COMMONWEALTH OF PENNSYLVANIA
PENNSYLVANIA LABOR RELATIONS BOARD
FACT-FINDING REPORT AND RECOMMENDATIONS

In the Matter of Fact-Finding

MIFFLINBURG AREA SCHOOL DISTRICT :
: CASE NO. ACT 88-25-5-E

and :
: Date of Hearing: June 13, 2025

MIFFLINBURG AREA EDUCATION ASSOCIATION :
: Date of Report: June 30, 2025

Jared N. Kasher, Arbitrator

Fact-Finder
For the District: For the Union:
Kenneth J. Dady, Jr. Brian Landis
178 Maple Street 400 Shiloh Road

Mifflinburg, PA 17844 State College, PA 16801



BACKGROUND

By letter dated May 20, 2025, the Pennsylvania Labor Relations Board (PLRB)
pursuant to Act 88 of 1992 (ACT 88) and the Public Employe Relations Act
(PERA), appointed the undersigned as Fact-Finder involving the impasse in
negotiations between the Mifflinburg Area School District (the District) and the
Mifflinburg Area Education Association (the Union).

The parties are governed by a collective bargaining agreement (CBA) which
expires on June 30, 2025. The parties met for the purpose of negotiating a
successor CBA but were unable to reach agreement on a number of issues.

In accordance with the PLRB’s Order, the parties filed multiple issues in dispute
with the Fact-Finder. The issues involved the following Articles of the existing
CBA as well as new proposals.

On June 13, 2025, a Fact-Finder hearing was conducted at the Mifflinburg Area
School District. At the hearing both parties were provided the opportunity to
present testimony, documentary evidence and oral arguments in support of their
respective positions. Thereafter, several Executive Sessions were conducted.

After thoroughly reviewing the comprehensive documentary evidence, testimony,
and arguments presented by both parties, and considering the positions
discussed during the executive sessions, this Fact-Finder is making
recommendations as to the following issues:

Article XV — Compensation & Longevity

Article XIX — Extended Contracts

Article XX — Extracurricular Activities Compensation
Article XXIV - Insurance

Student Assistance Program

New Hire Orientation

cuhb=

The undersigned Fact-Finder incorporates the parties’ tentative agreements,
attached hereto as Appendix A, and makes the following recommendations.

Issue 1: Article XV - COMPENSATION

A. Wages

Recommendation: An employee shall be placed on their salary step on the first
day of each school term and no change in salary step shall be made during the
school term. The district shall determine the salary step for an employee who did
not actually work as a professional or temporary professional employee for the
district for more than 90 days in the immediately preceding school term.
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Step movement will be provided for each year of this agreement. Column
movement may occur in any year as described below.

Employees in the bachelor’s column of the salary schedule shall, upon
completion of Level II Certification, move from the bachelor’s column on the
salary schedule to the B-Level II column.

Upon completion of a Master’s degree or equivalent state certificate, the employee
will move from the bachelor’s column on the salary step to the master’s column.

The M+15 column provides additional compensation for bargaining unit
members who have accumulated at least 15 graduate credits in the employee’s
field or the field of education taken after the attainment and/or earning of the
Masters or Master’s Equivalency degree program.

The M+30 column provides additional compensation for bargaining unit
members who have accumulated at least 30 graduate credits in the employee’s
field or the field of education taken after the attainment and/or earning of the
Masters or Master’s Equivalency degree program.

The M+45 column provides additional compensation for bargaining unit
members who have accumulated at least 45 graduate credits in the employee’s
field or the field of education taken after the attainment and/or earning of the
Masters or Master’s Equivalency degree program.

Column movement will occur either at the start of the school year or at the
beginning of the second semester. For degrees/credits awarded and evidenced
during the first semester of the school year, salary increases will begin at the
start of the second semester. For degrees/credits awarded and evidenced during
the second semester of the school year or over the summer, salary increases will
commence with the first pay of the new school year. For degrees/credits awarded
in late summer, the full salary for column movement will be awarded as long as
the transcript is received by the business office by September 30.

An employee who completes ten (10) consecutive years of service with the District
shall, beginning with the first pay in the eleventh (11th) year, receive an annual
Service-Based Salary Addition (SBSA). The SBSA shall be $1,000 in the eleventh
year and shall increase by $200 for each additional year of consecutive service
until the employee attains twenty-five (25) years, at which time the SBSA is
capped. The SBSA is paid in equal installments through the regular payroll cycle
and is subject to all applicable payroll taxes. If any portion of this subsection is
ruled unlawful, nonpensionable, or invalid, the remainder shall remain in full
force, and the parties will meet within thirty (30) days to bargain a lawful
substitute that preserves the negotiated economic value.



The above salary provision is based on a work year of one hundred eighty-six
(186) days. The administration will be responsible for the agenda for five (5) of
the 186 days. At least one day will be provided for classroom preparation time
prior to the start of the school year. This classroom preparation time is to be
used by the teacher between July 1 and the first day of school at the discretion
of the teacher. Past practices on these days are not applicable.

2025/2026

From Top

From Top Steps B B-Levelll M M+15 M+30 M+45
14 1 $56,500 $57,000 $59,500 $60,200 $60,900 $61,600
13 2 $57,500 $58,000 $60,500 $61,200 $61,900 $62,600
12 3 $58,500 $59,000 $61,500 $62,200 $62,900 $63,600
1 4 $59,500 $60,000 $62,500 $63,200 $63,900 $64,600
10 5 $60,500 $61,000 $63,500 $64,200 $64,900 $65,600
9 6 $61,500 $62,000 $64,500 $65,200 $65,900 $66,600
8 7 $63,000 $65,500 $66,200 $66,900 $67,600
7 8 $64,000 $66,500 $67,200 $67,900 $68,600
6 9 $65,000 $67,500 $68,200 $68,900 $69,600
5 10 $66,000 $68,500 $69,200 $69,900 $70,600
4 1 $67,000 $69,500 $70,200 $70,900 $71,600
3 12 $68,000 $70,500 $71,200 $71,900 $72,600
2 13 $69,000 $71,500 $72,200 $72,900 $73,600
1 14 $70,000 $72,500 $73,200 $73,900 $74,600

Top 15 $71,000 $73,500 $74,500 $75,500 $76,500
2026/2027
From Top
Steps B B—Levelll M M+15 M+30 M+45
14 1 $57,650 $58,250 $61,150 $62,000 $62,850 $63,700
13 2 $58,650 $59,250 $62,150 $63,000 $63,850 $64,700
12 3 $59,650 $60,250 $63,150 $64,000 $64,850 $65,700
1 4 $60,650 $61,250 $64,150 $65,000 $65,850 $66,700
10 5 $61,650 $62,250 $65,150 $66,000 $66,850 $67,700
9 6 $62,650 $63,250 $66,150 $67,000 $67,850 $68,700
8 7 $64,250 $67,150 $68,000 $68,850 $69,700
7 8 $65,250 $68,150 $69,000 $69,850 $70,700
6 9 $66,250 $69,150 $70,000 $70,850 $71,700
5 10 $67,250 $70,150 $71,000 $71,850 $72,700
4 1 $68,250 $71,150 $72,000 $72,850 $73,700
3 12 $69,250 $72,150 $73,000 $73,850 $74,700
2 13 $70,250 $73,150 $74,000 $74,850 $75,700
1 14 $71,250 $74,150 $75,000 $75,850 $76,700
Top 15 $72,250 $75,150 $76,350 $77,550 $78,750
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2027/2028

