
Board of Education of Bourbonnais Elementary District #53  
“Most Recent Offer” Presented to BEA  - 1/29/21 

 

The Board of Education is extremely proud of the educational growth and achievement of              
its students and much of that success can be attributed to the work of the District’s                
incredible educators. It is in recognition of the value of our teachers that in the last 6                 
years, over two collective bargaining agreements, the Board has: 

● kept the teacher salaries competitive with all surrounding districts and only ranks            
below those districts that do not offer a similar robust retirement incentive            
package; 

● provided a benefits package that has never been cut and ranks first among             
comparable districts; and 

● added more full-time teachers than other districts, reducing class size and           
increasing support for students most in need. 

We appreciate that the District’s previous competitive compensation packages and          
positive working conditions for teachers has led to a 91% retention rate – higher than any                
of our comparable districts. 

The Board’s current proposal ensures that our teachers will continue to receive            
competitive salary and benefits and that the District will attract new teachers.  

Specifically: 

● the Board’s salary proposal, that includes a step and lane structure, a fair raise all               
three years and a bonus for all teachers in the first and second years represents               
almost a 7% increase over 3 years (with an additional 3% increase in             
compensation in bonuses).  

● the Board’s proposal maintains the District’s robust retirement incentive (6%          
salary increases each year in a teacher’s final 3 years), 

● the Board’s proposal includes individual and team planning time for all teachers –             
BESD #53 teachers would be the only teachers in the county with this benefit; and 

● the Board’s proposal maintains the BEA’s health insurance contributions for          
current teachers and, despite being extremely costly to the District, demands no            
cuts, and provides competitive benefits for new teachers compared to comparable           
districts.  

The Board’s offer is fair and reflects its commitment to its teachers. It also meets all the                 
BEA’s stated bargaining goals.  
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The Board’s offer also reflects its responsibility to be prudent with taxpayer money and              
its obligation to pull the District out of the financial distress it is currently facing. The                
District is dealing with a significant budget deficit and it would be, quite simply,              
irresponsible to concede to the BEA’s large pay increases, about which the BEA refuses              
to make any concessions. The economic reality is that we are still in a recession and all                 
teachers in BESD #53 earn salaries above the median salary for the county with some               
earning twice that amount.  

In sum, as the District continues to navigate through the pandemic, the Board is in the                
difficult position of balancing its goals to fairly compensate its teachers, avoid layoffs             
and cuts to programs, while also being true to its responsibility to maintain the short term                
and long term fiscal health of the District. The Board’s current offer fairly strikes that               
balance.  
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Board of Education Offer Summary 
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BEA Contract Goals Board Response 

Fair and competitive  
salary raises for teachers 

Offered an additional $8,800 in 
compensation for each teacher over the 
life of a three-year contract  
 
Compounding Salary Increases*: 
Yr 1 - $1,300 (2.6%) 
Yr 2 - $1,100 (2.1%) 
Yr 3 - $1,100 (2.1%) 
 
Annual Creditable Bonuses:  
Yr 1 - $1,200 
Yr 2 - $400 
 
With Salary Increase and Bonuses*: 
Yr 1 - 5.0% increase  
Yr 2 - 2.9% increase  
Yr 3 - 2.1% increase 
Equals 10% over 3 years  

 
 

(*Based on average teacher salary of 50K in 2019/20) 

Return to step and lane structure  
Offered continuation of salary schedules 
with allowable step and lane movement 
each school year.  

Common plan time for all grade levels 

Offered common planning time for K-8 
teachers even though it requires a decrease 
in instructional time for students. The 
Board’s offer includes guaranteed daily 
team AND individual plan time for all 
teachers. If accepted by the BEA, BESD 
#53 would be the only school district in 
the county with this benefit.  

Maintain current retirement incentives Offered continuation of compounding 
18% retirement incentives.  

Maintain insurance benefits for current 
teachers and offer competitive 

 benefits for new teachers  

Offered to continue existing costly 
insurance benefits for current teachers that 
is 2nd only to K111 and BBCHS in the 
county.  
 
Offered competitive benefits for new 
teachers.  



