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PRELIMINARY STATEMENT 

 The UNDERSIGNED, appointed by the Pennsylvania Labor Relations Board (PLRB), 

pursuant to Act 88 of 1992, conducted a fact finding on August 22 at 10:00 a.m. for Clarion-

Limestone Area Education Association, PSEA/NEA (“Association”) and Clarion-Limestone School 

District (“District”) at the District’s Administrative Office at 4091 C-L School Road, Strattanville, 

Pennsylvania. 

 The following people were in attendance (in alphabetical order): 

1. Mel Aaron, High School Principal 

2. Michael Bertoni, Association 



 -2- 

3. Andrea Deible, Association 

4. Jason Edmonds, Director of SPED 

5. Brad Frazier, Association 

6. Randy George, Association Chief Negotiator 

7. Amy J. Glasl, Superintendent 

8. Molly Greenawalt, Board President (testified) 

9. Christina Hall, Association 

10. Stephanie Smith, District Business Manager 

11. Gary Sproul, Board Member 

12. Lee Stewart, Board Member 

13. Kristie Taylor, Elementary Principal 

14. Ruthann Waldie, PSEA Research (testified) 

 

BACKGROUND 

 The District, located in Clarion and Jefferson Counties, provides K-12 education to 

approximately 874 students from Boroughs of Strattanville and Corsica, and Clarion, Limestone, 

Millcreek and Union Townships. There are two schools, Clarion-Limestone Elementary School and 

Clarion-Limestone Junior/Senior High School.      

 There are 76 teachers represented by the Association in a Collective Bargaining Agreement 

(“Agreement”) that expired on June 30, 3018. The parties have been negotiating a successor 

Agreement since January 29, 2018, meeting for nine additional sessions, at first without a mediator 

and later with Mediator William Voytek, before submitting the remaining issues to the Pennsylvania 

Labor Relations Board (“PELRB”) for fact finding. As result of that submission, the Undersigned 

was appointed to hear testimony and make recommendations in a report which is due on or before 

September 4, 2018 on the following issues: 

 1.  Article III - Term of the Agreement 

 2.  Article V Salary and Wage Provisions; Appendix C - Salary Schedules 

 3.  Article VI Supplemental Salary and Wage Provisions 

 4.  Article VIII Employee Benefits; Section E - Insurances 

 5.  Article IX Work Day 

6.  Article IX Hours of Work, Section B - Teachers’ Normal Workday                              
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 The parties presented data, testimony and argument to support their positions on each issue. 

Based on those presentations, the Fact Finder makes the following recommendations: 

Issue No. 1: Article III - Term of the Agreement 

Position of the Association: The Association is proposing a five (5) year agreement for the period 

from July 1, 2018 to June 30, 2023. The five year Agreement will allow the District to long-range 

plan for budget and finances more effectively in addition to the five years both parties can benefit 

from labor peace. Moreover, five year agreements are not unusual as eight other area Districts have 

entered into five year agreements.   

 

The Agreement shall be retroactive to July 1, 2018 because the parties have been negotiating 

diligently to attempt to finalize the Agreement. Teachers should not be penalized because neither 

party could find the key to a new Agreement. 

 

Position of the District: The District is proposing a four (4) year agreement for the period from July 

1, 2018 to June 30, 2022. Currently the support staff’s and the teachers’ contracts expire in the same 

years. The proposed four year teacher contract will expire when the support contract has at least one 

year in its term. Since the teachers’ contract is larger, more expensive, it’s more practical to lead off 

with that contract.  

 

The District does not believe the Agreement should be retroactive even though the parties had 

attempted and failed to reach agreement. Making this Agreement retroactive may remove the 

urgency to settle before the expiration of the Agreement in future negotiations. 

 

Analysis and Opinion: I agree that the goal of the parties is to bring stability and peace to their 

collective bargaining relationship. Both four and five year Agreements will do so. However, since 

the expired Agreement was for three years, a move to a four year term will give the parties 

significant and sufficient time to improve their labor relationship before bargaining begins again. 

Finally, having the two contracts expire in different years will enable the parties to concentrate 

solely on the Agreement when it comes up for renegotiation.     

 

The Agreement should be retroactive because the parties have been attempting in good faith to enter 

into a new Agreement. The teachers should not be penalized because they disagree without an 

intervening strike. Good faith disagreement should not be penalized or the penalty will taint the 

parties’ relationship and affect negatively future contract bargaining.   

