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Section 4 

It is agreed and understood that the County's exercise of management rights and responsibilities, including 

those matters expressly stated in this agreement to be within the County's discretion, shall not be grievable. 

Article Five A 

A. A Committee consisting of the Appointing Authority, Warden or designee, and Union

Representatives may meet for the purposes of reviewing the administration of the agreement and to discuss

problems which may arise therefrom. For the purpose of this agreement, these meetings, which shall not

exceed four ( 4) per year except upon mutual consent, are not intended to bypass the grievance procedure nor

to be considered collective negotiation meetings, but rather are intended as a means of fostering good and

sound employment relations through communications between the parties.

B. Either party may request a meeting and shall submit a written agenda of topics to be discussed seven

(7) days prior to such meeting.

C. A maximum of two (2) representatives of the union may attend such meeting and if held during

regular work hours, they shall be granted time to attend without loss of pay.

Article Six - Grievance Procedure 

Section 1: Definition 

A. Grievance: A grievance is an alleged violation of terms and conditions of employment as set forth in

this agreement or any dispute with regarding to the agreement's meaning or application (this is also referred

to as a contractual grievance.) A grievance as defined herein shall also include a dispute concerning the

meaning, interpretation or application of personnel policies or administrative decisions affecting the welfare

of an employee covered under this agreement. Such latter grievance, which is known as a non-contractual

grievance, may only be processed to Step 3 below. The term grievance (including contractual and non-

contractual) and the grievance procedure set fmih herein shall not apply:

1. To matters which involve the interpretation or application of a Civil Service Rule or

Regulation or N.J.S.A. Titles 11 and 1 lA (Civil Service), and in which the method of review

is prescribed by law, rule or regulations;

2. To matters which involve the interpretation or application of any other state or federal statutes

or rule or regulation of any federal or state agency and in which a method of review is 

prescribed by law, rule or regulation;

3. To matters where the Warden is without authority to act;

4. To those matters which the Association raised or could have raised during the negotiations

that led to this agreement;
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5. To those matters excluded from the grievance procedure by other prov1s10ns of this

agreement.

B. Immediate Superior: An employee's immediate superior is the person to whom the aggrieved

employee is directly responsible under the prevailing Table of Organization.

Section 2: Purpose

The purpose of the grievance procedure is to secure equitable solution to the problems affecting employees

arising under this agreement.

The parties agree that disputes shall be resolved at the lowest possible administrative level. Thus the parties

shall encourage the informal resolution of disputes by discussion of complaints between an individual and

his immediate superior and only in the event that such discussion fails to produce a satisfactory adjustment

of the complaint shall it be reduced to writing and submitted as a grievance.

Section 3: Steps of the Grievance Procedure

Step 1: An aggrieved employee must file his grievance in writing with his shift commander within 

ten (10) calendar days of the occurrence of the matter complained of or within ten (10) calendar days 

after he would have reasonably been expected to know of its occurrence. In order for a written 

grievance to be timely and effective, the written grievance must set fo1ih a statement of the factual 

and legal contentions upon which the grievant relies, and statement of the contract violation(s) 

alleged (if any), a statement of the results of prior discussions thereon, and a statement explaining 

why the grievant is dissatisfied with such results. The grievant shall be prohibited from subsequently 

expanding the matters contained in the written grievance, except for additional matters that occmTed 

subsequent to the date the written grievance was filed. 

If the grievance is not resolved satisfactorily or if no written decision is made within five (5) working 

days by the shift commander, the employee may present his grievance to the Deputy Warden, setting 

fo1ih the reasons for his dissatisfaction with his shift commander's decision. 

Step 2: In the event there is not a satisfactory resolution of the grievance at Step 1 or an answer given 

within the time provided, the aggrieved employee may present his grievance to the Deputy Warden 

within five (5) calendar days thereafter. Upon receipt of the grievance, the Deputy Warden shall 

investigate the grievance and shall render a written decision thereon within ten (10) calendar days. 

Step 3: In the event there is not a satisfactory resolution of the grievance at Step 2 or an answer given 

within the time provided, the grieved employee may present his grievance to the Warden within five 

(5) calendar days thereafter. To be timely and effective. the written grievance must set f01ih a

statement of the factual and legal contentions upon which the grievant relies, a statement of the
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contract violation(s) alleged (if any), a statement of the results of prior discussions thereon, and a 

statement explaining why the grievant is dissatisfied with such results. The grievant shall be 

prohibited from subsequently expanding the matters contained in the written grievance, except for 

additional matters that occurred subsequent to the date the written grievance was filed. Upon receipt 

of the grievance, the Warden shall investigate the grievance and shall render a decision thereon 

within ten (10) calendar days. Grievances involving the meaning, interpretation or application of 

personnel policies and/or administrative decisions shall be finally decided at this Step by the Warden 

or his designee. Only contractual matters may be appealed to Step 4 or higher. 