 
 
What about the BEA demand on class size? 
The Board has demonstrated its commitment to reasonable class sizes. While the BEA 
has not indicated that class size is a contract goal, their proposal would require the hiring 
of 6 additional teachers. Based on an average teacher salary of $50,000, 6 additional 
teachers would cost the District about $300,000 each year not including benefits and 
more than $600,000 over the life of a 3 year contract.  
 
Over the past 5 years, BESD #53 is the only district in the county with an upward trend in 
staffing (Refer to FTE data in the Table- School District Comparables/page 5) . Evidence 
of this commitment was adding additional classroom space at Liberty that has allowed us 
to function during the pandemic with lower class sizes.  
 

Total Cost of Offers to BESD #53  
 
Board’s Offer    

● $1,569,754 in additional compensation in salary alone and an additional 
+$155,000 in TRS benefits for teachers.  

 
●  Total cost to the District over the next three years is more than $1,725,004.  

 
BEA’s Offer  

● The 3 year BEA proposal submitted to the IELRB on 1/22/21 (including hiring 
required related to class size for years 2 and 3) would cost the District $2,769,694.  
 

● On 1/28/21, the BEA presented a 2 year proposal to the Board that included no 
changes other than eliminating the third year. The 2 year proposal (including 
hiring required related to class size for year 2)  would cost the District $1,583,784.  
 

● Accepting either BEA proposal would severely impact the District’s financial 
stability leading to cuts to reduce costs or taxes to raise revenue.  The Board does 
not believe that the community would accept either of those paths to regain 
financial stability. 
 

● Accepting the BEA’s 2 year proposal would force the parties back to the 
bargaining table in less than a year. A contract that expires in merely 18 months 
would create more turmoil for the District in a time where stability is most needed. 
 

● Accepting either BEA proposal would result in a large discrepancy in the total 
salary increase for each teacher. In contrast, the Board proposal equitably provides 
all our hardworking teachers the same increases in compensation.  
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Board of Education's Guiding Principles for Negotiations  
To maintain the long term financial stability of the District for our taxpayers and 
students, the BOE believes: 
 

● Overall compensation (salary and benefits) should be competitive.  
 

❖ Our benefits package is much higher than other school districts  - up to $15,000 
paid for health insurance and guaranteed 18% salary increases for retirement. 
 

❖ More teachers leave other school districts to come to BESD #53 in our county 
than vice versa.  

 
❖ The table below clearly shows that in relation to neighboring districts: 

➢  The average salary for BESD #53 teachers is comparable - directly in the 
middle of the group.  

➢ The BESD #53 Board contribution to family insurance is significantly 
higher. 

➢ The three districts with a higher average salary than BESD #53 do not 
offer a 6% retirement incentive.  

➢ BESD #53 has the highest retention rate. 
➢ BESD #53 would be the only district to guarantee daily team and 

individual plan time for all teachers.  
➢ BESD #53 has added more full-time teachers than the other districts to 

reduce class sizes and support our most in-need students.  
 

School District Comparables 
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  Average 
Salary Per 

Illinois 
School Report 

Card 

Offer 6% 
Retirement 
Incentive 

Current 
Board 

Contribution 
to Family 
Insurance 
Coverage 

Teacher 
Retention 

Rate 

Change in total 
number of 

teachers in the 
last 5 years 
(Total FTE) 

Daily team AND 
individual  
plan time 

Pembroke $55,799 No $11,232 85% -3 No 

St. Anne $52,987 No $7,320 85% -1 No 

Bradley $51,265 No $11,000 90% +1 No 

BESD 53 $50,269 Yes:  
3 years 

$15,000 91% +11 Yes 

Herscher $49,416 Yes:  
4 years 

$9,000 87% -8 No 

Manteno $48,819 Yes: 
4 years 

$7,956 85% -7 No 

St. George $43,922 Yes:  
2 years 

$7,320 88% -1 No 



 
 
 

● Pay increases should NOT require the District to finance raises through borrowing 
(selling or using bond money).  

 
❖ In recent years, we have been able to avoid borrowing money thereby raising 

taxes by considering the long-term effects of our actions. The current offer from 
the BEA would cost the District $2,769,694 over three years and $1,583,784 over 
two  years and is not a fiscally sustainable model.  
  

● Pay increases should be reflective of the economic conditions within the 
community. 

