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PREAMBLE

THIS AGREEMENT made this 3() day of December, 2002 between the COUNTY
OF MIDDLESEZX, a Municipal Corporation, by its Board of Choseﬁ Freeholders (hereinafter
known as the Employer ) and the AMERICAN FEDERATION OF STATE, COUNTY AND
MUNICIPAL EMPLOYEES (AFSCME), AFL-CIO Local 3460, RARITAN BAY MENTAL
HEALTH CENTER PROFESSIONALS, and MIDDLESEX COUNTY MENTAL HEALTH
CLINIC PROFESSIONALS (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 303 of the Laws of 1968, and 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 upen certain terms of iemployment
as a result of negotiations carried on pursuant to Law; it is understood that this Agreement
contains all the terms and conditions of emp}c;j'mem between the County and the e‘;hployces
covered by this Agreement. Previous or past practice existing or alleged to have been existing
prior to the effective date of this Agreement shall not be admissible in any judiéial or grievance
procedure hearing.

NOW, THEREFORE, subject to Law as herein provided, the parties hcretd, in. |
consideration of the following mutual prdmises, covenants, and agreements contained herein, do
hercbj( establish tﬁe foliowing terms and conditiéns which shall govern the activities of the

parties and all affected employees.



ARTICLE 1

RECOGNITION

American Federation of State, County and Municip.ai Employees, AFL—CiO, Local 3460,
Raritan Bay Mental Health Center Professionals, is hereby designatéd as the cxclusivé bargaining
agent for all full-time and pari-time non-supervisory professional employees employed by the
County of Middlesex at the Raritan Bay Mental Health Center, in the job titles sc-:trform in Article
9 for 1999 to 2001.

ARTICLE 2

NON-DISCRIMINATION

The COUNTY OF MIDDLESEX is committed to basing judgment conﬁe;rf;ing employees
solely on their qualifications, abilities, and performance. Neither party to ﬁﬂs‘Agrcemént shall
diseriminate against any employee because of race, sex, age, pationality, Ieligioﬁ, marital statas,
handicap, politicalr or Union affiliation. Any such alleged discrimination may be pursuea under
the grievance and arbitration provisions of this Agreement. |

ARTICLE 3

MANAGEMENT RIGHTS

Except as in this Agreement otherwiée provided, the Employer retains the exclusive right
to hire, direct and control operations; 10 discox'ninue, or recognize or combine any Department o1
Branch of operations with any consequent reduction or other changes in the working force; 10
hire and lay off cmpioyees;"to promulgate rules and regulations; to introduce new of improved
methods or facilities regardless of whether or ot the same cause a reduction in the working

force and in all respects to carry out, in addition, the ordinary and customary functions of



management. None of these rights shall be exercised in a capricious or arbitrary m.anner.

The Union, on behalf of the employees, agrees to cooperate with the Employer to attain
and maintain full efficiency and maximum patient care and the Emp§oyer agrees to receive and
consider constructive suggestions submitted by the Union toward thése objectives.

ARTICLE 4

UNION RIGHTS

A. The Union will furnish to the Center Director a list of duly elccteé or appointed
Shop Stewards within the ten (10) days after their election or appointment. These Stewards will
not be transferred or reassigned to another location without a ten (10) day prior notice In %Nrit'mg
to the Union with the reason a transfer is to be affected. Unreasonable *_tfansfe"r of a Steward is
subject to the grie\?ance procedure.

B. The APSCME Union Representative in cooPeranon with Management shall have
the right to enter upon the premises of the Employer dunng workmg hours for the purpose of
conducting normal duties relative to enforcement and policing of the final Agraemem reached, s0
long as such visits do not interfere with proper service to the public.

C. The President or a Steward may arrange to check time cards, timg books and time
sheets at reasonable times, so long as there is no interference with proper service to the public.
Any employee may arrange with the Supervisor to check his/her time card, time book or time
sheets at any reasonable time. The ‘Union must have good reason for seeiné the desired
information.

D. The Employer agrees to promptly make available to the Union all public

information concerning the County of MIDDLESEX, including, but not limited to, financial



statements, debt statements, annﬁai zudit reports, annual budget, pertinent to any particular case, |
together with all information which may be necessary for the Union to process any grievance,

unfair practice charge, disciplinary hearing, arbitration ot complaints. All requests shall be made

through the Personnel Director. ‘ -

E. Whenever any representative of the Uﬁion or any employee is required by the
Employer or the Union to participate during 1alvorking hours in conérac{ negotiations, grievance
procedures, arbitration hearings, disciplinary hearings, unfair practice charges or formal
conferences within the County complex, the employee shall suffer no loss in pay.

E. The Union shall bave the continued use of bulletin boards and mailboxes.

G‘. Effective upon this Agreement, Union members 10 be designated by the Union
shall be granted ten (10} paid da&s providing these days coincide with their regularly scheduled
work days, and six (6) unpaid days for a total of sixteen (16) days in the aggregate to attend
Union conferencés or conventions. It is further understood that these leave days are mnot
cumulative on a year to year basis.

ARTICLE 5

DUES CHECK-OFF

In compliance with N.I.5.A. 52:14-15.9(3), as amended, the Employer agrees to deduct
the bi-weekly Union membership dues from the pay of those empioyees who individually request
in writing that such deductions be made. The amounts to be deducted shall be certified to the.

Employer in writing by the Union, and the aggregate deductions from all employees shall be -

remitted to AFSCME Council 73, Trenton, N.J., together with a list of names of all employees

for whom the deductions were made, on or before the 15th day of the succeeding month after



 such deductions are made. This authorization shall be irrevocable for as long as permitted by
applicable law.

If there shall be any change in the rate of membership dues during the life of this
Agreerncnt the Union shall furnish to the Employer written noticeT prior to the effectxve date of
such change. The authorization to deduct full Union dues may be revoked by an employee at any
time, and full dues shall terminate January 1 or July 1, whichever date occurs ﬁrst after notice of
termination. |

Any employee in the bargaining unit- on the effective date of this Agreenﬁem who does not
join the Union within thirty (30) days thereafier, any new employee who does not join within
thirty (30) days of initial employment within the Unit, and any employee previpusly employed
with the Union who Fiocs not join within ten (10) days of re-entry into employment with the Unit
shall, as a condition of employment, pay a Representation Fee to the Union by automatic _payroli
deduction. The Rep‘resen‘fation Fee shall be in an amount equal to eighty-five pexlc;,ent (85%) of
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 representative of the employees in the Unit, provided that no
modification is made in this provision by a successor Agreement betweer;l the Union and the
County. |

The Union sﬁall indemnify, defénd and save the Céuxity harmless agains{ aﬁy and all
~ claims, demands, suits, or oﬁxf;;:r forms of liability that may arise out of or b}) reason of action
taken by the County on rclignce upon the salary deduction authorization cards submitted by the

Union to the County and/or that may arise by reason of action taken by the County in the salary



deduction of eighty-five percent (85%) of the Union dues for employees who are non-members of
the Union.

The Union bas established and maintains a "demand and return" system whereby
employees who are required to pay the representation fee in lieu of~dues may demaﬁd the return
of the "pro-rata share”, if any, subject to refund in accordance with the proviﬁpnbf M
34:13A-5.5, as amended. The demand and return system shall also provide that employees who
pay the represenfation fee in lieu of dues may obtain review of the amount paid threugh full and
fair proceedings placing the burden of proof on the Union. Such proceedings shall provide for an
appeal by either the Union or the employee to the review board established for sﬁch purposes by
the Governor in accordance with N.J.S.A. 34:13A-5.5, as amended.

ARTICLE 6

ADHERENCE TO DEPARTMENT OF PERSONNEL RULES

The Emplofcr and tﬁC Union understand 2nd agree that all rules promulgated by tﬁe New
Jersey Department of Personnel concerning any mata.r whatever not specifically coﬁcrcd in this
Agreement shall be binding upon both.

ARTICLE 7
'RULES AND REGULATIONS

Proposed new negotiable rules and modifications of existing negotiable rnlc:s governing

working condi‘fions shall be negotiated with the Union before they are c.:establishcd. The impact of

any consolidation of any departments shall be discussed with the Union.



ARTICLE 8

WORK PRACTICES COMMITTEE

A, There shall be a minimum of one quarterly meeting between the Union President and the

Administrator to discuss the following:

1. Anticipated policy changes affecting work arTangement,
2. Questions of Security during working hours at the Center.

3. All other related issues of mutual concern with the exceptions of grievances.

B. The Center Administrator and the Union President by mutual consent can Tequest a Work

Practice Committed meeting composed of three (3) members from the Union and three (3)
members from Management on an as needed basis not to exceed one roeeting every éuarter.

