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- THIS AGREEMENT is entered info as of this _1~_day of __ Julv_, 2008 by and
between the New Jersey State Judiciary (heremaftar referred fo as “the Judiciary” aor
“the Employer”) and The Probation Association of New Jersey (PANJ), Professional
Case-Relatea Unit (hereinafter reierred to as “the Union™);

WHEREAS, the parties have engaged in good faith collective negoﬁaﬁens for the
purpose of developing a statewide contract between the Judiciary and its employses in
the Profassional Case-Related Unit, which negonanons have resulted in a mutual
agreement between the parties; and :

WHEREAS, the purpose of this Agreement is 10 make provrsmns for rates of pay,
hours, working conditions, and other terms and conditions of employment, including the

ordaﬁy and expeditious adjustment of grievances; and

WHEREAS, the partles are desirous of furthering their working relationship, promoting
harmony and efﬂczﬁncy within the Judiciary, and helping to insure the best possible
service to the pmap e of New Jersey;.

' NOW, THEREFORE, in consideration of the prom ses and mutual undertakings herein
set forth, and in recognition of the continuance of the agreements established by the
“Letter of Agreerment between the New Jersey Judiciary and the Lahor Representatives
of the Employees in the New Jefsey Judiciary,” dated Decemiber 28, 1994 and “The
Judicial Employses Unification Act,” Title 2B:11-1 - 11-12, the parties agres with
respect to the employees in the Professional Case-Related Unit as follows:

1 (PANJ PCR)




1.3

ARTICLE 1
RECOGNITION

Exclusive Representative. The Judiciary recognizes the Union as the exclusive
representative for the following unit:

included: All non-supervisory, case-related professional employees employed

by the New Jersey State Judiciary, in all trial court operations (from the

couriroom fo probation to case management) who have cassload
responsibilities. This unit includes the following titles: (see Appendix B).

Excluded: Managerial executives, confidential employees, supervisary
employees within the meaning of the New Jarsey Employer-Employee Helations
Act, NoL.S.A. 34:13a-1 et seq., police employees, firefighting smployees, crait
employees, non-prafessional employees, law clerks, non-case related-
professional employees, all employees included in other Judiciary employee

“negotiations units and all other employees of the Judiciary.

'The Judictary further agrees that it will not recognize, negotiate collectively with,

or enter into contractual relations, either written or oral, with any other labor
organization with respect to the negotiations unit cavered by this Agreement.

Unit Compesttion. Whenever new titles are proposed, the Judiciary stvall fotify < -
the Union in writing regarding proposed unit designation, job duties, classified or
unclassified status and hours of work, simultaneous with their request to the NJ

. Civit Service Commission to establish such titles. i the parties do not agree

concerning inclusion of the iitle in an appropriate unit, the dispute may be
submitted to PERGC for determination. If an existing title is proposed to be
sliminated or changed, the Judiciary shall also notify the Union in writing
simulianeous with their reguest to the NJ Civil Service Commission to sliminate
or change an existing title.

Preservation of Unit Work, No work which is customarily performad by
smployees in the Union's bargaining unit shalf be assigned fo employess outside
the unit represented by the Union, except in emergency situations, The parties
agree that compiaints and grievances relating to this clause shall be outside the
grievarice process and will be handled directly by the Union and the
Administrator of the Labor and Employese Relations Unit of the Administrative
Cffice of the Courts. '
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2.3

ARTICLE 2

LABOR-MANAGEMENT RELATIONS

Respect and Dignity. The pariies shall sach endsavor to insure that relations
between them are characterized by mutual responsibility and respect, and that
all employees and represantatives of the parfies are treated in accordance with
accepted standards of courtesy and respect for individual dignity.

Hon-Discrimination. The parties agree they will not discriminate against any
employee because of race, creed, religion, color, national origin, nationality,
ancestry, marital status, doimestic partnership status, age, sex, familial status,
atypical heredity cellular or blood trait, genetic information, liability for military
service, and mental or physical or perceived disability, including perceived.
disability and AIDS and HIV status, sexual or affectional erisntation, political
affiliation, Union membership or participation in union actxvzty permitted herein.

Labor-Management Cooperation, The Jud iciary and the Union shall continue
their joint participation in the existing labor-management commitiees, ltis
understood that the commitise member's supervisor shall schedule such release
time without loss of pay as required 1o attend committee meetings providing the
work responsibilities of the commitiee mamber are adequatsly covered or
completed in the estimation of the supervisor. Such release time shall not be
unreasonably denied. The Judiciary and the Union must reach agresment
before any new labor-management committee is established by sither party.

Rules, New rules or modifications of existing rules governing ferms and

conditions of employment shalt be negotiated with the majority representativa(s)
before implementation and within the parameters established by the Letter of
Agresment between the Judiciary and the labor representatives of its smployees
dated December 28, 1994 and the Judicial Employees Unification Act.
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ARTICLE 3

&S%Qﬁﬁzﬂ@% RIGHTS AND PRIVILEGES

A, rformation

The Judiciary agrees to furnish to the Association in response o reasonable
requests from iime to time upon request all reasonably appropriate and available non-
confidential information concermning Judicial programs and the financial resources of the
Judiciary, including but not limited o: caseload - workload size, number of probation
officers, State of New Jersey annual financial reparts, proposed and final budgst
reports as outlined in the Govemoi's budget message fo the Legislature, reguests for
non-confidential fiscal information which are reasonable, agendas and minutes of all
labor-management committes mestings-consistent with the rufes of such commitiees,

B. Released Time for Meetings

Whenever any representative of the Association or any probation officer
participates during working bours in negotiations, grievance proceedings or disciplinary
proceedings as set forth in the Grievance and Disciplinary Articles of this Agreement, or
any Judiciary requested conferences of meetings, including but nat limited-to
Committee meetings, he/she shall receive time off without loss of pay not-chargeable to
general association representative time off as sat forth eisewhere herein. :

C. ise of Buildings _and Eguipment

The Association steward(s) and Association officer(s) shall have the right to use
employer facilities and equipment and have access fo the employer's pramises,
reasonably and subject to avaiability;, with reasonable prior notice given fe the
TCA/Senior Manager.or his/her designes, in connsctian with the performance of their
duties as Association representafives such as in connection with negotiations,
grievances, or discipline. The Association steward is defined as the local Union
representative(s) in the County. The Association officer(s) is defined as the statewide
representative(s). The Association shall provide to the Judiciary in wilting, the name of
the duly authorized represantatives who may request said access.

The Association shall have the right to reasonable use of telsphone and inter-
office mail (including e-mail) and office mailboxes for matters relating to Union
representation. Use of telephone, interoffice mail, e-mail and mailboxas shall be
consistent with Judiciary Policies. The Association will be given 30 days notice of any
proposed changes in any of these policies. Union representatives shall exercise rights
provided for herein without unreasonable interference with Judiciary operations. A
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claim by the Judiciary that an employee has alizgadiy violated any of the above
described privilages shall be brought to the attention of the Union and the Union will
promptly investigate and take any action necessary to ensure the proper administration
of these provistans. :

oo tinion Bulletin Beoards

The Judiciary will make space available on existing bulletin boards for the
exclusive use of the Union in central locations and in work areas where there are large
numbers of employees covered by this agreemerit. The space provided in each bulletin
board will be minimally approximately 30 inches by 30 inches or an aquivalent. If the
Union desires bulletin boards at other focations, then it may reguest permission 1o
provide its own bulletin boards. Such requests will not be unreasonably denied.

Appropriate material on such bulietin boards shall be posted and removed by
representatives-of the Union. The Uinion shali remove outdated material at least upon a
monthly basis and shal otherwise police the appsarance of the bulletin boards. The
material shall not contain anything profane, obscene or defamatory with respect to the
- Judiciary or its representatives and employees nor anything constituting partisan
polifical activity. Materials which violate provisions of this Article shall not be posted by
the Uriion. Material o be posted will consist of the foliowing: ' '

Union elections and results thersof,
Union appointments;
Union meetings;
" Social and recreational events of the Union;
Reports-of official Union business and achievements.

G

The posting of appropriate material as herein described shall be limited to the space on
the bulletin boards designated for the exclusive use of the Union. -

E. Exclusive Righis

The fights and privileges of the Association and its representatives as set forth in
this Agreement shall. be granted only to the Association as the exclusive representative
of all employees in the Unit, and to no other labor organizations, orto other judicial
employees or their representatives seeking to communicate with employees in the Unit
conceming the Union. No other labor organization or judicial employee or
representative shall seek to communicate using the facilities available to the Union such
as inter-office mall, bulletin boards, employee facilities, mailing lists and the-like without
the authorization of the Judiciary and the Association.
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F. Union Leave

(A) Paid leave for union aciivity. Effective July 1, 2004 and for the remaining
term of this Agresmentthe Judiciary shall provide an aggregate of one-hundred and -
seventy five (175) paid leave days per calendaryear for amployess in the bargaining
unit designated by the Union to atiend meetings, conventions, workshops, union

raining, or other union activities. Requests for such leave shall be submitied, in writing.
and on notification forms provided by the Judiciary with authorization of the appropriate

“union representafive. The Union may request up 1o an additional twenty five (25) days
paid leave per year which shall be granted where raasonably required. Reasonable
maximum fimitation not 1o exceed 25 days per calendar year for such leave for any
individual may be imposad. -

. Unpaid Leave for Union Activities

in addition to paid Union leaves, employses designated by the Union may
request unpaid leaves for Union.activities, subject to approval by the Judiciary. Such
approval will be considered in the context of the operations of the Judiciary as well as
the amount of lsave requested by any individual. Such approval shall not be
unrsasonably denied.

H. Leave for Union Office

Any employee elected or appointed to Uriion office shall be parmitted to taks an
unpaid feave of absence for all or part.of the duration of his or her ferure in office el
accordance with CIVIL SERVICE COMMISSION regulations. Such leave shall be
subject to the approval of the Judiciary and shall be renswed atthe beginning of each
calendar year. Such approval shall not be unreasonably denied.

I Conference Time Off

in addition to any other days off provided for herein, time off with pay will be-
granted for employees in the unit to attend the annual fraining conference of the
Association which usually takes place in Atlantic City, subject 1o staffing requirements.
Normally, this conierence extends for two working days. In addition to the foregoing,
Association representatives shall, collectively, have a total of ten days off with pay in
connection with preparation for the conference. The dJudiciary and the Association
_shall, during the term of this Agreement, cooperate in support of the confarences as
they have in the past. Employsss attending this conference shall not be entitled to
svertime or compensatory time payments while atfending said conference.



d. New Hires

1. The Union may provide information cards for newly hired employses 1o
complste, including name, address, title, gate of hire, and other employment data, In
addition, the Union may supply information packets concaming Union membership and
representation. The Employer will distribute these information cards and packets 1o
naw emplovees at the same time the employees are required to fill out initial personnsl
and payroll forms. The card may be filled out by the new amployess, and if so, the
employse will forward the card to the Union by mail. :

2. When orientation meetings are heid for new employees, the Union shall
be permitted to make a brief presentation during such meetings. itis understood that
for purposes of this Article, meetings conducted by Human Resources Personnel
regarding employee benefits are not considered o be orientation meetings.

Perzonnsl Daia

Monthly listings of new hires will be supplied to the Union, together with date of
hire, department/work location, title and home address. The Union will also be notified
quarterly regarding employees who have changed fitles or have left the bargaining unit,
specifying the reason (i.e., resignation, retirement, promotion, etc.).

. Time off set forth slsawhere in this Agreement shall be in addifion to the time aff
which is referred to in this Article 3.




4.1, Dues Deduction

A.

vl

Pursuant to the provisions of N.J.8.A, 52:14-15.9(e), the Judiciary agrees
to have Union dues {Union dues are defined as regular dues, fees, and
assessments, including special assessments) which will be deductad from
the reguiar paycheck of any employee whose written authorization is

.submitted to the local vicinage Human Resources Office. There may be

an additional voluntary amount deducted in sach county. Within three 3)
work days after receipt of the form, the vicinage Human Resources Office
will forward it 1o the Centralized Payroll Section, Depariment of the
Treasury. Dues deduction will be raflected in the paycheck for the current
pay period, provided the form is received in Centralized Payroll at least
seven (7) calendar days prior to the end of the pay period, otherwise to be
reflectad in the next pay period. [f violations of these time frames are
brought to the attenfion of the Judiciary, the Judiciary will review the
matter with apprapriate officials and resolve the problern at the earliest

' date possible, and report back to PANJ in writing if the request is made in

writing as to the status of the matter in question.

Duss deductions for any employee in this negotiating unit shall be limited
to PANJ. Employees shall be eligible 1o withdraw such authorization only
as of July 1 of each year pravided that the notice of withdrawal is timely
filed between May 15 and June 15 of the year in which the withdrawal is
to take effect, with the vicinage Human Resources Office, Membership
status is 1o be dropped only through a signed withdrawal card, femmination
of employment, or promotion/demetion to & non-PANJ represenied
position.

Dues so deducted shall be deducted from paycheck as per each regular
payroll payment, and shall be transmitied o the Secretary/Treasurer of
PANJ with a listing of the employees and social security number, payroll
number, with a separate payroll number for sach county, separated by
county, and deduction amount, as 1o whom each deduction is made.

The Union shall certify to the AOC Human Resources Office the amoumt
of Union dues to be deducied, and any change in the dues siructure at
lsast thirty (30) days in advance of the requested date of change. The
change shall be reflected in payroll deductions no later than thres (3) pay
periods after raceipt of the request.

ol

s
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Whenever an "npby =a's duss deduction is disconfinued, and the
Judiciary becomes aware of same, the Union shall be provided with the
reason for the discontinuance on a mon’m‘y basis. Whanaver the
Judiciary is notified that an employes’s dues deduction is discontinuet,

the Judiciary will use its best efforts fo attempt to ascertain the reasons for
the discontinuance and provide the Union with such reasons within two (2)
weeks.

Provisions of this section are further conditioned upon adherence to all
other statutory requiremanis.

£2  BMembership Information

Al

The Judiciary shall provide to the Union on a monthly basis a complste
up-to-date County by County listing of all employees covered by this
Agreement, together with their home addresses, amount of dues
deducted and job fitles as they appear in the records of the Personnel
Office. Such list shall also include the coded payroll location and dues

" deduction status of sach employee. The Union will only disclose such

information to its officials and represematives whose duties require
access 1o such informaiion. The Union may request membership
information involving special problems more frequently, and the Judiciary
will use reasonable efforts to accommeodate the request. The employer
will give the names of new hires in titles in the unit to the PANJ Treasurer
with a copy sent to the Local division.of PANJ within five (5) wotkdays of
the first day of employment. The list shall confain the employee’s name,
address, county and work unit. The Union may then provide a copy of the

TONract 10 e New EMpioyee.

The employer shall provide a list of all employses in the bargaining unit on

EI I T v

January 15 and July 15 of each year. The list shall indicate each

-emp;oyee 's base salary, home address, gender, birth date, date of bire,

title, workweek {in hours), dep artment/work location, payroi! numgsar,
check distribution number, and Civii Service status.

4.3 Representation Fee gﬁ;gancy Fea)

A,

Subject to the conditions set forth in the paragraphs below, alf gligibie
non-mamber smployees in this unit will be required o pay to the majority
representative a represertation fe in lisu of dues for services rendered
by the majority representative unif. Nothing herein shall be deemed to

require any employee to bacorme a member of the majority representative.

it is undarstood that the implementation and/or continuation of the
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agsency fee program is pradicated on the demonstration only as of
January 1 of sach year by the Union that more than 50% of the eligible
smployees in the negoliating unit are dues paying members of the Union.