  

Recommendation:  

 

Article III 

TERM OF THE AGREEMENT 

 

The term of this Agreement shall be retroactive to July 1, 2018 and shall continue in 

full force and effect until June 30, 2022, or until such later date as the two parties 

may hereinafter agree is to be the extended ending date. Any such extended ending 
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date shall be evidenced by an amendment to their Agreement, to which amendment 

both parties shall signify their approval by affixing their signatures thereto.  

Issue No. 2: Article V - Salary and Wage Provisions; Appendix C - Salary Schedules 

 

Association Proposal: During the term of the expired Agreement, the salary scale provided total 

increases of 3.57%, 3.55% and 3.55% which includes the cost of the step increases and increases to 

the base rates. For each of the five years of the proposal, the overall rate increase is 3.6% inclusive 

of step cost. This proposal will help the employees catch up from the wage freeze in the 2011-2012 

school year. The proposal will move the District compensation ranking from near bottom of the 

Clarion County school districts, 6th out the 7, for the number of steps/years (19) to achieve master 

teacher pay status. Most of the seven districts reach master teacher rate in fourteen steps/years of 

service, making them 6th out of 7 for total earnings. Moreover, the District has paid nearly 2% less 

than the negotiated rate increases due to attrition, either by the hiring of less experienced new 

teachers or by not replacing teachers who resign or retire. If this trend continues, the Association’s 

3.6% proposal will have an actual cost of 1.6%. The District does not have a valid ability to pay 

argument given its high fund balance that has been improved annually by higher wage rates 

negotiated but not paid. 

 

On the other hand, the District’s teachers have excelled in student performance. According to recent 

data from the Pennsylvania Department of Education, students at all levels rank #1 in Clarion 

County. Excellent teaching should be compensated accordingly. The Association’s proposal 

attempts to address several of the issues in a fiscally responsible manner.  

 

Position of the District: The Association has proposed salary increases equivalent to the increases 

from the expired Agreement which addressed the need to catch up on its wage scale as a result of the 

Association's acceptance of a wage freeze in the 2011-2012 school year. The issue has been 

addressed and resolved.  

 

The financial reality facing the District for the present and foreseeable future bears little resemblance 

to the circumstances which prevailed when the 2015-2018 Agreement was negotiated. Since then, 

mandated contributions to employee benefits such as pensions and health care skyrocketed. Against 

the backdrop of these changes are the limitations on the District's ability to pay for salary and other 

economic increases. The District remains limited in its ability to raise property taxes under the 

provisions of Act 1 of 2006, and additional sources of revenue are not increasing at a rate 

proportionate to that of the District's ever-increasing benefit expenditures. From the 2012-2013 to 

2017-2018 school years, the District has consistently raised taxes totaling 3.31 mills with an 

estimated 90% collection rate, generating approximately $256,425.70.  However the District's 

unreimbursed share of the increased retirement contribution obligation for 2018-2019 will total 

approximately $1,450,000.00, completely offsetting any new revenue generated by the tax 

increases. This bill alone represents 8.54% of the District's total budget. Health insurance premiums 

for the bargaining unit represented 6.82% and 11.61% for all employees. Even with these 

challenges, the District has proposed salary increases of 2.9% inclusive of step increases for each of 

the four years of the Agreement. These increases are higher than other districts in the county. 

Analysis and Opinion: The District budgets conservatively by estimating income low and 

expenditures high. At the end of each budget cycle, the District benefits from higher than projected 

income and lower than projected expenditures, combined with lower than projected salary cost, 
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allow the District to build a secure fund balance. Except for the 2015 budget when the budget 

outstripped its income, this method of budgeting provides stability to the District through difficult 

budget years. That being said, my goal is to find a salary recommendation that strikes a balance 

among all the relevant factors. 

 

The Association argues that the teachers are 6th out 7 in the County for career earnings.1  The true 

measure of a salary scale is not only the rates but it’s how long it takes to reach the top rate and how 

long teachers will earn that rate. The District’s salary scale is deceptive in that it has a reasonably 

high top rate but that top rate is not realized until the 19th year, while 4 of the 7 county districts have 

lower top rates, but they reach their top rate at their 14th and 15th years.2  I will focus on moving the 

career earnings up to the middle of the County districts. However, in the long term, the parties 

should be collaborating to compress the salary scale as other County districts have appeared to have 

done, so that future increase may be distributed more easily and evenly instead of targeting specific 

steps as the parties appear to have done in past negotiations..  

