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AGREEMENT

This Agreement is made as of the 28" day of November, 2023 by and between the State of New Jersey (herein
called the STATE) and the Council of New Jersey State College Locals, AFT, AFL-CIO (herein called the UNION).

Whereas the parties hereto have entered into collective negotiations and desire to reduce the results thereof to
writing NOW THEREFORE, it is mutually agreed as follows:

PREAMBLE

The STATE, the State Colleges and Universities, and the UNION enter into this Agreement with the expectation
that its implementation will enhance the ability of the State Colleges and Universities of New Jersey to serve their
constituents.

The parties recognize that it is the responsibility of these institutions to provide their students a quality educational
program, to broaden the horizons of knowledge through research and to make available their resources to the needs of
the larger community.

In order to fulfill these obligations, the parties endorse the concepts and subscribe to the traditional principles of

academic freedom, professional ethics andresponsibilities.

ARTICLEI
RECOGNITION AND DEFINITION OF TERMS

A. The STATE, by the Governor’s Office of Employee Relations, and the State Colleges/Universities hereby
recognize the UNION as the exclusive representative for the purpose of collective negotiations for all terms and

conditions of employment in a unit embracing all nine State Colleges/Universities, the composition of which is described

as follows:
Included:

1. Teaching and/or research faculty
Department chairpersons
Administrative staff (non-managerial)
Librarians
Student personnel staff

Demonstration teachers
Demonstration Specialist — A. Harry Moore School

Professional academic support personnel (holding faculty rank)

O 0 LNPRS B WD

Part-time personnel employed in categories 1-8 above and 11, below who (a) are employed in regular,
recurrent positions, are employed on either a one-year contract or on at least a second half-year contract
occurring during any two consecutive academic years, or as otherwise required by N.J.S.A. 34:13A-
5.15.

10. Members of the State Colleges/Universities Unit who teach summer session. (Inclusion of such
employees in the negotiations unit shall not in any way alter the current rights, benefits or duties of such

employees except as specifically indicated in this Agreement.)

11. Non-tenure track teaching positions (including, but not limited to, Lecturers and Clinical/Instructional
Specialists).
Excluded:
1. College/University President and Vice President

2. Deans, Associate and Assistant Deans and other managerial executives
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Secretarial staff
Maintenance staff
Bookstore, food service staff

Adjunct Faculty and academic specialists
Graduate assistants
All others
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B. Definition of Terms
Unless otherwise indicated the following when used herein shall mean:
1. “Employee” refers to employees in the certified negotiating unit described in Section A above.
2. “Faculty” or “faculty members” refers to all teaching and/or research faculty as described in Section A. 1
(inclusions) above.
3. “College/University” refers to:
The College of New Jersey
Kean University
Montclair State University
New Jersey City University
Ramapo College of New Jersey
Rowan University
Stockton University
Thomas Edison State University
William Paterson University
4. “Local UNION” refers to the constituent local of the UNION at a College/University.
5. “Multi-year contract” refers to such contracts authorized under N.J.S.A. 18A:60-14.

ARTICLE I
NON-DISCRIMINATION

The STATE and the UNION agree that the provisions of this Agreement shall apply equally to all employees. The
STATE and the UNION agree that there shall be no intimidation, interference, or discrimination because of age, sex,
sexual orientation, marital status, familial status, race, color, creed, national origin, disability, physical handicap, or
political activity, private conduct or union activity which is permissible under law and which does not interfere with an

employee's employment obligation or because of their liability for service in the Armed Forces of the United States.

ARTICLE IIT
NO STRIKE OR LOCKOUT

The UNION agrees that it will refrain from any strike, work stoppage, slowdown, or other job action and will not
support or condone any such job action. The STATE agrees that it will refrain from locking out its employees or from

any threat thereof.



ARTICLE IV
CONTINUING CONSULTATION

A. The parties agree to establish a Committee consisting of one representative for each College/University, three
Council representatives and one representative from the Governor’s Office of Employee Relations, which shall upon
request of either party meet in the third week of April, October and January. The goal of the Committee is to ensure that
the provisions of the Collective Negotiations Agreement are complied with throughout the nine State
Colleges/Universities. The Council shall submit an agenda to the Governor’s Office of Employee Relations at least two
weeks prior to the meeting consistent with the goal of the Committee as set forth above. These meetings are not intended
to bypass the grievance procedure or to be considered contract negotiating meetings but are intended as a means of
fostering good employer-employeerelations.

B. The Local UNION on each campus and the President as chief executive officer of the College/University and as
representative of the Board of Trustees, or his or her designee(s), shall upon the request of either party establish meetings
during the first week of April, October, and January, for the purpose of reviewing the administration of this Agreement
and to discuss problems which may arise. These meetings are not intended to bypass the grievance procedure or to be
considered contract negotiating meetings but are intended as a means of fostering good employer-employee relations.
C. The requests of either party for such meetings shall include an agenda of topics to be discussed and shall be
submitted at least two weeks prior to the meeting date. Sufficient meeting time(s) shall be established to complete the
agenda.

D. Additional meetings, as described above, shall be held at the request of either party at a mutually agreeable time.

ARTICLE V
ACADEMIC FREEDOM

A. Academic freedom derives from the nature of the quest for knowledge. It is essential to the full search for truth and
its free exposition, applies to both teaching and research, and shall not be abridged or abused. Academic freedom does
not relieve the employee of those duties and obligations, which are inherent in the employer-employee relationship.
B. Freedom in research is fundamental to the advancement of truth. Academic freedom in its teaching aspect is
fundamental for the protection of the rights of the teacher in teaching and of the student to freedom in learning. It carries
with it responsibilities correlative with rights. Both parties to this Agreement subscribe to the following principles of
academic freedom:

1. Employees are entitled to full freedom in research and in the publication of results.

2. An employee is entitled to freedom in an instructional setting in discussing his or her subject.

3. Employees are citizens and members of a learned profession. When the employee speaks or writes as a citizen,
he or she is free from institutional censorship or discipline, but should not represent himself or herself as a spokesperson

for the institution.

ARTICLE VI
DUES DEDUCTION

A. The STATE agrees to deduct from the salaries of all employees dues for the appropriate Local UNION named below,
as individual employees may voluntarily authorize as provided in Chapter 310, New Jersey Public Laws of 1967, the

STATE to make such deductions and where such authorization is properly presented to the STATE.



The College of New Jersey Local 2364

Kean University Local 2187
Montclair State University Local 1904
New Jersey City University Local 1839
Ramapo College of New Jersey Local 2274
Rowan University Local 2373
Stockton University Local 2275
Thomas Edison State University Local 4277
William Paterson University Local 1796

The deduction will be made bi-weekly pursuant to Chapter 310, New Jersey Public Laws 0f 1967,
N.J.S.A. 52:14-15.9¢, as amended, beginning the first payroll period after receipt of the authorization card.

Said monies will be transmitted by the fifteenth of the month following the month in which deductions were made
to the designated Local UNION treasurer.

Each of the above Local UNIONS shall certify to the STATE in writing the current rate of its membership dues.

2. Dues deduction for any employee in the negotiating unit shall be limited to the UNION. Employees shall be
eligible to withdraw dues deduction authorization for the UNION only as of January 1 and July 1 of each year provided
the notice of withdrawal is filed timely with the responsible payroll clerk.

3. Any changes in the UNION fee structure during the contract year shall be certified to the STATE thirty (30)
days in advance of the requested date of such change. The change will be reflected in payroll deductions at the earliest
time after the receipt of the request.

4. Inthe event that a College/University receives a dues deduction card directly from an employee, rather than the
Local UNION, the College/University shall provide the Local UNION with a copy of the card at the time the next dues
deductions are sent to the Local UNION.

B. Political Check-Off

Pursuant to legislation, the STATE shall upon presentation of a proper and duly signed authorization form, deduct
from the salary of each employee in the negotiations unit a sum specified by the employee and not to exceed the limits
prescribed by law, for the purpose of contributing to the UNION Committee on Political Education (COPE). This
provision applies to present and future members and non-member employees in the negotiations unit.

The fee deductions referred to above shall be forwarded to the Council of NJ State College Locals promptly and in
accordance with the provisions of applicable law. In the event that a College/University receives a COPE deduction card
directly from an employee, rather than the Local UNION or the Council of NJ State College Locals, the
College/University shall provide the Council of NJ State College Locals with a copy of the card at the time the next
COPE deductions are sent to the Council of NJ State College Locals.

C. If after the College/University receives a proper notice from an employee revoking dues authorization, the
College/University deducts union dues from the employee and transmits dues to the UNION, the UNION shall be

solely responsible for returning to the employee any dues the UNION improperly received.



ARTICLE VII
GRIEVANCE PROCEDURE
A. Purpose

The parties agree that it is in the best interests of the academic community that all grievances should be resolved
promptly, fairly and equitably. To this end relevant and necessary information, material and documents concerning any
grievance shall be provided by the UNION and the STATE upon written request to the other within a reasonable time,
which, where practicable, will not exceed fifteen (15) working days. This entitlement does not include the use of written
questions directed to individuals where the relevant and necessary information sought can be asked of witnesses or the
management representative at a grievancehearing.

1. The following procedure, which may be initiated by an employee and/or the UNION acting as his or her
representative, shall be the sole and exclusive means of seeking adjustment and settling grievances (except as provided in
Article XII).

2. A copy of any grievance filed by an employee independently of the UNION under the State
Colleges/Universities Agreement shall, upon receipt, be transmitted to the UNION by the College/University.

3. The UNION shall have the right to be present at a Step 1 grievance hearing where an employee wishes to
process a grievance on his or her own behalf.

4. Whenever any representative of the UNION or any employee is mutually scheduled by the parties during
working hours to participate in grievance procedures, such employees shall suffer no loss in pay or benefits.

B. Definition of a Grievance

A grievance is an allegation by an employee or the UNION that there has been:

1. A breach, misinterpretation or improper application of terms of this Agreement; or

2. An arbitrary or discriminatory application of, or failure to act pursuant to, the applicable policies or rules of a
Board of Trustees, or applicable regulations or statutes which establish terms and conditions of employment.

C. Preliminary Informal Procedure

Nothing set forth in the formal grievance procedure below shall prohibit an employee, either individually or
through a union representative, from seeking to resolve a potential grievance informally, with the person designated by
the College/University for that purpose.

Should an informal discussion not produce a satisfactory settlement, the grievant may move the grievance to the
first formal step.

Informal discussions shall not serve to extend the time within which a grievance must be filed, unless such is
agreed to in writing by the College/University official responsible for the administration of the first formal step of the
grievance procedure.

D. Formal Steps

1. Step One

A grievant or the UNION shall initiate his or her grievance in writing and present it formally to the
College/University President. Such statement of grievance should include specific reference to the following: a) article
and section of this Agreement alleged to have been breached, misinterpreted, or improperly applied; b) the applicable
policy or rule of a Board of Trustees, or the applicable statute which establishes terms and conditions of employment
alleged to have been arbitrarily or discriminatorily applied or not followed; ¢) a description of how the alleged violation
occurred; d) the date of the alleged violation; e) the proposed remedy. Where the nature of the grievance suggests that it

would be appropriate, the grievant may be requested by the President or his or her designee to meet any involved official
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of'the College/University in an effort to resolve the grievance informally. Such informal discussions shall not become a
part of the record of the grievance unless the grievance is resolved on the basis of such discussions. The President or
designee thereof shall hear the grievance and, where appropriate, witnesses may be heard and pertinent records received.
The hearing shall be held within twenty (20) calendar days of receipt of the grievance, unless parties mutually agree
otherwise, and the decision shall be rendered in writing to the employee and the UNION representative within fifteen
(15) calendar days of the conclusion of the hearing of the grievance.

2. Step Two

If the grievant or UNION is not satisfied with the disposition of the grievance at Step One, or if the hearing is
not held within the prescribed time or agreed upon time or should no decision be forthcoming in the prescribed time,
the UNION as representative of the employee may, within twenty (20) calendar days from the determination at said step
and upon written notification of intent to arbitrate to the Director of the Office of Employee Relations, appeal the
grievance to arbitration. The arbitrator shall conduct a hearing and investigation to determine the facts and render a
decision for the resolution of the grievance. An arbitrator's decision shall be binding as to grievances raised under B.
1. above and advisory and non-binding as to grievances raised under B. 2. above. In any case, an arbitrator's decision
relating to appointment, nonreappointment (except as provided in E. 3. below), merit awards, or non-promotion shall
be advisory and non-binding. In no event shall an arbitrator's decision have the effect of adding to, subtracting from,
modifying or amending the provisions of this Agreement, the laws of the STATE, or any policy of the STATE or any
Board of Trustees. The arbitrator shall not substitute his or her judgment for academic judgments rendered by the persons
charged with making such judgments.

If one of the issues before the arbitrator is timeliness, the arbitrator must first render a decision on this issue. This
decision shall be rendered on the day of the hearing when possible. A subsequent day of hearing will occur only if the
arbitrator determines the matter to have been timely filed.

Any costs resulting from this procedure shall be shared equally by the parties.

The arbitrator making a binding determination of a grievance has the authority to prescribe a compensatory award
to implement the decision.

The parties shall mutually agree upon a panel of three or more arbitrators. Each member of the panel shall serve by

random selection as the sole arbitrator for a given case or cases. When a member of the panel is unable to serve,

another member shall then serve by random selection. Each member of the panel serves by mutual agreement of the

STATE and the UNION and may be removed at any time by either party through written notice to the other. In the

event it is necessary for the parties to select a new panel member, and the parties are unable to agree on such new panel

member, an ad hoc replacement arbitrator shall be selected on a case-by-case basis under the selection procedure
of PERC. Such selection procedure shall also be utilized in the event of a failure of the parties to agree upon a new
panel.

E. 1. Matters pertaining to appointment, non-promotion or non-reappointment shall be grievable under this
agreement only upon the basis of claimed violations involving discriminatory treatment in violation of Article II, or
denial of academic freedom in violation of Article V, or violation of appointment, promotion or reappointment
procedures specified in Articles XIV and XIII, or applicable written College/University procedures (except as provided
in E. 3. below). Inall such cases the burden of proof shall be upon the grievant. In no case may an arbitrator recommend
appointment, promotion or reappointment of a grievant. Rather, where appropriate, the remedy shall be to remand the
matter to the proper level of the involved College/University for reconsideration of the matter and elimination of defects
in the procedural process or elimination of impropriety in the decision-making process.

2. Where a matter is remanded pursuant to Subparagraph 1 above, the arbitrator may, where appropriate, direct that

6



the President of the College/University, in consultation with the UNION, appoint an ad hoc review committee to
substitute for any individual or committee which had been involved in the previous promotion or reappointment action.
The purpose of such ad hoc committee will be for the purpose of reconsidering the involved matter and elimination of
defects in the procedural process or elimination of impropriety in the decision making process and to make
recommendations on the merits of the involved appointment, non-promotion or non-reappointment matter to the
President or intermediate levels prior to the President.

3. Full-time employees serving under multi-year contracts may grieve notice of non-renewal on the basis of lack of
good cause. Ifthe arbitrator finds that the non-renewal lacked good cause, the arbitrator may direct the withdrawal of the
notice of non-renewal. In such event, the arbitrator may either issue a monetary award not to exceed one (1) year’s
salary or reinstate the employee to employment with the College/University for a term not to exceed one (1) year under
the terms of a Performance Improvement Plan (PIP). The PIP shall be developed in consultation and cooperation with
the employee and representatives of the Local UNION, provided however that the College/University shall have final
decision making authority as to the content of the PIP, which is not subject to review. If the College/University
determines, in its discretion, that the professional staff member has complied with the PIP, the professional staff member
shall be eligible for renewal of their contract in accordance with Section A of Appendix 1. Failure to comply with the
PIP shall subject the professional staff member to non-renewal at the conclusion of the year. Notice of non-compliance
shall be provided to the professional staff member no later than April 1 of the terminal contract year. This reinstatement
authority applies only to non-renewals based on job performance, and a non-renewal at the conclusion of the PIP year

awarded by the arbitrator shall not be subject to the contractual grievance/arbitration provisions.
F. Time Limits

1. A grievance filed by the individual employee or the UNION must be filed at Step One within forty-five (45)
calendar days from the date on which the act which is the subject of the grievance occurred or forty-five (45) calendar
days from the date on which the individual employee should reasonably have known of its occurrence.