From Top
Steps B B—Levelll M M+15 M+30 M+45
14 1 $58,800 $59,600 $62,800 $64,300 $65,800 $67,300
13 2 $59,800 $60,600 $63,800 $65,300 $66,800 $68,300
12 3 $60,800 $61,600 $64,800 $66,300 $67,800 $69,300
11 4 $61,800 $62,600 $65,800 $67,300 $68,800 $70,300
10 5 $62,800 $63,600 $66,800 $68,300 $69,800 $71,300
9 6 $63,800 $64,600 $67,800 $69,300 $70,800 $72,300
8 7 $65,600 $68,800 $70,300 $71,800 $73,300
7 8 $66,600 $69,800 $71,300 $72,800 $74,300
6 9 $67,600 $70,800 $72,300 $73,800 $75,300
5 10 $68,600 $71,800 $73,300 $74,800 $76,300
4 11 $69,600 $72,800 $74,300 $75,800 $77,300
3 12 $70,600 $73,800 $75,300 $76,800 $78,300
2 13 $71,600 $74,800 $76,300 $77,800 $79,300
1 14 $72,600 $75,800 $77,300 $78,800 $80,300
Top 15 $73,600 $76,800 $78,300 $79,800 $81,300
2028/2029
From Top
Steps B B—Levelll M M+15 M+30 M+45
14 1 $60,000 $61,000 $64,600 $66,800 $69,000 $71,200
13 2 $61,000 $62,000 $65,600 $67,800 $70,000 $72,200
12 3 $62,000 $63,000 $66,600 $68,800 $71,000 $73,200
11 4 $63,000 $64,000 $67,600 $69,800 $72,000 $74,200
10 5 $64,000 $65,000 $68,600 $70,800 $73,000 $75,200
9 6 $65,000 $66,000 $69,600 $71,800 $74,000 $76,200
8 7 $67,000 $70,600 $72,800 $75,000 $77,200
7 8 $68,000 $71,600 $73,800 $76,000 $78,200
6 9 $69,000 $72,600 $74,800 $77,000 $79,200
5 10 $70,000 $73,600 $75,800 $78,000 $80,200
4 11 $71,000 $74,600 $76,800 $79,000 $81,200
3 12 $72,000 $75,600 $77,800 $80,000 $82,200
2 13 $73,000 $76,600 $78,800 $81,000 $83,200
1 14 $74,000 $77,600 $79,800 $82,000 $84,200
Top 15 $75,000 $78,600 $80,800 $83,000 $85,200

Finally, it is recommended that all monetary provisions are subject to the
retroactivity terms contained in Article XV.



Rationale: The recommended salary schedule adjustments seek a fair balance
between the District’s financial capabilities and the necessity of attracting and
retaining qualified educational professionals. The proposed step and column
increments over four years align with regional standards and competitive market
trends. Introducing the Bachelor Level II and Master’s +45 columns provides
incentives for further professional development, reflecting the importance of
continual growth in education quality. The SBSA increases reward long-term
service to the District, improving competitiveness at higher experience levels, and
encouraging educator retention in a region experiencing higher turnover rates.
Additionally, these recommended compensation adjustments are intended to
balance the increases in insurance premium share contributions, ensuring that
employees experience an overall increase in their take-home pay. Furthermore,
at present, approximately 20 employees within the bargaining unit are
positioned in either the M+15 or M+30 columns; thus, the rationale for
recommending the M+45 column.

Issue 2: Article XIX - EXTENDED CONTRACTS

Recommendation: Full-time professional employees with contracts exceeding
the contracted school year shall be paid their current daily salary rate for the
approved school year. The District shall keep an accurate record of the number
of hours worked. To ensure this, extended contract employees will manually
enter their hours worked into the District’s electronic payroll system on a bi-
weekly basis. Full-time professional employees with contracts exceeding the
contracted school year shall be paid their current per-diem rate for the additional
hours worked for the approved school year. This new procedure from this
paragraph will begin the 2026-2027 school year. For each additional twenty (20)
workdays, employees will be granted one (1) additional sick leave day.

Effective with the 2026-2027 school year, full-time professional employees who
hold extended contracts will transition from the current pay year cycle of July 1
through June 30 to align with the general pay calendar used for the rest of the
bargaining unit (typically late August through late August or early September
through late August).

To implement this change, it is recommended that the District:

1. Notify affected employees in writing no later than October 1, 2025,
regarding the specific details and timelines of the transition.

2. Communicate any adjustments or prorated payments necessary to align
the transition from the current pay cycle to the new pay cycle.

3. Ensure that no employee experiences any loss of compensation or
disruption to their regular pay schedule during this transition period.



4. Complete the transition to the new pay calendar fully by the
commencement of the 2026-2027 school year.

Rationale: The adjustments to extended contract procedures provide clarity and
standardize compensation for professional employees working beyond the
traditional school year. Detailing daily salary rates and the methodology for
logging hours ensures transparency and consistency.

Issue 3: Article XX — EXTRACURRICULAR ACTIVITIES COMPENSATION

Recommendation: Adopt the District’s proposed extracurricular activities
compensation schedules.

Rationale: Adopting the District’s stipend amounts for extracurricular activities
helps to offset overall salary schedule increases, ensuring balanced financial
stewardship while fairly compensating educators for their additional roles and
responsibilities.

Issue 4: Article XXIV - INSURANCE

Recommendation: Employees shall make the following premium share

contributions:

PPO 250 PPO 500 GHO 250 GHO 500
Year 1 7% 7% 3% 3%
Year 2 9% 9% 6% 6%
Year 3 11% 11% 9% 9%
Year 4 12% 12% 12% 12%
Dental

The employer shall provide to all eligible employees a family coverage co-
insurance basic and supplemental dental care plan offered through the CS
Trust. The dental insurance coverage will increase to $1,000 per claimant per
year beginning on July 1, 2026.

Vision
Vision insurance plan is not recommended.

Rationale: The recommended premium share contributions for healthcare
represent a phased-in approach to achieving cost-sharing targets. Currently, the
four available insurance plans vary significantly in terms of premium share, with
two plans having no premium share contribution at all. Incremental increases
at different rates will eventually equalize the premium sharing contributions
across all plans. The recommended premium share contributions represent a
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careful balance between compensation increases and the necessity of
sustainable insurance premium contributions. Additionally, not recommending
the increased cost for vision insurance further helps to offset the overall impact
of salary increases.

Issue 5: STUDENT ASSISTANCE PROGRAM (SAP)

Recommendation: Full-time professional employees who serve on the Student
Assistance Program (SAP) Team and attend SAP meetings outside of the
contractual workday may earn up to three (3) additional personal days per school
year, according to the following structure:

o After attending 7 SAP meetings, the professional employee earns 1
personal day.

o After attending 17 SAP meetings, they earn a second personal day.

o After attending 27 SAP meetings, they earn a third personal day.

Additional terms:

e Personal days will be credited in whole-day increments only. If a
professional employee does not meet the threshold number of meetings,
the corresponding personal day will not be earned.

o Earned personal days will appear in the employee’s leave system within
ten (10) workdays of reaching the relevant meeting threshold.

« Time spent attending SAP-related trainings, student funerals, or other
emergency events, while important, does not earn additional personal days
beyond those described above.

o All parties understand that SAP-related work outside the contract day does
not equate to three full workdays, but that this compensation structure
reasonably acknowledges the commitment.

SAP team structure:

e SAP team members will serve two-year terms. At the conclusion of each
term, the position will be reopened for expressions of interest. The
incumbent may reapply.

e Permanent members of the SAP team include:

1. The building’s Guidance Counselor(s)

2. The Social Worker assigned to the building. If a Social Worker is
assigned to multiple buildings, they may split their time between
teams but may accrue no more than three (3) total SAP-earned
personal days per year.

3. Up to two additional bargaining unit members per building may
serve if meetings occur outside the contractual day.

4. An optional third bargaining unit member—the Building Nurse—
may serve. If the nurse is assigned to two buildings, they may serve
on both teams but may accrue no more than three (3) personal days
total. The nurse does not count toward the limit of two members in
item #3.



Rationale: The District sought an effective way to hold SAP team members
accountable, and the recommended proposal effectively addresses this goal.
Introducing a clear and reasonable timeframe for inputting the days earned into
the leave system (within ten workdays) ensures transparency and timely
management of earned leave. This structure provides accountability and
recognizes the significant time commitment SAP team members make outside of
their regular contractual obligations.

Issue 6: New Article - NEW HIRE ORIENTATION

Recommendation: As part of the orientation process for newly hired
professional employees:

* Newly hired professional employees attending beginning-of-year
orientation shall participate in a District orientation outside of the 186
contracted days. It is anticipated that this orientation shall be approximately
3.5 hours.

* The Association will be allotted one (1) hour to meet with new hires.
This hour is outside the contracted 186 days and is not compensated by the
District.

* The employee shall be compensated at the “without student” hourly
rate (see Article XXII — Hourly Rates of Pay and a timecard must be submitted.

* For employees hired after the start of the school year, orientation
(whether delivered in a single session or spread across multiple days) shall be
compensated at the “without student” hourly rate, with a timecard submitted
upon completion.

* Nothing in this Article applies to employees enrolled in the District’s
Induction Program.

CONCLUSION

The parties are directed to review this Fact-Finder’s report and, within ten (10)
calendar days from the date of the issuance of this report, shall inform the
Pennsylvania Labor Relations Board and each other whether they accept or reject
the entirety of this report.