If the agency fee is discontinued, an assessment shall be made on
sach quartery date, Le., January 1, April 1, July 1, or October 1,10
determine if the minimum percentage is exceeded. If the minimum
percentage is exceeded, the agency fee pian shall be reinstated with
proper natice fron the Union to affected employees.

Amount of Fes

Prior to January 1 each year, the Union will notify the Judiciary in
writing of the amount of regular membership dues, and assessments
charged by the Union to its own members for that contract year, and ths
amourit of the representation fee for that contract year. Any changes i

" the representation fee structure during the contract year shall be in~

accordance with Article 8 above.

The tepresentation fee in lieu of dues shalt be in an amount
squivalent to 85% of the base PANJ membership dues, fees and
assessment charged by the majority representatives to its own members
less the costof bensfits financed through the dues, fees and assessments
and available to or benefiting only its members, but in ne event shall such
fee exceed 85% of the ragular membership dues, fees and assessments.

‘Deduction and Transmission of Fee

After verification by the Judiciary that an employee must pay the
representation fee, ihe fee will be deducted for all efigible employees in
accordance with this article. -

The mechanics of the deduction of representation fees and the
transmission of such fees to the Union will be the same as those used for
the deduction and fransmission of regular membership dues fo the Union.

The representation fee shall be deducted from a nsw employse as
soon as possible after thirty (30) days from the beginning date of
employment in a position in this unit.
bemand and Return Sysiam

The Union shall retum any part of the representation iee-paid by

- the employeg which represents the employee’s additional pro rata shars



of expenditures by the Union, from dues, that is either in aid of acfivilias or
causes of a political or ideological nature only incidentally relatad io the
tarms and conditions of employment, or applied toward the cost of other
benafits available only to members of the majority representative.

The employee shall be enfitled 1o a revisw of the amourt of the
represeniation fee by requesting, in writing, the Union fo substantiate the
amount charged for the representation fee. This review shalf be in
conformarnce with the internal steps and procedures established by the
Union.

MNotice to Non-Mambers; Copy of Demand and Retum Sysiem to
Public Employer

1. Prior to the commencemertt of payroll deductions of the
representation fee in lisu of dues, the majority representative shall
provide all persons subject to the fee with an adequate explanation
of the basis of the fee which shall include:

{a) A statement, verified iy accordance with law, of expenditures
of the majority representative for its most recently completed
fiscal year. The statement shall set forth the major
categories of expenditures and shall also identify
expendiiures of the majority repraesentative from dues which
are in aid of activities or causes of a political or ideological
nature only incidentally related to the terms and conditions
of employment or applied toward the cost of bensfits only
available o non-mambers of the maierity representative.

(b) A copy of the demand and return system established by the
majority representative pursuant to law, including’
instructions to persons paying the representation fee in lieu

. of duass as o how o request review of the amount azsgsse
as a representation fee in lieu of dues. -

{c)  The name and address of the financial instiiution where the
majority representative maintains an account in which fo
escrow partions of representation fees in lisu of duss which
are reasonably in disputs. The interest rate of the account
in effect on the date of the natice required by (1) above is
issued shall also be disclosad.

(d)y  The amount of the annual representation feg in lisu of dues,
or an explanation of the formula by which the representation
fes is set.

11 (PANT PCR}



()  PANJis not limited fo include only the foregoing information
in its communications o Hetsons :ub;ef“ to the fee.

2. The majority rearasamaiw@ shall prowde a copy of the demand and
return system referred to in (b) above to the Administrative Director
or hisfher designes

Judiciary and State of New Jersey Hold Harmless

The Union hereby agrees that it will indemnify and hold the
Judiciary and the State of New Jersey harmiess from any claims, actions
or proceedings brought by or on behalf of any employees in the
negotiations unit which arises from an agreement o deduct made by the
Judiciary in accordance with this provision. Neither the Judiciary, the
State of New Jersey nor the employee shall be responsible for any back
payment of the representation fee for any cause upon the entry or re-entry
of the employee into the unit.

If violations of any time frame occur regarding representation fes
deduction, and they are brought to the atiention of the Judiciary, the
Judiciary shalil revisw the matter and solve the problem on a prospective
basis.

Legal ﬁequ&reménts

Provisions in this clause are further conditioned upon aif other
requirements set by the Rules of the Pﬂb lic Employment Relations
Commission Appeal Board.



ARTICLE 5
HOURS OF WORK AND OVERTIVME

Hours of Work

{g) Normal work week for all employees covered by this Agreemant shall be 35
hours per week within a five day work week and shall have a work waek
asignation of NE. Current work practices such as established breaks and meat
periods shall continue. The Judiciary reserves its right to schedule alternate work
weeks within the provisions of the Administrative Code. 'For purposes of this
contractual period, aliernate work weeks as they relate to practices involving
night reporting, supervision and special programs shall be limited to 30 hours per
month which may include but shall not be limited o approximately 12 hours per

" monih for night reporting and approximately 18 hours per month for work outside

the standard workday/work wesk and one Saturday or Sunday per month.

 {b) Flexible Work Arrangements

1. The Judiciary may perruit flex-fime, job sharing, telecommuting and/or
alternate workweek schedules to accommodate operational and/or employes
needs, provided participation by employees is voluntary. The Judiciary may limit
participation in an afternative workweek program o selected groups of job fitles,
work units and/or work locations to accommodate work units’ and/or wark

- locations’ operational needs.

. . X y ¢ ¢ P . Y, T A R P T
2 Elaxiblework-schedules will be-subjectio-change-iHihe-Jdudiciary

determines it to be-hecessary. With 30 days nofice to the employses and the
Union, the Judiciary may eliminate, or, with the employee’s permission, amend
flex-time, job sharing, telecommuting or alternate workweek scheduies. ’

{c) Due consideration shall be given to issues of joint concem to the parties
including safety, health, individual empioyee hardship and need for performarice
of service in the community. With regard fo safety, Probation will be guided by
the safety standards for New Jersey Probation Officers as prepared by the Task
Force on Probation Staff Safety or any subseguent standards approved by the
Judiciary, PANJ and the AOC will confinue to study and discuss field safety
issues. It is understood and agraed that the establishment of alternate work
weeks pursuant to the provisions of this Agreement will be done at the Jocal
{(county) leval. Howsver, 2 committee will be established, consisting of two
representatives from PANJ and two representatives from the Judiciary, fo revisw
any problems that cannot be resolved in the first instance at the local level with a
view 1o recommending a suggesited solution. This committee should receive
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fow, if any, problerns, but once received the committee will act expaditiously
{even by telephone) to maks its recommandations.

d) Schedules for fiexible and for altemate work weeks shall be issued 30 days in
tvance. (In the event an employee is required to work additional hours beyond
the established schiedule, then the employee at his or her option may voluriarily
slect o flex the time or receive overtime consistent with the tarm of this
agreement, unless work foad dermands prevant flexing the additional times, in -
which event the overiime provisions of this Agresment shall apply.)

ety

5 B

Overtime

“(a} Overiime for work perfa'rmed in excess of 35 hours per week shall be at

straight time up to 40 hours per week, except as otherwise provided for hersin
for “beeper” or “on call” duty, and time and one-half after 40 hours. For purposes
of overtime, all time in pay status, whether worked.or unworked (i.e., vacation,
sick, administrative leave time or compensatory time used), shali be regarded &3
time worked. Payment for all such overfime shall be in compensatory time or
cash as determined by the employer. At the employee’s request, however, the
Supervisor will make note of the employee’s preference for overtime payment

" sither in cash or compensatory fime. The Judiciary shall make the determination

on such request and communicate it to the employee no later than two weeks
from the time the. overiime is worked. Scheduling of night reporting remains a
management prerogative, and prior practices of compensation for night reporting
shall be eliminated and replaced by the provisions set forth in this Agreement.
Effactive March, 1998, existing compensation for special programs shall be
eliminated and thereafter compansation-for such programs shall be compliant
with the terms of this Agreement and the FLSA. : :

(b) Overtime opportunities within a job title, within the work unit, shall be offered
as equitably as reasonably practicable among available, qualified employees
using & rotating ovartime fist in order of seniority within the titte. Overtime shall
first be offered to employees in the title within the work unit and then to other
qualified employees. This provision shall not require dispiacement-of an
employee from his or her normal work assignment.

(c) Employess are expected to be available for a reasonable amount of overtime
work. An employee who refuses an overtime assignment with a reasonable
excuse will not be subject fo discipline.

(d) Payments for carrying beepars or otherwise being required to remain on call
shall be eliminated and replaced by payment for fime actually worked at a fime
and one half rate of pay which shall be applicable even for haurs worked -
batween 35 and 40 and shall be paid in cash.
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Heporiing Tims

Probation Officars assigned 1o offender supervision generally have a
particular assignment known as reporting time (‘reporting time”) whereby they
regularly work scheduled extra hours in the evening or on weskends for the
purpose of suparvising clients or for certain special programs. This inciudes the
PASS Program or similar programs for supervising community service paople,
and regular evening work whereby probafioners report io a Probation Officer in
his or her location. Existing practices in the counties as to such “reporting time”
shall be exceptions to the premium pay overtime requirement uniess the existing
practice calls for premium pay. The Association maintains that the Letier of
Agreement prohibits changes in this practice without agreement and/or
completion of the negotiations process, relying in part on paragraph 12b as well
as other paragraphs. Any agreement made here is without prejudice to the
Assaciation’s position in this regard and without prejudice 1o the Judiciary's
position on such issues as well. [f the Association believes that the Judiciary is
acting in a fashion that is inconsistent with this position, then its position in these
issues may be submitted by the Association to the appropriate standing arbitrator
under the grievance procadure for a final binding determination prior to
implementation of any change. Not-with-standing this, thers will be no such
change attempted by the Judiciary on or bafore November 1, 1996 after at least
30 days prior notice as to Middlesex County and on or before January 1, 1897
after 30 days prior notice as to any other county if there is no setllement with the
Association on all monstary reopener issues.
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ARTICLE &

MEMORANDA OF AGREEMENT

Any memoranda of agreement between the parties shall be binding 1o the same
extent as if incorporated herein. '
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ARTICLE 7

SALARY AND WAGES

7.1 The Judiciary’s Compensation Plan

Appendix A, attached hereto, outiines the foliowing elements of the Judiciary’s
Classification and Compensation Plan:

A.

C.

There are broad- banﬁ‘zd titles, each having an assigned salary Band and
Level.

Titles that are in exisience at the time of the signing of this Agreement are sach

.grDJ;}Qd according to ong of these broad Bands/Levels.

Fach of theszs Band/lavels ha-s an established minimum aﬂd maximurm.

7.2 Across-the-Board Salary increases

The following salary increases shall be provided to eligible employees in the unit within
the applicable policies and practices of the Judiciary and in keeping with the conditions
set forth herein.

Effective upon execution of this Agresment and subject to the State Legislature
enacting appropriations-of funds for these specific purposes, the Judiciary agrees to
provide the following salary modifications effective at the fimes stated here or, if later,

within 2 reasgnable fime afier snaciment of the appropriafions.

A. Across the Board Salary Increases

1.

E:;()

Effective the first full pay period of July 2008 each employee coverad by this
Agreement shall be entitled fo athree (3.0%) percent across-the-board
increase applied to sach employes’s current base salary.

Effective the first full pay period of July 2009, there shall be a three (3%)
percent across-the-board increase applied to each empioyee’s base salary

Effective the first full pay period of July 2010, there shallbe & three and one
half (3.5%) percent across-the-board increase applied o sa *1 employeg’s
base saiary.

Effactive the first full pay penod of July 2011, there shall be a thres ano ong
half (3.5%) percent across-the-board increase to sach employee’s base salary.
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B.

7.3

pMinimums and Maximums

1 The minimum and ths maximum salaries for every litle listed in Appendix A
shali be increased by the amount of the across-the-board salary increase. On
pay period 15 of 2007 the maximums of @ach salary range shall be increased
by an amount that is functionally equivalent fo the amount that the Executive
Branch of State Govemment increased the salary ranges when |t created the
10" step of the salary ranges (i.e. 3.2%). An employee who has been at the
maximum for at least 24 full calendar months as of pay period 2 in any
calendar year will be advanced to maximum 2 {i.e., 3.3% above the maximum)
to be effective at the beginning of that pay period.

Not withstanding the across-the-board salary increases noted abave, no employee

shall have his annual salary increased above the maximum for the salary range in
effect for hisfher band and level.

2. The maxirurm of the 'salary range for the besic level probation officer title will
he increased by $3,500.00 effective February 1, 2008.

Salary Progression within a Salary BandfLevel

Commencing on the first day of the second pay period of each calendar year,
smployees who are not at the maximum of their salary range and who have the
minimum length of service required for salary progression shall have thelr salaries
increased in accordance with the following:

Effective pay period 2 of each calendaryear, employees who have at least one
year of service completed as of December 31 of the prior year shall have his/her
annual base salary increased by 4.0% orto the maximum of the salary range,
whichever isless. This shall be in addition 10 the salary adjustment outlined above.

Notwithstanding the above, no smployee will have his/her annwal salary increased
above the maximum. =

7.4 New Hires and Employees on Leaves of Absence

1. Newemployees hired from January 1 of the previous year throughJunse
30 shall be eligible to receive a pro-rata portion of the salary increment
described in 7.3 above. Thereafier, these employses shall be on the
normal January cycle.

a. A pro-rata portion equals 1/12 of the full amount of the salary
increment for each full month worked. :

b. Employees who begin employment on the first through the eighth
day of a month receive full credit for the month; employees who
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begin their employment on the ninth through the twenty-third day of
the month receive half credit for the month; employees who begin
their employment after the twenty-third day of the month receive no

credit for the month.

2. New employees hired July 1 through December 31 shall be eligible in
January following their first year anniversary for the full amount of the
salary increment described in 7.3 above. Thereafter, these employees

shall be on the normal January cycle.

3. An employee who is otherwise eligible and who goes on an unpaid leave
of absence, is on a furlough leave for more than 30 days, or is absent
without pay for ten or more intermittent days during the period January 1
through December 31 will receive a pro-rata portion of this payment (1/12
for every completed month of employment) as follows:

4. For every ten days that an employee is not in pay status during the period,
his/her salary increment shall be reduced by one-half of the pro-rated
monthly amount (one-half of the 1/12 monthly amount).

7. 5 Equalization

Vicinage employees will continue to be eligible for Equalization Pay in accordance
with the established practice as previously negotlated

7. 6 Promotions and Advancements

A. For purposes of this section “promotion” means that an employee moves from a
position in one salary band level to a position in another salary band and that salary

band level has a higher maximum salary. For purposes of this section
“advancement” means that an employee moves from a position in one salary band
level to a position in the same salary band, but at a level with a higher maximum

salary within that band.

B. An employée who is promoted or advanced from a position in one salary band
level to a position in another salary band level will be given a 5% increase in salary
provided that the new salary band level has a higher maximum. Notwithstanding
the above, no employee shall earn less than the minimum of the new salary band
level nor earn more than the maximum of the new salary band level.