C.  IN-SERVICE TRAINING: Mamagement, in consultation with fhe Work Practices
committed, shall provide a program of in—seryice training' - in additon to the present i::;er
'supcrvision prégram. | |

D. The In-Service Training Committed will consist of three (3) Union members and three (3) :

members of management and the clinical coordinator to plan in-service training. The

Administrator shall see that monies are allocated for t}ﬁs'purpose and will advise this committee

regarding the amount of monies allocated annually.

ARTICLE 9

SALARIES AND LONGEVITY.
A.  Minimum Hiring Rates and Job Titles

1. The following job titles and minimum hiring rates for 2002 to 2004 shall apply to unit

members under this coniract.



2002 +3.0%

+ 5.5% + 51,000 5.75%

JOB TITLES 2001 2002 2003 2004
Psychiatric Social Worker 31,600 31,600 35,338 37,370
Sentor Psychiatric Social Worker 34,500 34,500 38,489 40,703
Principal Psychiatric Social Worker 36,900 36,900 41,097 43,460
Clinical Psychologist 30,500 30,500 34,143 36,106
Sr. Clinical Psychologist 35,500 35,500 40,011 42,311
Sr. Clinical Psychologist w/License

To Practice — Psychology in New Jersey 36,500 36,900 41,097 43,460
Principal Clinical Psychologist 41,200 41,200 45,770 48,402
Principal Clinical Psychologist w/License

Psychology in New Jersey 44,500 44,500 49,356 52,194
Head Nurse (Licensed RN.) 33,700 33,700 37,620 39,783
Graduate Nurse {Licensed RN.) 30,500 30,500 34,143 36,106
Social Worker Institution 27,500 27,500 30,883 32,659
Rehabititation Counselor 27,900 27,900 31,318 23,118
Rehabilitation Counselor w/License 28,900 28,900 32,404 34,267
Sr. Rehabilitation Counselor 30,500 30,500 34,143 36,106
Sr. Rehabilitation Counselor w/License 31,500 31,500 35,229 37,255
Teacher — Special Education 28,900 28,900 32,404 34,267
Occupation Therapist 27.900 27,800 31,318 33,118
2. The above hiring rates may be adjusted upwards by $1,000 in recognition of bi-lingual

fluency which meets the needs of the department. While the only currently recognized by-
lingual stipend is for Spanish the parties recognized that changing demographics may require
additional bi-lingual fluency in other languages and to that end the Department Head shall have
the discretion to designate othér languages proficiency stipends as he may from time to time
deem necessary.
3. Any new title authorized for use by the Center will be negotiated for inclusion or
exclusion from this bargaining unit. If the parties are unable to agrec on the inclusion or
exclusion of a title, the Union, or the Employer, will pursue statutory procedures under the New
Jersey Public Employment Relations Act.

It is understood and agreed that the Employer shall be able to hire new employees above

the minimum and within the salary range to reflect past experience.



4. EXPERIENCE FACTOR: With respect to new or future hires of Raritan Bay Mental

Health Center, the Center intends that it would credit prospective employees with all or any
portion of such employee’s employment experience before employment with the Center. The
crediting of all or any portion of such employee’s experiénce will be determined by the
Department Head or his/her designee, in his/her sole discretion, up to the sum of five thousand
dollars ($5,000.00), either at the time a new employee starts employment or during the
employee’s probationary period.

5. INCREASE IN BASE STARTING SALARY:

Effective January 1, 2003, the base starting salary for new hires in job titles in this unit
shall be increased by the NWI for the years 2002 and 2003, plus the sum of $1,000.00, and the
2003 base starting salary shall be increased effective January 1, 2004 for new hires on or after

that date by the NWI fbr the year 2004. These increases are shown in Article 9,A L

Ta



B. LONGEVITY

1. Effective January 1, 2002 all employees carried on the County payroll as of December
31, 2001 shall be entitled to longevity payments as follows based upon their salary as of
December 31st of the previous calendar year before Negotiated Wage Increases are applied:

a. Upon completion of 8 years of service and less than 15 years 2% of base salary.

b. Upon completion of 15 years of service and less than 20 years 5% of base salary.

¢. Upon completion of 20 years of service and thereafter 7% of base salary.

2. Effective J anuary 1, 2003 all eligible employees shall be entitled to longevity
payments as follows based upon their salary as of December 31, 2002 before Negotiated Wage
Increases are applied.

a. Upon completion of 8 years of service and less than 15 years 4% of base salary.

b. Upon completion of 15 years of servic_:e and less than 20 years 6% of base salary.

¢c. Upon com;_)letion of 20 years of service and thereafter 8% of base saiary.

3. Effective January 1, 2004 all eligible employees shall be entitled to longevity
payments based upon their salary as of December 31, 2003 before Negotiated Wage Increases
are applied, as follows:

a. Upon completion of 8 years of service and less than 15 years 4% of base salary.

b. Upon completion of 15 years of service and less than 20 years 6% of base salary.

c. Upon completion of 20 years of service and thereafter 8% of base salary.

4. Longevity payments shall not be payable on that portion of the base salary that exceeds

$30,000 per annum.



C. Annual Salary Increases

L Eligibility
a. Annual salary increases provided for herein shall be effective on J anuary

1, of each calendar year covered by this Agreement and shall be calculated based on an

employee’s base salary as of December 31, of the previous year.

b. All employees in the bargaining unit on the County payroll as of January

1, of each year shall receive the wage increase described below except any employee on

leave of absence shall not receive such increase until their return to active services and

commencing from such return.

c. Employees who sever employment with the County prior to the execution

of this Agreement will not be included in the wage increase, with the exception of retirees
or deceased employees, in which case payment will be made to their estate.

2. Amount

Each employee shall be subject to this Agreement shall receive the following
annual increases in the manner previously described.
2002 - 3%
2003 - 5.5%

2004 -5.75%

D. Performance Evaluation

The parties shall continue their performances incentive policy in place as of



December 31, 2001, to be referred to hereafter as “Performance Evaluation”. Any
change, improvement or amendment of such policy shall be made only after negotiation
and agreement of the parties.

1. All pei'formance evaluations shall have prospective application based upon -

the previous year’s 12 month evaluation and shall be payable in the first full pay period
of the following calendar year and calculated as base salary.

Performance evaluation schedule is as follows:
Evaluation Period

Payment Schedule

October 2000 — October 2001*

(*Employee must have been hired by
December 21, 1999)

$300.00 added to base salary on
January 1, 2002

October 2001 — October 2002*

(*Employee must have been hired by
December 31, 2000)

$300.00 added to base salary on
January 1, 2003

October 2002 — October 2003*

(*Employee must have been hired by
December 31, 2001).

$300.00 added to base salary on
January 1, 2004 '

2. In the event an employee is on authorized leave during the rating period,

they shall be rated as soon as practible after their retum to active employment and any

performance evaluation increase shall be pro-rated upon the completion of the evaluation

process.

3. In the event an employee does not receive a favorable performance rating

as of Decerﬁber of each caléndar year théy shaﬁ forego the increase in the éaléndar jfear
following such rating.

4. Performance Evaluation increases for the term of the contract shall be:
2002-$300.00; 2003 - $300.00; 2004 - $300.00 and applied as provided in paragraph 1.

10



E. One time Equitable Adjustment
Due to the increase minimum hiring rates, unit members who are on the County
Payroll on December 31, 2002, shall receive a one time equitable salary adjustment

increasé to base salary in the amount of $1,000.00, effective January 1, 2003.

10a-



ARTICLE 10
MERIT INCREASES
It is understood and agreed that pursuant to the intent ofthe New Jcrsc;; Employer-
Employee Relations Ac?, Chapter 303 Laws of 1968 (N.J.S.A. 34:13A-1 et seq.) all wage
increases are limited to the negotiated contractual amounts arrived at by means of the negotiating
process. The only exceptions to this policy will be represented by certification to 2 higher

position or a temporary or provisional appointment to a higher position. In these cases the

promotion policy as contained in this contract will be observed.

ARTICLE 11

HOURS OF WORK

The normal work hours for the bargaining unit are to be as follows: Thirty-five (35)
hours per week - 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 different work schedules, starting time, or quitﬁﬁg times as assigned by
Management. Either party has the right to request a éhange, and such reqﬁcst is to be the subject
of negotiations_. -

“ A. BREAKS: All cmplo&ees sﬁall ret:eivé fifteen (155 min.utes' 5reak for each one-

half 1/2) day period of work, morning and afternoon.

