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East Aurora Local Council 604 AFT/IFT – PUBLIC POSTING 

 

Overview of Bargaining 

 
 East Aurora Local Council 604 AFT/IFT represents three bargaining units at East Aurora 
District No. 131:  certified personnel, support staff, and office staff.  The parties historically have 
negotiated a single agreement covering all Union-represented employees.  The parties’ last 3-
year agreement expired on June 30, 2018.  The first day of student attendance was August 16, 
2018. 
 
 The District has had the good fortune to receive substantial new funding from the State of 
Illinois as a result of the new Illinois school funding law (P.A. 100-0465), which provided 
$12,458,6531 in new State TIER funding, plus an additional estimated $956,0002 in statutory 
savings for federally funded positions (P.A. 100-0587).  Together, these new funding bills 
resulted in the District receiving at least $13,414,653 in new funding for SY 2017-18.3  The  
school funding law provides an additional $8,129,366 in new funding for SY 2018-19, thus 
raising the District’s total new and recurring increases in funding to at least $21,544,019 for 
school year 2018-19.  Additional State funding is expected, but even if no new State money is 
received, the District will receive a total of $64,632,057 in new State funding over these next 
three years.  This funding comes entirely from the State of Illinois, and no new tax dollars are 
required from Aurora residents for it.  The District regrettably refused to mention this dramatic 
increase in State funding when discussing its own economic proposal. 
 
 The parties commenced negotiations on December 18, 2017, and have conducted at least 
sixteen formal bargaining sessions and three mediation sessions in an effort to conclude an 
agreement.  The parties have reached agreement on many terms and were close to an overall 
agreement when the District suddenly broke off negotiations and announced its final offer. 
 
 The parties’ difficulty in concluding an agreement arises primarily from the District’s 
inability to accurately cost out its own proposals and to provide the Union its spreadsheets and 
other data demonstrating how it has costed out its proposals.   
 
 Notwithstanding these difficulties, and the District’s continuing revisions to its own 
calculations on the cost of its proposals, the Union’s economic proposal actually costs less than 
the District has publicly committed to pay for a 3-year labor contract.  Despite this apparent good 
news, the District refuses to consider any modifications to its economic proposal.  The Union is 
hopeful that the District will, indeed, take yes for an answer and conclude an agreement as soon 
as possible.   
 
 

                                                 
1 See https://www.isbe.net/Pages/ebfdistribution.aspx 
2 See https://www.trsil.org/employers 
3 These amounts are minimums.  The District notified the Union on July 26, 2018 that its total revenues actually 
increased $21,446,631 for FY 2018 over the prior year. 



2 
 

Union’s Most Recent Offer 
 
 The following offers made by the Union relate to items that are not tentatively agreed: 
 
Economic Terms 
 
 As explained in more detail below, the Union’s economic proposal actually costs less 
than the District has publicly committed to pay for a new 3-year agreement, and less than the 
District calculated for its own economic proposal, due to numerous faulty mathematical 
assumptions incorporated into the District’s proposal.   
 
 The Union’s financial offer differs from the District’s offer in these respects: 
 

1. The District Board President publicly pledged to raise teacher salaries to the levels 
paid by the neighboring West Aurora school district.  However, the District’s 
proposal omits a final longevity bonus paid to senior teachers, which is included in 
the Union’s proposal.  The District also freezes salaries for teachers who possess a 
bachelor’s degree after 13 years of service, which doesn’t exist for West Aurora 
teachers and is removed from the Union’s proposal. 
 

