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THIS AGREEMENT made this 2nd day of December , 1993, between the
Communications Workers of America (CWA), and known as Local 1035,
hereinafter referred to as the Union, and the Hunterdon County Board of -
Social BServices, hereinafter referred to as the Employer, shall constitute

the complete and sole Agreement for the Bunterdon County Board of Social
Services employees.




o~ ARTICLE 1

RECOGNITION AND SCOPE

A. The Negotiating Unit

The Board of Social Services hereby recognizes the Union as the sole
and exclusive representative of all full time, permanent and
provisional employees under this Agreement for the purpose of
collective negotiations pursuant to the New Jersey Employer - Employee
Relations Act (N.J.S.A. 34:13A-1 et seqg.} concerning salary, hours and
other terms and conditions of employment in the negotiating unit
described below:

Supervising Clerk, Social Work Supervisors, and Income
Maintenance Supervisors employed by the Hunterdon County
Board of Social Services but excluding all other employees.

BE. Employee({s) Defined

Unless otherwise indicated, the terms "employee” and "employees" when
used in this Agreement refer to all persons represented by the Union in
the above-defined negotiating unit.

c. Additions and Modifications to the Negotiating Unit

This shall not preclude the addition of new titles which shall be
negotiated only as to unit placement and salary at the time the new
titles are established. The content of job descriptions shall not be
negotiated and shall be the Board's prerogative solely and exclusively
to determine without negotiations with the Union., Failure of the board
and the Union to agree on the unit placement and salary for the
position title shall not delay the filling of the position and the
payment of the employee{s) serving therein by the Board of Social
Services.

It is understood and agreed between the parties that any party has the
right under law to file a clarification of unit petition, should
circumstances reguire., The parties are free and encouraged to resolve
any disputes as to the composition of the unit between themselves
without resorting to intervention by P.E.R.C.
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ARTICLE 2
PAYROLIL DEDUCTIONS

A. Pbues Checkoff

The Employer will deduct current uniform dues of employees who are members
of the Union beginning with the next pay period following receipt of a duly
executed form acceptable to the Employer. Such authorization may only be
revoked upon thirty (30) days notice prior to January 1 or July 1. Monthly,
the Employer will forward a list of all employees hired or terminated during
the preceding month.

It shall be the sole obligation of the Employer to remit sums deducted to
the Secretary-Treasurer of the Union by the 15th of the month following the
month i1in which it deducts them, with a list of those employees for whom the
deductions have been made.

The Union shall hold the Employer harmless against all claims, demands or
other forms of liability that may arise out of the Employer's deducting sums
as Union dues pursuant to this Article.

B. Automobile Insurance Coverage

The Employer agrees to provide payroll deductions for automobile insurance
coverage for members o©of an appropriate group who 8o authorize such
deductions. The Union shall heold the Employer harmless against all claimsu.\
demands or other forms of liability that may arise out of the Employer':
deducting sums pursuant to this Article.

The Employer alsoc reserves the right to require a Hold Harmless agreement
from the carrier providing such group autcmobile insurance coverage. The
contract between the insurance carrier and the employee shall contain
provisions reasonably acceptable to both the Employer and the Union.



P ARTICLE 3

MANAGEMENT

It is mutually understood and agreed that the Employer has the prerogatives
of management in the direction of the employees including but not limited to
the rights of hiring, suspending, discharging in accordance with Civil
Service rules; promoting, transferring, scheduling to determine the
standards of services to be offered by its agencies, take necessary actions
in emergencies, determine the standards of selection for employment,
maintain the efficiency of its operations, technology of performing its
work, determine the methods, means and persconnel by which its operations are
to be conducted, dJdetermine the content of job classifications, subject to
Civil Service Regulations and any other applicable law or provision of this
Agreement.



ARTICLE 4

RESPONSIBLE UNION-EMPLOYER RELATIONSHIP

A, Responsibility of the Parties

The Employer and the Union recognize and agree that it is in the best
interests of both parties, the employees, and the public that all dealings
between them continue to be characterized by mutual responsibility and
respect. To insure that this relationship continuves and improves, the
Employer and the Union and their respective representatives at all levels
will apply the terms of this contract fairly in accord with its intent and
meaning and consistent with the Union's status as exclusive bargaining
representative of all employees covered by this contract and management's
role as the Employer.

B. Proper Treatment of Persons

It is further understood and agreed that every employee, supervisor, manager
and Board Member shall be treated in accordance within the accepted
standards of decency (propriety in conduct, speech), courtesy (habitual
politeness; good manners), and respect (to treat with propriety). This
means not calling persons derogatory names, nor refusing to acknowledge
them, nor behaving toward others less than professionally. It does not mean
failing to evaluate poor performance truthfully, imposing discipline when
warranted, rendering a negative decision or mandating requirements with
vhich a person disagrees or which a person dislikes.



o~ ARTICLE 5

RIGHTS AND PRIVILEGES OF THE UNION

- Union Representatives

1. The Union shall designate such members of the Union as it deems
reasonably necessary as Union Representatives, who shall not be
discriminated against due to their legitimate Union activity.

2. The Union shall provide the Employer with a list of all Union
Representatives, who are employees of the Board of Social Services, and
will notify the Employer within thirty (30) days if any changes occur,

B. Visits by Authorized Union Representatives

Noe more than two authorized representatives of the Union shall have the
right to enter upon the premises of the Hunterdon County Board of Social
Services, with prior twenty-four (24) hours written notice, during working
hours as long as such visits do not interfere with proper service to the
public. Approval of the Employer must be obtained prior to such visits.

c. Union Representatives - Negotiations, Conferences, Meetings
1. Not more than five (5) Union representatives, no more than two (2) of
whom shall be Board of Social Services employees, shall be permitted to
~ participate in negotiations, conferences or meetings with the Hunterdon

County Board of Social Services. In the event the Board of Social
Services schedules negotiations, conferences or meetings during normal
working hours, up to five (5) Union representatives, not more than two
(2) of whom shall be Board of Social Service employees, may participate
with no less in pay.

Where negotiations meetings are held jointly with representatives of
the Board and the non-supervisors bargaining unit only one employee of
the supervigcrs bargaining unit may attend and the five (5) Union
representatives permitted to attend negotiations under the supervisors
and non-supervisors agreements shall be the same.

2. It is recognized that should the County of Hunterdon permit the release
of one {1) delegate {(a County employee} to attend negotiations for
CWA's Board of Social Services Negotiating Committee, the said County
employee on paid leave status provided said negotiation occurs during
working hours, such County employee shall be permitted to attend
negotiations for Board of Social Service employees.

3. Upon securing prior approval from the Board of Social Services,

representatives of the Union shall be permitted to transact official
Union business on the premises at all reasonable times, provided that
this shall not interfere with or interrupt normal operations of the
service. Official Union business is defined for purposes of this

— agreement as any meeting called by a designated Union representative
which is open to the general membership and any training activity
conducted by a designated Union representative.



E.

Representatives authorized by the Union may, upon five (5) days  .m,
advanced written notice, be excused from duty to attend Union
seminar meetings, conferences or conventions. The requirement of
five (5) days advanced written notice may be waived by the Board
where circumstances regquire. Permission will be granted when
absence from work will not interfere or interrupt normal

operations of the service. No more than four (4) days per year
(aggregate total of individual days off) shall be allowed under

this provision. Unused days shall not be accumulative and any
unused days shall be cancelled at the end of the calendar year,

Use of Facilities and Equipment

Upon securing prior approval, the Union may use facilities and
equipment when not otherwise in use.

