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Buffalo Fiscal Stability Authority 

Analysis of the Proposed Successor Collective Bargaining Agreement between the Buffalo 

City School District and the Buffalo Council of Supervisors and Administrators 

July 19, 2022 

Introduction 

The Buffalo City School District (District) has reached a tentative agreement on a successor 

collective bargaining agreement (Successor CBA) with the Buffalo Council of Supervisors and 

Administrators (BCSA) representing the District’s union administrators.  The tentative 

agreement was reached on June 15, 2022 and was subsequently submitted to the Buffalo Fiscal 

Stability Authority (BFSA) for review. 

The previous agreement expired September 1, 2020.  The Successor Contract period is 

September 2, 2020 through June 30, 2025, covering a five-year period.  The Successor 

Agreement is unique in that it provides an additional wage increase for the 2025-26 fiscal year, 

effective on July 1, 2025, which covers a six-year period through June 30, 2026.   

The collective bargaining unit includes employees in the General Fund and the Special Projects 

Fund.  This includes 15 newly budgeted full-time equivalent (FTE) BCSA Special Project Fund 

positions funded through American Rescue Plan Act (ARPA) Elementary and Secondary School 

Emergency Relief (ESSER) grant funds.  These positions are funded in fiscal years (FY) 2022-

23 and FY 2023-24; they are not funded beginning in FY 2024-25 and are eliminated when the 

one-time funding is no longer available. 

The Successor Agreement codifies and extends the terms of a Memorandum of Agreement 

(MOA) between the District and the BCSA.  The MOA was signed by BCSA President 

Covington and District Interim Superintendent William on May 24, 2022.  The MOA increased 

summer compensation for 2022; the Successor Agreement incorporates these increases. 

This analysis provides the contract’s impact within the General Fund (GF) as well as on an All 

Funds (AF) basis. 

Financial Impact 

The BFSA estimates that approval of the Successor CBA would have a FY 2021-22 net cost of 

$2,040,533 from a signing bonus.  This cost is expected to be funded exclusively through the 

Special Projects Fund with ARPA-ESSER funds.  There is no General Fund impact. 

The BFSA estimates that approval of the Successor CBA would have a current fiscal year (CFY) 

2022-23 net cost of $3,687,697 (GF) and $4,960,353 (AF). 

The BFSA estimates that approval of the Successor CBA would have a cumulative FY 2023 

through FY 2026 net cost of $21,185,598 (GF) and $27,089,422 (AF).  The FY 2022-23 and FY 

2023-24 cumulative cost is assumed to be General Fund funded by 80.2%; the FY 2024-25 and 

FY 2025-26 cumulative cost is assumed to be General Fund funded by 84.8%.  These funding 

percentages are based on the FY 2023-2026 Financial Plan (Financial Plan) budgeted personnel. 
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The following depicts total BCSA budgeted FTE positions in the Financial Plan by General Fund 

and All Funds. 

The following is a summary of the BFSA’s estimated net Successor CBA costs by both General 

Fund and All Funds.  The cumulative FY 2021-22 through FY 2025-26 net cost is estimated at 

$21,185,598 (GF) and $29,129,955 (AF). 

Successor CBA Funding Sources  

The District provided a schedule of how the Successor CBA net costs may be addressed.  The 

outline provides alternatives available to the District but does not include planned budgetary 

reallocations.  These funding sources were previously identified as also being available to fund 

the recently settled successor agreement between the District and the Professional, Clerical, and 

Technical Employees’ Association (PCTEA).  This labor agreement was ratified on June 22, 

2022 and is estimated to have a cumulative net cost of $11,855,446 (GF) and $15,033,504 (AF).  

BFSA estimated the cumulative impact on the FY 2023-2026 General Fund Financial Plan is 

$8,630,901.   

Budgeted BCSA Positions FY 2021-22 (actual at 3.31.2022)FY 2022-23 FY 2023-24 FY 2024-25 FY 2025-26

General Fund 210 223 223 223 223

All Funds 241 278 278 263 263

General Fund (Funding %) 87.1% 80.2% 80.2% 84.8% 84.8%

BCSA CBA Cost Analysis 

(General Fund)
 2021-22 2022-23  2023-24 2024-25 2025-26

Impact on 

2023-2026 

Financial 

Plan

Total

Gross Costs

Signing Bonus $0 $0 $0 $0 $0 $0 $0

Combined Compensation Increases 0 3,127,441 4,036,081 4,982,584 5,999,329 18,145,435 18,145,435