 

The parties agreed that the step 1 on the BA scale will be increased from $35,100 to the fixed 

$44,000 rate. I recommend the District’s 2.9% total increase (step and base increases) since it’s 

above the cost of living projections from now into 2022. I also recommend increasing career 

earnings by distributing $17,500 ($500/step) over the MA, steps 6-19. I do not recommend 

adjusting the BA rates as teachers should be encouraged to obtain Masters Degrees. The career 

earnings are calculated by adding the first five (5) steps of the BA column to steps 6 through 19 on 

the MA scale with step 19 counted twice. In numbers, assuming earnings over a 20 year career, the 

total on the 2017-2018 scale is about $1,114,156 [current earnings] + $500/step [adjustment to MA 

steps 6-19] = $1,121,656  for 20 year career earnings. By comparison, the career earnings with the 

changes places the District 4th out of 7 among the districts in the County, slightly higher than Union.   

 

For 2018-2019, the total cost of the increase (2.9%) is $122,071 plus cost of the adjustment totals 

approximately $139,600 or 3.32%.  

 

For 2019-2020, 2020-2021 and 2021-2022, I recommend a 2.9% increase as proposed by the 

District for each year.   

 

My total wage costs for 2017-2018 varied from the District’s costs for the 2.9% increase. Perhaps 

this is due to some teachers not receiving full time salaries even though they appeared to be listed as 

full time. The calculations are based upon the data presented which in some cases were extrapolated 

from that data. 

Recommendation: 

 

APPENDIX C 

Salary Schedules 
    

   2018-2019   

Step   To Top   Bachelors    Masters  

                                                           
1 For our purposes, the career earnings are calculated over 20 years.  
2 Ironically, those districts with higher career earnings but lower top rates, teachers will have lower pension benefits 

than Clarion-Limestone since retirement is based on the average of the three highest paid years.  
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   1 18  $44,000.00   $45,000.00  

   2 17  $46,934.00   $48,034.00  

   3 16  $47,234.00   $48,334.00  

   4 15  $47,534.00   $48,634.00  

   5 14  $47,834.00   $48,934.00  

   6 13  $49,034.00   $50,634.00  

   7 12  $50,434.00   $52,134.00  

   8 11  $51,934.00   $53,534.00  

   9 10  $53,434.00   $55,034.00  

 10 9  $54,434.00   $56,032.00  

 11 8  $55,834.00   $57,434.00  

 12 7  $57,234.00   $58,834.00  

 13 6  $58,634.00   $60,234.00  

 14 5  $60,034.00   $61,634.00  

 15 4  $61,434.00   $63,034.00  

 16 3  $63,284.00   $64,884.00  

 17 2  $65,242.00   $66,842.00  

 18 1  $67,217.00   $68,817.00  

 19   $69,192.00   $70,792.00 

    

   2019-2020   

Step   To Top  Bachelors     Masters  

  1 18  $44,800.00   $45,800.00  

  2 17  $47,734.00   $48,834.00  

  3 16  $48,034.00   $49,134.00  

  4 15  $48,334.00   $49,434.00  

  5 14  $48,634.00   $49,734.00  

  6 13  $49,834.00   $51,434.00  

  7 12  $51,234.00   $52,934.00  

  8 11  $52,734.00   $54,334.00  

  9 10  $54,234.00   $55,834.00  

 10 9  $55,234.00   $56,834.00  

 11 8  $56,634.00   $58,234.00  

 12 7  $58,034.00   $59,634.00  

 13 6  $59,434.00   $61,034.00  

 14 5  $60,834.00   $62,434.00  

 15 4  $62,234.00   $63,834.00  

 16 3  $64,084.00   $65,684.00  

 17 2  $66,042.00   $67,642.00  

 18 1  $68,017.00   $69,617.00  

 19   $69,992.00   $71,592.00 

 

 

 

 



 -7- 

 

   2020-2021   

Step   To Top   Bachelors    Masters  

  1 18  $45,500.00   $46,500.00  

  2 17  $48,434.00   $49,534.00  

  3 16  $48,734.00   $49,834.00  

  4 15  $49,034.00   $50,134.00  

  5 14  $49,334.00   $50,434.00  

  6 13  $50,534.00   $52,134.00  

  7 12  $51,934.00   $53,634.00  

  8 11  $53,434.00   $55,034.00  

  9 10  $54,934.00   $56,534.00  

 10 9  $55,934.00   $57,534.00  

 11 8  $57,334.00   $58,934.00  

 12 7  $58,734.00   $60,334.00  

 13 6  $60,134.00   $61,734.00  

 14 5  $61,534.00   $63,134.00  

 15 4  $62,934.00   $65,534.00  

 16 3  $64,784.00   $66,384.00  

 17 2  $66,742.00   $68,342.00  

 18 1  $68,712.00   $70,317.00  

 19   $70,692.00   $72,292.00  

   

