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I. GENERAL PROVISIONS

A. THIS AGREEMENT made the /&2 day WM 1083 betwren
THE COUNTY OF MIDDLESEX, a Municipal Corporation, by its Board of Chosen
Freeholders (hereinafter known as the Employer), and Local 1437 Council
#73/AFSCME, AFL-CIO (hereinafter known as the Union).

WHEREAS, the Union has been selected as the bargaining
agent by the employees to be defined. In accordance with Chapter 203 of
the Laws of 1968, and said Union has been certified as such bv the Public
Employees Relations Commission; and

WHEREAS, said Union has been in negotiations with the
Employer pursuant to Chapter 303 of the Laws of 1968, and,

WHEREAS, the Union and the Employer have agreed upon
certain terms of employment as a result of the negotiations carriecd on
pursuant to Law:

THEREFORE, subject to Law as herein provided, it is the
purpose of this Agreement to promote and insure harmonious relations,
cooperation, communication and understanding between the County and the
employees covered hereby, for the purpose of collective neqotiation, with
respect to compensation, hours of work, and other conditions of cuplowient

as herein provided.




B. NON-DISCRIMINATION: The County of Middlesex is committed

te basing judgments concerning employees solely on their qualifications,
abilities, and performance.

Meither party to this Agreement shall discriminate against
any employee bhecause of race, sex, age, nationality, religion, political
affiliation, marital status, handicap or Union affiliation. Any such
alleged discrimination may be pursued under the grievance and hearing
provisions of this Agreement.

C. RECOGNITION: The County recognizes Local #1437, affili-
ated with the American Federation of State, County and Municipal Employees,
AFL-CIO and its Council #73, as the exclusive representative for all
regular full-time and regular part-time employees in the job classifications
listed in Appendix A. Regular part-time employment shall be defined as
twenty (20) hours or more per week. In the cevent any new job classifications
are created or any classifications changed, the County will promptly noti-
fy the Union of any such proposed change and the proposed rate of pay for
such classifications. The County will, upon request, meet with the Union
to negotiate the appropriate rate of pay for any new or changed job classi-
fications and aqrees to review and discuss related job descriptions.

A1l references to employees in this Agreement shall be
understood to designate both sexes. Wherever the male gender is used, it

is understood to include both male and female employees.
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D. UNION REPRESENTATIVES: The Union shall have the right to

designate three (3) members of each bargaining unit as a Union neagotiating
committee and they shall not be discriminated against due to their lecitimate
Union activities.

Authorized Representatives: Name a Shop Steward and any
employee having a grievance shall be permitted to discuss his or hor gricv-
ance during workina hours in accordance with the grievance procedurc after
obtaining permission from his immediate Supervisor who will schedule such
a meeting without interfering with service to the public or ongning assivr-
ments or wdrk schedules. A reasonable amount of time will be aliowed the
Union Representative to discuss a work related problem between managenment
and the Union. Permission shall not be unreasonably withheld.

[t is agreed that the Union will furnish to the Viddlesex
County Personnel Offices, a list of duly elected officers and stow rds as
of the first day of the current contract year, and subsequent updating i1
necessary.

1t is further aqreed that neither the Union nor any of
its members shall conduct any Union business durina working bours athe
than arievance handling and collective bargaining neagotiations bty the
designated yepresentatives of the Union as precenled to the Couty (or
the stated purpose,

E. DUES CHECKOFF: The County agrees to deduct the nonthly
Union membership dues from the pay of those employees who individuaily

requested in writing that such deductions be made. The amounts to e



deducted shall be certified to the Eounty in writing by the Union, and
the aggregate deductions from all employees shall be remitted to

AFSCME Council #73, Trenton, NJ, together with a Tist of names of all
employees for whom the deductions were made on or about the fifteenth
(15th) day of the succeeding month after such deductions are made. The
authorization to deduct dues may be revoked by an employee during theo
period of December 20 to December 31 of any year, by writlen notice to
the County Comptroller.

F. UNION SECURITY: The County agrees to deduct from the

pay of each employee covered by this Agreement who does not furnich a
written authorization for deduction of Union dues with the following
provisions supplementing Page 3, Paragraph L, DUES CHECKDIF, of the
current contract agreement.

Any employee in the bargaining unit on the effoctive
date of this Agreement who does not join the Union within thicty (20)
days of initial employment within the Unit, and any emplove: previcus !y
enployed within the Unit who does not join within ten (10] dayo of
entry into employment within the Unit shall, as a condition or coplaym s
pay a "epresentation Fee to the Union by automatic payroll qouuction,
The Representation Fee shall be in an amouni cqual to eighty-five percent
(85%) of the regular Union membership dues, fees, and asovsnrents as

certified to the Employer by the Union. The Unicon may revise 1ts certifi-

cation of the amount of the Representation Fee at any time to reflect changes




in the regular Union membership dues, fees, and assessments. The Union’'s
entitlement to the Representation Fee shall continue beyond the termination
date of this Agreement so long as the Union remains the majority represent~
ative of the Employees in the Unit, provided that no modification is made
in this provision by a successor Agreement between the Union and the Em-
ployer. For the purpose of this provision, employees employed on a ten
(10} month basis or who are reappointed from year to year shall be con-
sidered to be in continuous employment.

It is understood that the Union has a provisieon in the
International Constitution which provides a procedure whereby a person
paying a fee under an Agency Shop Agreement may obtain a rebate for that
portion of his fee which is used for partisan, political, or ideological

purposes.




11. WAGES AND HOURS OF WORK

A. Mage Increase Eligibility: Al1 employees covered by

the bargaining unit will receive the wage increase negotiated in the
following manner and with the following exceptions:

a. Employees on approved leaves of absence or who
sever employment with M.C.C.E.T,A. will receive the negotiated waqe
increase for the hours worked during the eligibility periad.

b. All employees hired in 1980 and thereafter will
receive a pro-rata share of the Negotiated Wage Increase (N.W.1.) on
the first January following their start of emplojyment, 2., comnenc ing
with the menth the employee started employment and counting ta Doccube
31st, each month of service will represent one-twelfth of the Neqpti-
ated VWage Increase (.0833 times number of months of service, tinecs
Negotiated Wage Increase equals percentage of raise to be applicd).

The month in which Lhe employee is hired will he considered o Tull
month for the purpose of computation of this wage increase. The <ccond
January and for each subsequent January, they will receive a full <hare
of the Negotiated Wage Increase.

¢. In the matter of retirecs and deceased eviployoes,

payment will be made to his/her estale.

i




B. WAGES AND PAY PERIODS:
All eligible employecs effective January 1, 104

s

will receive a salary increase of f{ive percent (5%) comprito:

on his/her December 31, 1982 base salary.