FICA/NYSTRS Increase 0 560,256 726,088 900,038 1,088,061 3,274,442 3,274,442

Total Gross Costs 0 3,687,697 4,762,168 5,882,622 7,087,390 21,419,878 21,419,878

Total Gross Savings 0 0 39,047 78,093 117,140 234,280 234,280

Net  4-Year Cost $0 $3,687,697 $4,723,122 $5,804,529 $6,970,250 $21,185,598 $21,185,598

BCSA CBA Cost Analysis      

(All Funds)
 2021-22 2022-23  2023-24 2024-25 2025-26

Impact on 

2023-2026 

Financial 

Plan

Total

Gross Costs

Signing Bonus $1,737,363 $0 $0 $0 $0 $0 $1,737,363

Combined Compensation Increases 0 4,205,828 5,338,571 6,211,138 7,410,258 23,165,795 23,165,795

FICA/NYSTRS Increase 303,170 754,526 961,477 1,122,974 1,344,962 4,183,938 4,487,108

Total Gross Costs $2,040,533 4,960,353 6,300,048 7,334,112 8,755,220 27,349,733 29,390,266

Total Gross Savings 0 0 43,385 86,770 130,156 260,311 260,311

Net  4-Year Cost $2,040,533 $4,960,353 $6,256,663 $7,247,341 $8,625,064 $27,089,422 $29,129,955
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The District provided the following potential funding sources. 

1) Special Projects Fund:

a. American Rescue Plan Act – The District intends to utilize ARPA-ESSER grants

to fund the FY 2021-22 contractual costs.  These estimated costs total $2,040,533

including the $1,737,363 signing bonus expenditures and the associated $303,170

payroll tax/pension fund contributions.  ARPA funds are anticipated to be utilized

in FY 2022-23 and FY 2023-24 totaling $1,460,000.

b. Miscellaneous Grants - The District intends to utilize miscellaneous grant

fundings totaling $2,060,000 in fiscal years 2024-25 and 2025-26.  The estimate

is based on historical grant funding of this collective bargaining unit.

2) Financial Plan:

a. BCSA Build-In - The District indicates that the Financial Plan was approved with

approximately $2,680,000 in total cumulative incremental increases in BCSA

compensation and benefits.  The District has identified this funding source as

available to fund the prospective costs of the proposed CBA.  As 43.2% of the

workforce is already at the highest salary step, a portion of this budgeted increase

would be available to fund the Successor Agreement’s costs.  Additionally,

budgeted position compensation appears to be somewhat overstated by

approximately $1,000-$1,400 per FTE position.

b. Reserve Contingency: Labor Contract Settlements - Each Financial Plan FY

includes a contingency reserve to settle expired labor agreements.  These set-aside

funds have been identified as available to fund the Successor Agreement.  The

Adopted Budget includes $26.2 million to potentially fund unsettled labor

agreements.  The cumulative amount included within the Financial Plan is $131.4

million.  This contract would utilize an estimated $20,900,000 of contingency

funding; after considering the impact of both PCTEA and BCSA, total remaining

contingency funds for collective bargaining are $101,658,419.

The following restates the Reserve Contingency: Labor Contract Settlements as adjusted for the 

increased costs of both the PCTEA and the BCSA contracts, after consideration of the other 

sources discussed above: 

Reserve for Contingency FY 2022-23 FY 2023-24 FY 2024-25 FY 2025-26 Total

Unsettled labor contracts $26,200,000 $25,000,000 $34,300,000 $45,300,000 $130,800,000 

- less PCTEA Succesor Agreement (1,356,584) (2,083,947) (2,669,763) (3,146,729) (9,257,023)

- less BCSA Succesor Agreement (4,315,508) (5,000,908) (5,413,210) (6,154,933) (20,884,558)

Reserve for Contingency - Less 

PCTEA & BCSA Prospective Costs
$20,527,908 $17,915,145 $26,217,027 $35,998,338 $100,658,419 
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The District is currently out-of-contract with two out of the nine collective bargaining units 

(excluding BCSA) funded through the General Fund as follows: 

• Buffalo Teachers’ Federation (BTF) FY 2022-23: 3,255 FTEs (GF); 3,972 FTEs (AF), 

and 

• Local 409 Engineers FY 2022-23: 57 FTEs (GF); 58 FTEs (AF) 

Excluding BCSA and PCTEA, the remaining five current collective bargaining agreements are 

scheduled to expire at varying points over the Financial Plan.  Ratification of the BCSA 

Successor Agreement would bring this collective bargaining unit current through the first three 

Financial Plan fiscal years.  While the Successor Agreement expires on June 30, 2025, an 

additional 3% salary increase is provided on July 1, 2025 increasing FY 2025-26 employee 

compensation. 