    

   2021-2022   

Step To Top  Bachelors   Masters  

  1 18  $46,100.00   $47,100.00  

  2 17  $49,034.00   $50,134.00  

  3 16  $49,334.00   $50,434.00  

  4 15  $49,634.00   $50,734.00  

  5 14  $49,934.00   $51,034.00  

  6 13  $51,134.00   $52,734.00  

  7 12  $52,534.00   $54,234.00  

  8 11  $54,034.00   $55,634.00  

  9 10  $55,534.00   $57,134.00  

 10 9  $56,534.00   $58,134.00  

 11 8  $57,934.00   $59,534.00  

 12 7  $59,334.00   $60,934.00  

 13 6  $60,734.00   $62,334.00  

 14 5  $62,134.00   $63,734.00  

 15 4  $63,534.00   $66,134.00  

 16 3  $65,384.00   $66,984.00  

 17 2  $67,342.00   $68,942.00  

 18 1  $69,312.00   $70,917.00  

 19   $71,292.00   $72,892.00 

 

 

Issue No. 3:  Article VI - Supplemental Salary and Wage Provisions 

 

Position of the Association: The Association is proposing to add 3.6% increases to each position in 

each year of the Agreement. It has been the practice to increase supplemental wages at the same rate 
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as the salary increases. Rate increases should maintain a relationship to the regular salary increases 

so that the rates remain competitive and to recognize the expectations of the positions in addition to 

the amount of time each position requires. The programs paid on the supplemental scale have been 

exceptionally well done and received. The pay increase will maintain current staff and attract new 

high achieving staff as the positions become vacant. The cost of the proposal is $4,039 for wages 

and $13,342 for the unreimbursed retirement for a total of $129, 590 for the first year. The total 

increased cost for the five year proposal is $21,649 for wages and $73,126 for the unreimbursed 

portion of the retirement for a total increased cost of $94,775.  

 

The Association proposes to add Individual Education Plan (IEP) writing to the Supplemental 

Salary list to be paid at the curriculum pay rate. Special education teachers have had their work load 

increase because of state and federal mandates while their caseloads have increased without 

increases in teachers to take on the additional students. IEP preparation is outside the normal teacher 

responsibilities of preparation, instruction, and assessment. Teachers are forced to complete these 

plans beyond the normal work day as many take several hours to complete.   

 

Position of the District: The District is proposing a 2% increase to each position in each year of the 

Agreement. The total cost over four years is $87,270. The increase permits the District to increase 

these wages nearly in line with inflation while permitting to put slightly more money into regular 

salary schedule increases.   

 

The District already provides at least two days for substitutes to cover for special education teachers 

to prepare IEPs during the school day so they do not have to do the work during their personal 

unpaid time.  

 

Analysis and Opinion:  See Issue 5, Article X for the recommendation for the special education 

teachers’ released time to prepare IEPs. With respect to the IEP proposal by the Association, I do not 

recommend the supplemental wage proposed by the Association.  

 

Supplemental wages should increase at the same rate as the regular teaching salaries, 2.9% per year, 

as this has been the historical methodology to maintain competitive rates. Every 1% of increase to 

the 2017-2018 supplemental positions adds approximately $1,122 base cost while the estimated 

additional unreimbursed retirement cost is approximately $3,706. The methodology difference 

between the District’s and the Association’s proposals result in minor cost differences each year. 

Therefore, I recommend continuing adjusting these wages at the same salary scale increase, 2.9% 

per year for the four years. The estimated four year cost with the 2.9% increase is approximately 

$115, 462 or $1000 more than proposed by the District and approximately $3,254 more than the 

2,017-2018 cost.    

 

Recommendation:  

 

ARTICLE VI 

SUPPLEMENTAL SALARY AND WAGE PROVISIONS 
 

The parties agree that supplemental salaries and wages to be affected by this Agreement 

are accurately reflected in this section. Positions will be posted if an individual is 

terminated or resigns. If, in the opinion of the Board, it deems it necessary to employ a 
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professional employee for any extracurricular activity position, the salary for said position 

is as follows.  

