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Workforce and Collective Bargaining
Overview
As with most local governments, the services provided by the City of Harrisburg are labor-intensive.
The City requires people to maintain safe and clean streets, prevent and investigate crime, respond
to fire and medical emergencies, and deliver the other important services of municipal government.
As a result, employee wages and benefits account for approximately $37.7 million, or 67.3%, of the
City’s $56 million General Fund expenditures budgeted for FY2011. In addition to the employees
paid out of the City’s General Fund, 86 employees represented by AFSCME are budgeted and paid
from the City’s Water, Sanitation and Sewer Funds. When all of these funds are combined,
employee wages and benefits account for at least $44.6 million, or 46.3%, of the City’s $96.3 million
in General, Water, Sanitation and Sewer Fund expenditures budgeted for FY2011. The charts below
show the personnel related expenditures from the City’s General Fund, as well as the personnel
related expenditures from the combined City General, Water, Sanitation and Sewer Funds.

FY2011 Budgeted Expenditures
General Fund

Benefits
$7,587,322
20.1%

Pension
$1,551,579
4.1%
Social Security
$1,413,114
3.7%
Workers' Comp
$1,074,000
2.8%
Overtime
$1,030,100
2.7%
Severance Pay
$822,145
2.2%

Salary & Wages
$23,691,589
62.8%

Uniform Expense
$218,750
0.6%
Unemployment Comp
$107,322
0.3%

City of Harrisburg
Act 47 Recovery Plan

Temporary Wages
$207,136
0.5%
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Workforce and Collective Bargaining
Overview
As with most local governments, the services provided by the City of Harrisburg are labor-intensive.
The City requires people to maintain safe and clean streets, prevent and investigate crime, respond
to fire and medical emergencies, and deliver the other important services of municipal government.
As a result, employee wages and benefits account for approximately $37.7 million, or 67.3%, of the
City’s $56 million General Fund expenditures budgeted for FY2011. In addition to the employees
paid out of the City’s General Fund, 86 employees represented by AFSCME are budgeted and paid
from the City’s Water, Sanitation and Sewer Funds. When all of these funds are combined,
employee wages and benefits account for at least $44.6 million, or 46.3%, of the City’s $96.3 million
in General, Water, Sanitation and Sewer Fund expenditures budgeted for FY2011. The charts below
show the personnel related expenditures from the City’s General Fund, as well as the personnel
related expenditures from the combined City General, Water, Sanitation and Sewer Funds.

FY2011 Budgeted Expenditures
General Fund

Benefits
$7,587,322
20.1%

Pension
$1,551,579
4.1%
Social Security
$1,413,114
3.7%
Workers' Comp
$1,074,000
2.8%
Overtime
$1,030,100
2.7%
Severance Pay
$822,145
2.2%

Salary & Wages
$23,691,589
62.8%

Uniform Expense
$218,750
0.6%
Unemployment Comp
$107,322
0.3%

City of Harrisburg
Act 47 Recovery Plan

Temporary Wages
$207,136
0.5%
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FY2011 Budgeted Expenditures
General, Sanitation, Sewer and Water Funds

Benefits
$8,982,393
20.3%

Social Security
$1,767,186
4.0%
Pension
$1,551,579
3.5%
Overtime
$1,530,053
3.5%
Workers' Comp
$1,174,200
2.7%
Severance Pay
$872,645
2.0%
Salary & Wages
$27,755,962
62.8%
Unemployment Comp
$126,572
0.3%

Uniform Expense
$218,750
0.5%
Temporary Wages
$207,136
0.5%

Workforce expenditures are a function of both:
 The total number of employees on payroll; and
 The cost per employee, as determined by wage and benefits levels and future growth in
those items.
Given that workforce expenditures represent such a large percentage of the City’s total expenses,
employee compensation and numbers must be carefully managed in order to maintain the City’s
fiscal health. Unless personnel-related costs are maintained at affordable levels, the City’s financial
health will further decline to the detriment of all parties, including City employees. This chapter
considers both sides of the compensation and benefits equation and then provides initiatives to
control personnel-related costs for the long term benefit of all parties.
Headcount
Much of the City’s workforce is represented by one of three public employee labor unions – Fraternal
Order of Police, Lodge No. 12 (FOP); International Association of Fire Fighters, Local Union No. 428
(IAFF); and the American Federation of State, County and Municipal Employees, Local 521
(AFSCME) - that have the right to collectively bargain with the City for their compensation as
provided under Commonwealth law.
Under the existing collective bargaining agreements and extensions, the City of Harrisburg does not
have the opportunity to achieve some of the savings it needs to sustain operations, as all three
collective bargaining agreements were extended for several additional years by the prior Mayor well
before their original expiration dates.
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FY2011 Budgeted Expenditures
General, Sanitation, Sewer and Water Funds

Benefits
$8,982,393
20.3%

Social Security
$1,767,186
4.0%
Pension
$1,551,579
3.5%
Overtime
$1,530,053
3.5%
Workers' Comp
$1,174,200
2.7%
Severance Pay
$872,645
2.0%
Salary & Wages
$27,755,962
62.8%
Unemployment Comp
$126,572
0.3%

Uniform Expense
$218,750
0.5%
Temporary Wages
$207,136
0.5%

Workforce expenditures are a function of both:
 The total number of employees on payroll; and
 The cost per employee, as determined by wage and benefits levels and future growth in
those items.
Given that workforce expenditures represent such a large percentage of the City’s total expenses,
employee compensation and numbers must be carefully managed in order to maintain the City’s
fiscal health. Unless personnel-related costs are maintained at affordable levels, the City’s financial
health will further decline to the detriment of all parties, including City employees. This chapter
considers both sides of the compensation and benefits equation and then provides initiatives to
control personnel-related costs for the long term benefit of all parties.
Headcount
Much of the City’s workforce is represented by one of three public employee labor unions – Fraternal
Order of Police, Lodge No. 12 (FOP); International Association of Fire Fighters, Local Union No. 428
(IAFF); and the American Federation of State, County and Municipal Employees, Local 521
(AFSCME) - that have the right to collectively bargain with the City for their compensation as
provided under Commonwealth law.
Under the existing collective bargaining agreements and extensions, the City of Harrisburg does not
have the opportunity to achieve some of the savings it needs to sustain operations, as all three
collective bargaining agreements were extended for several additional years by the prior Mayor well
before their original expiration dates.
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The FOP collective bargaining agreement was for a seven year period, from January 1, 2004
through December 31, 2010. In November 2008, more than two years prior to its expiration, certain
City and FOP officials signed a First Amendment to the Basic Labor Agreement which extended the
term of the Agreement an additional five years, from January 1, 2011 through December 31, 2015.
The only changes negotiated in the First Amendment were salary increases and pension benefit
increases. The added salary increases were: January 1, 2011 – 4% increase; January 1, 2012 –
3% increase; January 1, 2013 – 3% increase; January 1, 2014 – 3% increase; and January 1, 2015
– 3% increase. The pension benefit increases provided that the pension benefit for those retiring
effective January 2, 2009 and thereafter ranged from 50% at 20 years of service up to 80% at 27
years of service. The pension benefit increases were contingent on passage by City Council, which
did not approve these increases, and which were therefore not put into effect. This matter is
currently being litigated by the FOP.11 The salary increases for 2011 were put into effect.
The IAFF collective bargaining agreement was the result of an interest arbitration award for a seven
year period, from January 1, 2006 through December 31, 2012. On December 23, 2009, three years
prior to its expiration, certain City and IAFF officials signed a First Amendment to the Basic Labor
Agreement which extended the term of the Agreement an additional four years, from January 1,
2013 through December 31, 2016. The only changes negotiated in the First Amendment were
salary increases. The added salary increases were: January 1, 2013 – 3% increase; January 1,
2014 – 3% increase; January 1, 2015 – 3% increase; and January 1, 2016 – 3% increase
The AFSCME collective bargaining agreement was for a four year period, from January 1, 2008
through December 31, 2011. On December 31, 2009, two years prior to its expiration, certain City
and AFSCME officials signed a First Amendment and a Second Amendment to the Basic Labor
Agreement which extended the term of the Agreement an additional three years, from January 1,
2012 through December 31, 2014. The only changes negotiated in the First Amendment were
pension benefit improvements, and the only changes negotiated in the Second Amendment were
salary increases. The added salary increases were: January 1, 2012 – 3% increase; January 1,
2013 – 3% increase; and January 1, 2014 – 3% increase. The pension benefit increases were
contingent on passage by City Council, which did not approve these increases, and which were
therefore not put into effect.
The chart below details employee headcounts by collective bargaining unit, as well as the terms of
the contracts and the contract extensions.

11

The FOP filed an unfair labor practice charge with the Pennsylvania Labor Relations Board (PLRB), challenging the City’s refusal to
implement the pension benefit increases. The PLRB held a hearing and issued its Final Order on January 25, 2011, dismissing the charge
and finding no violation by the City. The FOP appealed to Commonwealth Court and filed its Brief on May 16, 2011. Testimony at the PLRB
hearing noted that the pension enhancements would cost the City an additional $514,000 in annual contributions.

City of Harrisburg
Act 47 Recovery Plan

Page | 57

Workforce & Collective Bargaining II.pdf

The FOP collective bargaining agreement was for a seven year period, from January 1, 2004
through December 31, 2010. In November 2008, more than two years prior to its expiration, certain
City and FOP officials signed a First Amendment to the Basic Labor Agreement which extended the
term of the Agreement an additional five years, from January 1, 2011 through December 31, 2015.
The only changes negotiated in the First Amendment were salary increases and pension benefit
increases. The added salary increases were: January 1, 2011 – 4% increase; January 1, 2012 –
3% increase; January 1, 2013 – 3% increase; January 1, 2014 – 3% increase; and January 1, 2015
– 3% increase. The pension benefit increases provided that the pension benefit for those retiring
effective January 2, 2009 and thereafter ranged from 50% at 20 years of service up to 80% at 27
years of service. The pension benefit increases were contingent on passage by City Council, which
did not approve these increases, and which were therefore not put into effect. This matter is
currently being litigated by the FOP.14 The salary increases for 2011 were put into effect.
The IAFF collective bargaining agreement was the result of an interest arbitration award for a seven
year period, from January 1, 2006 through December 31, 2012. On December 23, 2009, three years
prior to its expiration, certain City and IAFF officials signed a First Amendment to the Basic Labor
Agreement which extended the term of the Agreement an additional four years, from January 1,
2013 through December 31, 2016. The only changes negotiated in the First Amendment were
salary increases. The added salary increases were: January 1, 2013 – 3% increase; January 1,
2014 – 3% increase; January 1, 2015 – 3% increase; and January 1, 2016 – 3% increase
The AFSCME collective bargaining agreement was for a four year period, from January 1, 2008
through December 31, 2011. On December 31, 2009, two years prior to its expiration, certain City
and AFSCME officials signed a First Amendment and a Second Amendment to the Basic Labor
Agreement which extended the term of the Agreement an additional three years, from January 1,
2012 through December 31, 2014. The only changes negotiated in the First Amendment were
pension benefit improvements, and the only changes negotiated in the Second Amendment were
salary increases. The added salary increases were: January 1, 2012 – 3% increase; January 1,
2013 – 3% increase; and January 1, 2014 – 3% increase. The pension benefit increases were
contingent on passage by City Council, which did not approve these increases, and which were
therefore not put into effect.
The chart below details employee headcounts by collective bargaining unit, as well as the terms of
the contracts and the contract extensions.

14

The FOP filed an unfair labor practice charge with the Pennsylvania Labor Relations Board (PLRB), challenging the City’s refusal to
implement the pension benefit increases. The PLRB held a hearing and issued its Final Order on January 25, 2011, dismissing the charge
and finding no violation by the City. The FOP appealed to Commonwealth Court and filed its Brief on May 16, 2011. Testimony at the PLRB
hearing noted that the pension enhancements would cost the City an additional $514,000 in annual contributions.
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City Headcount by Bargaining Unit
Employee Group

Covered Positions

2010 Total
Employees

Contract Term

Fraternal Order of Police,
Lodge No. 12

All sworn Police Officers with
the exception of the Chief of
Police and three Captains

170

2004 – 2010
Extended 1/1/2011 –
12/31/2015

International Association of
Fire Fighters, Local Union
No. 428

All Fire Fighters with the
exception of the Fire Chief and
one Deputy Chief

78

2006 – 2012
Extended 1/1/2013 –
12/31/2016

American Federation of
State, County and Municipal
Employees, Local 521

All non-uniformed, nonmanagement employees

193

2008 – 2011
Extended 1/1/2012 –
12/31/2014

Non-Represented
Employees

Management and elected12

74

N/A

Total Number for 2011

502

Source: City Provided Data as of 4/15/11

The chart below shows the total number of budgeted positions for each of the unions as well as the
non-represented employees since 2007. Since these are budgeted and not filled positions, the
actual number of employees would vary. Based on this information, however, total budgeted
positions have decreased by 104 or 16.4% over this period.

Budgeted Positions By Department, 2006-2011

Administration
General Government
Building & Housing Develop.
Public Safety
Public Works
Parks & Recreation
Water
Sanitation
Sewer
Total

2006
Budget
46.6
50.4
19.8
324.0
45.5
42.0
37.3
27.5
39.3
632.5

2007
Budget
39.6
48.4
15.3
305.0
43.5
38.0
34.3
23.5
39.3
587.0

2008
Budget
40.6
48.4
16.3
308.0
44.5
38.0
37.3
28.5
39.3
601.0

2009
Budget
39.6
46.4
17.3
312.0
49.0
31.0
34.3
28.5
37.8
596.0

2010
Budget
43.6
39.4
22.3
324.0
38.0
27.0
32.8
26.5
36.3
590.0

2011
Budget
31.6
28.4
17.3
292.0
43.0
23.0
32.8
23.5
36.8
528.5

%
Growth
(32.2%)
(43.7%)
(12.6%)
(9.9%)
(5.5%)
(45.2%)
(12.1%)
(14.5%)
(6.4%)
(16.4%)

Source: City Provided Data

Compensation
Harrisburg municipal employees receive a generous compensation package that includes health,
retirement and paid leave benefits superior to private sector norms and generally equal or superior
to public employer standards.

12

This does not include part-time employees, other than City Council members.

Page | 58

City of Harrisburg
Act 47 Recovery Plan

Workforce & Collective Bargaining II.pdf

City Headcount by Bargaining Unit
Employee Group

Covered Positions

2010 Total
Employees

Contract Term

Fraternal Order of Police,
Lodge No. 12

All sworn Police Officers with
the exception of the Chief of
Police and three Captains

160

2004 – 2010
Extended 1/1/2011 –
12/31/2015

International Association of
Fire Fighters, Local Union
No. 428

All Fire Fighters with the
exception of the Fire Chief and
one Deputy Chief

79

2006 – 2012
Extended 1/1/2013 –
12/31/2016

American Federation of
State, County and Municipal
Employees, Local 521

All non-uniformed, nonmanagement employees

190

2008 – 2011
Extended 1/1/2012 –
12/31/2014

Non-Represented
Employees

Management and elected15

71

N/A

Total Number for 2011

500

Source: City Provided Data as of 6/14/11

The chart below shows the total number of budgeted positions for each of the unions as well as the
non-represented employees since 2007. Since these are budgeted and not filled positions, the
actual number of employees would vary. Based on this information, however, total budgeted
positions have decreased by 104 or 16.4% over this period.

Budgeted Positions By Department, 2006-2011

Administration
General Government
Building & Housing Develop.
Public Safety
Public Works
Parks & Recreation
Water
Sanitation
Sewer
Total

2006
Budget
46.6
50.4
19.8
324.0
45.5
42.0
37.3
27.5
39.3
632.5

2007
Budget
39.6
48.4
15.3
305.0
43.5
38.0
34.3
23.5
39.3
587.0

2008
Budget
40.6
48.4
16.3
308.0
44.5
38.0
37.3
28.5
39.3
601.0

2009
Budget
39.6
46.4
17.3
312.0
49.0
31.0
34.3
28.5
37.8
596.0

2010
Budget
43.6
39.4
22.3
324.0
38.0
27.0
32.8
26.5
36.3
590.0

2011
Budget
31.6
28.4
17.3
292.0
43.0
23.0
32.8
23.5
36.8
528.5

%
Growth
(32.2%)
(43.7%)
(12.6%)
(9.9%)
(5.5%)
(45.2%)
(12.1%)
(14.5%)
(6.4%)
(16.4%)

Source: City Provided Data

Compensation
Harrisburg municipal employees receive a generous compensation package that includes health,
retirement and paid leave benefits superior to private sector norms and generally equal or superior
to public employer standards.

15

This does not include part-time employees, other than City Council members.
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The chart below presents the City’s historic General, Sewer, Sanitation and Water Funds personnel
expenditures for 2006 through 2010. The category labeled “Fringe Benefits” is comprised of the
City’s expenditures on employee health insurance coverage.

Historic Expenditures – Workforce and Collective Bargaining
Category
Salary & Wages
Temporary Wages
Overtime
Severance Pay
Benefits
Pension
Social Security
Workers' Comp
Unemployment Comp
Uniform Expense
Total

2006
Actual
$27,901,414
$458,059
$2,491,925
$822,649
$9,886,919
$504,202
$1,146,349
$1,077,697
$45,582
$297,417
$44,632,213

2007
Actual
$26,213,391
$437,956
$2,711,010
$1,138,167
$9,300,606
$523,803
$1,106,158
$1,191,931
$226,285
$214,380
$43,063,687

2008
Actual
$27,253,015
$416,355
$3,187,455
$478,733
$9,668,725
$281,349
$1,076,954
$1,028,915
$73,625
$215,140
$43,680,266

2009
Actual
$27,940,672
$365,156
$3,414,708
$1,691,651
$9,879,551
$275,869
$1,152,012
$1,107,464
$87,330
$252,026
$46,166,439

2010
Actual
$27,971,619
$334,416
$3,367,747
$1,439,992
$9,417,410
$314,094
$1,314,426
$1,268,710
$154,905
$225,858
$45,809,177

%
Growth
0.3%
(27.0%)
35.1%
75.0%
(4.7%)
(37.7%)
14.7%
17.7%
239.8%
(24.1%)
2.6%

Source: Historical Data from City As Provided. Includes data from General, Sewer, Sanitation and Water Funds.

Salaries
The largest component of personnel expenditures is salaries, which accounts for $23.7 million or
42.3% of FY2011 budgeted General Fund expenditures, and $28.0 million or 29.0% of FY2011
budgeted General, Sewer, Sanitation and Water Funds expenditures. This includes salaries for
seasonal workers, which are classified as “Temporary Wages” in the chart above.
The chart below shows the base wage increases that employees in the City’s three unions have
received since December 2005. These increases and their compounded growth over time are
compared to growth in the Consumer Price Index (C-CPI-U), considered by the Federal
Government’s Bureau of Labor Statistics to be the best approximation for cost-of-living. Wage
increases for non-represented, non-uniformed employees have been omitted from this analysis
since increases are granted on a per employee basis.
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The chart below presents the City’s historic General, Sewer, Sanitation and Water Funds personnel
expenditures for 2006 through 2010. The category labeled “Fringe Benefits” is comprised of the
City’s expenditures on employee health insurance coverage.