11



It is understood that all employees will be punctual on starting times, taking of and
returning from rest periods, lunch periods, and quitting times. Any employee not observing
working hours as stated shall be subject to disciplinary action. |

B.  TIME FOR CERTIFICATION AND/OR LICENSING EXAMINATIONS: It is

understood and agreed that one (1) working day will be granted off with pay to employees for the

. following purposes:

~ 1. State of New Jersey licensing for Psychologist.
2. State of New Jersey licensing for Diplomate Psychologist.
3. State of New Jersey certification for MSW to receive ACSW.
4. State of New Jersey registration certification examination for nurses.
5. All other licensure examination requirements and the granting of timé—off for
same will be determined by thie R.B.M.H.C. Administrator.
' | ARTICLE 12
OVERTIME
A. Authorized overtime, that is, overtime required by the Employer, which is worked
in excess of the regular full time work week or in excess of the regular full time work da};, but is
not in excess of forty (40) hours per week, shall be compensated for by compensatory time at
straight time. |
| B Overtirne not requested by the Emﬁloyer, howew./er, necessary in the professional
judgment of the employee, muét be approved by the Executive Director of the Employer or hi.s

designee. Such overtime, if worked, shall be compensated by compensatory time at the rate of

straight time.

12°



C. Overtime shall be scheduled on a reasonable equalized basis where sﬁch work is in
the nature and normal routine of the job.

D. However, it is further understood that the Director or his designee will retain the
final authority on the right to grant usage of 'combcnsatory time. ™ - |

E. Comp time must be utilized within the calendar year of accrual except for the
month of Decemnber which may be utilized by January 31st of the immediate following new year.

F. When in-service training meetings are scheduled on a day a part»,timé ernployee is
not scheduled to work, they may be granted the opportunity to change their hours of work for
that particular week in order to attend the in-service training, providing they can schedule their
patients to accommodate the change in schedule. Such a change in scheduie is subject to
approval,

Request',‘must be with approval of the Administrator, and must be in writing and received’
at least two (2) weeks (14 days) in advance.

ARTICLE 13
FLEX TIME

A. 1t is understood ;nd agreed that flex time is to be a fixed schedule for the said
_ period of time agreed to for not less than a three (3) month period. However, it is further
understood that there would be no alteration of scheduled hours after cmploye;'s flex time
selection. |

The following rules wiil be strictly adhered to:

1. Proper employee gfouping as designated by the Chief Executive Officer or his

designee shall be maintained.

13



2. Work schedules and assignments are to be met within required time frames.

3. Working hours: Starting and finishing times are to be observed in accord with

flex time scheduling.

4, Tt is further agreed to and understood that flex time cdﬁ;:inuance OF
discontinuance shall rest on proper planning requirements concerning ﬁrograms or
project service to the public as decided by the Director or his designee, upon a
thirty (30) days written notice.

5. It is further dgreed to and understood that the cancellation or discontinuance of
flex time by the Director or his.designec shall be effected after a prior one (1)
month notice to the Union.

6. Flex time starting shall originate no earlier than 8:30 a.m. and terminate no
later than 9:30 p.m. of the work day.

Flex time .wo'rk week will consist of a- minimum of a four (4) day work week totaling
thirty-five (35) hours. No employee can work less than a four (4) day work wéek to reach his
thirty-five (35) hour total.

It is understood and agreed that all flex time hours in excess of the normal seven (7) hour
day shall be recognized as straight time hours for all time applications.

B.  An employee may request a temporary change in working hours for a specific
purpose, during a givén' “week, or longer périod, with authorization from the Center
Administrator, to facilitate thé' proper carrying out of the employee's duties, or to meet an

employee's needs.

14



ARTICLE 14
HOLIDAYS
The present holiday schedule in effect is to be adhered to and aiscl to be observed are any
other holidays declared by legally constituted authorities of the Stite and .Pedcralr éoverrﬁﬁent,

provided such holidays are approved by the Board of Chosen Frecholders of MIDDLESEX
County.

New Year's Day
Martin Luther King's Birthday
Lincoln's Birthday
Washington's Birthday

Good Friday '
Memorial Day
Independence Day
Labor Day
Columbus Day
Election Day
Veteran's Day
Thanksgiving Day
Day following Thanksgiving Day
Christmas Day

If a holiday falls on a Saturday, it shall be observed on the preceding Friday._ If a holiday
falls on a Sunday, it will be observed on the following Monday. If a holiday falls during an
employee's vacation or. bereavement time, he shall be granted an additional day off with pay.

ARTICLE 15
YACATIONS

A new cm;ﬁloyec shall be granted vacation leave only at a rate of 6ne (1) ﬁay per month

on a month-to-month basis until the complétion 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

157



the balance of the year ending December 31st,

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

All employees shall be granted vacation leave based upon the following schedule from the

date they are hired.
YEARS OF SERVICE AMOUNT OF VACATION
Less than one year One working day for each month of service.

One to five years Fifteen working days during each year of service.

Six to nine years Eighteen working days during each year of service.

Ten to twelve years Nineteen working days during each year of
' service. '
Thirteen to twenty years Twenty-two working days during each year of
' ' service. '
Twenty-first year or'more Twenty-seven working days during each year of
service.

It is understood that when reference is made to "six to nine years, etc.", six means the

START of the sixth year, etc.

Aﬁ employee may be granted up to three (3) consecutive days of the vacation time he/she

is credited with, in the case of an emergency or unforeseen circumstance of the affected person,

upon the approval of the Administrator.

Vacation time accumulation will be based on the Civil Service Ruling now in effect which

allows vacation carry over for one (1) year only.

The Employer and his designated representative shall attempt to schedule work, insofar as
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possible, to preclude changes in the vacation scheduling, All provisions of the Department of |
Civil Service concerning emergencies, etc., shall be observed by both parties. Employees shall
submit requests for vacation time no later than May 1st of each year.l _with first and second
choices. The first choice reqﬁested shall be on tiie basis of seniority™

After May 1, vacation requesﬁ; are to be submitted two '(2) weeks in advance, except in
emergency situations. When granting this vacation time, the Administrator will give priority to
the date of the request.

Vacation time may be used on 1ess'than a full vacation basis by request and agreement of
the employee's immediate Unit Chief. It shall be assumed that an employee will remain in the
service for the full calendar year; or portion thereof from the date of hire, and is entitled to use.
all vacation time for that .ycar when requested as permitted by the vacation schedule. Any
ernployee leaving the service of the County shall bave unused vacation time paid him. Unearned
vacation time used will be deducted from empldyce‘s last pay if séparaﬁon of services occur. If
an employee dies with accumulated annual vacation leave, his/her estate will be paid a sum equal |

to the compensation for that vacation leave: ‘ .

Employees may elect to be paid in advance for vacation time provided fourteen (14)
business days prior a written notice is given to the employer's designee. Payment shall be made
on the last payday prior to the vacation. An emplqyec may request an advance only twice a year,
except in the event of a vériﬁable cmergency. A-nﬁnimum‘of ﬁvc. 5) continuou‘s vacation days

must be taken, one day of which must include the scheduled payday.

17



ARTICLE 16
PERSONAL bAYS

AH emplqyces shall have four (4) .personal days in addition to those above for any
personal purpose. Personal days may not be carried over to the fotlowing yéar. P;érsonal days
may be taken on separate days or consecutively; however, ihé cmployce: will give the Employer
three (3) days notice for each personal day to be taken, EXCEPT IN EMERGENCY
SITUATIONS. New employees shall accrue one (1) personal day at the end of ea{:h third month
of employment and severance pay shall be calculated considering personal days on the basis of

one (1) accrued day per third month of employment completed in the year said employment is

terminated.

ARTICLE 17

SICK LEAVE

A new employee shall earn sick leave at a rate of one and one-guarter (1-1/4) days per
month on a month-to-month basis until completion ¢f one (1) full year of employment. Upon
completion 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 31st.

If termination occurs before the end of the year and more sick leave has been taken than
earned, the per diem rate of pay for the excess days shall Bc deducted from the final pay. -.

Sick leave shall accumﬁlate year-to-year with an additional fifteen (15) days credited to
the employees at the beginning of each successive calendar year.

All other proper and authorized leaves as provided in the rule of the Department of Civil
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Service shall be recognized and constitute a part of this Agreement.
Paid holidays occurring during a period of sick leave shall not be charged to sick leave.
Sick leave may be taken in 1.75 hours or 3.50 hours in the morning or afternoon, with

the granting of such time as at the discretion of the Administeitor. Such use will not be

unreasonably denied.