The Union may use mailboxes and designated bulletin Boards.

Should the representative of the Union or the Union itself cause any
malicious damage to any facility or equipment owned by the County or
the Board of Social Services, the Union hereby agrees to either repair
such facility or egquipment at its own cost or to reimburse the County
or the Board of Social Services for the reasonable cost to repair said
facility or egquipment.

Information Made Available

qﬁ\

The Employer agrees to make available to the Union all public informatio:n
concerning the financial resources of the agency together with information
which may be necessary for the Union to process any grievance or complaint.



o~ ARTICLE 6

ADHERENCE TO CIVIL SERVICE RULES

The Employer and the Union understand and agree that all Rules promulgated
by the New Jersey Department of Personnel shall be binding upon both
parties.



ARTICLE 7

-,
RULES OF THE EMPLOYER

All rules and regulations promulgated by the Employer for the proper and
efficient operation of +the Public Service shall be duly and conspicuously
placed.



B.

ARTICLE 8

EQURS OF WORK

The Work Week

1.

2.

1.

Employees will work thirty-five (35) hours dQuring the normal work
week, Monday through Friday, 8:30 a.m. to 4:30 p.m. with one (1)
hour for lunch. Lunch hours shall be taken according to
echedules as established.

Employees who work beyond forty (40) hours in a work week shall be
entitled to overtime compensation as provided in Article 10.

Breaks

Each employee herein represented shall be entitled to one (1)
fifteen (15) minute break for each half-day of work (morning and
afternoon, and equivalent periods for shift work). Breaks are to
be taken according to schedules as established. Breaks may not be
used to delay the start of the work day; to extend the lunch hour
at the start or finish: or at the end of the work day, provided,
however, that the employee's supervisor in his sole discretion may
allow an exception to this policy. Unused break time shall not be
credited or accumulated in any way by the employee,.

Employees who are on break shall not engage employees who are not

on break in any way. Breaks shall be taken away from the work
areas.

10



B.

ARTICLE 9
WAGES
The Formula for Wages shall be as follows:

Effective January 1, 1992, an additional step shall be added to each
salary range. This shall result in a new compensation schedule which
is Schedule 92.

Effective January 1, 1992, each employee who has been evalunated as
satisfactory for the preceding evaluation year, shall have a salary
increase by advancing one (1} step on Schedule 32. Since all
evaluations for this evaluation period have been completed, it is
understood that all employees were evaluated as satisfactory.
Additionally, each employee shall receive a bonus payment, not added to
base of six-tenths of one percent (0.6%).

Effective January 1, 1993, a new compensation schedule shall be created
by increasing all points on Schedule 92 by 3.25%., Additionally, each
step shall be divided in half, in effect doubling the number of steps.
This shall result in a new compensation schedule which is Schedule 93.

Effective January 1, 1993, each employee who has been evaluated as

satisfactory for the preceding evaluation year, shall be moved,
step~-to-step, onto the new Schedule 93. Additionally, each employee
who has been evaluated as satisfactory and who is not at the maximum of
their salary range shall be advanced one-half step. Each employee who
has been evaluated as satisfactory and who is at the maximum of their
salary range shall be given a bonus payment which is not added to base
equivalent to one-half of an increment in their salary range. Since
all evaluations for this evaluation period have been completed, it is
understood that all employees were evaluated as satisfactory.

Effective January 1, 1994, a new compensation schedule shall be created
by increasing all points on Schedule 93 by 3.5%., This shall result in
a new compensation schedule which is Schedule 94.

Effective January 1, 1994, each employee who has been evaluated as
satisfactory for the preceding evaluation year, shall be moved,
step-to-step, onto the new Schedule 94. Additionally, each employee
who has been evaluated as satisfactory and who is not at the maximum of
their salary range shall be advanced one-half step. Each employee who
has been evaluated as satisfactory and who is at the maximum of their
salary range shall be given a bonus payment, which is not added to
base, egquivalent to one-half of an increment in their salary range.

An employee who has been evaluated as unsatisfactory for the preceding
evaluation year shall receive no salary increase effective January 1.

The unchanged rate of pay will be continued for the applicable payment
year.

New hires on board for more than two quarters in any evaluation year
(hired prior to April 1) shall be eligible for all of the negotiated

11
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< salary increase effective January 1, contingent upon being evaluated as

10.

11,

12.

satisfactory. :

New hires on board for two guarters or less in any evaluation year
(hired April 1 or later) shall be eligible for only the step-to-step
salary increase effective January 1, contingent upon being evaluated as
satisfactory.

Employees promoted and working in a higher title for more than two
guarters in any evaluation year (promoted prior to April 1) shall be
eligible for all of the negotiated salary increase effective January 1,
contingent upon being evaluated as satisfactory.

Employees promoted and working in a higher title for two quarters or
less in any evaluation year (hired April 1 or later) shall be eligible
for only the step-to-step salary increase effective Januvary 1,
contingent upon being evaluated as satisfactory.

It is expressly understood that there are nco salary increases which are
provided for subsequent to December 31, 1994,

No employee shall be paid less than the minimum nor more than the
maximum of their salary range except that employees may receive
contractually provided for bonuses or overtime payments. If an
employee is evaluated unsatisfactory, and receives no salary increase
effective January 1, the unchanged pay rate of that employee, if less
than the negotiated pay range increase will be considered the minimum
of the applicable salary range, but not the starting rate neor the base
used to calculate range increments.

When an employee is promoted, demoted or reclassified, s/he will
receive a salary adjustment as indicated in Appendix I.

Wages will be paid every second Friday, at the appropriate rate per
employee, for the two-week (70 hour) period ending as of and inclusive
of the payday.

Payments for overtime work authorized and worked within the pay period
shall be paid on the payday for the succeeding pay period.

12



ARTICLE 10

OVERTIME

General Provisions

1.

Supervisory employees shall not be paid for overtime hours worked,
provided, however, that compensatory time leave will be granted to
supervisory employees who are authorized to work and reguired to
work beyond 35 hours in a given work week. Compensatory time
shall be earned at the rate of time and one-half for each hour
worked.

Compensatory time may be accumulated up t¢ a maximum of
thirty~five (35) hours (1 work week). Accumulated hours must be
used within the next succeeding thirty (30) calendar days or the
unused time shall be forfeited.

The thirty-five (35) hours accumulated for use at a later date
shall be scheduled in advance in the same manner as vacation. If
workloads do not permit the use of compensatory time when
requested, the employee may continue to carry the time on the
books for another thirty (30) calendar days.

Should an employee's service terminate, unused earned compensator:y™
time shall be reimbursed to the employee in the final pay.

Agency staff who agree to perform work on a sub-contractor hasis
for programs to be administered after regular hours by the Board,
will be considered exempt for the provisions of the Article for
overtime.

Court Appearance

If an employee is required to appear in court on Board of Social
Services business during his working hours, he shall be excused with

pay.

I1f such Court appearance is reguired at other than normal working

hours, the employee shall be compensated at his normal overtime rate if
he is otherwise eligible as indicated in Paragraph A. He will be
entitled to mileage reimbursement as indicated in Article 16.

13



E.

ARTICLE 11

HOLIDAYS

Days Off

The thirteen (13) holidays presently observed shall continue to be
observed under this Agreement (New Year's Day, Martin lLuther King's
Birthday, Linceln's Birthday, Washington's Birthday, Good Priday,
Memorial Day, Independence Day, Labor Day, Columbus Day, Election Day,
Veteran's Day, Thanksgiving Day, and Christmas Day).

