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AGREEMENT 

This agreement is herein entered into by and between the Hartford School Board, hereinafter to 

be known as the “Board,” and the Hartford Education Association/Support Staff Unit, hereinafter 

known as the “Association." 

 

ACKNOWLEDGEMENT OF ARBITRATION 

In accordance with 12 V.S.A. §5652(b), the Board and the Association understand that this 

agreement contains an agreement to arbitrate.  After signing this Agreement, the Board and the 

Association understand that they will not be able to bring a lawsuit concerning any dispute that 

may arise that is covered by the arbitration agreement, unless it involves a question of 

constitutional or civil rights.  Instead, the parties agree to submit any dispute to an impartial 

arbitrator in accordance with the provisions contained in Article 8.   

 

ARTICLE I - UNION RECOGNITION 

1.1 The Board hereby recognizes the Association as the sole and exclusive representative of 

 its employees (as defined below), for the purpose of collective bargaining, pursuant to 

 Title 21, Sections 1721-1734 of the Vermont Statutes Annotated, of a unit consisting of 

 all secretaries and clericals (excluding those in the Central Office, or who work for a 

 Central Office administrator), all custodial and maintenance employees (excluding the 

 Supervisor of Buildings & Grounds), nurses’ assistants, job trainers, employment 

 specialists, technology technicians and all paraeducators (excluding those temporary   

employees hired as tutors, but not excluding full-time tutors) employed by the Board.  

1.2 The terms "employee" or “members of the bargaining unit” as used in this Agreement 

 applies to all full- and part-time staff occupying the classifications noted in 1.1, but 

 excluding administrators, professional employees and supervisors, as defined in Title 21, 

 Sections 1721-1734 of the Vermont Statutes  Annotated. 

1.3 Temporary Employees:  Individuals hired during the District’s summer recess for  a 

 period not to exceed ninety (90) consecutive days to perform maintenance or 

 facility-related jobs will not be considered members of the bargaining unit. 

 Paraprofessionals hired during the summer recess will also not be considered members of 

 the bargaining unit. 
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ARTICLE II - DEFINITIONS 

2.1 Any reference in this Agreement to the “Board” or “District” shall be read to include 

members of the Administration to whom the Board has delegated authority to act on any 

specific issue.  Any reference to the “Superintendent” will include other members of the 

Administration to whom the Superintendent has delegated authority to act. 

2.2 Unless otherwise specified, “days” shall mean employee workdays.  

2.3 Whenever the singular is used in this Agreement, it is inclusive of the plural.  

2.4 Full time, full year employees are those regularly scheduled to work 2080 hours or more 

per year and 12 month secretaries who are regularly scheduled to work 1820 hours or 

more per year.   

Part time, full year employees are those regularly scheduled to work less than 2,080 hours 

per year or 12 month secretaries who are regularly scheduled to work less than 1820 hours 

per year.   

Full time, school year employees are those regularly scheduled to work 1,135 hours or 

more during the school year.  Part time, school year employees are those regularly 

scheduled to work less than 1,135 hours during the school year. 

 

Full time IT employees are those employed in technology support positions who are 

regularly scheduled to work at least 1860 hours per year  

 

Part time IT employees are those employed in technology support positions who are 

regularly scheduled to work less than 1,860 hours per year. 

 

For the purpose of this section the word ‘year’ means July 1 through June 30. 
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ARTICLE III - NEGOTIATIONS PROCESS 

3.1 No earlier than September 15 of the school year in which this agreement expires, and not 

 later than October 15, the Board agrees to begin negotiations with the recognized 

 Association legally certified to represent the support staff, in order to arrive at a successor 

 contract. All negotiations shall be conducted in accordance with and pursuant to Title 21, 

 Chapter 22 Vermont Statutes Annotated.  During negotiations the Board and the 

 recognized association shall present relevant data, exchange points of view, and make 

 proposals and counter proposals.  

3.2 The Board shall make available to the Association for inspection all public records of the 

 Hartford School District.  Support staff shall provide the Superintendent, on behalf of the 

 Board, with official pertinent data as he/she shall require.  Either party may, if it so 

 desires, utilize the services of outside consultants and may call upon professional and lay 

 representatives to assist in negotiations.  The Board agrees not to negotiate or otherwise 

 deal with any organization other than the Association identified in this contract during the 

 duration of the Association’s legal certification. 

3.3  In the event of a multi-year contract the Board agrees to enter into negotiations with the 

 Hartford Education Association in all matters agreed upon as negotiable on a yearly basis 

 during the existence of this contract. Such items will be noted under the article Duration 

 of Agreement. 

ARTICLE IV - BOARD RIGHTS 

4.1 It is herein agreed that, except as specifically and directly modified by the express 

 language in a specific provision of this Agreement or otherwise mutually agreed to, in 

 writing, between the parties, the determination of educational policy, the operation and 

 management of the schools, and the control, supervision, and direction of the staff are 

 vested exclusively in the Board.  By way of example, these rights shall include, but shall 

 not be limited to, the sole discretion and authority to:  

A. establish the curricula, methodology and standard for teaching;  

B. plan, direct, schedule, assign, transfer and control work assignments and duties;   

C. establish evaluation criteria and processes;  

D. establish and modify the schedules for and length of the work year, school year 

 and work day of employees;  

E. establish and modify payroll schedules and methods for recording employee 

 attendance and punctuality; 
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F. determine the means, methods, processes, materials and equipment necessary to 

 deliver the services provided by the District, including the subcontracting of 

 bargaining unit work; 

G. create, revise and eliminate positions; 

H. hire and demote: 

I. discipline, suspend, discharge and not re-employ employees;  

J. establish, modify, implement, and enforce District policies, and personnel work 

 rules and regulations not in conflict with the terms of this Agreement.  

4.2 The Board’s exercise of any retained right or function in a particular manner shall  not 

 preclude the Board from exercising the same right or function in any other manner which 

 does not expressly violate a specific written provision of this Agreement. The Board's 

 failure to exercise any right or function reserved to it shall not be deemed to be a waiver 

 of its right to exercise such right or function at any future time. 

4.3 With regard to the Board’s right to subcontract bargaining unit work (as noted in 4.1), if 

 the Board exercises this right, it agrees to bargain with the Association as to the impact 

 such subcontracting will have on bargaining unit members affected  by the subcontracting.  

 However, it is understood that the Board may implement its decision to subcontract 

 bargaining unit work prior to the completion of such impact bargaining. 

 

ARTICLE V  

DUES DEDUCTIONS AND ASSOCIATION PRIVILEGES 

5.1 Dues and Agency Service Fees Deduction:  The Board agrees to deduct professional dues 

and agency service fees from each regular pay period of any employee who authorizes 

the Board to do so through a signed authorization.  Agency service fees will not exceed 

85% of membership dues. The amount of each employee’s Association dues or agency 

service fees shall be withheld in fifteen (15) equal installments from the first fifteen (15) 

salary payments to be paid by the employee commencing with the second payroll in 

October of the year for which said dues or fees are to be paid.  The Association will give 

the Board written certification with respect to the amount to be withheld within ten (10) 

days prior to the first deduction. The Superintendent’s office will remit to the Association 

the total amount withheld from all employees within thirty (30) days of each withholding 

date. The Association shall indemnify the District and hold it harmless against any and all 

claims, demands, suits, attorney’s fees, costs or other forms of liability that may arise out 
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of, or by reason of, any action taken by the District for the purpose of complying with the 

provisions of this section. 

5.2 Indemnification:  The Union shall indemnify and save the Board harmless against  any 

 and all claims, demands, suits or other forms of liability that may arise out of, or by 

 reason of, action taken or not taken by the Board in reliance upon written statements by 

 Union representatives or by reason of any action taken by the Board for the purpose of 

 complying with this Article. 

5.3 Association Business:  Provided such activities do not occur during the employee work 

 day (except for specified duty-free time), duly authorized representatives of the 

 Association shall be permitted to transact official Association business on school property 

 provided the conduct of said business does not interfere with the teaching of students, an 

 employee’s duties, or normal school operations.  It is specifically understood and agreed 

 that employees shall not discuss with students any issues related to their terms and 

 conditions of employment or the collective bargaining relationship between the Board and 

 Association. 

5.4 Use of Facilities:  Provided such use does not occur during the employee workday  (except 

 for specified duty-free time), the Association shall have the right to use such facilities and 

 equipment as are normally available for employee use within the school provided such use 

 does not interfere with the teaching of students or interrupt normal school operations. Any 

 cost for repair or replacement of equipment or materials as the result of such use will be 

 borne by the Association.  The Association shall also reimburse the District all actual 

 usage/material costs such as copies, telephone calls, faxes, etc. 

5.5 Posting of Notices: The Association shall have the right to use an area in the school, as 

 designated by the Principal, for the posting of notices of its activities and matters of 

 Association concern provided such notices do not portray such institutions/individuals in a 

 derogatory or disrespectful manner. The Association may use employees’ mailboxes, 

 subject to the same limitations noted above, to distribute information to employees. 

