


ISBA/IAPSS COLLECTIVE BARGAINING WEBINAR 
 

August 26, 2025 
 

 
9am – 10:00am Up-Date from IEERB 
 

The General Counsel for IEERB will provide an up-date on new 
legislation impacting bargaining, recent Board decisions, and other 
pertinent agency matters. 
 
Jake May, General Counsel 
Indiana Education Employment Relations Board 
 

10:00am – 11:00am Compensating Teachers: A Review of Teacher Salary Requirements 
and Other Compensation Related Items 

 
 What factors may be considered in a compensation plan? How can 

supplemental payments be made? What stipends are available under 
TAG? One of the state’s experts in bargaining matters will review the laws 
related to teacher compensation. 

 
 Amy A. Matthews, Church Church Hittle + Antrim 
 
11:00am – 11:45am Preparing for Bargaining in Light of New Legislation 
 
 Hear from superintendents on how they prepare for bargaining, how they 

share pertinent data with the local association, and how new legislative 
mandates will impact their approach to bargaining a new master contract.  

 
 Matt Vance, Superintendent, Shelbyville Central Schools 

Chad Briggs, Superintendent Silver Creek School Corporation 
 
 
11:45am – Noon Questions and Answers 
 
Noon Adjournment 



Up-Date from 
IEERB 

 Jake May, General Counsel  
Indiana Education Employment 

Relations Board 



2025 Collective 
Bargaining Updates
Indiana Education Employment Relations Board
Jake May, General Counsel



New for 2025!
• School Finance

• HEA1001 / HEA1515 / SEA1 / SEA146
• 65% / Curricular Materials Contracts / TAG

• Supplemental Payments
• ULPs / SEA 249

• Teacher Compensation
• HEA1002 / SEA249 / IC 20-28-9-1.5(e)
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• HEA 1001:
• 2% tuition support funding increase
• Change to School Choice voucher requirements
• TAG
• Curricular materials contract costs

• HEA 1515:
• Virtual student ADM requirements

• SEA 1:
• Property tax changes
• New referendum requirements

• SEA 146
• 65% tuition support requirement (up from 63%)
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• IC § 20-28-9-1.5(a)
• Definition: Supplemental payments are compensation paid to teachers

in excess of the salary specified in the bargained compensation plan and
in addition to any increases

• Originally limited to only certain types of teachers
• Corporation can now pay to any teacher when doing so is in the best interest of

students (SEA 249-2025)
• Not subject to collective bargaining

• Tension:  Must bargain wages vs Must not bargain supplemental
payments
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Evansville-Vanderburgh 

• Evansville Teachers Association v. Evansville-Vanderburgh School Corp.       
U-23-04-7995 (Dec. 2024; Aff’d. June 2025)

• ETA filed ULP alleging that EVSC violated its duty to bargain under IC § 
20-29 by issuing supplemental payments to teachers outside of the 
collective bargaining process 

• This case presented the Board with an issue of first impression
5



Evansville-Vanderburgh 

• Relevant Facts:
• EVSC bargained a 2-year, 2021-23 CBA that included some bargained stipends
• In May of 2023, just before the CBA expired, EVSC announced a second 

installment of the stipend
• The additional stipend amount was funded using federal grant money that was 

set to expire 
• The additional stipend amount was paid in September 2023 before a new 

contract had been bargained
• The additional stipend amount was not bargained
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Evansville-Vanderburgh 

• Holding:
• The Hearing Examiner concluded that EVSC did not violate its duty to bargain, 

and the Board affirmed
• Reasoning:

• The rationale was that the supplemental payments were made using funds not 
implicated by the deficit financing statutes (i.e., federal grant funds) and thus 
did not alter the amount available for bargaining

• Because the parties had the same amount (up to the deficit financing limit) 
with which to bargain their next CBA, the additional stipend payments were 
inherently “in addition to” the salary amounts that were subsequently 
bargained 
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Richmond 

• Richmond Education Association v. Richmond Community Schools
(April 2025)

• Similar facts to Evansville-Vanderburgh ULP, but this time, the
supplemental payments were funded using education fund revenue
left as cash balance from a prior fiscal year

• Again, the Hearing Examiner looked at the deficit financing language
8



Richmond 

• Test:  Whether revenues implicated in deficit financing, as defined by IC 
20-29-2-6, for a current or future state fiscal year were used to fund the 
supplemental payments at issue prior to ratification of a CBA (emphasis 
added)

• Is the supplemental payment in addition to the salary specified in the 
compensation plan, or in lieu of it?