Confidentiality of the report should be maintained during the ten (10) day
consideration period and until officially released for publication by the Board in

the event of a rejection.
J%ed N. Kasher, Esq.

Fact-Finder
Issued: June 30, 2025
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APPENDIX A



Tentative Agreements as of May 13, 2025

ARTICLE I - RECOGNITION

The Mifflinburg Area Education Association, PSEA/NEA, hereinafter called the
bargaining agent, is hereby recognized by the Mifflinburg Area School District, hereinafter
called the employer, as the exclusive bargaining agent for the Mifflinburg Area Education

Association, PSEA/NEA, hereinafter-called-the bargaining-agent under the conditions of

Pennsylvania Law (Act 195) providing for collective bargaining for public employees, as
certified according to case PERA-R-780C dated 02/05/1971.

Both parties aver that this Agreement sets forth the terms and conditions to which each
party agrees to be bound, and that such agreement has been reached voluntarily without undue or
unlawful coercion or force by either party.

ARTICLE II - TERM OF AGREEMENT

The term of this Agreement shall begin on July 1, 2022 2025 and shall continue in full
force and effect until June 30, 2025 2029, or until such later date as the two parties may hereinafter
agree to be the extended ending date. Any such extended date shall be evidenced by an amendment
to this Agreement, to which Amendment both parties shall signify their approval by affixing their
signatures thereto.

ARTICLE IV - SICK LEAVE

Each professional employee shall be provided with ten (10) sick days at the beginning of
each school year. All unused sick days will carry over into the next school year. Up to four sick
days per year may be used to care for a member of the immediate family who is ill. The list of
immediate family members will be the same as defined in Article VII - Bereavement Leave. Sick
leave days may be used in full-day or half-day increments.

After retiring with at least fifteen (15) years of service in the Mifflinburg Area School
District, the District shall deposit sixty(60) eighty (80) dollars per day with a maximum of 300
days for unused accumulated sick leave days into the employee’s District-approved 403(b) plan
within 60 days of the effective date of retirement. This provision requires the same one-
semester notification as described under Article XXXII — Retirement Benefit.



Tentative Agreements as of May 13, 2025

ARTICLE V - FAMILY AND MEDICAL LEAVE

Eligible Employees

Only eligible employees are entitled to FMLA leave. An eligible employee is an employee who
has satisfied each of the following conditions:

e S/He has been employed by the district for at least twelve (12) months, which need not
have been consecutive, prior to the commencement of the leave.

e S/He has worked for the district for at least 1,250 hours over the twelve (12) month
period immediately prior to the commencement of the leave.

e S/He works at a location where the employer has at least 50 employees within 75 miles

Reason for Leave

The district will grant FMLA leave only for one (1) of the following reasons:

employee-for-adeption-orfostereare: The birth of a child or placement of a child with
the employee for adoption or foster care. Leave for this purpose must end within one
(1) year after the birth or placement.

nt: The care for a

child, spouse, or parent who has a serious health condition

pregnaney-or-delivery= A serious health condition that makes the employee unable to
work

e Reasons related to a family member’s service in the military, including
e Qualifying exigency leave - Leave for certain reasons related to a family
member’s foreign deployment, and
e Military caregiver leave — leave when a family member is a current

servicemember or recent veteran with a serious injury or illness.

Length of Leave

Eligible employees are entitled to up to twelve (12) workweeks of FMLA leave in eaeh-a twelve
(12) month period. Up to 26 workweeks of military caregiver leave during a single 12-month
period



Tentative Agreements as of May 13, 2025

Spouses employed by the district are limited to:

1. A combined total of twelve (12) weeks of leave for the birth of a child or for placement
with them of a child for adoption or for foster care.

2. A combined total of twelve (12) weeks of leave to care for a parent who has a serious
health condition.

Benefits during Leave

FMLA leave is unpaid leave. However, whenever group health insurance is provided to an
employee before the employee takes FMLA leave, the district will maintain the employee’s
health coverage under any group health plan during the leave on the same terms as if the
employee continued to work, as follows:

1. If an employee fails to return to work at the conclusion of his/her FMLA leave, the
district will recover from the employee amounts it paid for health insurance for the
employee during the leave. However, the district will not recover amounts paid for
health insurance for an employee during FMLA leave if the employee fails to return to
work because of a serious health condition of the employee, the employee’s spouse, child
or parent, or if the employee fails to return for other reasons beyond his/her control. If an
employee fails to return to work because of a serious health condition, the district will
require the employee to provide medical certification of the condition within thirty (30)
days of the district’s request for such certification.

2. Where FMLA leave is substituted paid leave, the employee’s share of group health plan
premiums will be paid by the method normally used during paid leave.

3. Where FMLA leave is unpaid, the employee’s share of group health plan premiums will
be paid to the district. Employee payments must be made when payments would be made
under COBRA.

In the event that an employee’s payment is not made within thirty (30) days of the date
on which it is due, the district will maintain health coverage by paying the employee’s
share and will recover amounts so paid from the employee.

Instructional employees. For purposes of the FMLA, instructional employees are
employees whose main job is to teach and instruct students in a class, a small group, or an
individual setting. This includes classroom teachers as well as athletic coaches and special
education assistants.

Teacher assistants or aides who do not have as their main job actual teaching or instructing
are not instructional employees. Counselors and psychologists are not instructional
employees under the FMLA.



Tentative Agreements as of May 13, 2025

Limitations on FMLA Leave

Intermittent leave or reduced leave schedule:

1. Intermittent leave or a reduced leave schedule may be taken for a serious health condition
where this is medically necessary.

2. Intermittent leave or a reduced leave schedule may not be taken for the birth of a child or
for placement of a child for adoption or foster care.

3. When intermittent leave or leave on a reduced leave schedule is requested based on
planned medical treatment, the district may require the employee to transfer temporarily
to an available alternative position for which the employee is qualified, and which better
accommodates recurring periods of leave than does the employee’s regular
position. Alternatively, the district may alter an existing job to better accommodate the
employee’s need for intermittent or reduced leave. The alternative or altered position
must have equivalent pay and benefits, but not equivalent duties.

When FMLA leave is needed to care for a family member or for the employee’s own illness, and
is for planned medical treatment, the employee must try to schedule treatment so as not to disrupt
the employer’s operation unduly.

The following special limitations on FMLA leave will apply for instructional employees:
1. Leave Taken near the End of an Academic Term (or Half-Year):

The district may require the instructional employee to continue his/her FMLA leave to
the end of the term if:

a. The leave begins more than five (5) weeks before the term’s end will last at least
three (3) weeks, and the employee would return to work during the three (3)
weeks-period before the end of the term.

b. The leave is for a purpose other than the employee’s serious health condition,
begins during the five (5) week period before semester’s end, will last more than
two (2) weeks, and the employee would return during the two (2) weeks period
before the end of the term.

c. The leave is for a purpose other than the employee’s serious health condition,
begins during the three (3) weeks period before the end of a term, and will last
more than five (5) days.

If the employee is required to take leave until the end of an academic term, only
the period of leave until the employee is ready and able to return to work shall
be charged against the employee's FMLA leave entitlement. However, if the
annual FMLA leave entitlement of an employee who is required to take leave until



Tentative Agreements as of May 13, 2025

the end of an academic term ends before the leave is completed; the district will still
maintain health benefits, reinstate the employee and provide other FMLA
entitlements when the leave ends.

2. Use of Intermittent Leave or Reduced Leave Schedule.

If an eligible instructional employee requests intermittent leave or leave on a reduced
leave schedule based on foreseeable planned medical treatment, and if the employee
would be on leave for more than twenty percent (20%) of the total number of working
days over the period of the leave, then the employer may require the employee to choose
either;

a. to take leave for a period or periods not greater than the duration of the planned
treatment.

b. to transfer temporarily to an available alternative position for which the employee
is qualified, which has equivalent pay and benefits, and which better
accommodates recurring periods of leave than does the employee’s regular
position.

Application for FMLA Leave

When an employee requests FMLA, employees must give thirty (30) days notice of their need
for FMLA leave where the need for the leave is foreseeable, or such notice as is practicable
under the circumstances.

All requests for leave, both FMLA leave and non-FMLA leave shall be made in writing on a
district form. The form shall request sufficient information to determine whether the leave
qualifies as FMLA leave. The employee is required to provide enough information for the
employer to know that the leave may be covered by the FMLA. For foreseeable leave, the
employee must also indicate when and how much leave is needed.