Additionally a one tjm§ lunyp sum payment of f'oue bundysd

dollars ($400.00) will be paid to all eligible employees on stafll
prior to Jonuary 1, 1983 and who continuc on staff and ¢vwidii
cmployed until December 31, 1983 shall be subject to the f'onr
hundred dollar ($400.00) full lump swn one time paymont. o doys
wha are terminated prior to September 30, 1983 will be subjoon Lo
proportionate dollar deduction from their last paychoeck coquol
quarter oi’ the year.

It is further agreed that the lump sum payment witl nof

] J al

included in the omployees 1983 base salaries.
It iz further understood and agrend Lo Lhat S

Litles will receive an adjustment factor as {ollows:
Maintenance (1) employee will receive an adain i R AT
percent totaling to a new basce salary ot (34,0 w _
Van drivers at base salaries of nine thous uavi ¢ L
and ninety one dollars ($U,HH}) at'ter applicabion .0 L
Five (5) percent negolinbed wipre ldereasc will oo
additional Bhirvy Cive dollars ($45) o a new o
thousand ($10,000) doliars. One (1) van drivis - o .
one hundred and thirty Uive dolbaes ($8,135) o) .
n five (5) percent nepotriated wape plus a two . o

inequity adjustment factor to a new base of

seven hundred dollars ($8,700).

elrht theigans



C. HOURS OF WORK: The normal work hours for the Largaining

unit are to be as follows: 8:30 a.m. to 4:15 p.m., with forty-five (45)
minutes for lunch, and these hours are to remain in effect until mutually
changed. However, some employees because of the nature of their work may
be on differenct work schedules, starting times, or quitting times as
assigned by management. Either party has the right to reques! a change
and such request is to be the subject of negotiations.

A1l employees shall receive fifteen {15) minutes hreg
for each half-day period of work, morning and afternocon.

It is understood that all employees will be punctual
on starting times, taking of and returning from rest pericds, lunch
periods, and gquitting times. Any employee uot ohserving working hours

as stated shall be subject to disciplinary action,



D. Overtime: Overtime pay at time and one half (1) will be
paid for all hours worked in excess of seven (7) hours in the work day.
Also, time and one-half (1%) will be(paid for all hours worked in excess
of thirty-five (35) hours in the work week. Saturday and Sunday, the
sixth and seventh consecutive days of the wiork week will be paid at time
and one-half (1%} pay. If the need for overtime arises in a job title,
permanent employees will be offered overtime first. If they (permanent
employees), refuse, then temporary and part-time employees in that job
title will then be offered overtime,

Employees at salaries of ($20,000) or over working overtime
will have the option of declaration for and receiving monctary pay or
compensatory time during the week the overtime occurred in with no change
in option once declared by the employee.

1t is understood that an employee may request conpensatory fip
which will be computed on time and one-half (14) for the hours worked.
However, 1t is further understood that the M.C.C.E.T.A, Direclor or his
designee retain the final authority on the right to grant compensatory
time,

Any hours paid for at overtime rates shall not be pyranide!
used again for computing any other avertime pay in excess of thirty five

(35) hours of the work week for any other pay.

)



E. Merit Increases: It 1s understood and agreed that

pursuant to the intent of the New Jersey Employer-Employee Relations
Act, Chapter 303 of 1968 (N.J.S.A. 34-13A-1 et seq). all wage increases
are limited to the negotiated contractual amounts arrived at by nicans

of the bargaining process. The only exceptions to this policy will be

. represented by promotion to a higher position. In these cases the
promotion policy as contained in this contract will be observed.

F. Promotional Increases: Any employee promoted by

M.C.C.E.T.A. Certification or appointment whose base salary is
£9,999.00 or less will receive a six percent (6%) increase on his/her
annual base salary at the time of appointment; whose base salary

at $10,000.00 to $£14,999.00 will receive a five percent (5%) increase
on his/her annual base salary at the time of appointment; and whos
base salary is $£15,000.00 or greater will receive a four percent (4%)
increase on his/her annual base salary at the time of appointment.,

If the 4%, 5%, or 6% does not equal the minimum of the new <alary

range, he/she will receive the minimum of the new range.

G. Part-Time Employees: A1} part-time employces, bt not

to include seasonal employees, shall be paid a salary based an She annua)
wage for the appropriate classification as set forth in the adopt

schedule, pro-rata.



H. MNewly Hired Employees: During the first ninety (90)
calendar days of continuous employment, an employee stiall have no rialits
under the seniority provision. At the end of the ninéty (90} ralendar
day periad, he/she shall be accorded seniority beginning as of the date
of his employment with M.C.C.E.T.A.

Uuring the probationary period of ninety (90) calendar
days, a now employee will be subject to transfer, demotion, or discharge
and such actions shall not be subject to the terms of this Agreement.

1. New Employees: 1t is the intention of Middlesex County,
in cooperation with the bargaining unit, to start all new employces witl
the bargaining unit at the minimum of the rate range. Exceptions to thi:
policy, if they should occur, will be discussed with/and an explanation
aivers to the Union President for the hire above the minimum of the rang
i1 1s further agreed to and understood that nevly hived
enployees will not be hired above the salary ranges or be equats o the
current salarics of the employees presently employed in the ranages oy
classitication in which the hires may occur.

Jooo Uniform Provision: Uniforms will be purchased and peovi
by the fmplayer; in the following manner: two (2) pairs of pantc and two
(2) shirts per year.

£. Travel Expense: Each cmployce covered under the torms of
this Mgrecment who is required to use his/her personal automobile in Lh
performance of his official duties shall receive twenty cents (9.20) per
wile for the mileage traveled.

The parties agree to automatically adjust travel allowanc

to the new rates as approved by the Board of Chosen Frecholders.

.



County employees who operate a non-County vehicle in the
conduct of their County responsibilities shall forward proof of additional
insurance costs for same from the insurance company providing coverage on
that vehicle. Said proof must consist of a copy of the entire statement
received from the insurance company, including the insurance code relating
to the additional coverage and the cost of same. The County of Middlesex
will review said costs and shall have the following options:

1. Pay for the additional coverage;

2. No longer reguire that the employee utilize his or her
private vehicle in the discharge of his or her County
duties.

L. Supper Hour: Any employee required to work through the supper
hour shall be entitled to reimbursement at his/her reguest at the rate of
five dollars and fifty cents ($5.50). The supper hour shall commence when
the employee has worked a minimum of ten (10) hours.