Also to be observed are any other additional holidays declared by the
legally constituted authorities of the County, or any holidays declared
by Gubernatorial or Presidential proclamation which are not listed
above. Employees who work on such days will receive compensatory time
for their normal workday and their normal overtime rate for all hours
beyond their normal workday.

Additional Days Qff

The day after Thanksgiving shall be a paid day off for all employees.

Observance

By mutual consent of the Parties, the date of observance of any of the
above heolidays may be moved to another day.

When & holiday falls on a Saturday, it shall be observed on the
preceding day, Friday.

When a holiday falls on a Sunday, it shall be observed on the following
day, Monday.

14



ARTICLE 12

VACATIONS

A. Vacation Schedule

All employees covered by this Agreement shall be granted Vacation lLeave
based upon the following from date of hire:

Years of Service Annual Leave
lst year 1 gay/month to end of calendar
year in which hired
1 through 7 years 12 days per year
8 through 10 years 16 days per year
11 through 15 years 21 days per year
16 through 20 years 26 days per year
21 years and over 26 days per year, plus one
additional day for each year
over 20

For the duration of this Agreement all employees who under the previou”™
contract were entitled to 15 vacation days per year as of January 1, 1985,
shall continue to be entitled +to 15 vacation days per year until their
entitlement changes to 16 days per year under the current vacation schedule.

B, "Service"” Defined

Service includes all continuous service with the Board of Social Services or
other County office regardless of Civil Service status, provided there is no
break in service of more than one week.

c. Vacation Reguests

1. Employees shall submit an annual reguest for Vacation Leave no later
than April 30 of the year with first and second choices. Up to
one~third of the year's vacation entitlement may be unscheduled, by
indicating the number of days to be used "on a day basis."

2. Separate vacation reguests for use of the unscheduled Vacation Leave
may be submitted as needed after April 30, but no later than November
15.

135



D. Scheduling of Vacations

. The Director will schedule vacations according to the needs of the
service, and, for purposes of the annual reguest, on the basis of
senjority in the event of multiple reguests for the same time period.

2. Requests for the use of unscheduled Vacation leave received subseguent
to April 30, and prior to November 15 will not be governed by seniority
considerations, The Director will schedule according to the needs of
theiservice, on the basis of reguests first received for the same time
period.

3. Vacation Leave will be scheduled in no less than one-half day
increments.

E. Amended Vacation Requests

An employee may submit no more than four (4) amended vacation requests per
year, Seniority will not be a factor in approving amended vacation
regquests., No amended vacation reguest may be submitted after November 15.

r. Vacation Entitlement

1. Each employee, except as provided in 2. (below}, shall be given credit
for each calendar year for all due Vacation Leave and shall be
permitted to use credited leave when regquested, subject to the needs of
the agency and the approval of the Director. Should an employee's

~ service terminate before the end of the year, earned Vacation Leave

shall be calculated based on the number of months (or major portion
thereof) completed. Unused earned Vacation Leave shall be reimbursed
to the employee in the final pay. Used unearned Vacation Leave shall
be deducted from the final pay.

2. Newly hired employees shall be given credit for all due Vacation Leave
after the employee has been employed for a full six months. During the
first six months, Vacation Leave will be credited as earned, at the
rate of one day per month worked.

G. Iliness or Death in the Family During Vacation

If an employee becomes ill while on vacation and requires the use of Sick
leave or should a death in the family occur for which Bereavement Leave is
provided, then that time may be changed to Sick and/or Bereavement Leave as
applicable. She/he must notify the Director by teleprhone, telegram, or
letter within two (2) days of the occurrence unless exceptional
circumstances prevent such notification being given within the time
provided. In addition, the emplovee must furnish medical evidence or proof
of death in family upon return to work to verify an illness or injury which
would have precluded his or her working in order to be credited with Sick
Leave or Bereavement Leave in lieu of a charge for vacation days,

16



E. Substitution of leave

Any substitution of Sick Leave or Bereavement Leave for vacation days does™

not extend the scheduled Vacation lLeave beyond the expected date of return
to work unless it is specifically authorized by the Director.

I. Vacation Carryover

A vacation carryover of up to one-third (1/3) of a year's vacation
entitlement is permitted upon written notice £filed by December 1st.
Vacation carryover in excess of one-third (1/3) of the year's entitlement
must be reguested by October 1st. The carryover must be used in the
succeeding year or such vacation credit if forfeited.

17



ARTICLE 13

LEAVES OF ABSENCE

Sick Leave

1.

Sick Leave shall accumulate at the rate of one and one-gquarter (1
1/4) day per month in the first calendar year of service,
commencing in the first month or major portion thereof from the
date of hire.

Sick Leave shall accumulate year to year with an additional
fifteen (15) days credited to the employee at the beginning of
each successive calendar year.

It is assumed that the employee shall remain in the service of the
Employer for the remainder of the calendar year, and the total
number of sick days, pro-rata, shall be credited to the employee.
If separation occurs before the end of the year, and more Sick
Leave has been taken than appropriate on a pro-rata basis, the per
diem rate of pay for the excess days shall be deducted from the
final pay.

If a heliday occurs during paid Sick Leave, it shall not be
charged as paid Sick Leave.

On the last work day in December each year, employees may exercise
a Buy-back of Sick lLeave Option, whereby up to 7 unused Sick Leave
days of the current year entitlement may be surrendered and
removed from the employee's Sick lLeave credit in return for a cash
payment based upon the employee's daily rate of pay in effect as
of December 31.

Sick Leave may be used for the following: (1) Personal illness or
injury including medical appointments therefore, which cannot be
scheduled at other times: {2} Exposure to contagious disease; (3)
Care, for a reasonable period of time, of a seriously ill member
of the employee's immediate family; and (4) death in the
employee's immediate ‘family, for a reasonable period of time,
"Immediate family" shall be an employee's spouse, child, legal
ward, grandchild, foster child, father, mother, legal guardian,
grandfather, grandmother, brother, sister, father-in-law,
mother-in-law, and other relatives regiding in the employee's
household.

The Employer reserves the right to verify that Sick Leave has been
or will be used for the purposes for which it is intended; and
employees are subject to all conditions of documentation and
verification of Sick Leave use as contained in N.J.A.C.
4A:6-1.4(d)-(qg).

18



Pregnancy Disability and Child Care

An employee shall notify the Employer of her pregnancy disability as
soon as it is medically confirmed. BSaid employee may regquest a
Pregnancy Disability Leave without pay and said Leave shall be granted.
A pregnancy disability and/or subseguent Child Care Leave of Absence
shall be granted for the maximum period allowed by Civil Service rules.
The employee may elect to return to work at an earlier date provided
the employee shall be deemed medically fit to return to the duties and
responsibilities of her position.

Bereavement Leave

All employees shall receive up to five (5) consecutive working days
leave in the event of the death of a spouse, child, step-child, ward,
son~in-law, daughter-in-law, sister, sister-in-law, brother,
brother-in-law; grandparent (of employee or employee's spouse),
grandchild, (of employee or employee's spouse) parent (of employee or
employee's spouse) step-parent; father-in-law, mother-in-~law, and any
other member of the employee’s immediate household. The number of days
taken, up to 5, shall be at the sole discretion of the employee. This
leave is separate and distinct from any other leave time. In the event
of multiple deaths, special consideration will be given to the emplovee
by the Employer.