• Holding:  No ULP
• Reasoning:  Education fund revenue retained as cash balance from a 

prior fiscal year has already been bargained and does not impact the 
deficit financing analysis in the subsequent year 
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• IC § 20-29-2-6
• “…actual expenditures exceeding the employer’s current year actual education

fund revenue…” (emphasis added)

• IC § 20-29-6-3
• It is unlawful for a school employer to enter into any agreement that would

place the employer in a position of deficit financing
• A contract that provides for deficit financing is void to that extent, and an

individual teacher’s contract executed under the contract is also void
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• Under the statutes, the deficit financing determination is essentially a 
cash flow analysis  

• Current year ed fund revenues > current year ed fund expenses

• Regardless of whether there are additional funding sources or prior year 
assets on the balance sheet, a CBA cannot cause the corporation to 
exceed that deficit financing threshold in any particular year

• Any CBA that places the corporation in a position of deficit financing is 
void, objectively, as a matter of law
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• Creates a mechanism for school employers to set aside a portion of 
their current year education fund revenue before ratifying a CBA to fund 
supplemental payments

• This funding otherwise WOULD be implicated by deficit financing for the current 
fiscal year

• Must set aside the funds with a board resolution PRIOR TO September 
15, the start of formal bargaining

• Funds set aside by such a resolution are not considered education fund 
revenue for the current period for the purposes of deficit financing
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• Ways a school employer can pay a supplemental payment:
• Use non-education fund money such as federal grant money
• Use cash balance left over in your education fund after bargaining last year
• Use current year education fund revenues but wait until you’ve ratified your CBA
• NEW:  Set aside a portion of this year’s education fund revenue before bargaining with a board 

resolution before 9/15

• TIP for School Employers:  If you pass a resolution to pay a supplemental payment, 
use that terminology in the resolution to clarify your intentions
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Requirement: The compensation plan must clearly demonstrate or 
include a statement that all full-time classroom teachers are earning at 
least $45,000 (IC 20-28-9-26)
• If the salary range before increases is below $45,000, but the salary of full-

time teachers will meet the $45,000 statutory requirement after increases, 
the parties should include a salary statement to that effect

CBA Example:
• At the beginning of the 2025-26 school year, the salaries of returning full-

time teachers were between $43,000 and $70,000 
• After salary increases have been awarded through the compensation plan, 

the salary range for full-time teachers is $45,000 to $72,000, in compliance 
with IC 20-28-9-26



• HEA 1002:
• Repealed required RISE evaluation model
• Repealed related statutory references to teachers rated Highly 

Effective, Effective, Improvement Necessary, Ineffective

• School Corporations have unilateral discretion to create the 
evaluation plan for their teachers

• IC 20-29-6-4(b): Salary and wages … do not include the teacher 
evaluation procedures and criteria, any components of the teacher 
evaluation plan, rubric, or tool

15



16

Repealed: Compensation Plan Eligibility Statement (and new teacher exception)
• Although no longer required, an eligibility statement is still permissible
• Parties may include any bargained criteria – criteria may or may not reflect new evaluation

plan created by school corporation

Repealed:  Redistribution Plan
• Still permissible and may be useful for parties who optionally bargain compensation plan

eligibility criteria

NOTE:  Evaluation factor definitions will need to start matching school’s evaluation plan
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SEA 249: Academic Needs Factor must account for no less than 10% of salary increase calculation
• 10% minimum calculation is based on the total possible increase under the compensation 

plan, not the actual increase for any individual teacher
• The parties may, but are not required to, define academic needs as the need to retain 

teachers employed in a high need area as identified by the school employer
• Reminder: Compensation plan must still use a combination of at least 2 of the 5 statutory 

factors as the basis for salary increase



Literacy Endorsements
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Literacy 
Endorsement

• IDOE
• Licensing
• Training requirements / 

options
• Testing
• State paid stipends 
• Program feedback
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CBA Compliance
2025 CBA Compliance Rubric 
was published on August 13. 