M. Work Outside Job Description: If an employee works outside

of his/her classification at the written request of the M.C.C.E.T.A. Director
or designee and 1is assigned to fulfill these duties for three and one-half
(3%) hours or more in any one week, he/she shall receive the rate of pay

for that classification or the rate of pay for his/her own classification,
whichever is higher, for the total number of hours worked outside of his/

her own classification for all hours worked during that week.

Sl



I11. SENIORITY, LAYOFF, AND RECALL

A. Seniority Definition: Seniority 15 defined as en

employee's total length of service from date of hire effective after
probationary period has been satisfactorily completed. Seniority
shall accumulate until there is a break in service. A break in con-
tinuous service occurs when an employee voluntarily quits, resigns,
or retires. It is understood that if an employee is laid off during
the course of the year and he/she has completed their probationary
period, the employee's seniority is to be retained for a period of one
(1) year after the date of layoff. Seniority shall continue to accrue
during any period of absence due to sick or injury leave, maternity
leave, military leave, paid leave, or any approved leave of absenco.
The continuance of senjority as stated above shall be observed in
accordance with the County Policy Manual.
Any employee who is a member of the bargaining unit

and is promotod Lo a job excluded from the bargaining unit shall, in
case of layoff or demotion, return to his previous seniority standing
and job classification prior to promotion.

Layoff and Recall: In the event layoffs become nrcessar
for any reason, management shall discuss the layoffs with the Union at
least three (3) weeks in advance of any layoffs taking effect. In addi-

tion, the employee in question will receive a (45) day prior notice

-13-



to his/her layoff.

Léyoffs shall be made in accordance with an cmployeic's
seniority and in the following manner:

a. An employee may bump the least senior employee
first within the same job classification,

b. If there are no employees to bump within the same
job classification then the employee may bump the least senior cnployee
in the same salary range,

c. If there are no employees to bump within the

salary range, then the employee may bump the leasl senior employee in
the next lowest salary range.
: d. If there are no employees to bump within the next
i
lowest salary range, then the employece may bump the least cenior cuployee
in the same manner by going to a lower range in decreasing order,

e. Employees who are bumped in this manncr riay
exercise their seniority in the same manner until an employee with the
least seniority in the lowest salary range is laid off.

f. There shall be no change in pay for an enployee
exercising bumping rights, provided his salary falls within the range of
the job classification into which he bumps. In the event his salary is

higher than the maximum of the range into which he bumps, then his calary

shall be reduced to the maximum of the range. 1In no event will an em-

ployee's salary be increased as a result of bumping down,



g. Employees must be qualified to perform the job
for which they exercise their layoff and bumping riéhts. Qualifications
shall be determined in the same manner as for a newly hired emplovee for
the same position. Determination of abilities and qualifications shall
be made by management.

h. Employees who have been laid off <hall be re-
called as need for their service arises in the reverse order of their
layoff.

i. Employees may either accept layoff ur cxerci.o
their bumping rights in the manner described in this Section, I110,

above.

~-15-



1V. PROMOTIONS AND TRANSFERS

A. Job Bidding and Promotion: All new and vacant pasitians

which are to be filled must be posted by management in the designated
posting areas for five (5) working days. Job qualifications shall bLe
part of the job posting and shall clearly state the qualifications for
the position complying with Affirmative Action. Management will be
responsible for seeing that every work site has job bids posted for the
appropriate length of time.

a. An employee who is selected by a bid process to the
same salary range but different title shall be considered a transfer
bid process. To bid and be selected to a position with a similar <alary
range will not be recognized as a promotion nor shall it resull in
pramational increase.

b. All employees may bid on vacant positions ot the
same time. In considering applicants for the position, those within the
division shall be given first consideration, and the position -nall Iy
filled from within the division whenever possible. If no app!icant wit
in the division is qualified or if no division employee applice for 1)
position, then the position shall be filled whenever possible from
gualified applicants within the Department.

c. Those interviewing the applicants should Ly the
prospective supervisors. HNotification via memo to all bidders of the

status of their bid shall be made within two (2) working weeks of the

= 18-



last day the job was posted. A1l qualified employees biddiny on a job
shall receive an interview. It is understood that where one or more
employees are relatively equal in qualifications for the job, then
seniority shall be the determining factor. Management will present to
and discuss with an employee, at his request, the reasons for selecting
an employee of less seniority for a higher job on the basis of ability
and gualifications rather than on the basis of seniority.

d. Employees on layoff shall be eligible to bid
on job openings but it shall be both the Union's and Management 's
responsibility to notify laid off employees of any job postings which
may occur during the lay off period. The exceptions to the job bidding
and promotion procedure will be the Chiefs, Deputy Director, and Director.
However, it is also understood that the determination of ability and
qualifications shall be made by management.

e. Filling of vacant positions is to be decided
by the Director in his review of timeliness and need. However, if a
position is in bid process, the Union will be nolified in writing of
reasons if the selection process exceeds the timeliness per this
Agreement.  The Union will be notified of all job posting via c/c of
the posting - concurrently with the Division Chiefs. The Union will
be notified of the candidate selection after CS6 approval. ODoth lnion

and Management will notify employees on leave, layoff, or absent, of al)
job postings.

-17-
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f. A1l temporary sta%F employees shall not have
the same bidding rights as regular empleyees subject to the following
exceptions:

(1) Posting of staff openings will be for the
reqular staff personnel of the agency first.

(2} If no regular staff employees bid on the
position posted, then the temporary employee will have the opportunity
to file a bid for the existing job opening as posted.

(3) This provision shall only apply to temporary
staff employees during the period of time that they are actualiy on
payroll status.

B. Special Assignment:

(a) A Special Assignment is formed and exists on an
as needed basis. For record and review of status purposes, it i
understood and agreed that a Special Assignment will not exceed oue
{1) year. However, the Executive Director on his own authority will
decide on the continuance or cancellation of special assiguuents nd
employees assigned thereto. The Union will be notified once a snocial
assignment is approved by CS6.

(b) Employees receiving a special assignment wil)
receive a five percent (5%) increase for the period of time thoy are

on special assignment, providing they have been assigned highor rosponsi-

1B-



bilities. There will be no probationary period and. the selccice
serves at the discretion of the Executive Director. When no lunger
on special assignment, the employee will return to the posifion and
salary held immediately prior to the special assigmment.