C. Advancement from Basic to Journey Level:
Effective January 1, 2004 employees at the basic level (Probation Officer) who

achieve five (5) years of service (provisional and permanent) and who meet the
competencies needed for advancement on the career progression instrument, and
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who do not have serious criminal or disciplinary charges against them shall be
advanced 1o the journey level (Senior Probation Officer).

All employees hired ai the basic levsl {(Probation Officer on or after February 1,
2008, shall be sligible to be advanced io the- journey level (Seniet Probation ’
Officer) upon meeting the requirements for advancement and subject 1o the

‘axistence of a Senior Probation Officer opening. Management has the exclusive

right to select an empioyes for advancement from ali employees within the qualified
poot for the level of the pesition. ~

D. Advancemsnt from Joumney to Master Level:

Employees who achieve a minimum length of service of five (5) years at the
journey level or a combined ten (10) years at the basic and journey level and who
meet the competencies needed for advancement on the career progression
instrumend shall be eligible for advancement to Master Probation Officer, subject 1
the existence of a Master Probation Officer opening. Effective July 1, 2001 the
salary increase for advancement to Master Probation Officer shall be 5%.

E. Acting Appointments

The Judiciary may rnake “acting appointments.” Employees appointed fo serve in
an aciing capacity in & professional supervisory position shall receive a 5% ‘
promotional increase to their base salary or the minimum of the salary range,
whichever is greater (but not more than the maximum of the salary range) for the
time period the employee serves in an acting capacity. This section should not be
construed as replacing normal recruitment procedures,

7. 7 Bamoiions

A. Anemployes who.had previously been promoted and is subsequenily demoted
from a posltion in one salary band level to a position in another salary band level
with a lower maximurm salary may have a salary reduction up to the maximum of
the original promational/advancement dollar increase. Management has the
discretion to decide whether a salary reduction is appropriate, up to the maximum
as praviously outfined. Notwithstanding the.above, no employse shall sarn more
than the maximum of the new salary band level.

B. An employee who had never previously held a position in a lower fitle and.is
demotad from a position.in one salary band level to a position in another salary
band level with a lower maximum satary may have a salary reduction of up to 5%.
Management has the discretion to decide whether a salary reduction is appropriate,
up to the 5%. Notwithstanding the above, no employee shall earn more than the
maximum of the nsw safary band level. ‘ '



8.1

ABTICLE 8

H:ALTE‘% SSNL:FE'%‘S PRESCRIPTION EFRE.E&: AND
SION CARE Pﬁ@&ﬁﬁaﬁf

State Health Berxmws Program for Active Employees

A, Medical Coverage

1. The State Health Benefits Program is applicable to employees coverad by

this contract. Subject to the conditions specified below, full-time -
employees may elect coverage through a PPO (NJ DIRECT15) oran
HMO approved by the State Health Benefits Commission.

Effactive the first full pay period of July 2008 ahd continuing through the
term of the Agreement, employees w;l pay 1.5% of their annual base
salary as a confribution to be used for the express purpose of sharing the
cost of health benefits provided by the State. The pariies agree that there
shall be no open enroliment period triggered by this contribution. Should
an smployse voluntarily waive all coverage, including prescription drug,
under the State Haalth Benefits Plan ("SL&BP"} and provide a certification
to the State that he/she has other health insurance coverage, the State
will waive the 1.5% contribution for that employee.

o

3. Active eligible employees will be able to enrolt in a PPO {NJ DIRECT15),
with a natioral network and the same benefit design as the previous NJ
Plus plan, except as modified below. In the alternative, active eligibie

Lri iy 55

 employses will be able to elect to participate in an AN, As of The
effoctive date of the new coverage, eligibility for the Traditional Plan and
the NJ Plus plan ‘Wt“ be discontinued.

4. State statuie specifically prohibits two employees/ietirees who are both
enrolied in the SHBP and who are married 1o each other, civil union
partners, ot eligible domestic pariners from enrolling under both of the
SHEP's HMO plans. One member may belong to an HMO as an
employes oras a dependem but not as both.

For example, if two members are mamed 1o each other, each may enroll

for single coverage under either of the HMOs, or one member can snrol

the other as a dependent under an HMO if the other parson enroils in NJ
-DIRECT15. : L
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Furthermore, two SHBP members cannot both cover the same children as
dependents under both of the SHBP HMO plans.

In cases of divorce, digsolution of & civil union or domestic partnership, or
singte parent coverags of dependents, there is no coordination of benefits
under two HMO plans. _

Effective July 1, 2008, in-network dactor visit co-pays, including specialist
co-pays, will increase from $10 to $15. There will be a co-pay of $15 for
the first in-network preﬂa‘ca i visit; subseguent in-network prenatal visits a
100% covered. The smergency room co-pay will increase from $25 to
$50, which is waived if the individual is-admitted.

Active employees will be able to use pre-tax doliars to pay contributions to
heatth benefits under a Section 125 premium convarsion option. All
contributions will be by deductions from pay.

Effective Jamar)ﬁ 1998, consistent with law, the State will no longer
reimburse aciive employees or their spauses for Medicare Part B
premium payments

Frascrigstizm Drug Program

The State shall continue the Prescription Drug Benefit Program during the
period of thie Agreement. The program shall be fundad and administered
by the State. If shall provide benefits to all eligible unit employees and
their eligible dependants. Each nrescripfion required by competent
medical authority for Federal legend drugs shall be paid for by the State
from funds provided for the Program suhjam io a deductible provision
which shall not exceed the amourit set forth below for the prascription or
fenewai of such prescription and further subject to speciiic precedural and
adminisirative rules and regutations which are part of the Program.

Prescription drug copays will be as set forth below. Changes will be
effective July 1, 2008.

Non-Mail Order
Tier 1 (Generics) - $3
Tier 2 (Brand names where there is o generic equivalent and brand

names whare the smployee's doctor ceriifies that the employee is
medically unable fo fake the generic version of the medication) - $10
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s & generic sguivalent, uniess the

Tier 3 (Brand namas where there is
d set forth above) -- 825

employes meels ’m taﬂdar i
80 Days Mait Order

Tier 2 (Brand namas where thers is no generic equivalent and brand
names where the employee's doctor cerlifies that the employee is

rhoa o

medically unable to take the generic version of the medication) -- $15

Tier 3 {Brand names where there is a generic equivalent, uniess the
employee meets the standard set forth above) — $40

Dispute Resolution Mechanism for Generic. Claims/Procedures for Tier 3

Exceptions

b
-

e eventthat e empioyee's physiclancertifies-that the-employse-is S

medically unable to take the generic version of medication, said
certification shall be sent io the employee's carrier for review utilizing
procedures for approval of said certification that are consistent with those
for the approval of treatrent or servicas by the carrier. Appsals from
decisions by the carmrier shall be consistent with the internal appsal
process of each carrier. Any such decision is not subject to the grievance

procedure in this contracl.
Dental Care Plan

Full-time emp pyses and eligible dependents shall be eligible for the

ha

n

Siate-atminisiored Dental Care Program
d

Participation in the Program shall be voluntary with a condition of
parficipation being that each pariicipating employee authorize a biweskly
salary deduction not to excead 50% of the cost of the iyge of coverage
elected, e.g. individual employee only, husband and wife, parent and child

or family coverage.

Each employee shall be provided with a brochure describing the details of
the Program and enroliment information and the rsguired forms.

Participating employees shall be provided with an idertification card to bs

utilized when covered dental care is required.
An optional Group Dental Program, which will provide services through

specific dental clinics, will be made available i employees in this unit.
Participation in this program shall be voluntary with a condition that sach
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participating employee authorizes a biweekly salary deduction not to
excesd 50% of the cest of the coverage for a one-year period.
Employees will be abls to enrcll in only one of the two programs or in no
orogram at all.

Eye Care Program

it is agreed that the coverage under the Eye Care Program shall provide
for a $40.00 payment for regutar prescription lens or $45.00 for bifocal
fens or more complex prescriptions. Included are all gligible full-iime
employeeas and their sligible dependents (spouse and unmarried children
under 23 years of age who live with the employee in a regular parent-child
relationship). The extension of benefits to dependents shall be effeciive
only after the employee has been continucusly employed for a minimum
of sixiy (60) days. Effective July 1, 2005, the eyeglass benefit will
increase by $5.00 pursuant fo the current biannual formula.

Full-time employees and eligible dependents as defined above shall be
eligible for a maximum payment of $35.00 or the cost, whichever is less,
of an eye examination by-an Ophthaimologist or an Optometrist,

Each eligible employee and dependent may receive only one-payment for
examinations and ong payment for glasses during sach of the 24-month
period beginning July 1, 2003. Proper affidavit and submission of receipts
are requirad of the employee in order fo recesive payment.

8.2  Sizie Health Benefits Program for Reliress

(a}

()

The State agrees fo assume upon ratirement, the full cost of the Health
Benefits coverage for State smployses and their dependents including the
cost of charges under Part B of the Federal Medicars Program for sligible
employees and their spouses, but not including survivors, for employees
who accrued 25 years of pension service credit, as provided under the

. State plan, by July 1, 1987, and those employees who retired for disability

on the basis of fewer years of pension credit in the State plan by July 1,
1997. '

Those employeas who accrued 25 years of pension service credit or
refired on a disability retirement during the period from July 1, 1887

- through June 30, 2000 are sligible 1o receive the following when they

retire:

(1)  Employees in this group whcveiect..updﬂ retirement to enroliin the
PPO {NJ DIRECT15) or any of the approved HMO Plans shall not
have to contribute o the cost of any premium for health insurance

A T “
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coverage.

Employaes in this group who elect upon retirement to enroll NJ
DIRECT10 and earn $40,000 or more in base salary in the ysar
they refire shall pay the difference between the cost of NJ
DIRECT10 and the average of the cost to the State of the PPO (NJ
DIRECT15) and the approved HMO Plans for health insurance

coverage.

o~
1o
LS

(3)  Empioyges in this group who elect upon retirement to enroll in NJ
DIRECT10 and sam less than $40,000 in base salary in the year
they retire shall pay 1% of their annual base pay at retirement but
not less than $20.00 a month for health insurance coverage.

{4)  Employses in this group shali receive Medicare Pari B
reimbursement after retirement up to a cap of $48.10 per month
per efigible employee and the employee's spouse.

(c)  Those employees who accrued 25 years of pension service creditor
refired on a disability retirement during the period from July 1, 2000
through June 30, 2008 are eligible to receive the following when they
refire; - '

- (1)  Employees in this group who elect upon retirement fo enroll in the
PPO {NJ DIRECT15) or any of the approved HMO Plansin
refirement shall not have to contribute to the cast of any premium
for health insurance covearage.

(2} Employees in this group who slect 1o enrall in NJ DIRECT10 shall

' pay 25% of the premium cost of NJ DIRECT10 for health insurance
coverage. _

(3)  Employees in this group shall receive a Medicare Part B
reimbursement after retirement up 1o a cap of $46.10 per month
per eligible employee and the employee’s spouse.

(d) Employees who accrue 25 years of pension service credit after June 30,

2008 and before July 1, 2012 or who retire on a disability pension after
June 30, 2008 and before July 1, 2012, will be eligible o receive post
retirement medical benefits ("PRM") in accordance with the terms set jorth
in the parties’ 2008 - 2012 colleciive negotiations agreement. Such
employees will be eligible to participate in the applicable plan (NJ
DIRECT15 or HMO) and will pay 1.5% of pension benefit as a contribution
to the cost of PRM, but such contribution shall be waived if the retires
participates in the Retiree Wellness Program. Participation shall msan
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that the ratiree complaies the designated Health Fisk Assessment farm at
the time of retirement, participates in the annual health assessment, anc
participaies in any individualized health counssling, follow-up, or program
developed for that individual. There shall be an annual verification from
the appropriate person ai the Retires Wallness Program that the retiree is
participating as required. S )

e) Those employees who accrue 25 years of pension credit or retire ona
disability retirement on or after July 1, 2012 will be subject to the provision
_of paragraph (d) above, unless superseded by collective nsgotiations or
I .
13w, .

) All retirees who elect approved HVIQ's may choose only ons family policy,
regardless of refirement dale. '

{Q) Employess hired on or after July 1, 1885, will not receive any
reimbursement for Medicare Part B after retirement.

{hy  Employess who elect deferred retirement are not entitled to healih
benefits under this provision. ' : '

2.3 Benefits Levels and Continuation of Goverage

, The Judiciary will initiate no reduction in benefits or increases in coinsurance, co-
payments or deductibles paid by employees participating in (a) NJ DIRECT or an HMO,
{b) Prescription Drug Plan, {c) Dental Care Plan, or {d) Eye Care Program, absent
mutual agreement between the Judiciary and the Union during the-term of this
agreemsnt.

8.4 Video isg‘a%éy Operators

Full-time employaas who operate Video Display Terminal {VDT) machines on &
full-fime basis shall be sligible for annual eye exams. Such employees shall also be
eligible for reimbursement for the cost of glasses, should there be a change in the
employee’s lens prescription. Reimbursement rates are those established in the
State's Vision Care Program.
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DISCIPLINE

A. The terms of this Article shall apply to all employees represented by the
Association unless otherwise stated. In the event there is a conflict between this Atticie
and the Administrative Code, the Administrative Code shall govern, except where the
Administrative Code permits contractual modifications. '

B.  Discipline of an employss shall be imposed only for just cause except
that employees who are hired into the bargaining unit from outside of the Judiciary into
unclassified positions shall have a probationary period of four months with the option of
a two-month extension. Discipline is as defined in the Administrative Code. Counseling
and oral and written warnings are appropriate pre-disciplinary action to be taken by
managerment and are not subject fo the grievance and arbitration provision of this
contract. Copies of written warnings must be provided to the employse who may
respond in writing. The warnings and responses will not be placed in the employse’s
official personnel file. ‘

- Minor discipline includes a writfen reprimand, a suspension or fine of five
{5) business days or less, or as otherwiss authorized by the Administraiive Code.
Written reprimands shall not be used by management in further discipline if the
emplayse in question has not received further discipline for a period of 12 conseculive
months after issuance of the written reprimand, except that this limitation shall be
exiendad to 24 consecufive months with respect to chronic and/or excessive
absentesism and lateness infractions.

E‘fiojuf fﬁSLipiiﬁs Eﬂdudfﬁb. {a} tdutU‘éa%, (b) éiau;p}h ary demotion: (C}
suspension or fine for more than five {5} business days per incident; (d) suspension or
fine for five (5) business days or less if the aggregate number of business days for
which the employee is suspended in the calendar year is fifteen (15) or more; and (e}
any suspension if the employée has already received at lsast three (3) minor
suspensions during the calendar ysar.

Lirnitations on fines shall be governed by the Administrative Code,
N.LA.C. 4A:2-2.4, that generally provides that fines may only be imposed as a form of
restitution and/or whare an employee has agreed to a fine as a disciplinary oplion.
Fines of more than 5 days satary may be paid in-a lump sum or through instalimenis
subject to the limitations set forth in the Admiristrative Code.

C. The burden of prodf in disciplinary matters shall be u_bon the Judiciary.
D. Records of disciplinary proceedings or any material relating thersic shall

not be piaced in any personnel file of an employse uniil after the disciplinary proceeding
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and any appeal therefrom fo the hearing officer or the Merit System Board as applicable
is finally adjudicated.

