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Introduction
● The Board of Education (“Board”) and the Tinley Council of Local 604, IFT/AFT 

(“Union”) are currently involved in contract negotiations. The parties have met 
10 times over the last six months, including twice with a federal mediator.

● On August 1, 2025, the Board initiated a statutory “public posting process.” 
This process requires the parties to publicly post their most recent offers and a 
cost summary. This document includes the Board’s most recent offer, cost 
summary, and bargaining context. 
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Acknowledging D146 Teachers
The Board of Education recognizes and appreciates the many contributions made 
by District 146 teachers. Their dedication, professionalism, and commitment to 
student success are evident. Through creativity, collaboration, and a passion for 
teaching, they consistently deliver high-quality instruction and strive to become 
leaders in their field. District 146 teachers also play a vital role in shaping a 
positive school culture. Their engagement beyond the classroom helps build 
strong connections with students, families, and the community. 

The Board has long valued its positive and collaborative relationship with the 
Teachers Union. We remain hopeful that this partnership will continue through a 
fair and equitable contract that reflects the mutual respect and shared goals of 
both parties.
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History of Current Negotiations

● The existing contract, which covers approximately 246 teachers, expired on July 31, 
2025. The 2025-2026 school year begins on August 20, 2025.

● Negotiations for a new contract began with an introductory meeting on February 5, 
2025. The Union proposed revisions to approximately 70 sections of the contract. The 
Board proposed changes to only 14 sections, most of which were simply to align with 
legal updates since the last contract. 

● The Board’s first offer on salary was more than the final settlement for the last contract. 
The Union’s first and second offers were 10% annual raises, compounding to ~33% 
over 3 years.

● After eight bargaining sessions, it had become clear to the Board that the assistance of 
a federal mediator was needed to help the parties reach an agreement. The parties 
have since met twice with the mediator.

● Although the contract has expired, all teachers will continue getting paid and still have 
all the benefits and protections of the expired contract.
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Board-Proposed Changes
● Recognition (add certified school nurses)
● Open House/Curriculum Night (memorialize current practice)
● Teacher Licenses (update where teachers register their licenses)
● Parent/Teacher Conferences (flexibility in use of existing hours)
● Seniority (update to align with change in law)
● RIF (update to align with change in law)
● Bereavement Leave (in response to new law)
● Sick Leave (update to align with change in law)
● FMLA (update to align with change in law)
● General Conditions for Leaves of Absence (date change)
● Compensation (increase salaries; place new hires more generously)
● Tuition Reimbursement (update and clarify language)
● Lane Advancement on Salary Schedule (date change)
● Retirement (proposed updated language for existing incentive)
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Union-Proposed Changes
● Recognition
● Definition of Teacher
● Part-Time Teachers
● Teacher Facilities
● Classroom Security
● Health and Safety
● Lesson Plans
● Professional Courtesy
● Assignment of Grades
● Substitutes for Meetings
● School Year, Work Day, and Calendar
● Plan Time
● Building Meetings
● Professional Development 
● Evaluation of Schools
● School Discipline
● Teacher Licenses
● Class Size
● Part-Time Teachers’ Working Conditions
● Academic Freedom 
● Personnel File
● Parent/Teacher Conferences
● Special Education Teachers
● Open House 

● Certified Staff Requests for Voluntary Reassignment
● Involuntary Reassignment
● Notification of Open Positions
● Sick Leave
● Temporary Disability
● Extended Personal Illness Leave
● Health Insurance for Disability
● Bereavement Leave
● Sick Leave Bank
● Personal Business Days
● Parental Leave Following Birth/Adoption of Child
● Leave for Military Service and Annual Training
● Jury Duty/Witness
● Workmen’s Compensation Leave
● Personal Growth Leave
● Professional Meeting Leave
● Family and Medical Leave
● General Conditions for Leaves of Absences
● Leaves for Late Hires
● Job Sharing
● Compensation
● Tuition Reimbursement
● Lane Advancement on Salary Schedule

