
The Ringgold School District is unable to generate the income necessary to provide the contract 

the Ringgold Education Association (REA) is presenting without raising taxes above the index 

for the next 5 years and beyond.  

 

Here is a summary regarding the current contract negotiations with the Ringgold Education 

Association in regards to the Fact Finding (FF) status: 

Salary 

 The Fact Finder (FF) requested that the REA and the district develop salary schedules.  
The REA salary schedule outlined in the fact finder report reflects no step movement 
for the 5 year term of the contract. The District created a salary schedule that included 
step movement.  The FF chose to include the REA’s salary schedule in the FF report 
believing that the REA members would be more likely to accept a schedule that their 
leadership developed.  

 Over the term of the last contract (2013-2014 through 2016-2017), average salary 
 increases were as follows:   

 2013-2014, 0% 

 2014-2015, 2.52% 

 2015-2016, 2.81% 

 2016-2017, 3.35% 

 The REA proposed contract salary increases are as follows: 

 2017-2018, 7% 

 2018-2019, 5.50% 

 2019-2020, 4.9% 

 2020-2021, 5.90% 

 2021-2022, 2.62% 

 These rates are in addition to moving to a new healthcare provider (see below). 

 



 The District’s proposed salary increases are as follows: 

 2017-2018, 1.75% 

 2018-2019, 2% 

 2019-2020, 2.25% 

 2020-2021, 2.40% 

 2021-2022, 2.50% 

 These terms will permit increases at all levels of the pay scale to facilitate teacher 
 retention. 

 These rates are contingent upon maintaining current healthcare provider (see below). 

 Teachers’ salaries have increased 17.2% over the CPI (Consumer Price Index) during 
recent years.  In other words, teachers have received salary increases at a rate of over 
17% of the public paying their salaries. 
 
 
The REA is quoted as saying “Ringgold’s salaries are the lowest among the 105 closest 
school districts”.  This information appears to come from a bizjournals.com report dated 
November 3, 2015 which states:  “The disparity between the top and bottom was 
pronounced.  Teachers in Montour make 72% more than the district with the lowest paid 
teacher, Ringgold School District, with an average salary of $47,602”.  
 
According to openpagov.org, the average Ringgold teacher salary in the 2009/2010 
school year was $47,957.  For the 2015/2016 school year, the average salary is quoted 
as $50,279. The bizjournal.com article does not state the year on which they are basing 
their numbers, but it is likely that those numbers are no longer valid.  
 
The REA presented this table during fact finding, which shows the Ringgold starting 
salary is 17 of the 25 school districts in the IU and the top salary is 10 out of 25.  The 
Ringgold teacher salary schedule is not the lowest paying of the 25 in the IU let alone 
the 100+ in the Pittsburgh area. 
 



 



Benefits 

 The REA is pushing to move from their current Blue Cross/Blue Shield healthcare 

provider (IU1) to ASCHIC (Allegheny County School Health Insurance Consortium), also 

BC/BS.  There is a “buy in” participation cost of at least $900,000 to move to the 

ASCHIC plan.  In addition, there are several thousand dollars tied up with the current 

healthcare provider before the plans can be switched over.  This means that the district 

needs to come up with more than $1,000,000 to switch plans. 

 

 

 This is our current healthcare premium share plan, as presented for FF.  While 

healthcare costs have increased significantly for the general public, teachers pay as low 

as $21/month for their coverage.  The very highest cost is still only $150/month for 

family coverage.  ASCHIC information was not presented. 

 

 

 

 

PSERS 

 The Public School Employees’ Retirement System (PSERS) is a defined benefit plan 

funded from 3 sources: employees, employers and the state.  Employee contributions 

range from 5.25-10.3% of payroll.  Employer contributions used to be around 4% in 2000 

and began to escalate around 2010.  The following table taken from a District exhibit 

shows how these costs are increasing.  These are costs that the district must account for 



and reduces the amount of money that can be put towards teacher salary.

 

 Decreased State Funding - For the 2017/18 school year, Pennsylvania is 

proposing an increase of only about $54K dollars while the district budget increased by a 

couple million dollars.   

 Special Education – costs have consistently been exceeding revenues.  Over the 

term of the last contract, the cost differential was over $9 million.  This is not expected to 

change and the district must account for this when developing a contract proposal.   

 

The bottom line again is that the district is unable to generate the income necessary, without 

raising taxes above the index, to provide the contract the teachers are seeking.  The district 

believes that it would be irresponsible to the tax payers negotiate such a contract. 

 

It is also important to remember that the REA and District entered into the FF process.  The FF 

is appointed by the state Labor Relations Board and is independent of either party.  Their job is 

to come up with they believe to be a fair contract.  The District accepted their proposal.  The 

REA did not.  So when the REA continues to state that they want a “fair” contract, you should 

ask yourself, in whose eyes is the contract considered “fair”? 

 