Each employee may bank a maximum of two days for use in the event of
death of persons other then covered in Article 13, C.l. In the first
year, credit will be established for deduction from a future covered
occurrence. If the employee leaves employment prior to¢ the future
occurrence, the cost of the credited day, if used, will be repaid by a
deduction from the final pay or by surrender ¢f earned Personal Leave
or Vacation Leave credit. If the banked day was credited from time
applicable to a covered ocecurrence but not used before leaving employ,
then the employee will be reimbursed for the day.

Personal Leave

Employees shall receive non-cumulative perscnal days which shall be
earned at the rate of one-half (1/2) day per month up to a maximum of
four (4) days in the first calendar year. During the second calendar
vear of employment and thereafter, employees shall be credited with
four (4) days leave for personal business which is non-cumulative.

Written notice of Personal Leave shall be submitted three working days
in advance, except in cases of emergency, 5o that work schedules and
unit coverage may be maintained properly.

Personal Leave for non-emergent circumstances will not be approved if
such use would reduce unit coverage below the established coverage
minimum. If this disapproval results in Personal Leave not being used
before the end of the yeary, the unused Personal Leave will be carried
over and used in the succeeding year no later than May 1.

19
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4.

5.

Personal Leave shall be taken in minimum increments of 2 hours, except
in emergency situations.

Up to one day of Personal Leave, not used by December 31, will be
reimbursed to the employees as a cash payment at the rate of pay as of
December 31.

Should the Employer note emergency Personal Leave usage which suggests
possible abuse, the use of emergency Personal Leave will be denied
unless the employee provides sufficient reason for the emergency
Personal Leave. Abuse may be indicated by: (1) more than 3
emergencies in a calendar year; (2) a claimed emergency at a time for
which other leave time had been denied, or which the employvee had been
advised would be denied if reguested; (3} a claimed emergency on a day
before or after a Holiday, or other leave time; (4) a pattern of use or
other sufficient reason.

If an employee is regquired to provide a reason for emergency use of
Personal Leave which is highly confidential, then the employee may
insist on revealing the circumstances directly to the Director whe will
be contractually bound to not divulge the nature of the emergency to
anyone else unless the denial of the emergency use becomes the issue in
a grievance.

Other Leaves

All other proper and authorized leaves as provided in the Rules of the
Department of Personnel shall be recognized and constitute a part of
this Agreement.

20



ARTICLE 14
JURY DUTY
Paid Leave

Should an employee be obligated to serve as a juror, he shall receive
full pay from the Employer for all time spent on jury duty, including
reasonable travel time from the place of employment or home to the
court and back. If the employee's services as a juror are not
reguired for a portion of the work day, the employee shall report for
duty for that part of the work day, unless specific circumstances
warrant dismissal from duty by the Employer.

Court Allowance

Remuneration received from the Court for such service will not be
deducted from the wages received for the corresponding workdays.

21



ARTICLE 15

MEDICAL AND OTHER BENEFITS

Benefit Entitlement

The medical and other benefits currently enjoyed by employees shall
remain in effect during the term of this Agreement. It is understood
and agreed that these benefits apply to employees who work twenty
{(20) or more hours per week.

Hospital/Medical Insurance

The Employer agrees to provide at no cost to the employees, medical
coverage in the form of basic and extended hospital benefits, basic
and extended Medical=~Surgical benefits and Major Medical benefits as
currently provided through the State Health Benefits Plan traditional
program for all employees and their eligible dependents. If the
employee elects an approved State Health Benefit option -HMO or PPO
program- then the Employer shall pay the full cest up to the amount
of the traditional program premium. Any additional costs will be
paid by the employee via payroll deduction. The Employer shall also
pay the monthly Medicare premium for each employee over age
sixty-five (65).

The Board may change insurance carriers or programs provided the new
carrier and/or program has benefits comparable to the current State
Health Benefits Program and provided there is no diminution of
benefit and/or services. The Board will, prior to changing carriers
and/or program, give the Union no less than 60 days notice of the
intended change, along with a complete listing of the benefit level
of the existing program and the proposed new program. In the event
the Union makes a claim of diminution of benefit, such a claim will
be settled via an expedited arbitration hearing (grievance to be
submitted directly to arbitration after discussion with the
Director). If the County of Hunterdon seeks to change the insurance
carrier or program and the Bocard proposes to change to the same
carrier or program, and if the CWA International Union is arbitrating
a claim of diminution of benefit with the County, the Union and the
Board, with the consent of the County, agree to becoming parties to a
consolidated arbitration hearing with the County.

Temporayy Disability Insurance

In addition, the Employer agrees to provide, on a contributory basis
from the Employer and the employee, New Jersey Temporary Disability
Insurance.

Worker's Compensation Leave

Each employee shall receive for on the job injuries a leave of
absence with full pay for up to twenty-six (26} weeks, with no loss
in Sick Leave credit or any other leave time. Any monies received by

22



E.

the employee from Worker's compensation during the leave of absence
which is for regular maintenance shall be reimbursed to the Employer.

Extended Benefits for Retired Employees

The Employer further agrees to provide health insurance as a
supplement to Medicare to retired Board of Social Services employees
pursuant to Ch. 88, of the P.L. 1974 and the Board's enabling
resolutions.

Medical Reimbursement Program

1.

Subject to autherization by the State Health Benefits
Commission, the employer agrees to provide a net medical
reimbursement program covering vision care, dental care, and
prescription drugs, and insurance premiums for these items;
chiropractic services; and discretionary physical examinations
for employees who have completed at least two (2) months
continuous service with the Board of Social Services. If the

- 8tate Health Benefits Commission establishes a maximum

reimbursement for any of these items which is less than stated
herein, then the contract is amended automatically to the lower
maximum amount.

Each covered employee shall be eligible to receive a maximum net
reimbursement of $375 per year in 1992, and $400 per year in
1993 and 1994, for himself and eligible dependents {as defined
by the State Health Benefits Program).

The maximum net reimbursement rate in each year shall apply to
bills for services incurred and submitted in that year. Covered
services eligible for net reimbursement shall be limited to the
followinyg:

a. Vision Care: prescription lenses and eye examinations:

b. Prescription Drugs: prescriptions as prescribed by a
licensed physician and recognized by Blue Cross, Blue
Shield of N.J. as eligible for reimbursement;

c. Dental Care: any dental care performed by a licensed
dental care provider:;

d. In the event that an employee purchases insurance coverage
for vision care, prescription drugs or dental care for
himself or herself and with or without children, then the
employee may submit for reimbursement for the premiums paid
or some portion thereof but not to exceed the maximum
permitted to be paid under Article 15 F.2 above. 1f the
policy is not continued by the employee for at least for
the amount of premiums reimbursed, then the employee shall
notify the Employer of the cancellation of the policy and
pay back any monies reimbursed over and above the amount
charged to the date of cancellation.
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e. Any chiropractic services provided by a licensed
chiropractic provider.