5.6 Use of Mailboxes: The Association shall have the right to place notices, circulars and 

 other materials in employees’ mailboxes.  
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ARTICLE VI - REDUCTION IN FORCE/SENIORITY ACCRUAL 

 

6.1 Seniority:  Seniority will be computed from the beginning of an employee's most recent 

 period of continuous employment with the District in a bargaining unit position.  [Note:  

 This shall include employment prior to the certification of the bargaining unit in a position 

 that is currently included in the unit.]  Seniority will continue to accrue during all paid  

leaves of absence.  Seniority  will not be broken by unpaid leaves of absence, or by  

layoff, but such time will not be counted in computing seniority.   

6.2 Staff Reduction & Recall Procedure:  In the event that the Board finds it necessary to 

 either eliminate positions, or to reduce the hours of a position by more than three (3) hours 

 per week, it will: 

 A. Provide an opportunity for discussion regarding such eliminations with the  

  Association prior to a final decision being made, it being understood that   

  the Board shall make the sole and final decision, and such decision by the   

  Board shall not be subject to the Grievance and Arbitration Provisions of this  

  Agreement. 

 B. The Association shall be notified in writing of any contemplated support staff 

personnel layoffs as early as practicable. 

C. When a member of the support staff is laid off he/she will be notified as soon as 

possible following notice to and the discussion with the Association as provided 

in this section. However, if the District's budget is rejected at the annual meeting, 

the Board shall have the right to lay off employees even if not previously 

contemplated. If the Board does lay off employees after a budget rejection each 

employee being laid off shall be notified of his/her layoff up to and including the 

tenth (10) work day after the District's annual meeting. 

D.  No support staff employee will be laid off under the provision of this Article 

 if the reduction in staff can be accomplished by normal staff turnover. 

 E. Criteria for determining which employees shall be affected shall include, but not  

  be limited to, seniority, skills, professional training and job performance as  

  determined by the Superintendent.  For the position of individual assistant, the  

  criteria for determining which employee shall be affected shall include but not be  

  limited to, seniority, skills, professional training, and job performance which are  

  student specific as determined by the Superintendent. 
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 F. Affected employees who maintain a current address with the Superintendent’s 

office shall be entitled to recall rights to an open position (for which he or she is 

qualified and has the requisite skills and abilities as determined by the   

  Superintendent) eighteen (18) months immediately following the date on which 

said employee was laid off.  Notice of recall shall be made by certified mail, 

return receipt requested, sent to the last address provided to the District by the 

employee. 

G. Employees recalled from layoff must respond by contacting the school official 

identified in the notice within five (5) business days of delivery of the notice of 

recall.  A failure to respond within the five (5) business day limit shall result in a 

waiver of the employee’s recall rights. A support staff employee rehired under the 

provisions of this Article shall have all previously accrued benefits (including 

seniority), as of the time of his/her layoff, reinstated as of the date he/she returns 

to active employment. 

ARTICLE VII - EMPLOYEE RIGHTS 

7.1 Just Cause:  Once an employee has completed his/her probationary period, he/she shall 

 not be disciplined, reprimanded, suspended, reduced in compensation, or discharged 

 without just cause.  

7.2 Separation Payments/Deductions:  The Board shall pay all monies owed an employee on 

the next payday following a resignation; and shall pay all monies owed within seventy-

two (72) hours in the event an employee is discharged. The employee’s final paycheck 

shall be subject to all normal and authorized payroll deductions. 

7.3 Personnel File Review:  Employees covered by this Agreement will have the right, upon 

request, to review the contents of their personnel file and to make copies of any 

documents contained therein.  An employee will be entitled to have a representative of 

the Association accompany him/her during such a review.  Once each fiscal year, an 

employee will have the right to indicate those documents and/or other materials in his/her 

file that he/she believes to be irrelevant or otherwise inappropriate for retention.  Said 

documents will be reviewed by the Superintendent of Schools, and if the Superintendent 

agrees, they will be removed from the file and destroyed. 

7.4 Personnel File Documents:  No material derogatory to an employee’s conduct, services, 

 character or personality will be placed in his/personnel file unless the employee has had 

 an opportunity to review the material.  The employee will acknowledge that he/she has 

 had the chance to review such material by affixing his/her signature to the copy to be 
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 filed, with the express understanding that such signature in no way indicates agreement 

 with the contents thereof.  The employee will also have a right to submit a written answer 

 to such material and his/her answer will be attached to the file copy. 

7.5 Official Personnel File:  The District shall maintain only one official personnel file 

 for each employee, and said files shall be stored exclusively at the central office of the 

 supervisory union. 

7.6 A. Job Descriptions:  The Administration will make a good faith effort to finalize all 

support staff job descriptions and post them on the Hartford School District web site, 

Human Resources link, by June 1, 2017, but in any event they will be finalized and 

posted not later than December 31, 2017.  Each employee shall be provided a copy of 

his/her job description at the time an offer of employment is made or at the time he or she 

moves from one job classification to another.  Said job description shall include an 

outline of all the employee’s primary work duties and the position of the person(s) 

responsible for supervising and evaluating the employee.  Upon a change of position 

within the District, employees will retain all accumulated benefits and seniority.  This 

does not pertain to decisions regarding starting salary. 

B. Evaluations: The Administration shall evaluate the performance of each employee 

in the bargaining unit on an annual basis.  Evaluators shall include the immediate 

supervisor and may include other supervisory personnel.  Employees may be required to 

submit a self-evaluation as part of the process. Employees will receive a copy of the 

performance evaluation. Evaluations will normally be completed no later than January 

15, and a conference including the support staff member and the evaluator(s) will be 

scheduled on or before January 30.   Following the meeting the evaluation will be 

finalized, signed by the supervisor(s) and the employee and placed in the employee’s 

personnel file.   

 Should the evaluation reflect unsatisfactory job performance the support staff 

member will be placed on warning status for a specified period of time not less than 

thirty (30) days with a written plan of improvement.  The warning status may be ended 

prior to the stated deadline if the employee is unwilling or unable to address the 

performance issues noted in the evaluation.  During the warning period the supervisor 

will meet with the employee periodically and provide written and oral feedback on the 

employee’s progress.  The employee will be evaluated at the end of the warning period.  

Recommendations to terminate employment based on unacceptable job performance will 

be referred to the Superintendent of Schools. Staff members will have ten (10) working 
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days to request a meeting with the Superintendent for the purpose of reviewing the 

performance evaluation and recommendation of termination, after which a final decision 

will be made.   

 Nothing herein shall be construed to prevent the Administration from conducting 

a special performance evaluation at any time during the school year if performance issues 

arise.   

 The Administration may extend the deadline for the issuance of an individual 

contract for the next school year for an employee on warning status until such time as the 

employee successfully completes the requirement of the warning status. 

7.7 Notice of Physical Job Requirements:  Employees who are required to lift and/or carry 

 students or to regularly lift objects of 75 pounds or more, or to provide feeding or basic 

 hygiene services to a student (e.g., assistance with bathroom functions, changing diapers, 

 washing a child or cleaning his/her teeth, etc) as a regular part of their employment shall 

 be so notified in their job descriptions.   

7.8 Life Function Substitutes:  When a substitute is required to provide life function 

 assistance to students, the District will first make a diligent attempt to assign another 

 employee who regularly provides such life function services.  If such an individual is not 

 readily available, the District may reassign other employees to perform such services. 

7.9 Probation:   

A. Each new employee shall serve an initial probation period equal to one-hundred 

seventy-five (175) school days or the length of the student school year, whichever 

is longer.   

B. School year employees who have completed the probationary period will have 

summer (temporary) work count toward the pro-ration for health and dental 

insurances. 

C. Employees must successfully complete their probationary period in order to 

receive a compensation increase for the following year.  An employee hired after 

the start of a school year and who successfully completes his/her probationary 

period in the following school year will receive the annual increase at that time. 

D. During the probationary period, the employee may be discharged at the sole 

discretion of the District.  Such discharge shall not be subject to the “just cause” 

or grievance/arbitration procedure of this agreement.   
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E. An employee shall be eligible for the insurance benefits provided by this 

Agreement effective on the first day of the month following the employee’s date 

of hire.  

7.10 Any complaint regarding an employee made to any member of the administration by a 

 parent, student, or other person(s), which the administrator deems serious enough to 

 become a matter of formal record, shall be promptly called to the employee’s attention. 

 No such complaint shall become a matter of formal record unless it is in written form. 

 This shall consist of a written complaint signed by the complainant or written by the 

 administrator on behalf of a complainant. A thorough investigation by appropriate 

 personnel will follow which may involve a meeting with the complainant, employee and 

 principal. The employee shall be given an opportunity to respond in writing or 

 personally to such complaint, and such response shall be submitted to the administration 

 and be included as part of the formal record. 