Historic Expenditures – Workforce and Collective Bargaining
Category
Salary & Wages
Temporary Wages
Overtime
Severance Pay
Benefits
Pension
Social Security
Workers' Comp
Unemployment Comp
Uniform Expense
Total

2006
Actual
$27,901,414
$458,059
$2,491,925
$822,649
$9,886,919
$504,202
$1,146,349
$1,077,697
$45,582
$297,417
$44,632,213

2007
Actual
$26,213,391
$437,956
$2,711,010
$1,138,167
$9,300,606
$523,803
$1,106,158
$1,191,931
$226,285
$214,380
$43,063,687

2008
Actual
$27,253,015
$416,355
$3,187,455
$478,733
$9,668,725
$281,349
$1,076,954
$1,028,915
$73,625
$215,140
$43,680,266

2009
Actual
$27,940,672
$365,156
$3,414,708
$1,691,651
$9,879,551
$275,869
$1,152,012
$1,107,464
$87,330
$252,026
$46,166,439

2010
Actual
$27,971,619
$334,416
$3,367,747
$1,439,992
$9,417,410
$314,094
$1,314,426
$1,268,710
$154,905
$225,858
$45,809,177

%
Growth
0.3%
(27.0%)
35.1%
75.0%
(4.7%)
(37.7%)
14.7%
17.7%
239.8%
(24.1%)
2.6%

Source: Historical Data from City As Provided. Includes data from General, Sewer, Sanitation and Water Funds.

Salaries
The largest component of personnel expenditures is salaries, which accounts for $23.7 million or
42.3% of FY2011 budgeted General Fund expenditures, and $28.0 million or 29.0% of FY2011
budgeted General, Sewer, Sanitation and Water Funds expenditures. This includes salaries for
seasonal workers, which are classified as “Temporary Wages” in the chart above.
The chart below shows the base wage increases that employees in the City’s three unions have
received since December 2005. These increases and their compounded growth over time are
compared to growth in the Consumer Price Index (C-CPI-U), considered by the Federal
Government’s Bureau of Labor Statistics to be the best approximation for cost-of-living. Wage
increases for non-represented, non-uniformed employees have been omitted from this analysis
since increases are granted on a per employee basis.
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Cumulative Wage Increases vs. C-CPI-U
18.0%

17.0%
Fire and Police trend lines equal until 2011

16.0%

17.1%

14.0%
12.0%

10.1%
10.0%

9.3%

8.0%
6.0%
4.0%
2.0%
0.0%

Source:

2006

2007

2008

2009

2010

2011

Fire

0.0%

2.0%

5.1%

8.2%

12.5%

17.1%

Police

0.0%

2.0%

5.1%

8.2%

12.5%

17.0%

AFCSME

0.0%

0.0%

0.0%

2.0%

5.1%

9.3%

C-CPI-U

0.0%

1.8%

5.8%

6.0%

8.5%

10.1%

City provided contracts; C-CPI- U, U.S. city average all cities, U.S. Bureau of Labor Statistics

Over the past five years, the cost-of-living as measured by the C-CPI-U grew by 10.1%. Meanwhile,
base wages for all police and fire bargaining unit employees grew every year through December
2010. In 2007 and 2008, AFSCME employees received lump sum payments, but no increase in
base wage rates. For the City’s bargaining group, the growth rates ranged from 9.3% for AFSCME;
17.0% for the FOP bargaining unit members; and 17.1% for the IAFF bargaining unit members.
This comparison only accounts for the growth in employees’ base wages. Junior employees in all
unions are often eligible to receive another annual raise through a “step increase” in addition to the
across-the-board base increase shown above. For example, a police patrol officer at the Year 1 rate
in January 2010 would advance to Year 2 rate after 12 months receiving both a 4.0% across the
board increase and a 6.25% step increase. The total impact of the two raises is 10.5% compared to
the cost-of-living growth of 2.4% over that same year. FOP and IAFF employees receive longevity
increments which increase by 1% of base annual pay per year up to a maximum of 13%, adding a
full percent to the increases in base pay for all employees between three and 16 years of service.
In addition to base salaries, the City provides other forms of cash compensation.
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Longevity: For Harrisburg’s uniformed employees, continued service is rewarded with
longevity pay. FOP and IAFF employees receive 1% of base salary for each year of service
after the third year up to a maximum of 13%. AFSCME employees receive longevity pay
ranging from 0.5% after five years of service up to 2% after 20 years of service.
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Cumulative Wage Increases vs. C-CPI-U
18.0%
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Source:

2006

2007

2008

2009

2010

2011

Fire

0.0%

2.0%

5.1%

8.2%

12.5%

17.1%

Police

0.0%

2.0%

5.1%

8.2%

12.5%

17.0%

AFCSME

0.0%

0.0%

0.0%

2.0%

5.1%

9.3%

C-CPI-U

0.0%

1.8%

5.8%

6.0%

8.5%

10.1%

City provided contracts; C-CPI- U, U.S. city average all cities, U.S. Bureau of Labor Statistics

Over the past five years, the cost-of-living as measured by the C-CPI-U grew by 10.1%. Meanwhile,
base wages for all police and fire bargaining unit employees grew every year through December
2010. In 2007 and 2008, AFSCME employees received lump sum payments, but no increase in
base wage rates. For the City’s bargaining group, the growth rates ranged from 9.3% for AFSCME;
17.0% for the FOP bargaining unit members; and 17.1% for the IAFF bargaining unit members.
This comparison only accounts for the growth in employees’ base wages. Junior employees in all
unions are often eligible to receive another annual raise through a “step increase” in addition to the
across-the-board base increase shown above. For example, a police patrol officer at the Year 1 rate
in January 2010 would advance to Year 2 rate after 12 months receiving both a 4.0% across the
board increase and a 6.25% step increase. The total impact of the two raises is 10.5% compared to
the cost-of-living growth of 2.4% over that same year. FOP and IAFF employees receive longevity
increments which increase by 1% of base annual pay per year up to a maximum of 13%, adding a
full percent to the increases in base pay for all employees between three and 16 years of service.
In addition to base salaries, the City provides other forms of cash compensation.
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Longevity: For Harrisburg’s uniformed employees, continued service is rewarded with
longevity pay. FOP and IAFF employees receive 1% of base salary for each year of service
after the third year up to a maximum of 13%. AFSCME employees receive longevity pay
ranging from 0.5% after five years of service up to 2% after 20 years of service.
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Shift differential: Employees in the FOP and AFSCME unions receive additional pay for
hours worked on night shifts. FOP employees earn either $0.50 or $0.75 per hour, while
AFSCME employees earn between $0.70 and $0.85 per hour additional.



Holiday and personal leave pay: FOP employees receive 16 paid holidays plus three paid
personal days each year. IAFF employees receive 12 paid holidays per year, plus two paid
holidays for turning in gear. AFSCME employees receive 13 paid holidays plus three paid
personal days each year. These holidays are paid days off. If an employee works on a
holiday, they receive pay in addition to their normal daily rate.



Unused sick leave pay: Employees are provided the option of selling back to the City
unused sick leave days each year. FOP employees may sell back between 10 to 20 sick
days per year at 50% of the value of the sick day. IAFF employees may sell back between
13 days (paid for three days) to 21 days (paid for 14 days) each year. AFSCME employees
may sell back up to 12 sick days per year at the rate of 75% of base pay.



Uniform pay: Harrisburg’s employees receive both uniforms and clothing allowances. FOP
employees receive $625 annually for purchase of clothing and other items, such as study
materials. In addition, FOP employees receive $325 per year for maintenance (i.e. dry
cleaning) of items. The City is required to replace items damaged or destroyed in the line of
duty. IAFF employees receive all clothing and equipment, and the City is required to replace
turnout gear every other year. The City also replaces all damaged items, and Fire
employees are also provided a cash payment ranging from $250 to $1,000. AFSCME
employees are provided all required uniforms, and in certain locations the City also pays for
cleaning the uniforms. Parking Enforcement Officers receive $500 annually for clothing.



Special assignment/premium pay: The City makes additional cash payments to employees
who have special assignments or duties including:
o Higher rank duty pay (FOP, IAFF, AFSCME);
o Stand-by pay (FOP, IAFF);
o Call time and reporting time (FOP, IAFF, AFSCME);
o Incentive and college credit pay (FOP, IAFF); and
o Court time, Off-duty schooling, Off-duty drill (FOP, IAFF).

Overtime and Premium Pay
Overtime and premium pay expenditures are a major cost driver for the City of Harrisburg,
particularly for public safety functions.
Leave usage, staffing levels, collective bargaining
restrictions, service needs, public events and emergencies all contribute to the use of overtime and
premium pay. Since 2006, average overtime and premium payments have decreased by 35.9% for
FOP employees and 8.4% for AFSCME employees, but have increased by 73.9% for IAFF
employees. Although Police Bureau overtime has decreased, it still cost $540,427 in 2010 or 16.0%
of total overtime and premium pay in 2010. This includes overtime and premium pay related to court
appearances that police officers make outside regularly scheduled work days. Fire Bureau overtime
cost $1,371,925 in 2010 or 40.7% of total overtime and premium pay in 2010. Under the IAFF
collective bargaining agreement, firefighters are scheduled to work a 42 hour work week and receive
overtime for all hours worked over 40 in a work week, thus requiring the payment of two hours of
overtime every week.
The table below shows the average overtime paid per employee and maximum amount of overtime
paid to a City employee, by bargaining unit.
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Shift differential: Employees in the FOP and AFSCME unions receive additional pay for
hours worked on night shifts. FOP employees earn either $0.50 or $0.75 per hour, while
AFSCME employees earn between $0.70 and $0.85 per hour additional.



Holiday and personal leave pay: FOP employees receive 16 paid holidays plus three paid
personal days each year. IAFF employees receive 12 paid holidays per year, plus two paid
holidays for turning in gear. AFSCME employees receive 13 paid holidays plus three paid
personal days each year. These holidays are paid days off. If an employee works on a
holiday, they receive pay in addition to their normal daily rate.



Unused sick leave pay: Employees are provided the option of selling back to the City
unused sick leave days each year. FOP employees may sell back between 10 to 20 sick
days per year at 50% of the value of the sick day. IAFF employees may sell back between
13 days (paid for three days) to 21 days (paid for 14 days) each year. AFSCME employees
may sell back up to 12 sick days per year at the rate of 75% of base pay.



Uniform pay: Harrisburg’s employees receive both uniforms and clothing allowances. FOP
employees receive $625 annually for purchase of clothing and other items, such as study
materials. In addition, FOP employees receive $325 per year for maintenance (i.e. dry
cleaning) of items. The City is required to replace items damaged or destroyed in the line of
duty. IAFF employees receive all clothing and equipment, and the City is required to replace
turnout gear every other year. The City also replaces all damaged items, and Fire
employees are also provided a cash payment ranging from $250 to $1,000. AFSCME
employees are provided all required uniforms, and in certain locations the City also pays for
cleaning the uniforms. Parking Enforcement Officers receive $500 annually for clothing.



Special assignment/premium pay: The City makes additional cash payments to employees
who have special assignments or duties including:
o Higher rank duty pay (FOP, IAFF, AFSCME);
o Stand-by pay (FOP, IAFF);
o Call time and reporting time (FOP, IAFF, AFSCME);
o Incentive and college credit pay (FOP, IAFF); and
o Court time, Off-duty schooling, Off-duty drill (FOP, IAFF).

Overtime and Premium Pay
Overtime and premium pay expenditures are a major cost driver for the City of Harrisburg,
particularly for public safety functions.
Leave usage, staffing levels, collective bargaining
restrictions, service needs, public events and emergencies all contribute to the use of overtime and
premium pay. Since 2006, average overtime and premium payments have decreased by 35.9% for
FOP employees and 8.4% for AFSCME employees, but have increased by 73.9% for IAFF
employees. Although Police Bureau overtime has decreased, it still cost $540,427 in 2010 or 16.0%
of total overtime and premium pay in 2010. This includes overtime and premium pay related to court
appearances that police officers make outside regularly scheduled work days. Fire Bureau overtime
cost $1,371,925 in 2010 or 40.7% of total overtime and premium pay in 2010. Under the IAFF
collective bargaining agreement, firefighters are scheduled to work a 42 hour work week and receive
overtime for all hours worked over 40 in a work week, thus requiring the payment of two hours of
overtime every week.
The table below shows the average overtime paid per employee and maximum amount of overtime
paid to a City employee, by bargaining unit.
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Overtime Growth, 2006 – 2010
Max Overtime Paid
to an Employee

Average Overtime Per Employee
2006

2010

% Growth

2006

2010

%
Growth

FOP, Lodge No. 12

$5,733

$3,676

(35.9%)

$29,206

$22,217

(23.9%)

IAFF, Local Union No. 428

$9,173

$15,953

73.9%

$59,400

$84,048

41.5%

AFSCME, Local 521

$3,918

$3,590

(8.4%)

$29,916

$19,832

(33.7%)

Source: City Provided Data based on paid employees paid in year. May not match General Fund balances due to timing of payroll.
AFSCME data includes employees paid in Sewer, Sanitation and Water Funds.

In addition to base wages, overtime and premium pay further adds to an employee’s cash
compensation. As the chart below demonstrates, approximately 20% of FOP members earned more
than $5,000 in overtime and premium pay in 2010, and approximately 83% of IAFF members earned
more than $5,000 in overtime and premium pay in 2010. In the Fire Bureau, the maximum overtime
and premium pay paid to an employee in 2010 was $84,048, and 19 employees, or 21%, earned
more than $20,000 in overtime and premium pay in 2010.

2010 Overtime and Premium Payments
Total Overtime Paid Out
Employees Paid
Average OT/Employee
Employees earning < $5,000
Employees earning $5,000 to $9,999
Employees earning $10,000 to $19,999
Employees earning $20,000 to $29,999
Employees earning $30,000+

Police
$540,427
147
$3,676
112
21
13
1

Fire
$1,371,925
86
$15,953
12
17
38
9

AFSCME
$560,060
156
$3,590
122
14
20
0

0

10

0

Source: City Provided Data based on paid employees paid in year. May not match General Fund balances
due to timing of payroll. AFSCME data includes employees paid in Sewer, Sanitation and Water Funds.

Paid Leave
Paid leave – the ability to take time off for vacation, personal days, sick leave or other reasons while
receiving full compensation - is another important element of employee compensation. At a
minimum paid leave indirectly increases government’s cost of service. When employees use paid
leave, governments must reduce the level of service provided or fill the resulting opening another
way, either by hiring more staff on a permanent basis to compensate for the use of leave throughout
the year or bringing in existing employees on a short term basis. In the latter case, employees are
often paid overtime to fill the open shifts. As a result, government pays for the same service more
than twice – once for the regularly scheduled employee who is on leave and again at time-and-onehalf for the employee working overtime.
The chart below shows the levels of paid leave available to the City of Harrisburg employees, which
is far superior to the leave provided by both private and public sector employers. Challenges related
to sick leave usage, in particular, are discussed in further detail in the Police, Fire and Public Works
chapters of this Recovery Plan.
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Overtime Growth, 2006 – 2010
Max Overtime Paid
to an Employee

Average Overtime Per Employee
2006

2010

% Growth

2006

2010

%
Growth

FOP, Lodge No. 12

$5,733

$3,676

(35.9%)

$29,206

$22,217

(23.9%)

IAFF, Local Union No. 428

$9,173

$15,953

73.9%

$59,400

$84,048

41.5%

AFSCME, Local 521

$3,918

$3,590

(8.4%)

$29,916

$19,832

(33.7%)

Source: City Provided Data based on paid employees paid in year. May not match General Fund balances due to timing of payroll.
AFSCME data includes employees paid in Sewer, Sanitation and Water Funds.

In addition to base wages, overtime and premium pay further adds to an employee’s cash
compensation. As the chart below demonstrates, approximately 20% of FOP members earned more
than $5,000 in overtime and premium pay in 2010, and approximately 83% of IAFF members earned
more than $5,000 in overtime and premium pay in 2010. In the Fire Bureau, the maximum overtime
and premium pay paid to an employee in 2010 was $84,048, and 19 employees, or 21%, earned
more than $20,000 in overtime and premium pay in 2010.

2010 Overtime and Premium Payments
Total Overtime Paid Out
Employees Paid
Average OT/Employee
Employees earning < $5,000
Employees earning $5,000 to $9,999
Employees earning $10,000 to $19,999
Employees earning $20,000 to $29,999
Employees earning $30,000+

Police
$540,427
147
$3,676
112
21
13
1

Fire
$1,371,925
86
$15,953
12
17
38
9

AFSCME
$560,060
156
$3,590
122
14
20
0

0

10

0

Source: City Provided Data based on paid employees paid in year. May not match General Fund balances
due to timing of payroll. AFSCME data includes employees paid in Sewer, Sanitation and Water Funds.

Paid Leave
Paid leave – the ability to take time off for vacation, personal days, sick leave or other reasons while
receiving full compensation - is another important element of employee compensation. At a
minimum paid leave indirectly increases government’s cost of service. When employees use paid
leave, governments must reduce the level of service provided or fill the resulting opening another
way, either by hiring more staff on a permanent basis to compensate for the use of leave throughout
the year or bringing in existing employees on a short term basis. In the latter case, employees are
often paid overtime to fill the open shifts. As a result, government pays for the same service more
than twice – once for the regularly scheduled employee who is on leave and again at time-and-onehalf for the employee working overtime.
The chart below shows the levels of paid leave available to the City of Harrisburg employees, which
is far superior to the leave provided by both private and public sector employers. Challenges related
to sick leave usage, in particular, are discussed in further detail in the Police, Fire and Public Works
chapters of this Recovery Plan.
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Paid Leave
Vacation Leave Time – Years of Service (YOS)
Holidays
and
Personal
Days

Sick Leave

1 YOS

5 YOS

10 YOS

20 YOS

19 days

104 hours

128 hours

152 hours

176 hours

240 hours

Harrisburg Fire
Employees

16 days
(160 hours)

12 days
(144 hours)

16 days
(160 hours)

16 days
(160 hours)

20 days
(200 hours)

Harrisburg NonUniformed
Employees

16 days
(128 hours)

21 days
(210 hours)
12 to 18
days
(96 to 144
hours)

60 or 64
hours

127 or 136
hours

180 or 192
hours

225 or 240
hours

Non-represented
and management
employees

16 days
(128 hours)

12 days
(96 hours)

15 or 18
days
(120 or 144
hours)

18 or 24
days
(144 or 192
hours)

25 or 27
days
(200 or 216
hours)

30 or 32
days
(240 or 256
hours)

48 hours

80 hours

120 hours

120 hours

160 hours

96 hours

96 hours

120 hours

144 hours

176 hours

104 hours

80 hours

120 hours

120 hours

160 hours

Employee Group

Harrisburg Police
Employees

Private Sector
State and Local
Governments
Commonwealth of
PA

8 days
(64 hours)
11 days
(88 hours)
11 days
(88 hours)

Note: Non union and non-represented management employees calculated on 8 hour day. Some employees work 7.5 hours in a
day.