E. General Provisions

1. The Judiciary shall, upon request and with writien conssnt of the
disciplined party, provide copies of all documents and other information which
will be relied upon by the Judiciary in the departmental hearing, provided that
any proprietary information not relevant to the proceeding which is contained in
any document which is confidential and which pertains fo & client or smployee of
the Judiciary may be deleted from the documents. The Judiciary shall provide

_ discovery to the Union as soon as may be reasonably practicable, but in no case
less than five (5) working days prior o a hearing, Upon request, the Union shall
also disclose any relevant documents in possession of the Union or the '
employee and witness namas, and a brief synapsis of their testimony, which it
intends 1o introduce at the hearing as scon as may be reasonably practicable,
but in no case less than two (2) working days prior to a hearing.

2. Naither the employee nor the Association or its representatives
shalf be coerced, intimidated or suffer any reprisal as a direct result of the use of
the disciplinary procedure.

3. Where the Judiciary imposes or intends o impose discipline and
prior to its imposition; written notice of such discipline shall be given to the
employse and to the Local Union. Such notice shall contain the charges and
specifications. The nature of the discipline sought shall also be set forth. The
Union shall provide the Judiciary with the identity of the official of the Local who
is to receive such notices: ' ' '

4.  Anemployee shall receive a hearing with regard to such discipline
providing that such request is made in writing within ten (10) business days of
racsipt of the notice of such discipline. For purpeses of this Article business
days shall exclude Saturday, Sunday and holidays. Hearings of minor discipline
involvirgg writter reprimands shalt be conducted by a local hearing officer. A
disciplinary hearing involving suspensions shall be conducted by a hearing
officer assigned from the Administrative Office of the Courts. Such disciplinary
hearings shall be.conducted withiri thirty (30) calendar days after receipt of such
request for a hearing unless mutually agreed otherwise. The Judiciary shall
render a writien decisian within twenty (20} calendar days after the completion of
the hearing unless mutually agreed otherwise. The hearing officer shall conduc
the hearing in a manner which allows the parties separately to fairly present the
case and such afficer shall not be a witness or party in the proceedings. One
parson shall serve as the spokesperson for the employse and one person shall
serve as the spokesperscn for the Judiciary. The locafian of the hearing shall be
in tha iocation where the discipling occurred and in 2 separale room where
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attendance shall be limited to appropriate participants. Hearings shall be private.
Disc%p%irarv proceadings including hearings shall bs confidential uniess

otherwise sat forth herein. A hearing shalf include the right to examine and
cross-ex amma witnesses, and to require the production of relevant rscords,
information and witnesses.

5. There shall be no suspensians pending hearings except where it is
datermined that an employee is a hazard to any person if permitted to remain on
the job or that an immediate suspension is necessary to maintain the health,
safety, or order fo effective direction of public services or as otherwise may be
authorized by the Administrative Code. The scheduling of a hearing will be
mutually agreed upon by management, the association and the hsaring officar
but shall not be Unreaaenabfy delayed. Once a hearing is scheduled,
adjournments shall only be granted for good cause and for reasonable periods of
fims. If the foregoing provisians are not followed the hearing officer may take the
action he/she deems appropriate under the circumstances.

6. Where a suspension is immediate and without pay, the employee
and the Union must first be apprised sither orally or in writing of why an
immediate suspension is sought, the charges and general evidence in support of
the charges and provided with sufficient opportunity to review the charges and
the evidence in order to respond to the charges before a representaiive of the
appointing authority. The response may be oral or in writing at the discretion of
the appointing authority. The Preli m‘:mary Notice-of Disciplinary Action with
opporiunity for a hearing must be served in psrson or by certified maif within five
(5) days following an immediate suspension.,

7. Nothing contained herein shall limit the rights of permanent career
service emplovees or others nursuant to Civil Service Commission rules,

including rules with regard fo disciplinary appeals. Classified employees may
appeal a decision on major discipline to the Merit Systern Board in accordance
with Chvit Service Commission regulations. Such appeals must be received by
the Merit System Board within twenty (20) days aiter the date of receipt of the
final decision of the Judiciary. The Merit System Board’s Laws and the rules and
regulations promulgated thersunder shall govemn thﬂ disposition of such an

appeal.

r. When a final determination of innocence is rendered through a decision

arising out of hearing, whethar before the Judiciary or the Merit System Board, the-
employee initially disciplined if that is the case, shall not be recharged with discipline on
matters arising out of the same facts that the initial discipline was based upon.

G, ‘Where criminal charges are inifiated, the right of an empioyae to

representation by his/her atiorney shall not be denied.

29 (PANJ PCR)}



H. Miscelaneous Provisions Regarding Discipline

: 1. The pariies will work toward the development and implementation
of discipline that is uniform throughout the Judiciary and the vicinages so that the
standards for discipline and the imposifiort of discipline shall not vary from
vicinage 1o vicinage or county to county. In addition, the concept of progressive
discipline shall be foliowed except with respect to unclassified employees serving
a probationary period. Where the Union identified specific situations whare
different standards are imptemented for the same offense, the Judiciary will
immediately take steps to reconcile the differences.

o Neither minor nor major discipline is subject fo the grievance and
arbitration provisions of this agreement but clessified employees may appeal &
decision on major discipline to the Merit System Board in accordance with Civil
Service Commission regulations. 1f, however, the Association feels that the
provisions regarding disciplinary procedures are violated, it may make use of the
grievance procedure of, provided this does not unduly detay the hearing, have
immediate access 1o the Counsel to the Administrative Director or the Counsel's
designee who shall immiediately convene a mesting as to such claim and may
grant immediate relief involving such claim. The identity of such parson in the
Counsel’s office who shall be available fo the Association at all times, shall be
provided in writing to the Association.

3. | a charge or claim of misconduct is made by the Judiciary against
an employes, the employee shalt be entitted to a representative of the
Association as a witness or as an advisor during any interrogation of ihe
employee or meeting with the employee conceming such charge or claim. No
recording of such procsedings shall be made without notification to the patties.
if a recording is made, the other party may request and receive a copy of such
recording. in the event the Judiciary brings disciplinary charges the employse or
the Association with the employee’s wiitten consent shall immediately receive all
information in the possession of the Judiciary including statements of persons
making the claims, identification of such persons, and all writfen information
regarding the claim. There shall be no presumption of guilt.

whete an employes is interrogated during the course of a formal
investigation, the copies of any charges shall be providad to the employee who
shall be advised of the nature of these charges in addition to the information
required in the preceding paragraph and shall be entitled, as aforesaid, 10 have a
‘represeniaiive of the Association present as a witness or as an advisor during
any interrogation or meeting concerning such charges. '

4. An employes shall not be discipfined or punished for acts whicfz

were known to the Judiciary more than one year prior io the service of a-notice of
a disciplinary charge except those which would consiitute a crime or those which
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invelve chronic andfor excessive absentesism and lateness infractions for which
the fime period shall be 24 months.

5. Either party may make a verbatim record of such hearing through a
certified shorthand reportar, or a tape recording. Suchrecord-is to be mads.al
the expense of the party who requests it. However, if both parfies want a copy of
the transcript, the cost of the transcript and the reporter shall be shared aqually.
The Association shall have the right to have a representatives present at all
meetings or hearings regarding discipline unless the employee objects and to
receive notice of proposed discipline. ‘

6. The union steward, and the union officer where reasonable, along
with the union designated atiorney or non-employee representaiive and the
employee being disciplined and any necessary non-cumulative withesses shall
have the right to be present at disciplinary hearings with the employee’s consert,
unless sequestered by the Hearing Officer for good cause.

it is the goal of the parties to have Vicinage officials {union
steward) provide representation at minor discipline meetings and hearings. The
union steward and union officer and employee being disciplined and witnesses
shall also have reasonable amourts of fime off without loss of pay to appear at
meatings and hearings involving the discipline, provided howsver, that where
meefings are outside of the vicinage in which the discipline is being considered,
time off io attend such meetings shall be taken with the consent of the othar
vicinage, which consent shall not be unreasonably withheld. The union steward
and union officer shall have the right 1o use employae facilities and equipment in
this regard, reasonably and subject to availability, with reasonabie notice given
where appropriate. Disciplinary hearings and meetings shall be held during

working-hours-unises-mutuallyagreed otherwise. The time off shallinclude

necessary travel ime. An employee witness at a hearing shall be produced and
havs time-off without loss of pay including travel time to appear at such meeting
or hearing, and to be interviswed in preparation therefare.

7. Any hearing involving discipline shall be conducted and determined
by an impartial hearing officer designated in accordance with this Article, who is
not personally involved in the facts of the dispute- or otherwise involved in a
matter which could negatively impact upon such officer's ability to be impartial.
The hearing officer shall make findings of fact and an advisory recommendation
to the Appointing Authority. A copy of the hearing officer’s decision will be sent
to the parties simultaneously. The Appointing Authority or designee shali issus a
final written determinafion. The Appointing Authority or designee can accept,
reject or modify the hearing officer’s decision. If the hearing officer's decision is
modified or rejected, the Appoiniing Authority or designee shall explain why in
the final written documentation. )
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Chronic and/or Excessive Absentesism and Laieness

Effective January 1, 2005, the following procedures, which shall not be
unreascnably delayed by either iabor of management, shall govern the
administrafionof appropriate discipfine-involving ch ronic-and/or excessive:
absenieeism and lateness. All notices and memoranda issued pursuant to this
section shall be served on the employee and placed in the employee’s personnsl
file. As part of these procedures the affected employee may file written
comments for ingertion into the employee's personnel file.

Chronic and/or Excessive Absentesism and Lateness — if over an
axtended period of fime an employee is chronically and/for excessively absent or
late, the supervisor shall issue a Conferance Notice requesting a meeting with
the employee and a Union representative, unless the smiployee specifically
declines Union representation, to discuss the employee’s chronic and/or
excessive absentaeism or lateness. Such mesting shall occur within ten (10}
business days, unless extended by mutual congent of the parties. Appropriate
employee assisiance options, of ather considerations, such as FMLA, may be a
result of this discussion. When appropriate, the manager or supervisor shall
issue a Notics of Disciplinary Action. To appsal the Nofice of Disciptinary Action,
" the parties shall proceed in secordance with the above discipline procadures.



ARTICLE 10

GF‘SEE%ANCE ?R@S:EEURE

Section 1. Cr&mranc& Befinitions and Procedures

1. A grievance is any dispute betwesan the parties concerning the application
or interpretation or a claimed braach of the terms of this Agreement (contractual
grievance); or

2. A claimed violation, misinterpretation or misapplication of rules and
regulafions, existing policies, orders, letters or memoranda or agreemerts, but not the
December 28, 1994 Lstter of Agreement and the statemenis in the November 20, 1984
istter from Theodore J. Fetier of the Judiciary to David Fox concerning the
establishment and implementation of the title of Master Probation Officer, and other
matters, adminisirative decisions, or laws applicable to the Judiciary, and policies
applicable to the grievant dealing with terms and conditions of employment which are
not included in (1) above, as well as disputes or complainis conceming policies or
administrative decisions (non-contraciual grievance).

3. All grievances are subject to this procedure, except that arbitration shall
not be available for non- oontraciual grievances.

PREL%WNA‘RY PROCEDURE. A complaint or grisvance may be initially
presented orally fo the immediate supervisor, and resalvad at that level. This procedurs
is optianal and must be conctuded within five {8} business days. For purpeses of this
Article business days shall exclude Saturdays, Sundays and holidays.

Siep 1. The complaint or grievance shall be pressnted in wiiting to the

Division Manager or Chief Probation Officer within twenty (20) business days
from when the grievant knew or should reasonably have known of the action

being grievad.

A meeting shall be scheduled between the grievant and the Division Manager or
Chief Probation Officer or thelr designee within ten (10) business days of receipt
of the complaint or grievance. A written disposition of the complaint or grievance
shall be given fo the grievant within five (5) business days of the mesting. A
copy ¢ of the disposition shall be forwarded fo the Union and the Chief of Labor
and Employee Relations of the Administrative Office of the Courts.

The Union shall be immediately notified by the employer of all written complaints
or grievances. Union consent is needed to resolve all complaints or grievances
above Step 1, unless waived by failure to appsar after recsiving netice of a
mesting or hearing.
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Step 2. if the complaint or grievance is noi resolved at Step 1, the grisvant
or the Union may, within fen (10) business days of receipt of the disposition of
Step 1, or if no disposition or decision has been made within fifteen (15}
husinass days of presentation of the Step 1 complaint or grievance, submitthe
grievance in writing to the Trial Court Administrator or hisfher designes. A copy
of the appsal shall be forwarded by the Triad Court Administrator to the Union
and to the Chief of Labor and Employee Relations of the Administrative Office of
the Courts. - '

A mesting or hearing 1o be determined by either party between the TCA and
hisfher designee and the-grievant shall be scheduled within ten {(10) business
days of receipt of the appeal unless reasons for not doing so are provided to the
grievant(s) in writing. A written disposition of the compiaint or grievance shall be
~ given fo the grisvant and the Union within ten (10) business days of the meeting

or hearing. A copy of this disposition shall be forwarded to the Chief of Labor
and Employee Relations of the Administrative Office of the Courts.

Step 3. It the complaint or grievance is not resolved at Step 2 of this
procedure, then the Union, or the grievant with the consent of the Union may,
within ten (10) business days of receipt of the disposition of Step 2, or if no
disposition o decision has been made within fwenty (20) business days of the
preseriation of the Step 2 complaint or grievance, submit the comptlaint or
griavance to the Counsel o the Administrative Director of the AOC. A hearing
shall be scheduled by the Counsel, unless waived by the Union, within twenty
(20) business days of receipt of the appeal. The Counsel shall assign a hearing
officer and shall render & disposition of the complaint or grievance within fifteen
(15) business days after the hearing. A copy of the disposition shall be
simultaneocusly forwarded to the grievant, the Union, and the Ghief af Labor and
Employee Relations of the Administrative Office of the Courts.

Step 4. Arbitration

A it a contractual grievance is not satistactorily resolved at Step 3, then

arbitration may be requested only by the Union through its designee within thirty
(30) business days from the date the Union received the Siep & decision orif no
disposition or-decision is received within forty-five (45) business days of the
submission of the appeal. Said requestshall be filed with the Counsel's Office.

B. The parties herewith agree upon the following panel of arbitrators: Raoben
Glasson, Jeffrey B. Tener, James Mastriani, or Joan Parker. This panel may be
changed orexpanded by agresment between the parties. Each member of the
pana! shall serve in tumn alphabstically as the sole arbitrator for a given case.
Where a member of the panel is unable o serve, ihe next membesr in sequence
shall then serve. If an arbitrator ceases 1o serve on the panel, the parties shall
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within twenty (20) days select a replacement for the non-serving arbitrator.

C. The arbitraior shall conduct a hearing o dstarmine the facts and render a

decision in writing o ths parties. The arbitrator shall not have the power o add
to, subtract from, or modify the provisions of this Agreement or laws of thg
Stats, or to determine any dispute involving the exsrcise of legally non-
negotiable management function, and shall confine his/her decision solely 1o the
interpretation and application of this Agreement. The arbitrator shall be confined
to the precise issues submitted for arbitration and shall have no authority to
determine any other issues not so submitted, and the arbitrator shall not submit
observations or opinions which are not essential in reaching the determination of
the issues preserted. The award of the arbifrator shall be final and binding
consistent with applicable law and this agreement. The fees and expenses of
the arbitrator shall be divided equally between the parties, and any other cost of
the arbitration proceeding, including the cost of recording, shali be berne by the
party incurring the cost. If arbitrability of a grievance or the ability of an-arbitrator

- to determine a particular matter is at issue, jurisdiction {o resolve the issue shall
rest solely with the arbitrator, provided howsver that sither party may submit an
appropriate issue in this regard to the Public Employment Relations Cormmission:
if the submission is mads no lafer than sixty (80) days after the requast for
arbitration.