C. Employee Transfer: There will be no additional prabationary

period for employces who are laterally transferred if the transfor is to
the same salary range.

a. There will be no additional probationary period
for employees who exercise their bumping rights if they bump intc the
same title as well as the same salary range.

b. It is understood and agreed that the probationary
perios is restricted: to new hires other than PSE hires froae M.C.L.E.T.0.
participant statf to M.C.C.E.T.A. reqgular staff; to all promoticic and
semotions to positions not previously held by the enployee.

c. A transfer within a division or componcnt ‘o
a position having the same tille and salary range will be conicercd
lateral transfer and shall preclude a probationary period.

d. It is further understood and agreed 1o tha
when management deems it necessary to transfer an employec it vy do
o in order to dinsure proper function of M.C.C.E.T.A. or ity aqrncic

Management retains the right to do so for the time necessary.



D. Permanent Transfers: When transfers become necessary

(permanent transfers within the same job classification) M.C.C.E.T.A.
shall post a notice to employees informing them of the work site of the
transfer and how to apply for the transfer.

a. Employees will have five (%) work days fram (he
date of posting to apply for the position. Where two or more qualified
employees have expressed an interest in the transfer then the senior
employee will be transferred.

b. If no employees have expressed interest then the
management shall have the right to transfer the least senior employce
in the job classification to the vacant position.

c. It is further understood and agreed to Lhal when
management deems it necessary to transfer an employee it may do <o in
order to insure proper function of M.C.C.E.T.A. or its agencies.

HManagement retains the right to do so for the time necessary.

-20-



V. BENEFITS

A. Blue Cross-Blue Shield: All full-time employees and

employees' eligible family (as defined by Blue Cross-Blue Shield) <hall
be covered by EBlue Cross-Blue Shield 1420 Series and Rider J at the
Employer's expense. Blue Cross-Blue Shield 1420 Series will be effective
on the date when passed by resolution by the Board of Chosen froeholders.
Major Medical for the eligible employees and family shall be supplied at
the Employer's expense.

B. Dental Plan: A}l full-time employees shall he coverad by
the Great-West Life Assurance Company Dental Plan, or a similar plon, af
the Employer's expense.

C. RCHP: The Rutgers Community Health Plan (H.M.0.) i
available to the employee as an alternate Lo Bluc Cross-Bluc Shield,
Pider J, and Major Medical. The County will contribute the samc mount
toward R.C.H.P. coverage as is elected, the employee shall be subjeoct to
a payroll deduction, if any, depending on the type of coverage.

D. Vision Care: ATl full-time employees of this bergai MW|.
unit, who have been employed for more than sixty (60) continuoue daye
shall be covered by the Vision Care Program. [1ligible employce. we on-
titled to one (1) reimbursement each during a two (2) year pericd. The
reimbursement is limited to the employee only and to the follawing allowancos:

Eye Examination - $20.00

Lenses and Frames combined -or- Contact lenses - 530,00

=27 -



E. Drug Prescription Plan: All eligible employees and
eligible employees' family will be covered by a drué prescription program
at the employer's expense. There will be a one dollar and twenty-five
cents {$1.25) co-payment for prescription for employees.

F. Part-Time Employees: Part-time employees will be

covered by the Hospital and Dental Programs and the Drug Prescription
Programs if they are scheduled for @nd work) twenty (20) hours or nore
but less than thirty-five (35) hours each work week.

G. Disability Insurance: Disabiiity Insurance will be

pursuant to County policy in accordance with the NJPL for 1980 regarding

Temporary Disability Benefits.

27 -




VI. HOLIDAYS AND LEAVES OF ABSENCE

a. Part-time employees will be entit?ed'to one (1) bereave-
ment day based upon the same basis for full-time employees.

b. Part-time employees are nat entitled to personal diys or
longevity.

¢. Regular part-time employees shall be paid for tha' portion
of the holiday that they would have been scheduled to work on that day.

d. A list of paid holidays is attached to Appendix B

e. Paid holidays shall not be charged to any leave time.

A. Vacation Leave: A new employee shall be granted vacation

leave only at a rate of one (1) day per month on a month-to-month basis
until the completion of one (1) full year of employment. Upon completion
of said year, a pro-rata number of vacation days shall be credited to the
employee for the balance of the calendar year ending December 31st.

a. If separation occurs before the end of the year and
more vacation days have been taken then is appropriate, the per diem rate
of pay for the excess days shall be deducted from the final pay.

b. All employees shall be granted vacation leave hasod

upon the following schedule:

YEARS OF SERVICE AMOUNT OF VACATION
Less than one year One working day for each month o
service.
One to five years Twelve working days during cach year

of service.

Six Lo nine years Fifteen working days duriveg cach
of service.

-23-



YEARS OF SERVICE AMOUNT OF VACATION

Ten to twelve years Sixteen working days during each
year of service.

Thirteen to twenty years Twenty working days during each
year of service.

Twenty-first year or more Twenty-five working days during
each year of service.

It is understood that when reference is made Lo "oix

b

to nine years, etc.,” six means the start of the sixth year, etc.
¢. The employer and his designated representatives

shall attempt to schedule work, insofar as possible, to preclude changes

in the vacation scheduling. Al provisions of the Department of M.C.C.L.7T.7

concerning emergencies, etc., shall be observed by both parties. [mployees
shall submit requests for vacation time no later than May lst of cach

year, with first and second choices. The first choice requested <hall

be on the basis by agreement of the employce's immediate Supervisor. It
shall be assumed that an employee with one or more years of sorvice will
remain in service for a full calendar year or portion thereof for that
year when requested as permitted by the vacaltion schedule,

d. Any employee leaving the scrvices of the County shol)

be paid on a pro-rated basis of one day for each month of service.

B. Vacation - Part-time: Each part-time employee who work:

the equivalent of twenty-two (22) full working days shall carn one (1)
day of vacation leave. (8 hr. employees = 176 hours --- / hr. enployecs =
154 hours). Vacation for part-time employees shall be increased on a pro-
rata basis after six (6) years of service in accord with the vacation

schedule for full-time employees.
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C. Sick Leave: A new employee shall earn sick lrave at
a rate of one and one-quarter (1%) days per month on a month-to-manth
basis until completion of one (1) full year of employment. Upon com-
pletion of said year a pro-rata number of sick days shall be credited
to the employee for the balance of the calendar year ending December
3lst.

a. If termination occurs before the end nf the year
and more sick leave has been taken than earned, the per diem rate of pay
for the excess days shall be deducted from the finé] pay.

b. Sick leave shall accumulate year-tu-year wilh an
additional fifteen (15) days credited to the cmployee at the Loginning
of each successive calendar year.

| C¢. Days lost due to injury or illness avicing oul of
or caused by County employment for which the employee has a ¢laim for
Workmen's Compensation which has been approved by the appropriate County
authorities or sustained by an appropriate Court of competent juri<iicti.-
shall not be charged to sick leave.