ARTICLE 18

ANNUAL SICK TIME BUYQOUT

At the end of each calendar year of this Agreement, employees having uséd five (5) days
or less annual sick leave out of fifteen (15) sick days credited per current year, mayAappIy for and
receive payment for sick days credited and not used. The foliowing prov';sions_ éppiy:

1. Only employees having used five (5) days of sick leave or less out of fifteen
(15) days credited per calendar year qualify for participation.

2. Payment shall be made in .thc amount of one (1) day's pay for every three (3)
days that are not used. Since the total number of sick days earned in a given year
is fifteen (15), there is a maximum of five (5) days' pay in the bﬁyout of each
calendar year.

3. Eligible employees applying for sick time buyout will do so on December 31st
of each current year by signing an authorization card provided.by the County.
Pajment will be made in the third. payroll period of the succeeding yéar.

ARTICLE 19

ACCUMULATED SICK TIME PAYOFF UPON RETIREMENT

Employees covered under the term of this Agreement shall be entitled ﬁpon retirement to
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receive a lump sum payment, as supplemental compensation one-half payment for every full day
of MIDDLESEX County earned and unused accumulated sick leave (not to exceed $15,000.00)

which is credited to him/her on the cmployment records and credited by the appomtmg authority

on the effective date of his/her retu*emcnt This policy will be adfinistered in accordance with

the resolution adopted by the Board of Chosen Freeholders aufmrizing same,
ARTiCLE 20
PENSION
The Employer shall continue to cover the employees covered by thzs Agreement for

Pension Benefits through the New Jersey Public Employees Retirement System (PERS) for the

duration of this Agreement.
ARTICLE 21
 WORK INCURRED INJURY
A Whenever an employee is injured or disabled as a result of or arising out of his

employment so 2s to be physically unfit for duty, said employee shall be entitled to injury leave
for a period not to exceed one (1) year in accordance with N.J.S.A. 40A:9-7. Such leave shall
not be chargaable to sick leave. In each instance of injury leave, the Board of Freeholders shall
adopt a resoluﬂon provxded that the cxarmnmg phy31c1an appointed by the County shall certify to
such injury or disability and provzded furmcr that the employee shall comply with the provisions
of this section. Before such injury leave shall commence, the employee shall enter into 2 contract
W'lﬂ-l the Co-unty to reimburse the County out of the monies he may receive as Workers'

Compensation, temporary disability or legal settlements arising out of his injury.
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Payments for any and all injuries set forth in Paragraph 1 of this section shall be in
accordance with the requirements of N.J.S.A. 34:15-1 et seq. and any and all supplemental or

amendments thereto,

For the purpose of compliance with the requireménts of_I_T__I__ﬁ___/_k 34515'4":9_1: seq., the
procedure outlined below shall be followed: - _

a. No later than the start of the second day after the occurrence of an injury
covered by this section, the injured employee shall complete the customary injury
repori(s) required by the State of New Jersey Department of Labor and Industry,
Such forms may be obtained from the Director of Personnel and Employee
Relations..
b. Within forty-eight 48 hours of the occurrence of an injury covered by this
section, thé Dc,éarunent Head shéll farnish information on the forms supplied by
the Director of Persdnnel and Employee Relations and one (1) copy of said'report
shall be submitted to the Clerk of the Board of Chosen Freeholders.
c. The Director of Personne] and Employee Relations shall canse an investigation
to be made of said injury and upon completion of said investigation shall
recommend to the Board of Chgscn Freeholders the action to ii.:e taken pursuant to
Paragraph 1 of this section and pursuant to the requirements of M 34:15-1
o _ _
d. The Directorro_f Personnel and Employee Relations shall cause to be ﬁled with
the Clerk of the Board of Chosen Freeholders a semi-monthly report list setting

forth agreements and terms for reimbursements as provided in Paragraph 1 of this
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section.

e. An employee of the Coun& of Middlesex who is on injury leave shall be
credited with sick and vacation at the same rate as if he wefe working.
f. Inthe evént an employee exhausts his one (1) yeaf of injury leavé.before he is
capable of returning to work, he may confinue on the payroll ﬁy using his
accurnulated sick and vacation time. After accumulated time has ;tae:en used, the
employee, if permanent has the option of applying for a leave without pay
(according to the procedures outlined in Paragraph 1 of this section). Non-
permanent employees are terminated after using accumulated sick and vacation
time.
In order to avoid interruption of the payfoll for employees of this bargaining unit who
incur compensable, work related injuries or illnesses involﬁng lost work time the following will

be allowed:

The Contents of Form L and I-I, Employee's First Report
may be phoned in to the Personnel Department, telephone numbers
745-3397 or 745-4224. Compenpsability will be determined by
telephone with Rasmussen Agency with final confirmation taken
from all required forms. Whenever possible, Forms L and I-I
should be mailed no later than the start of the second work day:
after the injury occurred whenever possible.

ARTICLE 22

MATERNITY LEAVE

Permanent pregnant employees will be granted earned and accumulated sick leave and
vacation during the time prior to the expected date of delivery and for one (1) month after the

actual date of delivery on the presentation of a doctor's certificate and with the approval of the
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Department Director or Supervisor and the Department Head.

Any pregnant employee will be granted earned and accumulated sick and vacﬁtion leave.
However, only permanent pregnant employees will be granted a leave without pay. This leave i
not to exceed six (6) months and is subject to the same precondition:'ﬁsted above.

ARTICLE 23

MILITARY LEAVE

Any employee of the County who is 2 member of the National Guard, Naval Militia, Air
National Guard or a reserve component of any of the Armed Forces for the Unifed States, and is
required to engage in field training, shall be granted 2 military leave of absence wifh pay for the
period of such training as is authorized by law. Such leave of absence shall be in addition to
vacation.

ARTICLE 24

BEREAVEMENT LEAVE

All full-time employees shall receive bereavement leave as follows:

a. Spouse, child, or parent, persons in spousal relationships - 4 Workihg days.

b. Brother, sister, Grandparents; Grandchildren, relative continuously residing in
the employee's household - 3 working days. '

¢. Current In-laws, Aunts, Uncles, Nieces and Nephews - 1 working day.
No annual cap on ber_e-avcment time.
Bereavement leave is separate and distinct from any other leéve time, and an employee
shall"be entitled to working days leave (as stated above) for each eligible death which oceurs, for

the working days next following the date of death.
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Bereavement leave shall be communicated to the employee's Department Head or his/her

designee by the cmployee.

ARTICLE25 - =
MEDICAL BENEFITS
A . Vision Care |
The County shall reimburse cost of vision caré for the employee who have been
continuously employed for more than sixty (60) days to the extent set forth below.- The vision

care allowance shall be limited to payments every other year or not more than once every two

calendar years. This benefit shall not be cumulative;

Eye Examination $50.00
‘Lenses and Frames - $90.00
© Maximum $140.00
B. Dental Coverace

The County shall provide an appropriate dental care plan whose benefits and provisions
shall be the substantial equivalent of the dental care plan in place for smployees- as of December
.- 31, 1998. In the event the County wishes to alter, amend or replace the current dental care plan
it shall give thirty days x_loticc to the Un_ion representative of such proposed chaqge and make
available to such répresentative a fall schedule of benefits and costs éf the propésed progrén. In
the event of objéction of such ‘County action the parties shall enter into good faith negotiaitons
regarding the adoption of any new dental plan with due regard for competitive availability of

equivalent plans relative costs and benefits and case of administration of benefits.
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1. Employee contributions to premiums for the approved dental care plan shall

continue at the same level and frequency as provided for in the collective bargaining contract in

effect on December 31, 1998, Any annual increase in said contributions shall not exceed 14.99 %

of previous annual premium. e

2. The County is not and shall not be required to provide Dental Expense Coverage

to current or future retirees unléss otherwise agreed to by a collective bargaining agreement.

C.  Eligibility

1. All Cqunty employees on the County payroll for not less than sixty (60) days or
on July 1, 1999 whichever shall be later, and their eligible dependents shall be eligible to enroll
in any of the County offered medical insurance plans subject only to the provisions and
limitations specifically set out in this contract. Employees who enroll in any medical insurance
program shall do’so in writing on a form promuigated by the Personnel Department
acknowledging the offered programs and their selection ;)f a specific plan.