2. A group grievance that affects more than one College/University must be filed with the individual designated by
the College/University Presidents to receive multi-college group grievances. The grievance statement must include the
names of all the affected Colleges/Universities and a notice that the grievance is a group grievance. A copy of the group

grievance must be simultaneously provided to the Director of the Office of Employee Relations.
3. The College/University Presidents will designate an individual to hear the group grievance on behalf of all the

affected Colleges/Universities.

4. The time limits applicable to Step One will also apply to a group grievance.

5. Claims of violation of procedure by any promotion or retention committee must have been reported to the
President of the College/University by the individual grievant within twenty-one (21) days from the date on which such
claimed violation took place or twenty-one (21) days from the date on which the individual grievant should have reason-
ably known of'its occurrence. In the event of failure to report the occurrence within such twenty-one (21) day period, the
matter may not be raised in any later grievance contesting the validity of such committee's recommendation or any action
based thereon.

6. No adjustment of any grievance shall impose retroactivity beyond the date on which the grievance was initiated
or the forty-five (45) day period provided in Section F. 1 above, except that payroll errors and related matters shall be
corrected to date of error.

7. Time limits provided for in this Article may be extended by mutual agreement of the parties at the level involved.

8. If the Step One decision by the College/University is not appealed within the appropriate time limit, such
grievance will be considered closed and there shall be no further review or appeal.
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G. Nothing in this Article shall be construed as compelling the UNION to submit a grievance to arbitration.

H. No reprisal of any kind shall be taken against any participant in this grievance procedure by reason of proper
participation in such procedure.

I. Grievance records shall not be part of the personnel file utilized in the promotion or retention process unless such
grievance records pertain to the matter underconsideration.

J. To the extent that other articles in the Agreement are non-applicable to part-time employees, references to these
articles in the grievance procedure are also non-applicable. The appointment or non-reappointment of part-time
employees with three years or less service is not grievable.

K. Discipline

1. The discharge or suspension, or disciplinary reduction of salary of employees during the term of a one-year
appointment or reappointment or a faculty member on an initial two- or three-year appointment or any one year
reappointment shall be grievable in accordance with the procedures set forth in this Article to advisory arbitration. In the
event the involved employee files a grievance, the burden of proving good cause for the discharge or suspension or
disciplinary reduction of salary shall be upon the College/University. This provision shall apply to employees on multi-
year contract who are suspended.

2. The College/University representative shall inform the employee at the beginning of an investigatory interview of
the subject of the interview. If during the course of an investigatory interview conducted by the employer or its agent an
employee reasonably believes that he/she may be disciplined as a result of information obtained from the interview, the
employee may request a UNION representative. If so requested, the UNION representative shall be permitted to be
present. The UNION representative shall be permitted to attend as an observer. The UNION representative may advise
and counsel the employee by clarifying confusing and misleading questions.

3. In the event an allegation of misconduct is made by a College/University against an employee, and if he/she so
requests, the employee shall be entitled to a representative of the UNION during any investigatory interview(s)
concerning such allegation. The UNION representative shall be permitted to attend as an observer. The UNION
representative may advise and counsel the employee by clarifying confusing and misleading questions. There shall be no
presumption of guilt.

4. Prior to the imposition of discipline, the affected employee will have the opportunity to meet with the Dean or

Vice President and the right to be accompanied by a UNION representative, if so requested.

5. Disputes concerning the application or interpretation of the New Jersey tenure laws or dismissals of employee

protected by such laws shall not be grievable under this Agreement.

ARTICLE VIII
UNION-EMPLOYER INFORMATION EXCHANGE

A. The UNION agrees to furnish to the Office of Employee Relations a complete list of all officers and representatives
of the UNION, including titles, addresses and designation of responsibility, and to keep such list current. The same
information with respect to Local UNION officers must be provided by the Local UNION to the College/University
President. The UNION will also provide copies of its constitution and by-laws or other governing articles and will keep
these current.

B. Each State College/University agrees to furnish to the UNION the names and addresses of all members of its Board
of Trustees and to keep this list current.

C. Each College/University agrees to furnish to the UNION and the Local UNION by February 1, June 1 and October

1 of each year a register of the employees covered by this Agreement. The registers shall be in digital form transmitted



by e- mail. The information shall be in the form of an Excel file, with the following fields:

1. Last Name

2. First Name

3. Street Address

4. City

5. State

6. Zip

7. Work Telephone Number

8. Home Telephone Number if on file with the College/University

9. Personal Cellular Telephone Number if on file with the College/University
10.  Title

11.  Salary Range

12.  Salary Step

13.  Annual Base Salary

14.  Department

15. FTE

16.  Sabbatical Leave

17.  Leave without Pay

18.  Health Plan Option

19.  Date of Hire

20.  Unique employee identifying numbers

21.  College/University Email Address

22.  Personal Email Address if on file with the College/University

23.  Pension Plan

24. Unique Campus Identification Number (CWID), ifavailable

25.  Anniversary Date

26. Union Membership Status

27.  Preferred First Name to the extent maintained on official College/University records
28.  Preferred Last Name to the extent maintained on official College/University records

Each College/University agrees to furnish the following information to the UNION by January 30 and July
30 of each year.
1. Separations
2. Promotions, Range Adjustments, Performance Based Promotions
3. Reclassifications
4. Change in Unit Status
Each College/University further agrees to provide an updated job description of each member of the
professional staff and each NTTP covered by this Agreement to the UNION within forty-five (45) days after any
substantive change or upon request of the employee and/or Union. Job descriptions provided to the UNION pursuant
to this section shall include both local title, if one exists, and generic title.
D. The STATE and the College/University administrations agree to furnish to the UNION in response to written requests

and within a reasonable time, which where practicable will not exceed fifteen (15) workdays, information which is
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relevant and necessary to the negotiating of subsequent agreements and that affects terms and conditions of employment;
and to furnish published agendas and minutes of Boards of Trustees’ proceedings. If such requests affect more than one
College/University, they should be sent directly to the Office of Employee Relations.
E. Each College/University shall maintain electronically or physically in a central location a copy of all generally
applicable rules, regulations and policies of the College/University, which regulate the conduct or work obligation of
employees. Each College/University shall make generally known such central location (whether electronic or physical)
and the hours during which employees may review the documents. If the information is not maintained electronically,
either six (6) copies or a scanned digital copy shall be provided to a designated representative of the Local UNION.
F. New Employees

Each College/University shall, within 10 calendar days from the date of hire of negotiations unit employees, provide
the following information to the Local UNION in an Excel file format with the following fields:

Last Name

First Name

Street Address

City

State

Zip

Work Telephone Number

Home Telephone Number if on file with the College/University
9. Personal Cellular Telephone Number if on file with the College/University
10.Title

11.Department

12.Date of Hire

13.College/University Email Address

14.Personal Email Address if on file with the College/University

PXHNAIN R LD

ARTICLE IX
UNION-BOARD RELATIONS

A. 1. The Local UNION shall be supplied a copy of the tentative agenda of all College/University Boards of Trustees
meetings, one week prior to the date for such meetings. Upon request of the Local UNION, a responsible administrative
officer of the College/University shall be available to discuss agenda items at a mutually agreeable time prior to such
meetings. Where the Local UNION makes specific request for written materials referred to in a tentative agenda item and
where such material is not confidential or privileged and can be supplied in advance of the scheduled meeting within the
policies of a Board of Trustees, such material will be provided to the Local UNION.

2. A copy of the adopted minutes of public meetings of the Boards of Trustees and resolutions adopted at such
meetings, including any documents incorporated by reference in such resolutions, shall be forwarded to the UNION
within a week of adoption.

B. The Local UNION shall have the right to designate a Local UNION observer, plus one additional person, to observe
public budget hearings conducted by the Board of Trustees of that College/ University.

C. The UNION shall have the right to speak at all public sessions of each local Board of Trustees. A request for an
allocation of time on the agenda will be processed in advance and consistent with procedures of the Boards. The UNION
will be permitted to speak on any issue raised by a Board but not on the agenda. Allocation of time to speak shall be
prior to final action by vote of a Board on the substantive issue under consideration. The UNION may raise an issue of
an emergent nature provided it occurred subsequent to the time allowed for submission for placement on the agenda. In
such an event, the UNION shall be permitted to identify the issue, which a Board shall receive as introduced and either

accept as current business or consider for futureaction.
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D. The UNION shall have the right to appoint one employee observer to each college/university wide committee of
each State College/University, said observer being selected by a procedure established and administered by the UNION.
The sole role of the observer shall be to attend meetings of the college/university wide committees and to observe the
proceedings. The observer shall not participate in the deliberations of the committee nor make any comments on the
substantive issues before the committee. If, however, the observer believes that the committee is committing a procedural
violation of this Agreement, the observer may take appropriate action which may include notifying the committee of
said violation. The observer’s actions, which include notification of perceived violations, shall not in any way preclude
or interfere with the committee’s deliberations.

E. Employees serving on committees at the Colleges/Universities dealing with terms and conditions of employment shall

not be considered to be representatives of the UNION, nor shall their views be construed to represent the views of the

negotiating unit. This provision shall not be construed to limit the other functions of persons serving on such committees

as a result of the operation of the governance process at any College/University.

ARTICLE X
UNION RIGHTS

A. Access, Meetings and Orientations

The administration shall permit representatives of the UNION to transact official business on College/University

campuses provided that this shall not interfere with or interrupt normal College/University operations.

1. UNION representatives shall have the right to meet with individual employees on the premises of the
Colleges/Universities during the work day only during the employee’s lunch and other non-working breaks to
investigate and discuss grievances, workplace-related complaints, and other workplace issues dealing with terms and

conditions of employment.

2. UNION representatives shall have the right to conduct worksite meetings during lunch and other non-work breaks,
and before and after the workday, on the employer’s premises to discuss workplace issues dealing with terms and
conditions of employment, collective negotiations, the administration of collective negotiations agreements, other
matter related to the duties of an exclusive representative employee organization, and internal union matters involving

the governance or business of the exclusive representative employee organization.

3. The College/University shall notify the Local UNION no less than seven (7) calendar days in advance of each new
employee orientation held by the College/University. UNION representatives shall have the right to meet with newly
hired employees, without charge to the pay or leave time of the employees, for up to seventy-five (75) minutes if there
are more than five (5) unit employees (5 or less 30 minutes) within thirty (30) calendar days from the date of hire,
during new employee orientations, or if the employer does not conduct new employee orientations, at individual or
group meetings (5 or less employees), but for no more than 30 minutes. Arrangement of any such individual or group
meetings is the responsibility of the Local UNION, with at least one week’s advance written notice to the employee’s
supervisor.
B. Bulletin Boards

The UNION shall have the right to post UNION notices on College/University bulletin boards used for general
purposes and/or those normally used to post notices to employees. The posting area on each bulletin board shall include

up to fifty percent (50%) of the bulletin board but shall not exceed ten (10) square feet.
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C. Distribution of Materials
1. The UNION shall have the right to use inter-office mail facilities to deliver mail within a College/University.
2. Local UNION agreements that were mutually agreed upon by the State and the UNION to be negotiated at the

local level and pertain to college wide issues shall be posted on the College/University website.

3. The UNION and Local UNION shall have the right to use the email systems of the Colleges/Universities to
communicate with negotiations unit members regarding collective negotiations, the administration of collective
negotiations agreements, the investigation of grievances, other workplace-related complaints and issues dealing with
terms and conditions of employment, and internal union matters involving the governance or business of the UNION.
The usage of the email system is subject to each College/University policy and practice.

D. Space and Facilities

The UNION shall have the right to use buildings and other facilities that are owned or leased by the
College/University to conduct meetings with unit members regarding collective negotiations, the administration of
collective negotiations agreements, the investigation of grievances, other workplace-related complaints and issues,
and internal UNION matters involving the governance or business of the UNION, provided such use does not interfere
with College/University operations. The UNION or Local UNION shall use existing procedures to request the use of
specific spaces in the buildings or facilities of the College/University. New or revised procedures shall be agreed to
by each College/University and the Local UNION if no procedures exist or operational needs require revised
procedures. Meetings conducted in College/University buildings pursuant to this section shall not be for the purpose
of supporting or opposing any candidate for partisan political office, or for the purpose of distributing literature or
information regarding partisan elections. The UNION may be charged for maintenance, security and other costs

related to the use of the College/University building or facility that would not otherwise be incurred.

The administration shall also permit the UNION to use designated College/University equipment which may
include computer, duplicating equipment, calculating machines and audio-visual equipment at reasonable times when
such equipment is not otherwise inuse.

The UNION shall pay the actual cost to the College/University of all custodial maintenance and repairs and the
materials and supplies incident to such uses, including postage and telephone charges.

E. The Local UNION President or other officer designated by the UNION shall be provided with a suitable private office
on each campus. In addition to the equipment normally provided to employees, this office will have two additional chairs
and an additional filing cabinet. Each of these offices will also have a telephone and may include, at the option of the
College/University, a computer with network access, printer and upgrades on all operating systems and software
applications. All such upgrades shall be in accordance with the College/University polices and standards. All such
equipment, operating systems and software applications shall be maintained by the College/University, consistent with
each College/University policies and practice.
F. Whenever any representative of the UNION or any employee is mutually scheduled by the parties during working
hours to participate in negotiations, grievance proceedings, conferences, or meetings, such employees shall suffer no loss
in pay or benefits and shall not be required to make up time missed on an hour-for-hour basis (the latter provision shall
not apply where permission to re-schedule a class is given.)
G. 1. The following UNION representatives shall be granted priority in choice of schedules:

a. President of the CNJSCL

b. Secretary of the CNJSCL

c. Vice President of the CNJSCL

d. Treasurer of the CNJSCL
12



e. Legislative Representative of the CNJSCL
f. The Presidents of each of the State College/University Locals
g.One UNION representative designated by the UNION on each campus.
Inno case shall the number receiving priority in choice of schedule on any campus exceed three (3) nor shall more

than one representative be selected from any academic department or equivalent unit at any College/University.

2. a. The President of the Council of New Jersey State College Locals, AFT/AFL-CIO and one (1) UNION
representative designated on each campus will be permitted to reduce his or her teaching load by one course per semester
for a maximum of eight (8) credits per academic year, provided that the UNION reimburses the College/University for
such reduction and release time at the applicable overload rate plus the additional ABP (8%) and FICA employer
contributions and provided that arrangements are mutually agreed to between the President of the College/University and
the UNION.

b. At a College/University where prior practice or local agreement, as of July 1, 2011, afforded the President
release time in excess of 8 credits per academic year, the President shall be entitled to release of no more than two (2)
courses per semester to a maximum of twelve (12) credits per academic year or the amount of release time afforded
during academic year 2011-2012, whichever is less. Ata College/University where prior practice or local agreement, as
of July 1,2011, granted UNION representatives, other than the President, release time, such release time shall not exceed
one (1) course per semester. The total amount of release time granted to the Local UNION in any academic year during
the term of this agreement shall not exceed twelve (12) credits inclusive of the release time utilized by the President.
Release time granted to an individual other than the President shall be subject to approval by the College/University,
which shall not be withheld unreasonably.

c. In addition to the above, a Local UNION may request additional release time and absent compelling reasons
to the contrary, a Local UNION’s request for approval shall be honored by the College/University. The UNION shall
reimburse the College/University for such release time in an amount equal to 9% of the individual’s salary for the release
from each three (3) credit course and 12% of the individual’s salary for each four (4) credit course.

d. Any additional release time, not requested under paragraphs (a), (b) or (c) above, shall be negotiated locally
and, except for the reimbursement rate provision contained in this paragraph (d), shall take precedence over paragraphs
(a), (b) and (c) above so long as said agreement is in writing and executed by the Local UNION and the
College/University. For release time requested under this paragraph (d), the reimbursement rate set forth in paragraph
(c) of this subsection shall also be subject to local negotiations, provided that reimbursement shall be no greater than set
forth in paragraph (c) and no less than set forth in paragraph (a) and provided that any such agreement shall be reduced
to writing and signed by the Local UNION and the College/University. Local negotiations shall take place in accordance
with the New Jersey Public Employer-Employee Relations Act and it governing regulations.