• A “how-to” reference guide for 
CBA Compliance

• Organized by topic, this document 
provides explanations, tips, and 
examples

• Updates and changes to the Rubric 
are noted in RED

• THERE ARE MANY CHANGES

NEW Model Compensation Plans

https://www.in.gov/ieerb/files/2025-Compliance-Rubric.pdf
https://www.in.gov/ieerb/files/2025-Model-Compensation-Plans-Final.pdf
https://www.in.gov/ieerb/files/2025-Model-Compensation-Plans-Final.pdf
https://www.in.gov/ieerb/files/2025-Model-Compensation-Plans-Final.pdf


2025 
Compliance Results

182 Compliant

112 Not Compliant – Cease and Desist 

9 Not Compliant – Compliance Assessment Conference          

0 Not Compliant – Prior Approval 

2 Appeals (1 withdrawn by appellant)

Based on 303 CRRs Issued May 29, 2025

Noncompliant C&D 37%

Noncompliant CAC 3%

Compliant 60%

23-25 & 24-25 CBAs



2025 Compliance Results: 
Top Issues of Noncompliance
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• 50% Cap on Education + Experience Increases
• No Clear Amount or Method of Calculating Increase
• Increases not Attributed to a Factor / No Combo of Factors
• Bargaining Unit Description (aka Recognition Clause) 
• 72-Hour Requirement between Public Meetings
• Non-Bargainable Subjects
• Public Hearing & Meeting Attestations / Gateway Reporting

See, Avoiding Common Noncompliance Issues, slides 27 – 39 of 2025 CBA Compliance presentation 

https://www.in.gov/ieerb/files/2025-Compliance.pdf


2025 Compliance Results: 
Experience and Education - 50% Cap

24

• IC 20-28-9-1.5(b)(1):
• The combination of experience and education may not exceed 50% 

of the calculation used to determine a teacher’s increase
• Compliance determined based on calculation of total possible salary 

increase, not individual teacher’s salary increase
• NOTE: Also subject to the limitation:

• Increases not attributed to a factor
• Other factors when defined/distributed using experience or 

education



2025 Bargaining Season

2 5

• Data Reporting
• Public Hearing/Meetings

• Bargaining Units
• MOUs
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Bargaining Timeline
Public Hearings & Meetings

Informal Bargaining

BARGAIN: Salary, Wages, Fringe Benefits

Tentative Agreement Posted on Website

Tentative Agreement Public Meeting

Pre-Bargaining Public Hearing

Ratification Public Meeting

2 7

November 15

September 15

Public Hearing prior to Formal Bargaining

72 Hrs

72 Hrs

Public Meeting #1 – Tentative Agreement

Public Meeting #2 - Ratification

NO CBA = IMPASSE

https://www.in.gov/ieerb/collective-bargaining-and-impasse/mandatory-impasse-procedures-mediation-and-factfinding/


Public Hearing prior to Formal Bargaining
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Public Meeting #1 – Tentative Agreement

participate electronically

29

https://www.in.gov/pac/files/Virtual-Meeting-Guidance.pdf


Public Meeting #2 - Ratification

30



Public Hearing & Meeting Attestations

• Must be included in CBA
• Must specify dates on which hearing/meetings occurred

• Must be consistent w/ statutory timeline
• At least 72 hours required between the meetings!!!!

• Must specify whether electronic participation was permitted
• For both governing body and the public

• Must match dates and EP entries in Gateway

31



Public Hearing & Meeting Attestations

• Each attestation functions as the signing party’s sworn 
statement that the stated facts are true and accurate. 

• It is critical that parties exercise the utmost care to 
individually verify the information to which they are 
attesting. 

• A party must never swear to statements that are false, even 
inadvertently. Attesting to false information may result in a 
finding of noncompliance. 
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Website CBA Posting

33

• CBA must be posted on corporation website 
within 14 business days of ratification

• Make it easy to find

• Must match version uploaded to Gateway
• (or link directly to the Gateway version)

• TIP:  Calendar the posting deadline when you 
schedule your ratification meeting

• Reminder: The posting timeline applies to 
MOUs and Reopeners as well



Representation: 
Bargaining Unit Changes 

The Time is Now for:

• Title changes

• Clarifications

• New exclusions

• New inclusions

• Removal of conditionals

• Terms with local meaning

34



Representation: Agreed 
Bargaining Unit Changes 

1. Reach Agreement on Changes
2. Use Template to Draft Notice (example)
3. Submit Notice to IEERB for preapproval 

(recommended)
4. Post Notice for 30 days
5. Submit Formal Request for Certification
6. Receive New BU Order from IEERB
7. Revise CBA Recognition Clause to Match 