 

ARTICLE VIII - GRIEVANCE AND ARBITRATION PROCEDURES 

8.1 A “grievance” is a dispute involving the meaning, interpretation or application of any 

 written provision of this Agreement.  The “grievant(s)” is/are the person(s) or the 

 Association making the claim.  All time limits specified in this Article shall consist of 

 those days when school is in session (meaning when students are in attendance) except 

 from June 15 through August 31 when the time limits shall consist of weekdays,  

exclusive of legal holidays as provided for in 1 V.S.A. Chapter 7.  However, in the  

event a grievance is filed at such a time that it cannot be processed through all the steps  

of the grievance procedure by the end of the school year, the parties will make every  

effort to expedite the procedure so that it will be finished prior to the end of the school  

year or as soon thereafter as is practical. 

8.2 A. Nothing contained within this grievance procedure shall be construed as limiting  

  the right of any employee having a grievance to discuss the matter informally  

  before filing the matter as a formal grievance, and having the grievance settled or  

  adjusted without the intervention of the Association, provided the settlement or  

  adjustment is not inconsistent with the terms of this Agreement. 

 B. No grievance shall be considered under the procedures below unless it is filed at  

  step one within twenty (20) days of the date when the grievant knew, or should  

  have known, of the occurrence which gave rise to the grievance. 
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 C. No grievance shall be entertained except in accordance with the procedures  

  specified in this contract. Failure of the grievant or Association to advance the  

  grievance to the next step of the grievance procedure within the time limits  

  contained in this Article VII shall render the grievance null and void.  Failure of  

  the Board or administration to  respond to the grievance within the time limits  

  contained herein shall constitute a denial of the grievance thereby triggering the  

  right of the grievant/Association to pursue the grievance to the next step of the  

  procedure. 

 D. The grievant shall be entitled to be represented by a representative of the Union,  

  or to appear with the assistance of such representative, at all hearings or other  

  proceedings concerning the processing of grievances, and at all steps of the  

  formal grievance procedure noted below. 

8.3 Step One 

A. Any support staff employee, or the Association, having a grievance may elect to 

discuss it first with the appropriate administrator in an attempt to resolve the 

matter informally at that level. 

B. If the matter is not resolved informally, the grievant may formally submit the 

grievance in writing to the appropriate administrator with a copy to the Chair of 

the Grievance Committee of the Association, outlining the following: 

a. the name and position of the aggrieved party; 

b. the nature of the grievance pursuant to this Article; 

c. the time and/or place the alleged incident or action leading to the grievance 

occurred; 

d. the identity of the party felt responsible for the incident or action leading to 

the alleged grievance, if possible; 

e. a brief narrative of the circumstances causing the grievance; and 

f. the remedy sought by the aggrieved party. 

C. Within seven (7) days of the receipt of the written grievance, the appropriate 

administrator shall arrange for a meeting for the purpose of further discussion and 

attempts at resolving the issues. 

D. The administrator shall give his decision in writing to the grievant with a copy to 

the Association within seven (7) days of the hearing. 
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8.4 Step Two 
 
No later than seven (7) days after the receipt of the decision of the Step One 

administrator, or within fourteen (14) days of the meeting if the Step One administrator 

does not render a decision within the time limit, or within seven (7) days of the date of the 

grievance if the Step One administrator does not arrange the meeting within the time limit 

specified, the grievant may appeal to the Superintendent of Schools, in writing, with a 

copy of the grievance setting forth the reason for this dissatisfaction with the decision of 

the Step One administrator. The grievant will send a copy of the appeal and the grievance 

to the Chair of the Grievance Committee of the Association. 

8.5 Step Three 
 
No later than seven (7) days after the Superintendent gives his/her decision, or within 

fourteen (14) days of the meeting if the Superintendent does not render a decision within 

the time limit, the Association or the grievant may appeal to the Board, in writing, with a 

copy of the grievance setting forth the reason for his/her dissatisfaction with the decision 

of the Superintendent. The grievant will send a copy of the appeal and the grievance to 

the Chair of the Grievance Committee of the Association. 
 

Within twenty (20) days of receiving this notice of appeal, the Board, or a committee of 

the Board, will meet with the grievant. Following this meeting the Board, or committee of 

the Board, will give its written decision to the grievant along with a copy to the Chair of 

the Grievance Committee of the Association, within fourteen (14) days of the meeting. 
 

If the grievance is not resolved at Step 3, the Association may demand arbitration, by 

 written notice to the Superintendent within ten (10) days of receipt of the Step 3  

 response or the date the response was due, whichever occurs first.  Such demand shall be 

 in writing, and shall be delivered in person or by registered or certified mail to the 

 Superintendent.  The parties may request arbitration of any grievance which involves the 

 interpretation or application of a specific written term or provision of this Agreement, but 

 only if such grievance has not been settled after being processed through the grievance 

 procedure. 
 

 The person of the arbitrator shall be determined by mutual agreement between the Board 

 or its designated representative, and the Association. Should the parties be unable to 

 agree upon the person of an arbitrator within ten (10) days of the demand for arbitration, 
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 then arbitration shall be requested from the American Arbitration Association (“AAA”).  

 If the grievance is not submitted to the AAA within twenty (20) days of the date of the 

 demand for arbitration, the grievance shall be considered to be withdrawn with prejudice.  

 Decisions of the arbitrator in matters of grievance shall be final and binding, except that 

 they shall be subject to the Vermont Uniform Arbitration Act and the Rules of the 

 American Arbitration Association. Costs of the arbitrator’s services shall be borne 

 equally by the parties to the grievance. The arbitrator shall have no power to add to, 

 delete from, amend, ignore, or in any manner alter the existing contract. Costs of 

 transcripts and witnesses, if any, shall be borne by the party requiring same.  It is agreed 

 that the arbitrator is empowered to award only compensatory damages and that the 

 arbitrator shall have no authority to award interest on such damages or attorneys fees.  

 The arbitrator shall have no authority to hear or rule on any claim that involves the 

 alleged violation of constitutional or civil rights (including, by way of example and not 

 limitation, allegations that would constitute violations of the U.S. Civil Rights Act, 

 Americans with Disabilities Act, the Family and Medical Leave Act, the Vermont Fair 

 Employment Practices Act and the Vermont Parental and Family Leave Act). 

8.6 Time periods specified in this procedure may be extended by mutual agreement, and 

steps in the process may be waived by mutual agreement between the Superintendent and 

the Association. 

8.7  The Board and the Association will cooperate in the investigation of any grievance, and  

they will furnish to one another such reasonable information as is  necessary for the 

processing of a grievance. 

8.8 Under no circumstances shall the Association involve students who are minors in the   

investigation, processing hearing of a grievance unless prior written consent from a 

parent or guardian is filed with the Superintendent at least twenty- four (24) hours before 

such involvement. 

8.9 Should any grievance hearing require that the employee or an Association  representative 

attend the hearing and miss time from his/her particular assignment, he/she shall be 

released without loss of pay or benefits. 

8.10 Documents related to the processing of a grievance, including grievance forms, 

transmittal letters, and documents submitted as evidence in support of any Party’s 

position in the grievance shall be filed separately and shall not be included in the 

personnel file of a Grievant. Documents related to the subject being grieved such as 

written records of disciplinary action, warning notices, performance evaluations and 
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related materials such as focused assistance plans, letters of counseling and the like are 

included in a employee’s personnel file and shall remain there unless removed or 

amended subject to a decision or order issued in the course of the grievance process.  

Further, any written decision pertaining to a matter of grievance which represents the 

final outcome of the grievance may be retained in the employee’s personnel file at the 

discretion of the prevailing party to the grievance.  

 

ARTICLE IX - HOURS OF WORK, WORK YEAR AND OVERTIME 

9.1 Work Schedules:  The parties recognize that employees' daily and weekly schedules and 

assignments are based on the Board's determination of its operating requirements and are 

subject to change.  Except for emergencies, unforeseen circumstances, employee 

absences, or as is necessary to meet the needs of students, a ten (10) work day notice in 

writing will be given prior to any pursuant schedule change (e.g., starting time, quitting 

time or scheduled workday).  Contracts for school year employees will accurately reflect 

the number of student days plus one additional day scheduled by the administration prior 

to the start of the school year to be used for such things as orientation, training, planning 

and team meetings.  The Administration will make reasonable efforts to schedule the 

additional day as closely as possible to the first student day.  Support staff who choose to 

attend the opening breakfast and awards ceremony will be paid for an additional half day.  

The Administration will continue the current practice of having building based meetings 

which will include school year staff, and the Superintendent will encourage and support 

the concept of building based meetings in each of the Hartford schools.   

9.2 An employee’s schedule and/or work assignment may be changed on a temporary basis 

to address an emergency situation or staffing issue, such as an absence relating to 

sickness, injury or an approved leave request.  If a temporary schedule change requires an 

employee to be moved from one shift to another the administration will make good faith 

efforts to fill the vacancy through the use of an outside temporary employment service. 