3. Librarians or professional staff serving as the UNION’s President shall be allowed to conduct UNION business
during the work week as needed. Each College/University and Local UNION President shall work out the details regarding
this arrangement.

4. The primary responsibility of a Faculty, Professional Staff or Librarian serving as UNION President or

representative, as set forth in subparts 2 and 3 above, shall be to their position at the College/University. This primary
responsibility shall not suffer as a result of their performance of UNION business.
H. The academic calendar at each College/University shall be prepared in consultation with the Local UNION at such
College/University. The Local UNION shall be given an opportunity to provide its views and a cooperative effort to
resolve differences shall be made prior to the adoption of the calendar. Final responsibility for the academic calendar is a
matter of academic judgment of each College’s/University’s administration and Board of Trustees.
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I. Confidentiality

The home addresses, phone numbers, email addresses, dates of birth and negotiation units and groupings of employees,
and the emails or other communications between employee organizations and their members, prospective members,
and non-members, are not government records and are exempt from any disclosure requirements of P.L.1963, ¢.73
(C.47:1A-1 et seq.).

ARTICLE XI
EMPLOYEE RIGHTS

A. Meetings

Faculty or other employee meetings shall ordinarily be scheduled at least a week in advance during the normal hours
of operation of the College/University. Special or emergency meetings may be called when required. Any such meetings
shall not be scheduled with unreasonable frequency.

B. Textbooks and other teaching materials shall be selected by individual course instructors consistent with the
resources, objectives and procedures of the department or equivalent academic unit and the academic program of the
College/University.

C. Session Contracts

1. Provided there is no time conflict, full-time employees shall have priority consideration in appointments to teach
regular summer session courses within their individual competency, except in unusual circumstances.

2. Assignments to full-time employees to teach summer session courses shall be voluntary and consistent with
normal College/University procedures. Such summer session assignments shall be distributed on an equitable basis.

3. Colleges/Universities will send out written summer session assignment agreements to full-time faculty by April
1, which must be returned by April 15 unless other dates are established by local negotiations. Additional assignments
shall be offered as they become available. If an agreement is made to assign a full-time employee to teach a summer
session course which is canceled, he or she shall have priority consideration for another available teaching or non-
teaching assignment within his or her competency. If cancellation of a summer course assignment is likely, the affected
full-time employee shall be notified in advance. Upon the request of the employee or the Local UNION, written reasons
for the cancellation shall be provided within one week of therequest.

4. For the purpose of this provision, full-time employees scheduled to commence their initial faculty appointment at
the beginning of the academic year following the summer session shall be considered faculty members.

5. Salary for summer session assignments shall generally be paid on a half- session basis or for periods of three (3)
weeks if the session is six (6) weeks or more, provided that the final payment shall not be made until the completion of
the session.

6. The sessionrate (e.g., summer and winter sessions) per teaching credit hour shall be paid at the overload rate as
outlined in Article XIL.B.3.

7. Employees who have not been reappointed for the succeeding academic year are not covered by the provisions
of Section C. If an individual who is not reappointed for the succeeding academic year is given a summer session
contract, he/she will be treated as an adjunct for the summer session and will have no rights under this Agreement as a
summer session employee.

8. At the discretion of each College/University, part-time employees may be offered summer session courses.

Interested part-time employees should make an application to the appropriate College/University designee.
D. Negotiations unit members shall be advised by public notice of courses within their individual competency which are
being considered for assignment on an overload or adjunct basis. Such employees shall be permitted a minimum of

five (5) calendar days within which to apply to teach such course or courses on an overload basis except in unusual
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circumstances. The requirement as to the five (5) day announcement shall become inoperative seven (7) calendar days
prior to the date classes commence. The balance of courses offered on an adjunct versus overload basis is an academic
judgment to be made in consultation with the involved department. In the event that any employee feels that he or she is
being treated in an inequitable manner in regard to the overload assignments, the employee may bring the matter to the
attention of the President or his/her designee who either in person or through a designee will conduct a prompt
administrative review. The determination of the review is not subject to the grievance procedure.
E. Vacancies

1. If public notice of a vacancy within the unit is to be made, the College/University will inform the UNION in
advance of such publication.

2. Where an employee applies for an open position, he or she shall be notified of the disposition of his or her
application prior to publication of the name of the successful applicant.
F. Identification Cards

Employees shall be provided with official identification cards by the College/University at no cost to the
employees. The College/University reserves the right to pass along replacement costs to the employee in cases where
the employee is at fault for the loss of the identification card.
G. Food Service

Employee dining facilities will be clearly designated. Where such facilities do not exist, the Local UNION and the
College/University will jointly endeavor to provide suchfacilities.
H. No employee shall be required to join or refrain from joining any organization as a condition of employment or
retention.
I. Library Collections

There shall be no abridgment of access to library collections for reasons of content or suitability. This paragraph
shall not be construed to interfere with sound principles of library management, such as the protection of rare or valuable
materials.

Library acquisitions will be made on the basis of educational judgment and budgetary limitations and shall remain
free of censorship.
J. Where available at the Colleges/Universities, parking privileges shall be provided to employees without charge
(except at facilities financed by the Educational Facilities Authority). The assignment or location of parking places shall
be resolved between the Local UNION and the College/University.
K. Where employees are required to attend academic functions such as convocation or graduation, the wearing of

academic regalia shall be at the option of the employee unless paid for or provided by the College/University.

L. Faculty members assigned to teach in intersessions, pre-sessions or summer sessions occurring in the month of May
or June shall be compensated for such assignments at the overload rate. For the purposes of intersessions, pre-sessions
or summer sessions occurring during the period September 1 to June 30, the limitation on extra teaching assignments
for part-time faculty set forth in Section N shall apply.

M. The Colleges/Universities will not abrogate the lawful rights of employees as to opening of their mail or the privacy
of their offices or personal belongings.

N. At the option of each College/University, part-time professional staff and librarians may be permitted to teach
courses over and above the basic workload established in their employment contract. The compensation for teaching
such courses will be at the applicable overload rate. No part-time employee will be permitted to increase his/her

workload to more than the equivalent of 3/4 of a full load through extra teaching assignments.
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O. Employee Information Update
Each College/University shall provide each employee with an annual written update on or about September 30 of
each year. The update shall contain the following information asappropriate:
1. Date of Hire
Anniversary Date
Date of last promotion and/orreclassification
Tenure date/Multi-year contract including expirationdate
Range and Step
Date eligible for next sabbatical
Accrued sick leave

Accrued vacation leave

A A o

Paid Leave Bank balances

ARTICLE XII
FACULTY RESPONSIBILITIES

A. 1. Institutional responsibilities of the faculty shall include teaching responsibilities and other responsibilities as
defined below. Except as otherwise stated below, the basic academic year teaching load shall be assigned over thirty-
two (32) weeks of instruction and shall occur during the period of payment which commences September 1 and ends on
June 30. Notwithstanding the above, if a faculty member does not satisfy the twenty-four (24) credits during the
period of instruction, the faculty member shall satisfy the deficiency before the start of the fall semester in the
following calendar year. The deficiency may be satisfied by teaching during the period of instruction, the summer
session or the winter session. The faculty member and the College/University shall work cooperatively to determine
how best to satisfy the deficiency, provided that if the deficiency will not be satisfied before the end of the following
spring semester, the College/University may assign a teaching responsibility or a non-teaching responsibility pursuant
to paragraph B.7. below in order to satisfy the obligation.

2. a. After consultation with the Local UNION, a College/University may begin classes up to one calendar week
prior to September 1, in which case the commencement of the period of payment for 10-month employees may be
advanced pursuant to negotiations with the Local UNION, subject to the proviso that the period of payment shall not
commence prior to the beginning of classes. When there is an advancement, the end of the period of payment shall be
correspondingly advanced such that the annual salary will be distributed over the same number of days as it would have
been had there been no advancement, and the second part of the across-the-board salary increase for the fiscal year shall
be advanced so that affected employees receive the same annual compensation as they would have received had there
been no advancement.

b. Policies and practices at a College/University granting (or not granting) compensation for employees
performing duties prior to the beginning of classes shall not be affected by the application of this Subsection.

B. Teaching Responsibilities
1. The basic academic year teaching load for full-time faculty shall be twenty-four (24) teaching credit hours. All

overload for full-time faculty shall be voluntary and overload rates shall be paid for all voluntary teaching assignments
beyond twenty-four (24) teaching credit hours. No full-time faculty member may be assigned more than fifteen (15)
teaching credit hours per semester within load. The teaching load for part-time faculty shall be a minimum of one half

the teaching load for full-time faculty.

2.a. The teaching assignment of a faculty member shall not require more than three (3) different course

preparations in any semester, except where it can be demonstrated that the course offerings and class sections in a
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department cannot reasonably be scheduled on this basis, or where a faculty member's schedule includes one or more
two (2)-student-credit-hour courses. Under such circumstances one additional course preparation may be assigned.

b. It is recognized that one-student-credit-hour courses and activities such as, but not limited to, supervision of
or instruction in independent study, internships, practice teaching, studio or physical activity programs do not lend
themselves to computation of numbers of preparations under Subparagraph (a) above. However, it is recognized that
every effort will be made when assigning such activities to arrive at an overall assignment of responsibilities which
substantially and equitably equates to the model set forth in Subparagraph (a).

Disputes concerning this subparagraph may be submitted to binding arbitration pursuant to Article VII. In the
event that a violation is found, the remedy shall be the award of a payment equal to one overload credit for each
additional preparation found to have been improperly imposed.

3. Overload compensation shall be established at the following minimum rates per teaching credit hour:

Sept 2023 Sept 2024 Sept 2025 Sept 2026

Title

Professor,

Associate Professor,
Assistant Director in

the Library (Professor

in the Library)

Librarian I (Associate
Professor in the

Assistant

Professor,

Instructor,

Librarian II (Assistant
Professor in the Library)
Librarian III (Instructor in
Professional Staff $ 1825 $ 1975 $2100 $ 2225

4. The basic academic year teaching load of twenty-four (24) teaching credit hours or its equivalent shall be

$ 1875 $ 2025 $2150 $2275

$ 1825 $ 1975 $2100 $2225

satisfied in accordance with the existing practices or policies at each College/University in effectas of July 1,2017. The
term “teaching-credit hours” shall be defined as per the existing practices and policies in place at each
College/University as of July 1, 2017. The existing practices and/or policies at Ramapo College concerning the faculty
workload model shall be as set forth in the notice provided by Ramapo dated June 22,2016. A negotiable change by the
College/University to an existing practice or policy shall be accomplished through Local negotiations, provided that (a)
no College/University shall impose any negotiable terms or conditions of employment upon a Local UNION without
exhausting PERC’s impasse procedures (N.J.A.C. 19:12-1.1 et seq.) and (b) notwithstanding any language in this
Agreement to the contrary and for the purposes of this provision only, such agreement, once negotiated or imposed, shall
be enforceable through binding arbitration under Article VII. This provision does not apply to XII B.5 below.

5. Faculty members assigned duties involving modes of instruction other than classroom, such as, but not limited
to, independent study, supervision of internships or practice teaching, or assigned to teach regularly scheduled courses
for which college credit is not granted, shall receive teaching credit hours for such activities according to the policies and
practices currently in force at the respective Colleges/Universities unless specified otherwise in this Agreement.

a. In the event that any College/University makes an assignment of any activity covered herein for which there
is no current practice or policy or intends to change a practice or policy, the College/University shall notify the Local
UNION in writing of such action and, upon written request of the Local UNION, the President shall designate an official
of the College/University to consult with the Local UNION concerning the new or changed policy or practice. Such
written request must be received by the President within thirty-one (31) days of the College's written notice to the Local
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UNION. The consultation shall be completed within thirty (30) days of the Local UNION's written request to the
President, unless said time limitation is extended by mutual consent of the parties.

b. In the event that, after consultation, the Local UNION is of the opinion that the involved policy or practice is
unreasonable, the Local UNION, within seven (7) calendar days, may request negotiation of those matters which it
deems to be mandatorily negotiable. Disputes as to the negotiability of such matters shall be resolved in the manner
prescribed by the New Jersey Employer-Employee Relations Act, asamended.

c¢. Nothing contained herein shall limit such authority as the College/University may have under law to direct
that workload assignments be implemented during the pendency of consultation.

6. The specific assignments for student teaching shall be equitable in regard to travel time and distance.
Disagreement concerning the teaching credit hour load for supervision of student teachers shall be resolved between the
Local UNION and the College/University.

7. Assignment of non-teaching duties within load for any faculty member, for any purpose, is a matter of
academic/managerial judgment of the College/University. The President, or his or her designee, prior to the
commencement of each semester, and prior to the allocation of non-teaching assignments to various purposes and
individual faculty members, will consult with the UNION as to such allocations and the contemplated manner of
selecting individual faculty members who will receive them. In the event that any faculty member feels that he or she is
being treated in an inequitable manner in regard to alternate assignments within load, he or she may bring the matter to the
attention of the President, who either in person or through a designee will conduct a prompt administrative review of the
matter.

C. Other Responsibilities

1. Non-teaching duties include scholarly, research and artistic activities; service through sharing their professional
expertise both within and beyond the College/University; and the mentoring and advisement of the students in their
courses and programs. During the period of instruction, faculty shall be present on campus as necessary to satisfy
their professional responsibilities and shall also be accessible to students, faculty and staff colleagues through
whatever normal, electronic, telephonic or written modes they find most convenient during the academic year. Nothing
contained herein shall in any way affect the terms and/or continued application of any locally negotiated agreements
and/or previous practices pertaining to non-teaching responsibilities, nor shall anything contained herein affectthe rights
ofthe College/University, UNION or Local UNION under the New Jersey Employer-Employee Relations Act.

2. Faculty responsibilities which have been traditionally performed by the faculty and are reasonable and consistent
with sound academic practice shall be continued consistent with previous practice. Disagreements concerning their
specific nature shall be resolved by the Local UNION and the College/University. These responsibilities shall be
performed within the academic year, provided that assignments outside the thirty-two (32) weeks of instruction referred

to above shall not be made individuallyor collectively on an inequitable basis.

ARTICLE XIII
APPOINTMENT AND RETENTION OF EMPLOYEES

A. Appointment and reappointments of employees shall be made by the Board of Trustees of each College/University
upon the recommendations of the President. Appointments and reappointments of employees are subject to the
availability of funds and properrecording.

B. 1. When a prospective employee is offered initial appointment or reappointment, he or she shall be provided with a

letter of appointment or reappointment contract. The letter of appointment or reappointment contract shall include:
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a. The name of the employing College/University

b. The dates for which the appointment or reappointment iseffective

c. The title of the position

d. The salary rate

e. A list of the field or fields in which he or she is expected to teach or work.

2. Prospective initial appointees and reappointees shall also be provided with a copy of this Agreement and a copy
of the local employee handbook, if any. When a prospective employee accepts his/her appointment, the
College/University shall provide the Local UNION with such employee's name, address and telephone number.

3. Upon commencing employment, each new employee shall be provided with a copy of the current salary
schedule.

4. Full-time faculty may initially be appointed for two or three years. The letter of appointment shall state that the
faculty member will be subject to a performance review on an annual basis pursuant to normal reappointment review
procedures in the normal evaluation cycle. Continued employment for the initial two or three year appointment is
conditioned upon the faculty member meeting the criteria of the College/University. Recommendations for
reappointment beyond the second or third year term will only be made in the reappointment year.

C. Notice of reappointment or non-reappointment of full-time employees governed under the tenure provisions of
N.J.S.A. 18A:60-6, ef seq., shall be given in writing not later than April 1 of the first and second academic years of
service and not later than February 1 of the third, fourth, fifth and sixth years of service. When a full-time faculty
member is hired at mid-year, unless the individual is appointed to replace someone on leave or in a bona fide emergency,
notice of reappointment or non-reappointment for the next full academic year shall be given in writing not later than
May 1.