 

Longevity: Any individual serving in the same position within “identified” Clarion-

Limestone supplemental positions for at least five (5) consecutive years will receive $150 

added to the annual supplemental compensation. Any individual serving in the same 

position for at least ten (10) consecutive years will receive an additional $100 ($250 over 

base) added to the annual supplemental compensation. Longevity will only apply to 

supplemental time served beginning from the 1992-93 through the current school year. 

Any resumption of a position from a break in service will be considered as starting anew. 

 

The following positions are eligible for longevity: 

 
Football 2018-2019 2019-2020 2020-2021 2021-2022 

  Head $4344 $4470 $4600 $4733 

  1st Assistant $3020 $3108 $3198 $3291 

  2nd Assistant $2761 $2841 $2923 $3008 

  3rd Assistant $2663 $2740 $2820 $2902 

  Jr. High – Head $2441 $2512 $2584 $2659 

  Jr. High - Assistant $1953 $2010 $2068 $2128 

Basketball – Boys & Girls     

  Head $4344 4470 $4600 $4733 

  Assistant – JV $3020 $3108 3198 $3291 

  Jr. High – Head $2441 $2512 $2584 $2659 

  Jr. High – Assistant $1953 $2010 $2068 $2128 

  Elementary $697 $717 $738 $759 

Track     

  Head $3417 $3516 $3618 $3723 

  Assistant $2430 $2501 $2574 $2648 

Volleyball     

  Varsity Head $2441 $2512 $2584 $2659 

  Varsity Assistant $1953 $2010 $2068 $2128 

  Jr. High Head $753 $775 $798 $821 

  Jr. High Assistant $502 $517  $532 $547 

Golf     

  Head $1395 $1436 $1477 $1520 

Cross Country     

  Head $2092 $2153 $2215 $2279 

  Assistant $1254 $1291 $1328 $1367 

Baseball     

  Head  $2931 $3016 $3103 $3193 

  Assistant $2091 $2153 $2215 $2279 

Softball     

  Head $2931 $3016 $3103 $3193 

  Assistant $2091 $2153 $2215 $2279 

Soccer     

  Head $2005 $2064 $2124 $2185 

  Assistant $1338 $1376 $1416 $1457 

Academic Sports League     
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  Advisor $645 $664 $683 $703 

  Assistant Advisor     

Computer Tech     

   Tech. $23 $23 $24 $25 

Academic Competition     

  Marching Band $3207 $3300 $3396 $3495 

  Cheerleading Senior High $2176 $2239 $2304 $2371 

  Cheerleading Junior High $1451 $1493 $1536 $1581 

  Drama Director $2104 $2165 $2228 $2293 

  Drama Technical Director $1115 $1148 $1181 $1215 

  Drama Set Director $1029 $1059 $1090 $1121 

  Drama Music/Choreo.Director $1029 $1059 $1090 $1121 

  Drama Pit Conductor $1029 $1059 $1090 $1121 

  Choir Director $1924 $1980 $2037 $2097 

  Student Council $1115 $1148 $1181 $1215 

  Yearbook $1846 $1900 $1955 $2011 

  Jr. Class Advisor $530 $545 $561 $577 

  SAP Coordinator $1715 $1765 $1816 $1869 

  National Honor Society $510 $525 $540 $556 

  Dance Team Advisor $618 $636 $655 $674 

  SAT Prep $216 $222 $229 $235 

  Band Front Advisor $1387 $1427 $1469 $1511 

  Band Front Assistant $1248 $1284 $1322 $1360 

  Athletic Director $11,034 $11,354 $11,683 $12,022 

             -or     

  Athletic Co-Directors $5714 $5880 $6050 $6226 

Pos. Not Eligible For 

Longevity* 

    

  *Detention/HR. $22.94 $23.60 $24.29 $24.99 

  *Summer Librarian $24.39 $25.09 $24.82 $26.57 

  *Drivers Ed. $24.39 $25.09 $24.82 $26.57 

  *Homebound $24.39 $25.09 $24.82 $26.57 

  *After School Supervisor $20.07 $20.65 $21.25 $21.86 

  *Tutor-After 4 Program $24.39 $25.09 $25.82 $26.57 

*Department Chairpersons     

  1-4 members per department $607 $625 $643 $661 

  5 and over members/department $816 $840 $864 $889 

     

  1. Social Studied (E&S)     

  2. Language (E&S)     

  3. Business (S)     

  4. Science (E&S)     

  5. Technology (E)     

  6. Family/Consumer Science (S) deleted deleted deleted deleted 

     

  *Prof. Develop. Coordinator $1780 $1832 $1885 $1940 

  *Mentor Teacher $767 $789 $812 $835 

  *Intramurals $1709 $1759 $1810 $1862 
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Any professional employee hired for nonprofessional extracurricular activities for the first 

time may be hired at a rate lower that that shown on the above schedule. 