Step 4: In the event there is not a satisfactory resolution of a contractual grievance at Step 3 or a 

decision rendered by the Warden or his designee within the time allowed, the employee may appeal 

to the Appointing Authority or his designated representative within ten (10) work days thereafter. 

The Appointing Authority or his designee shall have ten (10) days from receipt of the grievance 

within which to render a decision. 

Step 5: If the grievance is not settled through Step 4, then either the Association or the Appointing 

Authority may move an arbitrable grievance to arbitration by notifying the Public Employment 

Relations Commission. The request for arbitration shall be made within fourteen (14) calendar days 

after decision is rendered at Step 4. Request for arbitration shall be made upon written notice to the 

opposing party. 

An arbitrator shall be selected in accordance with the Rules and Regulations of the agency where the 

arbitration has been filed, and shall be appointed to hear the grievance and render his award in 

writing. The award shall set forth the facts and the arbitrator's reasons for reaching his result, and 

shall be final and binding on both parties, subject to applicable review procedures under Title 2A. 

The cost of the arbitrator's fee shall be paid by the losing party as well as all other costs reasonably 

related to the arbitration including the prevailing pmiy's attorney's fees. The arbitrator shall hold a 

hearing at a time and place convenient to the parties and shall issue his decision within thirty (30) 

calendar days after the close of the hearing unless the time for rendering the award is extended upon 

the consent of the pmiies. The arbitrator shall only consider a dispute which comes within this Article 

(i.e., a contractual grievance as defined above) and shall interpret this agreement as written and shall 

have no authority to alter, amend, or add to or delete from the terms of this agreement. 

If the County fails to meet on any grievance and/or answer any grievance within the prescribed time 

limits as herein above specified, the grievance may be processed to the next step of the grievance 

procedure if it is otherwise allowed by this A1iicle. 
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Section 4: Representation 

In the presentation of a grievance, an employee shall have the right to present his grievance or to designate 
a representative to appear with him at any step in his grievance. An employee is entitled to be represented 

by an attorney of his own choosing at Steps 4 and 5. 

Section 5: Exclusivity and Timeliness 

This grievance procedure shall constitute the exclusive method for raising disputes covered by the terms of 
this A1iicle Six. The failure to file or process a grievance in accordance with the time lines herein shall 
constitute an abandomnent of the dispute. Nothing herein shall prevent the parties from mutually agreeing 

in writing to extend or contract the time limits for pi'ocessing the grievance at any step in the grievance 

procedure. 
Section 6: Discipline 
A. The parties agree that all disciplinary actions shall be appealed through this Section 6 and shall be in 

accordance with the New Jersey Civil Service Commission Rules, as applicable to employees in Local
Service.

B. Employees as defined in N.J.A.C. 4A:2-2.1 shall be subject to major discipline as defined in N.J.A.C.

4A:2-2.2 and minor discipline as defined in N.J.A.C. 4A:2-3.l(a) for the general causes set forth in N.J.A.C.

4A:2-2.3.
C. A provisional or temporary employee may be disciplined at any time at the discretion of the 

Employer. A provisional or temporary employee who has been disciplined shall have no right of appeal or 

to a disciplinary hearing unless as otherwise provided by law or by the terms of this agreement, provided,

however, that a provisional employee employed continuously for six (6) months or more may have a hearing
with the Appointing Authority or their designee as provided below, with no right of appeal beyond that.

D. If an employee is entitled to a hearing under this Section 6, the hearing shall be conducted by the 
Appointing Authority or their designee, and pursuant to such rules or procedures which the County shall
deem appropriate or as required by the New Jersey Civil Service Commission Rules and Regulations.

E. Employees shall be provided with the appropriate Civil Service Commission disciplinary notice. Any 

employee appealing such action within ten (10) days of receipt of the notice shall be granted a disciplinary
hearing. If the employee is not satisfied with the decision of the Appointing Authority or their designated

hearing officer, the employee may appeal as permitted by law to the New Jersey Civil Service Commission

for a hearing before an Administrative Law Judge. Appeals from minor disciplinary decisions may be 
submitted to final and binding arbitration (pursuant to the procedures set fmih in Step 5 of the above
Grievance Procedure) to the extent permitted by law. 
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F. The County's designated hearing officer, if any, in such disciplinary hearings shall be chosen with a

view to his objectivity and in no case shall the said hearing officer be the person who brought or prepared

the charges against the employee.