2. Under the District’s proposal, if its revenue should decrease in any year by $3.5 
million (less than 2% of last year’s $188 million budget), for any reason, the raises 
are all cancelled, and the Union would have no bargaining leverage to address it.  The 
Union has not agreed to this proposal.  The District inexplicably refused to include its 
specific proposal to cancel raises in its posting, but it references the cancellation 
clause on pages 7 and 8 of its posting 4, and a copy of its actual proposal in the 
District’s Final Offer is attached as Exhibit B 

 
3. Support and office staff historically have been paid at the District’s discretion, 

resulting in wildly different salaries for employees occupying the same position.  In 
some cases, a 2-year employee is paid the same or more than a 15-year employee in 
the same job.  The parties agreed to establish a step (longevity) schedule for all job 
classifications of support and office staff.  However, the District’s proposal merely 
transfers employees to the next step closest to their existing salary.  The District 
proposal thus locks in the inequality of salaries forever.  The Union’s proposal places 
support and office employees at either their current rate of pay, or the rate of pay 
corresponding to their years of service, whichever is higher.  This proposal results in 
no reduction in pay and restores staff to the appropriate minimum rate of pay based 
on their years of service. 

 

                                                 
4 The District’s posting includes, for its economic proposals in Articles 14.1, 19.1 and 24.1: 
“A salary reopener provision beginning in the second year to address either a change in the General State Aid and 
EBF funding formula or the legislature not appropriating funds for General State Aid or the EBF funding formula at 
or above the same level as FY18.” (see District posting at 7, 8) 
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4. The District’s proposal does not allow employees transferring into the support or 
office classifications to maintain their seniority for pay purposes.  This means, for 
example, that if a 15-year office employee transfers into a support job, the employee 
must start as a first year support employee for pay purposes, resulting in a significant 
loss of pay.  The Union’s proposal allows the employee to maintain his or her 
seniority for pay purposes. 

 

5. The District’s proposal maintains low starting wages for support and office staff as 
low as $13.25 per hour.  The Union’s proposal increases starting pay to a minimum of 
$14.50 per hour, though it accepts the District’s proposed schedule of increases by no 
later than the fifth year of service. 

 

6. The District’s proposal contains no cost of living increases, notwithstanding that 
nearly all school districts, including West Aurora, include annual cost of living 
increases.  The Union’s proposal provides a 1% cost of living increase in the third 
contract year for support and office staff only. 

 
 

 Cost of Union’s Economic Offer 
 
The Union’s economic offer for teachers, support and office staff is attached as Exhibit A.  The 
Union’s proposal costs $24,228,363 over three years. 
 
As mentioned, the Union’s proposal costs less than the District has committed to pay in its own 
economic proposal.  The District’s posting asserts that its proposal costs $24,259,038 (p. 9).  
However, it previously asserted that the same proposal cost more.  In any event, the Union 
proposal costs less than either District calculated cost of its own proposal. 
 
The reason that the Union is able to improve on the District’s proposal without costing more than 
the District has committed to spend is due to the District’s errors in costing out its own proposal.  
The District failed to account for the effect of 24 retirements following the 2017-18 school year, 
and it incorrectly calculated the effects of agreed freezes at higher steps of teacher compensation.  
The Union’s calculations are based on the District’s own spreadsheets and formulas, which were 
then corrected to account for the errors. 
 
 

Language terms 
 
 The parties have achieved agreement on a broad range of language items.  However, 
there remain some significant differences that could not be addressed due to the Board 
withdrawing from negotiations.  The District’s posted proposals contain certain inadvertent 
inaccuracies, but the following offers made by the Union relate to substantive items that are not 
tentatively agreed (Attached as Exhibit C): 
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Class Size (Article 15) 
 
 The Union’s Class size proposal is attached.  It differs from the District’s proposal in that 
class size commitments are enforceable and designated remedies utilized for classes that exceed 
the maximum number of students. 
 
 
Transfer rights (Article 9.7) 
 
 The Union’s teacher transfer rights proposal is attached.  It differs from the District’s 
proposal by allowing teachers more flexibility to transfer until the deadline for teacher 
resignations (and ensuing vacancies) has passed, and doesn’t bar authorized transfers until the 
10th day of student attendance. 
 