● Medical and Life Insurance
● Life Insurance
● Internal Substitution
● Middle School Overload
● Teacher Induction and Mentoring Compensation
● District Retirement Benefit Plan
● Payment for Unused Sick Leave
● Withdrawal of Retirement
● Non-Discrimination
● Use of School Equipment and Facilities
● Union Listings
● Agreement Printing and Distribution
● Curricular Implementation
● (Grievance) Definitions
● Procedure for Adjustment of Grievances
● Duration
● Compensation Schedules
● Extended Service Positions
● Coaching and Ancillary Stipends
● Band and Winter Guard Stipends
● Other Stipend Positions
● Instructional Coaches
● Extended Year for Psychologists and Nurses
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Board’s Objectives
As the Board proceeds through these negotiations, its objectives are to:
● Maintain an exceptional learning community by continuing to provide comprehensive 

academic programming to a diverse student population
● Support the development of the whole child through a range of programs, including sports, 

fine arts, clubs, and activities, to engage and inspire all learners and enrich student life
● Value and provide an outstanding work environment for its teachers
● Continue the practice of providing teachers and students favorable class sizes 
● Maintain a competitive edge with neighboring school districts to promote full staffing to 

support D146 students
● Respect taxpayers and maintain a balanced budget to ensure that D146’s annual 

expenditures do not exceed its annual revenues
● Preserve capacity to fairly compensate all D146 employees, including the 202 D146 

employees who are outside this bargaining unit
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2 Key Issues That Still Need to Be Resolved
1. Salary Increases
2. Retirement Incentive
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Key Issues That Still Need to Be Resolved
- Salary Increases -

Board Proposal

Salary increases of 6%, 6%, and 5% 
for the next three years

● Compounds to an overall 18% increase 
over three years

The Board proposal allows the District to maintain manageable class sizes, 
provide exceptional art, music, and other specials, continue planning 
improvements to district buildings, and consider future tax abatements. 

Union Proposal

Salary increases of 7%, 7%, and 7% 
for the next three years

● Compounds to an overall 22.5% increase 
over three years
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Key Issues That Still Need to Be Resolved
- Salary Increases -

Board Proposal

Salary increases of 6%, 6%, and 5% 
for the next three years. 
● Maintains the highest starting salaries 

among the districts serving Tinley Park, 
Oak Forest, and Orland Park

● Demonstrates the District’s desire to stay 
competitive in the field

● Aligns with D146’s history of prudent 
financial responsibility, balancing 
generosity to staff while preserving the 
financial health of the District

Union Proposal

Salary increases of 7%, 7%, and 7% 
for the next three years. 
● None of the 10 comparison school districts 

provided by the Union had a single year with a 
raise exceeding 6%

● Raises over 6% create exposure to financial 
penalties through the Teachers Retirement 
System (TRS), meaning tax dollars go to 
TRS instead of our teachers or our students

● Higher raises are projected to create a 
structural deficit in future years that would 
negatively impact the District’s long-term 
financial health and ability to abate future 
property taxes 10



Key Issues That Still Need to Be Resolved
- Retirement Incentive -

Board Proposal

The Board’s proposal retains the 
existing retirement incentive for 
teachers.
● The Board currently has a retirement incentive that 

gives teachers a financial incentive to retire when 
they are first eligible through TRS. Teachers taking 
advantage of the incentive receive (a) two years of 
6% raises and (b) either a post-retirement payment 
or post-retirement insurance. Teachers are not 
required to resign at this time; they can choose to 
take the incentive or continue working. The Board 
wants to retain that incentive as is. 

Union Proposal

The Union’s proposal converts the 
retirement incentive to a guaranteed 
benefit for TRS Tier I employees 
(~2/3 of the teaching staff).
● This would not only erode the cost savings from 

early retirements that the District uses to help pay 
for the retirement incentive, but would actually add 
new costs.
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Key Summary of Board’s Proposal

● 6% salary increase

● Retain existing retirement 
incentive

● 6% salary increase

● Retain existing retirement 
incentive

● 5% salary increase

● Retain existing retirement 
incentive

Year 3
2027-2028

Year 2
2026-2027

Year 1
2025-2026

12



Comparables Under Board’s Proposal
Starting Salary (BA, Step 1)

● District 146: $52,570
● District 142: $51,325
● District 140: $50,160
● District 145: $47,873
● District 135: $47,349