D.  The arbitrator shall hold the heartng at a fime and piaée convenient to the
partiss within thirty (30) business days of his acceptance to act as arbitrator and
‘shall issue his decision within thirty (30) business days after the close of the
hearing.

E. Upon written request, the Union and management, are mutually obliged to

provide discovery withimz regsurable period o tire batnot ater than en {10)
days prior to the arbitration hearing subject to control by the arbifraior.

Section 2. The pariies agrsee to the following definitions and understandings
concarning this Arlicle of the Agreement: ‘

1. The purpose of this procedure is 1o secure af the lowest possible level
eguitable solutions for the problems which may arise from fime to time affecting
the Judiciary and Judiciary employess.

2. The number of days indicaied at each level shall be considerad the
maximum and every effart shall be made to expedite the process. The time
limits specifiad may be extended by muiual written consent, which shalf not be
unreasonably denisd.

3. Unless otherwise provided herein, a grievance may be submifted by tha
Union, or by its designated repressntative on behalf of the Union or an
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employee or 2 group of employees. Where the subject of a cmovan:e suggesis
it is appropriate and the parties mutually agree, the Union may submit a
grievance either within the time limits referred to above at any Step of the
grisvance procedure without a hearing at the lower Step or initially at Step 3,
except that & grievarnce filed initially at Step 3 with'the Counsel's Office must
inciude the written consent of the Chief of Labor and Empioyee Relations or the -
Trial Court Administrator. Agreement shall not be unreasonably withheld. A
grievance initially submiited at Step 3 shall be submitted within thirty (30)
business days from the date of occurrence giving rise fo the grievance or within
(30) business days of the date the Union reasonably should have known of the
action being grieved. Prior to arbitration a grievance shall be heard at teast at
the Step 3 hgarmg level unless such hearing is denied by the Judiciary. The
time Timits sef forth above for a grisvance submitted at the Step 3 level, shai! be
used for a Union grievance. :

4. An individual employee involved shall be entitled to be present and to use
the grievance procedure af Steps 1 and 2, and at other steps with the consent of
the Union and to be represented by the Union in accordance with the provisions
hereof. Neither the employee nor the Union shall be coerced, intimidated or
suffer any repiisal as a direct or indirect result of the use of the Grievance
Procedure or representation during the Grievance Procedure.

5. .Untess othetwise provided herein, a grievant may represent
himsalf/herself throughout this procedure. In such case, the Union shall have
the right to be present, to state its views at all steps.of the grievance procedure
and to recaive all dispositions of the grievance.

6.  Naotfiing in this Agreement shall be construed as compelling the Union fo
submit a grisvance to arbitration or {0 represent an.employee, except as
mandated by law. The Union's decision o request the movement of a grievance
at Steps 3 and 4 or {0 ferminate the gﬁevance at Steps 3 and 4 shall be final.

7. The Judiciary and the Union shai upon request, make available 1o the
other party apprapriate and/or reasonable information in its possession which the
other pariy needs 1o properly process the grisvance and shall make this
information avaitable promptly. '

8. Grievance decisions at Step 1 and Step 2 shall not constitute a precedent
in any arbitration or other procesding unless there is specific agreemnm o that
effect made in wiiting by the Union and ty tha Ch ﬂef

9. The Union may amend a grievance at Step 2 for the purpose of

clarification but not o materially alter the nature of the grﬁavanoe or to include
additional issues.
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10. Al documents, communications or records dealing with the processing of
a grievance shall be filed in 2 separate Human Resources grievance file and not
in the Human Rasources personnsl file of any of the participants unless they
originated in that file.

11.  Forms for filing grisvances, serving notices, taking appeals, making
reports and recommendations and other necessary documents shall be prepared
jointly by the employer and the Union and given an appropriate distribution so as
to facilitate operation of the Grievance Pracedure,

t2.  The burden of proof shall be on the grievant.

13, The pariies at any step of the grievance process, may consolidate two or

* more grievances on the same issue and process them as a group grievance at

any step of the grievance process.

14, - Upon request, the filing party, either fbe union or the employee, at least 5
days prior to a scheduled hearing, and management, al least 3 days priorto a
schaduled hearing, shall submit a list of witnesses, grievants and union
representatives scheduled to attend the hearing, a brief summary of their
expectied testimony and documents to be relied upon in the hearing, to the other
party. The parties shall cooperate with-each other in the scheduling of hearings
to avoid undue disruption of the operation of the Judiciary, and to reasonably
control the number of participants. Such cooperation may include good faith. -

- pfforts by the Association to reduce the number of pammpants it brings fo the

hearing.

15.  Ifthe Union files an unfair labor practice at PERC, the Counsel's Office is
the only office authorized to actept service of the charge and should be listed as

=EC

the Judiciary/Vicinage repressniative.

chon 3. Time Oif For Grisvances

The Union steward is defined as the local Union represen’zatzve in the County.

The Union official is defined as the statewide Union representative

One category of paid time off that will not be charged to Union-Release Time

includes reasonable amounts of time for hearings at Step 3 2 and Step 4 (arbitration)
of the grtevance procedure for the First Vice President and the President (reference to
tha President applies if the President shall notify his/her VOPO/Division Manager prior
to attendance at a Step 3 or Step 4 hearing. Reasonable amounts of time off for the
First Vice President and President to investigate and prepare for Step 3 and Siep 4
wearings shall also be permitted. Such investigation and preparation fime shali, where
appropriate, be by use of the telephone and other slectronic forms of communication.
Where the Judiciary communicates with the First Vice President or President in '
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connection with grievances, such as far the amicabls resolution of them, mestings In
~onnection with such time spenit shalt not be charged o Union Release time. 1f a PANJ
representative who is not an employse makes the presentation at Step 3 or Step 4
hearing, preparation time by the Presigent or First Vice President should not duplicate
the afforts of such nar-employes representalive. in the normat course, there shall not
be duplication of preparationand investigation used for the Step 3 hearing at the Step
4 hearing, Travel time is included in connection with preparation and investigation and
sttendance at hearing. So long as the President is not working full fime for the Judiciary
o is on & full time feave of absence, there are no limitations on his time. If more than
one Step 3 or Step 4 hearing is schedulad for the same day or the First Vice President
is unavailable to attend to such Step 3 or Step 4 hearing, another statewide official may
be designated by the Association 10 attend to such Step 3 or Step 4 hearing and
he/she shall follow the same releass time procedures as set forth herein,

Subjsct to the provision set forth slsewhere in the Article the Union steward,
Union official, or Union designaied aftomey, of non-employee representative, along with
tha grievant and any reasonably necessary withesses designated by the Union, shall
have the right to be present beginning at Step 2 of the Grisvance Procedure and
‘thereafter. The grevant and the Union steward and a non-employee representative of
tha Uinion shall have the right to be present at Step 1. Notwithstanding this, the Union
may limit the right of a specific grievantto be present at any step other than Step 1.
The Union steward and Union official (except at Step 1 unless the Union official is
involved with the consent of the Judiciary) and the grievant shall have time off without
loss of pay i reasonable amourts, limited however, at.Step 1 only, to one hour per
person except for exiraordinary sttuations, o investigate grievances and to interview
witnesses. The Union steward and Union official and grievant and witnesses shall also
have reasonable amounts of time off without loss of pay 10 appear at mestings and
hearings involving the complaint or grievance: The Union steward and Union official
shall have the right fo use employer facilities and equipment in this regard, reasonably
and subject to availability, with reasonable notice given where appropriate. Grievance
hearings or maestings shall be held during normal working hours unless mutually agreed
otherwise. If mutdal agreemeritis teached to hold a grievance mesting or hearing
outside of normal working hours, that agreement may include a provision for
compensatory fime equal fo the additional ime required, but such time shali notbe
considered time for the computation of overtime. This time off shall include necessary
travel fime. An employee wiiness at a hearing shall be produced and shall have fime
off without loss of pay including travel fime to appear al such meeting or hearing, and fo
be interviewed in praparation therefore. Witnesses may be heard and appropriate
racords received provided, however, that at Steps 1 and 2 witnesses from outside of the
vicinage in which the complaint or grievance is being considered, shall be.used with the
consent of the other vicinage, which consent shall not be unreasonably withheld.

Section 4. Miscellansous

A hearing shall include the right to examine and cross-examing wiinesses 1o

a2
o)
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_require the production of relevant records, information and witnessas which shali not be
curnulative and to make a verbatim record at the expense of the party making it. The
hearing officer shall conduct the hearing in a mannsr which allows the parties

-ssparately to fairly present the cases and such officer shall not be a witness or party in
the procsadings. If both parties desire a transcript, the sost of the transcript shall be

shared equally. —

Seciion 5. Goals and Limitations

Anything to the contrary notwithstanding, time off for Assoctation {Union} officials
to attend Step 1 grisvances out of vicinage will be limited and used only in exceptional
situations, Time off for Association (Union) officials to attend Step 2 grievances out of
vicinage will also be taken in limited circumstances since the goal of the parties is to
have in vicinage officials afford represertation at Steps 1 and 2. Therefore, at Step 1
and Step 2, in addition to the grievant, only the Statewide representative or one local ’
representative shall be allowed to attend grievance procsedings without the charging of
union leave time. Additional employses, who are neither the grievant, local
representative nor necessary witnesses, will be charged union leave time to attend any
grievance or arbitration proceeding. Normally attendance by Association {(Union)
officials out of vicinage therefore will be at Steps 3 and 4.
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ARTICLE 11
__EFFECT OF NEGOTIATIONS

11,1 Maintenance of Terms and Conditions of Empioyment
Uniless specifically altered by this Agresment, the Letter of Agreement enterad

into betwsen the Judiciary and its employee representatives on December 28,
1994 shall remain in effect unchanged.

11.2 Terms of Agreement

The term of this Agreement shall be 7/1/08 to 8/30/12 subject to the re-opener
provisions as herein set forth.



12.1

12.2

ARTICLE 12

MANAGEMENT BIGHTS

" The Judiciary retzins and may exercise all rights, powers, duties, authority and

respansibilities conferred upon and vested in it by the Statutes and Constitutions
of the State of New Jersey and of the United States of America, applicable court
decisions, rules and policies promulgated by the Supreme Court of New Jersey

under its rule-making authority, and directives of the Administrative Office of the

Courts.

Except as specifically abridged, limited or modified by the terms of this -
Agreement, all such rights, powers, authority, prerogatives of management and
responsibility to promulgate and enforce rules and reguiations governing the
conduct and the activities of judicial employees are retained by the Judiciary.
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ARTICLE 13

NO STRIKE, NO LOCKOUT
13.1 The employees and the Union agree not io institute or engage in or support any
strike, work stoppage, slowdown or other similar action by employses covered by

this Agrassment.

132 No lockout of employess shall be instituted or supported by the Judiciary.
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14.%

ARTICLE 14

HOLIDAYS

Notwithstanding prior local practices and/or contractuat provisions, Judiciary
aemployees shall be entitled to all legal holidays off as provided by N.J.S.A. 35:1-
1. These legal holidays shall includs:

NEW YEEATS DAY eieeecrecoeverrree e v i e e sovvcr e reean e e ssrnon January 1st
Martin Luther King's Blrt hday......ocoommnceeen...3rd Monday in January -
Lincoln's Birthday‘.........,..-....,-.. ............................... eerernnaee February 12th
Washington's Birthday.......ceevivrvciemccns 3rd Monday in February
G0 FHAAY..coeveee v ceeeeresrereeme s anenneans SUSTURP Friday before Easter
MEamOral DaY. ... rearemevesaremsssorenes semeneennn e L& Monday in May
independence Day.......... vt eanteeebreerae e hran s ares ot aeana g s renrras afuly 4th
Labor Day... .o cmneerenenas renmenenes emeeer e manaas ist Menday in Septembar

- Columbus Day...ccoevvenccren rorner a2 Monday in Ociober
Election Day............ eeraemrenarns fst Tuesday after 1st Monday in November

© VEBEBAS DBY.eeirer e caeer e et e e e e s e Movember 11th
Thanksgiving Day.......... errcereeemesenerare s s s asens 4th Thursday in November
Christmas Day....... eerirrraranaa s arressrrsnresra s nmsernreseaaeenenreenen DECEIMIDRE 25th

In the event any of the above holidays fall on a Sunday, they shall be celebrated
on the following Monday: in the event they fall on a Saturciay, they shall be
celebrated on the preceding Friday.

Amy-otherdaysdeclared-asholidays-orofficial-days-off by -Proclamationof-the
Governor of by action of a county authority, when applied to judiciary employees,
shall be subject to review and approval by the Chief Justice or the local
Assignment Judge.

S
(93]
9
‘t‘,,::
&
el
p]
!



ARTICLE 15

USE OF AUTOMOBILES AND ?%%Ké’ﬁ& REGULATIORNS

15.1

15.2

15.3

State Travel Regulations

Employees use of automobiles and attendant matters, including meal
sllowances, shall be governed by the State Travel Reguiations issued by the
State of New Jersey, Department of Treasury, as adapted by the Judiciary.

Motice of Any Changes

The Judiciary shall notify the Union of any changes in the State Travel
Regulations as adapted by the Judiciary and will respond to a request fora
meeting by the Union to discuss the changes. Any such meeting that may occur
is for the purpose of exchanging information and discussing concerms that may
exist, but shall not impact on the right of the Judiciary to implement such
changes and shall not create an obligation to negotiate over such changes. To
the extent the Union becomes aware of any changes in State Travel Regulaiion,
it will notify the Judiciary of same. ‘ v ,.

Overnight Travel

[f the Judiciary authorizes two employees to travel and stay overnight in a double
room and the employees agree to get each a private roorm, the Judiciary will
reimburse each employee for up to one-half {(%).of the amount that the Judiciary
would have spent on the double room but not more than the actual cost of the
room. ‘
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16.2

ARTICLE 16
VACATION LEAVE

Vacation leave shall be granted in accordance with the provisions of N.LA.C.
4A:6-1.2. :

Employees covered by this Agreement shall be entitled to the use of such leave
as provided herein uniess otherwise provided in the Letter of Agreement.

(2) One working day for the initial month of amployment if the employee begins
work on the 1st through the 8th day of the calendar month, and one-hali working
day if the employse begins work on the 9th through the 23rd day of the month.
Thereafter, during the first calendar year of employment, one (1) working day of
vacation for sach month of employment,

(b) Twelve (12) working days of vacation from one (1) to five (5) years of service.

(c) Fifteen (15) working days of vacalion from six (6) to twelve (12) years of

service.

(d) Twenty {20) working days of vaéaﬁ on from thirteen {13) to twenty (20) years
of service.

(8) Twenty-five {25) working days of vacation after the twentisth ( 20) year of
service.

16.3

16.4

16.5

An increase in vacation lsave shall be granied at the beginning of the calendar
year in which the years of service reguirement will be met.

(a) Vacation leave is credited in advance at the beginning of the calendar year in
anticipation of continued smployment for the full year and may be used on that
basis. Vacation allowance must be taken during the calendar year earned

unless the appropriate manager determines that it cannot be taken by the

employee because of pressure of work.

