
The Times are a Changin'- It's a New Employer World  
The Impact of Act 10 & Act 32 for Brown Deer School  District 

 
Our schools must be a vibrant learning community that supports our community values - our future 
depends on it.  We cannot have a great community without great schools.  Brown Deer aspires to 
become a world-class school district by offering a variety of course offerings that challenge, enrich, 
and extend our students' experiences beyond the classroom. Everything that we do must provide our 
children with the foundation they will need to be successful in life. With that being said, our school 
district budget must reflect the values of providing this quality education, and attracting and retaining 
excellent staff while maintaining fiscal stewardship for our community taxpayers.   
 
Over the past months we have experienced unprecedented changes in how education is governed.  
Tight finances are a reality and it has been very stressful in combination with the continued decline of 
our current economic conditions.  Most recently, the Budget Repair Bill (Act 10 & Act 32) was signed 
into law to provide the flexibility for school districts and municipalities to better manage and balance 
their budgets.  These new mandates include many changes to collective bargaining as we knew it in 
the past. Once the current bargaining agreement expires, an employer can basically start over, and 
has the discretion to establish or maintain the terms and conditions previously in the contract.  In this 
new post-collective bargaining world, districts will be challenged to maintain and promote a work 
environment that is conducive to student learning.  Here is how we have been impacted by the new 
changes to collective bargaining:  
 
1) Base Wages - Our school district has two bargaining groups - teachers and custodians.  Our 
support staff and administration are not represented.  The current teacher contract expired on June 
30, 2011 and the custodial contract will expire on June 30, 2013.  Once the current collective 
bargaining agreement expires, the only item that is allowed to be bargained is base wages. All 
teachers have been promised their base wage salary from last school year.  At this time, all 
employees are under a base wage freeze in salary until we have our final numbers certified by the 
state on October 15.  Base wages do not include: overtime, premium pay, merit pay, salary 
schedules, or automatic wage progressions.  These items cannot be bargained under the new law.  
Currently, the district is exploring the development of a new method of compensation for teachers and 
staff using a performance model associated with multiple measures of student growth indicators such 
as: WKCE test scores, ACT, Advanced Placement, and other local assessments.  The district is also 
studying teacher quality and effectiveness to guide our professional development this school year.   
 
2) Future Wages - The new law links any bargained wage increase for represented employees to the 
changes in the Consumer Price Index - All Urban Consumers (CPI-U) over the preceding months. If 
the CPI is flat or decreases, employees receive a wage freeze.  An employer may only provide a 
bargained wage increase that exceeds the CPI-U if it passes a public referendum.  Moving forward, 
the only item that is allowed by law to be bargained is base wages.  At this time, we have not started 
that discussion with our teachers but I anticipate that this will occur once we know our enrollment for 
this next school year as well as final state aid numbers.   
 
3) Duration of Contracts - In the past, collective bargaining agreements were for two years.  The new 
law only allows contracts for a period of one year.   
 
4) Interest Arbitration - This no longer exists for general employees.  We have always worked in good 
faith with our staff to provide a fair and reasonable wage.  Mediation is an element of good faith 
bargaining.  If an impasse is reached, the employer may implement its wage offer, if the collective 
bargaining agreement has expired.   
 



5) Wisconsin Retirement Contributions (WRS) - In the past, the school district paid both the employer 
and employee share of contributions.  The new law requires the employee to make their part of this 
contribution instead of the district.  All staff not represented by a current contract will now make this 
contribution.  The district administrators agreed to voluntarily make this contribution despite being 
under contract.  Everyone in our organization is working together to reduce our costs and plan for our 
future.   
 
6) Health Insurance - The new law affects only those employees enrolled in the "State Plan." 
However, we have been making changes to health insurance for the past two years.  Some of you 
may be aware that we were issued a prohibited practice claim by WEAC for making changes to our 
insurance carrier.  We needed to make these changes to balance our budget and prevent permanent 
layoff of our teaching staff.  We changed carriers, offered a similar plan, and significantly reduced our 
costs over $137,000 for last school year!   For the current year, with the new law, we were able to 
realize changes to deductibles, drug card, and office co-pays to maintain our current costs for health 
care.  We are currently exploring other types of plans to further reduce our expenditures in this area.  
We are also examining changes in post-employment benefits that provide a competitive defined 
contribution to retain and attract staff.   
 
7) Union Representation - Each year union employees must vote to be represented.  Union 
representation will only continue if 51% of all employees vote to be represented. In our district we 
have approximately 130 teachers, so 66 teachers (51% of entire employee group) would need to be 
in favor of continued representation.  If there is not 51% in favor of representation the union is 
decertified for 12 months.  If the Union seeks to organize in the future, then the election will only be 
based upon a majority vote of employees who voted.   
 
8) Dues Deduction and Fair Share - The new law allows an employee the right to refrain from paying 
union dues, but still remain a member of the bargaining unit.  An employer is now prohibited from 
making dues deductions for union dues or fair share.  The Union must establish a process to collect 
dues directly from its members.   
 
9) Professional Employee Handbook - Without a contract to establish wages, hours, and terms of 
employment each school district must now create a handbook that details these items.  I have been 
working with a group of Superintendents in our region to develop a handbook that promotes the 
teaching and learning conditions needed for us to be successful.  We have taken several items from 
our former teacher contract to place in our new handbook.  While we are not allowed to bargain any 
of the items in the handbook, we invited staff to review a draft handbook to solicit their input.  The 
handbook will include a new grievance procedure mandated by law.  The Board will approve the new 
handbook on August 16 at a special board meeting @ 6pm.  Once approved the handbook will be 
online for review and reference.    
 
In closing, with change comes opportunity and the Brown Deer School District was able to bring 
forward a balanced budget for the 2011-2012 without compromising educational programs, class 
size, and staffing.  This was no easy feat as all employees made concessions to make this happen. 
We cannot pretend that the economic challenges we face will be easy or that answers will come 
quickly.  We need to have hope that these tough times can pull us together to be united in providing 
the quality education that each and every child deserves.    
 


