 $93,887 $97,925 $105,188 $110,872
10 $94,374 $98,818 $103,248 $107,691 $115,672 $121,357
11 $103,776 $108,667 $113,543 $118,426 $127,202 $132,888
12 $116,305 $121,520 $126,977 $132,685 $139,306 $144,991
-33— -34 -



WendiConnolly1
Typewritten text
-------  -34 -


EFFECTIVE - JULY 1, 2024

(REFLECTS 2.50% INCREASE)

STEPS
Salary D () 3) “ (&) (6)
Level
5 $64,719 $67,755 $70,792 $73,834 $79,294 $79,411
6 $66,175 $69,281 $72,386 $75,494 $81,079 $87,488
7 $72,755 $76,177 $79,588 $83,009 $89,161 $95,569
8 $79,998 $83,761 $87,523 $91,280 $98,041 $103,866
9 $87,967 $92,105 $96,234 $100,373 $107,818 $113,644
10 $96,733 $101,288 $105,829 $110,383 $118,564 $124,391
11 $106,370 $111,384 $116,382 $121,387 $130,382 $136,210
12 $119,213 $124,558 $130,151 $136,002 $142,789 $148,616
EFFECTIVE - JULY 1, 2025
(REFLECTS 2.00% INCREASE)
STEPS
Salary D @ 3) “ &) (6)
Level
5 $66,013 $69,110 $72,208 $75,311 $80,880 $80,999
6 $67,499 $70,667 $73,834 $77,004 $82,701 $89,238
7 $74,210 $77,701 $81,180 $84,669 $90,944 $97,480
8 $81,598 $85,436 $89,273 $93,106 $100,002 $105,943
9 $89,726 $93,947 $98,159 $102,380 $109,974 $115,917
10 $98,668 $103,314 $107,946 $112,591 $120,935 $126,879
11 $108,497 $113,612 $118,710 $123,815 $132,990 $138,934
12 $121,597 $127,049 $132,754 $138,722 $145,645 $151,588
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