2. Level of Benefits

The County, through the Middlesex County Joint Insurance Fund, MCJIF , shall continue
to provide to all eligible cmiﬁloyeés and qﬁaﬂﬁcd dependents on the payréll as of the date of the
execution of this contract the (3) HMO options, as available on January 1, 1999 e_quivalent to the
pre-existing plans, a POS and Traditional Indemnity Coverage. The parties recognize the
’s-igniﬁcantly greater premium. costs o'f‘ Traditionai Indcmnity‘ Cé'vcrage and thereby agree that
only employees and their depﬁzidents who are currently enrolled in the Traditional Indemnity Plan
as of the execution of this contract shall be permitted to continue such coverage. If any such

employee or eligible subscriber shifts medical coverage to any other plan they shall not be
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permitted subsequently to re-enter the Traditional Indemnity plan at a later date. Employees anci
their eligible dependents currentiy enrolled in any other medical care plan may not subsequently
enroll in the Traditional Indemnity Plan. In the event the County desires to re-enter the State
Health Benefits plan (SHBP) of New Jersey it must provide thirty ‘(30) days notice to the Union
and enter into negotiations regarding the application of this contract.

3. Employee Contribution to Premium Costs

a. Al eligible County employees on the payroll or on authorized leave as of the date
of the execution of this contract shall continue to receive medical insurance benefits at full cost to
the County without contribution of payment by the employee for as long as they are continucusly
so employed. Employees who separate from County service other than thrc_:ugh approved or
contractual leave forfeit such entitlement should they, at some later date, re-enter County .service.

Technical tenmnatmns because of reassxgnment title change, promotion or department transfers
shall not consntute a forfeiture of entltlement as long as the new County service shall be
consecutive and without actual interruption of service.

b. Employees who enter County service or become eligible for medical insurance
coverage after the execution of this contract shall be entitled to the same level of benefits and will
be permitted to enroll in all available health care options described in C. 2 above except new
hires may not enroll in the Traditional Indemnity Coverage plan which shall not Ee offered to
new employees. |

3. New cmployee;, as defined above, whose annual base salary is $25,000 or less
shall not be required to contribute to premium payment for health insurance coverage.

4. New crﬁployccs, as defined above earning an annual base salary in excess of
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$25,000 shall be required to contribute towards premiums paid on their behalf upon the following
schedule during the term of this contract. The only exception shall be in a case where an
employee's raise or promotion moves them beyond $25,000 but less than the amount of the

required premium contribution in which case their net pay shall not Be less than their i)ay prior to

the pay increase or promotion.

Salary Level % of Costs Annual Ceiling
Of Selected Plan of Contributions

$25,001 - $30,000 25% $400

$30,001 - $35,000 5% $650

$35,001 - $40,000 ' 45% $900

$40,001 - $45,000 55% $1,250

$45,001 - $50,000 65% ‘ $1,500°

$50,001 -+ 75% 51,750

d. The costs of premiums for the respective plans selected by the employee and their

eligible dependents shall berdetermined by the County on an annual basis With notice to each
effected employee with the first paycheck of each calendar year. Such computations shall be
based on rated costs provided by the plan administration. Employee contributions shall be
determined and any adjustment thereto shall be made annually as of the first pay period of each
calendar year:

The County may mot increase or alter an employee's required contribution at any other
time.

3. Prescription Coverage

The Couﬁty shall continue its 1998 coverage of prescription coverage for all present and
future employees for the term of this c;:ontract. Eligi.ble employees and their dependants shall not

be required to make co-payment for generic drugs prescribed by daily licensed physicians.
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Eligible employees and their dependents who desire or require brand name drugs shall be
required to make a co-payment of three ($3.00) dollars.

Retirement Benefits

a. Retired County employees aﬁ’d qualified .de}';:endcnt's.*shall contribute.-ali benefits
due them under the terms of the contract in force as of Decem'bef 31, 1998 including p;rescription
coverage as herein defined. Retired County employees may not have their benefits reduced or
cost increased except upon some act of the lxagi.slature of New Jersey, the Congress of the United
States or an order to the Court of competent jurisdiction.

b. The County shall continue to provide fully paid medical benefits to employees
honorably  retired after twenty five (25) years of creditéd public service as described by state
statutes and criteria of the New Jersey Department of Personnel; and cmployces_ who guality for
and are a;.)'provcd by New Jersey Dept. of Personnel for receipt of disability retii'gmcnt benefits.

c. Rctiréd employees as.described in paragraph 2 above shall be enﬁﬂed to the same
level of prescription benefits as active employees. Retired employees shall not be entitled to

dental benefits unless so offered by the County at some later date at the County's discretion and

jerms.

4. Administration

In the event a third party ‘administrator fa.ils 10 pay any appropriate and fully completed
claim for a covcréd service within siity (60) days the affeéted empioyeé may apply -to the County
to pay such claim upon adequ;ite submission of supporting documentation. When the County
deems such claim properly completed it shall make payment therein within an additional thirty

(30) days. As part of such application the County may require the execution of binding
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assignment or subrogation agreement from the employee to the extent of payments made on the

employee's behalf.

ARTICLE 26 -

GRIEVANCE PROCEDURE

Definition: A grievance is any dispute between the parties concerning the application or
inicrpretatior} of final agreement reached through these negotiations or any compla'mt by an
employee as to any action or non-action take:n towards him that violates any right arising out of
his empioyment. |

STEP 1. The Union shall present the employee grievance or d1spute to the employee's
immediate Unit Chief within ten (10) working days of its occurrence, or ten (10) workmg days
after the cmployec becomes aware of the event, ~The Unit Chief shall atterapt to adjust the matter
and shall respond to the employee within three (3) working days.

STEP 2. If the grievance has not been settled, it shall be prascrited in miting by the
Union to the Department Head within ﬁve. (5) working days after the Unit Chief's response is
due. The Department Head shall set up a inééting for the grievance within ten (10) workiﬁg days
after receipt of the grievance. The grievant may be represented at the meeting by the AFSCME
Union Representative and/or the Union President and/or the Shop Steward. The Department
Head shall respond to the Union in writmg within five (5) working days of the meeting.

STEP 3. If the grievaﬁcc still remains unadjusted or unanswered by the Depar{meﬁt
Head, the Union shall present it in writing fo the Personne] Director within seven (7) working

days after the respbnse of the Department Head is due. The Personnel Director shall set up a
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meeting for the grievance within twenty (20) working days after receipt of the grievance. The
grievant may be represented at the meeting by the AFSCME Union Representative and/or the
Union President and/or the Shop Steward. The Personnel Director will respond in writing to the -
grievance within ten (10) days of the meeﬁng. | -

STEP 4. If no settlement of the grievance has been feached between the paﬁics, or if not
answer has been received from the Personnel Director, the Union may appeal the grievance to
arbitration within thirty (30) days after the response from the Personnel Director is d;le.

Since it is important that a grievance be processed as rapidly as possible the number of
days indicated at each level shall be considf.:rcd as a maximum - every effort will be made to

expedite the grievance as set forth herein.

It is understood and agreed that any settlement of the grievance is limited to the date of
filing of ti;c grievance.

Any emp}oyée wishing to process his)'her own grievance may do Aso, but no settlement
shall be made inconsistent with the terms of final agreement reached.

It is further agreed that ﬁc extenlsion of grievance processing time rmay be extended by
mutual consent of both parties. Failure to move a grievance to the next step will be considered a
withdrawal of the grievance.

Employee grievances shall be presented to the County Supervisory Representative on
forms prepared by the County. The grievance procedure, as contained .in this Contract, shall be
strictly adhered to. It is unécrstood that efnployecs must sign their individual grievances.
Grievances without an employee's signature shall not be accepted or processed.

A group or policy grievance shall be directly submitted at the STEP 3 level to the
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Personnel Director.

ARTICLE 27
DISCIPLINE
No employee may be disciplined except for just cause. ™ Any grievance-. conc:eming
discipline shall be initiated at STEP 2 of the grievance procédure and may be appéaled through
the arbitration procedure, with the exception of the penalty of removal and suSpensions of more
than five (5) days or more than three (3) suspensions in one (1) year. In the cases of these
suspensions or of removal, the appeal would be to the New Jersey Department of Personnel,
Merit System Board. All major disciplinary action shall comply with N.J.A.C. 4A:2-21, et seq.
A.  Progressive Discipline for Minor Offenses.
The principles of corrective discipline for employees covered under the terms of this |
Agreement with respé;:t to occurring minor offenses of the s'a,me nature as m;)re _fﬁily set forth in

N.I.A.C. 4A: 4.1-16.7, but not limited to, are outlined as follows:

STEP 1. ORAL WARNING

Given by the Supervisor to the employee in the presence of the Union Representative and

clearly stating all the reasons for the warning. Notation is made in employee's personnel file.