d. During the time that the Personnel 0{{ice is deterirind
whether the injury or illness results from the working condition:, en -
ployee may take any accumulated sick leave. In the event a leave with oy
is granted, the sick leave used by the employce will be recrodited tu ihe

employee and the sick leave injury will be retroactive to the date which is

determined by the effective date of the Freeholder Resolution adopling aame,

s



e. Furthermore, all of the requirements of N.J.5. 34:15-1
shall govern and control the Injury Leave and Compehsation Cenefits including
the requirements for reimbursement and Lhe basis for not granting an Injury
Leave as more fully set forth in the Codified General Resolution of the
County of Middiesex,

f. Employees must call Division Head or Immediate Super-
visor notifying sickness.

g. Employees who report sick for five (5) days or more

must submit doctor's certiificate to Human Resources,

F. Sick Leave - Part-Time: Each part-time employce who works

the equivalent of twenty-two (22) full working days shall earn one and

one-quarter (1%) days of sick leave. (8 hr. employees = 176 houre;

7 hr. employees = 154 hours).

F. Accumulated Sick Leave: Employees covercd under the tern

of this Agreement shall be entitled upon retirement to receive a lump sum
payment, as supplemental compensation, (one-half payment), for cvery full
day of Middlesex County earned and unused accunulated sick leave fnot Lo
exceed $12,000) which is credited to him/her on the employment rocords

and certified by the appointing authority on the effective dale of nis/her

retirement. This policy will be administered in accordance wilth the Penalu-

tion adopted by the Board of Chosen Freeholders authorizing saue
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MIDDLESEX COUNTY

C.E.T.A,

REQUEST FOR BEREAVEMENT LEAVE

EMPLOYEE'S NAME

NAME OF DECEASED

YOUR RELATIONSHIP TO DECEASED

ADDRESS OF DECEASED

FUNERAL DIRECTOR OR MINISTER

DATE OF DEATH _

DATES OF REREAVEMENT LEAVE

THPLOYTE'S SIGHUATURE




G. Bereavement Leave: (a) All full-time employees shnll

be eligible to receive a maximum of three (3) full-time days leave in

the event of the death of his/her spouse, child, son-in-1aw, daughbtor-in-law,
parent, mother-in-law, father—in-law,{brother, brother-in-law, sister,
sister-in-law, grandparent, grandehildren, aunts, uncles, and any other

relative living in the immediate household, such leave is separatc

and distinct from any other leave time. Verification of Dereavement Losve:

Specifically in those cases where the deceased person 13 nof a niomber ol
the employee's immediate family or a close family relative, i.e. husband,
wife, sister, brother, child. In these cases, no request tor bLercavement
leave will be required, and the employee need only notify hiv/tier Suporvicor
ol' the leave and the dates that bercavement will be used. 1o oll other
cases, a simple request form, that will be provided by C.E.T.A. Perzorse?
Ofr'ice, must be submitted by each employee who requests bercovonent leon

for other than immediate or close family members. 1f an o

NNJs QYL 5

2

unable to submit a request form prior to the leave, in zuch canes, i
ciiployee will submit Lhe reguest form upon return Lo duty.

(b) It is understood and agreed that such loawve will b
comrunicated to the Division Head by the employee and said smpdzyea: sinll
re granted three (3) days leave of absence consisting of thr e

working days next following the day of death until the date " Lonin

{(2) The employee will be compernuated for lost bl

during said period from his regularly scheduled work, not e vuoo ! gl
(3) days. The bereavement hours paid for, but not worked, will b
used in compubing overtime in excess of Lhirtv-tive (3%) hour:: o Lhe

work week.
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H. Personal Leave: All full-time employees shall have four (4,
personal days in addition to those above for any personal purposc. Personal
holidays may be taken on separate days; however, the employee will qgive thi
employer three (3) days notice for each personal holiday to Le taken. [ew
employees shall accrue one holiday at the end of cach third (2rd) month of
enployment and severance pay shall be calculated considering personal
holidays on the basis of one (1) accrued personal holiday per third (2rd)
month of cmployment completed in the year said employment is terminated.

It is further understood and agreed that personal days con b
taken by employee on notice to his Supervisor of an emeracncy situatior
that may occur prior to an employee's scheduled starting time. Powever,
if the emergency personal leave exceeds one (1) day, documentaticn will

be necessary as to the reason why additional day/days were taken.
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VII. GRIEVANCE AND DISCIPLINE PROCEDURES - AFSCME LOCAL #1437

A. Grievance Procedure: Definition: A gricvance shall be

defined as any difference or dispute concerning the interpretation, ap-
plication, or claimed violation of any provision of this Agreement or

any complaint by an employee as to any action or non-action token towards
him which violates any right arising out of his employment. A yricvance
must be initiated within one (1) year of its alleged occurrence,

Step 1. The grievant will submit his gricvance, writlen
or orally, to his immediate Supervisor. Union Represcniztinn, at this
step, is the Shop Steward. The immediate Supervisor shall recpond, in
writing, within two (2) working days from the date Lhe gricvance wan
submitted.

Step 2. If the grievance has not heen settled, it may
by presented in writing by the grievant to the Division Chief within
five (5) days from the date of the Step 1 response. Union Pepresentition
at this step is the Shop Steward. The Division Chief shall responl an
writina within five (5) working days of the dale of presentafion to
Step 2.

Step 3. If the grievance has not becn settied, 1t moy
be presented, in writing, by the grievant Lo Lhe Cxeculive hrector ar

.l

his designee within five (5) working days of the date of the Step ?




response. Union Representation at this step may be the Shop Steward
and the Local Union President. The Executive Directbr or his dewignee
shall respond, in writing, within five (5) working days of the dale of
presentation for Step 2.

Step 4. If the grievance still remains unsettied or
unanswered by the Executive Director or his designee, it shall he <ent
to the County Personnel Department in writing within five (5) working
days after the response is due from the Executive Director or his
designee,

The Director of Personnel or his designee and a rosponci-
ble Tabor leader who resides within the Counly of Middlesox who whall
be selected by the Union will hear and decide the case jointlv. Union
Representation at this level shall be a Union Steward, the Local Vaian
President and an AFSCME Council Representative. The decision at lho
Director and labor leader level, if unanimous, will be binding on bLoth
parties. They shall respond in writing within five (5) working days of
presentation at this step.

It is further understood that tie M.C.C.E.T.8. (hicfs,
Deputy Director, and Executive Director will nof any time be desio o ted
by the Mrector of Personnel to sit as Hearing Officers cancerning [,
employees in any disciplinary matters.