Employees must provide periodic reports during FMLA leave regarding the employee’s status
and intent to return to work.

Once approved for a particular FMLA leave reason, if additional leave is needed for that
same reason, the employee may be required to reference that reason or the FMLA. In all
cases, the employer may ask additional questions to determine if the leave is FMLA-
qualifying.

Substitution of Paid Leave for FMLA Leave

When an employee requests FMLA and is approved for said leave, employees will be
required to substitute accrued paid leave for FMLA leave where the employee’s own
serious health condition is involved. If any of an employee’s leave is eligible for FMLA and
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will be unpaid, the entirety of the leave will be designated as FMLA. Otherwise, Once
available paid leave time has been exhausted, FMLA leave will be unpaid.

The district will designate an employee’s use of paid leave as FMLA leave based on
information from the employee, and it may so designate such to restrict an employee’s use
of FMLA to a total of 12 weeks. FMLA leave will be taken concurrently with available
paid leave provided under this Agreement.

Should an employee take a sabbatical leave for purposes of restoration of health, if eligible,
FMLA will run concurrently with the sabbatical leave.

Certification of Serious Health Condition and Certification of Fitness for Work

Employees must provide medical certification supporting the need for leave due to a serious
health condition of the employee or an immediate family member on a form to be provided by
the district. Employers may not request certification to bond with a newborn child or a
child placed for adoption or foster care.

At the request and expense of the district, employees must provide second and, where the first
and second opinions differ, third medical opinions regarding the need for leave due to a serious
health condition. The district will deny leave until the required certification is supplied.

Employees must provide recertification of medical conditions every thirty (30) days, or more
frequently at the discretion of the district, as allowed by the FMLA.

An employee who takes FMLA leave because of the employee’s own serious health condition
must provide certification that s/he is able to resume work provided the employee has been
absent from work as a result or combination of a serious health condition for thirty (30) days or
more.

The district will deny reinstatement until the requested certification is provided.

Maintenance of Records

The district will comply with the recordkeeping requirements of the FMLA.

Nothing contained in this provision shall be construed to limit the rights of the employee or the
District under the FMLA or its implementing regulations.

ARTICLE VI - PERSONAL LEAVE

Three personal days are provided each year for all full-time employees in the Mifflinburg
Area School District, to be used at the discretion of the employee. Personal days can be
accumulated to a maximum of five days. Fewer days will be allocated if the result will be in excess
of the maximum number of allowable days. A maximum of five days may be used in any one
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school year. Granting of leave is subject to the following: (a) requires approval three (3) days in
advance by building level principal; and (b) planned absences for the day cannot exceed 12% per
building, rounded to the nearest whole number. This limitation does not include absences that are
initiated by the administration. Personal leave days may be used in full-day or half-day
increments.

For employees who have used two (2) or less sick days, personal days not used during the
school year may be paid to the employee at the current day-to-day substitute teacher rate. This
compensation for unused days must be requested in writing by the last day of school. The Business
Office shall add the payment to the employee’s pay paymentto-thelastpay in June. This
payment shall not be counted towards earned annual salary for the purpose of reporting to the
Pennsylvania School Employees’ Retirement System (PSERS).

No consideration for compensation will be allowed after July 1 of each year.

ARTICLE VII - BEREAVEMENT LEAVE

Employees shall be granted a maximum of five (5) eenseeutive working days per
occurrence within a nine-consecutive—ealendar-day pertod two-week calendar day period (14
days), without loss of pay, in the event of a death in the "immediate family" of such employees as
hereby defined: father, mother, brother, sister, son, daughter, son-in-law, daughter-in-law, step-
child, husband, wife, parent-in-law, grandchild, near relative who resides in the same household,
or any person with whom the employee has made their home. The funeral of the deceased must
occur within the nine-eonsecutive two-week calendar day perlod (14 days) Consideration for
% ~ - Consideration
for extendlng the two-week perlod will be given for delayed funeral/memorlal services.
Employees may reserve one bereavement day to be used for the delayed memorial/funeral
and must be used within the same school year that the death occurred.

Employees shall be granted a day’s leave of absence without loss of pay in the event of a
death of a near relative. Near relatives for this Article will refer to a first cousin, grandfather,
grandmother, aunt, uncle, niece, nephew, brother-in-law or sister-in-law.

One time per school year, employees shall be granted a day’s leave of absence without
loss of pay in the event of a death of a friend. If the employee desires a bereavement day for
an additional friend within the same school year, the employee may request in writing/email
an additional bereavement day to the building principal and superintendent; if granted, a
sick day or personal day, as determined by the employee, will be deducted from the employee
for the use of the additional bereavement day for another friend. If the employee does not
have any sick days or personal days available, the day could be taken without pay.

The Board of School Directors, at its discretion, may extend the period of approved
bereavement leave upon written request of the employee. Such extension, if granted, may be



Tentative Agreements as of May 13, 2025

deducted from the employee's accumulated available sick leave days in extenuating circumstances
on a case-by-case basis.

ARTICLE VIII - EMERGENCY LEAVE

If it is necessary for a full-time employee to be absent from duty for beeause—efan

unforeseens—dire-emergency-affording no—optionsforrelief, one or more of the following
reasons, no deductlon in salary will be made—pendmﬂm

A The speclﬁc reasons are:

1. Dlsaster or damage t0 an employee s place 0f res1dence that requires immediate
action.

2. Unexpected loss of normal and pre-established childcare within 12 hours of
having to report to work (for child younger than school age).

3. Unexpected failure of function or accident involving an employee’s vehicle that
prevents an employee’s commute.

Administration will approve emergency days for the reasons listed above; however, other
reasons may be submitted to administration by the employee, but approval is at the
discretion of the Superintendent.

The employee must notify the building principal as soon as possible that they are not
reporting to work (but must be prior to reporting time if possible). The employee must
submit, in writing/email a reason for the emergency day to the Building Principal no later
than the first day of returning to work. The Superintendent, in collaboration with the
Principal, will determine approval within three working days of receiving the request from
the employee. Employees shall be granted one (1) emergency day per school year. This day
shall not be deducted from sick leave days.

The Board may, at its discretion, extend emergency leave upon written request of the
employee. Such extension, if granted, may be charged to the employee’s accumulated sick leave
days, and will only be considered if all accrued personal leave has been exhausted. The 3-day
advanced approval (as outlined in Article VI - Personal Leave) will be waived in this situation.

ARTICLE IX - IN-SERVICE LEAVE - PROFESSIONAL DEVELOPMENT

Professional in-service leave may be granted by the administration to full-time professional
employees during the regular school year without loss of pay, or during vacation periods, to
participate in a conference, workshop or convention in their field of instruction. The
Superintendent shall see that all departments and respective schools have equal opportunities to



Tentative Agreements as of May 13, 2025

avail themselves of this provision. The following principles govern the granting of professional
leave:

a) Participants should be active members of organizations sponsoring the convention,
workshop or conference, unless invited as a guest.

b) The location of the convention, workshop or conference and the degree to which such
meetings interfere with the performance of regular duties shall be considered in
granting requests.

c) Professional in-service leave expense reimbursement shall be limited to food, housing,
travel and registration fees, if not required for membership. In all cases reimbursement
shall not exceed actual expenses and, whenever possible, supporting vouchers or
receipts shall be submitted. Itemized meal receipts (not credit card receipts) must be
submitted. Lodging, meals, and incidentals will be reimbursed for district employees
only at rates not to exceed those determined by the IRS as published annually for the
region hosting the conference/event. When meals are included with the registration or
as part of the conference/workshop, there will be no additional reimbursement for those
meals. Additional lodging expenses may be approved when a conference and available
lodging occur in the same facility. Travel will be reimbursed at the IRS mileage rate.
Actual expenses will be reimbursed when prior approval is given due to unusual
circumstances. Shared rooms and travel, where possible, is encouraged.

d) Expenses will be paid where a full-time professional employee is chaperoning students
but will not be paid for a PSEA/NEA-sponsored conference or when another group
pays expenses.

e) Participants will, on request, be required to submit a reasonable written or oral report
as determined by the employee’s immediate supervisor and/or the administrative staff.

f) Requests for professional in-service leave should be submitted to the Superintendent
through the respective principals at least four (4) weeks in advance. If the request for
professional in-service leave is made less than four (4) weeks in advance, the employee
shall notify the Superintendent in writing in an effort to secure approval. All requests
should be submitted en-the-appreval-form for approval and should include an estimate
of expenses. Failure to submit the written request in time may jeopardize permission
for leave and/or expenses.