Separation Pay
When employees terminate employment with the City, they often receive significant cash payouts.
In certain units they are allowed to first exhaust unused paid leave, while still receiving paid benefits
including health insurance and continuing accruals of vacation, sick and other paid leave.
Employees are also permitted to carry over and accumulate significant amounts of paid leave.
Although payment of accumulated vacation leave and personal days is not unusual, it is unusual to
allow employees to “run out” sick leave prior to retirement, when the employee is not otherwise
eligible to use such leave.
FOP: FOP employees may carryover 30 days of vacation and receive full payment upon termination
for any reason. Sick leave is paid at 100% upon retirement or reduction in force, up to 220 days.
However, employees are allowed to “take” leave so that the employee continues to receive all fringe
benefits during this time, and without applying the 220 days maximum.
AFSCME: AFSCME employees may carryover 45 days of vacation and receive full payment upon
termination for any reason. Sick leave is paid at 50% up to 120 days upon termination for any
reason or the employee may convert 100% of sick leave to pension credits.
IAFF: IAFF employees receive full payment for vacations and holidays upon termination for any
reason based on a ten hour day. Sick leave is paid to retiring employees and those separated
except for just cause at the rate of 50% based on a ten hour day up to a maximum of 200 days.
Non-union and management: The separation payouts owed since 2009 total approximately
$1,691,651. Due to budget constraints, the City limited annual payouts per person to $75,000 for
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Paid Leave
Vacation Leave Time – Years of Service (YOS)
Employee Group

Harrisburg Police
Employees
Harrisburg Fire
Employees
Harrisburg NonUniformed
Employees
Non-represented
and management
employees
Private Sector
State and Local
Governments
Commonwealth of
PA

Holidays
and
Personal
Days

Sick Leave

1 YOS

5 YOS

10 YOS

20 YOS

19 days

104 hours

80 hours

128 hours

152 hours

200 hours

12 days
(160 hours)

21 days
(210 hours)

12 days
(120 hours)

16 days
(160 hours)

16 days
(160 hours)

20 days
(200 hours)

16 days
(128 hours)

12 days
(96 hours)

60 or 64
hours

127 or 136
hours

180 or 192
hours

225 or 240
hours

16 days
(128 hours)

12 days
(96 hours)

15 or 18
days
(120 or 144
hours)

18 or 24
days
(144 or 192
hours)

25 or 27
days
(200 or 216
hours)

30 or 32
days
(240 or 256
hours)

48 hours

80 hours

120 hours

120 hours

160 hours

96 hours

96 hours

120 hours

144 hours

176 hours

104 hours

80 hours

120 hours

120 hours

160 hours

8 days
(64 hours)
11 days
(88 hours)
11 days
(88 hours)

Note: Non union and non-represented management employees calculated on 8 hour day. Some employees work 7.5 hours in a
day. Additional Note on Holidays: Harrisburg Fire Employees E-Platoon receives one personal day per year. Additional Note on
Vacation Leave Time: The different agreements and plans provide vacation leave time according to different schedules. The above
chart was constructed in an effort to provide some comparability. Specific provisions are as follows: (a) Harrisburg Police
Employees vacation is 80 hours at one year of service, 128 hours at two to five years of service, 152 hours at six to ten years of
service, 176 hours eleven to fifteen years of service, 200 hours at sixteen to twenty years of service, and 240 hours at twenty-one
plus years of service; (b) Harrisburg Fire Employees with less than five years of service receive 12 days (120 hours); with five to
fifteen years of service receive 16 days (160 hours); and with fifteen to twenty years of service receive 20 days (200 hours)

Separation Pay
When employees terminate employment with the City, they often receive significant cash payouts.
In certain units they are allowed to first exhaust unused paid leave, while still receiving paid benefits
including health insurance and continuing accruals of vacation, sick and other paid leave.
Employees are also permitted to carry over and accumulate significant amounts of paid leave.
Although payment of accumulated vacation leave and personal days is not unusual, it is unusual to
allow employees to “run out” sick leave prior to retirement, when the employee is not otherwise
eligible to use such leave.
FOP: FOP employees may carryover 30 days of vacation and receive full payment upon termination
for any reason. Sick leave is paid at 100% upon retirement or reduction in force, up to 220 days.
However, employees are allowed to “take” leave so that the employee continues to receive all fringe
benefits during this time, and without applying the 220 days maximum. For employees hired after
January 1, 1987, sick leave is paid at 30% upon retirement or reduction in force up to 220 days.
AFSCME: AFSCME employees may carryover 45 days of vacation and receive full payment upon
termination for any reason. Sick leave is paid at 50% up to 120 days upon termination with at least
10 years of service for any reason at the hourly wage earned as of December 31 of the year in which
the days were accrued up to a maximum of 60 days except when termination is for just cause (no
payment of sick leave at separation for just cause) or the employee may convert 100% of sick leave
to pension credits. Sick leave is paid at 25% up to 120 days with at least five years of service at the
hourly wage earned as of December 31 of the year in which the days were accrued up to a
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non-represented management employees, spreading several high payouts – some more than
$200,000 - over several budget years.
Health Benefits
The City of Harrisburg provides health benefits through a variety of plans, covering medical,
prescription, dental and vision benefits. The medical and basic health plans are self-funded and
managed through a third party administrator, Highmark Blue Shield. Dental coverage is provided by
United Concordia, and Vision coverage is provided by National Vision Administrators. There are
different plans, rather than one plan for all City employees, and the coverage and plans also vary by
bargaining unit. The PPO Blue 100 program has a $100 individual and $250 family deductible on
certain services, and most physician office visits and preventive care visits require a $20 co-payment
per visit. Emergency room services require a $50 co-payment which is waived if admitted. Dental
coverage is 100% for most services, other than prosthetics, crowns and inlays which are paid at
75%, 85% or 100%; orthodontics which are paid at 75%, 85% or 100% with a $1,300 or $2,500
lifetime maximum; and periodontics which are paid at 75% or 100%.
The average cost per employee has increased from $16,701 in 2006 to $18,251 in 2010. Thus,
while the total number of employees has decreased by almost 15% during that time, the actual cost
of the health fringe benefits has only decreased by 5%.

Fringe Benefit Expenses13

Fringe Benefit
Full-time Employees
Average Cost per Employee

2006
Actual
$9,886,919
592
$16,701

2007
Actual
$9,300,606
555
$16,758

2008
Actual
$9,668,725
557
$17,359

2009
Actual
$9,879,551
569
$17,363

2010
Actual
$9,417,410
516
$18,251

%
Growth
(5.0%)
(14.7%)
8.5%

Source: City provided data.

Across private and public sector organizations, employees share the cost of their health insurance in
two ways. First, they contribute to the monthly premium costs. In Harrisburg the total monthly
premiums range from $579.86 to $784.24 for single coverage and $1,222.75 to $1,875.64 for family
coverage, depending on the plan chosen and the employee’s bargaining unit status. This includes
primary care, dental, vision and prescription coverage.
The chart below shows the portion of that monthly premium that is paid by employees by bargaining
unit, while also comparing City employee contribution rates against private sector norms and state
and local governments generally.

Health Benefits Cost Sharing
Employee Cost Sharing ($)
Individual
Family
Coverage
Coverage

Employee Cost Sharing (%)
Individual
Family
Coverage
Coverage

Harrisburg FOP, Lodge No. 12

$0

$0

0%

0%

Harrisburg IAFF, Local Union No. 428

$0

$0

0%

0%

13

Fringe benefits include medical, prescription, dental, vision, and life insurance.
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maximum of 60 days except when termination is for just cause (no payment of sick leave at
separation for just cause) or the employee may convert 100% of sick leave to pension credits.
IAFF: IAFF employees receive full payment for vacations and holidays upon termination for any
reason based on a ten hour day. Sick leave is paid to retiring employees and those separated
except for just cause at the rate of 50% based on a ten hour day up to a maximum of 200 days.
Non-union and management: The separation payouts owed since 2009 total approximately
$1,691,651. Due to budget constraints, the City limited annual payouts per person to $75,000 for
non-represented management employees, spreading several high payouts – some more than
$200,000 - over several budget years.
Health Benefits
The City of Harrisburg provides health benefits through a variety of plans, covering medical,
prescription, dental and vision benefits. The medical and basic health plans are self-funded and
managed through a third party administrator, Highmark Blue Shield. Dental coverage is provided by
United Concordia, and Vision coverage is provided by National Vision Administrators. There are
different plans, rather than one plan for all City employees, and the coverage and plans also vary by
bargaining unit. The PPO Blue 100 program has a $100 individual and $250 family deductible on
certain services, and most physician office visits and preventive care visits require a $20 co-payment
per visit. Emergency room services require a $50 co-payment which is waived if admitted. Dental
coverage is 100% for most services, other than prosthetics, crowns and inlays which are paid at
75%, 85% or 100%; orthodontics which are paid at 75%, 85% or 100% with a $1,300 or $2,500
lifetime maximum; and periodontics which are paid at 75% or 100%.
Across private and public sector organizations, employees share the cost of their health insurance in
two ways. First, they contribute to the monthly premium costs. In Harrisburg the total monthly
premiums range from $579.86 to $784.24 for single coverage and $1,222.75 to $1,875.64 for family
coverage, depending on the plan chosen and the employee’s bargaining unit status. This includes
primary care, dental, vision and prescription coverage.
The chart below shows the portion of that monthly premium that is paid by employees by bargaining
unit, while also comparing City employee contribution rates against private sector norms and state
and local governments generally.

Health Benefits Cost Sharing
Employee Cost Sharing ($)
Individual
Family
Coverage
Coverage

Employee Cost Sharing (%)
Individual
Family
Coverage
Coverage

Harrisburg FOP, Lodge No. 12

$0

$0

0%

0%

Harrisburg IAFF, Local Union No. 428

$0

$0

0%

0%

Harrisburg AFSCME, Local 521
Employees hired before 9/1/2007

$0

$0

0%

0%

$52.51 $68.93

$105.02$176.83

2% of base
salary

4%, 5% or 6%
of base salary

$0

$0

0%

0%

Harrisburg AFSCME, Local 521
Employees hired on or after 9/1/2007
Harrisburg Non-Represented Employees
Hired before 2/1/2008
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Employee Cost Sharing ($)
Individual
Family
Coverage
Coverage
Harrisburg AFSCME, Local 521
Employees hired before 9/1/2007

Employee Cost Sharing (%)
Individual
Family
Coverage
Coverage

$0

$0

0%

0%

$52.51 $68.93

$105.02$176.83

2% of base
salary

4%, 5% or 6%
of base salary

Harrisburg Non-Represented Employees
Hired before 2/1/2008

$0

$0

0%

0%

Harrisburg Non-Represented Employees
Hired on or after 2/1/2008

$58.43 $120.00

$141.50$355.30

Private Sector Average14

$75.00

$333.00

State and Local Governments15

$85.18

$354.66

2% of base
salary
20.0% of
premium
11.0% of
premium

4%, 5% or 6%
of base salary
30.0% of
premium
27.0% of
premium

Harrisburg AFSCME, Local 521
Employees hired on or after 9/1/2007

All groups of Harrisburg employees contribute less to their health care coverage than the private and
public sector national averages for both individual and family coverage. The vast majority of
Harrisburg employees contribute zero toward health benefits premium costs. Only those employees
hired after 9/1/2007 represented by AFSCME and the non-represented employees hired on or after
2/1/2008 contribute between 0% and 2% of their base salary for individual coverage and 0% and 6%
of their base salary for family coverage. The National Compensation Survey, published by the U.S.
Bureau of Labor Statistics, shows that state and local government employees on average contribute
11% of premium costs for individual coverage and 30% of premium costs for family coverage. As
such, contribution levels in Harrisburg are significantly out of line with national trends and constitute
a generous benefit to City employees compared to public and private sector averages.
A second way that employees share the cost of their health benefits is by making payment when
they receive service through a copayment, deductible, coinsurance or some other mechanism. The
chart below shows copayments for office and specialist visits. The last column shows prescription
drug copayments at the generic, formulary brand and non-formulary brand levels in that order.

14
15

Kaiser Family Foundation and Health Research & Educational Trust, Employer Health Benefits: 2010 Annual Survey.
U.S. Bureau of Labor Statistics, “National Compensation Survey: Employee Benefits in the United States, March 2010.”
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Employee Cost Sharing ($)
Individual
Family
Coverage
Coverage
Harrisburg Non-Represented Employees
Hired on or after 2/1/2008

$58.43 $120.00

$141.50$355.30

Private Sector Average16

$75.00

$333.00

State and Local Governments17

$85.18

$354.66

Employee Cost Sharing (%)
Individual
Family
Coverage
Coverage
2% of base
salary
20.0% of
premium
11.0% of
premium

4%, 5% or 6%
of base salary
30.0% of
premium
27.0% of
premium

All groups of Harrisburg employees contribute less to their health care coverage than the private and
public sector national averages for both individual and family coverage. The vast majority of
Harrisburg employees contribute zero toward health benefits premium costs. Only those employees
hired after 9/1/2007 represented by AFSCME and the non-represented employees hired on or after
2/1/2008 contribute between 0% and 2% of their base salary for individual coverage and 0% and 6%
of their base salary for family coverage. The National Compensation Survey, published by the U.S.
Bureau of Labor Statistics, shows that state and local government employees on average contribute
11% of premium costs for individual coverage and 30% of premium costs for family coverage. As
such, contribution levels in Harrisburg are significantly out of line with national trends and constitute
a generous benefit to City employees compared to public and private sector averages.
A second way that employees share the cost of their health benefits is by making payment when
they receive service through a copayment, deductible, coinsurance or some other mechanism. The
chart below shows copayments for office and specialist visits. The last column shows prescription
drug copayments at the generic, formulary brand and non-formulary brand levels in that order.

Health Benefits Copayments
Office Visit
Copay

Specialist
Copay

Rx Copay
(Retail)

Harrisburg FOP, Lodge No. 12

$15, $20

$15, $20

$10, $25, $30

Harrisburg IAFF, Local Union No. 428

$15, $20

$15, $20

$7, $20, $25

Harrisburg AFSCME, Local 521

$20

$20

$0, $25, $30

Non-Represented Employees

$20

$20

$0, $25, $30

Private Sector Average18

$22

$31

$11, $28, $49

Commonwealth of PA

$15

$25

$10, $18, $36

Data unavailable

Data unavailable

Data unavailable

State and Local Governments

Nationally and regionally governments are moving toward implementing cost sharing for employees
who do not have it or making it more significant for those who do:

16
17
18

Kaiser Family Foundation and Health Research & Educational Trust, Employer Health Benefits: 2010 Annual Survey.
U.S. Bureau of Labor Statistics, “National Compensation Survey: Employee Benefits in the United States, March 2010.”
Kaiser Family Foundation and Health Research & Educational Trust, Employer Health Benefits: 2010 Annual Survey.
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$20

$20

$10, $25, $30

Harrisburg IAFF, Local Union No. 428
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Harrisburg AFSCME, Local 521

$20

$20

$0, $25, $30

Non-Represented Employees

$20

$20

$0, $25, $30

Private Sector Average16

$22

$31

$11, $28, $49

Commonwealth of PA

$15

$25

$10, $18, $36

Data unavailable

Data unavailable

Data unavailable

State and Local Governments

Nationally and regionally governments are moving toward implementing cost sharing for employees
who do not have it or making it more significant for those who do:









16

In a January 2007 agreement, the largest Pennsylvania state employee unions agreed to
incrementally raise member contributions to health care premiums from 1.0% of gross pay to
3.0% by 2011. Employees participating in health management initiatives may qualify for
discounts. Since 2003, the health plans for these employees have been redesigned to
control costs by increasing deductibles and copays.
o Prescription drug copays increased from two tiers ($6, $25) to three tiers ($10, $18,
$36).
o Increases to out-of-network deductibles (from $250 to $400), coinsurance (now 30
percent) and out-of-pocket maximums (from $1,000 to $1,500/$3,000)
o Emergency room co-pays increased from $25 to $50.
Wilkes-Barre firefighters agreed to establish health premium contributions in their last
contract.
Bethlehem firefighter premium contributions increased from $20 in 2007 to $40 in 2009 while
office visit copays increased from $20 to $25 and prescription drug copays increased from
$10/$15 to $15/$25 in 2009.
As negotiated in the contract ending June 30, 2009, Baltimore has increased premium cost
sharing incrementally from 15% to 20% of premium for its PPO. Baltimore’s emergency
room visit copays also increased from $25 to $50 during the 2009 plan year.
The Boston Police Patrolman’s contract, effective January 1, 2009, increased employee
contributions to health premiums for HMOs from 12.5% to 15% of premium, while
contributions for Point of Service (POS) coverage rose from 17.5% to 20% of premium.
Chicago firefighter premium contributions as a percentage of salary increased on July 1,
2006 from approximately 1.0% for individual, 1.6% for individual plus one and 2.0% for family
to 1.3% for individual, 2.0% for individual plus one and 2.5% for family.
Active police officers and firefighters in Pittsburgh now contribute to the cost of health care at
approximately 15% of premium. Prior to 2005, no employee contributions were required.

Kaiser Family Foundation and Health Research & Educational Trust, Employer Health Benefits: 2010 Annual Survey.
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In a January 2007 agreement, the largest Pennsylvania state employee unions agreed to
incrementally raise member contributions to health care premiums from 1.0% of gross pay to
3.0% by 2011. Employees participating in health management initiatives may qualify for
discounts. Since 2003, the health plans for these employees have been redesigned to
control costs by increasing deductibles and copays.
o Prescription drug copays increased from two tiers ($6, $25) to three tiers ($10, $18,
$36).
o Increases to out-of-network deductibles (from $250 to $400), coinsurance (now 30
percent) and out-of-pocket maximums (from $1,000 to $1,500/$3,000)
o Emergency room co-pays increased from $25 to $50.
Wilkes-Barre firefighters agreed to establish health premium contributions in their last
contract.
Bethlehem firefighter premium contributions increased from $20 in 2007 to $40 in 2009 while
office visit copays increased from $20 to $25 and prescription drug copays increased from
$10/$15 to $15/$25 in 2009.
As negotiated in the contract ending June 30, 2009, Baltimore has increased premium cost
sharing incrementally from 15% to 20% of premium for its PPO. Baltimore’s emergency
room visit copays also increased from $25 to $50 during the 2009 plan year.
The Boston Police Patrolman’s contract, effective January 1, 2009, increased employee
contributions to health premiums for HMOs from 12.5% to 15% of premium, while
contributions for Point of Service (POS) coverage rose from 17.5% to 20% of premium.
Chicago firefighter premium contributions as a percentage of salary increased on July 1,
2006 from approximately 1.0% for individual, 1.6% for individual plus one and 2.0% for family
to 1.3% for individual, 2.0% for individual plus one and 2.5% for family.
Active police officers and firefighters in Pittsburgh now contribute to the cost of health care at
approximately 15% of premium. Prior to 2005, no employee contributions were required.
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Additional Context
A full view of the compensation provided to City employees requires a broader context. As an
employer, the City of Harrisburg competes with other governments and private businesses to hire
and retain its employees. While the labor market will vary greatly across individual jobs, the general
labor market in Harrisburg had rising unemployment from 2007 to 2010, with a slight decrease in
2011, with almost one in 77 workers now unemployed.