 

The FY 2022-23 Adopted Budget contains a $34.6 million deficit that is closed with the 

appropriation of fund balance.  The Financial Plan includes a cumulative $90.3 million deficit 

that is closed via the appropriation of fund balance.  The costs of this labor contract are reflected 

within this plan and corresponding deficit; the Financial Plan does not require modification. 

 

Summary of Key Contract Provisions 

The following are the key contractual changes. 

 

Monetary Increases 

BCSA represents principals, assistant principals, directors, supervisors, project administrators, 

assistant superintendents, and other persons serving in supervisory capacities at the Central 

Office and at individual school buildings.  The CBA includes 27 steps with nine additional 

education increments.  The mean average base salary in FY 2021-22 is $102,985.  The proposed 

salary increases are effective beginning July 1, 2022 for all active employees.   

 

Salary Increases 

The Successor Agreement provides salary increases in each fiscal year.  These increases are 

applied to base compensation, extra activity pay, and overtime.  

 

The following table summarizes the proposed salary increases for the contract period.  

 

 

 

  

Effective Date % Increase

July 1, 2022 10.0%

July 1, 2023 3.0%

July 1, 2024 3.0%

June 30, 2025* 3.0%

*To Be Implemented on July 1, 2025 for FY 2025-26

Successor Agreement Salary Increases 

DRAFT



 

5 
 

Elementary School/Secondary School Parity Adjustments 

The current labor agreement has separate, lower salary schedules for elementary school 

principals and elementary school assistant principals.  The Successor Agreement removes these 

lower salary schedules and creates parity between elementary school principals/assistant 

principals and their secondary school counterparts. 

 

Summer School Per Diem  

BCSA employees who work during the summer recess (one day before the commencement of 

summer school through one day after the close of summer school) currently receive a $4,140 

(full summer/full day) stipend or a $2,070 (full summer/half day) stipend.  The Successor 

Agreement includes a per diem stipend of $275 (full day) and $175 (half day) effective July 1, 

2022.  Beginning July 1, 2023, the per diem stipend is increased an additional $75 for both full 

day and half day work.  The change from a flat full summer stipend to a per diem stipends 

reflects the District’s current summer school offerings which are expanded and have varying 

start/end dates and lengths (e.g., the High School Summer Program runs July 12, 2022 through 

August 15, 2022 (25 days); Orchestra Camp runs July 11, 2022 through August 5, 2022 (20 

days).) 

 

Extra Activity 

Extra activity pay includes compensation for work performed in excess of the standard workday, 

primarily for school clubs and sports.  The salary increases are applied to these compensations as 

well as with base compensation. 

 

Total Estimated Compensation Increase 

BFSA estimates the Successor CBA will increase FY 2022-23 combined Monetary 

Compensation costs by an estimated $3,127,441 (GF) and $4,205,828 (AF).  The cumulative FY 

2021-22 through FY 2025-26 net cost of the contractual provision is estimated at $18,145,435 

(GF) and $23,165,795 (AF). 

 

Signing Bonus 

All active unit members hired prior to January 1, 2022 will receive a one-time signing bonus 

equal to 7% of the member’s FY 2021-22 base salary, irrespective of the number of years that 

they have been employed.  Based on average BCSA FY 2021-22 base compensation of 

$102,985, the individual signing bonus is $7,209 per eligible employee.  BFSA has estimated 

that 241 BCSA members would receive this payment for a FY 2021-22 net cost at $1,737,363 

(AF).  This one-time payment is funded exclusively through ARPA grant funds.   

 

Payroll Tax/New York State Employees Retirement System 

Based on the increased compensation costs, BFSA estimates the increase to FY 2022-23 payroll 

taxes and pension expenditures at $560,256 (GF) and $754,526 (AF).  The cumulative 

contractual payroll taxes and pension expenditure increases are estimated at $3,274,442 (GF) and 

$4,487,108 (AF). 
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BCSA employees are members of the New York State Teacher Retirement System (NYSTRS).  