Step 5. 1If the grievance has not been settled it way he

presented, in writing, by the grievant to the Director of Personnel wilhin

five (5) working davs of the response on the imuediate precoding otep.
¢ i |
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The Director of Personnel and AFSCME shall appoint a Liird party who
will respond in writing within five (5) working days of the date of
presentation at this step. This response will be final and binding on
all parties.
The third party will be chosen by the County and thi

Union from a panel of five (5) hearing officers. In all grievances,
which go to the final step, the hearing officers will be selected Tram
the final names:

Jim Begin

Jack Chernik

Barry Stark

Joan Veitzman
William Weinberg

The parties shall first attempt to reach agreement on the alove elocted
names for a hearing officer. In the event they cammol agron, Thoo thoy
At

hall choose by alternately striking names until one name i JTefl. in
the first such instance, the County shall strike first. Afwver thobl, the
Union shall be the first to strike, and so on, alternating the order of
stiriking on each successive instance,

The grievant may be vepresented at (hiis tindl slop by
the Shop Steward, Local Union President, or designee, are! o AFSOET Gl
Representative.

Concluding Statements - Grievance Procedure

a. In the processing of a grievance, wherever Lthe ter
"response’ js used, it is understood that such a response il be bacod

upon a hearing.



b. Time limits at any steps may be extended by mutual
agreement of the parties. Such an extension shall be without prejudice.
If the third party Hearing Officer's decision exceeds the time frame,
both the County and the Union will accept this delay without prejudice.

c. Any response made at any step which is not presentea
by the grievant to the next step within the five (5) days or within an
extended time frame as may be mutually agreed upon in writing shall be
considered a final settlement and such settlement shall be Liading upon
the grievant.

d. The Hearing Officer on each level will send, in a
timely manner, a copy of the decision rendered as soon as it ic ayailable
to all Union officials present, as well as the Local Union Procident,
management, and grievant.

e. When there is a grievance where the particn nulually
agree, such grievance may be initiated or moved to any step witbont being

heard at a lower step.

st

f. The cost of the third party Hearing Off |
shared equally by the Union and the County.

g. It is understood and agrecd thal any sctilomont of
grievance is limited to the date of the filing of the gricvance.

. The grievance procedure, as contained in this cantr
shall be strictly adhered to: It is understood Lhat the employoe nmust
sign his/her arievance. Grievances without employee's signature <hinll ned

be accepted or processed.



B. Minor Discipline: It is understood that minor disciplinary

action means a suspension or time off for a period of one day or lecs but
not to exceed five (5) days. It is understood that an employece may arieve
any minor disciplinary action. Minor disciplinary action may inciude
oral warning or reprimand, written warning or reprimand. /Any enployee
who receives a letter of warning, reprimand or who is given dicciplinary
time off shall have a copy of the action taken, placed in his personnel
file where it will be kept for a period of one (1) year providing that no
recurring disciplinary action was taken against the employee in 11c sane
year. If there is a disciplinary action taken within the same year. the
file shall be kept until such time that there is a period of cae (1) year
without disciplinary action at which time the record of discipline shall
be removed from his file.

a. Employees are selected to fill CETA positions baced
on their qualifications, and the employees are expected to perform in o
creditable manner. However, occasionally, a Supervisor may find it neces-
sary to correct, suspend, or terminate an employce due to failurc to con-
form with the established standards, conduct, or regulations. The immedi-
ate Supervisor will arrange a meeting with the employee and informally
discuss the situation prior to commencing the disciplinary ~2ction. At
each step of the procedure, employee must be advised of the folliing:

{1) The situation, clearly stating all reasnns

(?2) The corrective action necded
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(3) The consequences in terms nf future action

that will be taken.

b. Minor disciplinary action taken against an employce
shall be initiated within ten (10) working days of the allegod incident
or within ten (10) working days of reasonable knowledye of ils occurrence.

It is understood that an employee may gricve riinor

disciplinary action by the application of the grievance procedure provision

Step 1. Oral Warning: Given by the jmmediate Supervisor
and clearly stating all the reasons for the warning. Notation is made in
employee's personnel file including the employee's reaction to the warning.

Step 2. Written Warning: Given by the ifmncdiate Tuper-
visor with agreement of the Division Head or next hiagher level of aulhority
The immediate Supervisor will arrange a meeting and provide the enplove
with 2 written warning notice. The notice shall clearly state all i
reasons for the warning. The immediate Supervisor shall note the voployee"
reaction to the warning and both the Supervisor and the cnployee shall sign
the form. The original of the form shall be given to Lho coployro, and
copies will be retained by the Supervisor, Divisian Head, [ernonne) nd
Staff Director.

Step 3. Suspension: By the Division Head bascd on reconi-
mendation of the immediate Supervisor with approval of the “taff Director.

(a) A one (1) to five (5) day suspension without pey will
serve as a final warning to employee of Lhe seriousness of the situation

and that corrective action is needed by the employee 15 he/ohe i< to contir

employmnent .
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(b) The Division Head shall suspend the employce it
writing and shall send a copy of the letter of suspension to County
Personne, Executive Director, and the Union President.

(c) The firstday, if possible, but no later than Lho
third day after the employee returns from the period of suspension, a
meeting will be held with all involved parties.

The extreme seriousness of the situation will he dig-
cussed, corrective action clearly outlined and the consequences thereaof,
in terms of what future action will be taken.

Disciplinary action relating to minor offenses, cxanples:
failure to follow work rules, horseplay, etc., will go through the winor

discipline action from the beginning.
b. Tardiness (within one (1) calendar year)

Failure to conform with, and observe, punctual startirag times

will result in the following:

1. Oral warning - ( 3rd instance)
2. Oral warning -- ( 6th instance)
3. Written warning -- ( 9th instance)
d. Written warning -~ (12th dinstance)
5. HWritten warning -- (15th instance)
= 6. One day suspension - (1°th instance)
7. Two day suspension -- {21st dnstance)
G&. Three day suspension -- (24th dinstance)
9. Four day suspension - (27th instance)
10. Five day suspension - (30th instarco)
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11. It is understood that excessive tardiness portains
to those instances of tardiness in excess of a five (5) minute grace
period, in excess of three (3) working days in which the employce was
tardy and without medical reasons or other just cause,

12. It is also understood that disciplinary action will
be progressive and initiated when an employee is tardy on three (3)

working days according to the above provisions.
¢. Absenteeism (within one (1) calendar year)

1. Any unauthorized absence of an employee from work
shall be on absence without leave and is cause for disciplinary action.