£. Discretionary physical examinations for the employee

a. Employees will submit reguests for net reimbursement via an
approved voucher, following the instructions for
submission, with an attached dated receipt clearly
identifying the recipient and describing the services, with
costs itemized. 1In the case of a prescription the receipt
must also show the prescription number and name of the
medicine.

b. The employee must submit written proof from the existing
health care provider or providers, if mpre than one, that
the amount claimed is not reimbursable under the policy or
program for which the employee is enrolled or showing the
net amount to be paid by the employee after payment under
the policy or that the deductible applies. The Employer.
reserves the right to verify the decision of the health
care provider in writing. Any employee whose spouse is an
employee of Hunterdon County shall only submit for any net
reimbursement which is not reimbursed by the County program
or by a health care provider.

c. The claim shall be submitted as soon as the net liability
has been verified in writing to the employee. If a claim
has been submitted to the health care provider but it is
anticipated that the net liability may not be determined by
December 1 of the year, then the employee shall complete a
Notice of Possible Reimbursement form and file the form
with the Empleoyer no later than the last work day of the
calendar year so that when the final net liability is
determined, the approved voucher shall be submitted.

The Employer will pay the net reimbursement within the earliest
cycle of Board-approved payments possible, based upon date of
receipt of the voucher, replies for verification and provided
that the voucher is not returned due to errors or lack of
clarity. Any claims submitted which are complete and verified
after December 1, should be approved at the January Board
Meeting for payment.

Employees who are required to use Video Display Terminals (VDTs)
and whose documented regular use of a VDT exceeds three (3)
hours per day will be reimbursed up to $40 for an additional
annual visual examination..
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ARTICLE 16

EMPLOYEE'S EXPENSES

Mileage Reimbursement for Personal Vehicles

Employees authorized and reguired to use personal vehicles in the
pursuit of proper and necessary Board of Social Services business
shall be reimbursed at the rate of twenty ($.20) cents per mile. All
such personal car mileage shall be submitted on the proper forms (to
be provided) and such mileage shall be computed on a portal basis.

Meals

The Board of Social Services shall continue its present policy of
providing meals to its employees who are out of Hunterdon County on
Board of Social Services business. Reimbursement shall only include
meal cost, sales tax and a gratuity (up to 15% of the total meal cost
and sales tax) but shall not exceed the maximum amount allowable:

Breakfast Up to $ 5.00
Lunch Up to § 6.5¢C
Dinner Up to $13.50

A signed, dated receipt clearly identifying the food vendor is
required for reimbursement.

Personal Vehicle Allowance

Employees in the following titles who are aunthorized and reguired to
use privately owned vehicles for agency business,other than on an
occasional basis (defined as one (1) day per week, or less, average)
shall be granted a maximum of $100 per year, to be used to defray
additional insurance premium expenses for business-use coverage:

Social Service Supervisor
Income Maintenance Supervisor

Employees will be notified in advance if the use of personal cars for
Board of Social Services business is reguired on more than an
occasional basis (as herein defined) so that business use insurance
ctoverage can be obtained as specified below:

All employees reguired to use privately owned vehicles, and
claiming reimbursement for business-use insurance coverage,
shall carry liability insurance with minimum coverage of
$100,000/%300,000 personal injury liability, and $50,000
property damages, plus business use rating. Evidence that
such insurance coverage is in full force and effect

with a company approved by the New Jersey Department

of Insurance shall be made available to the Employer

pricor to payment. Payment will be made monthly during

the time in which the insurance is required toc be in
effect, computed on a pro-rated share of the $100

maximum payment, per diem,
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ARTICLE 17
/—\

EMPLOYEE FACILITIES

Adequate facilities shall be provided for employees for purposes of daily
breaks, eating of 1lunches and for relief in time of momentary illness
incurred while at work. Adequate parking for employees' automobiles will
also be provided.
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ARTICLE 18

SAFETY

Rights and Obligations

The Employer agrees to insure the safety and adequacy of all working
areas and equipment provided for employee use. The Union reserves
the right to call upon the Employer or any appropriate State or
Federal agency to investigate any matter involving work area or
eqgquipment. Such request will only be made where the Union feels that
the employee is subjected to a possible impairment of health and
safety.

Safety Committee

A joint Safety Committee shall be established consisting of two (2)
employees and one (1) alternate, designated by the Union, and two (2)
members and one {1) alternate, designated by the Employer. One of
the three Union members shall be designated from the supervisory
unit, and two shall be designated from the non-supervisory unit.

This Committee consisting of two (2) members from each side, shall
meet twice a year. Upon reguest for additional meetings, for urgent
reasons, the Committee may meet if the Director approves the reguest.
The function of this Safety Committee shall be tc advise the Employer
concerning safety and health matters which may be brought to its
attention. The Safety Committee shall not function to handle
grievances or to rectify individual complaints concerning health and
safety conditions. In the discharge of this function, the Safety
Committee shall consider existing practices and rules and recommend
adoption of new practices and rules to the Employer.

The Safety Committee shall be appointed within thirty (30) days of
the signing of this Agreement. .
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ARTICLE 19

UNSCEEDULED CLOSING OF BOARD OF SOCIAL SERVICES

Closing Prior to the Start of Work Day

Should the Employer close the Board of Social Services offices for
whatever reason before the start of a work day, all employees shall
be credited with a day's work,

Closing During a Regularly Scheduled Work Day

Should an employee report for work and subsequently the Employer
closes the Board of Social Services offices, for whatever reason, an
employee who reports to work shall be credited for a day's work. If
an employee reports for work and then decides to leave work before
the time of the official closing, that period of time between the
time he/she left and the official closing shall be charged teo the
employee.
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ARTICLE 20

JOB CLASSIFICATIONS, VACANCIES, PROMOTIONS AND TITLE CHANGES

Posting Requirement

The Employer shall post within the Board of Social Services offices,
advance notice for five (5} working days of any positions to be
filled.

Employer to Provide Job Description

Prior to posting such notice, the Employer shall submit to the Union
the proposed title and salary for the position to be filled if the
title is new to the Board of Social Services.

Joint Committee

l'

The Employer will provide each employee, at time of hire, with
his/her current Civil Service job specification; and future
revisions as they are received.

A joint Labor-Management Committee shall be established within
thirty (30} days of the signing of this Agreement. This
Committee shall consist of two (2) representatives of Management
and two (2) representatives of the Union. Each side shall
select their own representatives. The Union representatives
shall be employees of the Board of Social Services. The
Committee shall meet twice a year, in March and September, to
review reguests to study the employee's Civil Service job
description and the duties currently assigned to the employee.
Upon request for additional meetings, for urgent reasons, the
Committee may meet if the Director approves the reguest. The
Committee shall submit written recommendations to the Director.
If a dispute remains after the Director's decision, it shall be
submitted to Civil Service for determination.

In addition, the Committee may study requests for promotions
and/or changes in title. It shall also review the status of
provisional employees who have passed Civil Service examinations
and have not been granted permanent appointment due to the
absence of the complete certified list for the position held.
The recommendations of this Committee shall be advisory.
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ARTICLE 21

TEMPORARY EMPLOYEES

Defined

Temporary employees are those hired during a period of emergency or
to £fill a temporary position required for a peried of not more than
an aggregated six (6) months in a 1l2-month period, or up to 12 menths
for a position established as a result of a short-term grant, in
accordance with N.J.A.C. 4A:4~1.7, If the temporary employee
continues to be employed in the same title beyond the time permitted
in N.J.A.C.42:4-1.7, his status will be changed to provisional
effective the first working day after the time period or the
effective date of the status change of the position by Civil Service
regulations whichever is sooner and the employee will be entitled to
benefits granted to such provisional employees on the effective date;
and therecafter if otherwise eligible.