The Employer Contribution Rates (ECRs) are currently projected to gradually increase from FY 

2022-23 at 10.29% to FY 2025-26 at 10.5%.  These estimated rates were forecast by NYSTRS 

actuaries.  However, given the current economic climate and the potential for a recession in the 

near term, these rates may need to be increased by the NYSTRS in the current year.  The 

increased ECR would add addition costs to the District. 

 

Health Insurance 

Current and retired BCSA employees are eligible for District-provided health insurance.  Active 

employees and retirees contribute at various amounts contingent on the terms of the labor 

agreement (see Appendix A “Health Insurance – Active Employees” and “Health Insurance – 

Retired Employees” for detailed contribution terms). 

 

Active Employee 

The Successor Agreement increases the contribution amounts for all active employees as 

follows: 

• Active employee hired prior to September 20, 20217: increased contribution from 9% to 

10% of premium.  The annual increase in contribution amount may not exceed 6% 

annually. 

 

The amount had been frozen at the FY 2020-21 level per the current labor agreement.  

This freeze is lifted until June 30, 2025 (Successor Agreement expiration) unless a new 

agreement is reached at that time. 

 

• Active employee hired on/after September 20, 2017: increased from 15% to 16% of 

premium.  The annual increase in contribution amount may not exceed 6% annually. 

 

The amount had been frozen at the FY 2020-21 level per the current labor agreement.  

This freeze is lifted until June 30, 2025 (Successor Agreement expiration) unless a new 

agreement is reached at that time. 

 

Retirees 

The Successor Agreement establishes that, effective July 1, 2023, all administrators hired by the 

District who are not active District employees (e.g., a District teacher) are not eligible for 

District-funded health insurance at retirement.  If the appointed administrator is a current District 

employee and is eligible to receive health insurance at retirement, the employee would continue 

to be eligible for retiree health insurance through BCSA.  Retirees ineligible for District-funded 

health insurance may continue to receive District-provided health insurance but must fully fund 

the premium’s cost.  The retiree may utilize any early retirement incentive monies available 

towards this premium, and may also sell back up to 120 sick days at a 1:1 ratio to be applied 

towards this cost. 
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Active/Retiree Health Insurance Cost Savings 

These health insurance changes will not impact FY 2022-23 expenditures as the terms are 

effective July 1, 2023.  BFSA estimates the cumulative Financial Plan net savings of these 

contractual provisions at $234,280 (GF) and $260,311 (AF), representing 1.1% (GF) and 0.9% 

(AF) of increased costs. 

 

Future retiree health insurance savings will occur as the Successor Agreement will eliminate 

District-funded health insurance for new administrators hired on or after July 1, 2023.  The 

current Other Post-Employment Benefits (OPEB) liability won’t be impacted as this calculation 

doesn’t consider future employees.  The elimination of healthcare at retirement for new 

employees could have a significant impact on the future OPEB liability in addition to expenses 

paid on a pay-as-you-go basis as these future costs are negated.  The savings will be offset by the 

provision allowing for sell-back of 120 days at 1:1 ratio, with the proceeds to be used solely 

towards payment of the premium cost by the retiree.  The most recent expired contract does not 

include a similar provision as this is the first contract that scopes out new hires from receiving 

health insurance at retirement.   

 

Other Significant Contract Changes 

The following is a list of other significant contractual terms proposed to be revised by the 

proposed CBA: 

• Security and Safety Committee – Within thirty days of the Successor CBA’s ratification, 

the BCSA and District Superintendent shall each appoint no more than five 

representatives to a committee to study and discuss the health, safety, and security of 

students and staff in its school buildings.  The committee shall make recommendations to 

the Superintendent and the Board of Education for their consideration within 90 days of 

its first meeting unless mutually extended by the parties. 

• Grievance Procedure – The Successor Agreement updates the list of grievance arbitrators.  

Additional arbitrator procedural terms are updated. 

 

Significant Contract Terms Unaffected by Ratification of the CBA 

Several major contractual terms would be unaffected by ratification of the CBA.  A detailed 

summary of all contractual terms is provided within Appendix A. 

 

Findings and Recommendations 

BCSA members comprise 4.6% of the General Fund’s budgeted 2022-23 workforce and 7.4% of 

General Fund expenditures for personnel costs only.  There are an additional fifty-five (55) FTEs 

funded by the Special Projects funds in FY 2022-23.  The Financial Plan eliminates the fifteen 

(15) ARPA funded positions in 2024-25 when ARPA dollars are no longer available.   

