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Duration  4 years 
 

5 years 5 years  

Grievance Procedure  
CBA currently a grievance goes 
from principal to 
superintendent to arbitration  

District proposed grievance go to Board level like it 
does in all other CBAs.  
District also proposed language that would limit the 
power of the arbitrator to add to, subtract from or 
modify provisions of the CBA. 
District wanted to change language in time limits 
that states if either the Association or District fails 
to respond to a grievance within the required time 
frames the grievance is awarded in favor of the 
grievant. And likewise if the Association doesn’t 
follow the time frames it is awarded to the District. 
The problem is that sometimes things get lost in the 
shuffle.  

Proposed not changes.  No change. 

Teacher Work year  District wanted to add a half hour each week for 
purposes of meeting before or after school to 
undertake a listing of issues.  

Association wanted to take one of the existing inservice days and add 
it as an additional clerical day.  

No change.  

Teaching Hours/Comp Time  
Provision came in the last 
contract relative to comp time. 

Eliminate comp time or cap it to a maximum of 5 
days per year; no more than 2 consecutive. Pay at 
extra pay for extra service rate of $19.50 

Association seeking to have teachers be able to accrue a maximum of 
5 days, use no more than 2 consecutively and then accrue additional 
comp time if the number falls below 5. Compensate at $30/hour.  

No more than a total of 5. Cannot then re-
accumulate. No more than 2 used consecutively. 
Payment at $25/hour for unused comp time.  
 

Maternity Leave The District has created a past practice where it 
pays people’s health insurance for up to 1 year 
when they are out on child rearing leave. By law, 
the District has to provide 12 months of paid 
benefits under FMLA but the District’s time period 
extended it an additional 9 months. The District 
also proposed a second year of child rearing 
reduced from a year to 6 months.  

Agree to change the second year of child rearing from 1 year to 6 
months. Totally opposed to eliminating the past practice.  

District shall not be obligated to pay the premiums for 
individuals on child rearing beyond the 12 weeks of 
FMLA and confirmed the tentative agreement 
between the parties.  

Vacancies/Transfers/Filling of 
Vacancies New Positions: 
Assignments 

The District simply is seeking to have the 
Superintendent be able to assign staff to different 
grade levels in the elementary like it currently does 
at the middle school and high school. The District 
was not picky as to where the language should be 
inserted. The District is simply seeking the 
Superintendent to have the right to move 
elementary teachers to achieve program objectives 
of the District within the same building. However, 
in exigent program circumstances, the 
Superintendent can move outside the building. 
 

Association was opposed but at one point did indicate it might 
propose language. Gave some language verbally but refused to 
provide any written counter across the table.  

“It is my recommendation the parties should agree 
upon language which would permit the movement of 
a teacher from one elementary grade to another 
where the circumstances justify such movement. 

Supplemental Deductions  Concerned about rollover issues and flexible 
spending arrangement fees. 

Add FSA; $500 roll over. Have the District pay the administrative fee.  Recommended  FSA with understanding Association 
and/or employees being responsible for 
administrative fees and rollover issues.  

Employees Children Attending 
the District 

Opposed. Requesting District waive nonresident tuition fees for nonresident 
teachers who chose to send their children to the Ringgold School 
District. 
 
 

No change.  
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Salary and Fringe Benefits  Proposal 1: Move to Allegheny Health Consortium; 
staff pay 10% premium costs. 
 
Anyone selecting PPO plan shall in addition to 
paying the percentage of the EPO plan also pay the 
difference in premium between the EPO and PPO 
Plans.  
 
 
2017-2018 Wage Freeze/No Step Movement  
2018-2019 1.8% average incr per member (total) 
2019-2020 1.85% average incr per member (total)  
2020-2021 1.90% average incr per member (total)  
2021-2022 2.00% average incr per member (total)  
Salary schedule to be developed by School District 
and adding/building in five (5) additional steps.  
 
Proposal 2: Keep Platinum plan; premium share 
remains same as current CBA through 2018-2019; 
2019-2020  and thereafter increase $10 in each 
category. 
2017-2018 1.75% average incr per member (total)   
2018-2019 2.00% average incr per member (total) 
2019-2020 2.25% average incr per member (total)  
2020-2021 2.40% average incr per member (total)  
2021-2022 2.50% average incr per member (total)  
Salary schedule to be developed by School District 
and adding/building in three (3) additional steps.  
 
 
 
 

Year Healthcare ACSHIC Salary ACSHIC 

2017-2018 3% 7.00% 

2018-2019 4% 5.50% 

2019-2020 4% 4.59% 

2020-2021 4% 5.90% 

2021-2022 5% 2.62% 

*Salary is inclusive of step movement 
Additional Items: 
1. Spousal Language eliminated 
2. Increase Health Care Buyout  
3. FSA Language as proposed 
4. Premium share dedications over 12 months 
5. Health care is September 1 – August 31  

 

Year Healthcare IU#1 
Platinum premium  

Salary IU #1 Platinum 

2017-2018 1% 7.00% 

2018-2019 1% 5.50% 

2019-2020 2% 4.59% 

2020-2021 2% 5.90% 

2021-2022 2% 2.62% 

*Salary is inclusive of step movement 
Additional Items: 
1. Spousal Language eliminated 
2. Increase Health Care Buyout  
3. FSA Language as proposed 
4. Premium share dedications over 12 months 
5. Health care is September 1 – August 31  

 
C. Horizontal Movement for Additional Credit 

The Masters Salary Schedules will reflect an increase of $600 
$1,000 in addition to the Bachelors Scale on each step for Steps 1 
through 18. The increment will be $1,000 at Step 19 18. The 
Masters Plus 30 Credits Salary Schedules will reflect an 
increment of $750 $1,000 in addition to the Masters Plus 30 
Credits Scale on each step for Steps 1 through 18. The increment 
will be $1,000 at Step 19 18. The Doctorate Salary Schedule will 
reflect an increment of $2,000 in addition to the Masters Plus 30 
Credits Scale on each step. 
Any bargaining unit member who obtains the National Certified 
Teachers Accreditation shall receive an annual Bonus of $300 
$1,000 upon submitting proof of such accreditation to the 
Superintendent. The Bonus shall be awarded at the end of each 
school year upon proof of the accreditation existing during that 
school year, and shall only apply to a school year during which 
time such accreditation was held. The Bonus shall be in the form 
of a stipend and shall not be included in the individual’s salary, 
and it shall terminate should the individual lose such 
accreditation.  

Move to Allegheny Health Consortium 
10% premium for level of coverage selected.  
2017-2018 1.75% average increase per member  
2018-2019 2.0% average incr per member  
2019-2020 2.25% average incr per member   
2020-2021 2.40% average incr per member   
2021-2022 2.50% average incr per member  
 
NOTE: Salary schedules do not move people on step 
in any of the 5 years.  
 
Please also note that the District’s proposal was that 
all employees pay 10% of the premium, plus those 
who go to the PPO as opposed to the EPO pay the 
difference in the plans. Fact Finder did not include 
that in his award. Probably an oversight but if you 
approve it, that language would not be part and 
parcel of the successor CBA.  
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