Issue No 4:  Article VIII - Employee Benefits; Section E – Insurances 

 

Position of the Association: The Association proposes to increase the deductible to $1000 for the 

individual and $2000 for dependents (spouse and family) immediately, eliminate the current 

premium cost share by employees, and convert from a health reimbursement account (HRA) to 

health savings account (HSA) with an annual contribution of 60% by the District and 40% by the 

employees. The Association agrees that health insurance costs need to be controlled but disagrees 

with increasing the premium cost share which will not encourage the smarter use of health insurance 

by employees. According to the consultants from the Reshini Group, the District has the lowest 

utilization of all the districts in the Health Insurance Consortium. The District’s proposal to shift 

costs will not encourage the continued trend toward the wise use of health insurance as a means to 

reduce costs. The Association’s proposal will give the District immediate savings and encourage the 

smarter use of health insurance. Finally, the District’s proposal will result in a decrease in income.  

 

Position of the District: The District is proposing to reduce its cost which was 6.82% of the 2017-

2018 budget for a total of $1,025,846.00 in health care premiums for the bargaining unit 

employees.3 To help control costs, the District is proposing to increase the premium share paid by 

teachers and increase the deductible amounts over the term of the Agreement as follows: 

 
 2017/2018 

Expired CBA 

2018/2019 

Year 1 

2019/2010 

Year 2 

2010/2021 

Year 3 

2021/2022 

Year 4 

Individual $3.50 $15.00 $20.00 $25.00 $30.00 

Family $6.00 $25.00 $30.00 $35.00 $40.00 

      

Plan Deductible 

(Individual/family) 
$500/$1000 $500/$1000 $750/$1500 $1000/$2000 $1250/$2500 

HRA $250/$500 $250/$500 $375/$750          $500/$1000 $635/$1250 

 

The premium co-share currently saves $10,010 per year change and will generate an additional 

$17,225, $44,070, $53,690, and $63,310 in each year of a four year Agreement based on District 

estimates. Additionally, the HRA proposal, with an estimated a 70% utilization rate currently costs 

$23,450.00 but will increase over the four years to a total cost of $58,625 in the fourth year. 

However, during that same time, the annual premium paid by the District will decrease from 

$1,270,585 to $1,179,953 or $90,623 less than the total 2017-2018 cost. The combination of the 

increased premium cost share and the higher deductibles will save 7% in annual cost in 2021-2022, 

in addition to the annual savings during each of intervening year of the Agreement.  

 

Analysis and Opinion: In general, cost shifting generates immediate savings to the beneficiary of the 

shift, in this case the District, but does little to eliminate or slow annual premium increases. The key 

to slowing long-term premium growth is to reduce benefits and/or control usage, both of which 

should be directed toward modifying plan usage. I am not suggesting that the parties should adopt a 

substandard plan or discourage or delay usage for people who have medical needs. However, plans 

that turn the subscribers into consumers who can select the appropriate care-givers and the 

                                                           
3 The District paid $1,746,326 or 11.61% for all District employees. The cost for retirees was $53,438.00 for 2017-

2018.  
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appropriate medical facilities for their specific medical needs will reduce premiums and slow 

premium increases. Since the parties’ plan is built by a consortium, one of the few negotiable means 

to reduce either District or employee costs is to shift premium costs to the employees. This method 

has short-term gains with much less long-term benefit. Premiums will continue to grow based on the 

plan design and usage.  

 

I do not recommend the District’s proposal to increase the premium cost share. Shifting those costs 

will only focus the bargaining toward bargaining to off-set those increases by increasing salary rates, 

thereby making it more difficult or impossible to settle a contract. An unsettled contract may seem 

attractive to some, but current health insurance provisions will do little to reform the current health 

insurance provisions. I do not recommend the Association’s proposal to eliminate the current, 

nominal cost share even though it is a token amount that costs little and yields less.  

 

Also, I don’t recommend changing from an HRA to an HSA. I don’t have enough information in the 

record to indicate whether the current plan qualifies and whether only increasing the deductible on 

the current plan will make it a qualified plan. However, introducing an HSA will increase the 

District’s annual cost because it cannot roll over unused budgeted funds since the employees will 

own all the unused money contributed to them. In other words, the District will have to budget and 

pay 100% of the HSA funds annually rather than the 70% it estimates it will pay out for the HRA 

annually while keeping the unused portion for the following years.  