Harrisburg-Carlisle Unemployment Rates, Not Seasonally Adjusted
January 2006 – January 2010
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Source: Bureau of Labor Statistics

An even more important piece of the broader context surrounding employee compensation is the
City’s ability to pay. Demographically, Harrisburg trails other Pennsylvania cities of the Third Class
in key indicators of financial health. As discussed in the Introduction chapter of this Recovery Plan,
the median home value in Harrisburg ($75,200) is only ahead of Reading ($61,900) and is lower
than six other cities. The percent of vacant housing (20.9%) is well above all of the other cities. The
median household income in Harrisburg ($31,521) is only ahead of York ($27,640) and Reading
($28,776) and 37.7% below the median value for that group of eight cities. Similarly, the City of
Harrisburg has a higher poverty rate (28.4%) than all other cities except York (35.4%) and Reading
(32.9%). Since property values and earned income are the base for the City’s two largest sources of
revenue, the City’s ability to compensate its employees is even more limited than for other
Commonwealth cities.
From a practical perspective, employee compensation costs must be kept in line with the City’s
revenues, and Harrisburg’s revenue performance has not supported recent salary and benefits
growth. The City’s total compensation costs grew by 2.6% from $44.6 million in 2006 to $45.8
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Additional Context
A full view of the compensation provided to City employees requires a broader context. As an
employer, the City of Harrisburg competes with other governments and private businesses to hire
and retain its employees. While the labor market will vary greatly across individual jobs, the general
labor market in Harrisburg had rising unemployment from 2007 to 2010, with a slight decrease in
2011, with almost one in 77 workers now unemployed.
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An even more important piece of the broader context surrounding employee compensation is the
City’s ability to pay. Demographically, Harrisburg trails other Pennsylvania cities of the Third Class
in key indicators of financial health. As discussed in the Introduction chapter of this Recovery Plan,
the median home value in Harrisburg ($75,200) is only ahead of Reading ($61,900) and is lower
than six other cities. The percent of vacant housing (20.9%) is well above all of the other cities. The
median household income in Harrisburg ($31,521) is only ahead of York ($27,640) and Reading
($28,776) and 37.7% below the median value for that group of eight cities. Similarly, the City of
Harrisburg has a higher poverty rate (28.4%) than all other cities except York (35.4%) and Reading
(32.9%). Since property values and earned income are the base for the City’s two largest sources of
revenue, the City’s ability to compensate its employees is even more limited than for other
Commonwealth cities.
From a practical perspective, employee compensation costs must be kept in line with the City’s
revenues, and Harrisburg’s revenue performance has not supported recent salary and benefits
growth. The City’s total compensation costs grew by 2.6% from $44.6 million in 2006 to $45.8
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million in 2010 despite a decrease in budgeted employees of 104 or 16.4%. This trend is a good
indicator of the City’s growing structural deficit.

Assessment
While the compensation provided to City employees will vary greatly by individual, the overall view of
employee compensation presents a very clear conclusion – the City must control its costs to sustain
operations. As with many municipal governments, personnel costs represent the majority of the
City’s General Fund expenses. Those expenses have risen with annual base salary increases
provided to most employees in most years, even during the recession. Additionally, in the case of
Police and Fire salaries have risen well in excess of the increase in the cost-of-living. Layered on
top of the base salary growth are more opportunities for cash compensation through longevity,
premium payments and overtime compensation; a health plan with a higher level of coverage and
lower cost to the employee than found in private or some public sector employers; and a guaranteed
level of retirement benefits that will cost the City approximately $644,364 more in 2011 than in 2010
despite a decrease in budgeted employees of 61.5. This level of compensation is offered within the
context of the City and region’s high unemployment, the City’s weak tax base and the stagnant (if
not declining) growth in major revenues absent tax increases.
Absent corrective action, employee compensation will consume a growing portion of the City’s
limited resources. The chart below shows the projected personnel expenditures for Harrisburg
through FY2015. Salaries are projected to grow at 0% each year for non-represented employees.
FOP employees will receive increases of 3% per year through 2015, plus an extra 1% increase in
base salary for all employees after three years and up to 16 years of service. IAFF employees will
receive an additional 2% increase in July 2011, a 4% increase for 2012 and 3% increases per year
from 2013 through 2016, plus an extra 1% increase in base salary for all employees after 3 years
and up to 16 years of service. AFSCME employees will receive increases of 3% per year through
2014. These increases are factored into these projections. Fringe benefits are projected to grow at
12.0% per year to reflect the rising cost of health care that has repeatedly outpaced inflation.
Pension will jump from $314,094 in 2010 to $1.6 million in 2011 and then remain at that level. In all,
personnel expenses are anticipated to grow by 14.7% during the projected timeframe.

Projected Expenditures – Workforce and Collective Bargaining
Category
Salary & Wages
Temporary
Wages
Overtime
Severance Pay
Benefits
Pension
Social Security
Workers' Comp
Unemployment
Compensation
Uniform Expense
Total

2011
Budget
$27,755,962

2011
Estimate
$27,756,333

2012
Projected
$28,617,335

2013
Projected
$29,377,250

2014
Projected
$30,159,718

2015
Projected
$30,918,365

%
Growth
11.4%

$207,136
$1,530,053
$872,645
$8,982,393
$1,551,579
$1,767,186
$1,174,200

$207,136
$2,880,053
$1,319,847
$9,632,393
$1,551,579
$1,276,483
$1,269,110

$207,136
$2,966,892
$125,500
$10,745,553
$1,551,579
$1,308,066
$1,269,110

$207,136
$3,038,375
$125,500
$11,992,285
$1,551,579
$1,335,733
$1,269,110

$207,136
$3,112,004
$125,500
$13,388,663
$1,551,579
$1,364,226
$1,269,110

$207,136
$3,180,033
$125,500
$14,940,610
$1,551,579
$1,389,356
$1,269,110

0.0%
107.8%
(85.6%)
66.3%
0.0%
(21.4%)
8.1%

$126,572
$218,750
$44,186,476

$126,572
$218,750
$46,238,255

$126,572
$218,750
$47,136,493

$126,572
$218,750
$49,242,290

$126,572
$218,750
$51,523,258

$126,572
$218,750
$53,927,011

0.0%
0.0%
22.0%

Source: 2011 City Adopted Budget. Includes data from General, Sewer, Sanitation and Water Funds;
2011 – 2015 PEL Estimated/Projected
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million in 2010 despite a decrease in budgeted employees of 104 or 16.4%. This trend is a good
indicator of the City’s growing structural deficit.

Assessment
While the compensation provided to City employees will vary greatly by individual, the overall view of
employee compensation presents a very clear conclusion – the City must control its costs to sustain
operations. As with many municipal governments, personnel costs represent the majority of the
City’s General Fund expenses. Those expenses have risen with annual base salary increases
provided to most employees in most years, even during the recession. Additionally, in the case of
Police and Fire salaries have risen well in excess of the increase in the cost-of-living. Layered on
top of the base salary growth are more opportunities for cash compensation through longevity,
premium payments and overtime compensation; a health plan with a higher level of coverage and
lower cost to the employee than found in private or some public sector employers; and a guaranteed
level of retirement benefits that will cost the City approximately $644,364 more in 2011 than in 2010
despite a decrease in budgeted employees of 61.5. This level of compensation is offered within the
context of the City and region’s high unemployment, the City’s weak tax base and the stagnant (if
not declining) growth in major revenues absent tax increases.
Absent corrective action, employee compensation will consume a growing portion of the City’s
limited resources. The chart below shows the projected personnel expenditures for Harrisburg
through FY2015. Salaries are projected to grow at 0% each year for non-represented employees.
FOP employees will receive increases of 3% per year through 2015, plus an extra 1% increase in
base salary for all employees after three years and up to 16 years of service. IAFF employees will
receive an additional 2% increase in July 2011, a 4% increase for 2012 and 3% increases per year
from 2013 through 2016, plus an extra 1% increase in base salary for all employees after 3 years
and up to 16 years of service. AFSCME employees will receive increases of 3% per year through
2014. These increases are factored into these projections. Fringe benefits are projected to grow at
12.0% per year to reflect the rising cost of health care that has repeatedly outpaced inflation.
Pension will jump from $314,094 in 2010 to $1.6 million in 2011 and then remain at that level. In all,
personnel expenses are anticipated to grow by 14.7% during the projected timeframe.

Projected Expenditures – Workforce and Collective Bargaining
Category
Salary & Wages
Temporary
Wages
Overtime
Severance Pay
Benefits
Pension
Social Security
Workers' Comp
Unemployment
Compensation
Uniform Expense
Total

2011
Budget
$27,755,962

2011
Estimate
$27,756,333

2012
Projected
$28,617,335
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Projected
$29,377,250
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Projected
$30,159,718

2015
Projected
$30,918,365

%
Growth
11.4%
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$1,174,200
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$2,880,053
$1,319,847
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$1,551,579
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$1,269,110
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$2,966,892
$125,500
$10,745,553
$1,551,579
$1,308,066
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$3,038,375
$125,500
$11,992,285
$1,551,579
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$1,269,110
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$125,500
$13,388,663
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$1,364,226
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$3,180,033
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$1,389,356
$1,269,110

0.0%
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(85.6%)
66.3%
0.0%
(21.4%)
8.1%
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$44,186,476

$126,572
$218,750
$46,238,255
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$218,750
$47,136,493

$126,572
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Source: 2011 City Adopted Budget. Includes data from General, Sewer, Sanitation and Water Funds;
2011 – 2015 PEL Estimated/Projected
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Workforce cost control is essential to the City of Harrisburg’s survival. Without it, the City will
eventually have to make dramatic workforce reductions that will limit its ability to provide the most
basic municipal services. In the recent past, the City of Harrisburg has resorted to layoffs because it
cannot affect other components of compensation. While this Recovery Plan identifies further areas
where the City can reduce headcount, the City cannot survive without restructuring its compensation
packages so that employee compensation and workforce cost growth more closely track the
achievable level of revenue for the City.
Therefore, the initiatives outlined below are intended to move the City toward a structurally balanced
budget so that it can focus its attention on improving City services, instead of merely sustaining
them, and pursuing financial recovery and growth, instead of merely surviving as a municipal entity.
While such workforce changes can be difficult in the short-run, long-term spending must become
aligned with revenue to ensure Harrisburg’s survival in the short term and stability in the long term.
A financially insolvent city benefits no one, including City employees.
It is the intention of the Act 47 Coordinator that the City negotiate with the bargaining unit
representatives of its employees in good faith to incorporate these cost containment provisions and
any others throughout this Recovery Plan that may require changes to the collective bargaining
agreements into those agreements. However, to the extent that the City is unable to reach
agreement with any of its unions, resulting in interest arbitration or other legal proceedings, it is the
express intention of the Act 47 Coordinator and the City that the implementation of these cost
containment provisions and any others throughout this Recovery Plan is mandatory. All cost
containment provisions must be addressed.
Wherever reference is made to parameters for all bargaining units, employee groups or collective
bargaining agreements, such provision shall also apply fully to non-represented personnel unless
expressly stated otherwise. Further, wherever reference is made to parameters for provisions in
collective bargaining agreements, such provisions shall also fully apply to any side agreements,
memoranda of understanding, interest arbitration awards, grievance arbitration awards, settlement
agreements or any other documents. Further, no past practices shall in any manner interfere with
any of the initiatives in this Recovery Plan.
It is the specific intent of the Act 47 Coordinator that no provisions of any collective bargaining
agreements, memoranda of understanding, side agreements, interest arbitration awards, grievance
arbitration awards, settlement agreements, nor any other documents nor past practices may be
interpreted or applied, nor may any new provisions be added to any such agreements or documents,
which would have the effect of additional costs to the City for the implementation of any of these
initiatives or of any of the initiatives in this Recovery Plan. This includes by way of illustration but not
limitation, severance pay, overtime, premium pay and additional hours of work.
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Workforce cost control is essential to the City of Harrisburg’s survival. Without it, the City will
eventually have to make dramatic workforce reductions that will limit its ability to provide the most
basic municipal services. In the recent past, the City of Harrisburg has resorted to layoffs because it
cannot affect other components of compensation. While this Recovery Plan identifies further areas
where the City can reduce headcount, the City cannot survive without restructuring its compensation
packages so that employee compensation and workforce cost growth more closely track the
achievable level of revenue for the City.
Therefore, the initiatives outlined below are intended to move the City toward a structurally balanced
budget so that it can focus its attention on improving City services, instead of merely sustaining
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representatives of its employees in good faith to incorporate these cost containment provisions and
any others throughout this Recovery Plan that may require changes to the collective bargaining
agreements into those agreements. However, to the extent that the City is unable to reach
agreement with any of its unions, resulting in interest arbitration or other legal proceedings, it is the
express intention of the Act 47 Coordinator and the City that the implementation of these cost
containment provisions and any others throughout this Recovery Plan is mandatory. All cost
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Wherever reference is made to parameters for all bargaining units, employee groups or collective
bargaining agreements, such provision shall also apply fully to non-represented personnel unless
expressly stated otherwise. Further, wherever reference is made to parameters for provisions in
collective bargaining agreements, such provisions shall also fully apply to any side agreements,
memoranda of understanding, interest arbitration awards, grievance arbitration awards, settlement
agreements or any other documents. Further, no past practices shall in any manner interfere with
any of the initiatives in this Recovery Plan.
It is the specific intent of the Act 47 Coordinator that no provisions of any collective bargaining
agreements, memoranda of understanding, side agreements, interest arbitration awards, grievance
arbitration awards, settlement agreements, nor any other documents nor past practices may be
interpreted or applied, nor may any new provisions be added to any such agreements or documents,
which would have the effect of additional costs to the City for the implementation of any of these
initiatives or of any of the initiatives in this Recovery Plan. This includes by way of illustration but not
limitation, severance pay, overtime, premium pay and additional hours of work.
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Initiatives
General
WF01.

Explore and pursue legal action concerning void nature of extensions of collective
bargaining agreements
Target outcome:

Cost reduction and improved efficiency

Five year financial impact:

See below

Responsible party:

Mayor and City Council

Impacted employee group:

All employee groups except non-represented employees

The City shall retain experienced public employment labor counsel to explore and institute legal
action to void the extensions of the FOP, IAFF and AFSCME collective bargaining agreements,
specifically the First Amendment to the Basic Labor Agreement with the FOP, the First Amendment
to the Basic Labor Agreement with the IAFF and the First and Second Amendments to the Basic
Labor Agreement with AFSCME.
These amendments unnecessarily extended all three collective bargaining agreements well beyond
their already lengthy terms. These unnecessary extensions, entered into by the prior Mayor at the
end of his term of office and years prior to the expiration of the agreements, prevent the City from
implementing most of the Workforce initiatives in this chapter, as well as many initiatives in other
chapters of this Recovery Plan. An initial review indicates that the contracts are either void ab initio
or at the very least voidable. If the contract extensions continue in effect, there will be zero financial
impact and zero cost savings from the initiatives in this chapter as well as other initiatives in this
Recovery Plan, since none of these initiatives can be implemented under the existing collective
bargaining agreements.
The FOP agreement was extended through December 31, 2015, the IAFF agreement was extended
through December 31, 2016, and the AFSCME agreement was extended through December 31,
2014. The financial impacts shown below and throughout this chapter are based on implementing
the salary and other initiatives in this Recovery Plan, based on the original contract expiration dates,
with the exception of the FOP contract which is assumed to continue through December 31, 2011.
Thus, assuming that the contract extensions are void or voidable, the financial impacts are
calculated based on continuing the existing contracts through the following dates: for the FOP
through December 31, 2011; for the IAFF through December 31, 2012; and for AFSCME through
December 31, 2011.
Without the contract extensions in effect, the City should collectively bargain with the FOP, the IAFF
and AFSCME to negotiate new collective bargaining agreements. These new collective bargaining
agreements would be effective as of the original expiration dates of the contracts (January 1, 2013
for the IAFF and January 1, 2012 for AFSCME), or in the case of the FOP effective January 1, 2012.
The requirements and procedures of Act 195 with respect to the AFSCME agreement and of Act 111
with respect to the FOP and IAFF agreements would apply. Any arbitration awards would be
effective the same dates.
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Initiatives
General
WF01.

Explore and pursue legal action concerning void nature of extensions of collective
bargaining agreements
Target outcome:

Cost reduction and improved efficiency

Five year financial impact:

See below

Responsible party:

Mayor and City Council

Impacted employee group:

All employee groups except non-represented employees

The City shall retain experienced public employment labor counsel to explore and institute legal
action to void the extensions of the FOP, IAFF and AFSCME collective bargaining agreements,
specifically the First Amendment to the Basic Labor Agreement with the FOP, the First Amendment
to the Basic Labor Agreement with the IAFF and the First and Second Amendments to the Basic
Labor Agreement with AFSCME.
These amendments unnecessarily extended all three collective bargaining agreements well beyond
their already lengthy terms. These unnecessary extensions, entered into by the prior Mayor at the
end of his term of office and years prior to the expiration of the agreements, prevent the City from
implementing most of the Workforce initiatives in this chapter, as well as many initiatives in other
chapters of this Recovery Plan. An initial review indicates that the contracts are either void ab initio
or at the very least voidable. If the contract extensions continue in effect, there will be zero financial
impact and zero cost savings from the initiatives in this chapter as well as other initiatives in this
Recovery Plan, since none of these initiatives can be implemented under the existing collective
bargaining agreements.
The FOP agreement was extended through December 31, 2015, the IAFF agreement was extended
through December 31, 2016, and the AFSCME agreement was extended through December 31,
2014. The financial impacts shown below and throughout this chapter are based on implementing
the salary and other initiatives in this Recovery Plan, based on the original contract expiration dates,
with the exception of the FOP contract which is assumed to continue through December 31, 2011.
Thus, assuming that the contract extensions are void or voidable, the financial impacts are
calculated based on continuing the existing contracts through the following dates: for the FOP
through December 31, 2011; for the IAFF through December 31, 2012; and for AFSCME through
December 31, 2011.
Without the contract extensions in effect, the City should collectively bargain with the FOP, the IAFF
and AFSCME to negotiate new collective bargaining agreements. These new collective bargaining
agreements would be effective as of the original expiration dates of the contracts (January 1, 2013
for the IAFF and January 1, 2012 for AFSCME), or in the case of the FOP effective January 1, 2012.
The requirements and procedures of Act 195 with respect to the AFSCME agreement and of Act 111
with respect to the FOP and IAFF agreements would apply. Any arbitration awards would be
effective the same dates.
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Financial Impact
.
WF06
WF07
WF08

Initiative
Implement a three year wage and step
freeze
Implement a new pay scale for new
police officers
Implement a new pay scale for new
firefighters

2011

2012

2013

2014

2015

Total

$0

$529,922

$1,231,679

$1,898,453

$1,370,907

$5,030,961

$0

$17,078

$33,602

$45,984

$52,178

$148,842

$0

$0

$29,212

$40,644

$46,354

$116,210

WF09

Freeze longevity pay and eligibility

$0

$46,777

$115,575

$192,239

$190,973

$545,564

WF10

Reduce paid holidays and personal
leave to 10 days annually

$0

$537,431

$593,144

$593,144

$593,144

$2,316,863

WF11

Adjust overtime eligibility thresholds to
reflect hours actually worked

$-

$-

$-

$-

$-

TBD

WF12

Adjust minimum overtime provisions

$-

$-

$-

$-

$-

TBD

WF13

Reduce vacation leave

$0

$440,093

$542,621

$525,115

$544,152

$2,051,981

WF14

$-

$-

$-

$-

$-

TBD

POL16

Reduce sick leave allotments
Implement a court-related overtime
reduction strategy
Redesign employee health care
Contain Post Retirement Healthcare
Costs
Enhance light duty program
Retain flexibility to fill vacant positions
after six months
Provide management right to limit
bumping rights within departments or
similar positions
Limit compensatory time
Prospectively reduce the level of
benefits
Freeze benefit levels for all plans
Amend Non-Uniformed collective
bargaining agreement
Restructure the Patrol Duty Schedule
Review and revise stipend for newly
promoted investigators
Increase compliment of vice unit
Implement a new schedule for Parking
Enforcement Officers
Enhance leave supervision