STEP 2. WRITTEN WARNING

Given by the Supervisor with agreement of the Department Head or next higher level of

authority. The notice shall clearly state all the reasons for the warmng One copy of the written

warning shall be given to the employee, one copy supplied to the Union Representative, and one

copy placed in the Employer's personnel file.
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STEP 3. SECOND WRITTEN WARNING

Given by the Supervisor in accordance with the procedures set forth for STEP 2.

STEP 4. ONE-DAY SUSPENSION

Given by the Department Head based on recommendation OF the Supervisor. A one-day
suspension without pay will serve as a warning to the employees of the seriousness of the
situation and that corrective action is needed by the employee. Written notice of suspension shall

be supplied to the employee, Civil Service (Form CS$-379), Union, and employee's personnel

file.

STEP 5. THREE-DAY SUSPENS;QN

Given by the Department Head. A three-day suspension without pay \;Jill serve as a
further warning to the employee of the seriousness of the situation and that corrective action is
needed By the employee. Written notice of suspension shall be supplied the employee, Civil
Service (Form CS.-?;-79), Union, and employee‘; personnel file.

STEP 6. FIVE-DAY SUSPENSION

Given by the Department Head. A five-day suspension without pay will serve as a final
warning to the employee of the continued seriousness of the situation and that corrective action is
needed by the employee. Written noﬁce of suspension shall be supélied the employee,
Depar@ent_ of Personnel (Form CS-379), Union and employee's pe_rsonnel file,

Any employee who receives a written wamiﬁg for a minor offense or who is givéﬁ a
. suspension for a minor offensc‘ shall have a copy of the action taken, placed in his/her personnel
file where it will be kept for a period of one year providing that no Te-QCCurring minor

disciplinary action was taken against the employee in the same twelve (12) month period. If
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there is a minor disciplinary action taken within the same twelve (12) month period, the file shall
be kept until such time that there is a period of one (1) year without minor disciplinary action at
which time the record of minor disciplinary action shall be removed from his/her file.

B. Suspension, Fine and Demotion for Disciplinary Pufj;?oscs.

An appointing authority may suspend without pay or with reduced pay, fine or demote an
employee due to incompetency; inefficiency or failure to perform duties; insubordination;
inability to perform duties; chrqnic or excessive absenteeism or lateness; conviction of a crime;
conduct unbecoming a public employee; neglect of duty; and other sufficient cause, however;

1. An employee who shall be suspended, fined or demoted more than three )
times in any one year (one year being from date of first suspension, fine or
demotion to one year ﬂaereﬁom),r or more than five days at on'g time, or for a
period of more than fifteen '(1715) days in the aggregate in any one calendar year
shalf be served with written charges and have the right to appeal to the New Jersey
Department of Personnel, Merit System Board. The Board shall have the power
to revoke or modify the action of the appointing authority, except that removal
from service shall not be substituted for a less penalty;.

‘2. The appointing authority shall notify the employee and the Départmcnt of
Personoel for the reasons for the suspension, fine or demotion regardless of the

© extent of ciura:ion of the disciplinary action;. |
3. Suspension ;ubjcct to ARTICLE 27 may not exceed six (6) mo_uths.
4. The Employer may suspend without pay or with reduced pay, or demote an

employee due to imefficiency, incompetency, misconduct, negligence,
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insubordination, or for other sufficient cause, however:

(I) Anemployee who shall be suspended, or demoted more than three (3) times in
any one year (one year being from date of first suspension, fine, or demotion to one year
therefrqm), -or more than five (5) days at one'time, .or for T period of mor,e‘than'ﬁﬁeen
(15) days in the aggregate in any one (1) year shali be served with v)ritte_ﬁ charges and
have the right to appeal the last disciplinary action to the Department of Personnel:

(I) The Commission shall have the power to revoke or modify that action of the
Employer except that removal from service shall not be substituted for a less penalty:

() The Employer shall notify the employee and the State. Department of
Personnel (Civil Service) of the reasons for the suspension, fine, or demotic_)n regardless
of the extent or duration of the disciplinary action:

| (IV) No suépension shall excecg_i six (6) months.
5. A permanent employee in the classified service may ﬁot be removed exceint for
just cause upon written charges. Notice of the removal shall be sent to the
employee on the form prescribed by the Department of Personnel, and a copy of
said notice shall be sent to the Department of Personnel and the Union at the same
time. A provisional or temporary employee may be terminated at aﬁy time at the
discretioﬁ of the appointing authority. A Provisional or temporary employee who
has been terminated shall have no right to appeal to the Merit System Board. In
disciplinary maﬁers involving dismissal from service for provisi;)nal employees,
such employee shall be entitled to a conference with the Departmcﬁt Head and a

Union representative. Before a probationary employee is removed for disciplinary
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reasons, a meeting with the employee with Union representation and management

shall be held.

6. Any of the following shall be cause for removal from the Employer's service,

although removals may be made for sufficient causes other than those listed:

a.

b.

h.

i.

Neglect;
Incompetency or inefficiency;

Incapacity due to mental or physical disability;

. Insubordination or serious breach of discipline;

Intoxication while on duty;

Chronic or excessive absenteeism;

Disorderly or immoral conduct;

Willful violation of any of the provisions of the Staté;

Department of Personnel (Civil Service) statutes, rules or regulations

or other relating to the employment of public employees;

j- The conviction of any criminal act or offense;

k.

Negligence of or willful damage to public supplies;

1. Conduct unbecoming an employee in the public service; or

m. The use or attempt to use one's authority or official influence to

control or modify the political action of any person in the service, or

engaging in any form of political activity during working hours.

7. Any suspension, demotion, or disciplinary act taken against an employee

'consisting of five (5) days or less shall be subject to the grievance and arbitration
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procedures herein.

8. Permanent employees and employees in their work test period shall have the
right to departmental hearing in every disciplinary action involving a permanent
| employee, her the contemplated penalty may be: ™
a. Removal;
b.  Suspension of more than five (5) days at one time. The last
suspension or fine of an employee for five (5) days .orﬁless shall be
reviewable where an employee's aggregate number of days susp‘e:nded or
fined in any one (1) calendar year is fifteen (15) days of more. Where an
employee received more than three (3) suspensions or fines of five (5) or
less days in & calendar year, the last suspension or fine is réﬁewable;
c. Diséiplinazy dcmoﬁon;
d. Good faith of 2 liyoff; and
e. Release at the end of the work period for unsatisfactory écrfmmance.
9. Such departmental hearings shall be commenced as soon as possible and not
later than thisty (30) days after service of a copy of ‘th-e chérgcs upon the
employee.
C. In any. disciplinary action 'against an employee_, regardless of whether that
' employcé .is permancnt or pr'ovilsi'onal; ;;aid employee shall be entitled to written xgotice of the
charges and specifications and a hearing, or a conference for provisional employee being

removed. Further, the charged employee shall have the right to Union representation at the

disciplinary hearing or conference.
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D. The Department of Personnel shall select a hearing officer for the departmental

hearing. The parties agree that the departmental hearings provided for in this ARTICLE shall be
conducted in a fair and equitable manver including presentation of witnesses, cross-examination

of witnesses, and a written decision stating finding of fact and conclifsion.

E. Any employee who is disciplined or discharged shali have the right to appeal this

disciplinary action. It is expressly understood that an employee shall only be entitled to one (1)

avenue of appeal.

If the final action in a disciplinary proceeding determines that the employee was not at
fault, the official notes on the proceeding shall be expunged from the employee's record.

An employee shall have the right to see the disciplinary notation made in the employee's
file.

AR’I‘ICLE 28
ARBﬁ'RATION

Any party wishing to move a grievance to arbitration shall notify the Public Employment
Relations Commission that they are moving a grievance to arbitration and request that a list of
arbitrators be furnished to the Employer and the employee.

It is further understood that if the Employer and the employee cannot mutually arrive at a
satisfactory arbitrator (on matters other than discipline) within thirty (30) worki;lg days after
receipt of the list from.,the Public Empioyment' Relations Commission, the Commission shall.
select an arbitrator. The arbitrator shall head the matter on the evidence and thhm the meaning
of this Agreement, such rules and re'guizitions as may be in effect by .the -Civil Service

Commission which might be pertinent and render his award in writing which shall be advisory.
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The cost of the arbitrator's fee shall be shared by the Employer and the employee.
Time extensiohs may be mutually agreed to by the Employer and the employees. '
SPECIFIC ISSUE ARBITRATION: It is agreed to and understood that either the Union
or the ‘County may petition for a binding principle decision on tie specific issucu'throughlthc
arbitrator, which shall be 2 final and binding decision on the specific issue adﬁresse'd. The cost
of the arbitrator's fee shall be shared equally by the Employer and the Union.. Any “other
expenses incurred shall be paid by the party incurring same. The decision shall be in writing'

with reasons therein. Time extensions may be mutually agreed to by the Employer and the

Union.