 

The total estimated cost of the contract through the end of the current 2023-2026 Financial Plan 

is $29.1 million.   The proposed labor agreement between the District and BCSA essentially 

covers a six-year period as a wage increase is provided for a year beyond the contract expiration 

date.  With respect to cost-savings, the contract includes a small increase in the contribution rate 

for active employees towards the premium-equivalent cost of health insurance and eliminates 

health insurance for new administrators hired after July 1, 2023, if such employee is not already 

a District employee who is entitled to health insurance through that particular labor agreement.  
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The BCSA labor agreement ensures that no member loses the retiree health insurance benefit by 

moving into the administration of the District, which is a reasonable and appropriate contract 

term.  The elimination of healthcare at retirement for new employees could have a significant 

impact on the future OPEB liability in addition to expenses paid on a pay-as-you-go basis as 

these future costs are negated.   

 

The District has demonstrated that the incremental labor costs from this contract are reflected in 

the current 2023-2026 Financial Plan and a modified plan is not required.  We repeat our 

recommendation for the District to revise the 2023-2026 Financial Plan to reflect the new labor 

costs associated with both the PCTEA and BCSA Successor Agreements and post the revised 

Financial Plan to the District’s website in order to provide full transparency of expected future 

costs and the related budgetary impact to interested parties. 

 

The District recently settled contracts with the American Federation of State, County & 

Municipal Employees, Local 264, AFL-CIO (Local 264), representing the District’s blue-collar 

employees in October 2021 and the Profession, Clerical, and Technical Employees’ Association 

(PCTEA) representing the white-collar employees of the District in June 2022.  As compared to 

these recently settled labor agreements, the proposed annual wage increase is comparable.  

BCSA members are receiving a signing bonus of 7% of 2021-22 salary which is equivalent to an  

average bonus per member of $7,205.  PCTEA members received a flat signing bonus of $1,000, 

and Local 264 members received a signing bonus ranging between $1,000 to $3,000, with the 

lowest amount provided for less than 5 years of service and the highest for 20 or more years of 

service.  We recommend signing bonuses be consistently negotiated between unions.  With 

respect to health insurance, newer BCSA members will be required to contribute 16% of health 

insurance premium-equivalent costs compared to 20% for newer PCTEA and Local 264 

employees.  We recommend that BCSA members contribute at least the same percentage of that 

of other unions.
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BUFFALO CITY SCHOOL DISTRICT 

BUFFALO COUNCIL OF SUPERVISORS AND ADMINISTRATORS 

Comparison of Key Contract Provisions 

 

CBA Clause Previous CBA New CBA 

Employees 

Covered 

Principals, Assistant Principals, Directors, Supervisors, Project Administrators, Assistant Superintendents, and 

other persons serving in supervisory capacities 

Period 

Covered 

July 1, 2004 – September 1, 2020 September 2, 2020 – June 30, 2026 

# of Steps 27 steps, with 9 additional educational increments No change 

Salary 

Increases 

Salaried Employees 

7/1/2004 – 8/27/2017: 0% 

9/20/17 (ratification): 12% 

7/1/2018: 2.5% 

7/1/2019: 2.75% 

 

 
Hourly/Summer Rates 

$4,140 (full day – full summer stipend) 

$2,070 (half day – full summer stipend) 

Salaried Employees 

7/1/2020 and 7/1/2021: 0% 

7/1/2022: 10% 

7/1/2023: 3% 

7/1/2024: 3% 

7/1/2025: 3% 

 
Hourly/Summer Rates 

July 1, 2022: $275 (full day); $175 (half day) 

July 1, 2023: $300 (full day); $200 (half day) 

Signing Bonus Ratification: One-time signing bonus of $3,000-

$10,000 contingent on years of service 

Ratification: One-time signing bonus of 7% of salary 

for active members hired prior to 1/1/2022 

Longevity 

Payments 

1st longevity increase: advance from step 5 to 15 

2nd longevity increase: advance from step 23 to 24 

No change 

In-Lieu-of-

Health-

Insurance 

Up to $1,200 annually No change 

Supplemental 

Benefits Fund 

$700 annually per employee No change 

Holidays 15 days annually No change 

Personal 

Leave 

5 days annually  No change 
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CBA Clause Previous CBA New CBA 

Vacation 

Policy 

2 days for each month of active service with a 

maximum of 20 days 

Assistant Superintendents receive up to 24 days 

 
Vacation leave is accrued in one year and available in 

the following year 

 

