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waits to rectify this situation the more expensive it will become to fix.” 
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To:  Teachers, Paraprofessionals, Special Service Professionals     
From: The CVEA Negotiation Team                                               January 14, 2018 
 

Contract negotiation is a back-and-forth, give-and-take process. Both sides are 
on equal terms and are required to participate in the process.  The goal of contract 
negotiation is to come to an agreement that is fair and equitable for both parties. If an 
agreement can’t be reached, a mutually agreed upon professional can be hired for 
mediation and, if necessary, fact finding. Allan McCausland, Ph.D., Arbitrator/Economic 
Consultant, was hired by both the ConVal School Board and the CVEA as a neutral 
third party to facilitate a contract agreement. 

Negotiations began almost one year ago in February of 2017.  The teams met on 
11 separate occasions. During this time, the CVEA submitted changes to their original 
proposal for pay compensation a total of five times in a good-faith effort to come to an 
agreement. These proposals were summarily rejected by the board, while the board 
offered no proposals that deviated from their original compensation offer. 
Fortunately, some progress was made on other language issues. Both parties were able 
come to six tentative agreements. At a meeting on September 7th, after a long and 
what appeared to be a productive session, the board’s attorney informed the CVEA that 
the board’s team felt that the negotiations had reached an impasse and called for 
mediation.  Both teams then hired Allan McCausland, Ph.D., as a mediator. 

The teams met for mediation on October 17th.  At this meeting, the parties were 
able to add five more agreements on language to the contract for a total of 11 tentative 
agreements. However, at the end of an eight-hour-long meeting, the sides were no 
closer to a final contract agreement. The CVEA membership then called for fact finding. 
The board’s attorney requested that the CVEA come to fact finding with five or fewer 
proposals. The CVEA honored that request and brought only five proposals to the table. 
Much to the dismay of the CVEA, the board’s team brought 20 proposals to the 
table.  In fact, the board brought the same proposals that they had submitted on day 
one of negotiating.  

Fact finding took place on November 28th where six more tentative agreements 
were signed, for a total of 17 total tentative agreements. Negotiations formally ended 
with the release of the Fact Finder’s Report on December 26th. In the report, Dr. 
McCausland made a compromise decision on compensation for teachers, special 
service professionals, and paraprofessionals. The report was favorable to the board’s 
compensation offer- retain matrix, retain merit pay, retain OPA- although nearly all of 
the other items were favorable for teachers, SSPs and paras like a 187-day work year 
versus a 205-day work year, more flexible paid leave, and some control over involuntary 
building transfers. In addition, the Fact Finder recognized that a Merit system alone 
would not attract and retain teachers: 
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“Merit pay systems are very expensive because in addition to paying merit 

pay to teachers, special service professionals, and other personnel that deserve 
it; districts must maintain a competitive pay scale and benefits for all faculty in 
order to attract and retain good teachers and special service professionals.  This 
means paying competitive cost of living and experience (step) increases, as well 
as merit pay.” (Dr. Allan McCausland, Fact Finder Report, p. 20 paragraph 4) 

The Fact Finder also recognized that the board’s policy of hiring new staff at a 
higher pay rate than current long-term employees was unethical.  

“There is potentially one very divisive element in the Board’s salary 
proposals, and in its previous salary actions.  Evidence was submitted by the 
CVEA that some returning Bargaining Unit Members are, and will be, being paid 
less than their equivalent positions on the Board’s Hiring Matrixes for 2017-18 
and 2018-19.  This indicates that newly hired faculty members are, or will be, paid 
more tha[n] returning Bargaining Unit Members with the same degrees, credits 
and experience.” (Dr. Allan McCausland, Fact Finder Report, p. 21 paragraph 4)  

”It is difficult to think of a faster way to decrease morale and professional 
collaboration tha[n] to continue these salary discrepancies...The longer the Board 
waits to rectify this situation the more expensive it will become to fix.” (Dr. Allan 
McCausland, Fact Finder p. 22 paragraph 1) 

The Fact Finder corrected the Hiring Matrix to eliminate the pay differences 
between new hires and long-time employees, making it more like a Salary Step System.  

After careful evaluation, the CVEA Membership voted to accept Dr. 
McCausland’s report in order to correct the pay inequity between new hires and long-
time staff. Even though the Fact Finder’s report contained language and compensation 
that the CVEA disagreed with, the CVEA Membership honored the process and 
voted to accept the report.  

 Following the release of the Fact Finder’s Report, the school board’s team then 
decided that the compensation package in the report was too expensive.  The attorney 
for the board asked the CVEA to consider submitting a proposal that would be less 
expensive to the district. The CVEA team made the first offer after the Fact Finder’s 
Report had been issued and voted on by the CVEA.  The CVEA team offered to 
eliminate the Merit Pay and OPA (Outstanding Performance Award) in an effort to save 
the district money while keeping all of the other language identified in the report. The 
board’s team rejected this offer.  

The board then offered their $2,000/$1 compensation package while eliminating 
all the language in the Fact Finder’s Report. The CVEA then countered with a Step 
Schedule that would have had a monetary value close to the board’s counter offer and 
would have had the added benefit of fair compensation. The board’s team rejected 
this offer without response or a counter offer. 

The objective of the CVEA from the beginning to the end of negotiations was to 
fight for corrections in pay inequalities that had accumulated over time. The more that 
the team studied Merit Pay, or the $2,000/$1 counter offer from the board’s team, the 
more it became apparent that neither proposal would solve the problems with the 
current Hiring Matrix. In addition, neither proposal would stop the exodus of valued 
teachers from the district. 