FIRE01

Change current shift schedule

FIRE02

Eliminate premium pay

WF15
WF16
WF17
WF18
WF19
WF20
WF21
RB01
RB02
RB08
POL01
POL03
POL05
POL13

FIRE12

FIRE13

Revise turnout gear replacement
practices in current collective
bargaining agreement
Revise IAFF collective bargaining
agreement to allow more efficient and
effective use of resources

Total

City of Harrisburg
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$0

$40,519

$40,519

$40,519

$40,519

$162,076

$0

$1,327,251

$1,486,522

$1,664,904

$1,864,693

$6,343,370

$

$-

$-

$-

$-

TBD

$-

$-

$-

$-

$-

TBD

$-

$-

$-

$-

$-

TBD

$-

$-

$-

$-

$-

TBD

$-

$-

$-

$-

$-

TBD

$-

$-

$-

$-

$-

TBD

$-

$-

$-

$-

$-

TBD

$-

$-

$-

$-

$-

TBD

$-

$-

$-

$-

$-

TBD

$0

$3,920

$2,714

$1,418

$29

$8,081

($3,446)

($13,784)

($13,784)

($13,784)

($13,784)

($58,582)

$-

$-

$-

$-

$-

TBD

$9,415

$37,663

$37,663

$37,663

$37,663

$160,067

$0

$0

$323,210

$323,210

$323,210

$969,630

$0

$0

$297,000

$297,000

$297,000

$891,000

$0

$0

$41,500

$1,500

$1,500

$44,500

$-

$-

$-

$-

$-

TBD

$5,969

$2,969,241

$4,763,547

$5,650,380

$5,350,909

$18,740,046
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Financial Impact
.
WF06
WF07
WF08

Initiative
Implement a three year wage and step
freeze
Implement a new pay scale for new
police officers
Implement a new pay scale for new
firefighters

2011

2012

2013

2014

2015

Total

$0

$529,922

$1,231,679

$1,898,453

$1,370,907

$5,030,961

$0

$17,078

$33,602

$45,984

$52,178

$148,842

$0

$0

$29,212

$40,644

$46,354

$116,210

WF09

Freeze longevity pay and eligibility

$0

$46,777

$115,575

$192,239

$190,973

$545,564

WF10

Reduce paid holidays and personal
leave to 10 days annually

$0

$537,431

$583,858

$583,858

$583,858

$2,289,005

WF11

Adjust overtime eligibility thresholds to
reflect hours actually worked

$-

$-

$-

$-

$-

TBD

WF12

Adjust minimum overtime provisions

$-

$-

$-

$-

$-

TBD

WF13

Reduce vacation leave

$0

$440,093

$494,142

$474,617

490,823

$1,899,675

WF14

$-

$-

$-

$-

$-

TBD

POL16

Reduce sick leave allotments
Implement a court-related overtime
reduction strategy
Redesign employee health care
Contain Post Retirement Healthcare
Costs
Enhance light duty program
Retain flexibility to fill vacant positions
after six months
Provide management right to limit
bumping rights within departments or
similar positions
Limit compensatory time
Prospectively reduce the level of
benefits
Freeze benefit levels for all plans
Amend Non-Uniformed collective
bargaining agreement
Restructure the Patrol Duty Schedule
Review and revise stipend for newly
promoted investigators
Increase compliment of vice unit
Implement a new schedule for Parking
Enforcement Officers
Enhance leave supervision

FIRE01

Change current shift schedule

FIRE02

Eliminate premium pay

WF15
WF16
WF17
WF18
WF19
WF20
WF21
RET01
RET02
RET08
POL01
POL03
POL05
POL13

FIRE12

FIRE13

Revise turnout gear replacement
practices in current collective
bargaining agreement
Revise IAFF collective bargaining
agreement to allow more efficient and
effective use of resources

Total
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$0

$40,519

$40,519

$40,519

$40,519

$162,076

$0

$1,327,251

$1,486,522

$1,664,904

$1,864,693

$6,343,370

$

$-

$-

$-

$-

TBD

$-

$-

$-

$-

$-

TBD

$-

$-

$-

$-

$-

TBD

$-

$-

$-

$-

$-

TBD

$-

$-

$-

$-

$-

TBD

$-

$-

$-

$-

$-

TBD

$-

$-

$-

$-

$-

TBD

$-

$-

$-

$-

$-

TBD

$0

$26,250

$26,250

$26,250

$26,250

$105,000

$0

$3,920

$2,714

$1,418

$29

$8,081

($3,446)

($13,784)

($13,784)

($13,784)

($13,784)

($58,582)

$-

$-

$-

$-

$-

TBD

$9,415

$37,663

$37,663

$37,663

$37,663

$160,067

$0

$0

$323,210

$323,210

$323,210

$969,630

$0

$0

$297,000

$297,000

$297,000

$891,000

$0

$0

$41,500

$1,500

$1,500

$44,500

$$5,969

$$2,993,120

$$4,729,662

$$5,614,475

$$5,312,173

TBD
$18,655,399
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WF02.

Use professional assistance for labor negotiations
Target outcome:

Improved management capacity

Five year financial impact:

Not available

Responsible party:

Business Administrator

Impacted employee group:

All employee groups except non-represented employees

The City shall retain experienced public employment labor counsel for its labor relations activities
beginning at the adoption of the Act 47 Recovery Plan. The City has previously negotiated without
professional labor counsel. The City shall select and use qualified counsel for all contract
negotiations and interest arbitrations. In addition to using the counsel for support in collective
bargaining, the City shall also use the counsel to review past practices that unnecessarily increase
the cost of operations and are permissive subjects of bargaining. The City shall provide a list of
such practices to the Act 47 Coordinator at the beginning of collective bargaining negotiations with
each union.
Since the City is a member of the Pennsylvania League of Cities and Municipalities, it has access to
reduced hourly rates provided through the League’s Public Employer Labor Relations Advisory
Service (PELRAS). With the support of its labor counsel, the City shall make every good faith effort
to achieve negotiated labor agreements consistent with this Recovery Plan.

WF03.

Establish a labor/management committee for all employee groups
Target outcome:

Improved labor-management relations, improved efficiency
and potential service improvements

Five year financial impact:

Not available

Responsible party:

Business Administrator and Director of Human Resources

Impacted employee group:

All employee groups

The City shall establish a labor/management committee that will use the Area Labor Management
Committee (ALMC) structure as a resource. The Office of Labor-Management Cooperation in the
Pennsylvania Department of Labor and Industry promotes labor-management collaboration by
supporting and coordinating with ALMCs.
ALMCs are neutral non-profits comprised of
representatives from labor and industry, management and government who work cooperatively to
retain jobs and promote economic growth. Services provided by ALMCs include third-party
mediation, consulting, training and educational programming.
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WF02.

Use professional assistance for labor negotiations
Target outcome:

Improved management capacity

Five year financial impact:

Not available

Responsible party:

Chief of Staff/Business Administrator

Impacted employee group:

All employee groups except non-represented employees

The City shall retain experienced public employment labor counsel for its labor relations activities
beginning at the adoption of the Act 47 Recovery Plan. The City has previously negotiated without
professional labor counsel. The City shall select and use qualified counsel for all contract
negotiations and interest arbitrations. In addition to using the counsel for support in collective
bargaining, the City shall also use the counsel to review past practices that unnecessarily increase
the cost of operations and are permissive subjects of bargaining. The City shall provide a list of
such practices to the Act 47 Coordinator at the beginning of collective bargaining negotiations with
each union.
Since the City is a member of the Pennsylvania League of Cities and Municipalities, it has access to
reduced hourly rates provided through the League’s Public Employer Labor Relations Advisory
Service (PELRAS). With the support of its labor counsel, the City shall make every good faith effort
to achieve negotiated labor agreements consistent with this Recovery Plan.

WF03.

Establish a labor/management committee for all employee groups
Target outcome:

Improved labor-management relations, improved efficiency
and potential service improvements

Five year financial impact:

Not available

Responsible party:

Chief of Staff/Business Administrator and Director of
Human Resources

Impacted employee group:

All employee groups

The City shall establish a labor/management committee that will use the Area Labor Management
Committee (ALMC) structure as a resource. The Office of Labor-Management Cooperation in the
Pennsylvania Department of Labor and Industry promotes labor-management collaboration by
supporting and coordinating with ALMCs.
ALMCs are neutral non-profits comprised of
representatives from labor and industry, management and government who work cooperatively to
retain jobs and promote economic growth. Services provided by ALMCs include third-party
mediation, consulting, training and educational programming.
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WF04.

Limit new contract enhancements
Target outcome:

Cost reduction and improved efficiency

Five year financial impact:

Not available

Responsible party:

Business Administrator and Director of Human Resources

Impacted employee group:

All employee groups

Unless, and only to the extent that, applicable law requires a change in any of the wages, benefits,
terms, provisions or conditions enumerated herein, all new collective bargaining agreements (which
phrase shall include but not be limited to new agreements, extensions, amendments, side
agreements, memoranda of understanding and settlements) between the City and the unions
representing its employees (whether resulting from collective bargaining between the parties or
interest arbitration pursuant to Act 111 as applicable or otherwise) covering calendar years 2011
through 2015 and subsequent years (or any portion thereof) must not contain, require or provide for
any of the following:
a) Any new overtime or premium pay benefits or requirements;
b) Any increase in existing overtime or premium pay benefits or requirements, nor the
continuation of existing overtime and premium pay benefits and requirements which are
modified by this Recovery Plan;
c) Any increase in pay or benefits associated with new duties, changes in duties, cross training
or activities required by this Recovery Plan;
d) Any new benefits or improvements in existing benefits, nor the continuation of existing
benefits which are modified by this Recovery Plan;
e) Any new paid or unpaid leave;
f) Any improvements to existing paid or unpaid leaves, nor the continuation of existing paid and
unpaid leaves which are modified by this Recovery Plan;
g) Any additional pay for time not worked;
h) Any improvements in existing pay for time not worked, nor the continuation of existing pay for
time not worked which is modified by this Recovery Plan;
i) Any new designations that time not worked counts as time worked for the purpose of
computing overtime or premium pay or increases in existing designations of same, nor the
continuation of designations that time not worked counts as time worked for the purpose of
computing overtime or premium pay which are modified by this Recovery Plan;
j) Any new benefits for retirees or other inactive employees (e.g., those in layoff or disability
status);
k) Any improvements in existing benefits for retirees or other inactive employees, nor the
continuation of existing benefits that are modified by this Recovery Plan;
l) Any other term or provision which continues any existing restrictions or which adds any new
or additional restrictions on the City's Management Rights;17
17

The term "Management Rights," as used herein, includes, without limitation, the rights to: promulgate and enforce work rules, policies and
procedures; select, hire, promote, transfer, assign, determine the duties of, evaluate, layoff, recall, reprimand, suspend, discharge and
otherwise discipline employees; establish, eliminate and redefine positions in accordance with the City's needs; determine the qualifications
and establish performance standards for jobs and assignments; determine the methods, processes and means of performance, where and
when work shall be performed, and the equipment to be used; determine the composition of the work force; create, abolish and change jobs
and job duties; determine employees’ hours and days of work, work schedules, shifts and reporting stations; determine whether to assign
overtime and the amount required; require employees to work overtime; determine when a job vacancy exists, and select the best qualified
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WF04.

Limit new contract enhancements
Target outcome:

Cost reduction and improved efficiency

Five year financial impact:

Not available

Responsible party:

Chief of Staff/Business Administrator and Director of
Human Resources

Impacted employee group:

All employee groups

Unless, and only to the extent that, applicable law requires a change in any of the wages, benefits,
terms, provisions or conditions enumerated herein, all new collective bargaining agreements (which
phrase shall include but not be limited to new agreements, extensions, amendments, side
agreements, memoranda of understanding and settlements) between the City and the unions
representing its employees (whether resulting from collective bargaining between the parties or
interest arbitration pursuant to Act 111 as applicable or otherwise) covering calendar years 2011
through 2015 and subsequent years (or any portion thereof) must not contain, require or provide for
any of the following:
a) Any new overtime or premium pay benefits or requirements;
b) Any increase in existing overtime or premium pay benefits or requirements, nor the
continuation of existing overtime and premium pay benefits and requirements which are
modified by this Recovery Plan;
c) Any increase in pay or benefits associated with new duties, changes in duties, cross training
or activities required by this Recovery Plan;
d) Any new benefits or improvements in existing benefits, nor the continuation of existing
benefits which are modified by this Recovery Plan;
e) Any new paid or unpaid leave;
f) Any improvements to existing paid or unpaid leaves, nor the continuation of existing paid and
unpaid leaves which are modified by this Recovery Plan;
g) Any additional pay for time not worked;
h) Any improvements in existing pay for time not worked, nor the continuation of existing pay for
time not worked which is modified by this Recovery Plan;
i) Any new designations that time not worked counts as time worked for the purpose of
computing overtime or premium pay or increases in existing designations of same, nor the
continuation of designations that time not worked counts as time worked for the purpose of
computing overtime or premium pay which are modified by this Recovery Plan;
j) Any new benefits for retirees or other inactive employees (e.g., those in layoff or disability
status);
k) Any improvements in existing benefits for retirees or other inactive employees, nor the
continuation of existing benefits that are modified by this Recovery Plan;
l) Any other term or provision which continues any existing restrictions or which adds any new
or additional restrictions on the City's Management Rights;19
19

The term "Management Rights," as used herein, includes, without limitation, the rights to: promulgate and enforce work rules, policies and
procedures; select, hire, promote, transfer, assign, determine the duties of, evaluate, layoff, recall, reprimand, suspend, discharge and
otherwise discipline employees; establish, eliminate and redefine positions in accordance with the City's needs; determine the qualifications
and establish performance standards for jobs and assignments; determine the methods, processes and means of performance, where and
when work shall be performed, and the equipment to be used; determine the composition of the work force; create, abolish and change jobs
and job duties; determine employees’ hours and days of work, work schedules, shifts and reporting stations; determine whether to assign
overtime and the amount required; require employees to work overtime; determine when a job vacancy exists, and select the best qualified
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m) Any provision which impairs or restricts the City's ability to engage qualified contractors to
perform services for the City, including services currently provided by bargaining unit
personnel;
n) Any provision which impairs or restricts the City's ability to transfer service provision to
another entity, including services currently provided by bargaining unit personnel;
o) Any provision which restricts or impairs the City's ability to effect a layoff or other reduction in
its workforce, including those that require all part-time employees be laid off regardless of
assignment or duties before any reductions in full-time staff can be made;
p) Any provision which expands any arbitrator's authority to grant relief in any arbitration
proceeding;
q) Any provision which obligates the City to promote or assign or to permit bumping of any
employee on the basis of seniority, rather than on the basis of qualifications and
performance, except to the extent that preference is accorded to the most senior of those
employees having relatively equal qualifications and performance histories;
r) Any provision requiring the City to pay bargaining unit employees to attend any trial, hearing
or other legal proceeding, except to the extent that such employee attends any such
proceeding at the request of the City18;
s) Any provision which restricts the City’s ability to require an employee to work a "light duty"
position within that employee’s medical restrictions, and in any department or bargaining unit
within the City;
t) Any provision obligating the City to provide “light duty” to any employee who is unable to
perform the essential functions of his or her job, with or without reasonable accommodation
and without posing a direct threat to the health or safety of the employee or others;
u) Any provision which expands the bargaining unit employees' rights to present grievances to
the City or to appeal grievances to arbitration;
v) Any provision which provides any pay or other compensation to any employee for: 1) any
exercise by the City of any of the above rights; or 2) the inclusion of any of the above
provisions in any collective bargaining agreement; or 3) the implementation of any of the
above provisions; or 4) the implementation of any of the initiatives in this Recovery Plan; or
w) Any requirement for the City to provide wages, benefits or other terms of employment to any
bargaining unit based on the provisions of such wages, benefits, or other terms of
employment to another bargaining unit.

WF05.

Ensure future collective bargaining agreements remain compliant with Recovery
Plan
Target outcome:

Cost reduction

Five year financial impact:

Not available

Responsible party:

Business Administrator and Director of Human Resources

Impacted employee group:

All employee groups

No person or entity, including (without limitation) the City, any union representing City employees
and any arbitrator appointed pursuant to Act 111 or otherwise, shall continue in effect past the stated
candidate to fill it; take necessary actions in emergency situations; extend, curtail or change City operations and otherwise manage the City,
its operations and its employees in its discretion.
18
This provision is not intended to eliminate pay for routine police court appearances pursuant to subpoenas regarding matters handled by
an officer while on duty. Rather, this provision shall provide clear management discretion to avoid automatic City pay and/or guaranteed
minimum rates for attendance at grievance proceedings and other internal hearings, court appearances regarding personal affairs, etc.
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m) Any provision which impairs or restricts the City's ability to engage qualified contractors to
perform services for the City, including services currently provided by bargaining unit
personnel;
n) Any provision which impairs or restricts the City's ability to transfer service provision to
another entity, including services currently provided by bargaining unit personnel;
o) Any provision which restricts or impairs the City's ability to effect a layoff or other reduction in
its workforce, including those that require all part-time employees be laid off regardless of
assignment or duties before any reductions in full-time staff can be made;
p) Any provision which expands any arbitrator's authority to grant relief in any arbitration
proceeding;
q) Any provision which obligates the City to permit bumping of any employee on the basis of
seniority, rather than on the basis of qualifications and performance, except to the extent that
preference is accorded to the most senior of those employees having relatively equal
qualifications and performance histories;
r) Any provision requiring the City to pay bargaining unit employees to attend any trial, hearing
or other legal proceeding, except to the extent that such employee attends any such
proceeding at the request of the City20;
s) Any provision which restricts the City’s ability to require an employee to work a "light duty"
position within that employee’s medical restrictions, and in any department or bargaining unit
within the City;
t) Any provision obligating the City to provide “light duty” to any employee who is unable to
perform the essential functions of his or her job, with or without reasonable accommodation
and without posing a direct threat to the health or safety of the employee or others;
u) Any provision which expands the bargaining unit employees' rights to present grievances to
the City or to appeal grievances to arbitration;
v) Any provision which provides any pay or other compensation to any employee for: 1) any
exercise by the City of any of the above rights; or 2) the inclusion of any of the above
provisions in any collective bargaining agreement; or 3) the implementation of any of the
above provisions; or 4) the implementation of any of the initiatives in this Recovery Plan; or
w) Any requirement for the City to provide wages, benefits or other terms of employment to any
bargaining unit based on the provisions of such wages, benefits, or other terms of
employment to another bargaining unit.

WF05.