 
❖ In the midst of a pandemic, we recognize that many taxpayers in the district have 

been struggling financially. The unemployment rate in Kankakee County has 
increased to 6% and is trending up. 

❖ The median income in Kankakee County is $36,902 - less  than the starting salary 
of a BESD #53 teacher with no experience. 
 

● Pay increases should ensure the financial viability of the District and the 
continuing viability of a high-quality educational program for students. 
 
❖ Our teacher retention rate is higher than the state average and higher than all 

comparable area school districts. (91%).  
 

● Pay increases must avoid penalties imposed by the Illinois Teacher Retirement 
System for salary increases beyond those allowed by the state system. 
  
❖ Increases above 6% will result in significant financial penalties for the District. 
❖ Our offer provides each teacher with a $2,500 dollar increase for the 20-21 school 

year - representing a 5% increase on average. With extra duty pay, teachers could 
easily reach or exceed the 6% cap.  
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Clarification of BEA Misstatements  
 
During the course of bargaining and in the offers the BEA presented to the IELRB for 
posting, there are a number of public misstatements warranting clarification.  
 
Here are the facts:   
  

● The Board’s last several proposals have not included a cut to retirement benefits 
● The Board’s last couple proposals have included common plan time for all 

teachers. 
● All of the Board’s proposals have allowed for salary schedules with step and lane. 
● BESD#53 teachers have received fair and competitive increases every year for at 

least the last 2 contracts (6 years). 
● BESD #53 teachers had a two year “soft freeze” in salary 11 years ago - meaning 

they still received a raise even during an economic decline.  
● BESD #53 teachers have not had their benefits cut and in fact rank first in 

employer contribution with comparable (K-8) districts. [see School District 
Comparables on p.5 ] 

● BESD #53 has continually attracted teachers from county schools, even from 
school districts with higher pay schedules.  

● BESD #53 teachers are clearly not the lowest-paid teachers in the county. 
● The concept of “compounding money” is not a “negotiating tool.” The law 

requires the parties to include a cost summary of the proposals in the submissions 
to the labor board. To do so, the “cost” of additional money spent in year 1, must 
also be included in the “cost” to the District in the following years to accurately 
assess the “cost” of the proposal.  

● Going on strike does not put educating students first. And while the BEA 
leadership has publicly stated that the teachers were “very excited” to be part of 
the picketing on 1/26 
https://www.daily-journal.com/news/local/bourbonnais-teachers-face-cold-weathe
r-for-picket/article_3a4c9e38-601e-11eb-b106-d344233ca7d4.html, the Board of 
Education does not share a positive sentiment about negotiations impacting our 
students' education and social emotional health in the midst of a pandemic. Our 
students need more in-school opportunities, not more isolation and educational 
disruption.  

 
 

7 

https://www.daily-journal.com/news/local/bourbonnais-teachers-face-cold-weather-for-picket/article_3a4c9e38-601e-11eb-b106-d344233ca7d4.html
https://www.daily-journal.com/news/local/bourbonnais-teachers-face-cold-weather-for-picket/article_3a4c9e38-601e-11eb-b106-d344233ca7d4.html


Conclusion  
 
While the negotiation is between the Board and the BEA, all Board decisions must be 
grounded in what is best for our students today -  as well as in the future. The Board’s 
offer reflects a package that is fair and provides excellent working conditions for our 
teachers.  
 
Negotiations should not be about winning or losing. By its nature, the negotiation process 
is about both parties compromising to reach agreement.  
 
The Board of Education has more than compromised in meeting 4 of the 5 of the BEA’s 
contract goals over the last ten months. 
 
In contrast, the BEA has been inflexible and refused to move off of its economic proposal 
since the parties met on January 14 to make any progress toward resolution.  Just 
eliminating year 3 in the BEA’s last proposal is not a legitimate counter proposal the 
Board can respond to.  
 
The Board has been clear that the BEA’s economic proposal is untenable.  The BEA’s 
refusal to compromise does not mean their position is right -- How can the BEA justify a 
raise for 20/21 that is more than triple the cost of living during a pandemic? 
 
The Board remains open to continuing to work with the BEA in good faith and finding 
any reasonable means of resolving the remaining open issues that is fiscally responsible 
to students and taxpayers of the District and avoids a strike.  
 
There are no winners in a strike - only losers, especially the children. 
 