Joint Committees (New) 
 
 The Union’s Joint Committee’s proposal is attached.  It provides that joint committees 
must have equal numbers of staff and administration representatives 



EXHIBIT A













District’s August 7, 2018 reopener proposal: 

Sections 14.1, 20.1 and 25.1  Reopener 

The parties agree that, commencing on or after July 1, 2019, and during the term of this 
Agreement, in the event there is either a change in either the General State Aid received by the 
District, or the EBF funding formula, resulting in a decrease of Three Million Five Hundred 
Thousand Dollars ($3,500,000)funds or more allocated to the District, or the legislature does not 
appropriate funds with an allocation to  the District at or above an amount that is Three Million 
Five Hundred Thousand ($3,500,000) below the level as established in FY18, then the District may, 
upon written notice to the Union, re-open Articles XIV, XX, and XXV of the Agreement for the 
purpose of renegotiating the salaries and wages of certified or licensed staff, support staff, and 
office staff.  The provisions of Article IV shall not apply to such reopened negotiations. 

EXHIBIT B



Article 15.   GENERAL EDUCATION CLASS SIZE  (based on 8/7/18 oral proposal) 

At the elementary level, balancing class sizes at each grade level is expected as the initial 
remedy to potential class size problems. At the middle and high school levels, balancing class 
sizes in each subject area is expected as an initial remedy to potential class size problems. 

Enrollment in lab classes will not exceed available lab stations unless no other option exists. If 
lab classes exceed lab stations then a meeting will be held between the teacher(s), lead 
teacher, and administration to determine changes needed in curriculum due to the overload in 
class size. 

To provide guidance to the administration in managing this policy, the following class size 
thresholds will be used to identify regular education and bilingual education classes where 
intervention is necessary. It is recognized that both fiscal and facility resources may affect class 
size resolution.  

Class size maximum: 

 K – 2: 25 

 3 – 5: 26 

 6 – 8: 27 

High school: 30 

If a classroom exceeds the above limits at either: a) 30 calendar days after the beginning of a 
semester; or b) for 30 school days in the aggregate during a semester, then the District shall 
take one of the following actions: 

a. Divide the classroom in order to meet the above class size limits;
b. Assign an Assistant to the classroom for the remainder of the school year; or
c. Pay the teacher assigned to the classroom a $2,000 stipend for the semester.

EXHIBIT C



 

9.7 Assignments and Transfers    (based on oral counterproposal 6/11/18) 
 

Teachers shall be notified in writing no later than the last day of school of a change in their 
assignment(s) for the following school term, as to grade level, school and/or subject area. If a 
change in assignment is necessitated after August 1 the teacher may, upon two weeks prior 
written notice, resign without penalty. 
 
The Administration will attempt to avoid involuntary transfers. In the event of an involuntary 
transfer, upon the request of the teacher, the Superintendent or designee and the teacher shall 
meet to discuss the reasons for such transfer. 
 
Vacancies shall be posted for a minimum of five (5) working days, or three (3) working days in the 
event the vacancy is created within 14 days prior to the start of school. As used herein, vacancy 
shall be any permanent full-time position which has been newly created or that becomes vacant 
because the employee holding that position has left the district or bargaining unit.  Any employee 
interested in the position may apply. 
 
An application made prior to August 7 (or one week after the resignation deadline, if later)July 1 
requires the approval of the receiving principal/supervisor.  An application made on or after 
August 7July 1 and prior to the tenth (10th) day of student attendanceAugust 1 requires the 
approval of both principals/supervisors.  No applications will be permitted after the tenth (10th) 
day of student attendanceAugust 1 for a vacancy occurring for the then current school year and 
any vacancy occurring or to be filled after August 1 will be filled by either an external candidate 
or by involuntary transfer. 
 

 



 

[NEW]  ARTICLE ____  Committees   [GENERAL CONTRACT SECTION] 

All existing and newly-established committees that are convened to review bargaining unit working 

conditions, employee benefits, calendars, job descriptions, or other related matters shall be composed 

of an equal number of persons appointed by the Union President and by the Superintendent (or his/her 

designee).  The total number of appointees shall be mutually agreed, and in the absence of such 

agreement shall be six (6) persons.  The committee(s) shall meet at such times as are mutually agreed, 

but shall be convened at least once each school semester upon request of either party. 