D. Full-time employees appointed to replace persons on leave or on bona fide emergencies shall be informed in their
letter of appointment contracts that they will not be considered for reappointment; however, such employees shall be
subject to normal evaluation procedures up to and including the first level of administrative review. Such appointments
may be for one-year or half-year periods. Professional staff may be appointed for up to one-year.

If an opening develops at the College/University for which the employee is eligible, he/she may apply, and the
material developed in the aforesaid evaluation procedures will be considered along with any additional information the
employee presents.

If employment extends beyond one (1) academic year, such employees will be on a normal contract and will be
considered for reappointment in the normal manner unless reappointed to replace an employee on leave or to fill a
position where there was no bona fide affirmative action search or to fill a grant-funded position. An employee may
serve a third year on a XIII.D appointment only if reappointed to replace an employee on leave or to fill a grant-funded
position. In no event will an employee be on a XIII.D appointment beyond three years.

E. Full-time employees other than those governed by Paragraphs C and D above shall receive a minimum of ninety
(90) days written notice of non-reappointment if employed for less than two (2) full years at the time of the giving of
the notice and one hundred and fifty (150) days written notice of non-reappointment if employed for more than two
(2) full years at the time of the giving of the notice.

F. A full-time faculty member assigned full-time responsibility for one-half (/%) of an academic year shall be paid one-
half (%) of the academic year salary of the rank and step at which he or she has been hired and shall be accorded the
privilege of faculty status.

G. Individual letter of appointment and reappointment contracts for full-time employees shall be for a period of one (1)

year except for a) normal one-semester appointments made at mid-year, b) one-semester appointments made pursuant to
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Section D above, c¢) “multi-year contracts” as provided in N.J.S.A. 18A:60-6, et seq., as applied to professional staff,
and d) initial appointments for a period of two or three years pursuant to Sections B.4 and O. Election of non-tenured
department chairpersons shall not convey employment beyond the letter of appointment or reappointment contract in
effect.

H. In the event a full-time employee serving under a “multi-year contract” is given notice of non-renewal under the
terms of N.J.S.A. 18A:60-6, et seq., at the request of the employee, the College/University giving such notice shall
provide written reasons for its decision.

I. Full-time employees serving under one (l)-year appointments or reappointments who are notified of non-
reappointment shall, at the written request of the employee, be provided with written reasons for such decision by the
College/University.

J. The procedures for appointment and reappointment of employees utilized in the College/University, if universally
applicable, or in the division, department or similar unit in which the employee is employed, shall be fairly and equitably
applied to all candidates. The procedures shall provide for consideration based on criteria established by the
College/University, appropriate to the College/University and the work unit. The current and applicable procedures,
including a statement of such criteria, shall be provided in written form for the understanding of all affected employees.
Reappointment procedures and notice requirements for full-time employees with less than three years’ service shall apply
to part-time employees. However, reappointment procedures and notice requirements applicable to part-time employees
may be modified by agreement between the Local UNION and the College/University. If these procedures are not in
written form, they will be reduced to writing and a copy will be provided to each affected employee.

This provision shall not be construed as a waiver of the Colleges’/Universities’ right to appoint and reappoint,
under procedures set by the Colleges/Universities, employees not included in the negotiating unit. The
Colleges/Universities, however, recognize the value of peer consultation and except in unusual circumstances will
consult with the involved department concerning the procedures to be used in any particular case involving negotiation
unit members.

K. Final recommendations for appointment of full-time employees governed under the tenure provisions of N.J.S.A.
18A:60-6, et seq., shall be made to the President no later than February 15 of the first and second academic years of
service and not later than December 1 of the third, fourth and fifth academic years of service. Where practicable, final
recommendations shall be made for other full-time employees on a similar timetable.

L. Individual Letter of Appointment or Reappointment Contracts

Any individual letter of appointment or reappointment contract between a College/University Board of Trustees
and an individual employee shall be subject to and consistent with the terms and conditions of this Agreement. Where
such contract is inconsistent with this Agreement, this Agreement, during its duration, shall be controlling.

M. Full-time employees who are employed under a grant may be terminated during the term of their contracts if the grant
money runs out by giving them sixty (60) days’ notice. This termination is not a retrenchment within the meaning of the
Agreement, or statutes, nor is it subject to such provisions. Such employees will be notified in their letter of appointment
and reappointment contracts that their employment is contingent on continuation of grant funding. Part-time employees
on grants are not included in the unit.

N. The dates set forth in this Article may be changed by local agreement except where the dates are required by statute.
0. Each College/University shall have the discretion to establish two or three year non-renewable teaching
appointments based upon criteria established by policy at each College/University. Such appointments generally shall
not exceed four percent (4%) of the regular full-time faculty lines at the College/University. A College/University may
exceed this limit by up to two percent (2%), in which case the percentage of NTTPs allowed in LOA XIV.B. shall be
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reduced such that the aggregate of NTTPs and XIII.O employees does not exceed forty-four percent (44%). Each
faculty member appointed pursuant to this section shall be evaluated annually using the normal evaluation procedures up
to and including the first level of administrative review. Continued employment for the full term of the appointment is
conditioned upon the faculty member meeting the performance standards of the College/University.

Each College/University shall furnish the UNION with a list of any faculty members appointed pursuant to this

section no later than October 15 and February 15 of each academic year.

ARTICLE XIV
PROMOTIONAL PROCEDURE

To the extent that a College/University has a locally negotiated or accepted procedure and/or practice regarding
promotions for full time faculty, they shall remain in full force and effect until such time as a change is locally
negotiated in accordance with the New Jersey Employer-Employee Relations Act and its governing regulations. At
other Colleges/Universities, the following procedures shall apply unless and until changed through local negotiations in

accordance with the New Jersey Employer-Employee Relations Act and its governing regulations.

A. Full-time faculty members whose qualifications meet or exceed the requirements for a higher academic rank shall be
eligible for promotional consideration to that rank. Faculty members who are promoted shall advance four (4) salary
ranges. Their new salaries shall be computed pursuant to Article XXII, Section C.1.

B. An eligible full-time faculty member may make written application for promotional consideration on or before
November 1. The application may be accompanied by any substantiating documentation which the individual cares to
submit.

C. The procedures for promotional consideration utilized in the College/University, if universally applicable, or in the
division, department or similar unit in which the faculty member is employed, shall be fairly and equitably applied to all
applicants. The procedures shall provide for consideration based on criteria established by the College/University,
appropriate to the College/University and the work unit. The current and applicable procedures, including a statement of
such criteria, shall be provided in written form for the understanding of all affected faculty members. The Colleges/
Universities, however, recognize the value of peer consultation and except in unusual circumstances will consult with the
involved department concerning the procedures to be used in any particular case involving negotiation unit members.
This provision shall not be construed as a waiver of the Colleges’/Universities’ right to promote, under procedures set by
the Colleges/Universities, employees not included inthe negotiating unit.

D. At each College/University if the promotion procedures utilize a committee charged with the final evaluation of
promotion applications and if the College/University establishes a number of promotions available at the various ranks
for the specific units or for the College/University as a whole, then the President or his’/her designee shall inform the committee
of those numbers. The committee will submit its recommendations to the President or his or her designee. Should the
President decide to make a recommendation for promotion to the Board of Trustees which is inconsistent with the
recommendation of the final committee, he or she shall provide the committee his or her reasons for the action.

E. Atthe Colleges/Universities that utilize committees, the final recommendations shall be made to the President on or
before February 1 and shall include all pertinent information concerning the applicant.

F. The final recommendations shall be made known to any applicant or nominee in writing within two (2) days after
submission to the President.

G. Within seven (7) days after receipt of the final recommendation to the President a faculty member may initiate a

grievance at Step One concerning the application based on an allegation that, after timely filing of his or her application,
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the promotional procedure was violated or that there was a breach of the rights of the faculty member set forth in Article
IT concerning discrimination or in Article V concerning academic freedom. Such a claim, if sustained, will result in
reprocessing of the application on an expedited basis. A final recommendation in such case shall be made to the
President not later than March 1.

H. Recommendations of the President to the Board of Trustees and the decisions of the Board shall be delivered in
writing to the candidate by March 15.

I. The dates established in this Article and Section F may be changed by local agreement.

J. Promotional procedures, including the above procedures, are not applicable to part-time employees, but they may be
appointed/reappointed to a higher title.

K. Assistant Professors may apply for and be reviewed for promotion to the rank of Associate Professor concurrent with

their reviews for tenure, and advancement in rank may be awarded concurrent with tenure.

ARTICLE XV
RESIGNATION, REASSIGNMENTS, RETIREMENT

A. Resignations

Employees have an obligation in the matter of resignation. Except in the case of resignation for health or other
reasons beyond the control of the employese, it is expected that he or she shall continue to serve until the completion of
the academic year or for the term of his or her appointment unless another date is mutually agreed to by the
College/University and the employee.

B. Reassignments

1. Reassignment is the movement of an employee from one job assignment to another, or from one local title to
another within such employee’s generic title, and within or between offices, divisions, branches or departments of the
College/University. When an employee is reassigned, such employee’s salary shall not be reduced as a result of the
reassignment below that which he/she would have received had he/she continued in his/her original position during the
period of the employee’s current employment contract.

2. The provisions of sections 4 through 6, except for the requirement of consultation, shall apply to a librarian who
is reassigned from one division, department or branch of the library to another and to a position requiring demonstrably
different training or credentials for which prior preparation is required in order to perform the duties of the new position.

3. The provisions of sections 4 through 6, except for the requirement of consultation, shall also apply to a member
of the professional staff who is reassigned from one administrative office (e.g., admissions, registration, EOF) to another
and to a position requiring demonstrably different training or credentials for which prior preparation is required in order
to perform the duties of the new position.

4. If a reassignment of a full-time faculty member is to be made between departments of a College/University each
individual department shall be consulted regarding relevant departmental matters. The College/University shall then
determine which faculty members are qualified for reassignment and provide them with an opportunity to apply. The
College/University will reassign one of the qualified applicants. If none of the qualified faculty members applies for
reassignment, the College/University may reassign one of the qualified faculty members on an involuntary basis.

5. A full-time faculty member who is reassigned between departments involuntarily shall be given one semester’s
advance notice except in unusual circumstances, but in no event shall such employee be given less than forty-five (45)
days’ notice. Part-time faculty who are reassigned involuntarily between departments shall be given ninety (90) days’
notice except in unusual circumstances, but in no event shall they be given less than forty-five (45) days’

notice.

22



6. A full-time faculty member who has been reassigned between departments shall be given priority consideration

for Career Development funds when such assistance is warranted in making a transition.

7. Faculty shall not involuntarily be completely removed from teaching duties without first being offered the
opportunity to meet with the Dean or Vice President regarding the decision. No such opportunity to meet with the
Dean or Vice President shall delay a decision to remove a member of the faculty from teaching duties where the

College/University has deemed there to be a fitness for duty or safety concern.

C. Retirement
Conditions of retirement are set forth in the statutes governing the Teachers’ Pension and Annuity Fund, the

Alternate Benefit Program or the Public Employees’ Retirement System, as may apply.

ARTICLE XVI
PROFESSIONAL STAFF

A. 1.This Article shall apply to all members of the unit except teaching faculty, librarians, Demonstration Teachers and
Demonstration Specialists — A. Harry Moore School.

2. Whenever a new title is created, or an existing title is changed in the unclassified service in the State Colleges, the
STATE shall assign to such title a unit designation, if appropriate. The STATE will notify the UNION in writing of such
unit designation or elimination of title from the negotiations unit thirty (30) days prior to the effective date thereof.
Upon request, the STATE will provide the UNION with a job specification for each new or changed title, where available,
ifthere is a reasonable basis to believe that the title should be included in the unit. If requested in writing, the STATE will
discuss any such designation with the UNION. In the event the parties cannot reach an agreement following such
discussions, the dispute may only be submitted to the Public Employment Relations Commission for resolution
consistent with its rules and regulations.

B. 1. The normal scheduled hours of work shall not involve splitshifts.

2. Professional Staff employees who are assigned to work different hours/shifts than previously worked, shall
have a minimum of thirty (30) calendar days advanced notice of the change, absent exigent circumstances.

3. Professional Staff employees who are released from their regular duties to attend work-associated meetings and
conferences, to participate in UNION activities as provided in Article X.F, or to participate in professional improvement
programs which include, but are not limited to, activities such as courses and seminars, shall not be required to make up
the time missed. Such employees remain responsible for performing all work assignments.

4. Professional staff employees may be eligible to work a flexible time schedule, in which an employee working a
standard length workday starts or ends work before or after the core time in that department or applicable employment
unit with approval of the appropriate Vice President or designee. The determination of the Vice President or designee is

not subject to review.
C. Out-of-Title Work

1. Professional Staff employees shall be assigned work appropriate to and within their job description as prescribed
by the College/University.

2. The practice of assigning out-of-title work to employees, on other than an incidental basis, shall be avoided.
Instances of out-of-title work identified by the UNION and formally brought to the attention of the College/University
in writing shall be corrected immediately or by phasing out such assignment at the earliest time, which shall in any case
beno later than sixty (60) days from the time of notification by the UNION. All disputes as to whether the work is within
the job description pertaining to the employee(s) involved shall be resolved by appeal pursuant to applicable statute. All
disputes concerning the phasing-out period shall be resolved through the grievance procedure.
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3. Where out-of-title work assignments are made for longer than thirty (30) calendar days, full-time employees
deemed capable of performing the work, where available, shall be given the opportunity to assume such higher out-
of-title work in the work unit and shall have the right to refuse such assignments based on job classification seniority.
Where the assignment of out-of-title work in a higher classification title is made for longer than sixty (60) calendar days,
the full-time employee shall be paid for those duties performed in that assigned title’s range beginning on the 61°%
calendar day for as long as those duties are performed. In the event that a dispute arises over the compensation for those
duties performed in that assigned title’s higher range, the compensation for such assignment shall be negotiated between
the College/University and the Local UNION in accordance with the New Jersey Employer-Employee Relations Act.
Where such assignments are readily identifiable by the College/University, the eligible employees concerned shall be
notified and a copy of the notification shall be given to the UNION.

D. Performance-Based Promotions

Full-time professional staff employees who meet or exceed the criteria for performance-based promotion are eligible
to be considered for such promotions, which consist of advancement to the next higher title in the employee’s title series.
The criteria for performance-based promotion will be established by the College/University and provided in written form
for the understanding of all affected employees. If not already locally negotiated, the procedures for consideration will
be negotiated between the College/University and the Local UNION. The procedures for consideration utilized in the
College/University, if universally applicable, or in a division, department or similar unit in which the professional staff
member is employed, shall be fairly and equitably applied to all applicants and nominees. The College/University
recognizes the value of peer input and therefore, the applicant may include, as a part of their promotion packet,
recommendations from peers and/or others who are familiar with their work. In the event that a professional staff
member is denied a performance-based promotion, the President or his or her designee shall provide written reasons
based on the established criteria for decision. An eligible full-time professional staff employee and/or the employee’s
out-of-unit supervisor may submit written application setting forth justification for promotion to the
College/University President or designee thereof. The College/University President shall determine whether a
promotion shall be granted.

E. Career Opportunities/Structural Promotions

1. Full-time professional staff employees are eligible for career opportunities, which occur when there is a vacancy
in a professional staff position at a higher level for which they are qualified. The procedures for career opportunities,
including those set forth below, are not applicable to part-time employees, but such employees may be
appointed/reappointed to a higher title. If there is an external search, part-time employees may apply for the career
opportunity.