New Order Verbatim 
8. Ratify 2025 CBA

35

https://www.in.gov/ieerb/files/2025-Notice-for-Agreed-to-Unit-Amendment.docx
https://www.in.gov/ieerb/files/2025-Example-Completed-Notice-for-Agreed-to-Unit-Amendment.pdf
https://www.in.gov/ieerb/files/2025-Formal-Request-for-Certification-of-Bargaining-Unit.docx


Representation: 
Bargaining Unit 
Changes 

Common mistakes with Notice of Agreed unit change:
• Incorrect current unit description

• Solution:  Match order verbatim

• Incomplete Page 2 (e.g. Notice Date and Notice Method)
• Solution:  Complete all info

• Inaccurate description of the change being sought
• Solution:  Describe only changes being made, but without omitting 

any

• “Sample” or “Example” Watermark
• Solution (In MS Word):  Design tab > Watermark Drop-down Menu 

> Remove Watermark
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Representation: 
Bargaining Unit Changes 

• DON’T WAIT!
• Changes that affect unit composition 

require a 30-day notice period 

• Bargaining Unit Orders available on IEERB Search
• Guest login credentials at bottom of page

• NEED HELP?
• Practitioner’s Guide to the Bargaining Unit
• Questions@IEERB.IN.GOV

37

https://ieerbsearch.ieerb.in.gov/login.aspx
https://www.in.gov/ieerb/files/2025-Guide-to-the-Bargaining-Unit.pdf
https://www.in.gov/ieerb/files/2025-Guide-to-the-Bargaining-Unit.pdf
mailto:Questions@IEERB.IN.GOV
mailto:Questions@IEERB.IN.GOV


MOUs

• THINK AHEAD when bargaining CBA
• MOUs bargained outside formal 

bargaining must satisfy exception

• Not during status quo period except in 
very limited circumstances

• E.g. Early bargaining of health benefits 
pursuant to NPD 2018-2

• STREAMLINED SUBMISSION PROCESS
• See  2025 MOU Quick Reference 

Guide

38

https://www.in.gov/ieerb/files/NPD-2018-2.pdf
https://www.in.gov/ieerb/files/NPD-2018-2.pdf
https://www.in.gov/ieerb/files/NPD-2018-2.pdf
https://www.in.gov/ieerb/files/2025-MOU-Quick-Reference-Guide.pdf
https://www.in.gov/ieerb/files/2025-MOU-Quick-Reference-Guide.pdf
https://www.in.gov/ieerb/files/2025-MOU-Quick-Reference-Guide.pdf
https://www.in.gov/ieerb/files/2025-MOU-Quick-Reference-Guide.pdf


2025 Bargaining Season – Tips!!

• Bargain in good faith!
• Bargain only salary, wages, and fringe benefits

• Only with the exclusive representative
• Use Model Compensation Plans as a jump-off point
• Expect the unexpected!!!
• Memorialize flexibility in your contract when possible
• If school policy is included in CBA for reference, label it
• Review most recent CBA Compliance Report
• Party Contact Update Form for new party representatives

39

https://www.in.gov/ieerb/files/2025-Model-Compensation-Plans-Final.pdf
https://www.in.gov/ieerb/contact-us/party-contact-update/
https://www.in.gov/ieerb/contact-us/party-contact-update/


• 2025 CBA Compliance Guidance at https://www.in.gov/ieerb/compliance/
• Model Compensation Plans
• 2025 CBA Compliance Checklist

• 2025 Representation Guidance at https://www.in.gov/ieerb/representation/
• IEERB Statutes, Rules, and NPDs at https://www.in.gov/ieerb/laws,-rules-and-documents/

Have questions?  Email them to questions@ieerb.in.gov
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https://www.in.gov/ieerb/compliance/
https://www.in.gov/ieerb/files/2024-Model-Compensation-Plans.pdf
https://www.in.gov/ieerb/files/2024-Model-Compensation-Plans.pdf
https://www.in.gov/ieerb/files/2024-CBA-Compliance-Checklist.pdf
https://www.in.gov/ieerb/files/2024-CBA-Compliance-Checklist.pdf
https://www.in.gov/ieerb/representation/
https://www.in.gov/ieerb/laws,-rules-and-documents/
https://www.in.gov/ieerb/laws,-rules-and-documents/
https://www.in.gov/ieerb/laws,-rules-and-documents/
https://www.in.gov/ieerb/laws,-rules-and-documents/
https://www.in.gov/ieerb/laws,-rules-and-documents/
https://www.in.gov/ieerb/laws,-rules-and-documents/
https://www.in.gov/ieerb/laws,-rules-and-documents/
mailto:questions@ieerb.in.gov