● District 146: $54,632
● District 142: $53,041
● District 145: $49,048
● District 135: $48,722
● District 140: N/A

● District 146: $56,239
● District 142: $54,674
● District 135: $50,135
● District 145: $50,020
● District 140: N/A

Year 3
2027-2028

Year 2
2026-2027

Year 1
2025-2026

* All rankings reflect the total value of the teacher’s salary.
District 140- Kirby; District 135- Orland Park; District 142- Oak Forest; District 145- Arbor Park.
District 140’s contract expires in 2026 13



Comparables Under Board’s Proposal
Starting Salary (MA, Step 10)

● District 140: $77,390
● District 146: $67,284
● District 135: $65,739
● District 142: $62,705
● District 145: $57,969

● District 146: $69,922
● District 135: $67,646
● District 142: $64,959
● District 145: $59,242
● District 140: N/A

● District 146: $71,979
● District 135: $69,607
● District 142: $67,129
● District 145: $60,240
● District 140: N/A

Year 3
2027-2028

Year 2
2026-2027

Year 1
2025-2026

* All rankings reflect the total value of the teacher’s salary.
District 140- Kirby; District 135- Orland Park; District 142- Oak Forest; District 145- Arbor Park.
District 140’s contract expires in 2026 14



Salary Schedules Under Board’s Proposals
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Summary of Additional Costs of Proposals

Union Salary Proposal
● Year 1 Cost: $1,212,000
● Year 2 Cost: $1,297,000
● Year 3 Cost: $1,387,000
● 3-year cost = $3,896,000
(TRS penalties will be in addition 

to these amounts.)

Union Retirement Proposal
Will result in additional costs that 
depend on individual retirees and 
are therefore not readily quantifiable

Board Salary Proposal

● Year 1 Cost: $1,039,000
● Year 2 Cost: $1,101,000
● Year 3 Cost: $973,000
● 3-year cost = $3,113,000
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Projected Impact on Property Taxes

● The District has been abating a portion of property taxes for the past six years. 
If these abatements cease, the District is projecting property taxes to rise by 
20% over the next three years and 28% over the next five years.  

● Under the Union proposal, we project that a 20% increase in property tax would 
be required to maintain a balanced budget in three years and a 28% increase 
would be insufficient to maintain a balanced budget in five years (i.e., a 
structural deficit). 

● Even with the 28% increase in property taxes, necessary under the Union 
proposal, the District projects its fund balance-to-budget ratio to decrease by 
~21% within five years.

A structural deficit combined with a lower fund balance will force the Board to consider 
undesirable financial remedies such as larger class sizes, fewer extracurricular and student 

enrichment opportunities, and delays of projects to improve and maintain our schools.



Upcoming Capital Projects
The Board’s financial assumptions include the following capital projects needed to 
improve and maintain our schools, which are currently in the planning stages:

● Central Middle School Interior Building Improvements - est. $3,000,000
● Central Middle School Parking Lot - est. $1,500,000
● Fierke, Kruse, and Memorial HVAC Systems - est. $3,000,000
● District Wide Roofing Improvements - est. $4,455,000
● District Wide Security Systems - est. $2,300,000
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Issues Already Resolved in Negotiations
The Board already has agreed to provide, among other things:

● Increased sick leave
● Increased bereavement leave
● Increased pay for new teacher induction and mentoring
● Increased payment for unused sick leave at time of retirement
● Class size reviews for Specials K-5 teachers
● Increased life insurance
● Cash-in-lieu benefit for teachers who are not on D146 insurance
● Protection for teachers’ personal property
● Stronger protections for teacher safety in the workplace
● Enhanced processes for filling vacancies internally
● Increased reimbursement for post-Masters studies
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Conclusion
The District’s mission of “Collaborating together to achieve high levels of learning 
and character development for every student” is dependent on the dedication and 
expertise of our teachers. They are essential to delivering the strong academic 
and extracurricular programs our families expect and value.

The Board is committed to supporting staff with manageable workloads and 
competitive compensation because when teachers thrive, students succeed. At 
the same time, the Board is mindful of its responsibility to the community and 
taxpayers. It remains focused on reaching a fair, sustainable agreement that 
honors educators, meets student needs, and protects the District’s financial 
stability.

20