Ensure future collective bargaining agreements remain compliant with Recovery
Plan
Target outcome:

Cost reduction

Five year financial impact:

Not available

Responsible party:

Chief of Staff/Business Administrator and Director of
Human Resources

Impacted employee group:

All employee groups

No person or entity, including (without limitation) the City, any union representing City employees
and any arbitrator appointed pursuant to Act 111 or otherwise, shall continue in effect past the stated
candidate to fill it; take necessary actions in emergency situations; extend, curtail or change City operations and otherwise manage the City,
its operations and its employees in its discretion.
20
This provision is not intended to eliminate pay for routine police court appearances pursuant to subpoenas regarding matters handled by
an officer while on duty. Rather, this provision shall provide clear management discretion to avoid automatic City pay and/or guaranteed
minimum rates for attendance at grievance proceedings and other internal hearings, court appearances regarding personal affairs, etc.
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expiration date of any current labor agreement the wages, benefits or other terms and conditions of
the existing labor agreement if such wages, benefits or other terms or conditions are inconsistent
with the initiatives made in this Recovery Plan.
If any existing collective bargaining agreements and/or amendments or extensions are void or
voidable, no person or entity, including (without limitation) the City, any union representing City
employees and any arbitrator appointed pursuant to Act 111 or otherwise, shall continue in effect
past the stated original expiration date of the prior collective bargaining agreement the wages,
benefits or other terms and conditions of the prior existing labor agreement if such wages, benefits
or other terms or conditions are inconsistent with the initiatives made in this Recovery Plan.
All collective bargaining agreements, interest arbitration awards, settlements, memoranda and
agreements of any kind issued or entered into after the adoption of the Recovery Plan must be
effective at the earliest possible date, and no later than the expiration of the then current and legally
binding collective bargaining agreements and interest arbitration awards. This shall apply even if the
agreement is entered into or the arbitration award is executed subsequent to the effective dates,
thus requiring that the agreements or awards be retroactive. No collective bargaining agreements,
interest arbitration awards, settlements, memoranda and agreements of any kind issued or entered
into after the adoption of the Recovery Plan may extend the current expiration dates of the existing
agreements and awards, nor the expiration dates of the prior unextended and unamended
agreements and awards if such extensions are void or voidable. Specifically, these dates are as
follows:
Employee Group

Covered Positions

Original Contract
Term

Extended
Contract Term

Fraternal Order of Police,
Lodge No. 12

All sworn Police Officers with the
exception of the Chief of Police and
three Captains

2004 - 2010

Extended
1/1/2011 –
12/31/2015

International Association of
Fire Fighters, Local Union
No. 428

All Fire Fighters with the exception of
the Fire Chief and the two Deputy
Chiefs

2006 - 2012

Extended
1/1/2013 –
12/31/2016

American Federation of
State, County and Municipal
Employees, Local 521

All non-uniformed, non-management
employees

2008 - 2011

Extended
1/1/2012 –
12/31/2014

The City shall take steps to promptly bargain all new collective bargaining agreements and shall
follow all time limits for interest arbitration so that any interest arbitration award shall be issued prior
to the expiration of the collective bargaining agreement. This shall also equally apply if any or all of
the existing amendments to the collective bargaining agreements are void or voidable. The
timelines contained in Act 111 shall be adhered to strictly and may not be waived. If an arbitration
award is not issued prior to the expiration of the collective bargaining agreement then the City shall
implement all of the provisions and initiatives of the Recovery Plan to the maximum extent legally
consistent with Act 47.
If this Recovery Plan is extended to cover any period of time subsequent to its initial term, then,
unless and until the initiatives made in this Recovery Plan are revised, any labor agreement between
the City and any union representing City employees (whether resulting from collective bargaining,
interest arbitration pursuant to Act 111 or otherwise) covering such subsequent period shall comply
with the Initiatives made herein without regard to the period of agreement specified in any such
Initiative.
City of Harrisburg
Act 47 Recovery Plan
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expiration date of any current labor agreement the wages, benefits or other terms and conditions of
the existing labor agreement if such wages, benefits or other terms or conditions are inconsistent
with the initiatives made in this Recovery Plan.
If any existing collective bargaining agreements and/or amendments or extensions are void or
voidable, no person or entity, including (without limitation) the City, any union representing City
employees and any arbitrator appointed pursuant to Act 111 or otherwise, shall continue in effect
past the stated original expiration date of the prior collective bargaining agreement the wages,
benefits or other terms and conditions of the prior existing labor agreement if such wages, benefits
or other terms or conditions are inconsistent with the initiatives made in this Recovery Plan.
All collective bargaining agreements, interest arbitration awards, settlements, memoranda and
agreements of any kind issued or entered into after the adoption of the Recovery Plan must be
effective at the earliest possible date, and no later than the expiration of the then current and legally
binding collective bargaining agreements and interest arbitration awards. This shall apply even if the
agreement is entered into or the arbitration award is executed subsequent to the effective dates,
thus requiring that the agreements or awards be retroactive. No collective bargaining agreements,
interest arbitration awards, settlements, memoranda and agreements of any kind issued or entered
into after the adoption of the Recovery Plan may extend the current expiration dates of the existing
agreements and awards, nor the expiration dates of the prior unextended and unamended
agreements and awards if such extensions are void or voidable. Specifically, these dates are as
follows:
Employee Group

Covered Positions

Original Contract
Term

Extended
Contract Term

Fraternal Order of Police,
Lodge No. 12

All sworn Police Officers with the
exception of the Chief of Police and
three Captains

2004 - 2010

Extended
1/1/2011 –
12/31/2015

International Association of
Fire Fighters, Local Union
No. 428

All Fire Fighters with the exception of
the Fire Chief and the two Deputy
Chiefs

2006 - 2012

Extended
1/1/2013 –
12/31/2016

American Federation of
State, County and Municipal
Employees, Local 521

All non-uniformed, non-management
employees

2008 - 2011

Extended
1/1/2012 –
12/31/2014

The City shall take steps to promptly bargain all new collective bargaining agreements and shall
follow all time limits for interest arbitration so that any interest arbitration award shall be issued prior
to the expiration of the collective bargaining agreement. This shall also equally apply if any or all of
the existing amendments to the collective bargaining agreements are void or voidable. The
timelines contained in Act 111 shall be adhered to strictly and may not be waived. If an arbitration
award is not issued prior to the expiration of the collective bargaining agreement then the City shall
implement all of the provisions and initiatives of the Recovery Plan to the maximum extent legally
consistent with Act 47.
If this Recovery Plan is extended to cover any period of time subsequent to its initial term, then,
unless and until the initiatives made in this Recovery Plan are revised, any labor agreement between
the City and any union representing City employees (whether resulting from collective bargaining,
interest arbitration pursuant to Act 111 or otherwise) covering such subsequent period shall comply
with the Initiatives made herein without regard to the period of agreement specified in any such
Initiative.
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Cash Compensation
WF06.

Implement a three year wage and step freeze
Target outcome:

Cost reduction

Five year financial impact:

$5,030,961

Responsible party:

Business Administrator and Director of Human Resources

Impacted employee group:

All employee groups, including management employees
and full time elected officials

There shall be a base wage and step freeze for the first three years of each new collective
bargaining agreement negotiated or arbitration award received after the adoption of this Recovery
Plan. Base wage increases in subsequent years shall be no more than 2.0%. When step increases
resume in the fourth year of the contract or award, they shall do so from the frozen level, except
where explicitly stated otherwise, rather than being accelerated to “catch up” to the step that would
have been reached without the freeze. This base wage and step freeze shall also apply to all nonbargaining unit employees, including management employees, and full-time elected officials.
If the existing contract extensions continue in effect, the financial impact through the end of 2015 is
zero. If the contracts extensions do not continue in effect, the projected savings associated with the
base wage increase pattern described are $529,922 in 2012, once the new agreements with Police
and AFSCME are in effect. The IAFF original contract (before extension) is in effect through 2012.
Through 2015, there are $5 million in projected savings in all funds from which salaries are paid.

Financial Impact Without Contract Extensions
2011
$0

WF07.

2012
$529,922

2013
$1,231,679

2014
$1,898,453

2015
$1,370,907

Total
$5,030,961

Implement a new pay scale for new police officers
Target outcome:

Cost reduction

Five year financial impact:

$148,842

Responsible party:

Business Administrator and Director of Human Resources

Impacted employee group:

FOP

The current pay scale for FOP employees begins with the relatively high starting salary of $54,539
for Police Patrol Officer Year 1. This is quite different from what other urban police officers in the
region are paid. The chart below compares the starting salary for a Harrisburg police officer with the
starting salary for police officers in five other Pennsylvania cities of the Third Class as of January 1
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Cash Compensation
WF06.

Implement a three year wage and step freeze
Target outcome:

Cost reduction

Five year financial impact:

$5,030,961

Responsible party:

Chief of Staff/Business Administrator and Director of
Human Resources

Impacted employee group:

All employee groups, including management employees
and full time elected officials

There shall be a base wage and step freeze for the first three years of each new collective
bargaining agreement negotiated or arbitration award received after the adoption of this Recovery
Plan. Base wage increases in subsequent years shall be no more than 2.0%. When step increases
resume in the fourth year of the contract or award, they shall do so from the frozen level, except
where explicitly stated otherwise, rather than being accelerated to “catch up” to the step that would
have been reached without the freeze. This base wage and step freeze shall also apply to all nonbargaining unit employees, including management employees, and full-time elected officials.
If the existing contract extensions continue in effect, the financial impact through the end of 2015 is
zero. If the contracts extensions do not continue in effect, the projected savings associated with the
base wage increase pattern described are $529,922 in 2012, once the new agreements with Police
and AFSCME are in effect. The IAFF original contract (before extension) is in effect through 2012.
Through 2015, there are $5 million in projected savings in all funds from which salaries are paid.

Financial Impact Without Contract Extensions
2011
$0

2012
$529,922

2013
$1,231,679

2014
$1,898,453

2015
$1,370,907

Total
$5,030,961

Note: pursuant to Section 252 of Act 47: “a collective bargaining agreement or arbitration settlement
executed after the adoption of a plan shall not in any manner violate, expand or diminish its
provisions.”
WF07.
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Implement a new pay scale for new police officers
Target outcome:

Cost reduction

Five year financial impact:

$148,842

Responsible party:

Chief of Staff/Business Administrator and Director of
Human Resources

Impacted employee group:

FOP

City of Harrisburg
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of the years shown. The Harrisburg FOP pay scale is also compressed in that Police Patrol Officers
Year 1 earn 91.5% of the top step ($59,571), which is reached in Year 3.
Jurisdiction

Minimum Salary

Harrisburg

$54,539 (2011)

Reading

$44,743 (2012)

Bethlehem

$45,308 (2010)

Allentown

$43,321 (2010)

York

$40,452 (2010)

Lancaster

$39,862 (2010)

The City shall adjust the police officer pay scale so it has a five step progression with a trainee step
and four non-probationary steps for all employees hired on or after January 1, 2012. Entry level
rates will be adjusted to approximately 75% of top step and each step will increase by a
proportionate amount each year, resulting in the base wage scale shown below. The previously
described three year base wage freeze for 2012 through 2014 shall also apply to officers hired on
this pay scale. However, police officers hired on or after January 1, 2012 shall be eligible for the
step increase in all years.

FOP Pay Scale: Employees hired on or after January 1, 2012
1/1/2012

1/1/2013

1/1/2014

1/1/2015

Police Officer IV

$60,672

$60,672

$60,672

$61,885

Police Officer III

$57,070

$57,070

$57,070

$58,211

Police Officer II

$53,380

$53,380

$53,380

$54,448

Police Officer I

$49,690

$49,690

$49,690

$50,684

Police Officer Trainee

$46,000

$46,000

$46,000

$46,920

While police officers hired after on or after January 1, 2012 (i.e., those on the new pay scale) will
receive step increases in 2013 and 2014 and police officers hired before January 1, 2012 (i.e., those
on the current pay scale) will not, the scales have been calibrated so that no employee on the new
pay scale has a higher base wage than an employee on the current pay scale, including looking
forward to future years when wage increases are limited to 2% per year.
If the existing contract extensions continue in effect, the financial impact through the end of 2015 is
zero. If the contract extensions do not continue in effect, the exact savings achieved under this new
pay scale will depend on how many employees are hired and when. The calculation below assumes
a replacement rate of two officers per year.
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The current pay scale for FOP employees begins with the relatively high starting salary of $54,539
for Police Patrol Officer Year 1. This is quite different from what other urban police officers in the
region are paid. The chart below compares the starting salary for a Harrisburg police officer with the
starting salary for police officers in five other Pennsylvania cities of the Third Class as of January 1
of the years shown. The Harrisburg FOP pay scale is also compressed in that Police Patrol Officers
Year 1 earn 91.5% of the top step ($59,571), which is reached in Year 3.
Jurisdiction

Minimum Salary

Harrisburg

$54,539 (2011)

Reading

$44,743 (2012)

Bethlehem

$45,308 (2010)

Allentown

$43,321 (2010)

York

$40,452 (2010)

Lancaster

$39,862 (2010)

The City shall adjust the police officer pay scale so it has a five step progression with a trainee step
and four non-probationary steps for all employees hired on or after January 1, 2012. Entry level
rates will be adjusted to approximately 75% of top step and each step will increase by a
proportionate amount each year, resulting in the base wage scale shown below. The previously
described three year base wage freeze for 2012 through 2014 shall also apply to officers hired on
this pay scale. However, police officers hired on or after January 1, 2012 shall be eligible for the
step increase in all years. Pay scales for the ranks of Corporal, Sergeant and Lieutenant shall be
similarly adjusted.

FOP Pay Scale: Employees hired on or after January 1, 2012
1/1/2012

1/1/2013

1/1/2014

1/1/2015

Police Officer IV

$60,672

$60,672

$60,672

$61,885

Police Officer III

$57,070

$57,070

$57,070

$58,211

Police Officer II

$53,380

$53,380

$53,380

$54,448

Police Officer I

$49,690

$49,690

$49,690

$50,684

Police Officer Trainee

$46,000

$46,000

$46,000

$46,920

While police officers hired after on or after January 1, 2012 (i.e., those on the new pay scale) will
receive step increases in 2013 and 2014 and police officers hired before January 1, 2012 (i.e., those
on the current pay scale) will not, the scales have been calibrated so that no employee on the new
pay scale has a higher base wage than an employee on the current pay scale, including looking
forward to future years when wage increases are limited to 2% per year.
If the existing contract extensions continue in effect, the financial impact through the end of 2015 is
zero. If the contract extensions do not continue in effect, the exact savings achieved under this new
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Financial Impact Without Contract Extensions
2011
$0

WF08.

2012

2013

$17,078

$33,602

2014
$45,984

2015
$52,178

Total
$148,842

Implement a new pay scale for new firefighters
Target outcome:

Cost reduction

Five year financial impact:

$116,210

Responsible party:

Business Administrator and Director of Human Resources

Impacted employee group:

IAFF

The current pay scale for IAFF employees begins with a relatively high starting salary of $48,509 at
Firefighter I. The chart below compares the starting salary for a Harrisburg firefighter with the
starting salary for firefighters in five other Pennsylvania cities of the Third Class as of January 1 of
the year shown. As with the Harrisburg FOP pay scale, the IAFF pay scale is compressed in that a
Firefighter I earns 93.6% of the top D/O step ($51,834). Further, the collective bargaining
agreement provides for an additional 2% base salary increase effective July 1, 2011, to $49,478 for
FF1 and $52,871 for D/O.
Jurisdiction
Harrisburg

Minimum Salary
$48,509 (1/1/2011)
$49,478 (7/1/2011)

Reading

$39,980 (2011)

York

$39,971 (2010)

Bethlehem

$39,726 (2010)

Allentown

$39,721 (2010)

Lancaster

$40,573 (2011)

The City shall adjust the IAFF pay scale so it has a five step progression beginning with a new
trainee step (a probationary step lasting 12 months) and four non-probationary steps for all
employees hired on or after January 1, 2013. Entry level rates will be adjusted to approximately
75% of top step and each step will increase proportionately each year resulting in the base wage
scale shown below. The previously described three year base wage freeze for the first three years
shall also apply to firefighters hired on this pay scale. However, firefighters hired on or after January
1, 2013 shall be eligible for the step increase in all years.
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pay scale will depend on how many employees are hired and when. The calculation below assumes
a replacement rate of two officers per year.

Financial Impact Without Contract Extensions
2011
$0

WF08.

2012

2013

$17,078

$33,602

2014
$45,984

2015
$52,178

Total
$148,842

Implement a new pay scale for new firefighters
Target outcome:

Cost reduction

Five year financial impact:

$116,210

Responsible party:

Chief of Staff/Business Administrator and Director of
Human Resources

Impacted employee group:

IAFF

The current pay scale for IAFF employees begins with a relatively high starting salary of $48,509 at
Firefighter I. The chart below compares the starting salary for a Harrisburg firefighter with the
starting salary for firefighters in five other Pennsylvania cities of the Third Class as of January 1 of
the year shown. As with the Harrisburg FOP pay scale, the IAFF pay scale is compressed in that a
Firefighter I earns 93.6% of the top D/O step ($51,834). Further, the collective bargaining
agreement provides for an additional 2% base salary increase effective July 1, 2011, to $49,478 for
FF1 and $52,871 for D/O.
Jurisdiction
Harrisburg

Minimum Salary
$48,509 (1/1/2011)
$49,478 (7/1/2011)

Reading

$39,980 (2011)

York

$39,971 (2010)

Bethlehem

$39,726 (2010)

Allentown

$39,721 (2010)

Lancaster

$40,573 (2011)

The City shall adjust the IAFF pay scale so it has a five step progression beginning with a new
trainee step (a probationary step lasting 12 months) and four non-probationary steps for all
employees hired on or after January 1, 2013. Entry level rates will be adjusted to approximately
75% of top step and each step will increase proportionately each year resulting in the base wage
scale shown below. The previously described three year base wage freeze for the first three years
shall also apply to firefighters hired on this pay scale. However, firefighters hired on or after January
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IAFF Pay Scale: Employees hired on or after January 1, 2013
1/1/2013

1/1/2014

1/1/2015

Firefighter IV

$56,085

$56,085

$57,207

Firefighter III

$52,680

$52,680

$53,734

Firefighter II

$49,270

$49,270

$50,255

Firefighter I

$45,860

$45,860

$46,777

Firefighter Trainee

$42,450

$42,450

$43,299

While firefighters hired on or after January 1, 2013 (i.e., those on the new pay scale) will receive step
increases in 2014 and firefighters hired before January 1, 2013 (i.e., those on the current pay scale)
will not, the scales have been calibrated so that no employee on the new pay scale has a higher
base wage than an employee on the current pay scale, including looking forward to future years
when wage increases are limited to 2% per year.
If the existing contract extensions continue in effect, the financial impact through the end of 2015 is
zero. If the contract extensions do not continue in effect, the exact savings achieved under this new
pay scale will depend on how many employees are hired and when. The calculation below assumes
a replacement rate of two firefighters per year.

Financial Impact Without Contract Extensions

WF09.