Jake May 

Jake has represented the State of Indiana in various legal matters since 2014 and joined staff at IEERB in 
March of 2018.  He served as the agency’s Director of Compliance prior to his current role as General 
Counsel and enjoys working with public school teachers and administrators across the State.  He is a 
graduate of Indiana University’s Kelley School of Business and Robert H. McKinney School of Law, where 
he earned his J.D. cum laude in 2011.  Jake is a registered civil mediator and serves as Vice President of 
the Indiana Association of Administrative Law Judges, where he and his colleagues work to promote an 
impartial, professional administrative judiciary that adheres to high ethical standards in its necessary role 
in the function of government.  Away from the office, Jake is a devoted husband and father to two young 
boys with whom he enjoys spending time outdoors, rock climbing, and playing basketball. 
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Teacher 
Bargaining/Salary 

Must Do’s



Teacher Bargaining/Salary 
Must Do’s

Meet the new $45,000 minimum salary 
requirement (or face the public shaming).

Meet the 65% teacher compensation 
expenditure minimum

Maintain the funding floor if applicable to 
your school



Teacher Minimum Salary 
Shaming
A school corporation that fails to meet the new minimum $45,000 
salary beginning with the 2025-26 school year must:

(1) Publicly acknowledge receipt of IDOE’s non-compliance notice at 
the governing body's next public meeting.

(2) Enter the acknowledgement into the governing body's official 
minutes 

(3) Not later than thirty (30) days after the meeting in which the 
acknowledgement was made, publish on the school corporation's 
website:

 (A) IDOE non-compliance notice sent to the school 
corporation; and

 (B) any relevant individual reports prepared by IDOE.



Release from Teacher 
Minimum Salary Shaming

If IDOE determines a school corporation that received one (1) or 
more minimum salary non-compliance notices has met the 
minimum salary requirement for a subsequent state fiscal year, 
the school corporation may remove from the school corporation's 
website any:

(A) IDOE non-compliance notice sent to the school 
corporation; and

(B) any relevant individual reports prepared by IDOE.



65% Rule “Teachers”
Definition of “teacher” for this purpose includes:

Not limited by the 50% of time in classroom (that’s for the $45,000 
minimum and the funding floor)

Librarians
School 

Psychologists
Adjunct 

Teachers

School 
Counselors

Permanent 
Substitute 
Teachers



65% Rule Credit
All compensation counts no matter the type or funding source. 

Salary 
expenditures

 

insurances 
(health, 

dental, vision, 
life) 

One-time 
stipends

”pension 
benefits”

Supplemental 
payments

all benefits 
collected by 

IDOE for 
Form 9’s



65% of What?
It’s sixty-five percent (65%) of state tuition support (the 
denominator hasn’t generally changed).

Basic tuition support

Academic performance grants

Special education grants

Career and technical education 
grants

Choice scholarships

Mitch Daniels Early Graduation 
Scholarships

Non-English speaking program 
grants



Funding Floor 
Maintenance
"funding floor" = amount a school corporation expended for 
teacher salaries during a particular state fiscal year. 

If the amount of state tuition support for a particular 
state fiscal year is greater than the amount of state 
tuition support distributed to the school corporation for 
the preceding state fiscal year, the school corporation may 
not expend an amount for full-time teacher salaries during the 
particular state fiscal year that is less than the funding floor for 
the preceding state fiscal year. 

If a majority of the teachers got stipends in last (2) fiscal years, an 
amount equal to the lesser of the total amount of stipends 
awarded in each of those state fiscal years shall be added to the 
school corporation's funding floor for the preceding state fiscal 
year.



More on Funding Floor 
Application

This concept/requirement only applies where amount of state 
tuition support for a particular state fiscal year is greater 
than the amount of state tuition support distributed to the 
school corporation for the preceding state fiscal year.

Can apply for a waiver from DOE and DOE may grant a waiver to a 
school corporation if the school corporation's enrollment for the 
school year during that particular state fiscal year is less than the 
enrollment in the school year during the preceding state fiscal year.