2. Announcements, Applications, Recommendations

a. Announcement by the President or designee of the intention to fill a position shall activate the process.

b. The President or designee will indicate whether applicants for the position will be recruited only internally or
whether there will be simultaneous internal/external recruitment. If there is a determination that the applicants will be
recruited only internally, the position announcement will so indicate. An initial decision that applicants will be recruited
only internally shall not later preclude the College/University, after reviewing the internal applicants, from advertising
the position externally.

c. The announcement of the career opportunity will include a description of the position, expected educational
and professional requirements, the salary range for the position and the name of the appropriate administrator who will
receive applications from interested internal candidates.

d. The announcement of the career opportunity will be posted for a period of at least ten (10) working days
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where personnel notices are normally placed at the College/University, and will be included in the house organ. At the
time the announcement of the career opportunity is posted a copy will be sent to the Local UNION President.

e. Professional staff employees may apply for an announced career opportunity within the time specified on the
announcement. The application may be accompanied by any substantiating documentation, which the individual cares to
submit.

f. All qualified internal candidates will receive an interview for the career opportunity.

g. Each internal candidate will be notified in writing of the President’s or designee’s decision with respect to his
or her candidacy. This decision will indicate that: 1) the applicant has been offered the position, or 2) the applicant has
not been offered the position, or 3) the position will now be advertised externally and he or she will continue to be
considered for the position together with external candidates.

h. All career opportunities are subject to the affirmative recommendation of the President and the approval of
the Board of Trustees.

F. Reclassification

1. When the duties and responsibilities contained in the employee’s local job description change to the extent that
they are no longer similar to the duties and responsibilities set forth in the current generic job specification, the position
may be eligible for a position reclassification review. Professional staff employees may apply to the first level non-unit
supervisor and to the Office of Human Resources for a position reclassification whenever their duties and job responsibilities
have changed as set forth above.

2. Ateach College/University, the procedures for position reclassification review shall provide for completion of the
process and transmission of a final determination to the affected employee within ninety (90) days from the date of
submission of the employee’s application to the employee’s first level non-unit supervisor and to the Office of Human
Resources. Should a reclassification be granted, the employee shall be compensated to the date of decision, but no
later than day ninety-one (91) from the date of submission of the employee’s application. Waivers of the deadline in
particular cases may be agreed to by the College/University and the Local UNION. Reasonable requests for waivers
will be granted.

G. Staff Meetings

There shall be periodic staff meetings with the appropriate unit director. Professional staff members may suggest
items for inclusion on the agenda of such meetings.

H. 1. Each professional staff position shall have a job description, which shall be included in the personnel file of the
employee.

2. Each professional staff employee shall be evaluated annually during the probationary period, which is the first
five years of employment at the State College/University. The evaluations shall be conducted in accordance with
any locally negotiated procedures, and shall include, at a minimum, review by the immediate supervisor in
accordance with Letter of Agreement XIII.

I. The procedures governing career opportunities, reclassification and job reevaluations shall be available for review in
the College/University Office of Human Resources. If and when a new handbook is published at any College/University,
such procedures shall be included therein.

J. With the approval of the appropriate supervisor, qualified full-time professional staff may be permitted to teach
courses on an overload basis, if such teaching does not interfere with the primary responsibility of the individual and if it
does not violate the provisions of Article XI. C. Such permission shall not be arbitrarily or capriciously withheld. At the
option of the College/University and with the approval of the supervisor, qualified part-time professional staff may be
permitted to teach courses on an overload basis if such teaching does not interfere with the primary responsibility of the

individual and if it does not violate the provisions of Article XI.N.
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K. Each College/University shall locally negotiate a program of professional development leaves aimed at improving
professional skills mutually beneficial to the College/University and the employee.

After consultation with the Local UNION, the College/University will publish the criteria for the standards by which
the proposals will be reviewed and approved.

Each applicant will submit a written proposal to the appropriate supervisor, who will review it and make a
recommendation to the unit director. The director will, in turn, submit the supervisor's recommendation and the director's
own independent recommendations to the President or designee thereof, who may approve or disapprove the proposal, or
accept it in modified form.

L. The provisions of Article XVILF shall be applicable to members of the professional staff for which parallel 10-month
titles exist.
M. The applicable career opportunity and promotion procedures shall be fairly and equitably applied to all internal
candidates.
N. Article VII of the Agreement shall apply to career opportunities and promotions under the same terms and limitations

as such Article applies to faculty promotions.

ARTICLE XVII
LIBRARIANS

A. Initial Appointments

1. The initiation and coordination of search activities for prospective new appointees to the library shall be the
responsibility of the Dean/Director or his or her designee, who shall keep the Personnel Committee informed of these
activities. The Dean/Director may discuss with the Personnel Committee the professional criteria to be fulfilled by any
candidates and may request that the Personnel Committee interview candidates.

2. If the Committee is requested by the Dean/Director to interview candidates, the Committee and the
Dean/Director shall cooperate in arrangements for personal interviews. No travel expenses will be authorized without the
prior approval of the College/University official responsible for such matters in the normal course of College/University
procedures.

3. If the Committee is requested to review the pool of candidates, the Committee shall transmit its
recommendations to the Dean/Director who shall transmit the Committee's recommendations, along with the
Dean/Director's own recommendation, to the appropriate Vice President and the President for ultimate recommendation
to the Board of Trustees.

B. Promotions

To the extent that a College/University has a locally negotiated or accepted procedure and/or practice regarding
promotions for Librarians, they shall remain in full force and effect until such time as a change is made in accordance
with the New Jersey Employer-Employee Relations Act and its governing regulations. At other Colleges/Universities,
the following procedures shall apply unless and until changed in accordance with the New Jersey Employer-Employee
Relations Act and its governing regulations.

1. Promotional procedures, including those set forth below, are not applicable to part-time employees, but such
employees may be appointed/reappointed to a highertitle.

2. The President shall announce availability of promotions to a Librarian II, Librarian I and/or an Assistant
Director of the Library position, which shall activate the promotion and Personnel Committee process. The President
shall indicate in his or her announcement whether the available promotion or promotions may be considered upon the

basis of professional growth or whether the available promotion or promotions are to fill a particular need in the library.
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3. Promotions based on professional growth shall be announced at the same time as the announcement of available
faculty promotions is made. Structural promotions shall be announced by the President as they become available.

4. Full-time Librarians whose qualifications meet or exceed the requirements for Librarian II or Librarian I or
Assistant Director in the Library may apply for announced professional growth promotions by November 1, and for
announced structural promotions within the time specified in the announcement. The application may be accompanied by
any substantiating documentation which the individual cares to submit. Nomination of a librarian for promotional
consideration may be made by other than theindividual.

5. The Personnel Committee's recommendations on any promotion or promotions shall be in rank order from the
highest (number 1) to lowest. There shall be separate lists ranking candidates for each available structural promotion.
There shall be one overall list ranking all candidates for any available growth promotions. The final recommendations of
the Personnel Committee shall be made to the Dean/Director on or before February 1 for any available growth
promotions and within thirty (30) days of the application closing date for structural promotions. The requirements that
there be a ranking may be waived by local agreement.

6. Article VII of this Agreement shall apply to this Article under the same terms and limitations as such Article
applies to faculty promotions. Article XIV.G shall also apply.

7. All promotions are subject to the affirmative recommendation of the President and the approval of the Board
of Trustees.
C. Concurrent Academic Rank and Range Adjustment

There shall be a Range Adjustment Program at each College/University where full-time librarians are employed.
Full-time librarians who meet or exceed the merit-based criteria established for the range adjustments are eligible to be
considered for and may apply for a range adjustment within concurrent rank. The merit-based criteria will be
established by the College/University and published for the understanding of the affected employees. The procedures
for consideration will be negotiated between the College/University and the Local UNION. The procedures for
consideration utilized in the College/University shall be fairly and equitably applied to all applicants and nominees

Article VII of the Agreement shall apply to librarian range adjustments under the same terms and limitations
as such Article applies to promotions.

For Purpose of the Librarian range adjustments the following ranges shall be utilized:

10 Month 12 Month
State College/University Payroll Title Concurrent Academic Rank Ranges Ranges
Assistant Director of the Library Professor in the Library 30,32 & 33 33&35
Librarian I Associate Professor in the Library 26,28 & 29 29,31 & 32
Librarian II Assistant Professor in the Library 22,24 & 25 25,27 & 28
Librarian III Instructor in the Library 18,20 & 21 21,22 & 23

D. Library Personnel Committee

1. Each College/University shall establish a Library Personnel Committee consisting of full-time librarians
included in the negotiations unit, elected by such librarians. As a matter of local agreement between each Local UNION
and each College/University, such Personnel Committee may include the Dean/Director of the Library or his or her
designee as a non-voting member of such Personnel Committee.

2. The Personnel Committee shall evaluate full-time librarians within the negotiating unit for reappointment
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or promotion within the negotiating unit and such recommendations shall be made to the Dean/Director of the Library,
who will in turn submit the recommendations of the Committee and the Dean/Director's own independent evaluations
and recommendations, if any, to the appropriate Vice President and the President for ultimate recommendation to the
Board of Trustees.
E. Staff Meetings

There shall be, at minimum, quarterly staff meetings of librarians in the negotiating unit and other professionals
assigned to the library with the Director of the Library to inform, consult and advise on matters of concern to the library.
Such unit members may suggest items for inclusion on the agenda of such meetings. Such matters of concern may
include discussion of the general structure of thelibrary.
F. Change in Status, Librarians

1. a. Full-time librarians may make written application to the President of the College/University, or his or her

designee, for a one-year change in status from twelve-month employment to ten-month employment.

2. Suchapplication shall be made by May 1 of'the fiscal year prior to the year in which the change is requested. The
President may approve the change in status, at his or her discretion, based upon the needs and work pattern of
the library, and such approval shall not be unreasonably withheld.

3. In the event the change in status is approved, the employee shall be off the payroll from July 1 to August 31 of
the fiscal year following the request. The employee will return to the payroll upon reporting on September 1.

4. Accrued vacation time or sick leave may not be utilized during the period when the employee is off the payroll.
G. The scheduled hours for librarians shall not involve split work periods, other than those provided for meals, except as
may be required byunanticipated needs or for periods of special activity.
H. Employees who are released from their regular duties to attend work-associated meetings and conferences, or who
participate in union activities as provided in Article X.F, or who participate in professional improvement programs which
include but are not limited to activities such as courses and seminars, shall not be required to make up the time missed.
Such employees remain responsible for performing all workassignments.
I. With the approval of the appropriate supervisor, qualified full-time librarians may be permitted to teach courses on an
overload basis if such teaching does not interfere with the primary responsibility of the individual and if it does not
violate the provisions of Article XI.C. Such permission shall not be arbitrarily or capriciously withheld. At the option of
the College/University and with the approval of the supervisor, qualified part-time librarians may be permitted to teach
courses on a overload basis if such teaching does not interfere with the primary responsibility of the individual and if it
does not violate the provisions of Article XI.N.
J. Promotion upon Tenure

A Librarian may apply for and be reviewed for promotion to the next highest Librarian title concurrent with his or

her review for tenure, and advancement in title may be awarded concurrent with tenure.

ARTICLE XVIII
DEPARTMENT CHAIRPERSONS

A. Department Chairpersons shall be recommended for appointment by election by the members of the department.
Upon election, the recommendation for appointment shall be forwarded to the President who may consult with the Dean
on the recommendation. The usual term of service for a department chair shall be three (3) academic years. In the event
individuals from outside the department are to be nominated, the Faculty Committee and all voting members of the
department shall be provided with comprehensive, relevant information regarding those candidates’ qualifications.

B. Inthe event that the President rejects an elected individual, the President or his/her designee shall provide the reasons
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to the department no later than thirty (30) days after date of the election. The department will then hold another election
as soon as practicable.

C. The Faculty Committee referred to above shall consist of five (5) members of the involved department elected by the
membership of the department, unless the involved department consists of five (5) or fewer members, in which case the
Faculty Committee shall consist of all the members of the involveddepartment.

D. Terms of office begin on July l. Elections occur in the spring of the preceding academic year and shall normally be
completed by April 30.

E. The College/University shall provide the Department Chairperson and faculty within the department a copy of the job
description of the duties and responsibilities of the Chairperson position. The Local UNION shall be provided with a
copy of the Chairperson’s duties and responsibilities. At least one semester’s notice shall be provided to the Local
UNION of any anticipated modifications to any existing chairperson job description or of any newly created chairperson
job description where they do not presently exist.

F. Nothing contained herein shall be construed to limit the right of a President to appoint an acting department

chairperson should a vacancy occur for any reason pending the completion of the procedures set forth.

G. To better aid the College’s/Universities’ efforts towards professional growth and success, upon request of the
College/University, each member of the faculty and employees in non-tenure track teaching positions, shall meet with
the Department Chairperson, individually, during the fall semester to discuss: that faculty member’s or NTTP’s prior
academic year; goals for the current academic year; and advancement opportunities such as tenure, promotion, or
range adjustment. The Department Chairpersons shall not be required, nor requested, by the College/University, to
memorialize the substance of the meeting in writing. Notwithstanding the foregoing, and without waiving any legal
rights, the parties agree that this provision does not, and is not, intended to modify, alter or amend Article I Section A

of this Agreement.

H. This Article does not apply to Thomas A. Edison State University, Ramapo College, Stockton University, or part-time
employees.
ARTICLE XIX
HEALTH BENEFITS PROGRAM, PRESCRIPTION DRUG PROGRAM,
DENTAL CARE PROGRAM, EYE CARE
PROGRAM AND MAINTENANCE OF BENEFITS

The provisions of this Article are for informational purposes only and are not subject to the contractual
grievance/arbitration provisions of Article VII.
A. 1. The State Health Benefits Program is applicable to employees covered by this Agreement. Effective July 1,
2003, new hires are not eligible for enrollment in the Traditional Plan. The Traditional Plan and the NJ Plus POS Plan
have been abolished.

2. Itis agreed that, as part of the State Health Benefits Program, the State shall continue the Prescription Drug
Benefit Program during the period of this Agreement, to the extent it is established and/or modified by the State Health
Benefits Plan Design Committee (PDC), in accordance with P.L. 2011, ¢.78. The State Health Benefits Plan Design
Committee shall provide to employees the option to select one of at least three levels of coverage each for family,
individual, individual and spouse, and individual and dependent, or equivalent categories, for each plan offered by the
program differentiated by out of pocket costs to employees including co-payments and deductibles. Pursuant to P.L.
2011, c.78, the State Health Benefits Plan Design Committee has the sole discretion to set the amounts for maximums,
co-pays, deductibles, and other such participant costs for all plans in the program and has the sole discretion to determine

the plan design, plan components and coverage levels under the program. The premium rate for each plan is then
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established by the State Health Benefits Commission.

3. Medicare Reimbursement Employees hired on or after July 1 1995 will not receive any reimbursement for

Medicare Part B premiumpayments.

4. Effective January 1, 2020, the new NJ Direct plan (available to employees hired prior to July 1, 2019) and NJ
Direct 2019 plan (available to employees hired after July 1, 2019), shall be the only PPO available to active
negotiations unit members.

B. Contribution Toward Health and Prescription Benefits

1. Employees shall contribute, through the withholding of the contribution from the pay, salary, or other
compensation, toward the cost of health care benefits coverage for the employee and any dependent provided under
NJ Direct and NJ Direct 2019 PPO Plan through the State Health Benefits Program in an amount that is a percentage

of salary to the cost of the premium.

Active members participating in an HMO plan or High Deductible Plan (HDHP) will contribute a

percentage of premium.

Active members participating in a Tiered Network plan shall contribute at a rate that is equal to 75% of the

new PPO plan contribution rates.
The contribution rates for available plans are on the Division of Pension and Benefits website.

2. Effective for benefits plan year starting January 1, 2021, the employee contribution amounts are subject to
the agreed upon reopener provisions as set forth in Appendix V. The parties recognize that any agreements by
the parties reached during the reopener discussions regarding plan design are subject to approval of and
implementation by the PDC.

3. The amount payable by any employee, pursuant to N.J.S.A. 52:14-17.28b(c)(2 shall not under any circumstance
be less than the 1.5 percent of base salary that is provided for in subsection c. of section 6 of P.L. 1996, c. 8 (C.52.12-
17.28b). No employee shall contribute more than the employee would have contributed under N.J.S.A. 52:14-
17.28¢

4. The parties agree that should an employee voluntarily waive all coverage under the State Health Benefits Program
(“SHBP”) and provide a certification to the STATE that he or she has other health insurance coverage, the STATE will

waive the contribution for thatemployee.