ARTICLE 29

PROMOTIONS

When promoted, an employee shéll be Sﬁ’oject to either a six perccﬁt (6%) salary incrcasc;
or be placed at the minimum of the new salary range, whichever is greater. This increase will be
in addition to his/her negotiated salary increase.

A promoted employee whose name does not appear, or who cannot be reached on a
_certified list of eligible names which names them as the provisional, will be returned to their
previous lower title.

ARTICLE 30

JOB VACANCY - JOB BIDDING

Section 1. When Management finds the need or plans a newly created job within the

bargaining unit, the Management will notify the Union Representative and promptly post the job
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for bid on appropriate bulletin boards, All notices shall contain pertinent information concerning

the job, including pay and remain posted for three (3) working days. Thereupon the bid shall
be closed and the job awarded on the basis of seniority, qualiﬁcation, and ability to perform the A
job. If one or more bids are reéeiv&d and all things are equal, seniofity shall prevail,

Section 2. The determination of abilities and qualiﬁéations for an employee .—shall be made
by Management.

Section 3. Management will present to and discuss with an employee, er at his request,
with the representative, the reasons for selecting an employee of less seniority for a higher job on
the basis of ability and qualifications rather than on the basis of senjority.

Section 4. With reference to filling vacancies, employees in the line of work involved )

shall have first consideration in order of seniority.

Section 5. Job Recall: Will be made in accordance with New Jersey Department of

Personnel Rules.

ARTICLE 31

PERSONNEL FILES

A separate personal history file shall be established and maintaiﬁed for each employee
covered by this Agreement; personal history files are confidential records and shall be maintained
in the MIDDLESEX County Personnel Director's offices.

Employees shall have the right to inspect and review -thcir own indiﬁidual pérsonnel file
upon request to the Employer. J The Employer 'recognizes and agrees to permit this review and
examination at any reasonable time. Employees shall have the right to copy, defme‘, explain, or

object to in writing to anything found in his/her personnel file. This writing shall become a part
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of the employee's personnel file.

All personal history files will be carefully maintained and safeguarded permanently, and

nothing placed in any file shall be removed therefrom.

It is understood ﬁxat an employee will receive a copj of afiy derogatorﬁ O%"discipﬁnary
document being placed in his pez.'sonnel ﬁle'. o

It is further understood and agreed that the files maintained by the County Personnel
Director's ofﬁce are the official personnel files for all employees. No other official file or

personnel record will be maintained.

However, it is agreed that a departmental reference file will be maintained for day-to-day
reference.,
ARTICLE 32
JURY DUTY
Should an émployee be called to ssrve. .als a juror, he shall receive pay froﬁ: the County
for all time spent on jury duty. Any renumeration received by the employee from the courts for
serving as a juror, excluding travel ailowancé, shall be returned to the County Treasurer.
ARTICLE 33

TUITION ATD AND LICENSING FEES

The Employer agrees to maintain its assistance for employees gtt:ndmg Institutions of
higher Iemg in accord with the policies and proccdures estabiishcd "for the I\;ﬁDDLESEX
County tuition aid program, sﬁbject to the availability of existing funds.

The County shall pay examination and required licensing fees and yearly renewal of the

fees for nurses on staff who pass licensing examinations for full time employees only for as many
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times as necessary.

ARTICLE 34

MILEAGE ALLOWANCE

Whenever an employee shall be required to use his personal“vehicle in any job connected

capacity, he shall be entitled to an zllowance of twenty-eight cents ($0.28) pér mile. Addition

expenses such as parking, tolls, etc., shall be paid upon submission of a receipt and voucher.
ARTICLE 35

PART-TIME EMPLOYEES

A. After three (3) years in-center employment, clinicians shall be eligible to request

part-time status (20 hours work or more), providing the following conditions are met:

1. Employees shall have worked full-time for three (3) years,

2. Employees that are similar]

y qualiﬁed may request part-time status at the same
time, ' '

3. Requests for part-time status are to be made twice a

year on specific posted
dates, e.g. January and July.

4. Tt is further understood and agreed to that the Hospital Administration retains
the final right of granting part-time status to employees applying for the same.

B. SICK LEAVE - Each part-time employee who works the équivalent of twenty-two

(22) full working days shall earn 1-1/4 days of sick leave. (8 hour employees = 176 hours. 7
hour employees = 154 hours).

C. HOLIDAYS - Regular part-timers shall be paid for that portion of the holiday that

they would have been scheduled to work on that day.

D. VACATION, PERSONAL DAY & BEREAVEMENT LEAVE - Part-time
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employees shall have personal days and \}aéétion days prorated by the p;‘:rcentage of full time that'
they work. Part-time employees shall also be entitled to one (1) bereavement day pursuant to the
bereavement clause for full-time employees in this Agreement.

E.  HOSPITAL AND DENTAL PROGRAMS AND DRUG PRESCRIPTION
PROGRAM - Part-time employees will be covered if they are scheduled for and do work twenty
(20) hours or more eacix workweek. -

Part-time employees working twenty (20) hours or more will be entitled‘ to the following:

F. PUBLIC EMPLOYEES' RETIREMENT SYSTEM - It is compulsory for part-
time employees of the County of MIDDLESEX to enroll in PERS if they were permanently
appointed on or after January 2, 1955, provided they earn at least $500.00 a year and are paid in
each quarter of the year.

G.. SEASONAL EMPLOYEES (SUMMER HELP) - Indirect benefits will be limited
to Workmen's Compensation and those omc;r benefits provided by law. Employees in thié

category WILL NOT receive vacation days, sick days, holidays, personal da'ys; bereavement

days, hespitalization and dental benefits or any other indirect contractual benefits.

ARTICLE 36

LAYOFF AND RECALL
The Employer agfees that in the evenf of employee layoff§ for bona fide eco'n-'omj;vf Téasons
with good faith demonstrated. 611 the part of the Employer to the Union, same shall be on the
basis of seniority, beginning with temporary help, then provisional employees, and last,

permanent employees, according to procedures specified in New Jersey Department of Persorinel
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Rules. In no instance shall permanent employees be laid off and part-time employees retained,

In all cases, the Employer shall provide proper written notice to permanent employees to be laid

off, forty-five (45) days in advance as required by New Jersey Department of Personnel Rules.
ARTICLE 37

RECLASSIFICATION SURVEY

If the Employer should request a complete title survey and reclassification survey of any
County employment positions covered by this- Agreement by the Department of Personnel, the
Union will be permitted to take an active part in the survey. To the extent of its vested interest in
the employees whom it represents in accordance with all Department of Personnel rules and
regulations and applicable }aws the Employer will notify the Union that a survey is takmg piace
and ask for i—;:é_ommendations and cooperate with the Union regarding said survey.

RESIGNATION

A. An employee who resigns shall give the Employer in the person of the Executive
Director of the Center-a two (2) weeks advance written or oral notice..

B. An employee who gives notice of resignation, as provided above, or whose
employment is ter;ninated, shall be entitled to receive payment for unused vacation time accrued
' oﬁ the effective date of the resignation or termination. If notice is not‘ given as provided above,

an employee shall not be entitled to such payment provided it was possible for the employee to

have given such notice.
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C. All resignations shall be subject to New Jersey Department of Personnel Rule

4A:2-6.2.

ARTICLE 39
COMPUTATION OF ERRORS ™
During the life of this contract, computation.errors shall be corrected from the date of
determination, except when the error is a payroll department error, relating to the employees
wages or benefits. These errors may be corrected by Union notification, by Management, or by
mutual consent. |
ARTICLE 40

EXISTING LAW

The provisions of this Agreement shall be subject to and subordinate to, and shall not

annul or modify existing applicable provisions of the State or Federal Laws.

ARTICLE 41

SEPARABILITY AND SAVINGS CLAUSE

If any provision of this Agreement or any application of this Agreement to any employee
or group of employees is held to the invalid by operation of law or by a court or other unit or
tri'ounai-of competent jurisdiction, such provision shall be inoperative but all other provisions
~ shall not bé Affected thereby and shallrremain in fuii"force and effect. |
The Employer and thé Union shall re-negotiate a replacement provision that shall

supersede the invalid provision. Said rcnégbﬁaﬁon shall commence no later than thirty (30) days

following the termination of the invalid provision.