9.3 Lunch:  All employees shall be entitled to no less than a 30-minute, duty-free lunch 

period.  This lunch period shall be unpaid for all employees except custodians, who will 

have a paid lunch period; in recognition of this payment, custodians shall be considered 

to be “on call” during their lunch period and may be called on to perform services during 

their lunch period if needed. 
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9.4 Overtime: 

A. Overtime may be assigned as deemed necessary by the District.  Employees will 

 be paid for overtime as noted below. 

B.  Time and one-half shall be paid to eligible employees for hours worked in excess 

of forty (40) working hours in one week. Vacation, personal leave and holidays 

shall be considered ‘hours worked’ for the purpose of determining eligibility for 

overtime pay and time and one-half. 

C.  If an employee has a split assignment (i.e., is assigned to work in two different 

classifications which are subject to different pay rates) his/her overtime shall be 

based on a merged wage rate (i.e. the weighted average of the two rates).  

D. Full year Full Time Employees: Overtime will be offered to full year full time 

employees within classification on a rotating schedule, in seniority order. In 

scheduling overtime the administration may take into account the qualifications 

required for the assignment in addition to seniority.  If an employee declines the 

overtime assignment the next eligible employee will be offered the assignment. If 

no employee accepts the assignment the administration may assign the work to 

the least  senior qualified employee, also on a rotating schedule. 

9.5 Early Release Pay:  Provided the day is credited as a student attendance day, when any 

 member of the bargaining unit is sent home due to inclement weather or emergency, or 

 because the building is closed, that employee shall receive his/her regular daily wages.  

 This section shall not apply to school cancellations. 

9.6 Transportation of Students:  Certain employees who work directly with students involved 

 in community-based programming or job training positions may be required to use their 

 personal vehicles to transport students.  In such cases, the requirement shall be so stated 

 on postings for those jobs.  Annually, the District will provide those employees with a 

 written statement of this requirement, along with information on insurance and how to 

 report incidents.  Except as indicated above, employees shall not be required to use their 

 personal vehicles to transport students.  

9.7 Substitute Rate:  An employee who is assigned to substitute for 3.5 hours or more on any 

 given day for an absent teacher shall be paid his/her regular hourly rate, plus a stipend of 

 twenty-five dollars ($25.00) for a full day (prorated for less than full day).  An employee 

 who is assigned to substitute for at least 45 minutes but less than 3.5 hours on any given 

 day for an absent teacher shall be paid his/her regular hourly wage, plus fifteen dollars 
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 ($15).  A Group 1 paraeducator who is assigned to substitute for 3.5 hours or more on  

 any given day for an absent Group 2 paraeducator shall be paid his/her regular hourly 

 rate, plus a stipend of  twenty-five dollars ($25.00) for a full day.  A Group 1 

paraeducator who substitutes for a Group 2 paraeducator for at  least 45 minutes but less than 

3.5 hours on any given day shall be paid his/her regular  hourly wage, plus fifteen dollars 

($15).   

9.8 Mileage Reimbursement:  Transportation costs authorized and incurred in connection 

 with the school program will be reimbursed at the current IRS rate. 

9.9 Posting Vacancies:  All vacancies in the bargaining unit will be posted on the HSD 

 website.    

9.10 Reassignment of Individual Assistants:  A paraeducator who is assigned to an individual 

 student shall be reassigned whenever his or her student is absent from school or leaves 

 school before the end of the instructional day.  This shall not restrict the District’s right to 

 lay off a paraeducator as provided in this Agreement. 

 

ARTICLE X - CONTRACT RENEWAL 

10.1 The Board shall issue a contract of employment to the school year employee members of 

bargaining unit annually.  Contracts for the following school year shall be issued no later 

than June 1 and shall be signed and returned to the Superintendent’s office by the 

employee no later than ten (10) days of issuance.  This shall not restrict the right of the 

Board to conduct reductions in force as noted in this Agreement.   

10.2 A member of the bargaining unit who wishes to resign his/her position, shall notify the 

principal in writing of this as soon as possible but no less than ten (10) days prior to the 

effective date of resignation. 

10.3 Bargaining unit employees are eligible to apply for posted, bargaining unit positions and 

all qualified candidates shall receive full and fair consideration during the hiring process.  

No employee shall be subject to adverse consequences in his/her employment by reason 

of applying for another position. 

 

ARTICLE XI - COMPENSATION 

11.1 A. The wage ranges for bargaining unit positions for the time period from July 1, 

2017 through June 30, 2020 are included in Appendices A.1 – A.3. For the 2017-

2018 school year wage rates of all support staff shall be increased by 2.25% over 

their 2016-2017 wage rates.  Notwithstanding the foregoing, the minimum and 
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maximum wage rates as well as the wages of all employees in Group 2, Appendix 

A.3, Operations Employees, shall be increased by $1.00 an hour following 

application of the 2.25% general wage increase effective July 1, 2017. 

For the 2018-2019 school year the wage rates of all support staff shall be 

increased by 2.5% over their 2017-2018 wage rates.  For the 2019-2020 school 

year the wage rates of all support staff shall be increased by 2.5% over their 2018-

2019 wage rates.  The minimum and maximum wage rates shall be adjusted by 

2.5% in 2018-19 and 2019-20.  The Superintendent shall establish the wage rate 

of a new employee at the time of hire.  An employee who meets the minimum 

education and experience requirements for the position shall normally be hired at 

the prevailing minimum rate established for the position.  The Superintendent 

may hire a new employee at a wage rate above the prevailing minimum rate 

established for the position upon determining that the employee’s education, 

training or experience exceeds the minimum requirements for the position.   

B. When an employee is hired, transferred or promoted to a bargaining unit position 

in a higher paying category/group, the employee’s wages shall be increased to the 

minimum of the new pay range for the position, or by 4%, whichever is higher. 

The Superintendent shall have discretion to place the employee at a higher wage 

rate in appropriate circumstances. 

11.2 If a member represented by the support staff bargaining unit who is currently employed 

by the Hartford School District wishes to have his/her wage adjusted to reflect a higher 

level of educational attainment, he/she must submit a letter to the Superintendent of 

Schools by December 1 of the preceding school year.  Support staff being employed in 

this District for the first time may make application at the time they are hired. All course 

work must be completed by the first day of orientation of the new school year. Official 

transcripts, or a letter of completion from the instructor if transcripts will not be 

immediately available, should also be submitted by the first school day. 

11.3 New support staff hires must have documentation of previous experience/education 

 submitted within 30 days of hire or any adjustments will not be applied until the 

 following year. 

11.4 Once a work agreement has been signed by the Superintendent of Schools and the  

support staff being employed, changes in job assignment that may be made will not 

negatively affect the  support staff’s wage for the remainder of the school year. The only 

impact on compensation for a support staff member would be in the event of a loss of 
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students which might necessitate a reduction of support staff positions in the District. In 

that event, Article V, Reduction in Force/Seniority Accrual would be the operative 

language followed. 

11.5 Compensation shall be made in one of the following payment options: 

 A. Full year employees: in twenty-six (26) biweekly payments. It is understood 

 that the Administration may make adjustments as it has done in prior years to 

 maintain payroll continuity in any year which has an additional weekly pay period. 

 B. School year employees: (1) in twenty-six (26) biweekly payments, the final five 

 payments in one lump sum to be paid in the first pay period following the last day of 

 school; or (2)  in twenty-one (21) biweekly payments.   

 Employees must notify the payroll clerk of their change in payment option by the 

 preceding May. New employees will elect their option at the time of initial hire. If an 

 election is not made the employee will be compensated in twenty-six (26) bi-weekly 

 payments.  The Association and Administration will work cooperatively to inform 

 employees about the benefits of receiving their pay through direct deposit.   

 The Administration shall have the authority to revise the pay schedule of an 

 individual to provide payment to that employee within the pay period in which the 

 work is performed as required by state or federal wage and hour laws. 

11.6 Remuneration for advisors and others involved with Career & Technical Student 

 Organizations (CTSOs) shall be calculated as follows: 

 A.  Advisor stipends shall be 2% of the teacher base salary; 

 B. $50 will be paid for each overnight that an advisor, teacher, or other staff member 

  is required to accompany/chaperone students; 

 C.  $150 per diem shall be paid (for all staff, including support personnel, and   

  regardless of step) for any day outside the contract; 

 D.  CTSO activities may be submitted for consideration for LSB credit. 
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ARTICLE XII - HOLIDAYS 

12.1 
A. The following shall be recognized as paid holidays for all full-year and all IT staff 

members: 
 

 New Year's Day Labor Day 
 Washington's Birthday Veteran's Day 
 Lincoln’s Birthday Thanksgiving 
 Town Meeting Day Day after Thanksgiving [in lieu of Columbus Day] 
 Memorial Day Christmas Day 
 Independence Day Martin Luther King, Jr. 
 Bennington Battle Day (will be observed either the day before or the day after 
 July 4th, consistent with past practice). 
  
B.   When a holiday falls on a regular District business day school is in session, the District 

will schedule another day off in lieu of that holiday.  On or before July 1 each 

year, the District will notify employee which holidays will be rescheduled to 

alternate days and which holidays may be taken by the employee as a “floating” 

holiday.  Floating holidays shall be scheduled with the approval of the employee’s 

supervisor. 