The statute and DOE guidance doesn’t speak to deficit financing, 
RIF, loss of referendum, or large numbers of retirees as potential 
reasons for receipt of waiver, but would seem worth pursuing if 
such issues prevent a school corporation from meeting this 
requirement.



More Teacher Bargaining Must Do’s

If giving a salary  

 

Only after all this is addressed can you pursue any 
other changes the school and union want to bargain!!

•   

Must differentiate for literacy endorsement: no minimum 
amount, but legislature has expressed a desire that for the first 

year of possession the amount be “meaningful”

Must include Academic Needs as at least 10% of total base 

salary (Can combine the 2 and we’ll talk about how!) 



  

Early Literacy Endorsement Pay 
Differentiation 
(Base Salary Increase!)

• Only required if granting a teacher 
salary increase (but need clarity!)

• Must be in the compensation 
model/Cannot be a stipend

• What is meaningful?
• Timing
• All or first year of possession



Early Literacy Endorsement 
Pay Differentiation (cont.)

  

 Licenses Impacted

◦ Early Childhood (Pre-K-3);

◦ Early Childhood Special Education Pre-K-3;

◦ Elementary Education/Generalist 1-6, K-6;

◦ Elementary/Primary (K-3);

◦ Elementary/Intermediate (4-6); and

◦ Special Education K-6, 1-6, K-12, Pre-K-12



More on Mandatory Use of 
the Academic Needs Factor 

At least 10% of salary increase must be 
based on academic needs of students

 -Can be based on employment in a high 
needs area “as identified by the school 
employer.”

-Can be a balance of literacy endorsement 
and dual credit/AP or some other 
secondary-heavy criteria



Teacher Bargaining 
“Not Anymore’s”

-Don’t have to stop a teacher with an ineffective or needs 
improvement rating from getting an increase (but ya can!).

-Don’t have to have an eligibility criteria for teacher salary increases 
(but ya can!).  Always included the evaluation stopper and 
sometimes included minimum days of service/employment/work 
(typically 90 or 120).

-Don’t have to even use the HE/E/IN/I rating system anymore (but 
ya can!).

-Don’t have to have a “redistribution provision” designating that $ 
that would have gone to teachers rated IN or N would go to all others 
(but ya can!).



Compensation Modeling

That is, creation of your 
compensation model!



Utilizing the Mandatory 
Academic Needs Factor

The total available salary increase is $1,000…..

Ex. 1:
 -$900, or 90%, is based on not having received an ineffective 

evaluation for the prior year;
 -$100, or 10%, is based on the academic needs of students, 

defined as possession of a literacy endorsement

        Ex. 2:

 -$800, or 80% is based on having received at least a 
satisfactory evaluation for the prior year;

 -$100, or 10% is based on the academic needs of students, 
defined as possession of a literacy endorsement

 -$100, or 10% is based on assignment of instructional 
leadership roles, defined as possession of credentials 
necessary to teach dual credit/AP courses.



But this is gonna ruin my 
salary schedule!

 

 

 

Create a “with literacy endorsement” 
differential column/schedule

Have a shadow schedule

Abandon salary schedule/ship



The 50% Rule is Still a Thing

From IEERB rubric…

Education (“possession of an 
additional content area 
degree/credit hours”) and Experience 
cannot account for more than 50% of 
the total available increase unless 
intended to reduce the gap or 
implement a teacher retention catch 
up increase. 



Supplemental Payments for Any 
Teacher -IC 20-28-9-1.5
(changed in 2022)

(a) This subsection governs salary increases for a 
teacher employed by a school corporation….A 
school corporation may provide a supplemental 
payment to a teacher in excess of the salary 
specified in the school corporation's compensation 
plan.  A supplement provided under this subsection 
is not subject to collective bargaining. Such a 
supplement is in addition to any increase permitted 
under subsection (b).



Supplemental Payments 
Again!

Recent Statutory Changes
◦ Requirement that supplemental payments be paid 

when in the best interests of students 
◦ Consideration of high need areas (as determined by 

school corporation)
◦ Exclusion of a portion of bargaining year education 

fund/bargaining revenue for purpose of 
supplemental payments.

◦ Supplemental payments may not be considered 
education fund revenue for deficit financing 
calculation.



“Exclusion” of Bargaining 
Funds for Supplemental 
Payments Must Be Done…

By Board Resolution

Before September 15 “of any year” for a 
one-year or two-year period (no crossing 
budget biennium!) 