Entitlement to Overtime

Overtime shall be provided in accordance with Article 10 of the
Agreement.
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ARTICLE 22

DISCRIMINATION AND DISCIPLINE

Employer's Obligation

No employee shall be discharged or discriminated against because of
race, age, creed, sex, color, ethnic background, political
affiliation, Union activity, marital status, armed forces
obligations, religious opinions or affiliations and physical
handicaps.

Notice to Union re Discipline

In any case of disciplinary action, including discharge, the Emnployer
will notify the Union of the action taken no later than the next work
day.
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ARTICLE 23

PERSONNEL FILES

Emplovee's Rights

Employees shall have the right to inspect and review their own
individual personnel files upon reguest to the Employer. The
Employer recognizes and agrees to permit this review and examination
at any reasonable time. An employee shall have the right to define,
explain or object in writing to anything found in his personnel file.
This writing shall become a part of the employee's personnel file.

Personnel File Defined

For purposes of this Agreement, the personnel file is defined as any
and all recorded matter concerning the employee, maintained by the
Hunterdon County Board of Social Services with the exception of
pre-employment information which will be held in application status.
This information includes but is not limited to references and
interview recommendations. Such material held in application status
will be destroyed three (3) months after the date of hire providing
it does not conflict with Civil Service regulations.

Copy of Material Added Furnished to Emplovee

Copies of all materials added to the employee's file shall be
provided to the employee at the time of insertion.
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ARTICLE 24

ECONOMY LAYOFFS

Procedure

Layoffs for economy reasons shall not be effected before the
Employer, in good faith, has first demonstrated the need for economy
to the Union, and that the necessary economy will result from the
layoff(s). Employees to be laid off shall be sent written notice;
layoffs shall be accomplished according to the rules and regulations
of the Civil Services Commission.

Opticn to File a Grievance

An employee covered by this Agreement who is laid off pursuant to the
provision hereof, may file a grievance complaining of the layoff, in
which case, the employee shall only take the grievance beyond Step 1
to the Civil Service Commission, in accordance with Civil Service
procedures.
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ARTICLE 25

GRIEVANCE PROCEDURE

Pur pose

1'

The purpose of this procedure is to secure, at the lowest
possible level, equitable sclutions to the problems which may
arise affecting terms and conditions of employment. The parties
agree that this procedure will be kept as informal as may be
appropriate.

Nothing herein contained shall be construed as limiting the
right of any employee having a grievance to discuss the matter
informally with one's immediate supervisor or with any
appropriate member of the Administration, and having the
grievance adjusted without the intervention of the Union.

Definitions

The term "grievance" shall mean an allegation that there has been:

1'

3.

A mis-interpretation of mis-application of the specific terms of
this Agreement which is subject to the grievance procedure
outlined herein and shall hereinafter be referred to as a
"contractual grievance"; or

Inequitable, improper, unjust application or mis-interpretation
of rules or regulations, existing policy, or orderg applicable
to the Board of Social Services, which shall be processed up to
and including the Board of Social Services, and shall
hereinafter be referred to as a "non~contractual grievance.”

The term “"grievant" shall mean an employee, a group of employees
or the Union.

Presentation of a Grievance

1.

The Board of Social Services agrees that in the presentation of
a grievance there shall be no loss of pay for the time spent in
actually presenting the grievance by the grievant and one Union
Representative, who is an employee of the Board, throughout the
grievance procedure.

The Union agrees that any other paid time outside of the actual
presentation of a grievance as provided at each step herein is
not permitted.

Steps of the Grievance Procedure

The following constitutes the sole and exclusive method for resolving
grievances between the parties covered by this Agreement.
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STEP

a.

1:

The grievant shall institute action under these provisions
by presenting his grievance complaint to his supervisor,
in writing and signed, on the designated form within ten
{(10) working days of the occurrence complained of, or
within ten (10) work days after he reasonably would be
expected to know of its occurrence. Failure to present
within ten (10) days will constitute an abandonment of the
grievance. The complaint shall specify and document how
the grievant has been aggrieved. The grievant(s) may be
represented by a union shop steward whose appointment has
been noticed to the Employer in accordance with the
provisions of Article 5, A.2.

The supervisor shall render a decision in writing within
ten (10) work days after receipt of the grievance,

2:

If satisfactory settlement has not been reached, the
grievant shall present the grievance form previocusly filed
and the decision of the supervisor, together with a
written, signed request for reconsideration to the
administrative supervisor within five (5) work days
following the determination at Step 1. Failure to do so
within the time specified will constitute abandonment of
the grievance. The grievant may be represented by a
union shop steward whose appointment has been noticed to
the Employer in accordance with the provisions of Article
5, A.2.

No new or additional allegations may be made at this or any
Step than were made at Step 1l.

The administrative supervisor shall review the complaint
and the supervisor's response and render a decision for or
against the grievant within ten (10} work days after
receipt of the complaint.

3:

If satisfactory settlement has not been reached, the
grievant shall again present the grievance as filed at Step
1, the responses at Step 1 and Step 2, along with a
written, signed request for reconsideration to the Director
within five (5) work days following the determination at
Step 2. Failure to do so within the time specified will
constitute abandonment of the grievance. The grievant may
be represented by a union shop steward whose appointment
has been noticed to the Emplover in accordance with the
provisions of Article 5, A.2.
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The Director ©or his designee shall review the complaint
and the supervisor's response and render a decision for or
against the grievant within ten (10) work days after
receipt of the complaint.

Should the grievant disagree with the decision of the
Director, or his/her designee, the aggrieved may, within
five (5) work days, submit the original grievance and
responses to the Board, via the Clerk of the Board,
together with a written, signed reguest that the matter
shall be at Step 4. Failure to submit within the
prgscribed time will constitute abandonment of the
grievance.

The grievant may be represented by a Union Shop Steward, or
an officer of Local 1035, or by a paid representative of
the Union. Should the representative wish to make an oral
presentation, it shall be made in the following form to the
Board's Personnel Committee prior to the Board meeting at
which the grievance is scheduled on the agenda:

i. Only the representative, upon reguest to the Clerk of
the Board, will be permitted to come before the
Personnel Committee and make an oral presentation for
a maximum period of five (5) minutes.

ii, The Personnel Committee may question the
representative, if desired, after the representative's
oral presentation.

iii. In exercising this provision, all parties will confine
their statements to the specific matter of the
grievance and the record established through Step 3.

The grievance will be placed on the agenda of the next
regularly scheduled Board Meeting subseguent to the oral
presentation if reguested; if it is submitted to the Clerk
of the Board by the first work day of the month of meeting,
or at the regularly scheduled Board Meeting in the
subsegquent month if submitted after the first work day of
the month.

The Board shall review the complaint and the responses of
the supervisor, the administrative supervisor and the
Director or his designee and the recommendation of the
Personnel Committee. The Board will render its decision
within eight (B} days after the Board meeting at which the
grievance was reviewed.

A Board decision on non-contractual grievances shall be
final.
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STEP 5:

a.

Any unresolved contractual grievances (as defined in B.1l.,
Definitions above) except matters involving appointment,
promotion, or assignment or matters within the exclusive
province of the Merit System Board, may be appealed to
arbitration only by the Union. The Union must f£ile the
request for arbitration within fifteen (15) working days
after the receipt of the Board's decision.

Nothing in this Agreement shall be construed as compelling
the Union to submit a grievance to arbitration or to
represent an employee before the Merit System Board, The
Union's decision to reguest the movement of a grievance to
arbitration or to terminate the grievance prior to
submission to arbitration shall be final as to the
interests of the grievant and the Union.