 

However, increasing the deductibles will reduce premium costs as indicated by the District’s 

estimates which show a substantially decreased premium cost from current costs as the co-payments 

increase. Any savings on premium goes directly to the District because the employees’ share is a flat 

dollar amount unaffected by premium fluctuations. The deductible amounts should be increased in 

the first year of the Agreement to $750 per individual and $1250 for the family coverage, with each 

rate increased by $250 in each of the remaining three years. Unlike premium shifting which affects 

all employees whether they use the insurance or not, increasing the deductibles shifts the cost to the 

users only, while slowing increases for all. The following chart summarizes the proposal.  

 

 

Recommendation:  

 

ARTICLE VIII 

EMPLOYEE BENEFITS 

 

Section E. Insurances 

1. Hospitalization 

…. 

d. I.  

 

 2017/2018 

Expired CBA 

2018/2019 

Year 1 

2019/2010 

Year 2 

2010/2021 

Year 3 

2021/2022 

Year 4 

Plan Deductible 

(Individual/family) 
$500/$1000 $750/$1250 $1000/$1500 $1250/$1750 $1500/$2000 

HRA $250/$500 $375/$625 $500/$750 $625/$875 $750/$1000 
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Deductibles/HRA: Employees are responsible for the first 50% of the deductible and 

will be reimbursed for the remaining deductible amounts listed in the above chart 

through a Health Reimbursement Arrangement (HRA) that is currently in effect. 

Employees must submit receipts for reimbursement to the third party administrator 

for the difference between the first 50% of the deductible and the remainder of the 

total deductible in effect.    

Issue No.5:  Article IX - Hours of Work and Other Conditions of Employment, Section B – 

Teachers’ Normal Workday 

 

Position of the Association: The Association rejects the proposal to increase the work day, because 

the District did not express a need for the additional time nor did it offer any true insight into what it 

intends to do with the additional 30 minutes that is not already used by teachers, either in school or 

later on their own time preparing lessons and correcting students’ papers. Finally, the standard work 

day in surrounding districts and throughout the Commonwealth is 7½ hours. The Association does 

not want to lead any trend in the region that increases the work day. 

 

The Association is also proposing to provide daily preparation time for all teachers, 35 minutes for 

elementary teachers, and at least one period on the secondary level. Daily preparation time allows 

better and more frequent interaction between and among teachers and parents. Moreover, such time 

has been provided for such a long time that it has been established as a bona fide past practice that 

the Association wants memorialized in the Agreement. And since there has been a shortage of 

substitute teachers, the number of time teachers have lost the time has “spiked”. Therefore, the 

Association is proposing to pay teachers $30 for each time teachers lose their individual preparation 

time. 

 

Position of the District: The District proposes modifying the current language to increase the 

workday from the existing seven and one half (7½) hours, inclusive of a duty-free thirty (30) minute 

lunch period to eight (8) hours, inclusive of a duty-free thirty (30) minute lunch period. The 

increased work day will provide in-school time for teachers and administration to attend meetings, 

plan lessons and other matters related to their normal daily responsibilities. 

 

The District rejects the Association’s proposal to add language to have preparation periods 

memorialized in the Agreement especially since preparation time has been provided as a managerial 

prerogative. Since the District needs to maintain flexibility over the scheduling of students and 

teachers, mandatory preparation time may interfere with the District’s ability to assign the 

appropriate teacher and specials to specific classes at the time they are needed. The District rejects 

paying teachers for covering other teachers’ classes when they may be needed during emergencies 

and when substitutes may not be available.   

 

Analysis and Opinion: The Undersigned determined before the fact finding began that this issue was 

properly before the fact finder after the Association challenged its validity.   

 

 2017/2018 

Expired CBA 

2018/2019 

Year 1 

2019/2010 

Year 2 

2010/2021 

Year 3 

2021/2022 

Year 4 

Plan Deductible 

(Individual/family) 
$500/$1000 $750/$1250 $1000/$1500 $1250/$1750 $1500/$2000 

HRA $250/$500 $375/$625 $500/$750 $625/$875 $750/$1000 
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An eight hour teacher work day is unusual in the Commonwealth and in the surrounding districts. 

Whether or not the 30 minutes are added, teachers will continue to prepare for classes, correct 

papers, and meet with parents and students after the normal work day when required with no 

financial impact on the District as there are no overtime provisions that will put teachers in either 

regular or premium pay status. Therefore, absent a good and sufficient need, I do not recommend 

increasing the work day from its current level.  