ARTICLE X — ASSOCIATION LEAVE

Association leave shall be granted to voting delegates to the Pennsylvania State Education
Association Convention; provided however, that the ASSOCIATION agrees to reimburse the
SCHOOL DISTRICT an amount equal to the prevailing rate of pay for substitutes for teachers
granted such leave under this section.
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This leave shall be limited to a maximum of four (4) events a year and a maximum of eight
(8) voting delegates distributed among the four events, that is, an average of two (2) voting
delegates per convention.

Request for ASSOCIATION leaves should be submitted to the Superintendent through the
respective principals at least four (4) weeks in advance. All requests should be submitted en-the
apprevalform—for approval. Failure to submit the written request in time may jeopardize
permission for leave.

ARTICLE XIII - VACANCIES

A vacancy occurs when there is a new position or an opening in an existing position due to
transfer, resignation, retirement or death and the Board is desirous of filling the position.

acancies—will-be-posted-on—the-distri ebsite;—and-all-bargaining unit-members—will be
ifed-ofeacl bv-Distri L —TheA iation_Presid o . ios-of
all-vacaneies: Professional vacancies will be posted on the District website and all bargaining

unit members will be notified of each vacancy by District email.

ARTICLE XIV — TRANSFERS

within—the—confines—ofvalid—eertification: Voluntary internal transfers occur when an
employee is interested in transferring from one position in the District to another position
for which they are properly certified. Internal candidates will be automatically moved on to
the second-round interview process.

Involuntary transfers are initiated by administration to fill vacancies for which a
current employee is properly certificated. Such transfers shall be for a legitimate reason and
should occur in order of inverse seniority whenever possible. Seniority for purposes of this
Article only shall be defined as seniority within either the grades K-5 District buildings or
grades 6-12 District buildings using then current teaching assignments. There shall be a
conference between the employee and the Administration prior to any reassignment as the
employee is entitled to have an Association representative present at such meeting.
Notification of transfer and the reason for transfer shall be made to the professional employee
being transferred as early as possible prior to the effective date of such transfer. The
Superintendent shall confer with the affected professional employees prior to the implementation
of the transfer. The Superintendent shall have final disposition of the case subject to review by
the School Board. Clarifying examples concerning involuntary transfers and seniority:
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1. There is an opening for a third-grade teaching position necessitating an
involuntary transfer. The person with the least seniority K-5 with proper
certification would be involuntarily transferred.

2. There is an opening for a third-grade teaching position necessitating an
involuntary transfer. There is someone currently teaching 7" grade with the
proper 3¢ grade certification and has lower seniority than anyone K-5. This
person will not be involuntarily transferred.

If an internal voluntary candidate is not chosen for a position, and an involuntary
transfer occurs instead for that position or if the position is filled externally, there will be a
meeting between the candidate that volunteered for the position and the administration to
explain why the transfer was not awarded. In such a case, this candidate will not be subject
to the sixty calendar day hold should he/she find employment outside of the District; except
under the following condition: if there are sixty or fewer days left until the last student day
of the school year, then the employee may be held for up to sixty days. The sixty day hold
may be reinstated sixty calendar days after the meeting with administration takes place.

ARTICLE XV — THE WORKDAY

The teacher ] workday w111 con51st of 7. 5 hours per day Onehourfacwlty/department
i i H er-year: A faculty/department

meetlng may be held once per month up to a maximum of nine per year, outside of, but
contiguous to, the 7.5 hour workday. The meetings can be up to an hour in length. These
meetings are scheduled at the discretion of the administration and will be held on an as-needed
basis. A schedule for these faculty/department meetings will be provided by September 1
each year. It is understood that a faculty/department meeting date may be changed for
extenuating circumstances. If the meeting is to be rescheduled, there will be at least one
week’s notice for the new date. Building administrators shall attempt to provide an agenda
at least one day prior to the meeting.

An employee who misses a faculty/department meeting as described above may be
required to make up the meeting with an administrator within two weeks of said meeting.
Said meeting may occur outside the workday or may occur during the workday without
additional compensation. The meeting with the administrator will not last longer than the
missed meeting.

ARTICLE XIX - EXTENDED CONTRACTS

Full-time professional employees with contracts exceeding the contracted school year shall
be paid their current daily salary rate for the approved school year plus-(+)-09-times—(x)-that
als or-each—additional-menth-employed—A—month-is-interpretedto-meantwent !
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il Drofe :-z--==“ h—contrs .

The District is required to keep an accurate record of the number of hours worked.
To ensure this, extended contract employees will manually enter their hours worked into the
District’s electronic payroll system on a bi-weekly basis. Full-time professional employees
with contracts exceeding the contracted school year shall be paid their current per-diem rate
for the additional hours worked for the approved school year. This new procedure from this
paragraph will begin the 2026-2027 school year.

For each additional twenty (20) workdays, employees will be granted one (1)
additional sick leave day.

ARTICLE XX — EXTRA-CHRRICUEARACTIVITHES ATHLETICS
COMPENSATION

: ard—a va : laetiy alaries: be
compensated according to the following pay scales. All salaries paid in this provision shall be
adjusted each July 1 of each year of the contract.

All practices, activities and events will be supervised by a coach. These positions do not
have protection under tenure and each appointment is to be renewed or terminated each year. It is
further understood that these positions are not hereby established, authorized or continued and that
the wages and salaries stated are applicable only if, when and so long as the employer authorizes
the positions and has members of the bargaining unit assigned to them. In the event a season does
not occur, associated salaries will not be paid.

When there are any vacancies in extra-curricular athletic activities, the athletic salary
schedule will be used to determine a salary.

In case a coach has experience (excluding non-school experience) at different levels in the
same sport (in or out of the district), they will receive credit for one year of varsity for every two
years of junior varsity and/or three years of junior high coaching.

Salaries may be modified upon written agreement with the Superintendent if
responsibilities are divided. The district may increase the compensation for extended seasons upon
recommendation of the administration and approval of the school board. Extended season
compensation will be awarded for the following levels: Districts, Regionals, and States.
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Compensation:  Varsity Head Coach -$300.00-perlevel-of competition Districts & Regionals;
$350 States

Varsity Approved Paid Assistants -$150.00 perldevel-of competition- Districts
& Regionals; $175 States

If State competition goes beyond 7 days (1 week), each additional week of competition during
State tournaments Varsity Head Coaches will receive $175, Assistant Coaches will receive
$88.

In each week of competition of postseason in which Marching Band and Cheerleaders are
asked to participate, the Marching Band Director and Head Cheerleading Coach will receive
$150, Assistant Directors and Assistant Coach will receive $75.
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Activity Pay Schedule

Position

FALL SPORTS
Basketball - Girls Head Jr. High Coach
Basketball - Girls Assistant Jr. High Coach
Cheerleading - Head Coach (Fall)
Cheerleading - Assistant Coach (Fall)
Cross Country - Head Varsity Coach
Cross Country - Assistant Varsity Coach
Field Hockey - Head Varsity Coach
Field Hockey - Assistant Varsity Coach
Football - Head Varsity Coach
Football - Assistant Varsity Coach (4)
Football - Head Jr. High Coach
Football - Assistant Jr. High Coach (2)
Golf - Head Coach
Soccer - Boys Head Varsity Coach
Soccer - Boys Assistant Varsity Coach
Soccer - Girls Head Varsity Coach
Soccer - Girls Assistant Varsity Coach
Softball - Head Jr. High Cach
Tennis - Girls Head Coach

Position

WINTER SPORTS
Basketball - Boys Head Varsity Coach
Basketball - Boys Assistant Varsity Coach
Basketball - Boys Head Jr. High Coach
Basketball - Boys Assistant Jr. High Coach (2)
Basketball - Girls Head Varsity Coach
Basketball - Girls Assistant Varsity Coach
Bowling - Head Coach
Bowling - Assistant Coach
Cheerleading - Head Coach (Winter)
Cheerleading - Assistant Head Coach (Winter)
Swimming - Head Coach
Unified Bocci - Head Coach
Wrestling - Boys Head Varsity Coach
Wrestling - Boys Assistant Varsity Coach
Wrestling - Boys Head Jr. High Coach
Wrestling - Boys Assistant Jr. High Coach
Wrestling - Girls Head Varsity Coach
Wrestling - Girls Assistant Varsity Coach