5. An employee on leave without pay who receives health and prescription benefits provided by the State Health
Benefits Program shall be required to pay the above-outlined contributions and shall be billed by the State for these
contributions. Health and prescription benefit coverage will cease if the employee fails to make timely payment of these
contributions.

6. Active employees will be able to use pre-tax dollars to pay contributions to health benefits under a Section 125
premium conversion option. All contributions will be made by deductions from pay.

7. Eligible negotiations unit employees and their spouses who complete the NJ Well Program shall each receive a
$350 incentive.

C. Dental Care Plan

1. Itisagreed thatthe STATE shall continue the Dental Care Program during the period of this Agreement The Dental
Care Program may be modified by the State Health Benefits Plan Design Committee (Committee), in accordance with
P.L. 2011, c. 78, effective January 1, 2012 (and each year thereafter). Pursuant to P.L. 2011, c. 78, the Committee has
the sole discretion to set the amounts for maximums, co-pays, deductibles, and other such participant costs for all plans

in the program and has the sole discretion to determine the plan design, plan components and coverage levels under the
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program.
2. Participation in the Plan shall be voluntary with a condition of participation being that each participating employee
authorize a bi-weekly salary deduction not to exceed 50% of the cost of type of coverage elected: e.g., individual
employee only, husband and wife, parent and child or family coverage.

3. A member handbook describing the details of the Plan, enrollment information and the required enrollment forms
are available on the Division of Pensions and Benefits’ website.

4. Participating employees shall be provided with an identification card to be utilized when covered dental care is
required.

D. Eye Care Program

It is agreed that the STATE shall continue the Eye Care Program during the period of this Agreement. The Program
shall be administered by the STATE and shall provide benefits to all eligible full-time unit employees and their eligible
dependents (spouse and unmarried children under twenty-six (26) years of age who live with the employee in a regular
parent-child relationship). The extension of benefits to eligible dependents shall be effective only after the employee has
been continuously employed for a minimum of sixty (60) days.

The Program shall provide for eligible full-time employees and eligible dependents as defined above to receive a

$80 payment for prescription eyeglasses with regular lenses and a $90 payment for such glasses with bifocal lenses.

Full-time employees and eligible dependents as defined above shall also be eligible for a maximum payment of $45
or the non-reimbursed cost, whichever is less, of an eye examination by an ophthalmologist or an optometrist.

Proper affidavit and submission of receipts are required of the employee in order to receive payment. Each eligible
employee and dependent may receive only one payment for glasses and one payment for examinations during the period
from July 1, 2023 to June 30, 2025, and one payment for glasses and one payment for examination during the period
from July 1, 2025 to June 30, 2027. The forms to be filled out by the employee for payment shall identify both the
STATE and the UNION but shall be submitted directly to the College/University where the employee is employed.

ARTICLE XX
COMPENSATION FOR OUTSIDE-FUNDED ACTIVITIES
Compensation for outside-funded activities shall be negotiated locally in accordance with the New Jersey Employer-
Employee Relations Act and its governing regulations, provided that no College/University shall impose any negotiable
terms and conditions without exhausting PERC’s impasse procedures and in accordance with applicable federal law,
regulations, and grant parameters. Notwithstanding any language in this Agreement to the contrary and for purposes
of this provision only, matters of compensation set forth in a local agreement negotiated or imposed pursuant to this
Article, regarding compensation for outside-funded activities, shall be enforceable through binding arbitration and
subject to the provisions under Article VII. Nothing contained herein shall in any way affect the terms and/or continued

application of any locally negotiated agreement.

ARTICLE XXI
SALARY AND FRINGE BENEFIT AGREEMENT
FOR JULY 1, 2023 to JUNE 30, 2027

Subject to the STATE Legislature enacting appropriations of funds for these specific purposes, and consistent with SAC
regulations applicable to these employees, the STATE agrees to provide the following benefits effective at the time
stated herein or, if later, within a reasonable time after enactment of the appropriation.

A. There shall be a three and one-half percent (3.5%) across-the-board increase applied to the current base salary of each
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employee covered by this Agreement effective the first full pay period in July 2023 for twelve (12) month employees
and the first full pay period in September 2023 for ten (10) month employees.

B. There shall be a three and one-half percent (3.5%) across-the-board increase applied to the current base salary of
each employee covered by this Agreement effective the first full pay period in July 2024 for twelve (12) month employees
and the first full pay period in September 2024 for ten (10) monthemployees.

C. There shall be a three and one-half percent (3.5%) across-the-board increase applied to the current base salary of
each employee covered by this Agreement effective the first full pay period in July 2025 for twelve (12) month
employees and the first full pay period in September 2025 for ten (10) month employees.

D. There shall be a three and one-half percent (3.5%) across-the-board increase applied to the current base salary of
each employee covered by this Agreement effective the first full pay period in July 2026 for twelve (12) month
employees and the first full pay period in September 2026 for ten (10) month employees.

E. The salary schedule shall be adjusted as set forth in Appendix V to incorporate these increases for each step of each
salary range. Each employee shall receive the increases by remaining at the step in the range occupied prior to the
adjustments.

F. Normal increments shall be paid to all employees eligible for such increments according to the terms of this
Agreement and increments shall continue to be paid to eligible employees on their anniversary dates after the
expiration of this Agreement. Employees who have been at the eleventh step of the same range for fifty-two (52) pay

periods or longer shall be eligible for movement to the twelfth step if warranted by performance.
G. Thirteenth Step

1. A thirteenth step shall be added to the Salary Schedule as set forth in Article XXII.A.1. and Appendix V.
Effective July 1, 2025, the thirteenth step shall be established for each salary range by adding the standard
increment for each range in the Salary Schedule in the Appendix to this Agreement to the twelfth step of each
range. Eligible employees shall advance to the thirteenth step pursuant to paragraphs a and b below if

warranted by performance:

a. Employees covered by this Agreement who have completed at least five (5) or more years of service
at step twelve of the same range, as of July 1, 2025, shall advance to the new step thirteen effective

the first full pay period on or after July 1, 2025.

b. Employees covered by this Agreement who have completed at least four (4) or more years of service
at step twelve of the same range, as of July 1, 2026, shall advance to the new step thirteen effective

the first full pay period on or after July 1, 2026.

2. After July 1, 2026, employees covered by this Agreement who have been at the twelfth step of the same range
for one hundred four (104) full pay periods shall be eligible for movement to the thirteenth step if warranted
by performance.

H. The Career Development Program shall be funded by each College/University at the rate of $60 per full-time unit
member for each fiscal year of this Agreement.

1. Locally negotiated or accepted procedures shall be followed in the implementation of the Career Development
program. To the extent that a College/University has a locally negotiated or accepted procedure, those procedures shall
remain in full force and effect until such time as a change is negotiated. If no locally negotiated agreement is reached
then changes, if any, shall be made in accordance with the New Jersey Employer-Employee Relations Act and its
governing regulations. Ifno locally negotiated or accepted procedure exists pursuant to 18A:60-10, the Local UNIONand
the College/University shall negotiate a procedure for the Career Development program in accordance with the New

Jersey Employer-Employee Relations Actand its governing regulations.
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2. If after all grants in a given award cycle have been decided and there are monies left over from the Career
Development, those monies shall be transferred to the Tuition Reimbursement program.

3. Nothing herein shall prevent a College/University from funding this program at a greater rate than prescribed
above.
I. Each employee shall receive the annual salary for the employee's range and step set forth in the salary schedules in
Appendix V. Part-time employees shall be compensated in direct proportion to the percent of full-time workload except

as provided in Articles XI.L, XI.N, XVL.J, and XVIL.I, and will receive proportional increments.

J. 1. The salary ranges for the 10-month faculty titles listed below will be as follows:

Instructor Ranges 18, 20 and 21

Assistant Professor Ranges 22, 24, 25 and X
Associate Professor Ranges 26, 28, 29 and X
Full Professor Ranges 30, 32, 33 and X

The salary ranges for the 12-month faculty titles listed below will be as follows:

Instructor Ranges 21, 22 and 23
Assistant Professor Ranges 25, 27, 28 and X
Associate Professor Ranges 29, 31, 32 and X
Full Professor Ranges 33, 35 and X

“X” means a position that has no salary range. The salary for each faculty person in any academic rank in an “X”
range position shall be set in the same manner as is currently done for the “X” range Full Professor academic rank.

2. The College/University may, at its discretion, hire faculty at any step of any salary range associated with any
academic rank. Faculty hired, through the established faculty hiring process at each College/University, in the “X”’range
shall not exceed ten (10%) percent of the regular full-time faculty lines at the College/University. Each
College/University shall furnish the UNION with a list of any faculty members hired in the “X”range on an annual basis.

3. A faculty member who is hired at the “X” range (a salary which is beyond the highest range and step in that
academic rank) shall be informed in the appointment letter that he/she shall receive the across-the-board increases
applicable to members of the negotiations unit in each year of the Agreement and, at the discretion of the University, may,
in addition, receive a salary increase up to the amount of the average increment available to other members of the negotiations
unit at the same academic rank.

4. a. The College/University may, at its discretion, increase the salary of any faculty member to any step of any
range, including the “X” range, associated with his/her academic rank in response to a bona fide offer of employment or
when it believes a bona fide offer of employment could be imminent because of recent achievements and/or other
factors.

b. The College/University may, at its discretion, increase the salary of any professional staff employee to any
step of any range or librarian to any step of any range associated with his/her concurrent academic rank in response to a
bona fide offer of employment or when it believes a bona fide offer of employment could be imminent because of recent
achievements and/or other factors.

c. In any case when the College/University increases the salary of any employee as provided in 4a and b above,
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the administration shall provide written notice of the same to the UNION.

d. A faculty member in the “X” range who is promoted, through established promotional process at each
College/University, shall receive at least a five (5%) percent increase and may be placed on step in the new title,
provided that the step is the one closest to but not less than five (5%) percent.

5. There shall be a Range Adjustment Program at each College/University where full-time faculty are employed.
Full-time faculty members who meet or exceed the merit-based criteria established for range adjustments are eligible to
be considered for and may apply for a range adjustment within rank. The merit-based criteria will be established by the
College/University and published for the understanding of affected employees. The procedures for consideration will be
negotiated between the College/University and the Local UNION. The procedures for consideration utilized in the
College/University, if universally applicable, or in a division, department or similar unit in which the faculty member is
employed, shall be fairly and equitably applied to all applicants and nominees.

6. Article VII of the Agreement shall apply to range adjustments under the same terms and limitations as such
Article applies to faculty promotions.

K. Where funds, funding obligations, leaves, or other benefits to employees are allocated among the
Colleges/Universities pursuant to this Agreement, the College/University presidents shall designate an individual to
calculate the specific figures for each College/University. In making the calculation, said individual shall strictly adhere
to the terms of this Agreement concerning such allocation. After consulting with the UNION, and prior to the
distribution of any money to individuals, the designee shall inform each College/University and the UNION of the
specific figures for that College/University.

L. The parties to the Agreement understand that the public services provided to the citizenry of the State of New Jersey
require a continuing cooperative effort, particularly during any period of severe fiscal constraints. They hereby pledge
themselves to achieve the highest level of services by jointly endorsing a concept of intensive productivity

improvements, which may assist in realizing thatobjective.

ARTICLE XXII
ANNIVERSARY DATES, PAY ADJUSTMENTS AND PAYROLL

A. Salary Schedule

1. The salary schedule, consisting of a series of salary ranges containing minimum, maximum and intermediate
salary steps, is set forth in Appendix V.

2. No employee shall be paid below the minimum or above the maximum of the range assigned to his or her title
except by agreement between the College/University and UNION.

B. Anniversary Date Assignment

1. An employee's anniversary date is the biweekly pay period in which an employee is eligible, if warranted by
performance and place on the salary range, for a salary increase (normal increment) pursuant to the provisions of Article
XXI. An employee receiving a normal increment shall advance to the next highest step in the range assigned to his or her
title. Employees at the maximum of their range do not receive an increment on their anniversary dates.

2. Each employee shall, upon appointment, be assigned an anniversary date which shall be the pay period following
the completion of twenty-six (26) full pay periods of employment if the employee is appointed to Steps 1-7. If the
employee is appointed to Steps 8 -10, the anniversary date shall be the pay period following the completion of thirty-nine
(39) full pay periods of employment. If the employee is appointed to Step 11, the anniversary date shall be the pay period
following the completion of fifty-two (52) full pay periods of employment. Effective on or after July 1, 2025, when the
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thirteenth (13th) step is added, if the employee is appointed to Step 12, the anniversary date shall be the pay period
following the completion of one hundred four (104) full pay periods of employment.

Notwithstanding the above, if the employee is appointed to the range maximum, their anniversary date shall be the
pay period following the completion of twenty-six (26) full pay periods.

3. Should an employee be placed on the payroll on the first Monday of a pay period, or on the first Tuesday of a
pay period wherein the Monday is a holiday or special day off, that pay period shall be the first of the 26 (39, 52 or 104)
full pay periods. Employees appointed at other times shall begin the 26 (39,52 or 104) full pay periods on the first day of
the next pay period of employment.

4. Upon receiving a normal increment, an employee's anniversary date shall be advanced twenty-six (26) pay
periods if the employee is on or below Step 7 after receiving the increment, or thirty-nine (39) pay periods if the
employee is on Step 8 through 10 after receiving the increment or fifty-two (52) pay periods if the employee is on
Step 11 after receiving the increment. Effective on or after July 1, 2025, when the thirteenth (13th) step is added, an
employee’s anniversary date shall be advanced one hundred four (104) pay periods if the employee is on Step 12 after
receiving the increment. However, if the employee is on the range maximum after receiving the increment,
the anniversary date is advanced twenty-six (26) pay periods. (See Paragraph B.1)

C. Pay Adjustments and Changes in Anniversary Dates
1. Promotion or Appointment to a Title with a Higher Salary Range
a. An employee, when advanced from one title to another, shall move up one step in the current range and be
placed on the step of the new range that is equal thereto in salary, or if no step is equal in salary, on the next higher step.
1) When the total salary increase is less than two increments of the old range, the employee's anniversary
date will not be changed, except as provided in (c), (d), or (e) below.
2) When the total salary increase is equal to or greater than two increments of the old range, the employee

shall be assigned a new anniversary date, as set forth in Paragraph B.2 above.

b. When an employee at the range maximum has been at the maximum for at least thirty-nine (39) pay periods,
or effective on or after June 24, 2006 - fifty-two (52) pay periods or effective on or after July 1, 2025 one hundred four
(104) pay periods, the employee shall receive, if otherwise eligible, an extra increment in the new range in addition to
the increase due by reason of the advancement, providing the advancement adjustment does not take the employee to
the new range maximum. This provision for an extra increment shall not apply if the normal advancement adjustment
as set forth in Paragraph C.1(a) above is greater than three increments of the range from which the employee is
advanced. In either case, the employee shall be assigned a new anniversary date on the basis of the effective date of
the salary increase as set forth in Paragraph B.2 above.

c. If the employee has been at the eighth through tenth step of a range for less than 39 pay periods before
advancement, and,

1) Ifthe advancement results in Step 7 or less, the employee's anniversary date will be the pay period which
reflects the difference between the time previously served at Step 8, 9 or 10 and 39 pay periods, but in no case shall
the anniversary date be more than 26 full pay periods from the effective date of the advancement;

2) If the advancement results in Step 8, 9 or 10 the anniversary date will be determined in accordance with
C.1 (a);

d. If the employee has been at the eleventh or twelfth step of the range for less than 52 pay periods before
advancement, and,

1) If the advancement results in Step 7 or less, the employee's anniversary date will be the pay period which

reflects the difference between the time previously served at step 11 or 12 and 52 pay periods, but in no case shall the
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anniversary date be more than twenty-six (26) full pay periods from the effective date of the advancement;

2) If the advancement results in Step 8, 9 or 10 the employees anniversary date will be the pay period which
reflects the difference between the time previously served at Step 11 or 12 and 52 pay periods, but in no case shall the
anniversary date be more than 39 full pay periods from the effective date of the advancement;

3) Ifthe advancement results in Step 11 the anniversary date will be determined in accordance with C.1 (a);

4) If the advancement results in the range maximum, the anniversary date becomes the pay period following

the completion of twenty-six (26) full pay periods from the effective date of the advancement.

e. Effective on or after July 1, 2025, if the employee has been at the twelfth or thirteenth step of the range for
less than 104 pay periods before advancement, and,

1) If the advancement results in Step 7 or less, the employee's anniversary date will be the pay period which
reflects the difference between the time previously served at step 12 or 13 and 104 pay periods, but in no case shall the
anniversary date be more than twenty-six (26) full pay periods from the effective date of the advancement;

2) If the advancement results in Step 8, 9 or 10 the employee’s anniversary date will be the pay period which
reflects the difference between the time previously served at Step 12 or 13 and 104 pay periods, but in no case shall the
anniversary date be more than 39 full pay periods from the effective date of the advancement;

3) If the advancement results in Step 11 the employee’s anniversary date will be the pay period which
reflects the difference between the time previously served at Step 12 or 13 and 104 pay periods, but in no case shall
the anniversary date be more than 52 full pay periods from the effective date of the advancement;

4) If the advancement results in Step 12 the anniversary date will be determined in accordance with C.1 (a);

5) If the advancement results in the range maximum, the anniversary date becomes the pay period following
the completion of twenty-six (26) full pay periods from the effective date of the advancement.