Where the grievance involves an alleged viclation of
individual rights specified in Civil Service law and rules
for which a specific appeal to the Merit System Board is
available, the individual may present his complaint to

the Merit System Board directly. The grievant may pursue
either the Merit System Board procedure or the grievance
procedure as herein provided. Once the grievant makes the
selection of procedure, such election shall be deemed final
and binding and constitute an absolute waiver of the
procedure not selected. The election will be made in
writing at the appropriate time on the grievance form,

The arbitrator will be selected on a case-by-case basis
from the panel of arbitrators maintained by the Public
Employment Relations Commission, in accordance with the
selection procedure of the Public Employment Relations
Commission.

The parties shall meet at least ten (10) working days prior
to the date of the arbitration hearing to frame the issues
to be submitted to the arbitrator and to stipulate the
facts of the matter in an effort to expedite the hearing.

The decision or award of the arbitrator shall be final and
binding on the Board of Social Services, the Union, and the
grievant or grievants to the extent permitted by and in
accordance with applicable law and this Agreement.

The arbitrator may prescribe an appropriate back pay remedy
when he finds a vioclation of this Agreement, provided such
remedy is permitted by law and is consistent with the terms
of this Agreement, except that he may not make an award
which exceeds the Board of Social Services authority.
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The arbitrator shall have no authority to prescribe a
monetary award as a penalty for a violation of this
Agreement.

The arbitrator shall not have the power to add to, subtract
from, or modify the provisions of this Agreement and shall
confine his decision solely to the interpretation and
application of this Agreement. He shall confine himself to
the precise issue submitted for arbitration and shall have
no authority to determine any other issues not so submitted
to him, nor shall he submit observations or declaration of
opinions which are not essential in reaching the
determination.

The costs of the services of the arbitrator shall be borne
egually by the Board and the Union. Any other expenses
incurred in connection with the arbitration shall be paid
by the party incurring the same.

The cost of the transcript, if any, will be borne by the
party requesting it, If both parties regquest a transcript,
the cost will be shared egually.

The arbitrator shall hold a hearing at a time and place
convenient to the parties as expeditiously as possible
after his selection and shall issue his decision within
thirty (30) days after the close of the hearing.

Grievance resolutions o1 decisions at Steps 1 through 4
shall not constitute a precedent in any arbitration or
other proceeding unless a specific agreement to that effect
is made by the authorized representatives of both parties.
This is not to be construed as limiting the right of either
party to introduce relevant evidence, including such
grievance resolution, as to the prior conduct of the other
party.

At Step 5, the grievant may be represented by a lLocal Union
Representative and/or an International Representative of
the Union oxr both. In addition, the grievant may be
represented by counsel. Only one person, however, shall
act as spokesperson for the grievant.
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- ARTICLE 26

COMMUNICATIONS

Emplover to Provide Minutes

The Employer shall provide the Union with copies of minutes of public
meetings held by the Board of Social Services as soon as they are
prepared, with all references to the Board of Social Services clients
deleted therefrom.

Attendance at Board Meetings

T™wo (2) members of the Board of Social Services staff, on a rotating
bagis, as assigned by the Director, may attend the regular monthly
meeting of the Board of Social Services.

Orientation of New Employees

Time shall be allocated for an authorized Union representative to
explain the contents and benefits of the CWA affiliation, not to
exceed one-half (1/2) hour to all new employees during the Board of
Social Services formal orientation program for new employees.

Monthly Meetings

To further harmonious labor relations, there shall be a monthly
meeting between the Director or his designee and representatives from
each bargaining unit (2 from the non-supervisory unit and 1 from the
supervisory unit) as designated by the Union; however, the Union will
make every effort to have 1 representative from direct service staff
{Social Work, Income Maintenance, CSP, Training) and 1 representative
from support service staff (Clerical, Fiscal, Document Control). The
meetings are to facilitate and improve communications between
management and employees concerning personnel policies. These
meetings shall be no longer than one {1) hour in duration. Meetings
shall not be used to discuss or handle grievances as such matters
shall be processed through the grievance procedure.
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ARTICLE 27

GENERAL PROVIESIONS

The Agreement

This Agreement constitutes the complete and final understanding of
the parties dQuring the term thereof.

Separability and Savings Clause

If any provision of this Agreement or application of this Agreement
to any employee or employees covered hereunder is held invalid by
operation of law, by Legislative Act or by a Court or other tribunal
of competent jurisdiction, such provision shall be inoperative but
all other provisions contained herein shall not be affected thereby
and shall continue in full force and effect.

Use of Certain References

All terms of masculine gender shall be construed to include the
feminine gender and all terms stated in the singular shall be
construed to include the plural unless a different intention is
clearly understood from the context in which such terms are used.

All References to the New Jersey Department of Personnel or Civil
Service

All references to the New Jersey Department of Personnel or Civil
Service are to be construed as the Department and/or the Merit System
Board.
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ARTICLE 28

EDUCATIONAL LEAVE AND ASSISTANCE

Subject to the availability of funds, the Board of Social Services agrees
that it will provide, during the term of this Agreement, a staff
development and education program based wupon policies existent, or
policies as the Board may adopt or amend as recommended by the Staff
Development Committee.
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I.

II.

ARTICLE 29

EMPLOYEE EVALUATIONS

PERFORMANCE STANDARDS

A.

The Employee Performance Evaluation and Improvement System
(EPEIS} is the formal evaluation system adopted by the Hunterdon
County Board of Social Services.

Annually, each employee will be given written Performance
Standards prepared by the Employer, which prescribe the duties
of the employee and the standards by which those duties are to
be performed.

Prior to signing the acknowledgement of the Performance
Standards, the employee shall be given the opportunity to
discuss performance standards with the supervisor. This shall
in no way prohibit the employee from making suggestions nor in
any way obligate the supervisor to modify the Performance
Standards.

Each employee must then sign the decument indicating that the
employee understands the duties, standards and criteria of
performance expected. This procedure must be completed by the
beginning of the evaluation peried.

In accordance with II and III, herein, each employee shall be
evaluated by supervisory personnel to determine the employee's
conformance or non-~conformance with the terms of the Performance
Standards.

Employees who have conformed with the Performance Standards will
be evaluated as satisfactory and will be given the negotiated
salary increase as set forth in Article 9.

Employees who have not conformed@ with the Performance Standards
will be evaluated as unsatisfactory and will not be given the
negotiated salary increase as set forth in Article 9.

FREQUENCY OF EVALUATION CONFERENCES

1.

2.

New Permanent Employee - monthly for the first year of
employment. .

Employees in working test period - monthly with final written
recommendation to retain or discharge prior to the end of the
test period.

Provisional Employees - monthly.
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4.
5.

Newly Promoted Employees — monthly for the first six months.

All others - gquarterly.

If an employee is promoted or transferred to another supervisory unit
within the agency, the following applies:

1.

The supervisor of the unit the employee is leaving completes a
final summary evaluation of the employee (this may be the
recommendation for promotion) and forwards it within 15 days of
the employee's departure to the employee's new supervisor and
Administration.

A new Performance Standards Document is prepared and a copy is
forwarded to the Administration.

IIT. ¥ORMS TO BE COMPLETED:

1.

NOTE:

The Non-Managerial Performance Standards Document - the form
designating the employee's duties, standards and criteria for
performance.