 C. If a holiday falls on a day when a 12 month/1820 hour a year secretary is not 

scheduled to work the secretary shall receive a floating holiday. 

12.2 Employees eligible for holiday pay will be compensated based on their straight time 

 wage rate for the number of hours they would have been normally scheduled  

 to work on said day. 

12.3 When a paid holiday occurs during an employee's vacation, he/she shall receive holiday 

pay and shall not be charged for a vacation day.  

 

ARTICLE XIII - LEAVES AND ABSENCES 

Unless otherwise specified herein, the paid leave provisions set forth in this Article shall be 

applicable to full-year and school year employees who are regularly scheduled to work a 

minimum of 35 hours per week.  Employees who are regularly scheduled to work fewer than 35 

hours per week shall be provided paid leave on a pro-rata basis. 

13.1 Personal Leave:    

A. At the discretion of the employee three (3) days per school year will be granted as 

personal days without loss of pay.  Except in the case of emergencies, notification 
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to the employee’s immediate administrator or supervisor shall be provided at least 

two (2) days in advance.  Personal days shall be for the purpose of attending to 

those needs not readily accomplished or able to be scheduled at other times.  

Personal days may be used to attend family obligations and special events (e.g., 

weddings, class reunions, graduations, and religious holidays).  Personal leave 

may not be taken for such things as shopping trips or other recreational purposes, 

or to perform work for another organization.  No reason needs to be stated for said 

leave.  No personal days will be granted immediately before or after a holiday 

weekend or school break period, unless the Superintendent determines that 

extenuating circumstances warrant granting an exception to this rule.  Personal 

leave shall not be cumulative. 

B. A support staff employee who has used all his/her personal days may request to 

use emergency leave in the event of extenuating circumstances that require 

additional personal leave in a given school year.  In accordance with the 

Negotiated Agreement, the use of emergency leave requires approval of the 

Superintendent or his/her designee.  At the end of each school year, unused 

personal days will be added to the number of accumulated sick days. 

13.2 Emergency Leave:  Three days per school year may be granted for emergencies 

(including bereavement and attendance at funerals) without loss of pay.  The 

Superintendent of Schools must approve payment for emergency days taken.  Requests 

for additional emergency days in any one school year shall be made to the Superintendent 

of Schools or his/her designee.   

13.3 Jury Duty:  The Board recognizes that it is the duty of every citizen to serve on a jury 

when requested by the local, state, or federal authorities.  The employee shall provide the 

Board with a statement of his/her earnings from jury service and he/she will be paid the 

difference between said earnings and his/her regular straight-time wages for said day(s) 

of jury duty.  When jury service is completed prior to 12:00 noon, the employee is 

required to report for work. The employee must notify his/her supervisor immediately 

upon receipt of a summons for jury service. 

13.4 Military Leave:  Military leave of absence shall be granted by the Board in accordance 

 with existing state and federal statutes. 

13.5 Sick Leave:  Employees shall be entitled to paid leave due to personal illness or 

disability, including disabilities connected to or resulting from pregnancy/childbirth.  
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Such entitlement shall be based upon complete fiscal years of service (pro-rated for 

partial years of service) as noted below.   

A. Full year employees may accumulate up to 150 sick days. Employees who have 

already accumulated more than 150 sick leave days as of June 30, 2008 will be 

grandfathered and capped at their current total accumulation of days, however, if 

the employee’s accumulated sick leave falls below 150 sick days he/she will lose 

grandfather status and thereafter be subject to the 150 day accumulation limit.. 

Those who have more than 150 accumulated days may continue to receive buyout 

(Section 13.9) at end of employment as currently described.    

B. School year employees may accumulate up to 80 sick leave days after July 1, 

2012; 85 sick leave days after July 1, 2013; and 90 sick leave days after July 1, 

2014.  Up to eight (8) days per school year of personal sick leave may be used by 

an employee to care for an ill or disabled member of the employee’s immediate 

family (defined as spouse or civil union partner, child or parent of the employee, 

with the definition of “child” to include a minor who is under the direct care of 

the employee, including stepchildren or guardian children living in the 

employee’s home), or an incapacitated dependent as defined by the regulations of 

the insurance carrier, regardless of age.)  Additional days may be granted by the 

superintendent.  

C.  Employees may use accumulated sick leave for medical appointments which 

cannot reasonably be scheduled outside the employee’s work day.  

  (1)  1-3 school years – 12 days 

  (2)  4-15 school years – 13 days 

 (3) Over 15 school years – 14 days 

D. A member of the support staff who is or may be eligible for coverage under the 

district’s long term disability (“LTD”) policy shall make a timely application for 

coverage.  A member of the support staff may not use more accrued sick leave 

than is necessary for the support staff member to meet the 90 calendar day 

elimination period for the LTD plan. 
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13.6   The Superintendent may require an employee to provide a physician’s certification of 

illness, disability or fitness for duty in any of the following circumstances: 

a. Use of sick leave by an employee in excess of three (3) consecutive work days; 

b. Use of sick leave by an employee which is excessive, or where the pattern of sick 

leave usage by the employee indicates the possibility of abuse; 

c. To support an employee’s request for a medical leave of absence, paid or unpaid; 

d. To establish an employee’s fitness for duty prior to returning to work following 

an absence due to a serious medical condition or a disabling injury; 

e. To establish an employee’s fitness for duty and/or ability to perform the essential 

functions of his/her position; 

f. To support an employee’s request for a reasonable accommodation in the 

workplace; 

g. To support an employee’s request for sick leave from the sick leave bank. The 

District will reimburse an employee for out of pocket medical costs not covered 

by the group health insurance plan incurred to obtain the certification from an 

appropriate medical or mental health professional required by the Board pursuant 

to subsections b, d and e.  The Superintendent reserves the right to require a 

second medical certification/opinion from an appropriate medical or mental health 

professional selected by the Superintendent, in which case the District will be 

responsible for the payment of all medical charges directly relates to obtaining the 

professional certification/opinion. 

13.7 Discretionary Leave:  Leaves for any and all other reasons, with or without pay, may be 

granted at the discretion of the Board.  A member of the support staff who is on approved 

paid leave is responsible for paying the regular employee contribution to the cost of 

premium for continuing in the group health insurance plan.  A member of the support 

staff who is on approved unpaid leave is responsible for paying the full cost of continuing 

in the group health or dental insurance plans. 

13.8 Statutory Leave:  To the extent that the following statutory provisions are applicable to a 

member of the bargaining unit the Board shall comply with the requirements of the 

federal Family and Medical Leave Act (“FMLA”) and the Vermont Parental and Family 

Leave Act (“PFLA”).  Leave pursuant to each of these acts shall be provided according to 

the requirements of statute and the Board’s policies and practices.  Pursuant to these 

policies and practices, whenever an employee is entitled to and/or granted paid or unpaid 

sick (disability) leave or family leave pursuant to the terms of this Agreement and the 
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employee is also entitled to leave pursuant to the FMLA and/or PFLA for the same 

occurrence, both the leave provided pursuant to the Agreement and that which is 

provided pursuant to the FMLA/PFLA will be provided concurrently.  The employee 

may elect to use paid leave other than sick leave or family leave during any period of 

leave provided pursuant to FMLA and/or PFLA.  Also, FMLA/PFLA leave will be 

provided concurrent with Workers’ Compensation benefits where concurrent entitlement 

exists.  All other matters regarding the administration of leave provided pursuant to the 

FMLA and the PFLA shall be as provided by the District’s policies and practices. 

13.9 Payment of Unused Sick Days:  Under the following conditions, the District shall pay an 

 employee for unused sick leave days upon the employee’s separation from employment 

 from the District.   

A. The employee must have been either a full-year employee, i.e., regularly 

scheduled to work for 52 weeks per year or a full-day, full-school year employee, 

i.e. regularly scheduled to work for all student days per school year. 

B. The employee must not have been terminated for cause. 

C. The full-year employee must have completed a minimum of fifteen (15) complete 

years of service with the District. The full-day, full-school year employee must 

have completed a minimum of twenty (20) complete school years of service with 

the District. 

D. The full-year employee must have accumulated a minimum of one hundred and 

fifty (150) sick leave days. The full-day, full-school year employee must have 

accumulated a minimum of 75 sick leave days.  

E. After satisfying each of the above criteria, the employee will be paid for each day 

at the following rates: 

a. For fifteen (15) school years of service, the full-year employee will be 

paid fifteen dollars ($15) for each unused sick leave day. 

b. For a minimum of twenty (20) years of service, the full-year employee 

will be paid twenty dollars ($20) for each unused sick leave day. The full-

day, full-school year employee will be paid 15 dollars ($15) for each 

unused sick leave day. 

c. An employee who has completed thirty (30) years of service will be paid 

twenty dollars ($20) for each unused sick leave day up to two hundred 

(200) days and twenty-five dollars ($25) for each unused sick leave day 

over two hundred (200) days. 
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F. In order to be eligible for this benefit at the end of a given school year, the 

employee must notify the superintendent of his or her separation from the district 

by November 15 of the school year in which they will retire.   