2. Reevaluation of a Title to a Higher Salary Range
When a title is assigned to a higher salary range the individual shall receive a salary adjustment in accordance
with the applicable provisions of Subsection C.1.
3. Demotion or Appointment to a Title with a Lower Salary Range
An employee, when demoted or appointed to a title with a lower salary range, shall move down one step in the
old range and shall be placed on the step of the new range that is equal thereto in salary, or if no step is equal in salary,
on the next higher step. In no event, however, shall the employee's salary in the new range exceed the range maximum.
The anniversary date is retained.
4. Reevaluation of a Title to a Lower Salary Range
When a title is assigned to a lower salary range, the individual shall receive a salary adjustment in accordance
with the applicable provisions of Subsection C.3.
D. Anniversary Dates and Pay Adjustments for Employees Moving From 10-Month to 12-Month Positions and
From 12-Month to 10-Month Positions
1. Alltitles are evaluated on the basis of 12 months. The same 10-month title is three ranges lower than the 12-
month title.
2. When an employee moves from a 10-month position to a 12-month position in the same or different title, the
following pay adjustments shall be made:
a. When the 12-month position is compensated three ranges higher than the 10-month position, the employee
shall remain at the same step in the new range as he/she occupied in the former range. There shall be no change in the
anniversary date.

b. When the 12-month position is compensated more than three ranges above the 10-month position, the
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employee shall be placed on the same step three (3) ranges up, and then the procedures set forth in Subsection C.1 above
shall be applied.

c. When the 12-month position is compensated less than three ranges above the 10-month position, the
employee shall be placed on the same step three (3) ranges up and then the procedures set forth in Subsection C.3 shall
be applied.

3. When an employee moves from a 12-month to a 10-month position, in the same or different title, the following
pay adjustments shall be made:

a. When the 10-month position is compensated three ranges lower than the 12-month position, the employee
shall remain at the same step in the new range as he/she occupied in the former range. The anniversary date shall not be
changed unless that date falls within the two-month period when the employee is not scheduled to work. In that case, the
anniversary date shall be advanced to the first full pay period in which the employee resumes work. The procedures in
Paragraph B.1 shall apply.

b. When the 10-month position is compensated more than three ranges below the 12-month position, the
employee shall be placed on the same step three (3) ranges down, and then the procedures set forth in Subsection C.3
shall be applied.

c. When the 10-month position is compensated less than three ranges below the 12-month position, the
employee shall be placed on the same step three (3) ranges down and then the procedures set forth in Subsection C.1
shall be applied.

E. Employees in Non-Pay Status

1. Except as set forth in Subsections E.4 and E.5 below, time spent by an employee in non-pay status will not be
included in total time of employment when calculating eligibility for a normal increment.

2. Anemployee's anniversary date shall advance by one full pay period for each full pay period in non-pay status.

3. If an employee is in non-pay status on an intermittent basis during the course of a calendar year, his/her
anniversary date shall advance by one pay period for each 10 working days in non-pay status.

4. Whenever a change in the anniversary date of a 10-month employee is required, the two-month period in which
the employee is not scheduled to work shall be excluded from the service requirements in the calculation of the new
anniversary date.

5. The following exceptions apply to Subsection E.1 above:

a. Military leave without pay;

b. Educational leave without pay for employees on tenure or multi-year contracts;

c. Leave without pay while receiving workers’ compensation benefits as a result of an employment-connected
accident.

6. Any advancement of an anniversary date resulting from time spent in non-pay status shall be reported to the
affected employee in writing.

F. Payroll

1. Each pay period shall consist of fourteen (14) calendar days commencing at 12:01 a.m. Saturday and ending at
midnight on the second Friday following.

2. Paychecks shall be released to employees on the Friday following the close of the pay period. If that day is a
holiday as set forth in Article XXV, paychecks shall be released on an alternate payday, which shall be the last previous
working day. Paychecks may be released prior to payday at the option of the College/University.

3. For employees who intend to retire in June, the last payment will be made to the employee's retirement program

prior to June 30, if one month's notice is provided to the College/University.
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4. Employees may be required to participate in direct deposit at the discretion of the College/University.

ARTICLE XXIII
REIMBURSEMENT FOR TRAVEL

All approved travel (including meals and lodging) shall be reimbursed in accordance with the established travel
policy at each College/University as of the date of the Agreement. The UNION shall be notified of any changes to said
policy. Where a College/University does not have an established travel policy, the terms of Article XXIII set forth in the
2007-2011 Agreement shall remain in effect, until a travel policy is established by the College/University.

The terms of this provision shall not operate as a waiver of the rights of the UNION, the Local UNION or the
STATE under the New Jersey Employer-Employee Relations Act.

ARTICLE XXIV
VACATION - SICK LEAVE

A. Definitions:
Unless otherwise indicated, whenever used in this Article:
1. The term “full-year employee” shall mean an employee having a twelve-month professional obligation.
2. The term “ten-month employee” (September 1 to June 30) shall mean any employee other than a full-year
employee.
B. Vacation Leave
1. Full-Year Employees
Full-year employees, other than those serving in the titles of Demonstration Teacher, Demonstration Specialist—
A. Harry Moore School, Instructor, Assistant Professor, Associate Professor, Professor, or Distinguished Professor, shall
accrue one and one-half (1/%) days of vacation credit for each full month of service from the date of appointment through
December 31 of the year in which the appointment occurs. For each succeeding calendar year following the year in
which initial appointment occurred, said employees shall accrue twenty-two (22) days’ vacation credit.
2. Ten-Month Employees
Ten-month employees, other than those serving in the titles of Demonstration Teacher, Demonstration
Specialist—-A. Harry Moore School, Instructor, Assistant Professor, Associate Professor, Professor or Distinguished
Professor, shall accrue one and one-half (1%) days’ vacation credit for each full month of service from the date of
appointment through December 31 of the year in which the appointment occurs. For each succeeding calendar year
following the year in which the appointment occurred, said employees shall accrue eighteen (18) days’ vacation credit.
3. Part-time employees other than those serving in the above titles shall be entitled to a proportional number of
paid vacation days. The part-time employee’s workload as established in the employment contract will be used to
determine the number of pro-rata vacation days.
4. General
a. For the purpose of vacation credit computation, twenty (20) work days within a calendar month shall equal a
full month of service.
b. A maximum of one (1) full year's vacation credit may be carried over to the next calendar year with the
approval of the President or his or herdesignee.
c. Upon termination, employees shall be entitled to unused earned vacation allowance for the current year, pro-
rated upon the number of months worked in the calendar year in which the termination takes place, and any unused

earned vacation credit which may have been carried over from the preceding calendar year.
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d. In the event an employee dies having earned unused vacation credits, a sum of money equal to such vacation
credits shall be calculated and paid to his or her estate.

e. Use of vacation credit must be approved in advance by the President of the College/University or his or her
designee.

f. Employee requests for the approval of utilization of vacation days or accrued compensatory time for the
purpose of religious observance shall not be unreasonably denied.
C. Sick Leave

Employees may on occasion be unavoidably absent because of personal or family illness. An employee who finds it
necessary to be absent because of illness should communicate with the President or his or her designated officer as soon
as possible.

Sick leave is occasioned by the absence of an individual from duty because of illness, accident, exposure to
contagious disease, necessary attendance upon a member of the immediate family who may be seriously ill, or death in
the immediate family.

Employees are entitled to one and one-quarter (1%4) days of sick leave for each completed month of employment for

a total of twelve and one-half (12'%) days annually for ten-month employees and a total of fifteen (15) days annually for
twelve-month employees. Part-time employees shall be entitled to a proportional amount of sick leave. The part-time
employee’s workload as established in the employment contract will be used to determine the pro rata sick leave. All
unused sick leave shall be cumulative.

Consideration may be given by the Board of Trustees to advancing sick leave beyond the days accumulated for full-
time employees. Any such advance must be paid back by the involved employee. Pay-back by the involved employee
shall be by arrangement for deduction from subsequent accumulation of sick leave, except where the individual leaves
the employ of the College/University prior to completing thepay-back.

D. Special Sick Leave

If an employee is medically unable to work full time, but is capable of working a reduced load, the employee may be
permitted to work at such reduced load, receive full pay, and use prorated earned sick leave to make up the difference
between the reduced workload and the regular full-time workload. Earned sick leave used in this manner shall be deemed
Special Sick Leave. The President or his/her designee may require appropriate medical documentation that the employee
can work part time but not full time. Additionally, the President or his/her designee may consider operational needs in
deciding whether the employee may work on a part-time basis, and may consider whether the employee has complied
with the policies related to the use and reporting of sick leave, as defined in section C above, during the employee’s
period of employment at the College/University. If a faculty member takes Special Sick Leave, the period of the leave
may be considered on a case-by-case basis, but normally such leave shall be for a full academic semester. Where
Special Sick Leave is granted to a faculty member during the course of the semester, that leave shall continue until the
end of the semester. In the event Special Sick Leave is granted for the following semester, it shall last the entire
semester. Exceptions may be considered at the Local level on a case-by-case basis. Any subsequent request to use
Special Sick Leave must be separately requested by the employee and will be separately considered by the President or
his/her designee. An employee's request to use Special Sick Leave shall not be unreasonably denied.

E. Donated Leave

There shall be a Donated Leave program at each College/University for professional staff and librarians. The

procedures for the Donated Leave program will be negotiated between the College/University and the Local UNION. This

provision shall not apply to Colleges/Universities that already have an established Donated Leave program.
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ARTICLE XXV
HOLIDAYS

A. 1. Employees except those serving in the titles of Demonstration Teacher, Demonstration Specialist-A. Harry Moore
School, Instructor, Assistant Professor, Associate Professor, Professor, or Distinguished Professor, when required to
work on a legal holiday or on a holiday declared by the Governor by proclamation, shall be granted an alternate day off

that is consistent with the work pattern of the College/University.

2. The foregoing list of holidays is illustrative as the parties recognize N.J.S.A. 11A:6-24.1, and any amendments
thereto, as the governing statute for collective negotiations purposes:
New Year's Day
Martin Luther King's Birthday (3rd Monday in January)
President’s Day (3rd Monday in February)
Good Friday
Memorial Day (last Monday in May)
Juneteenth
Independence Day
Labor Day
Election Day
Columbus Day/Indigenous People’s Day (2nd Monday in October)
Veterans' Day (November 11)
Thanksgiving Day
Christmas Day
3. Inthe event any of the above legal holidays fall on a Sunday;, it shall be celebrated on the following Monday.
4. In the event any of the above legal holidays falls on a Saturday, it shall be celebrated on the preceding Friday.
5. Nothing herein shall be construed to limit the right of the College/University to require employees to work on
any of the aforementioned legal or proclaimed holidays.
B. Employees who are in pay status on the day immediately before an authorized holiday shall receive pay for the
holiday.
C. Part-time professional staff and librarians shall receive proportionate credit based on the employee's work schedule
for aholiday if the employee's work schedule includes work time on that holiday. In no event shall the employee receive

more than 1/5 of the scheduled hours of the workweek as credit for one holiday.

ARTICLE XXVI
LEAVES OF ABSENCE

A. Leave of Absence Without Pay

1. Any full-time employee on tenure or a multi-year contract may apply for a leave of absence without pay, not to
exceed one (1) year. Such leaves may be extended on an annual basis for a period not exceeding two (2) additional years.
Application for such leave or extension thereof shall be filed with the President of the College/University. Only the
positive recommendations by the President will be forwarded to the Board of Trustees for final action. Under unusual
circumstances as determined by the College/University, an employee on tenure or a multi-year contract may be granted a
leave without pay beyond the aforementioned three (3) years with the approval of the President and final action of the
Board of Trustees.

2. Probationary employees and part-time employees may apply for leaves of absence without pay, not to exceed six
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(6) months of the work year being served at the time of the request. Such employees will be eligible for leave of absence
without pay, not to exceed six (6) months of the work year next following the year in which the request is made,
providing that such employee has received notification of reappointment for such next following work year. For
purposes of pursuing terminal degrees, probationary employees may apply for leaves of absence without pay, not to
exceed one (1) year. Under unusual circumstances as determined by the College/University, a probationary employee
may be granted a leave without pay beyond the aforementioned one (1) year with the approval of the President.

In any event, such employees on leaves of absence are subject to all reappointment evaluation procedures and must
cooperate in such procedures notwithstanding their leave of absence status. When a full-time probationary employee
applies for a leave of absence without pay, he or she will be informed in writing when his or her candidacy for tenure or
a multi-year contract will be considered by the College/University on the assumption that the leave is granted and the
candidate is reappointed through the probationary period.

3. Continuation of benefits for full-time employees during the period of any leave of absence without pay is
determined under appropriate legislation and rules and regulations implementing such legislation.

4. Leaves of absence without pay may be granted for education, parental need, non-medical maternity or other
reasons.

5. Upto three (3) full-time employees at any one (1) time may be granted leaves of absence without pay for one (1)
year periods, renewable for a second year, provided the employee is eligible for such leave under A.1 above, for the
purpose of working for the UNION, the New Jersey State Federation of Teachers or the American Federation of
Teachers. Upon the joint request of the employee and the UNION, the leave shall be granted or renewed, provided that
no other employee is on such leave of absence at the College/University or is scheduled to begin such leave for an
overlapping period, unless the College/University presents compelling reasons as to why the leave cannot be granted.
B. Leave of Absence for Military Service

1. Anemployee, other than a person holding a position for a fixed term or period, who enters the military service
in time of war or emergency, or for any period of training, or pursuant to any selective service system, shall be entitled to
a leave of absence without pay for the period of such service and three months after discharge. However, if an employee
shall be incapacitated by wound or illness at the time of discharge, such leave shall be extended until three months from
recovery but in no event more than two years from date ofdischarge.

a.  During such leave of absence, the employee shall continue to accrue seniority and service credit towards
increments, if applicable, in his or her title.

b. No entitlements under this section shall be granted if the separation from military service is by a
dishonorable discharge.

c.  For federal reemployment rights, see 43 U.S.C. 2021.

2.  Anemployee who is a member of the national guard or other component of the organized militia of the State of
New Jersey shall be entitled to a leave of absence with pay not to exceed 90 days in the aggregate in any one year that he
or she is required to engage in active duty or active duty for training. See N.J.A.C. 5A:2-2.3(b). A leave of absence with
pay shall also be granted for other military duty when ordered by the Governor in case of insurrection, breach of peace,
national disaster, or imminent danger to public safety. Such leave of absence shall be in addition to the regular vacation
allowed such employee. See N.J.S.A. 38A:4-4.