2011

2012

$0

$0

2013
$29,212

2014
$40,644

2015
$46,354

Total
$116,210

Freeze longevity pay and eligibility
Target outcome:

Cost reduction

Five year financial impact:

$545,564

Responsible party:

Business Administrator and Director of Human
Resources

Impacted employee group:

All employee groups

Employees who are currently eligible and receiving such pay shall have their longevity payment
frozen at the current rate for the duration of this Recovery Plan. Longevity pay shall not be provided
to employees hired after the date of adoption of this Plan or to current employees who do not reach
eligibility for the payment before the expiration of their collective bargaining agreement. The savings
projected below reflect the application of this initiative to the uniformed employees who receive
longevity payments, though some non-uniformed employees also receive longevity pay.
If the existing contract extensions continue in effect, the financial impact through the end of 2015 is
zero. If the contracts extensions do not continue in effect, the savings projected below reflect the
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1, 2013 shall be eligible for the step increase in all years. Pay scales for the ranks of Lieutenant,
Captain and Battalion Chief shall be similarly adjusted.

IAFF Pay Scale: Employees hired on or after January 1, 2013
1/1/2013

1/1/2014

1/1/2015

Firefighter IV

$56,085

$56,085

$57,207

Firefighter III

$52,680

$52,680

$53,734

Firefighter II

$49,270

$49,270

$50,255

Firefighter I

$45,860

$45,860

$46,777

Firefighter Trainee

$42,450

$42,450

$43,299

While firefighters hired on or after January 1, 2013 (i.e., those on the new pay scale) will receive step
increases in 2014 and firefighters hired before January 1, 2013 (i.e., those on the current pay scale)
will not, the scales have been calibrated so that no employee on the new pay scale has a higher
base wage than an employee on the current pay scale, including looking forward to future years
when wage increases are limited to 2% per year.
If the existing contract extensions continue in effect, the financial impact through the end of 2015 is
zero. If the contract extensions do not continue in effect, the exact savings achieved under this new
pay scale will depend on how many employees are hired and when. The calculation below assumes
a replacement rate of two firefighters per year.

Financial Impact Without Contract Extensions

WF09.

2011

2012

$0

$0

2013
$29,212

2014
$40,644

2015
$46,354

Total
$116,210

Freeze longevity pay and eligibility
Target outcome:

Cost reduction

Five year financial impact:

$545,564

Responsible party:

Chief of Staff/Business Administrator and Director of
Human Resources

Impacted employee group:

All employee groups

Employees who are currently eligible and receiving such pay shall have their longevity payment
frozen at the current rate for the duration of this Recovery Plan. Longevity pay shall not be provided
to employees hired after the date of adoption of this Plan or to current employees who do not reach
eligibility for the payment before the expiration of their collective bargaining agreement. The savings
projected below reflect the application of this initiative to the uniformed employees who receive
longevity payments, though some non-uniformed employees also receive longevity pay.
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application of this initiative to the uniformed employees who receive longevity payments, though
some non-uniformed employees also receive longevity pay.

Financial Impact Without Contract Extensions
2011
$0

WF10.

2012

2013

$46,777

2014

$115,575

$192,239

2015
$190,973

Total
$545,564

Reduce paid holidays and personal leave to 10 days annually
Target outcome:

Cost reduction and increased productivity

Five year financial impact:

$2,316,863

Responsible party:

Business Administrator and Director of Human Resources

Impacted employee group:

All employee groups

All current and future employees shall be limited to ten holidays annually, including personal days.
Each holiday shall be paid at the employee’s regular base hourly rate of pay for the number of hours
usually worked by that employee on his or her regular work shift or by the average hours usually
worked by that employee on his or her regular work shifts. Under initiative POL01 “Restructure the
patrol duty schedule,” the revised duty schedules for FOP employees provide for fewer scheduled
tours of duty per year and have already incorporated the ten holidays, so police employees will not
receive any holidays outside of these schedules.
If the existing contract extensions continue in effect, the financial impact through the end of 2015 is
zero. If the contract extensions do not continue in effect, the financial impact is shown below.

Financial Impact Without Contract Extensions
2011
$0
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2012
$537,431

2013
$593,144

2014
$593,144

2015
$593,144

Total
$2,316,863
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If the existing contract extensions continue in effect, the financial impact through the end of 2015 is
zero. If the contracts extensions do not continue in effect, the savings projected below reflect the
application of this initiative to the uniformed employees who receive longevity payments, though
some non-uniformed employees also receive longevity pay.

Financial Impact Without Contract Extensions
2011
$0

WF10.

2012

2013

$46,777

2014

$115,575

$192,239

2015
$190,973

Total
$545,564

Reduce paid holidays and personal leave to 10 days annually
Target outcome:

Cost reduction and increased productivity

Five year financial impact:

$2,289,006

Responsible party:

Chief of Staff/Business Administrator and Director of
Human Resources

Impacted employee group:

All employee groups

All current and future employees shall be limited to ten holidays annually, including personal days.
Each holiday shall be paid at the employee’s regular base hourly rate of pay for the number of hours
usually worked by that employee on his or her regular work shift or by the average hours usually
worked by that employee on his or her regular work shifts. Under initiative POL01 “Restructure the
patrol duty schedule,” the revised duty schedules for FOP employees provide for fewer scheduled
tours of duty per year and have already incorporated the ten holidays, so police employees will not
receive any holidays outside of these schedules.
If the existing contract extensions continue in effect, the financial impact through the end of 2015 is
zero. If the contract extensions do not continue in effect, the financial impact is shown below.

Financial Impact Without Contract Extensions
2011
$0
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2012
$537,431

2013
$583,858

2014
$583,858

2015
$583,858

Total
$2,289,006
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Overtime
Because overtime usage is driven by several factors, this Plan includes several initiatives to help the
City control the growth in this form of compensation. The initiatives in this section focus on collective
bargaining agreement provisions that drive overtime costs. Initiatives in other chapters, particularly
Police and Fire, recommend operational changes to reduce the City’s overtime costs. When taken
together, they will enable the City to control overtime costs.
WF11.

Adjust overtime eligibility thresholds to reflect hours actually worked
Target outcome:

Cost reduction

Five year financial impact:

Not available

Responsible party:

Business Administrator and Director of Human Resources

Impacted employee group:

All employee groups

The City’s collective bargaining agreements have overly lenient definitions of what time can be
counted toward an employee’s eligibility for overtime. For example, if an employee represented by
the FOP misses a scheduled work day on sick leave, those hours are counted toward the 40
necessary to qualify for overtime. The City shall change the calculation of overtime eligibility such
that only hours actually worked, paid vacation leave, paid holidays, paid personal leave, paid
bereavement leave and paid jury duty shall be counted toward the computation of overtime. Paid
sick leave, paid compensatory time and other paid or unpaid leaves shall not be counted toward the
computation of overtime.

WF12.

Adjust minimum overtime provisions
Target outcome:

Cost reduction

Five year financial impact:

Not available

Responsible party:

Business Administrator, Director of Human Resources
and Department Heads

Impacted employee
group:

All employee groups

The FOP, IAFF and AFSCME collective bargaining agreements include a number of provisions that
provide for payments of a minimum number of hours at overtime if an employee is recalled to duty.
Certain of these provisions have been interpreted to apply to additional work before and after the
employee’s regular shift. These provisions shall be changed so that: 1) they will only apply when an
employee is called in from home to return to work at a time not before or after the employee’s
regular shift; and 2) the employee shall be paid a minimum of four hours at straight time (the
employee’s normal base hourly rate).
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Overtime
Because overtime usage is driven by several factors, this Plan includes several initiatives to help the
City control the growth in this form of compensation. The initiatives in this section focus on collective
bargaining agreement provisions that drive overtime costs. Initiatives in other chapters, particularly
Police and Fire, recommend operational changes to reduce the City’s overtime costs. When taken
together, they will enable the City to control overtime costs.
WF11.

Adjust overtime eligibility thresholds to reflect hours actually worked
Target outcome:

Cost reduction

Five year financial impact:

Not available

Responsible party:

Chief of Staff/Business Administrator and Director of
Human Resources

Impacted employee group:

All employee groups

The City’s collective bargaining agreements have overly lenient definitions of what time can be
counted toward an employee’s eligibility for overtime. For example, if an employee represented by
the FOP misses a scheduled work day on sick leave, those hours are counted toward the 40
necessary to qualify for overtime. The City shall change the calculation of overtime eligibility such
that only hours actually worked, paid vacation leave, paid holidays, paid personal leave, paid
bereavement leave and paid jury duty shall be counted toward the computation of overtime. Paid
sick leave, paid compensatory time and other paid or unpaid leaves shall not be counted toward the
computation of overtime. To the extent that overtime eligibility for any group does not currently
include paid vacation leave, paid holidays, paid personal leave, paid bereavement leave or paid jury
duty leave, no adjustment shall be made to count such hours as hours worked for overtime eligibility
purposes.

WF12.

Adjust minimum overtime provisions
Target outcome:

Cost reduction

Five year financial impact:

Not available

Responsible party:

Chief of Staff/Business Administrator, Director of Human
Resources and Department Heads

Impacted employee
group:

All employee groups

The FOP, IAFF and AFSCME collective bargaining agreements include a number of provisions that
provide for payments of a minimum number of hours at overtime if an employee is recalled to duty.
Certain of these provisions have been interpreted to apply to additional work before and after the
employee’s regular shift. These provisions shall be changed so that: 1) they will only apply when an
employee is called in from home to return to work at a time not before or after the employee’s
regular shift; and 2) the employee shall be paid a minimum of four hours at straight time (the
employee’s normal base hourly rate).
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WF13.

Reduce vacation leave
Target outcome:

Cost reduction and enhanced staffing

Five year financial impact:

$2,051,981

Responsible party:

Business Administrator and Director of Human Resources

Impacted employee group:

All employee groups

Employees shall earn annual vacation leave according to the schedule below.

Years of Service
Completed
After 1 year of
continuous full-time
employment
After 5 years of
continuous full-time
employment
After 10 years of
continuous full-time
employment
After 15 years of
continuous full-time
employment

Fire19

Non-Uniform

Police

60 or 64 hours

80 hours

140 hours

120 hours

120 hours

140 hours

120 hours

120 hours

140 hours

160 hours

160 hours

160 hours

For positions with mandatory shift coverage, such as police patrol, this will reduce the number of
vacancies that must be filled using other employees on overtime. For other positions, this will
reduce the pressure to use overtime to address a backlog of work that can be partially created by
employee vacations. In either case, reducing the amount of overtime will increase the number of
hours worked by each employee, which builds the City’s staffing levels without incurring the costs
associated with hiring and training more employees. For example, 37 police officers who currently
receive 19 days of vacation because they have at least five years of service will now receive 15 days
vacation. That will provide 1,184 more hours of coverage, which is the equivalent of 0.6 additional
officers.
Management shall also have the right to determine the maximum number of employees from each
platoon, shift, department or other organizational unit who can take vacation simultaneously and to
set different thresholds throughout the year. This will help the City reduce overtime associated with
several employees taking vacation at the same time.
Employees who work less than 75% of their scheduled hours per month shall not earn vacation
leave for that month. The 75% shall be calculated by including hours actually worked, plus hours
paid as vacation leave, compensatory time, personal leave, holidays, jury duty leave and
bereavement leave.

19

Fire vacation at 10 hours per day, current at 12 hours per day.
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WF13.

Reduce vacation leave
Target outcome:

Cost reduction and enhanced staffing

Five year financial impact:

$1,899,675

Responsible party:

Chief of Staff/Business Administrator and Director of
Human Resources

Impacted employee group:

All employee groups

Employees shall earn annual vacation leave according to the schedule below.

Years of Service
Completed
After 1 year of
continuous full-time
employment
After 5 years of
continuous full-time
employment
After 10 years of
continuous full-time
employment
After 15 years of
continuous full-time
employment

Fire21

Non-Uniform

Police

60 or 64 hours

80 hours

140 hours

120 hours

120 hours

140 hours

120 hours

120 hours

140 hours

160 hours

160 hours

160 hours

For positions with mandatory shift coverage, such as police patrol, this will reduce the number of
vacancies that must be filled using other employees on overtime. For other positions, this will
reduce the pressure to use overtime to address a backlog of work that can be partially created by
employee vacations. In either case, reducing the amount of overtime will increase the number of
hours worked by each employee, which builds the City’s staffing levels without incurring the costs
associated with hiring and training more employees. For example, 37 police officers who currently
receive 19 days of vacation because they have at least five years of service will now receive 15 days
vacation. That will provide 1,184 more hours of coverage, which is the equivalent of 0.6 additional
officers.
Management shall also have the right to determine the maximum number of employees from each
platoon, shift, department or other organizational unit who can take vacation simultaneously and to
set different thresholds throughout the year. This will help the City reduce overtime associated with
several employees taking vacation at the same time.
Employees who work less than 75% of their scheduled hours per month shall not earn vacation
leave for that month. The 75% shall be calculated by including hours actually worked, plus hours
paid as vacation leave, compensatory time, personal leave, holidays, jury duty leave and
bereavement leave.

21

Fire vacation at 10 hours per day, current at 12 hours per day.
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If the existing contract extensions continue in effect, the financial impact through the end of 2015 is
zero. If the contract extensions do not continue in effect, the financial impact is shown below.

Financial Impact Without Contract Extensions
2011
$0

WF14.

2012
$440,093

2013
$542,621

2014
$525,115

2015
$544,152

Total
$2,051,981

Reduce sick leave allotments
Target outcome:

Cost reduction and enhanced staffing

Five year financial impact:

Not available

Responsible party:

Business Administrator and Director of Human Resources

Impacted employee group:

All employee groups

Like any kind of paid leave, sick leave can drive overtime expenses higher by creating vacancies
that must be filled or work backlogs that must be reduced by employees working overtime. That
potential is especially high with sick leave since the employee absences are unplanned and
management has less time to adjust staff schedules to compensate for the absence. As described
earlier in this chapter, the City’s sick leave allotments are far beyond the levels seen in many private
businesses or state and local governments. The City shall reduce its annual sick leave allocation for
all employees to 12 days per year. Sick leave allocated to firefighters shall be reduced to the
minimum required by state statute or 12 days per year if no minimum applies. Employees shall be
allowed no more than three days per year for illnesses related to family.
Employees who work less than 75% of their scheduled hours per month shall not earn sick leave for
that month. The 75% shall be calculated by including hours actually worked, plus hours paid as
vacation leave, compensatory time, personal leave, holidays, jury duty leave and bereavement
leave.
If the existing contract extensions continue in effect, the financial impact through the end of 2015 is
zero.
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If the existing contract extensions continue in effect, the financial impact through the end of 2015 is
zero. If the contract extensions do not continue in effect, the financial impact is shown below.
This initiative shall also be implemented for management and other non-bargaining unit employees.

Financial Impact Without Contract Extensions
2011
$0

WF14.

2012
$440,093

2013
$494,142

2014
$474,617

2015
$490,823

Total
$1,899,675

Reduce sick leave allotments
Target outcome:

Cost reduction and enhanced staffing

Five year financial impact:

Not available

Responsible party:

Chief of Staff/Business Administrator and Director of
Human Resources

Impacted employee group:

All employee groups

Like any kind of paid leave, sick leave can drive overtime expenses higher by creating vacancies
that must be filled or work backlogs that must be reduced by employees working overtime. That
potential is especially high with sick leave since the employee absences are unplanned and
management has less time to adjust staff schedules to compensate for the absence. As described
earlier in this chapter, the City’s sick leave allotments are far beyond the levels seen in many private
businesses or state and local governments. The City shall reduce its annual sick leave allocation for
all employees to 12 days per year. Sick leave allocated to firefighters and police officers shall be
reduced to the minimum required by state statute or 12 days per year if no minimum applies.
Employees shall be allowed no more than three days per year for illnesses related to family.
Employees who work less than 75% of their scheduled hours per month shall not earn sick leave for
that month. The 75% shall be calculated by including hours actually worked, plus hours paid as
vacation leave, compensatory time, personal leave, holidays, jury duty leave and bereavement
leave.
If the existing contract extensions continue in effect, the financial impact through the end of 2015 is
zero.
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WF15.

Implement a court-related overtime reduction strategy
Target outcome:

Cost reduction and improved regional cooperation

Five year financial impact:

$162,076

Responsible party:

Business Administrator, Director of Human Resources
and Department Heads

Impacted employee group:

FOP, AFSCME

In recent years, the Police Bureau has made approximately 4,000 – 5,000 arrests per year. Since
officers work steady shifts, all personnel assigned to the midnight shift, the 7:00 P.M. to 3:00 A.M.
shift and, in many cases, the early evening shift attend court hearings and trials associated with
those arrests outside their regularly scheduled shift and are paid overtime to do so. The collective
bargaining agreement provides that an officer will receive a minimum of two hours for any court
appearance that is not within the officer’s shift.
Because arrests and the subsequent court appearances are an integral part of police work, it is not
unusual for a collective bargaining agreement to permit management to reschedule an officer’s tours
to align with court appearances. The collective bargaining agreement shall be revised to permit the
rescheduling of an employee’s tour for the purpose of appearing in court. Officers’ days off would
not be changed for the purpose of avoiding overtime, but their eight hour shift would be adjusted
within a scheduled workday.
The City shall engage other participants in the court process to determine what changes can be
made that will still provide officers for testimony but do so at a lower cost to the City. The City’s
review shall include department management and representatives from the FOP, Capital City Lodge
No. 12. Some municipalities have established coordinating councils that bring together members of
local law enforcement departments, courts and the District Attorney to address court-related
overtime and other concerns of joint interest. Possible areas for discussion include how many
officers are called to testify, when they are called to do so and identifying cases that can be resolved
more quickly with fewer officer appearances. In 2005, Nassau County, New York established an
Early Case Assessment Bureau (ECAB) between its County Police Department and the District
Attorney to identify which cases should be pursued more vigorously and which weak cases could be
dropped.
If the existing contract extensions continue in effect, the financial impact through the end of 2015 is
zero. If the contract extensions do not continue in effect, the financial impact is shown below. The
savings target for changing collective bargaining provisions and procedures related to court overtime
is 25% of the 2010 spending level or $40,519.

Financial Impact Without Contract Extensions
2011
$0
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2012
$40,519

2013
$40,519

2014
$40,519

2015
$40,519

Total
$162,076
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WF15.

Implement a court-related overtime reduction strategy
Target outcome:

Cost reduction and improved regional cooperation

Five year financial impact:

$162,076

Responsible party:

Chief of Staff/Business Administrator, Director of Human
Resources and Department Heads

Impacted employee group:

FOP, AFSCME

In recent years, the Police Bureau has made approximately 4,000 – 5,000 arrests per year. Since
officers work steady shifts, all personnel assigned to the midnight shift, the 7:00 P.M. to 3:00 A.M.
shift and, in many cases, the early evening shift attend court hearings and trials associated with
those arrests outside their regularly scheduled shift and are paid overtime to do so. The collective
bargaining agreement provides that an officer will receive a minimum of two hours for any court
appearance that is not within the officer’s shift.
Because arrests and the subsequent court appearances are an integral part of police work, it is not
unusual for a collective bargaining agreement to permit management to reschedule an officer’s tours
to align with court appearances. The collective bargaining agreement shall be revised to permit the
rescheduling of an employee’s tour for the purpose of appearing in court. Officers’ days off would
not be changed for the purpose of avoiding overtime, but their eight hour shift would be adjusted
within a scheduled workday.
The City shall engage other participants in the court process to determine what changes can be
made that will still provide officers for testimony but do so at a lower cost to the City. The City’s
review shall include department management and representatives from the FOP, Capital City Lodge
No. 12. Some municipalities have established coordinating councils that bring together members of
local law enforcement departments, courts and the District Attorney to address court-related
overtime and other concerns of joint interest. Possible areas for discussion include how many
officers are called to testify, when they are called to do so and identifying cases that can be resolved
more quickly with fewer officer appearances. In 2005, Nassau County, New York established an
Early Case Assessment Bureau (ECAB) between its County Police Department and the District
Attorney to identify which cases should be pursued more vigorously and which weak cases could be
dropped.
If the existing contract extensions continue in effect, the financial impact through the end of 2015 is
zero. If the contract extensions do not continue in effect, the financial impact is shown below. The
savings target for changing collective bargaining provisions and procedures related to court overtime
is 25% of the 2010 spending level or $40,519.