G. At any disciplinary hearing, the employee may be represented by any union representative or attorney

of his choice.

H. Hearings shall be conducted no less than 10 or more than 30 days after the request unless mutually

agreed by the paiiies. All discovery requests will be provided within three (3) working days of the request

and the member will have sufficient time to review the discovery before any hearing is convened.

I. All such hearings shall follow the following format:

1. Reading of charges and specifications

2. Presentation of case by the County

3. Presentation of case by the appellant

4. Rebuttal by County and appellant, if necessary

5. Summation of case by appellant

6. Summation of case by County

J. Direct and cross-examination of witnesses shall be allowed. Either party may request that witnesses

be sequestered. The Appointing Authority or their designated Hearing Officer, if any, may determine that

witnesses be sequestered without a request from either party.

K. Whenever written eyewitness accounts of incidents are used as evidence the person who signed such

document shall be available for cross-examination or the documents cannot be used at that hearing.

L. The Appointing Authority or their designated hearing officer shall render his decision within twenty

(20) days of the close of the hearing. Said decision shall include discussion of testimony or evidence, specific

findings of fact and conclusions based on findings of fact and applicable laws and rules and regulations.
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Section 1 

Article Seven - Salaries, Shift Differential, Promotions, and Demotions 

2024-2027 SALARY SCHEDULE 

Step 2024 2025 2026 2027 
1 45,000 45,000 45,000 45,000 
2 48,667 48,667 48,667 48,667 
3 52,334 52,334 52,334 52,334 
4 56,001 56,001 56,001 56,001 
5 59,668 59,668 59,668 59,668 
6 63,335 63,335 63,335 63,335 

67,002 67,002 67,002 67,002 
8 70,669 70,669 70,669 70,669 
9 74,336 74,336 74,336 74,336 
10 78,003 78,003 78,003 78,003 
11 81,670 81,670 81,670 81,670 
12 85,387 85,387 85,387 87,500 

a) January 1, 2024: Step placement for officers on guide as follows:

Step 1: Albore; Deemer; Feliciano; Garren; Harrington; Horvath; McPeek; Pacana; Ramos; 
Renner; Walters; Wyant; Logan 

Step 2: 

Step 3: 

Step 4: 

Step 5: 

Step 6: 

Step 7: 

Step 8: 

Step 9: 

Step 10: 

Step 11: 

Step 12: 

Bailey; Brenner; Caffe1iy; Figueroa; Grant; 

Hardison; Napolitano; 

Handelong; Radzion 

Carbone; Castner; Cranmer; Hoadley; Post; 

Arvary; Scott; 

None; 

None; 

Hengst; Tucker; Weller; 

None; 

Gonshor; P01ierfield; 

Good; 
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b) January 1, 2024: 4% increase in salary for officers at current top step or off-guide. Amounts not
added to salary guide:

Ball; Buckholtz; Buss; Decker; FaITes; Gapinski; Maertens; McNealy; Nemec; Paul; Rodriguez;
Sheedy; Bevins; Hills; Jackson; Legore; Mosby; Poff; Ralicki; Twist; Utley;

c) September 25, 2025: Step movement for all eligible officers.
2.5 % increase for top step or officers off-guide. Amounts not added to the salary guide.

d) September 24, 2026: Step movement for all eligible officers.
2.5 % increase for top step or officers off-guide. Amounts not added to the salary guide.

e) September 23, 2027: Step movement for all eligible officers.
2.5 % increase for top step or officers off-guide. Amounts not added to the salary guide.

Any future step movement beyond September 23, 2027 will occur only if negotiated between the
parties.

Section 2 

Effective upon execution of this agreement the shift differential for the Evening ( or Second) shift shall be 

$.50 (50 cents) per hour, and the shift differential for the Night (or Third) Shift shall be $.75 (75 cents) per 

hour. 

Section 3 

Effective upon execution of this agreement the weekend differential shall be continued for all employees, 

that is, $.85 (85 cents) per hour for each hour worked on a weekend. This differential shall be paid in addition 

to any applicable evening or night differential. For purposes of this Section a weekend is defined as the 

period from 12:00 a.m. on Saturday through and including 11 :59 p.m. on the following Sunday. 