(b} Where an empioyee has an earned vacation balance which has not been
previously scheduled as of October 1, at the request of employee the supervisor
will meat with the emplovee to determine a schedule so that no accrued vacation
time will be lost ‘ :

A masimum of one (1) year vacation leave may be carried forward fo the
succeeding year.
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16.8

“16.10

16.11

Whan the vacation allowance for an employee increases based on the
employee's years of service during any calendar year, the additional annual
allowance will be given for the entire year.

Vacation leave may be granted and shall Be racardad and tracked in hours, {i.e.,
a minimum of one hour and 1/2 hour increments thereaiter).

Under normal circumstances, annual vacation shall be granted only with prior
approval of the employae’s senior manager or designee. Requests for vacation
leave shall be submitted in writing as far in advance as possible, and normally
not less than two weeks prior fo the vacation leave. Requests that do not conflict
with operational needs shalf not be unreasonably denied.

' The principle of seniority shall govern in the séheduiimg of vacation periods;

provided that adherence to such praciice does not impede the proper operation
of the work unit as determined. by the supendsor.

intermittent days off without pay other than voluntary furlough or furlough
extension days shall be aggregated and considered as continuous leave without
pay for calculation of reduced vacation leave credits. When intermittent days off
without pay other than voluntary furlough or furlough extension days aqual
eleven (11) working days, the smployee’s vacation and sick eave credit shall be
reduced by one-half of one month's entitiement.

Part-time smployees covered by this Agreernent shall be entitied 1o a

propottionate amount of paid vacation leave which shall be subject to the above
provisions.
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17.2

17.3

17.4

7.5

17.8

ARTICLE 17
ADMINISTRATIVE LEAVE

Administrative lsave shall be granted in accordance with the provisions of the
Administrative Code. The Administrative Code shall govern in the event of a
cortlict with this Article. :

Full-time employees covered by this Agreerment shall be entitied to three (3)
days of administrative leave of absence with pay in each calendar year.

Administrative lzave may be used for emergencies, observance of refigious or
other days of celebration, or personal business.

Newly-hired empioyees shall be granted one-half (%) day of administrative leave
after each full calendar month of empioyment o a maximum of three (3) days
during the remainder of the calendar ysar in which he/she is employed.
Thereafter, administrative leaves shall be crnﬁ;tad at the beginning of each
calendar year,

Administrative leave shall be granted by the appointing authority upon request of
the employee and, except in emergencies, leave shall be scheduled with as
much notice in advance as possible. Reguestis that do not confiict with
operational needs shall not be unreasonably denied.

Administrative lsave may be granted and shall be recorded and tracked in hours
{i.2., a minimum of one hour and 1/2 hour increments thereafier).

17.7

Adminisirative leave shall not accumulate. Unused batances in any calencar
vear shall be canceled. .

Pari-time employees covered by this agreement shall be entitled to a

proportionate amount of paid administrafive leave which shalf be subject to the
above provisions.
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18.2

18.%

ARTICLE 18

SIGK LEAVE

Al sick isave shall be provided pursuant to the provisions of N.JAC. 4A:6 and
all applicable laws, regulations and policies of the Judiciary of the State of New
Jersey and consistent with the Letter of Agreement. Accordingly, in each full
calendar year employees shall be entitled to fifteen (1 5) days sick leave. The

leave is credited in advance at the beginning of the year in anticipation of

continuad employment for the full year and may be used on the basis and in
accordance with N.J.A.C. 4A:8. Such leave not utilized shall be accumuiated.
New hires shall be entiiled to a pro-rata share of sick leave with pay in
accordance with the provisions of N.J.A.C. 4A6.

Re:paﬁing of Sick Leave

{a) An employee shall, by his/her scheduted starting fime, notify his/her
supervisor or designated contact person of any absence due fo fliness.

(b) Failure of an employee to supply proper notification o hisfher supervisar of
designa?ec% contact person may result in : ' A

(1) Denial of use of sick teave for the absence.
{2) Disciplinary acfion on the basis of abuse of sick leave.

(a) Leave taken pursuant to the New Jersey Family Leave Act, NJ.S.A
34:11B-1 et seq. and the Federal Family and Medical Leave Act {(FMILA) 28
1.5.C. 2601 ef seq. shall not subject an employee to disciplinary action. (Sge
N.A.C. 4A:6-1.21(A) and (B) for these leave procedures.)

(by  Medical information necessary for the proper ctaiming of medical ieave
under (a), above, shall be kept confidential in accordance with applicable law.
{c) in order to maintain the strictest confidentiality, employeas who think they
may be entitied to Family and/or Medical Leave or any ofher leave may contact
the local Human Resourcas Division Managsr or designes, to make inquiries
and/or apply for such leave. ‘

Paid sick leave may be ulifized and shall be recorded and tracked in hours {Le.,
a minimum of one hour and 1/2 hour increments thereafter).
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18.5

8.6

tinused Sick { eave - Belirement

(a) A permanent employze who enters retiremeant pursuant o the provisions of &
state administered or approved vetirement system-and has o his of her credit
arpfei.e-amea,and unused accumulated sick lzave shall be entitled to receive
supplemantal compensation Tor such eamed and unused a ccumulated sick
leave.

(b) The supplemental compensation to be paid shall be computed at the rate of
one-half (1) of the eligible employee’s daily rate of pay for each day of eamed
and unused accumulated sick leave based on the average annual compensation
received during the last year of his or her employment prior o the effective date
of his or her refirement, provided, however, that no such suppiﬁmantal
compensation payment shall excesd $15,000.00.

Donated Leave Program

Donated leave for employees shall be governed by the provision of N.J.A.C.
4A:6-1.22.
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ARTICLE 19

- LAYOFF ANDRECALL -

1.1 Layoff Fm-cedures

N.J.A.C. 4A:B-1.1 ef seq. shall govern the layoff of carser service Judicial
employees.

18.2

A

0

Layoif of Unclassified Employees

Alayoff is defined as a removal of an employee from employment due to the

_elimination of the employae’s position as a result of financial constrainis or

organizational/operational changes.

Whenever and o the extent possible, the Judiciary will identify all available
employment opportunities 1o avoid layoff by transterring, reassigning or offering
to demote employees to available vacancies within the Judiciary, and will notify
the union of the layoff and the opportunities o avaid the layoff as farin '
advance as possible. ' ’

The Judiciary shall in its sole discretion determine the number of amployees fo
be separated in each job band, or litie series within a job level, in each
Appointing Authority basad on funding avallability andfor local operational
needs.

Each Appointing Authority shall consider the faliowing factors when
determining which unclassified employees within a job band shall be laid off:

1. Level within & Job Band
2.  Seniority within the Judiciary
3.  Disciplinary Action Record

] Level within & Job Band ,
Poirits shall be credited based on the compstency level of the
employee within the job band, as follows:

Trainee Level 1 point

Basic Level 2 points
Joumey Laval’ 3 poinis
Mastery Level - 5 points

The maximum number of points atiainabls for this category is 5.

(i}  Seniority with the Judiciary |
1. Points shall be credited based on years of continuous
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employment with the Judiclary. Employees will receive 2 points for
avery three years of service at the rate of 2/3 a point for svary
completed ysar of service.

2.~ Continuous Judiciary service includes years of service on
the central budgst payroll and in the vicinage trial courts, on {hie
county or State payroll, with no break in service from the Judiciary.
It does not include service in the municipal courts if such seyvice
was not on the central budget or vicinage's county payroll. It does
not include service in other branches of State government.

3. Voluntary furloughs, ail leaves with pay including Sick Leave
Injury and approved leaves without pay shall not be deducted from
total years of Judiciary service. B '

4. Suspensions, other leaves of absence without pay and any
period an employee s laid off shall be deducted in cafculating total
years of Judiciary service.

(iiiy Disciplinary Action Record : _
Points shall be deductad for the following incidents during the
previous three years:

Each suspension of 5 days or less {finor) - 2 points
Each suspension of B days or more {major) - 3 points

D. The numerical points for Levet within a Job Band and Seniority with the

Judiciary shalt be added together and reduced by any points assessed for the

Disciplinary Action Record to-arrive-at each employes’siotal numaricalrating-of—

layoff points.

Within the Appointing Authority, employees in the identified job bands or fitle
series shall be laid off in order of their total nurnerical peints. The employee
with the lowest total numerical points shall be the first to be laid off. However,
in the eventof a tie, fis breakers will be applied in the.following order:
1. Seniority with the Judiciary o
An employae with fower points for seniority within the Judiciary shall be
laid off before an employee with higher points.

2. Suspension
An employes with suspansion points shall be the first to be taid off among
thoge with the same total numerical points.

3. Level within a Job Band.
An employee with lowear points for level within a job band shall be faid off
before an employee with higher points. '

31 (PANI PCR)



m

18.3

The Appointing Authority shall in its sole discretion determine which
employes(s) shall be laid off if, after application of all fie breakers, two or more
individuals remain tied and not all must be laid off.

The Judiciary voluntarily agrees o apply the notice prcﬁvisioﬂs'appiﬁcab?e under

the Adminisirative Code for employees in career service titles to unclassifizd
emptoyees, except where a different approach may be justified.

Laid-off unclassified employees shall have no bumping rights.

Laid-off unclassified employees shall be sent copies of all Judiciary job
vacancy nolfices for & period of two years and shall be given dus consideration,
along with oftier qualified applicanis, if they submit a resume in application for
a position and meet the minimum qualifications. The laid-off employee must
provide the employer with any address change during the two-year time period.

Appeal of Lay Off ‘

An unclassified employee may file a written appeal based on a claim that the
employee's total numerical rating of layoff points was determined and/ot
applied incorrectly. Such appeals shall be subjectto a review of the written
recard by the Judiciary Review Board with no right to further appeal.

The Judiciary Review Board shall be composed of three members: a Senior
Manager selected by the Judiciary, a union official selected by the Union and a
neutral third party. The Judiciary Review Board shall be chaired by the neutral
third party who shall serve for a one year period, which may be renewed by
mutual agreement between the parties. The Union and the Judiciary will
mutually agree upon a neuiral third party who will serve as the chairand the
Judiciary and the Union will sach pay one-half of any-compensation for the
neutral third party’s time. ' :

Appeals shall be filed within seven (7) days of receipt of the final notice of
tayoff. Appeals must specify what determination is being appealed, the reason
or reasons for the appsal and the relief requested. ’ '

The employee shall have the burden of proof to establish that managemeant's
determination of the employee’s total numerical rating of layoff points was
incarrect or was applied incorrectly. : ‘

This article is neither grievable nor arbitrable under Ariicle 10 of this
agreement.
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20.2

20.3

20.4

ARTICLE 20

LEAVE OF ABSENCE

Empioyees in the classified service will be provided with unpaid leaves of

absesnce in accordance with the New Jerssy Administrative Code, incltuding
NJAC. 4A:5-1.10.

Employees in the unclassified service will be provided with unpaid leaves of
absence in the same manner as for employaes in the classified service, and
such leave may he extendad bayond one (1) ysar for excepiional situations upon
request at the discretion of the appointing autharity.”

All unpaid leaves of absence shall be inclusive of all unpaid lsave entitlement
including family leave as provided by the New Jersey Family Leave Act (N..1.S.A.
34:11B-1 et seq.) and the Federal Family and Medical Leave Act (29 U.S.C.
§2601 et seq.). ' B

Employees in the classified service shall be entitled to-unpaid leaves of absence
that shalf not exceed a period of one (1} year. A lsave may be extendsd beyond
ane (1) year for exceplional situations upon request which is subject o review by
the appointing authority and final written approval by the Civil Service
Commission. ’
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21.2

21.3

21.4

ARTICLE 21

PERSONNEL FILES

Maintenancs of Files

(a) The Judiciary shall maintain a personnel file on each employee which shall
be maintained in the local Human Resources Office. In the svent that more than
one file is kept, the employee shall be informed of the whereabouts of the files.

{(b) No document of an anonymous nature may be inserted into the file.

Copies o the Employee

A copy of any document, other than routine personnel matters, that is placed ina
file shall be given to the employes. '

Right to Review File

Upon reasonable notice, an employee may inspect the contents of his/her official
personnel files. The Judiciary has the right to have such inspection take place in
the presence of an appropriate official.

Confidentiality

The comterits of the file shall be maintained on a confidential basis and manner
in accordance with existing Judiciary pelicy and practice.
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ARTICLE 22

WORK ASSIGNMENTS

Filling of Positions

a.

Whenever an unciassified position within the negotiations unit becomes
vacant and management intends to fill the position, a noiice of vacancy
shall be posted. - :

Whenever a carser service position at the entry level of a band within the
negotiafions unit becomes vacant and management intends to fill the
position, the pusition will be fitied in accordance with CIVIL SERVICE
COMMISSION rules and regulations and with the posting of a notice of
vacancy. '

- Whenever a career sernvice position at other than the entry level of a band

within the negotiations unit becomes vacant and management intends o
fill the position, the position will be filled either through the posting of the
nofice of vacancy for an advancement opportunity or in accordance with
CIVIL SERVICE COMMISSION rules and regulations.

All notices of vacancy shall be posted at all Judiciary work locations
 except where an attrition program or caresr ssrvice unit scope

necessitates an internal posting open only io the employees of the *

 appointing authority.

22.3

SU

™

Tha Union shall be given a copy of all postings.

Following the closing date of the posting, positions that will be filled shall
be filled with qualified individuals.

Seniority

© Filling of bargaining-unit positions within and outside this unit may be made

taking seniority into account among other quaiifications.

Non-Arbitrability

The provisions of sections 22,1 and 22.2 are subject to the grievance procedure
but not subject to the arbitration provisions thersof.
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ARTICLE 23
PERFORMANCE ADVISORY SYSTEM

23.% Giensrel Provisions

The Probation Association of New Jersey and the Judiciary are committed o
craating a world-class court system and to providing the citizens of New Jersey the
highest and most efficient delivery of services in this court system. In order o
foster a work environment that promotes these objectives and that ensutes a
continuing and productive diaiogue between the supervisor and employee, the
parties agree to the following provisions of a performance advisory sysiem

{a) The performance advisory systemn and form will not include grades or
performance ratings or rankings. ‘ '

(b} All employees will have t&e same performance advisory period.

() A mid-year performance advisory meeting and an anfual performance agvisory
rmeeting will occur each year. o '

(d) A uniform performance advisory formwill be utilized for all employess covered
by this agreement. This form is subject to change by the Judiciary upon 60 days
nofice to the Union, provided that any such change will relate to the Performance
Advisory System and will not be in conilict with the provisions of this Article. in the
event the Judidiary receives comments from the Union concerning the proposed
changes withirr 45 days of notice, the Judiciary will consider these comments prior
to issuing the revised fonm.