Can be framed in terms of “portion or percentage” of 
education fund revenue to be carved out for 
supplemental payments and therefore not part of the 
funds available for bargaining



Bargaining Unit Change 
Procedures

-One of the most common compliance violations because can’t be 
done through bargaining

-First must post for 30 days

-Then must get certification from IEERB

-Then finally can include in next contract

-If aiming to change for 2025-2026, need to post ASAP.



De-Bunking New TAG 
Myths

-A true grant with application process.  Not everybody will get it
and you only get it if you apply.

-Selection of up to 20% of teachers is by the school within the
application.

-The TAG categories (such as “exemplary”) have no impact on
your evaluation system, as they are solely based on student
outcomes.

-Distribution not until March.



Questions?

Thank you!

Amy A. Matthews

(317) 773-2190

amatthews@cchalaw.com



AMY A. MATTHEWS 
ATTORNEY 

ABOUT AMY 
Amy is a partner in the Education Law Group of Church Church Hittle + 
Antrim. She represents schools and other educational entities in a 
variety of matters. Aside from her school law practice, she provides 
mediation services for both civil and family law cases, and has been 
trained by the CIACP in Collaborative Practice. 

Prior to joining CCHA, Amy was General Counsel for the Indiana 
Education Employment Relations Board (IEERB). She previously served 
as the Dispute Resolution Director for the Indiana State Personnel 
Department where she represented state managers as lead advocate 
in various proceedings. 

Amy is a frequent speaker for many statewide organizations. She has 
also made presentations and published articles for the National School 
Boards Association and the Council of School Attorneys. 

Amy’s current support for community organizations includes board 
membership for Pennsy Trails of Hancock County and serving as a 
client service volunteer for Hancock County Senior Services. In her 
spare time, she enjoys walk-jogging 5Ks, reading, and spending time 
with her husband and daughter. 

ADMISSIONS 
 Indiana
 U.S. District Court, Southern District of Indiana

EDUCATION 
 Indiana University School of Law- Indianapolis,

2008 J.D., Top 5%
 Indiana University, 2000

B.S., summa cum laude
Public and Environmental Affairs

CONTACT INFORMATION 
T 317.773.2190 

F 317.572.1609 
E amatthews@cchalaw.com 

PUBLICATIONS & PRESENTATIONS 
Amy is a frequent speaker for many statewide organizations. She has also 
made presentations and published articles for the National School Boards 
Association and the Council of School Attorneys. 

10765 Lantern Road, Suite 
201 Fishers, IN 46038 
www.cchalaw.com   

AFFILIATIONS & MEMBERSHIPS 
 Indianapolis Bar Association
 Indiana Bar Association
 Hancock County Bar Association
 National School Attorneys Association and Indiana Council of
School Attorneys
 Board Member for Pennsy Trails of Hancock County
 Outreach volunteer for Hancock County Senior Services



Preparing for 
Bargaining in Light of 

New Legislation 

Matt Vance, Superintendent, Shelbyville Central 
Schools 

Chad Briggs, Superintendent Silver Creek School 
Corporation 



Matt Vance 

Matt Vance is extremely excited and looking forward to this process. He currently 
serves as Superintendent of Shelbyville Central Schools, a role he began on July 1, 
2022. Prior to that, he served as Superintendent of Rush County Schools for eight 
years. His career also includes leadership as Principal of Rushville Consolidated High 
School and Tri Jr./Sr. High School, as well as service as Assistant Principal at 
Greenfield-Central High School, athletic director, and teacher/coach. He began his 
teaching career at Greensburg High School, where he taught social studies and 
coached football and baseball. 

Dr. Vance earned a Bachelor’s Degree in Social Studies Education from Franklin 
College and a Master’s Degree from Indiana Wesleyan University. He went on to 
receive both his Ed.S. and Ph.D. from Indiana State University. 

Matt and his wife, Jaime, have been married for nearly 26 years. They have two sons: 
Jake, a graduate of Olivet Nazarene University, who is currently employed by Disney in 
New York City; and Austin, a junior at Ball State University, who is completing an 
internship at Sea World in Orlando. The Vance family are avid Disney enthusiasts, and 
Matt enjoys sports and spending time with his family. 

 

Chad Briggs 

Chad Briggs is entering his 30th year in education and his 11th year as Superintendent. 
He is beginning his 5th year as Superintendent of Silver Creek School Corporation. 
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