13.10 Sick Bank: 

A. A sick bank may be created with employees donating one day per year from their 

accumulated total. Sick bank will be capped at a number equal to the total number 

of full year and school year support staff. Should the sick bank be exhausted 

during the course of the school year, employees may donate one more day from 

their accumulated total with the cap remaining at the total number of support staff 

employees. 

B. A member of the support staff must have exhausted all of his/her available paid 

leave, and must be a current contributing member of sick bank in order to apply to 

draw days from bank. 

C The sick bank will be administered by a committee consisting of the 

Superintendent of Schools or designee, the President of the HEA or designee, and 

one (1) member of bargaining unit.  The unanimous vote of the committee is 

required to approve the request of leave from the sick leave bank. 

D. Days in the sick bank expire if not used by the end of contract year. 

E. The Parties agree that the sick bank is available only to support staff who are 

experiencing serious illness or injuries, and is not available for short term 

absences.  

F.  A member of the support staff who is or may be eligible for coverage under the 

district’s long term disability (“LTD”) insurance plan shall make a timely 

application for coverage.  A member of the support staff may not receive or use 

more leave from the sick leave bank than is necessary for the support staff 

member to meet the eligibility requirements for the LTD plan. 

13.11  Disability: 

 The premiums for long term disability insurance will be fully paid on behalf of all 

 employees by the District. 

13.12 Professional Development Leave 

Supervising administrators, at their discretion, may grant to each employee up to two (2) 

paid professional development day each school year to promote staff development. 
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ARTICLE XIV - VACATION 

14.1 Vacation time as stipulated in this article applies only to full-year employees.  Full time 

IT employees are not eligible for vacation time as stipulated in this Article.  All vacation 

time for full-year employees shall be based upon service during a complete fiscal year 

(July 1 – June 30) and shall be pro-rated for a partial year of service.  Vacation time shall 

be earned during one (1) fiscal year for utilization beginning with the subsequent fiscal 

year.  That is, during an employee’s first fiscal year of employment, or part thereof, the 

employee may accumulate vacation time but may not utilize such vacation time until the 

beginning of the second fiscal year of employment. 

14.2 Vacation days will be earned on a per month basis with the total number of annual days 

 as set forth below. 

Complete Fiscal Years    Vacation Days 
of Employment     Accumulated 

1-3 years      10 days 

4 years       11 days 

5 years       12 days 

6 years       13 days 

7 years       14 days 

8-10 years      15 days 

11 years      16 days 

12 years      17 days 

13 years      18 days 

14 years      19 days 

15 years and thereafter    20 days 

The scheduling of vacation leave must be approved by the employee's immediate 

supervisor.  Unused vacation leave is not cumulative; however, an employee may carry 

over any unused vacation leave for one (1) month into the next fiscal year, (i.e., July 1-

July 31).  The Board will pay for vacation time up to one year of accumulation.  Further, 

any unused and accumulated vacation leave for the year in which an employee retires, 

resigns or is dismissed shall be paid in full.  
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ARTICLE XV - SEVERABILITY 

15.1 If any provisions of this Agreement or any application of this Agreement to any 

 employee or group of employees is held to be contrary to law, then such provision or 

 application shall not be deemed valid and subsisting, except to the extent permitted by 

 law; but all other provisions or applications shall continue in full force and effect. 

 

ARTICLE XVI - NO STRIKE CLAUSE 

16.1 The Board and the Association subscribe to the principle that differences shall be 

 resolved by peaceful and appropriate means and without interruption of work. The 

 Association agrees, therefore, that there shall be no strikes, work stoppages, or other 

 concerted refusal to perform work by the employees covered by this Agreement, nor any 

 instigation thereof during the life of this Agreement, and the Board agrees that there shall 

 be no lockout. 

 

ARTICLE XVII - BENEFITS 

17.1 The Board agrees to provide all insurance and pension/retirement plan coverage for 

employees as set forth in this Agreement, subject to the rules, regulations and eligibility 

requirements of the individual insurance carrier. The Board shall be held harmless for any 

and all costs or claims in the event that the insurance carrier denies coverage for such a 

claim; further, the Board shall not be liable for any act or omission of any insurance 

carrier, its employees or agents, or any person furnishing professional services provided 

pursuant to the insurance coverage set forth in this Agreement.  In the event that both a 

husband and a wife or both parties to a civil union are employed by the Board, the Board 

shall be obligated to provide only one insurance plan for both employees as a unit (i.e., 

one two-person or one family membership).  

A full time, full year employee is one who is regularly scheduled to work at least 1,820 

hours annually.  A part-time full year or part-time school year employee must be 

scheduled to work a minimum of seventeen and one-half hours per week on a regular 

basis in order to be eligible to participate in the group health plans offered by the District.   

17.2 Medical Insurance:   

A. July 1, 2017 through December 31, 2017: 

The District shall offer employees the opportunity to enroll in either the J Plan, 

the Vermont Health Partnership (VHP) Plan, the Comp 300 Deductible Plan or 

the Comp 1200 Deductible Plan purchased through VSBIT/VEHI.  Employees 
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will have the choice of selecting single, two-person or family coverage.  Premium 

contributions for full-time, full-year employees shall be as set forth below. 

Insurance    Maximum District  
Plan     Contribution  

J Plan     82% 

VHP or Comp 300 Plans  94% 

Comp 1200 Plan   100% 

  
B. January 1, 2018 through December 31, 2018: Effective January 1, 2018 the 

District’s contribution to the cost of a full time, full year employee’s health 

insurance premium will equal 92% of the premium costs for the VEHI Gold 

CDHP Plan.   

 

C. January 1, 2019 through December 31, 2019: Effective January 1, 2019 the 

District’s contribution to the cost of a full time, full year employee’s health 

insurance premium will equal 90% of the premium costs for the VEHI Gold 

CDHP Plan. 

 

D. January 1, 2020 through December 31, 2020: Effective January 1, 2020 the 

Board’s contribution to the cost of a full time full year employee’s health 

insurance premium will equal 88% of the premium costs for the VEHI Gold 

CDHP Plan.    

  

  An employee electing coverage under the VEHI Gold CDHP Plan or a more  

  expensive group health Plan offered by VEHI will pay the difference in  

  premium cost between the cost of the Plan selected by the employee and the  

  amount contributed by the District.  An employee selecting coverage under a 

 less expensive Plan offered by VEHI may apply the District’s premium 

 contribution to the cost of the Plan selected in an amount up to but not to exceed 

 the full cost of the annual premium for the Plan selected. 

  

 E. Pro-ration of premium contributions for eligible Part Time Full Year and all 

 eligible School Year Employees: July 1, 2017 through June 30, 2018. 

  The Board’s contribution toward the cost of medical insurance premiums for 

 part time, full year employees and all school year employees shall be the 
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 applicable percentage established for full time, full year employees set forth in 

 Section 17.2 A (7/1/17 to 12/31/17) or Section 17.2 B (1/1/18 to 6/30/18), pro-

 rated based upon 1,820 hours per year (i.e., 35 hours per week for 52 weeks 

 per year).The proration for eligible part time, full year employees shall be 

 calculated by dividing the employee’s regularly scheduled annual hours of work 

 by 1,820.  The District’s premium contribution for employees who work fewer 

 than 1,820 hours shall be determined by the  employee’s FTE percentage for 

 insurance benefits (the employee’s regularly scheduled annual hours divided by 

 1,820) with that percentage placed within the appropriate “FTE tiers” noted 

 below.  The level of the District’s premium  contribution will be determined by 

 multiplying the FTE percentage times the maximum level of Board contribution 

 noted  above.  Example 1: for an employee with a 64% FTE percentage who, 

 during the period July 1, 2017 through December 31, 2017, elects to participate in 

 the JY-B Plan, the District’s  contribution shall be .64 x 82% = 52.5% of the total 

 premium cost for the JY-B membership selected by the employee (single, two-

 person or family).  Example 2: for an employee with a 64% FTE percentage who, 

 during the period January 1, 2018 through June 30, 2018, elects to participate in 

 the Gold CDHP Plan, the District’s contribution shall be .64 x 92% = 58.8% of 

 the total premium cost for the Gold CDHP membership selected by the employee 

 single, two- person or family).  