(@) There will be a section of the form that will be for the employee’s comments.
The employee’s signature on the performance advisary form shali indicate that the
employee has seen the completed form. The employee will be provided with & copy
of the signed form &t each review. :

{f) Employees may not utilize the grisvance procedure 1o challenge the specific
content of the completed perfermance advisory form. However, an amployee who
belisves that the specific content of the completed performance advisory form does
not accurately reflect the employes’s work may request & meeting with the next
level of management that is above the employee's immediate supsrvisor. A
meeting will be scheduled where the employes may make known his/her concams
to the higher-level manager, and the manager may request that the immediate
supervisor attend such mesting. if appropriats, the pariies may discuss possible
resolution of such concerns. This masting is not, however, to be considered an
appeal or grievance and the union steward will be present only in exceptional
circumstances.
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it the employee is siill not satisfied after having the above-described meeting. then
emD}o /8 may ask the Union, in its discretion, o bring the matter to the
abor and Employee Relations Unit of the AOC. if the Union

i u

al
cietvlm ne ’i?‘a% the matter warrants discussion wz‘fh tha Labor and Employee
Relations Unit, 2 represeniative of the Union and a re&semauve of the Laborand -
mai“vm Reigtions Unit shall meet to discuss fnese CONCoBImS. '

(g) To the extent that there is a claimesd violation of the specific procedures of this
Article, the non-contractual grisvance procedure is available to resolve the dispute.
No disputes of any kind concerning this Article shall be subject to arbitration.
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241

24.2

ARTICLE 24

SAVINGS AND SEPARABILITY

Separability

If any provisions of this agreement is declared to be invalid or rastrained by any
operation of iaw or any ribunal of compstent jurisdiction, the rermainder of this
agreement shall not be affected thereby.

Savings

i any provisions of this agreement is severed or restrained in accordance with
Section 25.1, the parties, upon the request of either party, shall enter into
negotiations for the purpose of arriving at a mutually safisiactory replacement.
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ARTICLE 25

HEALTH AND SAFETY
Maintenance of the Workplace

(a) The Judiciary shall continue to make reasonabile provisions for the safsty and
health of its emplovees during the hours of their employment. The Judiciary will -
discharge its responsibility for the development and enforcement of occupational
safety and health standards io provide a safe and healthful environment in
accordance with PEQSHA and any other applicable statutes, regulations or
guidelines outlined in the New Jersey Administrative Code which pertains to
health and safety matters. The Judiciary will provide a reasonably safe and
healthful place of employment for all employees.

(b) The parties agree to cooperate in maintaining and improving safe working
conditions and health protection for the employees consistent with established
safety standards and in the promotion of safety, safe working habits and good
housekesping throughout the work environment. W here reasonably possible,
each employee will comply with all safety rules and regulations.

Video Monitor Operaiors

' Fulkfime employees who operate Video Monitors on a full-time basis shall be

gligible for annual eye exams. Such employees shall also be eligible for
reimbursement for the cost of glasses, should there be a change in the
empioyee’s lens prescription. Reimbursement rates are those established in the

Pt

[£3)

PRI

State's Vision Carg Program.

The Judiciary witl provide employee performing fieid work who requests a safsty
vest with such safety vest consistent with ihe protocol established for the use of
the vests. The vests program will be implemented not-more than 60.days

following ratification and signing of this Agreement at a rate of not less than 25%

of such requests per year.
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ARTICLE 28

?@SF@E@?@ CLASSIFICATION
25,1 Classification Review |

(a) Career service employeses covered by this agreement who befieve they are
working out of tifle may initiate raquests for position raclassification utilizing the
appropriate position classification form in accordance with N.JA.C. 47:3-3.5,
Reclassification of Positions. The completed form must be filed with the '
-employee's local Human Resources Office. The local Human Resources Office
shall obtain from the employee's supervisor other supporting documentation
including an organizational chart for the division showing the reporting
velationships for the posifion for which the reclassification is being sought. The

. completed forms will be reviewed by the Administrative Office of the Courts
personnel Classification Section, which will forward these documents to the New
Jersey Civil Service Commission for & determination. Once a determination has
been rendered by the New Jersey Givil Service Commission, the AQC Personnel
Classification Section will advise the local Human Resources Office. The local
Human Resources Office will notify the employee, the supervisor and the senior
manager of the outcome of the request for position reclassification:

(b) Unclassified empioyees covered by this agreement who believe they are
working out of fitle may compiste a position classification form to have their duties
analyzed 1o determine i they are classified in the proper title. The completed form
will be filed with the employeg’s Tocal Human Resources Office.. The local Humar
Resources Office shall obtain from the employee’s supervisor other supporting
documentation including an organizational chast for the division showing the
repariing relationships for the position for Which the reclassification is being

* sought. The-completed forms will be analyzed by the Administrative Office of the
Courts Personnel Classificafion Section. The AOC’s Personnet Classification
Section will send thsir datermination to the local Human Resources Office which
will notify the employee, the supervisor and the senior manager.

26.2 Appeal of a Classification Determination

(1) Career Service employees may -appeal the CIVIL SERVICE CONMMISSION
detarmination to the Merit System Board in accordance with N.J.A.C. 4A:3-3.5.
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(2) An unclassiiied ':‘m{}iO\v'Es:: who has had a clessification dsterminatic
completed by the Administrative Office of the Courts Personnel Cla ss‘?’c tian
Seciion and is unsatisfied with the result may contact the Union and ask *'13 Union
to appeal the matier, in its discretion, 1o the Judiciary Labor-Manageme

Commities for raview. Ths commities wil “evsew the appeal, which sha ba in
writing and include a copy of any writien decision of the Personnal Classification
Section and describe the baﬂs for the appeal, and, after review, may take any of

the following actions:

(a) decide that the matter does not warrant further review and the matier will go
no further; or

(o) decide that the matter be referred to the Judiciary Review Board as outlined
in Section 27.3 below; or '

(c) recommend other appropriate action as the committee deems appropriate.

{3) An appeal of a classification determination is govamed exclusively by the
prcwswns of this arficle and is not subject to the contraf“{uat grisvance procedure
in Article 10. :

26.3 The Judiciary Review Board

(a) The Judiciary Review Board shall be composad of three members: a Senior
Manager selected by the Judiciary, a Union Official selected by the Union and &
neuiral third party. The Judiciary Review Board shall be chaired by the nsutral
third party, who shall serve fof a one-year period, which may be renewed by
mutual agreement between the parties. The Union and the Judtsrary will mutually

_— agrec-upon-ihe-nouialthird pary-who will serve as-the chair-and-the Judisiary
and the Union will each pay one-half of any compensation for the neutral’s time.

{b) The Judiciary Review Board shall render an advisory decision to the Judiciary
upon the written record or such other proceedings as it deems appropriate. The
Judiciary-Review Board’s advisory decision may be fo sustain or deny the appeal

or it may recomimend some other course of action,

(c) Unclassified employeas are bound by the final decision of managamant after
managemsant revisw of the recommendation of the Judiciary Review Board.



ARTICLE 27

_ MAINTENANCE AND TERMS
AND CONDITIONS OF EMPLOYMENT .
Léniés_s spacifically aliered by this Agreemeht, existing practices, as well as the

Letter of Agreement enterad into batween the Judiciary and its employss
representatives on December 28, 1984, shall remain unchanged.
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ARTICLE 28

DAMAGE TO PERSONAL BELONGINGS

Judiciary employees may seek reimbursement from the State of New Jersey
Judiciary for damages incurred to personal belongings in the course of work.

The submission of claims and the payment of same shall be made in accordance
with State of New Jersey, Judiciary Policy on Remmbursement for Damage to Parsonal
Belongings (effective November 27, 1985). A copy of this policy is attached hereto and
made a part hersof.
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STATE OF NEW JERSEY
THE JUDICIARY
POLICY

b ® et

REINMBURSEMENT FOR DAMAGE TO PERSONAL BELONGINGS

n

PURPQOSE

SCOPE

LUTHORITY

EFFECTIVE

POLICY

EXCEPTIONS

To set forth the criteria by which employses may sesk reimbursement
from the State for damages incurred to personal belongings in the course
of work.

All Judiciary personnel

Annual Appropﬁaﬁonzé Acts : .
Dept. of the Treasury, Office of Management & Budgst

Novembaer 27, 1985

Al Judiciary employses must perform all dulies with & reasonable amount

of caution and care so as to minimize the potential for accidental damage
to property of the state, others, or self. Parsonal belongings broughtto
ihe worksite by an employee that are not required for the conduct of
businass are specifically excluded from this policy. As such, any loss or

 damage to such articles are the sole responsibility of the employee.

In the event that damage occurs fo personal belongings despite adequate
precautions having been taken, the employee may submit a request for
reimbursement of actual costs incurred in repairing or replacing the
damaged arficle, not to exceed $2,000, by submiiting proof that the

-damage resulted from legitimate business activities and that adequate

caution was exercised.

The Legislature has given final authority for approving such requests for
reimbursement tothe Director, Ofiice of Management & Budget (including
the Division of Budgst & Accounting). As such, the decision of that office
is final.

Employees receiving clothing allowances, whether through contractual
agreements ar otherwise, are prohibited from filing claims in accordance
with this policy when such claims relate to damags to their own personal
clothing ariicles.

Claims submitied in accordance with this policy and procedures

established hereunder are in lieu of all other claims covering the same
ramis).
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STATE OF NEW JERSEY
THE JUDICIARY
PROCEDURE

REIMBURSEMENT FOR DAMAGE TO PERSONAL BELONGINGS

PURPOSE

SCOPE
EFFECTIVE

DEFINITIONS

Tc dsfine the required procedures for submitting requests for
reimbursement for damages incurred to parsonal belongings in the course
of work. :

All Judiciary personniel

_ November 27, 1985

The Judiciary Fiscal Unit in the Management
Bervices Division of the ACC

VFO The Vicinage Finance Office

OMB The Office of Management & Budget within the
Departrment of the Treasury inclusive of the Div, of
Budget &.Accounting

The Assistant Director of Management Services—
AQC

CFO Chief Fiscal Officer

SR MANAGER A member of the Conference of Senior Managers

FISCAL

ASST DIRECTOR

EMPLOYEE

The request for reimbursement should be made to the-employee's SR

MANAGER. The written reguest mustinclude a statement as to the

cause of the damage, a description of the aricle damaged and the

SR MANAGER

VFO or FISCAL

damage thereto, the amount bemgsoaghtfor reimbursement;proofof-the
amount of the request, 2 complated Payment Voucher, and a statemnent
from the immediate supervisor supporting the request.

If deemed approptiate, indicate appmval’ by signing or initialing and dating
the employee’s requsst and forwarding to the VFQ, in the cases of
vicinage employeas, or to FISCAL, for central office employees.

Upon receipt of a properly documenied regusst for rejmbursement,
finalize the Payment Voucher charging to the employee’s unit. Object
Code 2880 (other Services). Enter PV infe NJCFS.

Submit enitire package inclusive of all documentation provided by
employee fo FISCAL for final processing.

Submit propetly executed PV along with alf supporting decumentation 1o
the CFO with an approval transmittal ietter for his signature.
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STATE OF NEW JERSE‘{
THE JUDICIA
"E%GC:Z}J: E

REiﬁEEifﬁéEf&%E T FOR BAM&GE o F’;.RSGE&A‘ ”"&QNS NG

. (!)

CFO

Review tha reguest and supporiing documentation. If the request
is deemead justified, sign the approval transmittal letter and retumn
entire package o FISCAL.

if the request is disapproved, the request is io be forwarded to the
ASST DIRECTOR with reasons for disapproval, for final
determination.

ASST DIRECTOR If the requestis to be approvéd, sign the approval transmittal letter

FISCAL

omMB

YFO

and retumn package io FISCAL. , :

if the request is disappréved, indicate reason(s) and retum.
package to FISCAL.

If the request was approved, forward entire package to the Director,
OMB in the Dept. of the Treasury for final approval and processing.

For approved requests, review request and approval and, ¥
appropriate, process request for payment directly fo employee,

If not approved, indicate reasons for denial and retumn package o
FISCAL.

For disapproved requests, return entire package with reason(s) for
disapproval to VFO, in the case of vicinage employees, or io the
employee’s SR MANAGER for central office staff.

Far reguests oviginated by vicinage employees, return entire

package with reason{s) for disapproval io the smployse’s SR
MANAGER.
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ARTICLE 28

. COPIES OF CONTRACT

28.1 The Judiciary will make arrangements fo print the Collective Negotiations
Agreement and will make copies available 1o the Association for the cost of
printing. The Association shall advise the Judiciary in advance of the number of
copies that the Association may require of the Agreement.
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ARTICLE 30

KEEF?LIE"EES WHO LEAVE AND RETURNTO EEEEE&ECES-E%‘
SERVICE

{a) A caresr service/classified employee who atfains permanent status which
currently requires satisfactory completion of a working test period of 4
months that may ba extended to 6 months and who resigns in good
standing or retires from the Judiciary service and seeks to return to
employment with the Judiciary, must make application to be placed on the
regular re-employment list pursuant to N.J.A.C. 4A 4-7.10 for the
provisions of this Article o be applicable

()] An unclassified empioyee who resigns in go@oé standing or retires from
Judiciary service and seeks to return to employment with the Judiciary
may notify the local Human Resources Office of their previous Appointing
Authority of thelr interest in returning to Judiciary employment.

{c} Re-employment action in accordance with this Article relieves
management from the normal recruitment procedures as set forth in
Article 22, Work Assignments.

(d) The foregoing reguests must be rrade and the employee rehired within
.- three years of the daté of leaving the Judiciary.

30.2 Management retains the discretion, subject to the requirements of Chapter 4

30.3

{(Selection and Appointment) of N.J.A.C. 4A for career service/classified
employees, to rehire bargaining unit employses who resign in gaod standing or
retire from the Judiciary service except as hereinafier set forth applicarnts who are

 re-empioyed shall be freated as new employees.

if an employee is rehired within 270 calendar days from the date of hisfher last day
in pay status, the emplovee will be paid the same salary he or she was saming at
the time of the @mpioyee‘s separation from Judiciary service along with any
across-the-board salary increases paid to bargaining unit members since his or
her separation.

30.4 Employees rehired beyond the 270 calendar days will be paid pursuant to the

torms of the collective negotiations agreament.

- 30.5 Salary incremeants for rehired employees will be covared by the colleciive

negotiations agreement.

30.5 The foregoing provisions do not apply to employees who have not “left” the
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Judiciary, including but not imited fo employees who may be on a leave of
ahsence, including Association officials who may be on an authorized leave for
Association activities. The foregoing are subject 10 oiher provisions of this
Agreement or o other requirements and provisions of the Civil Service
Commission: New Jerssy State Law or the New Jersey Administrative Code, and
not subject to the provisions of this Articie.

3G.7 The pmv&s&ons of this Article are subject to neither substantive or procedurat
grievances nar arbitration as outiined in Article 10 except for grisvances that may
arise concaming compensation obligations set forth in paragraph 3, 4 and 5 upon
return toJudiciary service. Appeats to the Merit System Board shall be available
as outlined in Chapter 4, N.JA.C. 4A. ' :

30.8 Effective March 4, 2003, an employee who has had prior years of service with the
State of New Jersey Judiciary in the title of Probation Officer and is fater rehired as
a Probation Officer will have those prior years of service in the Probation Officar
title considerad for the purpose of determining eligibility for advancement 1o the
itle-of Seniar Prabation Officer or Master Probation Officer, provided that 1) the
employee previously resigned in-good standing; 2) the employse has completed
ons full.year of re-employment upon his/her return to Judiciary servics; 3) the
employee possesses the total years of service in the Probation Cfficer title
required for advancement inciusive of prior years of service herewith credited far
advancement and 4) the employee has demonstrated the competencies
necessary for advancement since their rehire. The decision to refiire a Probation
Officer is solely within the Judiciary's-discretion. “Years of service” excludes any

_ time the employee was not in pay status on the. Judiciary payroll and iricludes only
time actually worked in the Probation Officer title. “Yoars. of service” in any fille
other than Probation Officer will not be credited regardiess of the functions actually
padormed. The employee will not be cradited with the prior service far any

purpose (2.g., vacation leave, length of service, seniority) other than advancement
from Probation Officer to Senior Probation Officer or Master Probation Cfficet.
This provision is not retroactive In its application. Advancement of Probation
Officars who Iaft and returned to the Judiciary will be effeciive beginning the third
pay period following the date the Judiciary receives written notification that the
Probation Officer meats the sligibility requirements for advancement set forth in

this agresment.