Section 4 

Employees shall be paid at time and one-half (1.5) their straight time hourly rate for a fifteen (15) minute 

overlap per shift per day. 

Section 5 

Demotions - Upon demotion, the employee shall receive the salary he would have received had he occupied 

the demotion position continuously from the date he commenced occupying the position from which he was 

demoted. In other words, the employee's salary history is reconstructed as if the employee had occupied the 

demoted position continuously since that starting point. The foregoing represents a method of computation, 

and does not cause reduction, repayment, or reimbursement of salary paid prior to any demotion. 

Section 6 

The County's biweekly payroll system shall be continued. 
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Section 7 

At the time of separation from service any advanced sick, vacation, or personal time shall be paid back out 

of the employee's final pay check. 

Section 8 

Effective January 1, 2023, employees shall be responsible for the full cost of all meals provided by the 

County of Warren in the Warren County Correctional Center. 

Section 9 

The County shall provide a one-time gross payment of $4,500 each to the following officers: Bevins; 

Stefancin; Utley; Ralicki; LeGore; Mosby; Hills; Twist; Poff; Jackson; Farres; Nemec; Decker; Maertens; 

Paul; Buckholtz; McNealy; Ball; Buss; Gapinski; Rodriguez; Sheedy; Good; Porterfield; Gonshor; Tucker; 

Weller; Hengst; Arvary; Scott; Carbone; Cranmer; Hoadley; Castner; Post; Handelong; Napolitano; 

Hardison; Figueroa; Cafferty; Brenner; Bailey; Grant. 

Amount not added to base salary or salary guide. Payments shall be made to the above officers within 90 

days of January 1, 2024. 

Article Eight - Overtime 

Section 1 

All employees in full-time positions shall be paid time and one-half prorated on their current salary for such 

time as they are requested to work in excess of their normal workweek. It shall be the policy of the County 

that no overtime shall be allowed for work which could be accomplished during the normal working hours; 

therefore, accompanying the vouchers submitted for ove1iime pay must be a statement submitted by the 

Warden or his designee certifying to the necessity and reason for ove1iime. Ove1iime shall be paid in cash 

and shall not be given as compensatory time. 

Section 2 

Employees working on a holiday shall receive a holiday premium of two (2) times their normal hourly rate 

of pay for each hour worked on a holiday. In addition, the employee shall be entitled to one (1) compensatory 

day off from work at a later date for each holiday worked. 

Section 3 

Employees working overtime on a shift where they receive shift differential shall be paid said shift 

differential in addition to their ove1iime pay for the hours worked. 
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Section 4 

Made effective September 23, 2013: 

A STORM DAY OR EMERGENCY requiring the closure of County offices shall mean only an official 

declaration of same made by the Board of County Commissioners or the County Administrator and shall not 

include those declared by the State of New Jersey or those promulgated by the WaITen County Depaiiment 

of Public Safety, Office of Emergency Management. For purposes of this agreement, a STORM DAY OR 

EMERGENCY declared by the Board of County Commissioners or County Administrator shall be 

memorialized by memorandum to be filed with and retained by the Finance Depaiiment, Payroll and shall 

include staiiing and ending dates and times of the closure of County offices. 

Nonessential Employees 

Should an employee report for work and subsequently the Employer decide to officially close the 

Employer's offices for any reason, such employees that repmi to work shall be credited for the day's work. 

Should the Employer for any reason officially close the Employer's offices before the start of the workday, 

all employees scheduled to work that day will be credited with a day's work. 

Essential Employees 

Essential employees shall be paid double time for each hour worked by them during a STORM DAY OR 

EMERGENCY when officially declared by the Board of County Commissioners or County Administrator. 

The double time shall be earned for all hours worked during the entire period of an officially declared 

STORM DAY OR EMERGENCY. 

In the event an essential employee cannot report for work because of storm conditions or emergency 

conditions, the time lost from work will be charged against accumulated vacation or personal leave time. In 

the event that no such leave time is available, the time lost from work will be charged as time off without 

pay. If an essential employee is unable to report to work, the employee must repmi this absence no less than 

one and one-half (1 ½) hours before the staiiing time of their shift or the start of their normal workday. 

Determinations as to which employees are essential and which are non-essential may vary given the 

circumstances of each event leading to the issuance of an official declaration of a STORM DAY OR 

EMERGENCY. Department/Division Heads are given authority to determine classification of essential and 

non-essential employees. At minimum, essential employees shall always include those necessary to maintain 

statutory or code-mandated minimum staffing levels at Warren County's 24 hour institutions/operations. 
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