Minimum Salary

$2,500
$2,100
$1,900
$1,200
$3,800
$3,100
$4,600
$3,400
$5,400
$3,800
$2,500
$2,100
$3,100
$4,600
$3,400
$4,600
$3,400
$2,500
$3,100

Minimum Salary

$5,400
$3,800
$2,500
$2,100
$5,400
$3,800
$3,100
$2,100
$1,900
$1,200
$5,400
$2,100
$5,400
$3,800
$2,500
$2,100
$5,400
$3,800
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Wrestling - Girls Head Jr. High Coach $2,500
Wrestling - Girls Assistant Jr. High Coach $2,100
Position Minimum Salary
SPRING SPORTS
Baseball - Head Varsity Coach $4,600
Baseball - Assistant Varsity Coach $3,400
Field Hockey - Head Jr. High Coach $2,500
Field Hockey - Assistant Jr. High Coach $2,100
Lacrosse - Boys Head Coach $4,600
Lacrosse - Girls Head Coach $4,600
Soccer - Boys Jr. High Coach $2,500
Soccer - Girls Jr. High Coach $2,500
Softball - Head Varsity Coach $4,600
Softball - Assistant Varsity Coach $3,400
Tennis - Boys Varsity Coach $3,100
Track - Boys Head Varsity Coach $4,600
Track - Boys Assistant Varsity Coach (2) $3,400
Track - Girls Head Varsity Coach $4,600
Track - Girls Assistant Varsity Coach (2) $3,400
NOTES

1 When there are vacancies, the minimum salary will be used to determine the starting salary. Up to 20% could be added to the minimum starting salary
depending on the extensiveness of expertise. The employer may pay more than the minimum salary to any individual without increasing the minimum for
the position when a successor is hired for the position.

2 Coaches who continue in their positions will receive increases in their established salary according to the following increment: 3% per year for each year of
this agreement.

The district reserves the right not to fill all coaching vacancies if numbers do not warrant
running the sport or having Assistant Coaches.

ARTICLE XXI - STIPEND POSITIONS
Specific Curricular Bargaining Unit Stipend Positions

Extra compensatory duties shall be compensated according to the following pay scales
provided that the Mifflinburg Area School District authorizes such positions and duties and
the respective activities are offered and conducted. Board approved specific curricular
bargaining unit stipend positions will receive written notification prior to the start of the
activity. The Superintendent reserves the right, upon board approval, to increase individual
activity personnel’s salaries.

The following positions must be filled by members of the bargaining unit and will be paid
at the listed rate for each year of this contract. These stipends will not change and are tied
to specific professional positions:

HS Yearbook Advisor = Professional Employee teaching the Yearbook Class at the High
School
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Spring Musical Director = High School Choral Director
Marching Band = High School Instrumental Band Teacher and Director

Stipend TBD only

Position

HS Yearbook Advisor
Spring Musical Director’
Marching Band Director'

School Psxcholo gist1

NOTES

1 Distribution of allocations for the Fall Play, Spring Musical and Marching Band Assistants are to be determined in advance by the
respective director. The amount shown is the total allocation for assistants. Directors may, at their discretion, reduce amounts from the
anticipated “Director” salaries to provide equivalent additional funds to the total assistant allocations as requested in writing per event.
The resulting shift of amounts will not alter the total sum apportioned for the event. In no case will the amount allocated for assistants be
reduced in an effort to increase Directors’ salaries.

2 A School Psychologist who is properly certified in the state of Pennsylvania and employed full-time by the school district will receive an
annual stipend of seven thousand five hundred dollars ($7,500) on top of their designated step as indicated in the Collective Bargaining
Agreement (CBA). The stipend will be received in equal bi-weekly payments. This stipend will be pro-rated for partial years of service.
A member of the bargaining unit may serve as an intern while they are in the process of getting certified but will not receive the stipend
(only their step salary in accordance with the Salary Schedules) until their certification is complete and provided to the district. If this
occurs mid-year, the stipend will be pro-rated from the date the certification is received by the district

All positions, titles and responsibilities under this section (Specific Curricular Bargaining
Unit Stipends) of this Article are part of the positions, titles, and responsibilities of regular
employment. An employee cannot resign from these duties without resigning from the
teaching position they are holding.

General Bargaining Unit Stipend Positions

Extra compensatory duties shall be compensated according to the following pay scales
provided that the Mifflinburg Area School District authorizes such positions and duties and
the respective activities are offered and conducted. Board approved extra-curricular
personnel will receive written notification prior to the start of the activity. The
Superintendent reserves the right, upon board approval, to increase individual activity
personnel’s salaries. All positions, titles, and responsibilities under the General Stipend
Positions are separate from the positions, titles, and responsibilities of regular employment.
All persons receiving compensation under General Stipend Positions may resign from the
position at any time.

The following positions must be filled by members of the bargaining unit and will be paid at
the listed rate for each year of this contract:
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Stipend TBD only

Position

Department Lead Teachers 6-12 (7)
Department [.ead Teachers K-5 (5)
Department Lead Special Education 6-12(1)
Department [.ead Special Education K-5 (1)
HS Student Council Advisors (2)

MS Yearbook Advisor

- 1
Transitional Mentors

New Teacher Mentors '
Freshman Class Advisors (2)
Sophomore Class Advisors (2)
Junior Class Advisors (2)

Senior Class Advisors (2)

NOTES

1 New Teacher Mentors will be identified as mentors assigned to our New Teacher Induction Program. All other mentors will be identified
as Transitional Teacher Mentors. A Transitional Teacher Mentor will be required to: meet with the transitional teacher at least once a
month for the first semester of service; document the date and topics of the meetings with the mentee; and turn this documentation into
the Director of Curriculum and Instruction at the conclusion of their mentorship

Other Stipend Positions

Extra compensatory duties shall be compensated according to the following pay scales
provided that the Mifflinburg Area School District authorizes such positions and duties and
the respective activities are offered and conducted. Board approved extra-curricular
personnel will receive written notification prior to the start of the activity. The
Superintendent reserves the right, upon board approval, to increase individual activity
personnel’s salaries. All positions, titles, and responsibilities under the Other Stipend
Positions are separate from the positions, titles, and responsibilities of regular employment.
All persons receiving compensation under Other Stipend Positions may resign from the
position at any time.

The following positions are not required to filled by members of the bargaining unit;
however, these positions will be offered to bargaining unit members first as they become
available. These positions will be paid at the listed rate for each year of this contract.

For the remaining positions listed below, when there are vacancies, the minimum salary column
will be used to determine the starting salary. The employer may pay more than the minimum
salary to any individual without increasing the minimum for the position when a successor is
hired for the position.
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Stipend TBD

Position

HS Weight Room Director
EDirecmr of Intramurals’
‘Fall Play Director’

'F all Pay Assistants’

E Spring Musical Assistants'

‘Marching Band Assistants’

Game Manager Pay Scale
Fall Season Winter Season Spring Season
Football Basketball Baseball/Softball
Varsity (Home) $ 70 | JV/Varsity $ 65 | Varsity § 65
Varsity (Away) $ 55 | Varsity $ 50 | JV $ 50
JH $ 55 Westling Track & Field
A\ $ 55 | JH/Varsity (G&B) $ 80 | Boys/Girls Track Meet $ 80
JH/IV $ 100 | JH/Varsity $ 65 | Senior Night (Away) $§ 55
Field Hockey, Soccer Varsity $ 50
JV/Varsity $ 65 JH Basketball JH Field Hockey/Soccer
Varsity $ 50 | 1 Game $ 40 | 1 Game $§ 45
Cross County $ 50 | 2 Games $ 60
JH Softball 3 Games $ 70 | 2 Games $ 50
1 Game $ 45 Swimming Lacrosse $§ 50
2 Games $ 50 | Varsity Meet (Away) | $ 70 | All Seasons - Tournament $ 120
NOTES

1. Distribution of allocations for the Fall Play, Spring Musical and Marching Band Assistants are to be determined in advance by the
respective director. The amount shown is the total allocation for assistants. Directors may, at their discretion, reduce amounts from the
anticipated “Director” salaries to provide equivalent additional funds to the total assistant allocations as requested in writing per event.
The resulting shift of amounts will not alter the total sum apportioned for the event. In no case will the amount allocated for assistants be
reduced in an effort to increase Directors’ salaries.

2. Intramural staff will be compensated at the contractual rate with students as defined in Article XXII — Hourly Rates of Pay of this
agreement.