 
A maximum of 5 unused days may be paid out at the 

daily rate 

A maximum of 5 unused days may be rolled forward 

to the next year 

No change 

 

 

 
No change 

 

 

 
No change 

Early 

Retirement 

Incentive 

55-58 years of age: 70% of difference between 

employees’ current salary and the beginning salary, 

Master’s level, in the Administrator’s job title 

No change 

Health 

Insurance – 

Active 

Employees 

Employees hired prior to 9/20/2017 contribution 

7/1/2017: 7% of premium 

7/1/2018: 8% of premium 

7/1/2019: 9% of premium 

Dollar amount of contribution frozen on 9/1/2020 

 
New hires after 9/20/2017 to contribute: 

2017-18: 11.5% of premium 

2018-19: 13% of premium 

2019-20: 15% of premium 

Dollar amount of contribution frozen on 9/1/2020 

 
Cosmetic surgery rider eliminated on 10/31/2017 

 
Coverage through BCBS of WNY (single provider) 

Employees hired prior to 9/20/2017 contribution 

Ratification – 9% of 2022-23 premium 

7/1/2023: 10% of premium (annual increase capped at 

6% maximum) 

Dollar amount of contribution frozen on 6/30/2025 

 
New hires after 9/20/2017 to contribute: 

Ratification – 15% of 2022-23 premium 

7/1/2023: 16% of premium (annual increase capped at 

6% maximum) 

Dollar amount of contribution frozen on 6/30/2025 

 
No change 

 
No change 
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CBA Clause Previous CBA New CBA 

Health 

Insurance – 

Retired 

Employees 

Retired after 1/1/2004 and before 7/1/2019 to 

contribute: 

$800 (S); $1,600 (F) 

 
Maintain cosmetic surgery rider if retired prior to 

10/31/2017

 
Retired after 7/1/2019 

Same coverage and % of premium paid as an active 

employee

 
Administrators that meet the “rule of 85” (age and 

years of service equal at least 85) at ratification 

receive same coverage as when active and contribute 

a flat amount of $800 (S) or $1,600 (F) 

 
Mandatory enrollment into Medicare Advantage 

upon eligibility 

If both husband and wife are District employees, the 

employees are eligible for 2 single coverages 

If there are dependents, then 1 family coverage

 
Employees and spouse must register for Medicare 

Parts A&B upon eligibility (District-funded)

 
N/A 

 

 

 

 

 

Retired after 1/1/2004 and before 7/1/2019 to 

contribute 

No change 

 
No change 

 

 
No change 

 

 

 
No change 

 

 

 

 
No change 

 

 
No change 

 

 

 
No change 

 

 
New employees hired on or after 7/1/2023  

All new administrators who were not already active 

District employees eligible for health insurance are 

ineligible for District-funded retiree health insurance.  

These individuals may use any early retirement 

incentive monies towards insurance and may sell back 
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CBA Clause Previous CBA New CBA 

 

 

up to 120 sick days at a 1:1 ratio to use toward health 

insurance at retirement. 

Sick Leave Building Administrators – 14 days annually 

Central Office Administrators – 12 days annually 

 
Maximum accumulation to 250 days 

 

 
Administrators with 10 years or more of service may 

be granted 2 additional 30 day paid sick leave upon 

exhaustion of all standard sick leave. 

No change 

 

 
No change except that sick leave may be used in 

quarter, half, and full day increments 

No change 

 

Termination 

Pay / Sick 

Leave Sell 

Back 

At retirement 

<10 years of service: 10% of accumulated sick leave 

* 1/240th final salary 

>10 years of service: 1% of accumulated sick leave at 

1/200th final salary and the number of years of service

 
Sick days sell back capped at 220 days 

 
At termination or resignation 

5≤x years of service – 10% of the accumulated sick 

leave at 1/200th final annual salary 

Employee must give at least 90 days of notice to be 

eligible except in extraordinary circumstances 

 

At retirement 

No change except for new District employees hired 

after 7/1/2023 who may cash-out unused sick leave 

towards District-provided retiree health insurance 

 

 
Sick days sell back capped at 250 days 

 
At termination or resignation 

No change 

  

 

 

 

 

 

 

DRAFT



Appendix A 

A-5 
 

CBA Clause Previous CBA New CBA 

Workday & 

Overtime 

Building Administrators: Same as building’s regular 

school day (increased 25 minutes per the BTF CBA) 

Central Office Administrators: 8AM – 4PM with 

several exceptions

 
Overtime will be paid when work is directed beyond 

standard work hours 

 
N/A 

 

 

 

 

 

No change 

 

 

 

 
No change 

 

 
Building-based unit members shall for compensation 

purposes work a normal workday that exceeds 30 

minutes beyond the daily dismissal of students to 

accommodate for late arriving busses.  