The Managerial and Supervisory Performance Standards Document -
the form designating the duties, standards, criteria and degree
of authority conferred for performance of supervisors and
managers.

Quarterly Evaluation Summaries - due by the 15th of the month
following the guarter:

January - March due April 15
April - June due July 15

July - September due October 15
October - December due January 15.

The Performance Certification and Salary Increase Recommendation

- completed once a year, prior to October 15.

A copy of these forms is placed in each employee's personnel
file. Whenever the Performance Standards Document is updated
as duties, standards and criteria for performance change, an
updated copy reflecting the changes is to be placed in the
personnel file.

A Performance Standards Document must be prepared for each
employee on the appropriate form at the beginning of each new
yearly evaluation period. The form should indicate the
employee's name, title, unit, SSN, evaluation period, date of
acknowledgement, any changes in the employee's duties of
responsibilities. The acknowledged Performance Standards
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Iv.

Document is to be forwarded to Administration no later than 15
days after the beginning of the new evaluation period.

At the end of each guarter during the evaluation period the
supervisor is required to complete a Quarterly Summary of
Performance Evaluation Conferences report which indicates the
employee's performance rating for that quarter. This form is
signed by the employee and forwarded to Administration no
later than January 15th, April 15th, July 15th and October
15th of each year.

At the completion of the yearly evaluation period the
supervisor is required to complete a Performance Certification
and Salary Increase Recommendation form on each employee being
evaluated. This form is submitted to Administration with the
4th and final Quarterly Summary of Performance Evaluation
Conferences report.

Time frames may be extended by mutual agreement between the
employee and the Employer's representative for extraordinary
circumstances.

EMPIOYEE APPEAL OF THE EVALUATION

If an employee disagrees with an evaluation, s/he should indicate
what and why, in writing to the supervisor within 10 days of
receiving the Quarterly Summary of Performance Evaluation report.
The supervisor will forward the written statement to the
Administrative Supervisor, who will review the evaluation to
determine its propriety. & response will be given in writing within
10 days. An appeal of the Administrative Supervisor's decision may
be made by the employee to the Director within 10 days of receipt.
The Director's decision on the matter is final, except that
grievances arising out of penalties described in VI, herein (except
corrective actions) shall be processed according to the contractual
grievance procedure.

CORRECTIVE ACTION PLAN

If an employee is rated unsatisfactory in any guarter, a Corrective
Action Plan must be developed (see exceptions below) in detail: the
reasons for the unsatisfactory performance; if training or retraining
is needed to correct the deficiencies; what the supervisor will do;
what the emplovée will do to improve performance; the time period ({3
months maximum) by which the improvement must be achieved and
maintained. The Corrective Action Plan must be completed with the
Quarterly Summary.

In the event the Corrective Action Plan reguires training outside the
agency, such training will be noted in the Corrective Action Plan but
the date of the training needé not be specified if it is unknown. If
the training cannot be scheduled early in the next quarter, due
consideration of this delay will be given in the next evaluation(s).
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The Corrective Action Plan, subject to Administrative review and
approval, must be signed by the supervisor and the employee. The _—
plan will be unacceptable if it gshifts the burden for satisfactory
performance from the employee to the supervisor.

During the corrective action period, evaluation conferences are to be
held biweekly to monitor progress {(unless the task(s) needing
correction are only performed monthly, in which case the meetings
shall be monthly]}.

A final summary of results is to be written by the supervisor
specifying what performance has or has not been satisfactorily
improved.

Exceptions: An employee who has had an unsatisfactory quarterly
evaluation, and then rates another unsatisfactory evaluation in the
next 12 months, may not be provided further corrective action
planning. The supervisor, in consultation with the Administration,
may determine that in lieu of a Corrective Action Plan, a
disciplinary action would be more appropriate.

VI. PENALTIES FQOR UNSATISFACTORY PERFORMANCE

In addition to possible disciplinary action which may be imposed for
failure to perform satisfactorily, i.e., nonconformance to standards,
the negotiated salary increase will not be given whenever two or more
gquarters are determined to be unsatisfactory in an evaluation year.
Restoration of any increase withheld is not automatic. ™

VII. EVALUATION PERICD

Effective for the January 1, 1994 salary increases, the evaluation
period shall run from October 1, 1992 through September 30, 1993.

For employees whose anniversary date was not January 1 as of January
1, 1993, the evaluation period shall run from January 1, 1993 through
September 30, 1993. Thereafter the evaluation period shall run from
October 1 through September 30 for everyone.
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ARTICLE 30

LONG RANGE PLANNING COMMITTEE

The Board and the Supervisors agree to implement a Long-Range Planning
Committee, comprised of members from the Board and Administration and the
Supervisors, to develop long range goals for the agency.
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ARTICLE 31

DURATION OF AGREEMENT

Except as otherwise provided herein, the terms and effects of this
Agreement shall be in force commencing January 1, 1992 and shall remain in
effect in full force through December 31, 1994, The parties agree to

begin negotiating for a successor Agreement no later than September 15,
1994.

IN WITNESS WHEREOF, the parties have caused this Agreement to be signed by
their duly authorized representatives on the date first above written.

COMMUNICATIONS WORKERS HUNTERDON COUNTY BOARD OF
OF AMERICA (CWA), LOCAL 1035 SOCIAL SERVICES
é\?«ﬁzﬁ & Qﬁ Z
Louis M. McClintock, President _ Richard C. Reilly, CHairma
-
@zszr.
! 4 »{ A i{% ™
ecretary RoPert M. Fasahello, Clerk
,f' y

"COMMUNICATIONS WORKERS OF HUNTERDON COUNTY BOARD OF
AMERICA, INC. SOCIAL SERVICES,

COMMUNICATIONS WORKERS OF
Q% ﬂé\ AMERICA NEGOTIATING COMMITTEE

John Zoos, International
Representative ;&
”’D't\&x—\
Peter Christianson, Employee
Representative

Dated: Q/ J:/ ‘?3
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APPENDIX I

Promotions and Reclassifications

Any employee who is promoted or reclassified to another title with a
higher salary range shall have his/her salary adjusted so that it
provides an increase in pay of one full increment (two half
increments) of the present salary range plus the amount (if
necessary)} to adjust and equalize the employee's salary to the proper
step of the new salary range.

Demotions and Appointments to Lower Paving Job Title

Any employee who is demoted or being appointed to another title with
a lower salary range shall have his/her salary adjusted so that it
provides a deduction of one full increment of the present salary
range less any additional amount (if necessary) to adjust and
equalize the employee's salary to the proper step of the title to
which he/she is being reassigned. Another acceptable procedure would
be to reconstruct the employee's salary on the basis of the
employee's previous employment record.

Layoffs

If an employee accepts a demotion in lieu of a layoff, the salary
shall be determined as indicated in (B) above.
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APPENDIX II
Grievance Report §:

COMMUNICATIONS WORKERS OF AMERICA
BUNTERDON COUNTY BOARD OF SOCIAL SERVICES

Bame of Grievant Job Title

Date of Employment

Unit

Date of Incident Supervisor

Describe Facts which are the basis of the grievance:

Applicable contract provision, policy, practices, State, Federal
Law or Civil Service policy:

Date grievance filed

Steward's Name Processing Case

State relief requested

Additionally, attach any dccuments which would be helpful in
understanding the grievance.

Signature/Date
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SCHEDULE A

r'\
TITLE RANGE
Income Maintenance Supervisor 21
Social Work Supervisor 21
Supervising Clerk 15
f"\
o~
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