 During the period July 1, 2017 through June 30, 2018 the parties agree to: 

1.  Maintain the current “FTE Tiers” for eligible part time full year and full or part time 

school year employees; and  

 

2.   Increase the “Employee FTE Percentage by 7% for employees who have completed five 

(5) full years of service to the Hartford School District on or before November 1 of each 

school year. Each employee’s FTE would still be calculated based on 1820 hours of 

employment, but each employee who has worked in the district for five full years (as of 

November 1) will be eligible for an additional 7% of a full-time benefit, as follows: 
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    EMPLOYEE  

FTE Tiers   FTE PERCENTAGE 

above 64% -   the employee’s actual FTE percentage plus 7% 

50% - 64% -   64% + 7%=71% 

35% - 49%  -   50% + 7%=57% 

 The parties agree to increase the “Employee FTE Percentage by an additional 7% 

for employees who have completed twelve (12) years of service to the Hartford 

School District on or before November 1 of each school year. Each employee’s 

FTE would still be calculated based on 1820 hours of employment, but each 

employee who has worked in the district for twelve full years (as of November 1) 

will be eligible for an additional 7% of a full-time benefit, as follows: 

 

EMPLOYEE  

FTE Tiers   FTE PERCENTAGE 

above 64% -   the employee’s actual FTE percentage plus 14% 

50% - 64% -   64% + 7% + 7%=78% 

35% - 49%  - 50% + 7% + 7%=64% 

 

 F. July 1, 2018 through December 31, 2018: School Year Employees 

 

1. The tiers in Section 17.2 E, including sub-sections 1 and 2, shall no longer be applicable 

to either part time full year or school year employees. 

 

2. The District’s contribution to the cost of a full time, school year employee’s health 

insurance premium will equal 75% of the premium cost for the VEHI Gold CDHP Plan.  

An employee electing coverage under the VEHI Gold CDHP Plan or a more  

 expensive group health Plan offered by VEHI will pay the difference in  

 premium cost between the cost of the Plan selected by the employee and the  

 amount contributed by the District.  An employee selecting coverage under a  less 

expensive Plan offered by VEHI may apply the District’s premium contribution to the 

cost of the Plan selected in an amount up to but not to exceed the full cost of the annual 

premium for the Plan selected.  A school year employee who, as of July 1, 2018 enjoys a 

FTE percentage from the ‘tier’ system in excess of 75% will retain his or her current FTE 

percentage. 
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3. The District’s contribution to the cost of an eligible  part time school year employee’s 

health insurance premium will be pro-rated against the 75% contribution stated in sub-

section 17.2 F 2 based on the employee’s FTE, measured in relation to a full time school 

year employee minimum work schedule of thirty (30) hours a week. 

 

G. January 1, 2019 through June 30, 2020: School Year Employees 

 

1. The District’s contribution to the cost of a full time, school year employee’s health 

insurance premium will equal 80% of the premium cost for the VEHI Gold CDHP Plan.  

An employee electing coverage under the VEHI Gold CDHP Plan or a more  

 expensive group health Plan offered by VEHI will pay the difference in  

 premium cost between the cost of the Plan selected by the employee and the  

 amount contributed by the District.  An employee selecting coverage under a  less 

expensive Plan offered by VEHI may apply the District’s premium contribution to the 

cost of the Plan selected in an amount up to but not to exceed the full cost of the annual 

premium for the Plan selected. 

 

2. The District’s contribution to the cost of an eligible part time school year employee’s 

health insurance premium will be pro-rated against the 80% contribution stated in sub-

section 17.2 G 1 based on the employee’s FTE, measured in relation to a full time school 

year employee minimum work schedule of at least thirty (30) hours a week. 

 

H. July 1, 2018 through June 30, 2020: Full Year, Part Time Employees 

 

The District’s contribution to the cost of an eligible part time, full year employee’s health 

insurance premium will be pro-rated against the applicable contribution rate for full time, 

full year employees stated in sub-section 17.2 A based on the employee’s FTE, measured 

in relation to a full time full year employee work schedule of at least 1,820 hours 

annually. 

I.  Health Reimbursement Accounts 

 

  In addition to the premium contributions referenced above, the District will 

 establish and maintain Health Reimbursement Accounts (HRA) for 
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 employees who select coverage under any of the Plans offered by VEHI.  

 Employees and the District will share responsibility for the payment of 

 deductibles, co-payments and/or co-insurance required under each Plan offered 

 by VEHI as follows: 

 

  Gold CDHP Plan: Maximum out of pocket (OOP) costs of $2,500 single 

 coverage, $5,000 other coverages. Employees are responsible for the first  $400 

 of OOP costs required for single coverage, the first $800 for two persons  or 

 parent-child coverage and the first $1,000 for family coverage.  The District 

 will fund the remaining OOP costs of $2,100 (single coverage), $4,200 two 

 persons or parent child coverage and $4,000 family coverage through a Health 

 Reimbursement Account (HRA).  

 

  Platinum Plan:  Maximum out of pocket (OOP) costs of $2,800 single 

 coverage, $5,600 other coverages. Employees are responsible for the first $400 

 of OOP costs required for single coverage, the first $800 for two persons  or 

 parent-child coverage and the first $1,000 for family coverage.  The District 

 will fund the next OOP costs of $2,100 (single coverage), $4,200 two 

 persons or parent child coverage and $4,000 family coverage through a Health 

 Reimbursement Account (HRA). Employees will then be responsible for the last 

 $300 of OOP costs required for single coverage, the last $600 for two persons or 

 parent-child coverage and the last $600 for family coverage.    

 

  Gold Plan: Maximum out of pocket (OOP) costs of $3,100 single coverage, 

 $6,200 other coverages. Employees are responsible for the first $400 of OOP 

 costs required for single coverage, the first $800 for two persons or parent- child 

 coverage and the first $1,000 for family coverage.  The District will fund  the 

 next OOP costs of $2,100 (single coverage), $4,200 two persons or parent  child 

 coverage and $4,000 family coverage through a Health Reimbursement Account 

 (HRA).  Employees will then be responsible for the  last $600 of OOP costs 

 required for single coverage, the last $1,200 for two persons coverage or parent-

 child coverage and the last $1,200 for family coverage.   
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  Silver Plan:  Maximum out of pocket (OOP) costs of $4,000 single coverage, 

 $8,000 other coverages. Employees are responsible for the first $400 of OOP 

 costs required for single coverage, the first $800 for two persons or parent- 

  child coverage and the first $1,000 for family coverage.  The District will fund 

 the next OOP costs of $2,100 (single coverage), $4,200 two persons or parent 

 child coverage and $4,000 family coverage through a Health 

 Reimbursement Account (HRA). Employees will then be responsible for the 

 last $1,500 of OOP costs required for single coverage, the last $3,000 for two 

 persons or parent-child coverage and the last $3,000 for family coverage.   

 

  The District will be responsible for the administrative costs of operating the 

 HRA plan.  Any substantive or procedural issue related to the operation or 

 administration of the HRA Plan not specified herein is left to the discretion 

 of the District. 

    

 J. The District shall maintain a Section 125 Plan for purposes of having pre-tax 

income deducted for the employee’s share of medical insurance premium costs, medical 

expenses which are subject to the deductible or otherwise not covered by the District’s 

health insurance plan, and dependent care costs.  

  

K. The difference between the Board's maximum contribution as set forth in  

this section and the actual cost of the coverage selected by an employee will  

be deducted from the employee’s paycheck in substantially equal payments. 

. 

17.3 Dental:  For full-time, full-year employees covered by this Agreement, the Board shall 

contribute 100% of the premium cost of the supervisory union's existing dental plan for 

single, two-person and family coverage.  School-year employees shall be eligible for 

dental coverage at the same pro-ration of district contribution as applicable for medical 

insurance, see Section 17.2 A – D, except that those employees who qualify for less than 

50% pro-ration of medical coverage shall not be eligible for dental coverage. 

17.4    403B Contribution:  The District shall maintain and fund [6.28% of an employee’s annual 

straight-time wages] a 403B plan on behalf of full and part-time employees who are 

regularly scheduled to work twelve (12) months per year as noted herein.  Full-time 

employees (those regularly scheduled to work 2,080 hours per year and 12-month 
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secretaries who are regularly scheduled to work 1,820 hours) shall be eligible for 

participation in the 403B plan on the July 1st following the employee having achieved 

1,000 hours of employment with the District.  Part-time, full-year employees (those 

regularly scheduled to work less than 2,080 hours per year or 12-month secretaries who 

work less than 1,820 hours) shall be eligible on the July 1st following the employee’s 

fourth anniversary date of employment. 

17.5 Life Insurance:  The district will pay the cost of a $25,000 group term life insurance     

policy for each support staff personnel who is scheduled to work at least seventeen and 

one-half (17.5) hours a week on a regular basis.  The availability and policy limits of 

group life insurance are subject to the rules and policies of the insurance carrier. 

17.6 Service Benefits: 

A. Employees who are eligible for the 403B Plan noted in 17.4, upon retirement, 

shall also be eligible for the service benefits noted in this §17.6, provided they 

provide the District with notice of their retirement on or before November 15 of 

the school year in which they will retire.   

B. Employees shall receive payments which are based on the longevity schedule 

noted below: 

 15 complete school years of service – 5% of employee’s last full year’s salary  

 20 complete school years of service – 10% of employee’s last full year’s salary  

 30 complete school years of service – 12.5% of employee’s last full year’s salary 

 40 complete school years of service – 15% of employee’s last full year’s salary 

 Employees who provide notification of retirement two years in advance may 

request that this total benefit be paid over a two-year (1/2 in year one and ½ in 

year two) rather than a one-year period. 