If the buses arrive more than 30 minutes past the daily 

dismissal of students, then members shall be entitled 

to overtime pay. 

 
In those instances when a member is performing an 

afterschool program that is otherwise eligible for 

overtime pay, they will be paid overtime when that 

program commences, even if the program begins less 

than 30 minutes beyond the daily dismissal of students 

 
Employees who are required to report for an 

assignment in a location other than where they are 

assigned for an overtime assignment shall receive a 

minimum of ½ hour overtime 

Pay for Out-

of-Title Work 

If employee works 5 or more days in a promotional 

position, the rate of the promotional position is paid. 

No change 

Performance 

Compensation 

BCSD and BCSA to form a committee and consider a 

performance-based compensation model 

Ability to meet is unchanged 
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CBA Clause Previous CBA New CBA 

Tax-Sheltered 

Annuities 

Employees may opt into a tax-sheltered annuity 

The District pays 100% of the administrative cost of 

the program 

No changes 

Life 

Insurance 

District provides group life insurance 

Employees may purchase additional coverage 

No change 

Workers’ 

Compensation 

Up to 4 years of regular pay for injuries resulting 

from an assault

Up to 1 years of regular pay for injuries resulting 

from all other work-related injuries or illnesses 

No change 

 

 
No change 

Overtime Overtime will be paid when work is directed beyond 

standard work hours 

No change 

Residency All employees must maintain a residency within the 

City of Buffalo unless exempted by State and/or 

Federal law 

No change 

Emergency 

Closing 

Full pay, regardless if individual were scheduled to 

be off or not (excluding long-term, unpaid leave) 

No change 
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Buffalo Board of Education & BCSA - Tentative agreement calculated as of 6.15.2022
fringe: total Health Ins. pre 8/22/17 post 8/22/17

# employees budgeted 278.30           12.21 Position Control Export extra activity budget 2,197,036       12.17 accum for EA (incl. summer) ss tax 7.65% existing 9% 15%

salary budget 28,660,829   12.21 Position Control Export extra activity adj. for parity 2,262,376       8% of parity adj trs 2021-22 9.80% 17.45% 21-22 9% 15%

filled positions - all funds 241.00           as of 3rd quarter report trs 2022-23 10.29% 17.94% 22-23 9% 15% increases capped at 6%

vacancy - all funds 37.30 budget less filled is approx vacancy trs 2023-24 10.36% 18.01% 23-24 10% 16% increases capped at 6%

approx. gen. fund budget surplus 900,000         as of 3rd quarter report (includes extra activity) trs 2024-25 10.43% 18.08% 24-25 10% 16% increases capped at 6%

trs 2025-26 10.50% 18.15% 25-26 tbd tbd increases capped at 6%

21/22 25/26 gen fund sal 25,794,746    90%

avg salary 102,985         126,402        gen fund ea 1,131,188       50% split years savings months 12

avg salary plus extra activity 110,880         136,057        gen fund total 26,925,934    87% number of months in first year 12

net incr w wages new salary salary incr. elm & HS elm & HS annual salary other comp. summer signing increased increase mileage annual cumulative active split year annual Cumulative annual cumulative

fringe/sav rate incr increases cumulative parity cumulative base only less summer comp. bonus salary fringe IRS rate costs costs annual contr cost savings savings savings net costs net costs

base - 28,660,829     1,798,531       463,845          3,246,937   

BEFORE 0.00% 0.00% - - - - 28,660,829     - - - - - - - - - - - - - - 

2021-22 6.90% 0.00% - - - - 28,660,829     - - 2,006,258       2,006,258       350,092      - 2,356,350 2,356,350     - - - - 2,356,350      2,356,350       

2022-23 13.76% 10.00% 2,784,408     2,784,408     816,749         816,749         32,261,986     179,853          200,000          - 3,981,010       714,193      5,000             4,700,204     7,056,554     - - - - 4,700,204      7,056,554       

2023-24 17.15% 3.00% 943,357         3,727,765     - 816,749         33,205,343     239,205          213,915          - 4,997,634       900,074      5,000             5,902,708     12,959,262   (43,385)           - (43,385) (43,385)           5,859,323      12,915,877     