Financial Impact Without Contract Extensions
2011
$0
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2012
$40,519

2013
$40,519

2014
$40,519

2015
$40,519

Total
$162,076
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WF16.

Redesign employee health care
Target outcome:

Cost reduction

Five year financial impact:

$6,343,370

Responsible party:

Business Administrator and Director of Human Resources

Impacted employee group:

All employee groups

As in other cities, managing the cost and containing the growth in the cost of employee health care
coverage is critical to the City of Harrisburg’s financial recovery. The City shall require employee
contributions, based on both 1) the employee’s base salary, and 2) increases in the cost of health
care coverage after a maximum City monthly contribution.
The minimum employee contributions shall be 2% of base salary for single coverage, 4% of base
salary for two person coverage, 5% of base salary for three person coverage and 6% of base salary
for four or more person coverage. In addition, employees shall share in increased costs in the
monthly contributions as follows: 1) the City’s increase in its share of the costs of monthly
contributions shall be limited to 6% per year (that is, the City shall be limited to paying a maximum of
106% of the amount it paid toward the monthly cost of coverage for an employee for the same tier of
coverage during the prior plan year); 2) employees shall pay any increases in costs of monthly
contributions over the 6% increase up to 12%; and 3) the City and employees shall split any
increases in the costs of monthly contributions over 12% per year.
For purposes of calculating increases in costs, the COBRA rates established by the third party
administrator shall be used, and the annual increase shall be determined based on the effective date
of the plan year. The increases in cost shall be determined and paid by employees based on the
type (tier) of coverage they are enrolled in – single, two person, three person or four or more
persons. Further, in calculating the 6% and 12% increases, the percentages shall be based on the
amount paid by the City and shall not include employee contributions.
If the annual increase in monthly costs will exceed 6% for any tier or tiers of coverage, the respective
unions may notify the City that if they want to meet to negotiate changes in the plans and benefits in
order to contain and limit costs to 6%. If the parties are unable to negotiate such changes prior to
the effective date of the increase, then the employees shall pay increased contributions as set forth
above.
The City and unions should reduce healthcare expenditures by bringing plan design features in line
with market norms. At a minimum, the following features should be addressed each year, to adjust
and evaluate these and other cost-sharing mechanisms with periodic upward adjustments for
inflation and / or changing market conditions:





Increased copays for primary physician, specialist, and emergency room visits;
Increased deductibles and out-of-pocket maximums;
Increased coinsurance; and
Increase prescription copays.

If the existing contract extensions continue in effect, the financial impact through the end of 2015 is
zero. If the contract extensions do not continue in effect, the projected impact is described below.
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WF16.

Redesign employee health care
Target outcome:

Cost reduction

Five year financial impact:

$6,343,370

Responsible party:

Chief of Staff/Business Administrator and Director of
Human Resources

Impacted employee group:

All employee groups

As in other cities, managing the cost and containing the growth in the cost of employee health care
coverage is critical to the City of Harrisburg’s financial recovery. The City shall require employee
contributions, based on both 1) the employee’s base salary, and 2) increases in the cost of health
care coverage after a maximum City monthly contribution.
The minimum employee contributions shall be 2% of base salary for single coverage, 4% of base
salary for two person coverage, 5% of base salary for three person coverage and 6% of base salary
for four or more person coverage. In addition, employees shall share in increased costs in the
monthly contributions as follows: 1) the City’s increase in its share of the costs of monthly
contributions shall be limited to 6% per year (that is, the City shall be limited to paying a maximum of
106% of the amount it paid toward the monthly cost of coverage for an employee for the same tier of
coverage during the prior plan year); 2) employees shall pay any increases in costs of monthly
contributions over the 6% increase up to 12%; and 3) the City and employees shall split equally any
increases in the costs of monthly contributions over 12% per year.
For purposes of calculating increases in costs, the COBRA rates established by the third party
administrator shall be used, and the annual increase shall be determined based on the effective date
of the plan year. The increases in cost shall be determined and paid by employees based on the
type (tier) of coverage they are enrolled in – single, two person, three person or four or more
persons. Further, in calculating the 6% and 12% increases, the percentages shall be based on the
amount paid by the City and shall not include employee contributions.
If the annual increase in monthly costs will exceed 6% for any tier or tiers of coverage, the respective
unions may notify the City that if they want to meet to negotiate changes in the plans and benefits in
order to contain and limit costs to 6%. If the parties are unable to negotiate such changes prior to
the effective date of the increase, then the employees shall pay increased contributions as set forth
above.
The City and unions should reduce healthcare expenditures by bringing plan design features in line
with market norms. At a minimum, the following features should be addressed each year, to adjust
and evaluate these and other cost-sharing mechanisms with periodic upward adjustments for
inflation and / or changing market conditions:







Increased copays for primary physician, specialist, and emergency room visits;
Increased deductibles and out-of-pocket maximums;
Increased coinsurance;
Increase prescription copays;
Eliminate waiver bonuses for employees who waive receipt of City’s benefits;
Mandate use of automatic mail order (home delivery for maintenance prescriptions, with optout); and
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Financial Impact Without Contract Extensions
2011
$0

WF17.

2012
$1,327,251

2013
$1,486,522

2014
$1,664,904

2015
$1,864,693

Total
$6,343,370

Contain post-retirement healthcare cost
Target outcome:

Cost reduction

Five year financial impact:

Not available; long-term savings

Responsible party:

Business Administrator and Director of Human
Resources

Impacted employee group:

All employee groups

The City of Harrisburg provides post-retirement health benefits to all of its employees. The City pays
100% of the cost for retired firefighters and police employees. For AFSCME retirees, the City pays
100% of the cost of health insurance for employees retiring after June 1, 2007, age 60 and twenty
years of service, and 60% of the cost of health insurance for employees retiring after January 1,
2002, with twenty years of service or at least fifteen years of service and age 65. This coverage
does not include prescription drug, dental or vision coverage. For non-represented employees, the
City pays 100% of the costs for health care and prescription for employees retiring after August 5,
2002. Management employees hired on or after February 1, 2008 receive 100% of the health
insurance in effect at the time of their retirement. This coverage does not include the spouse, and
does not include vision, dental, or prescription drug coverage.
To contain costs associated with these benefits, the following modifications shall be made:


The City shall no longer provide retiree healthcare to employees hired following the date of
adoption of this Recovery Plan, or following the expiration of the applicable existing valid
collective bargaining agreements (either existing contract extension date, or if void or voided
then 12/31/11 for FOP and AFSCME and 12/31/12 for FOP.)



For all employees retiring after the date of adoption of this Plan (or following the expiration of
the existing collective bargaining agreements as noted above), the retiree may be enrolled in
the same basic health plan as provided to the City’s then current employees. The City shall
pay for a portion of the cost of the retired employee only. The portion paid by the City shall
be equal to the amount which the City would pay for single employee coverage as of the
date of retirement. The retired employee shall pay the balance of the cost of coverage and
shall also pay any increases in healthcare premiums after the date of retirement. Costs of
coverage shall be determined using the COBRA rates established by the third party
administrator. There shall be no duplication of health care coverage, that is, a retiree who is
eligible to participate in another health plan (for example, through other employment, through
a spouse or through Medicare) shall not be eligible to participate in the City’s plan.
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Eliminate reimbursement for Medicare Part B coverage for retired firefighters and their
spouses who are Medicare-eligible.

If the existing contract extensions continue in effect, the financial impact through the end of 2015 is
zero. If the contract extensions do not continue in effect, the projected impact is described below.

Financial Impact Without Contract Extensions
2011
$0

WF17.

2012
$1,327,251

2013
$1,486,522

2014
$1,664,904

2015
$1,864,693

Total
$6,343,370

Contain post-retirement healthcare cost
Target outcome:

Cost reduction

Five year financial impact:

Not available; long-term savings

Responsible party:

Chief of Staff/Business Administrator and Director of
Human Resources

Impacted employee group:

All employee groups

The City of Harrisburg provides post-retirement health benefits to all of its employees. The City pays
100% of the cost for retired firefighters and police employees. For AFSCME retirees, the City pays
100% of the cost of health insurance for employees retiring after June 1, 2007, age 60 and twenty
years of service, and 60% of the cost of health insurance for employees retiring after January 1,
2002, with twenty years of service or at least fifteen years of service and age 65. This coverage
does not include prescription drug, dental or vision coverage. For non-represented employees, the
City pays 100% of the costs for health care and prescription for employees retiring after August 5,
2002. Management employees hired on or after February 1, 2008 receive 100% of the health
insurance in effect at the time of their retirement. This coverage does not include the spouse, and
does not include vision, dental, or prescription drug coverage.
To contain costs associated with these benefits, the following modifications shall be made:
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The City shall no longer provide retiree healthcare to employees hired following the date of
adoption of this Recovery Plan. For employees covered by existing collective bargaining
agreements, this shall apply to employees hired on or after January 1 immediately following
the expiration of the applicable existing valid collective bargaining agreement. (This shall
either be the existing contract extension date, or if the contract extension(s) is void or voided,
then the following applicable date: 12/31/11 for FOP bargaining unit employees, 12/31/11 for
AFSCME bargaining unit employees, and 12/31/12 for IAFF bargaining unit employees.)
For all employees retiring after the date of adoption of this Plan (or following the
expiration of the existing collective bargaining agreements as noted above), the retiree
may be enrolled in the same basic health plan as provided to the City’s then current
employees. The City shall pay for a portion of the cost of the retired employee only.
The portion paid by the City shall be equal to the amount which the City pays for single
employee coverage for the City’s then current employees. The retired employee shall
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The City shall maintain the level of benefits provided to existing retirees but shall retain the
right to change the provider. The healthcare, pension or other benefits currently provided to
existing retirees and vested employees shall not be increased.

The primary impact of this initiative will be to improve the City’s long-term fiscal position, particularly
in view of the City’s current and future liability for post-employment benefits.

Workers’ Compensation
WF18.

Enhance light duty program
Target outcome:

Cost reduction and enhanced staffing

Five year financial impact:

Not available

Responsible party:

Business Administrator, Director of Human Resources and
Department Heads

Impacted employee group:

All employee groups

The City shall establish a light duty program that is administered consistently across all injured
employees, regardless of bargaining unit status. The program shall give City management flexibility
to assign employees to light duty positions anywhere within City government, provided that the
position is temporary and within the medical limitations as set forth by the employee’s treating
physician. The injured worker shall keep the benefits and emollients of his or her original bargaining
unit, regardless of the temporary assignment.
As noted above, light duty programs reduce the costs associated with worker injuries and increase
the likelihood that an employee will return to work. They also give the City a structured opportunity
to use the skills of its injured workers to improve service delivery.

WF19.

Retain flexibility to fill vacant positions after six months
Target outcome:

Cost reduction and enhanced staffing

Five year financial impact:

Not available

Responsible party:

Business Administrator, Director of Human Resources
and Department Heads

Impacted employee group:

All employee groups

The City reportedly cannot fill an employee’s position as long as they are receiving Worker’s
Compensation or out on other leave. Instead, the City must reduce its level of service or use
another employee to fill the vacancy, potentially on overtime, while still compensating the original
injured employee, and while still paying benefits. It is appropriate and fair to compensate an
employee during recovery, but that should not limit the City’s ability to provide critical services or
force the City to pay additional costs for an extended period. Further, the City should be able to
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pay the balance of the cost of coverage. Costs of coverage shall be determined using
the COBRA rates established by the third party administrator. There shall be no
duplication of health care coverage, that is, a retiree who is eligible to participate in
another health plan (for example, through other employment, through a spouse or
through Medicare) shall not be eligible to participate in the City’s plan.
The City shall maintain the level of benefits provided to existing retirees but shall retain the
right to change the provider. The healthcare, pension or other benefits currently provided to
existing retirees and vested employees shall not be increased.

The primary impact of this initiative will be to improve the City’s long-term fiscal position, particularly
in view of the City’s current and future liability for post-employment benefits.

Workers’ Compensation
WF18.

Enhance light duty program
Target outcome:

Cost reduction and enhanced staffing

Five year financial impact:

Not available

Responsible party:

Chief of Staff/Business Administrator, Director of Human
Resources and Department Heads

Impacted employee group:

All employee groups

The City shall establish a light duty program that is administered consistently across all injured
employees, regardless of bargaining unit status. The program shall give City management flexibility
to assign employees to light duty positions anywhere within City government, provided that the
position is temporary and within the medical limitations as set forth by the employee’s treating
physician. The injured worker shall keep the benefits and emollients of his or her original bargaining
unit, regardless of the temporary assignment.
As noted above, light duty programs reduce the costs associated with worker injuries and increase
the likelihood that an employee will return to work. They also give the City a structured opportunity
to use the skills of its injured workers to improve service delivery.

WF19.

Retain flexibility to fill vacant positions after six months
Target outcome:

Cost reduction and enhanced staffing

Five year financial impact:

Not available

Responsible party:

Chief of Staff/Business Administrator, Director of Human
Resources and Department Heads

Impacted employee group:

All employee groups
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terminate employment after extended periods of leave. Therefore, the City shall have the right to
terminate any employee after a total of twelve months of leave within any two year period.

WF20.

Provide management right to limit bumping rights within departments or similar
positions
Target outcome:

Cost reduction and enhanced staffing

Five year financial impact:

Not available

Responsible party:

Business Administrator, Director of Human Resources
and Department Heads

Impacted employee group:

All employee groups

The City is reportedly required in certain instances to allow employees from different departments
and positions to bump or bid into positions for which they are not then qualified to perform effectively
and efficiently. This creates performance issues and is highly inefficient. The City must retain its
management right to select and direct personnel so that the most qualified employees are placed in
appropriate positions, and so that the City may ensure sufficient experience in each department and
on each shift. The City shall have the right to deny an employee’s request to bump or bid into a
position for which the employee is not at that time sufficiently experienced or qualified to perform, as
determined by the City. Existing provisions in collective bargaining agreements shall be modified
accordingly. The City shall have the right to fill vacant positions based on its determination of an
employee’s experience and qualifications.

WF21.

Limit compensatory time
Target outcome:

Cost reduction and enhanced staffing

Five year financial impact:

Not available

Responsible party:

Business Administrator, Director of Human Resources
and Department Heads

Impacted employee group:

All employee groups

Compensatory time in lieu of paying overtime can lead to inefficiency, increased overtime and
pyramiding of overtime if not properly limited. To prevent these unnecessary costs, compensatory
time shall be subject to the following restrictions:
 Compensatory time shall only be granted if approved by the City, and the City shall retain its
right and discretion to grant or deny compensatory time, and the City’s discretion cannot be
limited;
 Compensatory time may not be accumulated beyond 40 hours;
 There shall be no duplication or pyramiding of hours; and
 Compensatory time shall not be counted as hours worked for purposes of computing
overtime.
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The City reportedly cannot fill an employee’s position as long as they are receiving Worker’s
Compensation or out on other leave. Instead, the City must reduce its level of service or use
another employee to fill the vacancy, potentially on overtime, while still compensating the original
injured employee, and while still paying benefits. It is appropriate and fair to compensate an
employee during recovery, but that should not limit the City’s ability to provide critical services or
force the City to pay additional costs for an extended period. Further, the City should be able to
terminate employment after extended periods of leave. Therefore, the City shall have the right to
terminate any employee after a total of twelve months of leave within any two year period.

WF20.

Provide management right to limit bumping rights within departments or similar
positions
Target outcome:

Cost reduction and enhanced staffing

Five year financial impact:

Not available

Responsible party:

Chief of Staff/Business Administrator, Director of Human
Resources and Department Heads

Impacted employee group:

All employee groups

The City is reportedly required in certain instances to allow employees from different departments
and positions to bump or bid into positions for which they are not then qualified to perform effectively
and efficiently. This creates performance issues and is highly inefficient. The City must retain its
management right to select and direct personnel so that the most qualified employees are placed in
appropriate positions, and so that the City may ensure sufficient experience in each department and
on each shift. The City shall have the right to deny an employee’s request to bump or bid into a
position for which the employee is not at that time sufficiently experienced or qualified to perform, as
determined by the City. Existing provisions in collective bargaining agreements shall be modified
accordingly. The City shall have the right to fill vacant positions based on its determination of an
employee’s experience and qualifications.

WF21.

Limit compensatory time
Target outcome:

Cost reduction and enhanced staffing

Five year financial impact:

Not available

Responsible party:

Chief of Staff/Business Administrator, Director of Human
Resources and Department Heads

Impacted employee group:

All employee groups

Compensatory time in lieu of paying overtime can lead to inefficiency, increased overtime and
pyramiding of overtime if not properly limited. To prevent these unnecessary costs, compensatory
time shall be subject to the following restrictions:
 Compensatory time shall only be granted if approved by the City, and the City shall retain its
right and discretion to grant or deny compensatory time, and the City’s discretion cannot be
limited;
 Compensatory time may not be accumulated beyond 40 hours;
Page | 100

City of Harrisburg
Act 47 Recovery Plan

Workforce & Collective Bargaining I.pdf

Other Initiatives
As referenced above, there are initiatives located in other chapters of this Recovery Plan that may
require changes to the City’s collective bargaining agreements. Although those initiatives are
discussed elsewhere, it is the express intention of the Act 47 Coordinator and the City that the
implementation of these initiatives is mandatory, and that all necessary amendments be made to the
labor agreements between the City and any of its bargaining units entered into after the adoption
date of this Recovery Plan.20

20

In some cases, recommendations may represent reaffirmation or clarification of existing management rights. Although most
recommendations would require changes to collective bargaining agreements for union-represented personnel, inclusion of any specific
recommendation herein should not automatically be interpreted to imply that the practice is currently constrained.
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There shall be no duplication or pyramiding of hours; and
Compensatory time shall not be counted as hours worked for purposes of computing
overtime.

Other Initiatives
As referenced above, there are initiatives located in other chapters of this Recovery Plan that may
require changes to the City’s collective bargaining agreements. Although those initiatives are
discussed elsewhere, it is the express intention of the Act 47 Coordinator and the City that the
implementation of these initiatives is mandatory, and that all necessary amendments be made to the
labor agreements between the City and any of its bargaining units entered into after the adoption
date of this Recovery Plan.22

22

In some cases, recommendations may represent reaffirmation or clarification of existing management rights. Although most
recommendations would require changes to collective bargaining agreements for union-represented personnel, inclusion of any specific
recommendation herein should not automatically be interpreted to imply that the practice is currently constrained.

City of Harrisburg
Act 47 Recovery Plan

Page | 101