20.9 The Administrative Code shall govern in the event there is a conilict with the
provisions of this Ariicle.
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ARATICLE 31
VOLUNTARY TRANSFER OR RE-ASSIGNMENT POLICY

INTER-VICINAG SE TRANSFERS

Basic-Lavel Positions
An employee in a bactc fevel career service position with at least one year of
permanent service in titte may apply for a transter 1o ancther vicinage. The transfer
shall require the consent of the Trial Court Adminisirators of both th~ sending and the
recelving vicinages. :

Higher-Level Positions
An employee in a journey or master-level career service position who hias successfully
completed the probationary period in title may apply for a transfer to another vicinage.
The transfer shall reqguire the consent of the Trial Court Administrators of both the
sending and the receiving vicinages. The vicinage to which an application is made may .
at its discretion continue to use vicinage-based advancemems or consider the transier
applicant.

RE-ASSIGNMENTS

An employee in a basic-level carser service pesition with at least one year of
permanent service in title or an employee in a higher-level career service position who
has successiully completed the probationary period in titls may apply for a re-
assignment to another county within the vicinage ‘or to another division within the county
or vicinage. The re-assignment shall require the consent of the Trfal Court ‘
Administrator. Each re-assignment of an employee within the probation series requires
a minimum four-month waiiting period before another re-assignment request will be
ccnsedarecf Consideration shall be given fo exfstmg employses who are qualified for
facant {303 itions.

PROCEDURES ON RE-ASSIGNMENT AKD TRANSFERS

An employée who-desires 1o transfer to another vicinage must put the request in wntmc
to the Tral Court Adminisirators of both the sending and the receiving vicinages. An
empicyee who desires 1o be re-assigned to another division or county within the
vicinage must put the request in writing to the vicinage Trial Court Administrator. The
reguest-will ba effective for six months and may be renewsd by the employss inwriting
for additional six month periods. Employees who request transfers or re-assignments
may include in their written reguest the reason they are seeking a transfer or re-
assignment. Whensver management intends to fill a vacant posttion, management
shall check the above-described re quest file and st the local hiring manager know of
the request. it is understood that transfers and re-assignments are at managamant’s
discretion and as such the provisions of this Article are not subject to the grievancs or
arbitration procedures in Article 10.
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ARTICLE 32

IDENTIFICATION CARDS

Each empioyee who is a Probation Officer or in another title in the unit shall be
issued an identification card clearly identifying that employse as working for the
Judiciary as a Prabation Officar or other fitle.
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ARTICLE 33

EMERGENCY CLOSINGS AND SPECIAL OBSERVATIONS

33.1 Essential Employees

Evary employee designated as “assential,” shall recaive nofice of such
designation each year, by October 31, in accordance with N.J.A.C. 4A:6-2.
Notice of such designations will also be provided to the Union.

322  |[nclement Weather and Other Emergency Closings

{(a)  The release of employees, by the Chief Justice or designee, from the
workplace dus fo inclement weather or other emergencies shall not resuli
in a loss of sarnings for the hours of release time, however, employees on
leave at the time shall not have their leave credit adjusted.

1s)] “The. Judiciary shall make reasonable efforis to maintain on its web site-up
to date closings information (to include individual courthouses and
ancillary work sites). ‘

333 Special Observations

‘Whenever the Chief Justice declares a special observation of an event of State
or nafional concem, and/or time off for all employees (such as a day preceding or -
foliowing an existing holiday) and authorizes fime off to employees of the Judiciary for

the observation of-such event-those employees whe-are required to work-during the-
period of the authorized time off shafl be granted monstary compensation or
compensatery time off, at management's choice, on an hour-for-hour basis for all time
worked.
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N WITNESS 1o this Agreement. the parties have caused their duly authorized
representatives o affix their signatures hereto this i day of

. 2008,

FOR THE JUDICIARY OF THE
STATE OF NEW JERSEY

FOR THE PROBATION ASSOCIATION
OF NEW JERSEY (PANJ)
PROFESSIONAL CASE RELATED UNIT
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APPENDIX &

PROBATION. ASSOCIATION OF NEW JERSEY

PROFESSIONAL CASE RELATED UNIT

T YEAR
July 2008 July 2008 July 2008
Mimmum Maximum Maxirmum 2
Probation Officer 54070725 $65,738.67 $67.908.03
Senior Probation Officer $48.439.00 | $81.948.02 $84,652.30
Waster Probatson Officer £53.761.97 $86.853.36 $89.719.52
Substance Abuse Evaluator $48.43%.00 5R1.948.02 $84,652.30
| Family Court Coordingtor $48.435.00 $81,948.02 $84.652.30
Aussistant Child Placement Review $4070723 | $6573867 | $67,908.03
Coordinator i
Bilingual Commuml:y Ourreach Worker | $40,70723 $65,738.67  $67.908:03
2MYEAR
Fuly 2009 July 2009 Ty 2009
Tiinimam Maximum Maximum 2
Probation Officer 541,928 45 $71,315.83% S73.689.25%
Senmior Probation Officer 540 892 17 S84 406.46 ’_$87, 19187
Master Frobation Officer $35.374.83 $89.458.96 |- $92.411.11
‘Substance Abuse Byaluator $49 892,17 $84.406.45 $87,191.87
Family Connt Coordinator 549.892.17 $84,406.46 $87,191.87
| Assistant Child Placernent Review $41928.45 | S67.710.83 $69.945.27
Coordinator
- Bilingral Commuonity Outreanh Worker §41,928.435 $67,710.83 369.945727

7
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* Wote: The Probation Officer maximums ereased by $3,500.00 as of February 1, 2009.




3 YEAR

July 20190
Minimum

July 2030
Maxinmm

Probation Officer

Senior Probation Gfficer $31.638 40 $87.360.69 590.243 .59
Master Probation Gfficer $57.312.93 §92.5390.02 $95.643.50
Substance Abuse Evaluator $51.638.40 $87,360.69 $90.243.39
Famity Court Cogrdinator $51.638.40 $87.360.60 $90.243.59
A it ) . v B mvion . )
:xssxm:'im, Child Placement Review $43.395 .05 £70.080.71 $77.393.35
Coordinator
Bilingual Commnumity Cuwecach Worker | $43.3%5.95 7008071 $72.393.35
4™ YEAR

July 2012 July 2012 July 2012

FhHmmuam Maziroum Maximom 2
Probation Officer $44 914 8} §$76,395.30 $78.916.34
Senior Probaton Officer 55344574 $90,418.31 $93.402.12-
Mastzr Probation Gfficer 15931890 $95.830.67 39899302
Substance Abuse Evahuator 33344574 $90.41831 30340212
Family Court Coordinator $33.445.74 32041851 $93,402.12
Assi hild Placemes viE .
; ?‘stsm‘mt Child Placement Review $44.914.81 $72.533.53 §74.927.12
Coordinator
Bitingual Community Qureach Worker | $44.914.81 $72533.53 $74.927.12
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APPENDIX B

This unit includes the following tiles:

Probation Officer
Senior Probation Officer

Master Probation Officer
Substance Abuse Evaluator
Family Court Coordinator
Assistant Child Placement Review Coordmator
Bilingual Community Outreach Worker
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*ﬁuc*“ircn :md Training

Effective upon ratification of this agreement, the Judiciary shall continue to fund
1 Education/Training Fund and shall have allocated to it the amount of $13,000.00 for
FY D9, $25.000.00 in FY10, and $13,000.00 in FY 11. The Judiciary shall continue to

fund an Education/Tr raining Fund in an amount to be determined by the Judiciary for FY

12 of the contract.

For the term of this agreement, and subject to the conditions below, employees
may use the Education and Training Fund for the PANJ conference registration up to
$175.00 per person per year:

a. Subject to the Administrative Darector‘s prior approval of ihe agenda sach
year; and
b. Subject to management's exclusive nght o determine its staffing and

operational needs.
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I be from July 1 2008 ty
Subject o the State Legisfaturs Gnacting approptfatfons of fundg for thege
SPecific Burp €8, ang Within 5 Casonab)e time Gfter Shactmeant o . g appropﬁaﬁons,
across-the'-boa iNcraase v On exacutipn i
and abplied i, ]

is adreemgnt
mum Salary, Additio
fange shay be NSregsa by th

nally; the
Is percentage
First s Pay periog July 2gpg 3.0%
First sy ay periog July 2p0g 3.0%
First f Pay pariog July 2010 3.5%
First fuy Pay periog July 204 1 3.5%
| : 13%
3. The:maxi-mum of the salary fange for the Basic Levg) Probation Officgy titls wip
be increased by $3,50‘0.00 8ffective -February 1, 20039, :
4, Effeq ® upon EXecution fihfs agreemgn d Coniinuing ihrough the torm e}
the agteaman » ©ligibla SMployseg shall be o igibls fo heal benefits PUrsuant 1 ih
State ®alth Bapeg € New ts Conditions reviseq in 2007.
2008, inclugiin » but t imit, » the pey, &al @nefit py, S, Co-pa nts
Prescrintic, Totireg Balth benefite Eigibia SMployeeg wilf oo Ute 1 59,
O thair Ual bage wards thajr hsalih Snafif Premiym, Yardless gy ich
Salth piap, tevel of Verags 8Y chooge Siect; the first fuy Y Period of dJuiy
2008, .
5. Effective 771/08, the Salary brogression Payahjs sifactiyve Fay periog » of sach
calendaryear Or efigiby emplo €es, shay be 4.0%, or up to the
78 PANF ey
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range, whichaver is less. This shall be in additions to the sat ary adiustment outiined |
abova. An Dmpioyee will be advanced o Maximum 2 (+3.3%) in pay period 2 of the
calendar year foliowing the date the employes compleies 24 fult calendar months of
employment inhis/her job-title-at the maximum saiary. Fe the-exient-that employsss
may have already received a 4.15% salary progression in January 2009, that amount
will be adjusted to 4.0% consistent with this agreement and any overpayments as a
result will be recouped or set off by the ATB.

8. The following articles shall be amended, per the attached:

Ariicle 7 Salary and Wages

Articte & Health bensfits, Prescription Drug, and Vision Care Program
Article 10 Grievance Procedurs '

Article 33 Emergency Closings and Special Observations

Side Letter #2 Education and Training

7. Article 5 Hours of Work and Overtime, section 5.1(b) shall be amended as
iollows:

{bj

1. ‘The Judiciary may pﬁrmlt flex-time, ;eb sharing, telecommuting and/or
alternate workweek schedules to accommodate operational and/or employse
needs, provided patticipation by employees is voluntary. The Judigiary may limit
participation in an altemative workweek program to selected groups of job titles,
work units and/or work locations to accommedate work units’ and/or work.
logations’ operational needs.

gl
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determines it to be nacessary, With 30 days notice to the employees and the
Union, the Judiciary may elimitiate; or, with the emplayee’s permtssmn amend
flex-time, job sharing, f"i%CG‘"’huLm'm or aliernate workweek,

8. Upcm request by PANJ, and sffective upon completion of negotiations regardmg
specific procadures 1o be applied, the following pilot will replace procedures for minor
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 discipiine otfyer than written repsimands contained in Article g Discipline for the duration
of the pilol.

"“ﬁcév%s@ry—ﬁarb%iraﬁsrr- e e e e e e e e s e

- Employees may, through ihe Union, appeal minor discipline that includes
suspansion to advisory arbitration on a pilot basis for the term of the contract.
The pilot shall be reviewed by the parties annually to make any adjustments
designed to improve the faimess and efficiency of the process. It is the intention
of the parties to implement advisory arbitration of minor discipline not later than
January 1, 2010. Negotiations shall contirue with respect to the specific
procedures for implementation of the pilot. The provisions shall include:

{a) Only the Administrative Diractor (or designes) will have the authorify to -
overturn a decision.

{b) A local hearing will be held before an individual with the authority 10 make the
decision.

(¢} The charges will be served on the employee and union representative, along
with afl of the available documentaty evidence on which the proposed
charges are based, within 80 days of management leaming of the incidsnt

_and gatharing of the evidence neaded to proceed.

{d) The costs will be bomne equally by both parties.
{e} Arbitration is in lieu of an‘ﬁiOCHeariﬁg.

8. Either party may request & re-opener with respeact to the day afier Thanksgiving
and/or Lincali's Birthday. : TS

10. * Only Side Letter #2 will be attached 1o the new agreement. Side Letter #2 will be
re-numbered as Side Letter #1. : o

11.  Where the parties dispute ihe legality of any additional provisions such as the
Lours of Work Arficle, such provision wili be open to further negotiafions beiween the
parties for a petiod ot 8 months from exacution of this agresmant. Where resolution -
cannot be reached between the parties, efther party may petition the appropriate
entity(ies) with jurisdiction over the matier(s) in dispute for resclution (e.g., PERG,
NJDOP, etc.). v

12.  The parties agree that automatic competency based advancement will be
shiminated for all employess hired into the probation Officer title on or after Febuary 1,
2009. Empioyees hired as Probation Officers before February 1, 2008 wili be qualified
for autornatic competency based advancement provided they meet the competencies,
have & ysars of service as a Probation Officer, and do not have sarjous criminal ar
discipiinary charges against them. These advancement provisions are in the attached
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ravisad Article 7.

12.  Regarding advancsment from Probation Gfiicer to Senior Probation Officer the

parties gfee that the Judiciary has the unilateral right to taks the .ohawme clions:

(A) Change the competencies requtre—ﬁ for advancement for those probation
officars hired on or after February 1, 2008;

{8) Require a manager to sign off that the competencies for advancemsnt have
bean met;

{C) Datermine the date when an employee will be evaluated to see whether

~ competencies have been met and maintained in order {o be advanced;

(D) Determine whether advancements of probation officers hired on or after
February 1, 2008, will be made based on need and/or vacancy and for
which funding is available. Management may select from employees within

- the gqualified pool for the level of the position.

(£}  Notification shall be given to PANJ of the Judiciary’s specific plans when
promulgated and before implemented in connection with Paragraphs A
G, and D above so that PANJ will have the opportunity o comment anc:
react to such plans with its input,

14, PANJ agrees that it will withdraw with prejudice the Unfair Labor Practice
charges, including but-not limited to docket numbers CO-2008-227 and CO-2009-228.
PANJ also agrees to dismiss with prejudice the following matter: CO-ARB-006-07 (Gr~
13-0305-08) Hours of Work/ Monmouth.

5. ltis undersiood and agreed by and beiween the pariies that both parties made,

modified, responded to, and withdrew proposals during the negotiations that led to this

Memorandum of Agreement, and unless expressly agreed to as pari of this ]
— Memorandum of Agreement, their actions as stated ahove shali be deemed without

prejudice to their pesitions and shall not be considsred an admission on any issue in
any future proceeding.

18.  The pariies hereto agree to recommend ratification/approval of this
Memorandum of Agreement and resuliing collective bargaining agresment.

FOR THE PANJ: FOR THE JUDICIARY:
David |. Fox, Esq. Joseph H. Qriando, Esq.
Dated: 2/10/69 | * Dated: 2/10/09
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