2024-25 20.79% 3.00% 971,658         4,699,423     - 816,749         34,177,001     305,732          228,248          - 6,050,153       1,093,868   5,000             7,149,020     20,108,283   (43,385)           - (43,385) (86,770)           7,105,635      20,021,512     

2025-26 24.58% 3.00% 1,000,808     5,700,230     - 816,749         35,177,809     381,432          243,011          - 7,141,423       1,296,168   5,000             8,442,591     28,550,874   (43,385)           - (43,385) (130,156)         8,399,206      28,420,718     

10,3,3(3 on 6/30/25, implemented following day) 9%  to 10% and 15% to 16% - based on start month above (start 7.1.23)

annual salary increase none

cumulative annual salary total annual savings

estimated based on salary difference between elm and hs; actual will vary based on each BCSA members steps and must be calculated cumulative annual savings

this is a one time adjustment, but carries forward each year net annual costs

new total base pay for each year total ann. Cost

other comp at same rate increases as regular salary

implementation of MOU in 22/23 ($200,000) followed by rate increase in future years

7% of membership 

total annual salary increase, including regular and extra pay REFERENCE

fringe on increased salary increases from the last contract settlement

general fund budget - $64,000 - assume conservative $5,000 2017/18 4,383,775      4,383,775        

total annual costs 2018/19 4,426,709      8,810,484        

total cumulative annual costs 2019/20 5,357,127      14,167,612     

2020/21 5,327,875      19,495,486     

ITEM NOT INCLUDED IN COST ANALYSIS ABOVE

1 Elimination of retiree health insurance for new employees after 7.1.23 (excepting those transferring that have earned the benefit in another union)

this doesn't have a measurable impact in the period of measurement above

2 No cost related to potential District management of supplemental benefit fund; it is anticipated to be funded with the existing per pupil amounts

3 minimum 30 minute OT not measurable

4 clarification of work day not expected to increase costs
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Buffalo Public Schools

Contract Cost Analysis and Available Funding Worksheet

as of 6.15.2022 (in millions)

21/22 22/23 23/24 24/25 25/26

settled contracts:

1) PCTEA contract cost (5.13.2022 tentative) (0.54)          (1.74)          (3.21)          (4.75)          (5.97)          

2) BCSA contract cost (6.15.2022 tentative) (2.36)          (4.70)          (5.86)          (7.11)          (8.40)          

3) Cook Managers contract cost ( tbd tbd tbd tbd tbd

available funding:

Anticipated grants and food service fund * (PCTEA at 22%) - 0.38 0.71           1.04           1.31           

Anticipated grants fund * (BCSA at 13%) 0.61 0.76           0.92           1.09           

Anticipated food service fund * (Cook Manager at 100%) tbd tbd tbd tbd tbd

Anticipated PCTEA ARP plan (bonus only)** DD22 0.54           -             -             -             -             

Anticipated BCSA ARP plan (bonus only)** DD22 2.36           -             -             -             -             

Anticipated general fund true surplus as of 3.31.22 6.30           -             -             -             -             

Amount included in general fund contingency code 19 - 26.20 25.60         34.30         45.30         

PCTEA 4 year plan increase code 04 - - 0.31           0.63           0.95           

PCTEA 4 year plan benefit increases code 81/83 - - 0.04           0.08           0.13           

BCSA 4 year plan increase code 04 - - 0.40           0.80           1.21           

BCSA 4 year plan benefit increases code 81/83 - - 0.04           0.09           0.14           

Other*** - - -             -             -             

remaining plan funding for contracts 6.30           20.75         18.79         26.02         35.76         

Notes:

**Could also be funded through general fund surplus - final recommendation tbd, but note the flexibility

*At this time, 5.20.2022 and 6.15.2022, it is anticipated cost increases will fit within existing grant budgets, and not need to be

general funded; if estimates change (e.g. due to other settlement), we would adjust accordingly

***PCTEA general fund vacancy savings in 21-22 is approx. $1.7m as of 3.31.2022, which follows $1.7m vacancy savings in 20-21.  

BCSA general fund vacancy savings in 21-22 is approx $0.9m as of 3.31.2022, which follows $0.7m vacancy savings in 20-21.  

However, because 22/23 year has not begun, I have not included any vacancy savings projections in the "Other" category above at 

this time.  
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