ARTICLE XXII - HOURLY RATES OF PAY

Professional employees who are contracted to work more than the contracted school day
shall be paid at the rate of $33:00 $35.00 per hour when working with students; i.e., homebound
instruction, approved tutorial instruction, adult education; and $28:860 $30.00 when not working
with students; i.e., in-service, meetings, curriculum. Hourly pay will only be awarded for
administratively approved activities.

Employees who lose their preparation period when a substitute teacher cannot be obtained
shall be compensated at the hourly working with-students rate. Any teacher receiving additional
students from split classroom(s) due to a lack of substitutes will receive one hour of pay at
the with-student rate.
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ARTICLE XXIV — LONG-TERM SUBSTITUTES

A long term substitute employee (LTS) is a professionally certified employee who is hired
by the district to perform professional duties for a period consisting of ninety-one (91) or more
consecutive work days instead of a temporary professional or professional employee absent from
his/her assignment. Day-to-day substitute employees are employees who perform professional
duties for ninety (90) or less consecutive workdays in the stead of a temporary professional or
professional employee absent from his/her duties as a result of sick leave usage or a district-
approved leave of absence. The district and the association agree that day-to-day substitute
employees are not members of the bargaining unit.

Full-time LTS shall be entitled to a salary placement on the first step, Bachelors (B1) or
Masters (M1) depending on credentials of the salary schedule commencing on the ninety-first
(91%") consecutive day of employment. LTS shall be entitled to all fringe benefits accorded to part-
time employees on a pro-rata basis. Part-time LTS shall be entitled to salary and benefits on a pro-
rata basis.

LTS who have served for at least ninety-one (91) days in a school year at the
Mifflinburg Area School District shall be given one-year credit experience on the Bachelor’s
or Master’s scales as appropriate.

Examples:

1. If a teacher with no previous experience completed one or more LTS
position(s) in the Mifflinburg Area SD (MASD), if hired into a permanent
position, they would be placed on Step 2 of the appropriate scale.

2. If a teacher with 5 years of full-time teaching experience in another
Pennsylvania public school completed one of more LTS position(s) in the
Mifflinburg Area SD (MASD), if hired into a permanent position, they
would be placed on Step 7 of the appropriate scale

LTS shall not be eligible for the tuition reimbursement benefit.

LTS are not entitled to any special or preferential consideration for any vacancy in the
bargaining unit but shall be treated as a non-employee applicant. The termination of an LTS’s
employment after or during a school term due to the return of the regular employee shall not be
subject to the grievance procedure.

ARTICLE XXVIII — E-LEARNING

As the District is looking to move more e-learning options to be provided in-house by
District employees, the following parameters have been agreed upon:
« If employees are tasked with creating an on-line virtual course or converting an

existing course to an on-line version, teachers will be provided with additional 35 to
45 minutes of planning time prior to the implementation of the virtual course.
Audio/visual course content created by the teacher where the teacher’s image or
voice or both are present shall be the property of the individual creator. The district
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may not use or disseminate such material without the consent of the teacher. Other
course materials are the property of the district. Upon separation from the district,
the teacher will determine the disposition of such audio or visual recordings that
involves the teacher’s image and/or voice.

* If employees are tasked with being the teacher of record for virtual courses not
hosted by MASD, teachers will be provided time outside of a normal preparation
period/class period to monitor student progress, evaluate student work, and make
any necessary contacts. The amount of time given could fluctuate based on the
extent/size/amount of grading necessary for the courses.

* A class period will be provided for each e-learning course taught/hosted by an
employee; similar to if it were a course taught in person. Each e-learning course will
be limited to a normal class size, similar in student/teacher ratio to an in-person
course. Each e-learning class period will be limited to a single course; unless the
courses combined are courses that would be combined if the courses were in person
(due to class size and content).

* Should there be an expectation that there will be livestreaming as part of these e-
learning courses, the District will develop a policy or Administrative Regulation
regarding student behavior during a livestream. The policy or Administrative
Regulation will include that only the teacher is authorized to record a livestream
and that any unauthorized recordings or images captured during the livestream
shall be considered a violation of such policy or Administrative Regulation and will
be handled by the administration.

* Unless agreed upon by the teacher, virtual class periods will not be utilized for
formal observation periods for the first two years a teacher is tasked with
teaching/implementing an e-learning course. Student behavior/discipline
expectations should be the same as in-person classroom expectations. Disciplinary
issues shall be handled the same as an in-person classroom.

ARTICLE XXIX — CLEARANCES

Current employees shall be reimbursed for the cost of state-required clearances if applied
for at least forty-five (45) days prior to their expiration. Clearances and receipts must be
submitted to the business office no later than thirty (30) days prior to expiration. A receipt
will be sufficient for the FBI fingerprint clearance only. The forty-five (45) day window will
be waived for anyone whose clearances are due to expire in July, August, or September 2025.

ARTICLE XXX - MILEAGE REIMBURSEMENT

Professional employees who are authorized to travel in the performance of duties for the
school district shall be reimbursed at the rate set by the Internal Revenue Service; or, if no such
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rate, at the last prevailing rate. Organization of mileage shall begin at the building to which the
professional employee must first report for scheduled work or obtain materials. All mileage
reports must be fled-submitted; en-thea ; m;-th § § ine the-month
within one (1) month in which the mileage was incurred.

Professional employees contracted for homebound instruction shall be reimbursed for
travel from their assigned building or home, whichever is shorter, to the place of instruction and
return.

Failure to submit mileage reimbursement requests monthly may negate reimbursement.

ARTICLE XXXI — TUITION REIMBURSEMENT

The Mifflinburg Area School District will reimburse full-time or part-time professional
personnel for tuition paid by said personnel for successfully passed credits, subject to the following
provisions:

1) Maximum Provisions

a) The maximum tuition reimbursement shall be for the actual tuition cost up to
seventy-five (75%) percent of the current Penn State University’s graduate rate.

b) The Board shall pay up to seventy — five (75%) percent of the current Penn
State University’s graduate rate for courses taken. Credits must be in the
employee’s field or in the field of education.

c) The tuition rate that will be utilized for reimbursement shall be based on
the graduate tuition rates for University Park. The rate used will be the
average of the rates for the graduate programs for “Business, EMS,
Science, IST, Engineering” and the “All Other Programs.”

d) Three hundred (300) collegiate credits are available for the bargaining unit in
each year of this Agreement.

e) No bargaining unit member may be reimbursed for more than 12 credits per
year.

2) Courses taken must carry full college credit (either graduate or undergraduate). All
approved courses including Internet courses, must have the approval of the
administration and shall be applicable for certification and/or be in the approved
program at a college/university or from other accredited institutions.

3) Reimbursement will be for tuition only.

4) Courses must be successfully completed and passed with a grade of “B” or better.
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5)

6)

7)

8)

9)

Courses must have the approval of the Superintendent prior to the start of the
course. The Superintendent will retara—the—ecompletedforms—indicating indicate
approval/disapproval within three weeks of being submitted. Failure to obtain pre-
approval for courses means the tuition cost may not be reimbursed. These courses shall
be applicable for certification and/or be in an approved program at a
college/university. Approval priority shall be as follows: (a) certification/Act 48; (b)
approved collegiate program; (c) enrichment/refresher work in teaching areas.

If a course is cancelled, the Bargaining Unit member must contact the Superintendent
as soon as possible. Another course may be taken if another pre-approval ferm is
submitted.

Employees who do not continue in full-time or part-time employment with the district
for two calendar years immediately following the completion of the credits referred to
herein shall reimburse the District for these credits on their last day of employment.

Reimbursement will be made the-moenth-after-the-course-starts upon presentation to
the business office of:

a) A receipted invoice or cancelled check for the tuition already paid.

b) An official transcript or report card showing successful completion of the course
or courses with a grade of “B” or better must be submitted to the business office.

c) If the distriet-makes-areimbursement-and-the teacher deesnotsueeessfully

complete-the-eourse-or does not remain in the district for the following two
calendar years, the teacher will be responsible for the return of all payments to
the district. H-there—is—a—penaly{for-droppinga—ecourseafterthedistriet

reimburses-theteacherit-will-be-the teacher’sresponsibilitv te-pay-for-the
penalty- The teacher must satisfy the return of all reimbursed funds or be

subjected to a payroll deduction for the same amount.

The above regulations automatically rule out reimbursement for credits which are
“tuition free” because of grants, fellowship or scholarships received by professional
personnel.

10) Reimbursement limitations:

The course is counted and reimbursed the school year in which it ends.