2. Chronic or excessive absenteeism shall be caune for
disciplinary action.

3. It is understood that chronic or excessive abaentecisn
pertains to those employees who are absent without authorization, medical
veasons, or other just cause,

4. It is also understood that the progressive dicciplinary

action proceed as follows:

(1) Oral MWarning (G) One Day Suspension
(2) Oral Warning (7) Two Day Susprnsion
(3) Written Warning (8) Three Day Suspension
(4) Written Warning (9) Four Day Suspension
(5) Written Warning (10) Five Day Suspensinn




C. Major Discipline or Discharge: Such action may be

initiated by the Executive Director or designee upon written recomnenda-
tion of the Division Head.

In the event there is not a satisfactory and irnediate
improvement in conduct, attitude or performance, the txeccutiv. “ircctor
or designee shall meet with the employee and provide the employee with
a notice of Major Discipline which shall state the case and clearly de-
fine the reasons for action.

A copy of the notice of major discipline shall be pro-
vided Lo huwman sesources and Division Head.

Union Representation at this level may be requentcd by
the employee in question.

(a) Any employee may be suspended or discharged unly
for just cause. Disciplinary action may warrant suspension withoul pay
in excess of five (5) days or discharge.

Where it is proposed that an cmployee may be suspended
without pay in excess of five (5) days or terminated, no such actinn may
take place until the employee has first had a fair and impartial hearing.
however, disciplinary action concerning major offenses may warrant dis-
charge in extreme cases, if the offense is grossly detrimental fo manaae-

ment's control of the work force or the work situvation.

-37-




In major discipline the employee shall be notificd in
writing of the charge and specification giving rise to the propnued dis-
cipline within ten (10) working days of the alleged incident or ten (10)
working days within reasonable knowledge of its occurrence.

(b) It is understood that the procedure for a third party
hearing will be in the following manner:

(1) If the employee elects to appeal the major dis-
cipline, he may do so presenting his appeal in writing to the Director
of Personnel within five (5) working days of the date of the notice of
major disciplinary action. The Director of Personnel and AFSCME shial)
appoint a third party who will respond in writing within five ()
working days of the date of appeal. This response will be fin:l nd
binding on all parties.

(2) The third party will be chosen by the County and
the Unio~ from a panel of five (5) Hearing Officers. The hearing officere
will he selected from the following names:

Jim Begin

Jack Chernik

Barry Stark

Joan Weitzman

William Weinberyg

The parties shall first altempt to rodacn agrewien
on the above selected names for a hearing offticer. In the avent Luey car-

4

not agree, then they shall choose by alternately striking namnce until one (1)




name is left. In the first such instance, the County shall strike first.
After that, the Union shall be the first to strike, and so on, alternating
the order of striking on each successive instance.

(3) The employee may be represented at this final step
by the Shop Steward, Local Union President, or designee and an AFSCME

Council Representative.
(c) Any one of the following shall be cause for dincharge
although discharge may be made for just causes other than those listed:

1. Neglect of duty

2. Incompetency or inefficiency

3. Insubordination or serious breach of discipline
4

[ntoxication while on duty

5. Chronic or excessive absenteeism
6. Conduct unbecoming an employee

(d) It is understood that the employee may appeal dicchargn
for any cause in accordance with the provisions above for a fair und
impartial third party hearing.

{c) Tardiness: If during the same calendar yoar, cecossiv
tardiness continues subsequent to a five (5) day suspension, major dis-
ciplinary action according to the provisions of the contract will follow

(f) Absenteeism: If, during the same calendar ycor, unacinorized

leave continues subsequent to a five (5) day suspension, major dicciplinary

action accarding to the provisions of the contract will follow.
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(9) Concluding Statements - Minor and Major Uiscipline

(1) 1In the processing of minor and major Jdiccipline
wherever the term "response" is used, it is understood that <uch a
response will be based upon a hearing.

{2) Time limits may be extended by mutual agreement
of the parties. Such an extension shall be without prejudice.

(3) If the third party Hearing Officer's decisiun ex-
ceeds the time frame both the County and the Union will accepl this delay
without prejudice.

(4) The cost of Lhe third party Hearing Officer shall
be shared equally by the Union and the County.

(5) Provisions for minor and major discipline as con-
Lained in Lhis contract shall be striclly adhered to: 1L bo undorstond
that the employee must sign his/her appeal.

(6) Appeals without employee's signature shall not be
accepted or processed.

(7) Copies of the disciplinary action shall Le qiven Lo
Lhe Unian President.

(8) Union Representation at any disciplinary wlep ma,
inc lude the Shop Steward and Union President. Union representation at a
major or minor discipline hearing may also include the AFSCHME Council

Representative.
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VIII. RULES, REGULATIONS, AND CONSTRAINTS

A safety

a. The Employer agrees to take all possible mieasures
for the safety and adequacy of all working areas and equipment provided
for employment use.

b. The Employer will appoint a designated menber of
the Union to the Safety Committee.

C. Where safety equipment is provided, it i -ir
responsibility of the employee to utilize such equipment.

d. Any unsafe or hazardous conditions that re roported
to management by the Safety Committec should be corrected in a roauonab’ o/

Limely manner.

B. Supremacy of Contract: County and M.C.C.E.T.A. and/or

County Personnel Handbooks will remain in effect unless covered by this
Agreement. If covered by this Agreement, the Agrecment will Lake precedenci.
If the Agreement is silent on a particular item, the existing policy will

be followed. FProposed new rules or modifications of existing vules covering
working conditions shall be negotiated with the Unijon before they are
established. The M.C.C.E.T.A. Personnel Policy Manual referrcd to hercin
consists of forty-four (44) pages, ending with Page 44L and the current

manual has been initialed by the parties as of March 20, 1979.
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C. Savings Clause: 1t is mutually understood and ayreecd

that benefits currently enjoyed by employees shall remain in cffect.

D. Rights and Privileges of the Bargaining Unit:

a. The Employer agrees Lo make available Lo the Union
all public information concerning the County together with infarmation
which may be necessary for the Union to process any grievance or compleint.
A1l requests shall be made through the Personnel Director.

b. Whenever any Representative of the Union ar any
employee is mutually scheduled by the parties to parlicipate during working
hours in negotiatiuns or grievance procedure, he/she shall suffer no loos
in pay.

¢. The Union will have the use of bulletin Loards to
disseminate Union information.

d. The Employer agrees that employees who are duly
authorized representatives of the Union shall be granted a leave of
absence for an aggregate period not to exceed ten (10) paid and four (4)
unpaid days in any calendar yecar for the purpose of traveling to ind from
and attending any State, District, or National Convention of Local 1437
Council #73/AFSCME, AFL-CIO. It is understood and agreed that thoege daye
are not cunulative and any unused leave are cancelled at the end of the

year.