It is mutually understood and agreed that all benefits currently enjoyed by employees shalil

remain in effect and become a part of this Agreement.
EMANATING POLICY - It is mutually further understood and agreed that any
emanating County policy will become part of this Agreement. = 7
ARTICLE 42

NO STRIKE OR LOCK-OUT

Neither the Union nor the employee or the Employer shall interfere, instigate, promote,
sponsor, engage in, or condone any strike or lock-out. In the event that any person violated the
terms‘ of the no-strike clause, the public employer shall have the right to discharge or otherwise
discipline such person. In the event that an arbitration prpceeding is instituted v}hich involves 2

breach of the no-strike clause, the sole qﬁestion for the arbitrator shall be whether the employee

~was engages in the prohibited activity.

ARTICLE 43

SICK TIME VERIFICATION

The Union agrees to the County’s sick time verification policy for any position required
to be filled with an overtime slot if employee is absent. Existing sick time veriﬁca;ion policy will
remain in effect for positions which need not be filled when employee is out. See attached
Exﬁipii "A".

ARTICLE 44

PAY PERIODS

The Union agrees to change to semi-monthly rather than bi-weekly pay, if other
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_ bargaining units agree and the County elects to change over.
ARTICLE 45

EMERGENCY CLOSING

The Union agrees .to the County's Emergency Closing Pdlic}"as long as: -
a. Essential employees are defined by title rather than name.
b. Employees will stay as long as required.
c. They get overtime when called in to work not during his/her reguiar shift.
d. Vacation or sick time can be used if pre-approved accompaniéd by doctor's
note or approved by the employee's supervisor or designee pursuant to N.J.A.C.
4A:613g&h.
e. Employees may. be required to work if needed. If not 2ll employees are
needed, those wh_o stay or leave will be based on seniority. .
A copy of the County Policy is attachf:ﬂ hereto as Exhibit "C".
ARTICLE 46

DRIVERS LICENSE

The County shall have the right to check valid driver's licenses of employees operating
County vehicles or operating personal vehicles in performance of job duties at any time. Such

employees are obligated to xeport loss or revocation or suspension of driving privileges.

ARTICLE 47

CHILD CARE ASSISTANCE PROGRAM

Effective as of the execution of this contract and for the balance of 1999 the weekly
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reimbursement will be as follows:

a. If the employee's salary is $18,000.00 or less per annum the reimbursement

will be $40.00 per week.

b. If the employee's salary is $18,001.00 to $25,000.00 per annum, the

reimbursernent will be $35.00 per week.

d. If the employee's salary is $25,001.00 through $60,000.00, the reimbursement

will be $20.00 per week.
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COUNTY COUNSEL. Fax:732-745-4533 | Dec © 2002 10:37 P.19

D FCO C 4

It is hereby agreed by the Employer and the Union that this contract shall be for a three

(3) year term, commencing January ‘1, 2002 ‘and ending December 31, 2004. |
~All of the provisions of this contract shall remain in full force and effest until a successor
coliective bargaining agreement is negotiated.

This contract may be reopened for 2003 sontract negotiations by elither party upon ﬁotice
in writing at Jease sixty (60) days and no more than one-hundred and twenty (120) days prior to
December 2004, |
SIGNED, SEALED, AND DELIVERED
IN THE PRESENCE OF:

AMERICAN FEDERATION OF STATE, MUNICIPAL AND COUNTY EMPLOYEES,
AFL-CIO, LOCAL #3460 ATTEST: | |

Wfﬁ& Q{M; ‘)/&A
DTANREEE

v Ly
MIDDLESEX COUNTY: /
Ggiarg E. Dedberton. Clerk . David B. Crabisl, Fresholder Director
Chosen Frecholders ‘ Board of Chosan Freeholders

43 APP% 75 70 FORM AND LEGALITY:

ERSC . ARONOWITZ, ESQ.
FIRST Q L;TY GOUNTY COUNSEL



APPENDIX "A"

SICK LEAVE VERIFICATION

Paid Sick Leave must not be used fof'purposes other thanthose pcrmitted. ijy law. An

employee on sick leave is being paid by the County and, for that reason, the County may impose

certain restrictions on the employee during the employee's scheduled shift. The purpose of this

policy is to provide the County with the means to verify that an employee is not using sick leave for

other than its intended purpose.

The following rules shall apply for the verification of sick leave.

1.

[F3)

The employee must call in at least 2 hours before the start of the scized‘ules shift.

The employee must advi;e of the nature of the iilness.

The employee must advise of the -expected duration of the illness.

It shall be the responsibility .of the émployee to be accessible by ‘telephone at the
employee's residence for the duration of the employee's shift.

If the employee is not to be at home during sick leave, the employee must so notify,
in advance, the employee's supervisor (or his designee) of (a) the address of where
the employee will be; (b) the times the employees will be there; (¢) a telephone
number at which the employee will be personally accessible and (d) the reason for
leaving the home.

In the case of doctor visits (and to pick up medication), the employees shall advise
his/her supervisor (orlsupervisor’s designee), in advance of the visit, of the name of

the doctor, the doctor's telephone number, and the time of the scheduled



appointment. The employee must contact the supervisor when employee returns

home,

The County, in its discretion, may choose to verify sick leave through home visits or

telephone contact.  IT IS THE RESPONSIBILITY- OF THE EMPLOYEE TOQ

COME TO THE TELEPHONE PERSONALLY. An employee is not permiited to

use a beeper or answering machine to screen calls.

Medical Documentation: An employee is required to provide verification of sick

leave when an ernp!oyee_ is out sick 5 consecutive days. The County will reimburse
the employee half of the amount toward the cost of obtaining such verification. |
(NOTE: Doeumentatzon can be required from first day of illness.)

"Verification" means that the employee is required to provide a written statement by
a reputable treating physician substantiating any illness. The physiciancertification
must indicate that employeé was not phyeically able to perform aﬁy duty connected
with his/her job and must give a diagnosis of illness. The County may require the
employee to submit to examination by a physician appointed by the County.

Examination By County Physician — Pattern Absence/Suspension of Abuse: In

cases (1) where the County has reasonable suspicion that an empleyee has abused
sick leave; (2) where an employee has demonstrated a pattern in the use of s1ck leave
(for examp}e the repeated use of sick leave on the first or last day of the work week
or on the day before or after a holiday); or (3) where the employee has used 15 sick

days in a twelve month period, the County may require verification of illness by a

physician selected by the County.



10.

In cases where County verification is to be required, the employee will be notified,

then the request for sick leave is made, to report during the shift to a designated

physician at County expense.

- The County of Middlesex views abuse of sick leave & a serious offensé which will

result in employee discipline up to, and including, termination of employment.



APPENDIX "B

- COUNTY EMERGENCY CLOSING POLICY

EMERGENCY DECLARATION: The policy applies when all or part of County operations
are shut due to an official declaration by the Office of the County Administrator. Qfficial

announcements will be carried on (radio station) and information can be obtained by calling
1-800

ESSENTIAL v. NON ESSENTIAL: When there-is-an emergency shui-down declared by
the County Administrator, the County shall determine the manning requirements of essential
personnel. Each department head may determine a list of essential positions in advance of
any such emergency, but it remains in the discretion of the County to determine additional
essential personnel depending upon the circumstances of a particular emergency shut-down.

RESTRICTION ON PAID TIME-OFF: In an emergency shut-down, essential personnel

will not be permitted to utilize paid time off (including personnel and sick days) without the
express approval of their department head.

shut-down. However, other collective bargaining agreement provisions, which apply
independent of emergency shut-down situations, will continue to be endorsed. It is the
policy of the County that employees whose positions are deemed essential shall be required
to work during emergency shut-downs as part of their duties as a County employee.

NON-ESSENTIAL EMPLOYEES: Non-essential employees ordered not to work as thé
result of an official emergency shut-down of all or part of County operations shall receive
regular compensation for the period of the shut-down not to exceed eight hours regular pay,

irrespective of the length of the shut-down. Such limitation is subject to extension in the
discretion of the Board of Chosen Freeholders

The County's policy with regard to inclement weather is hereby reaffirmed: it is not the
policy of Middlesex County to shut down merely because of inclement weather conditions,

Absent declaration of a state of emergency by County Administrator, all employees will
-continue to work as in the case of a regular business day. : :