11) Under no circumstances will the District directly pay the learning institution. Only the

employee taking the course will be reimbursed.
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ARTICLE XXXII - RETIREMENT BENEFIT

After retiring from service with the Mifflinburg Area School District, professional employees
who are eligible for this Article may select a benefit in accordance with one of the three options
articulated here, commensurate with their qualifying years of service. There shall be no
pyramiding of retirement options.

Option 1

After retiring with at least twenty-five (25) years of service (in the PA Public School
Employees’ Retirement System), the District shall deposit fifteen-thousand dollars
($15,000) into either:

a.

Option 2

a Health Reimbursement Account (HRA) for the purpose of affording health care. The
employee may utilize this reimbursement for health care premiums, including
Medicare premiums, incurred after retiring from the District. The HRA shall be
administered by a District-specified vendor at no cost to the District. The payment to
the HRA will be made within 60 days of the effective date of retirement. This will be
a one-time payment.

or

a District-sponsored 403(b) plan in the name of the employee. This will be a one-time
payment.

After retiring with at least thirty (30) years of service (in the PA Public School Employees’
Retirement System), the District shall deposit thirty-thousand dollars ($30,000) [ten
thousand ($10,000) dollars per year] into either:

a.

Option 3

a Health Reimbursement Account (HRA) for the purpose of affording health care. The
employee may utilize this reimbursement for health care premiums, including
Medicare premiums, incurred after retiring from the District. The HRA shall be
administered by a District-specified vendor at no cost to the District. The first
payment to the HRA will be made within 60 days of the effective date of retirement.

or

a District-sponsored 403(b) plan in the name of the employee. The first payment of
the 403(b) will be made within 60 days of the effective date of retirement This-will

be a one-time payment.

After retiring with thirty-five (35) years of service (in the PA Public School Employees’
Retirement System) and fifteen (15) years of service in the Mifflinburg Area School
District, the District shall deposit forty thousand ($40,000) dollars, [ten thousand ($10,000)
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dollars per year] into a Health Reimbursement Account (HRA) for the purpose of pfeﬂdmg
affordlng health care. Fh ; 2

epefatmg—gméem&es—ef—thHlsufaﬁe%e&mer— The employee may utlllze this

reimbursement for health care premiums, including Medicare premiums, incurred
after retiring from the District. The HRA shall be administered by a District-specified
vendor at no cost to the District for the life of the Agreement. The first payment to the
HRA will be made within 60 days of the effective date of retirement.

In order to be eligible for the retirement benefit as outlined in this article, the employees
must notify the school district at least one (1) semester prior to the effective date of the
retirement. However, special extenuating circumstances, such as but not limited to, medical
complications and/or emergencies, can be reviewed on an individual basis.

In the event a retiree dies prior to the full retirement benefit being deposited into the retiree’s
HRA, the District will deposit the remaining funds into the retiree’s HRA. Those funds can
be used to pay for any claims up through the date of the retiree’s death. If the retiree has
dependents, as defined by the IRS, any remaining HRA funds can be rolled over into an HRA
for that (those) dependent(s) and may be utilized until the finds are depleted. The
dependent(s) will need to contact the HRA vendor to obtain a death packed in order for this
rollover of funds to occur.

ARTICLE XXXIII - DEATH OF AN EMPLOYEE

In the event of an employee’s death while in service to the District, the District will provide
the following death benefits to a preestablished 403(b). These benefits shall not be considered
salary for purposes of PSERS and as such shall not be PSERS eligible. All payments for
purposes of this article shall be paid into an employee’s pre-existing 403(b). If there is no
pre-existing 403(b) at the time of an employee’s death, these benefits shall be waived.

1. If the employee has completed a minimum of 15 years of service to the District, the
District will pay seventy-five percent of the of the sick day payout addressed in Article
Iv.

2. If the employee has completed a minimum of twenty-five (25) years of service in
PSERS and at least fifteen (15) years of service in the Mifflinburg Area School
District, the District shall pay fifteen thousand dollars ($15,000 into the employee’s
pre-existing 403(b).

If the employee has completed a minimum of thirty (30) years of service in PSERS,
and fifteen at least (15) years of service in the Mifflinburg Area School District, the
District shall pay thirty thousand dollars ($30,000) into the employee’s pre-existing
403(b).
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If the employee has completed thirty-five (35) years of service in PSERS, and at least
fifteen (15) years of service in the Mifflinburg Area School District, the District shall
pay forty thousand dollars ($40,000) into the employee’s pre-existing 403(b)

ARTICLE XXXVIII - WAIVER PROVISION

The parties to this contract hereby waive the right to further bargain any item contained in this
contract during the term of this Agreement. Should the unforeseen arise, the parties may
mutually agree to reopen the contract for purposes of renegotiating the specific item(s)

affected. Any modification to this Agreement shall be reduced to writing and duly executed
by both parties.

ARTICLE XXXIX — GREIVANCE PROCEDURE

Nothing herein contained will be construed as limiting the right of any employee having a
grievance to discuss the matter informally with the appropriate members of the administration
provided that any adjustment is not inconsistent with the terms of this Agreement. It is
recommended that grievant(s) shall attempt to resolve the issue(s) prior to filing formal grievance
paperwork.

The parties to this Agreement agree that an orderly and expeditious resolution of a
grievance arising out of the interpretation of this Agreement shall provide for a five (5) step
process, which is described in the following paragraphs:

Step I — Person or persons initiating the alleged grievance shall present the grievance, in
writing and on a form provided by the employer, to the building principal or evaluating
supervisor within fifteen (15) days after the occurrence. In the event this grievance
cannot be resolved by the building principal or evaluating supervisor, the grievance
should be initiated at Step II.

The building principal or evaluating supervisor shall reply to the grievance within five
(5) days after initial presentation of the grievance.

Step II — If the action in Step I above fails to resolve the grievance within the five (5) days to
the satisfaction of the affected parties, the grievance may be referred to the personnel
director/business manager within five (5) days.

The personnel director/business manager shall reply to the grievance within five (5) days
after the grievance has been presented.

Step I1I — If the action in Step II above fails to resolve the grievance to the satisfaction of the
affected parties, the grievance may be referred to the Superintendent within five (5) days.

The superintendent shall reply to the grievance within five (5) days after the grievance
has been presented.
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Step IV — If the action in Step III above fails to resolve the grievance, the aggrieved party
may, within five (5) days, refer the grievance in writing to the Secretary of the Board of
School Directors. If the aggrieved party desires to have a hearing before the Board,
the aggrieved party must indicate that desire in writing when the grievance is
referred to the Secretary of the Board of School Directors. The Board shall review
said grievance within twenty (20) days of the submission. The Board reserves the right
to have a hearing regarding the grievance and to set a hearing date; however, if the
aggrieved party expressed, in writing, a desire to have a hearing when the grievance
was referred to this level, then the Board shall set a hearing. Said hearing date is to
be scheduled at a mutually agreeable time within thirty (30) days of submission. If a
mutually agreed upon time cannot be determined, the Board will provide two (2)
dates (within the same thirty (30) days of submission) for a hearing and the
employee will need to choose one of those two hearing dates. In the event of a hearing
on the grievance at this level, the grievant (and/or the Association) shall be present to
provide information and answer questions. In the event of unforeseen circumstances,
the grievant may appeal to the board in writing to move the hearing.

Step V — If the action in Step IV above fails to resolve the grievance to the satisfaction of the
affected parties, the grievance may be referred to binding arbitration by the Association
within ten (10) days of the final written decision of the Board, as provided in Section 903
of the Act.

If the grievance fails to meet the criteria of Section 903 of the Act, the decision of the Board
of Education in Step IV shall be final.

Arbitrator’s Jurisdiction

Nothing contained herein, however, shall empower any arbitrator in rendering his/her
decision to in any way directly or indirectly expand, modify or amend the terms and provisions of
this Collective Bargaining Agreement.

Failure on the part of the grievant (Step I through IV) and/or Association (Step I through
V) to move the grievance to the next step in accordance with the state limits shall determine the
grievance to have been settled at that level.

Days shall be defined as any day during which the applicable first level supervisor or
Principal’s, Superintendent’s or Board Secretary’s office is formally open for district business.

ARTICLE XXXX — PRINTING/DISTRIBUTION OF AGREEMENT

Coples of this Agreement shall be ernalled to current employees printed-with-the
3 , ard-a ! rat-within 30 days from its
date of 51gnature Newly hired employees Wlll be given a prmted copy of this agreement during
the onboarding process.
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