 

With respect to the preparation time proposal, I recommend that the current practice be 

memorialized in the Agreement as it will have little impact on current scheduling. The time has 

value to the District because it frees teachers to prepare for classes, confer with other teachers and 

administrators to discuss their students’ progress, and contact or meet with parents. I do not 

recommend the Association’s proposal to pay teachers for the loss of the scheduled time.   

 

Recommendation: 

 

ARTICLE IX 

HOURS OF WORK AND OTHER CONDITIONS OF EMPLOYMENT 

 

SECTION B. TEACHERS’ NORMAL WORKDAY/PREPARATION TIME 

 

1. The teachers’ normal workday shall not exceed seven and one-half (7 ½) 

hours with a duty-free (30) minute lunch period. 

 

2.  Employees assigned to elementary schools shall receive thirty-five (35) 

minutes per day preparation time; employees assigned to the secondary level 

will be provided at least one (1) preparation period per day. Such preparation 

time will be exclusive of the duty-free lunch period and shall be consecutive, 

uninterrupted time during the student school day.  

 

 

Tentative Agreements: Following are the tentative agreements reached before fact finding 

presented herein to memorialize and make them part of this Report and the 2018-2022 Agreement.  

 

Tentative Agreements 

 

1. Article VI - Supplemental Salary and Wage Provisions 

The parties have agreed to remove the position of Family and Consumer Science Department 

Chairperson from the list. [This tentative agreement is noted in the recommendation for Article 6, 

above.] 

 

2. Article VIII - Employee Benefits: Section (8) - Sick Leave 

 

The parties have agreed to add language awarding a stipend to individuals who use less than their 

contractually allotted sick time according to the following schedule: 0 sick days used - $225.00; 1-2 

sick days used - $175.00; 3-4 sick days used - $125.00. The payment schedule will remain the same 

for the life of the Agreement, will not compound, and the stipend is not part of the Employee's 
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salary. It is specifically understood that an eligible Employee will receive one (1) stipend payment, 

as referenced in the matrix above, per year, and the above-listed stipend payments are specifically 

not for each unused sick day. 

 

3. Article VIII - Employee Benefits: Section E (7) - Dental 

 

The parties agreed to attach forms specifically outlining the applicable insurance coverage to the 

Agreement. 

 

4. Article VIII - Employee Benefits: Section E (6) - Vision 

 

The parties agreed to attach forms specifically outlining the applicable insurance coverage to the 

Agreement. 

 

5. Article VIII - Employee Benefits: Section (F) - Retirement Incentive Program 

 

The parties have agreed to include language that would provide a payout of $50.00 for each unused 

sick day at the time of retirement. The retiring employee could be limited to receiving payment for 

two hundred (200) sick days. The parties further agreed that the new negotiated retirement incentive 

would expire at the conclusion of the new Agreement. It is the District's understanding that, since the 

language contained in this Section in the 2015-2018 Collective Bargaining Agreement between the 

parties expired as of June 30, 2018 by the sunset provision in that CBA, and the Association only 

proposed the above-referenced terms during negotiations for the new retirement incentive, all other 

terms of the former retirement incentive have expired and will not carry forward into the new CBA. 

 

6. Article VIII - Employee Benefits: Section (H) Reimbursement of Credits 

 

The parties have agreed to modify the existing language in this Section to require employee 

reimbursement of any District credit reimbursement according to the following schedule: One 

hundred percent (100%) if employee leaves in the first (1st) or second (2nd) years; Seventy-five 

percent (75%) if employee leaves within in the third (3rd) year, Fifty percent (50%) if employee 

leaves in the fourth (4th) year. 

 

7. Article XIX - Grievance Procedure 

 

The parties agreed to attach the applicable grievance forms to the Agreement. 

  

Summary 

 I want to thank the parties for their complete and in-depth presentations that enabled me to 

arrive at my recommendations with reasonable assurance that I have the necessary information and 

understanding of the issues. I believe my recommendations strike a reasonable balance between the 

needs of the District while providing employees with a reasonable salary and benefit package. 
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 Please note that you are directed to notify the PLRB of your decision to accept or 

reject the recommendations herein within ten (10) days of the date of the issuance of this 

Report.  

 

 

 

  

 

September 4, 2018  

 _______________________________ 

John C. Alfano, Arbitrator & Mediator 
1622 Birch Street 

Scranton, Pennsylvania 18505 

 

 
 

 

 

 

 

 

 

 