£. Management Rights: All of the rights, power, and authority

possessed by the employer prior to the signing of this Agreement are rotained

exclusively by the employer subject only to such Timitations as are specifical-
ly provided in this Agreement.

- 7.




R T  STIRNGASE Ty o Th—

It is further understood that the Employer shal) have
the direction of the working force, the vight to plan the aperatians,
the right to hire, the right to determine the qualifications of appli-

cants for employment, and the right to determine the number and clacs
of employees to be retained in employment. The Employer also vetains

the right to impose discipline for just cause, including violation of
rules and requlations, or other misconduct, subject to the right of the
employec adversely affected to appeal through the grievance procedure

as specified herein.

F. MNo Strike or Lock-Dut: HMeither the Union or the conloyer
nr the Emglnypr shall interfere, instigate, prowote, sponsor, cracne in
or condone ony strike, lock-out or concerted wrk stoppage. 1n ik
event that any person violates the terms of the no-strike clonce, tha
nublic employer shall have the right to discharqge or otherwise diccinline
such percon for the breach of the no-strike clause. The sole quent ion
shall be whether the employee has engaged in the prohibited activity.

G. Suspension of Provisions of Agreement: (a) If during the
life of this fareement there shall be in existence an applicatile vl
regulations, or orders issued by Govermmental Authority which <hall vender
invalid any provision of this Agreement, such provision shail Lo dnpedi-
ately suspended and have no effect so long as rule, regulation, nr order
shall remain in effect.

(b) In the event that any of the provisions of thr
Agreement shall be keld in violation of the State or any Federal law
or requlation, such determination shall not in any way offect the re-

maining provisions of this Agreement.
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(¢) Total Close Down of Middlesex County Comprehensive
o7 anioyment and Training Administration (C.E.T.A.):

1. It is understood and agreed that a total close down of
Middlesex County C.E.T.A., as an organizational service program, will be
recognized with a legal governmental declaration that as of the given
date C.E.T.A. no longer will function as such and méy be transferred to
other titled service programs as federal funds may become available.

2. It is also understood and agreed that (5) working days
per year will be recognized as payable severance for a period of up
to ten (10) years. For service after ten (10) years, (10) work days
per year will be recognized as payable severance.

3. Pmployees with unused sick time will be eligible to
receive payment for half (3) of their unused sick days (up to a maximum
of $12,000.00) on lay-off due to a close down announcement stated herein
or;due to a lack of funding whichever may occur first.

4. Employees eligible for unused sick time or severance
will be subject to the following exceptions: 1If any employee resigns
or is terminated for other than total close down announcement or lay-off
due to lack of funding, this employee will not be eligible or receive sick
orASeveranee payment. It is further agreed that severance pay conditions
will depend on the availability of funds to pay for the same.

5. It is further understood and agreed that any employee
crossing over to a new title program of employment, or with any New
Jersey governmental unit, within 30 days of the closze down or lay-off due
to lack of funding, where he may carry forward his unused sick leave, will
not be eligible for sick or severance payments.

6. The Board of Chosen Freeholders reserve the right to
complete all programs that they have committed to for this fiscal year and
that all or any part of this Agreement be contingent upon approval of
the Board of Chosen Freeholders and the United States Department of Labor.
Ve AR
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(d) Cross Over Clause: It is understood and aareed that in
the event of a total close down of Middlesex County Comprehensive Dinploy-
ment & Training Administration (C.E.T.A.), as a serv%ce organizat ion,
the following terms and conditions will be observed and applicd on
substitute employment and training programs that fall within tre authority
Jjurisdiction and approval by the Board of Chosen Freeholders.

1. 1t is understood and agreed that the employees of
Middlesex County C.E.T.A., AFSCME, Local #1437 bargaining unit will be
granted the right for application of employment into any new (substitute
program) that may replace M.C.C.E.T.A. as a service and/or training
progran,

s ]

7. It is further understood and agreed that cmployers
presently on staff, making application for new proqram employmont, pnst

be qualified and able to perform in positions applied for with the under -
standing that the number of employees, and the class of employees, wil]

be subject to a final determination on qualification as maede Ly V.C.C.L.T.
mariagement vegarding the position as applied foy hy emplayecs <ooiinn cron

pver employment,

3. Employees crossing over, and who are employcd in new
positions, will retain their seniorily rights, layoff and recall rights

K

onoan as needed basis as determined by management .,

4. 1t is further understood and aqreed that cuplo ey,
crossing over and employed in new substitute programs will be subject
te all rules and regulations as mandated by new programs, orgocizational

structure, and/or quidelines.




H. Computation or Typographical Errors: During the life

of this contract, computation or typographical errors may be currccted
from the date of occurrence.

[. Duration of Contract: It is hereby agreed that tnis

Agreement shall remain in full force and effect from January 1, 1903
until December 31, 1983 and all provisions herein, unless otherwise
provided, shall be retroactive as of January 1, 1983. All of Lhe
provisions of this Agreement shall remain in full force and effecl un-
til a successor bargaining agreement is negotiated.

This Agreement may be reopened for 1984 contract
negotiations by either party upon notice in writing of at least <ixly
(60) days and no more than one hundred and twenty (120) days prior to
December 31, 1983,

Within thirty (30) days of the signing of this contract
M.C.C.E.T.A. will furnish a copy of the contract to every current and

every new employee.
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APPENDIX A

EMPLOYEE TITLES REPRESENTED BY LOCAL #1437

Auditor A-26 -$16222 - 270949
Auditor/Purchasing A-26 $16222 - 27099
Administrative Secretary A-20 $12147 - 20222
Data Processing Specialist A-26 $16222 - 27099
Employment. Specialist A-24 $14829 - 24543
Fiscal Auditor Analyst A-28 $17869 - 29275
Maintenance A-10 $ 7520 - 124)2
Program Analyst Specialist A-74 $14829 - 245473
Planner Program Specialist A-26 $16222 - 27094
Participant Services Aide A-70 $12147 - 20207
Payroll Specialist A-26 $16222 - 27009
Van Driver/Maintenance A-13 $ 8679 - 14370
Participant Auditor A-25 $15457 - 25014
senior Payroll Analyst A-28 $13212 -

CRU 11 Specialist A-20 $12147 - Zupv?




J. SIGNATURE PAGE

COUNTY OF MIDDLESEX:

By Its Board of Chosen Freeholders Attest:
\ X
Marie J. MacWilliam, Clerk to the Board tephen J. Capestro, Director

L 9t

Local #1437, Council #73, AFSCME

Representative
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