Please check the BESD#53 website at https://www.besd53.org/ as well as our social 
media platforms to monitor the changes in proposals.   
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Board Package Proposal #8 1/26/21 at 2:15 pm CST via email  

 
Total cost to District over 3 years: +$1,725,004 in additional compensation for salary and 
TRS for teachers 
 
Summary of this Package Deal: 

1. The Board of Education is offering a 3 year contract. 
a. As we have previously indicated the Board of Education has been  

willing to extend that contract to a 5 year contract. 
2. The Board of Education will continue to provide the BEA the retirement incentive of              

18%. 
3. The Board of Education will accept the additional salary increase in excess of $30K              

proposed by the BEA for the extra-curricular activities pay schedule.  
4. The Board of Education will continue the existing costly insurance benefits for            

current teachers and will provide a regionally competitive benefit package for new            
teachers.  

a. Our current maximum yearly benefit of $15,000 for each current employee makes            
BESD #53 more than competitive in the area of benefits.  

b. New employee insurance benefit structure is provided in attached pages.  
5. The Board of Education will provide common planning time for K-8 teachers            

recognizing it is a central issue for the BEA. (language is attached to this proposal               
summary). 

a. The language attached allows for additional meaningful common planning time          
for teachers the only way we can - by reducing the student instructional day by 15                
minutes.  

6. The Board of Education is offering salary schedules that provide teachers with an             
additional $1,300 for year 1; $1,100 for year 2; and $1,100 for year 3 (this represents                
more than a 7% average increase over the life of the contract for a teacher currently                
paid $50K).1 

i. The total projected cost of the 3 year contract is over $1,725,004 million             
dollars (for approximately 175 teachers) including the accepted BEA         
proposed extra duty pay schedules (pay schedules are attached to this           
proposal summary) and bonuses (see item 7).  

7. The Board of Education is offering bonuses in the amount of $1,200 for the 20-21               
school year and $400 for the 21-22 school year. The $1,200 payment will be made to                
teachers within a week of ratification and approval of the Board of Education.  

 
 
Outstanding Language Items: 
 
TEACHER’S WORKDAY 
 

3. All teachers will receive a minimum of 225 minutes per (5 day) week as planning,                
conferencing, preparation time. Of this 225 minutes per (5 day) week, there will be a minimum                
of 30 consecutive minutes each day. Teachers in grades K-8 shall receive 30 minutes per day of                 
team (e.g. grade level, department or content area) plan time. The administration reserves the              
right to assign roles, tasks and responsibilities for common plan time at all grade levels. This                
would not go into effect until we return to a full day in person schedule with no restrictions.  

1 Based on updated calculations this average increase over the 3 years is 6.8%. (1/29/21) 
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HEALTH BENEFIT DETAILS 

The Board of Education acknowledges that we are not going to be able to achieve the needed 
market correction of insurance benefits the BOE wanted to realize during the term of this 
contract.  

● Retain current language/benefits for the duration of the contract for all teachers employed 
by the District on the date of Board approval of the contract and enrolled in the District 
Insurance Program (Tier 1). 

● Tier 2 benefits for all new teachers employed by the District on or after the date of Board 
approval of the contract and enrolled in the District Insurance Program (Tier 2). 

Tier 2 
HSA: 

● Family: $10,000 (includes $1,800 seed) maximum district contribution 
● E/S: $10,000 (includes $1,800 seed) maximum district contribution 
● E/C: $10,000 (includes $1,800 seed) maximum district contribution 
● Single: $7,950 (includes $1,000 seed) maximum district contribution 

PPO: 
● Family: $10,000 maximum district contribution 
● E/S: $10,000 maximum district contribution 
● E/C: $10,000 maximum district contribution 
● Single: $7,950 maximum district contribution 

 
ARTICLE X - DURATION 

 
A. EFFECT OF AGREEMENT 
This Agreement shall be effective as of August 21, 2017 and shall continue in full force and effect until                   
the day prior to the commencement of the 2020-2021 school year. 
 
 . . . . 
 
B. RATIFICATION OF AGREEMENT 
 
….. 
 
This Agreement shall be effective as of August 21, 2017, and shall continue in full force and effect until                   
the day prior to the commencement of the 2020-2021school year. 
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