C. Upon retirement from the District, all staff who are eligible for retirement benefits 

will be allowed to continue their BC/BS plan provided he/she pays the full 

premium cost of the insurance. 

17.7 Course Reimbursement:  The Board will appropriate annually the sum of $5,000 for 

 course reimbursement to be used for professional development of support staff, based 

 upon mutually acceptable guidelines developed by and between the Superintendent  

and representatives of the support staff bargaining unit. 

17.8 The Board will offer course reimbursement funds that may be used to at least partially 

offset the cost of coursework, workshops, etc. that may be required by the District, or by 
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state or federal law.  Any federally or state mandated training, with the exception of AA 

or BA degrees, will be paid for by the District.   

17.9     A.  Should a Vermont or national health program be enacted, such that any or all of 

the group health plans currently offered by the Board becomes unavailable, the 

Parties agree to reopen negotiations on the subject of health insurance.   

B. If, during the life of this Agreement, either the State of Vermont or the federal 

government mandates a public funding mechanism for health insurance which 

requires the participation of the Board and its employees, including but not limited 

to a payroll tax on employers and/or employees, the Parties agree to reopen 

negotiations on the subject of health insurance.   
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ARTICLE XVIII - NOTICE UNDER AGREEMENT 

18.1 Whenever written notice to the Board is provided for in this Agreement, such notice shall 

 be addressed to the Superintendent of Schools. 

18.2 Whenever written notice to the Association is provided for in this Agreement, such notice 

 shall be addressed to the President of the Hartford Education Association/ Support Staff 

 Personnel Unit Education. 

 

ARTICLE XIX - FINAL RESOLUTION 

19.1 This Agreement represents the final resolution of all matters in dispute between the 

 parties, constitutes the entire Agreement between the parties, and shall not be changed or 

 altered unless the change or alteration has been agreed to and evidenced in writing by the 

 parties hereto. 

 

ARTICLE XX - FAIR PRACTICES 

20.1 The Association agrees to represent all employees covered by this agreement equally 

without regard to membership or participation in, or association with the activities of, any 

employee organization. 

20.2 The Board agrees not to discriminate against employees on the basis of participation in, 

or association with the activities of, any employee organization.   

20.3 Any alleged violation of either §§ 20.1 or 20.2 may be processed under either the 

grievance/arbitration clause of this Agreement or by the filing of an unfair labor practice 

charge before the Vermont Labor Relations Board.  The election of one method of appeal 

shall constitute a waiver of the right to initiate or pursue the other form of appeal.  By 

way of example, if a grievance is filed regarding §§ 20.1 or 20.2 and an unfair labor 

practice charge is subsequently filed, the grievance shall then be considered null and 

void. 

 

ARTICLE XXI - NECESSITY OF VOTER APPROVAL 

21.1 All provisions of this contract, which provide for the payment of wages or other forms of 

financial remuneration as conditions of employment shall become operative only upon 

approval of the school budget as initially submitted by the Board at the regular Annual 

Town School District Meeting. In the event that the budgetary sum ultimately voted, 

whether at the regular Annual Town School District Meeting, or by any subsequent 
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ballot, is in an amount less that that initially requested by the Board at the regular Annual 

Town School District Meeting, the Board shall reserve the right to make such 

adjustments as it deems necessary and proper in all line items of the budget in order to 

operate the Hartford School District within the budgetary sum so voted.  

21.2 It is the Board’s intent to strongly consider line items in the budget other than salary 

and/or fringe benefits should the amount initially requested by the Board be reduced at 

the regular Annual Town School District Meeting. However, should it seek any changes 

affecting the economic terms of the negotiated agreement, the Board and the Association 

will renegotiate Article XII (Leaves) and negotiated increases in Article X 

(Compensation) and Article XVI (Benefits). 

 

ARTICLE XXII - DURATION OF AGREEMENT 

22.1 Except as otherwise noted herein, this Agreement shall take effect upon ratification by 

the parties and shall continue in full force and effect from July 1, 2017 or date of 

ratification, whichever comes later until June 30, 2020 and from year to year thereafter, 

unless written notice of desire to terminate or modify this Agreement is given by either 

party to the other by October 15 of the last year of this Agreement.   

22.2 This Agreement may be extended from time to time beyond its expiration date by mutual 

agreement of the representatives of the Board and the Association. 

22.3 Either party to this contract may make a request of the other party to bargain an issue of 

importance during the term of an existing contract.  Neither party commits to bargaining 

any said issue during the term of an existing contract but only to give requests by the 

other party fair and due consideration. 

 

IN WITNESS WHEREOF, the parties hereto have executed this Agreement this _____ day of 

November, 2017. 

HARTFORD SCHOOL DISTRICT     HARTFORD EDUCATION 
BOARD OF SCHOOL DIRECTORS  ASSOCIATION/SUPPORT STAFF UNIT 
 

By __________________________     By __________________________  
Superintendent of Schools         
 
 By __________________________  
           
By __________________________  
Chair, Hartford Board of Directors    By __________________________        
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APPENDIX A - WAGES 

 
Appendix A.1 

Educational Employees 
        

 
A. 2017-2018: 

Group:   Minimum  Maximum 
    1   $14.52   $17.82  

2   $19.03   $22.44  
 
B.  2018-2019: 

Group:   Minimum  Maximum 
    1   $14.88   $18.27 

2   $19.50   $23.00     
  

C.  2019-2020: 
Group:   Minimum  Maximum 
    1   $15.25   $18.72 
    2                              $19.99                        $23.58       
  
Educational Level Stipend         
           
Level A: High school diploma (wage as printed) 
      
Level B: 12 credits college coursework or 75 hours of workshops or staff development approved 
by HSD ($.25 per hour stipend) 
  
Level C: Associate's degree in non-educational field or a minimum of 30 college credits in an 
educational field ($.50 per hour stipend)  
  
Level D: Undergraduate degree in any field, or Associate's degree in an educational field ($.75 
per hour stipend)   
           
Group 1       Group 2     
  
In-school suspension specialists  Personal care assistants 
Program/instructional para-educators  Intensive special needs paraprofessionals  
      School-to-work specialists    
       Title I       
       Tutors       
       Trainers      
      Assistant to nurse     
      HACTC para-educators with off-site duties 
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Appendix A.2  
Clerical Employees 

           
 

A. 2017-2018: 
Group:  Minimum  Maximum 
    1  $15.59   $18.91 

2  $18.35   $21.72 
 
B.  2018-2019: 

Group:  Minimum  Maximum 
    1  $15.98   $19.38  

2  $18.81   $22.26    
 
C.  2019-2020: 

Group:  Minimum  Maximum 
    1  $16.38   $19.86 
    2                  $19.28                         $22.82    
 
Educational Level Stipend         
           
Level A: High school diploma (wage as printed) 
      
Level B: 12 credits college coursework or 75 hours of workshops or staff development approved 
by HSD ($.25 per hour stipend) 
  
Level C: Associate's degree in unrelated field or a minimum of 30 college credits in a job-related 
technical field ($.50 per hour stipend)  
  
Level D: Undergraduate degree in any field, or Associate's degree in a job-related technical field 
($.75 per hour stipend)  
  
Group 1  Group 2  
 
Clerks    Registrar  
Secretary Principal's Secretary  
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Appendix A.3 Base 

Operations Employees 
 

 
A. 2017-2018: 

 
Group:   Minimum  Maximum 
     1   $13.24   $16.49 
     2   $14.68   $17.95 
     3   $16.10   $19.44 
     4   $17.57   $20.90 
     5   $21.85   $30.47 
 

B.  2018-2019: 
 
Group:   Minimum  Maximum 
     1   $13.57   $16.91 
     2   $15.05   $18.40 
     3   $16.51   $19.92 
     4   $18.01   $21.42  
     5   $22.40   $31.23 
 

C.  2019-2020: 
 
 
Group:   Minimum  Maximum 
     1   $13.91   $17.33  
     2   $15.43   $18.86 
     3   $16.92   $20.42 
     4   $18.46   $21.96 
     5   $22.96   $32.01 
 
Educational Level Stipend  
 
Level A: High school diploma (wage as printed)  
 
Level B: 12 credits college coursework or 75 hours of workshops or staff development approved 
by HSD ($.25 per hour stipend)  
 
Level C: Associate's degree in unrelated field or a minimum of 30 college credits in a job-related 
technical field ($.50 per hour stipend)  
 
Level D: Undergraduate degree in any field, or Associate's degree in an job-related technical 
field ($.75 per hour stipend). 

Group 1: 
Crossing Guards 
 
Group 2: 
Custodians 
 
Group 3: 
Maintenance/Grounds 
 
Group 4: 
Forman (Maintenance/Custodian) 
 
Group 5: 
Computer Technicians 
HVAC Technicians 



 

 
 

 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  