3. Atenured employee or an employee on a multi-year contract who is a member of the organized reserves of the
Army, Navy, Air Force, or Marine Corps of the United States or other affiliated organizations shall be entitled to a leave
of absence with pay on days on which he or she is required to engage in field training. This would include only that

training which consists of participation in unit training in field operations.
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a. A full-time employee who does not have tenure or a multi-year contract, but who has served for one year
or longer, shall be entitled to a leave of absence with pay not to exceed 30 days in the aggregate in any one year while
engaged in field training. A leave of absence without pay shall be granted to a full-time employee who has served for
less than a year while engaged in field training.

b.  Such leave of absence shall be in addition to the regular vacation allowed such employee. See N.J.S.A.
38:23-1 and 38:23-1.1.

4. The College/University may reschedule an employee's work time to avoid conflict with military field training

and/or required duty set forth in paragraphs 2 and 3 above.

5. An employee is entitled to a leave of absence without pay for such other National Guard, State organized militia

or United States reserve duty not covered by paragraphs 2 and 3 above.
a. During such leave of absence, the employee shall continue to accrue seniority and service credit towards
increments, if applicable, in his or hertitle.
b. At the discretion of the employee, vacation leave, administrative leave and other accrued compensation may

be used for such absences.

6. Part-time employees, where eligible under Section C, can participate on a pro rata basis.

7. The violation of Article XXVI.C is not grievable, but may be appealed pursuant to N.J.S.A. 18A: 3B-6(f).
C. Special Leave: Emergency Civilian Duty

All employees shall be given time off with pay to perform emergency civilian duty in relation to national defense or
other emergency when so ordered by the Governor or by the President of the United States.
D. Maternity Leave

A pregnant employee shall be granted earned sick leave with pay pursuant to Article XXIV or may be granted
vacation leave pursuant to Article XXIV or leave of absence without pay pursuant to Article XX VI.B for such period of
time that she is physically unable to perform her work prior to the expected date of birth and after the actual date of birth.
Such utilization of sick leave, vacation leave and/or leave of absence without pay shall be subject to all requirements and
conditions for the use of such leave.
E. Child Care Leave Without Pay

Child care leave without pay may be granted by the appointing authority under the same terms and conditions
applicable to all other personal leaves without pay.

The employee shall not be required to exhaust vacation leave prior to commencing a leave without pay for child
care purposes.
F. Special Leave: Jury Duty

1. Employees shall not have their pay reduced for the time required to attend jury duty that is scheduled during the
employees’ work hours. Time required for jury duty includes actual time spent in commuting.

2. The employee shall be responsible for immediate notification to the College/University of impending jury duty.

3. Employees shall submit to the College/University written verification of attendance signed by a representative
of the court.
G. Special Leave: To Appear As A Witness

1. All employees shall be granted time off with pay when summoned as a witness before a judicial or quasi-
judicial proceeding during the employee's normally scheduled work hours to which he or she is not a named party.

2. Anemployee shall be granted time off without pay to appear at a judicial or quasi-judicial proceeding to which
he or she is a party.

H. Special Leave: Time for Voting
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1. Professional Staff and Librarians shall be granted one (1) hour off with pay on Election Day for voting

purposes.

2. The hour used shall be taken either at the start or end of the employee’s normally scheduled hours of work

with advance notice given to the employee’s supervisor.

I. Death in the Family
If there is a death in the family as defined by the State Sick Leave Program and an employee has exhausted

their sick leave balance, the employee shall be granted leave without pay or may charge leave against vacation or
administrative leave or compensatory time balances for up to three (3) days upon the employee’s request to the
College/University. In exceptional situations, the time limit may be extended at the discretion of the

College/University.

ARTICLE XXVII
SABBATICAL LEAVES

A. Each State College/University shall have a sabbatical leave program for its full-time, tenured faculty members
(including Demonstration Teachers and Demonstration Specialists at the A.H. Moore School) and librarians who, as of
June 30 prior to the year for which the leave is requested, have completed a period of six (6) or more years of service.
Sabbatical leaves shall be in half year leaves granted to those applicants with meritorious applications as evaluated
pursuant to the procedures at each College/University and no more than once every seven years. At each
College/University two (2) half year leaves may be combined into one (1) full year leave.

Application may be made for the purpose of pursing a substantial project designed to yield publishable results
and/or enhance competency as a scholar or teacher. Sabbatical leaves may also be granted for the pursuit of an
accredited terminal degree program in an appropriate field of study and/or such other criteria that may be established by
the College/University.

Locally negotiated or accepted procedures shall be followed in the implementation of the Sabbatical Leave
program. To the extent that a College/University has a locally negotiated or accepted procedure, those procedures shall
remain in full force and effect until such time as a change is negotiated. If no locally negotiated agreement is reached
then changes, if any, shall be made in accordance with the New Jersey Employer-Employee Relations Act and its
governing regulations. Ifno locally negotiated or accepted procedure exists, the Local UNION and the College/University
shall negotiate a procedure for the Sabbatical Leave program in accordance with the New Jersey Employer-Employee
Relations Act and its governing regulations.

B. Terms of Sabbatical Leave

1. Half-year leaves shall be at the rate of fullsalary.

2. Full-year leaves shall be at the rate of three quarters (3/4) salary.

3. For librarians, half-year leaves shall be five (5) months, and full-year leaves ten (10) months.

4. The period of the leave shall be credited for increment purposes, where such credit is relevant.

5. A faculty member or librarian on sabbatical leave shall be entitled to the continuation of pension and insurance
programs benefits as provided in the applicable plans.

6. Each faculty member or librarian accepting a leave must sign a written statement obligating him or her to
continue to serve for at least one (1) year after expiration of the term of the leave, unless waived by the President of the
College/University.

7. Faculty members or librarians on such leave are permitted to receive additional compensation in the form of
fellowships, government grants, and honoraria for purposes related to the leave and part-time employment directly
related to the project at an institution where they are in residence for the purpose of study and research in addition to the

partial salary from the College/University, provided that total compensation from all sources does not exceed such
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faculty members’ full salary at the College/University. The leave may not be used to accept paid employment during the

period of the leave except as provided above.

ARTICLE XXVIII
TUITION REIMBURSEMENT

A. Employees enrolled in a terminal degree program, graduate degree, or certified program directly related to their
areas of teaching or work as approved by the President of the College/University, or their designee, may receive tuition
reimbursement at a rate of $200 per credit or the actual tuition, whichever is less, during the term of this Agreement.

B. Locally negotiated or accepted procedures shall be followed in the implementation of the Tuition Reimbursement
program. To the extent that a College/University has a locally negotiated or accepted procedure, those procedures shall
remain in full force and effect until such time as a change is negotiated. If no locally negotiated agreement is reached
then changes, if any, shall be made in accordance with the New Jersey Employer-Employee Relations Act and its
governing regulations. Ifno locally negotiated or accepted procedure exists, the Local UNION and the College/University
shall negotiate a procedure for the Tuition Reimbursement program in accordance with the New Jersey Employer-

Employee Relations Act and its governing regulations.

ARTICLE XXIX
PERSONNEL FILES

A personnel file shall be maintained for each employee in accordance with the following procedures:
A. The College/University shall place in the file communications indicating special competencies, achievements,
research, performance and contributions of an academic, professional or civic nature. An employee may submit to the
College/ University such commendations which he or she deems worthy to be included in his or her personnel file.
B. All material received from committees, department chairpersons, administrative officers or other responsible sources
concerning an employee's competency, service, character, or conduct shall be signed by the originator before being
placed in the employee's personnel file. Anonymous communications shall not be placed in the personnel file of any
employee with the exception of documents specifically provided for in the evaluation procedure.
C. A copy of any item included in the employee's personnel file, except items submitted by the employee, dealing
specifically with an employee's retention, dismissal, salary improvement, promotion, or tenure shall be transmitted to the
employee immediately. A copy of other filed items including all items submitted by the employee shall be made
available to the employee upon request at the expense of the employee, except for the first ten (10) pages each year,
which shall be free of charge.
D. Any item which deals specifically with an employee's retention, dismissal, salary improvement, promotion, or tenure
which was not previously transmitted to the employee and which is to be relied upon in personnel actions shall be made
available to the employee and a reasonable time provided for response. The item and response shall be placed in the
employee’s personnel file.
E. An employee shall be given the opportunity to review the contents of his or her personnel file upon request at a
mutually agreed upon time. The employee shall have the opportunity to acknowledge that any item has been read by
signing the file copy. Such signature would not necessarily indicate agreement with its content nor will the absence of
such signature be construed to necessarily indicate that the employee had not received or read any item in the personnel
file.
F. Letters of recommendation relating to initial appointment, which were solicited under conditions of confidentiality
shall be excluded from the employee’s inspection but shall not be used in personnel actions subsequent to full-time
employment.

G. 1. An employee shall have the right to respond to any document in his or her personnel file. Such response shall be

44



directed to the President of the College/University and shall be included in the employee’s personnel file, attached to the
appropriate document.

2. A representative of the UNION may, with the employee's written authorization, accompany said employee while
he or she reviews his or her file.
H. Except as indicated in Paragraphs E and G.2 above, access to personnel files shall be limited to those individuals
directly involved in the administration, analysis or evaluation of professional personnel.
I. Materials may be removed from an employee's personnel file upon mutual agreement of the employee and the
President of the College/University or his or herdesignee. After five (5) years from the date of the issuance of a written
warning, including a counseling memo, the written warning, including a counseling memo, shall be removed from the
personnel file upon written request of the employee, provided the employee is not served with another written warning,
including a counseling memo, prior to the expiration of the five (5) years. In the event that an employee is served with
another written warning (not including a counseling memo) for the same offense within the five (5) year period, the
materials from the prior and the current warning will permanently remain in the personnel file. This sunset provision
does not apply to written warnings, including counseling memos, issued for incidents of workplace violence,
harassment, violations of the New Jersey State and/or College/University Policy Prohibiting Discrimination in the
Workplace, violations of Title 9 and findings of violations of the State or College/University Codes of Ethics by the
State Ethics Commission. Should the College/University determine that removal of materials from an employee’s
personnel file could have the potential of significant current or future damage or threat to the College/University, its
reputation, its employees, or its students, the College/University shall have the discretion to deny the request, provided

that said denial is not unreasonable.

ARTICLE XXX
SAFE CONDITIONS

The College/University will discharge its responsibility for the development and enforcement of occupational
safety and health standards to provide a safe and healthful environment in accordance with PEOSHA and any other
applicable statutes, regulations or guidelines published in the New Jersey Register which pertain to health and safety
matters. This paragraph is not subject to the grievance procedure.

Whenever an employee observes a condition which he or she feels represents a violation of safety or health rules
and regulations or which is an unreasonable hazard to persons or property, the employee shall report such observation,
which will be promptly investigated.

Where a hazard exists which endangers the employee, he or she shall not be required to work where that condition
exists.

Each College/University that has a safety committee that deals with safety issues affecting employees covered by
this Agreement shall include as a member of that committee a designee of the UNION. This aforementioned right does
not apply to safety committees created pursuant to other negotiated agreements.

College/University policies and procedures on safety, including but not limited to violence in the workplace, and
modifications thereto, shall be made available and/or distributed to unit members pursuant to a locally negotiated

agreement between the College/University and the Local Union.
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ARTICLE XXXI
LIABILITY CLAIMS INDEMNIFICATION

A. Employees covered by this Agreement shall be entitled to defense and indemnification as provided in N.J.S.A.
59:10-1 et seq. and N.J.S.A. 59:10A-1 et seq.
B. This Article shall not be subject to the grievance procedure as set forth in Article VII of this Agreement.

ARTICLE XXXII
DEFERRED COMPENSATION AND SUPPLEMENTAL
COMPENSATION UPON RETIREMENT

A. Deferred Compensation Plan

1. The STATE will continue the program which will permit eligible employees in this negotiating unit to voluntarily
authorize deferment of a portion of their earned base salary so that the funds deferred can be placed in an Internal
Revenue Service-approved Federal Tax exempt investment plan. The deferred income so invested and the interest or
other income return on the investment are intended to be exempt from current Federal Income Taxation until the
individual employee withdraws or otherwise receives such funds as provided in the plan.

It is understood that the STATE shall be solely responsible for the administration of the plan and the determination of
policies, conditions and regulations governing its implementation and use.

The STATE shall provide information describing the plan as well as a required enrollment or other forms to all employees.
It is further understood that the maximum amount of deferrable income under this plan shall be up to the amount
allowable by law.

2. This provision is included for informational purposes only and shall not be subject to the grievance procedure as set
forth in Article VII of this Agreement.

B. Supplemental Compensation on Retirement (S.C.O.R.)

1. An eligible librarian or professional staff employee who enters retirement pursuant to the provisions of a STATE
administered or approved retirement system and has to his/her credit any earned and unused accumulated sick leave shall
be entitled to receive supplemental compensation for such earned and unused accumulated sick leave.

2. The supplemental compensation to be paid shall be computed at the rate of one-half (1/2) of the eligible employee’s

daily rate of pay for each day of earned and unused accumulated sick leave based upon the average annual compensation
received during the last year of his/her employment prior to the effective date of his/her retirement, provided, however,

that no such supplemental compensation payment shall exceed $15,000. This supplemental compensation shall be paid
in a lump sum after the effective date of retirement or as may be elected by the employee deferred for one (1) year.

3. This provision is included for informational purposes only and shall not be subject to the grievance procedure as set
forth in Article VII of this Agreement.

* It is understood that the above provisions are controlled by statute and any amendments thereto.

ARTICLE XXXIIT
INTELLECTUAL PROPERTY AND
SCHOLARLY WORKS

Intellectual property and scholarly works shall be negotiated locally in accordance with the New Jersey
Employer-Employee Relations Act and its governing regulations provided that no College/University shall impose
any negotiable terms and conditioning without exhausting PERC’s impasse procedures. Notwithstanding any
language in this Agreement to the contrary and for purposes of this provision only, matters of compensation set forth
in a local agreement once negotiated or imposed pursuant to this Article, regarding intellectual property and scholarly

works, shall be enforceable through binding arbitration and subject to the provisions under Article VII. Nothing
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contained herein shall in any way affect the terms and/or continued application of any locally negotiated agreement.

This Article does not apply to Thomas Edison State University.

ARTICLE XXXIV
ONLINE COURSES
Online courses shall be negotiated locally in accordance with the New Jersey Employer-Employee Relations
Act and its governing regulations, provided that no College/University shall impose any negotiable terms and
conditions without exhausting PERC’s Impasse procedures. Notwithstanding any language in this Agreement to the
contrary and for purposes of this provision only, matters of compensation set forth in a local agreement negotiated or
imposed pursuant to this Article, regarding online courses, shall be enforceable through binding arbitration and subject
to the provisions under Article VII. Nothing contained herein shall in any way affect the terms and/or continued

application of any locally negotiated agreement.

This Article does not apply to Thomas Edison State University.

ARTICLE XXXV
LOCAL RESOLUTION OF ISSUES

Issues which have, in this Agreement, been reserved for resolution between the Local UNION and an individual
College/University, shall, when resolved, be in the form of a memorandum of agreement which shall then become the

policy of the College/University.

ARTICLE XXXVI
INFORMATION TO NEXT OF KIN

Upon the death of an employee, the College/University shall, through its Human Resource office, offer to provide
information concerning employment-related benefits to the deceased's next of kin or named beneficiary or estate
executor, as has been designated by the employee and where the address is known. The employer shall identify the

appropriate party, if any, to disperse any applicablebenefits.

ARTICLE XXXVII
AVAILABILITY OF AGREEMENT

Agreement will be available online at each College/University.

ARTICLE XXXVIII
MAINTENANCE AND IMPLEMENTATION OF AGREEMENT

A. This Agreement incorporates the entire understanding of the parties on all matters which were the subject of
negotiations. During the term of this Agreement neither party shall be required to negotiate with respect to any such
matter except that proposed new rules or modification of existing rules, including local rules, governing working
conditions shall be presented to the UNION and negotiated upon the request of the UNION as may be required pursuant
to the New Jersey Public Employer-Employee Relations Act, asamended.
B. 1. Itisunderstood and agreed that any provisions of this Agreement which require amendment to existing law or
the appropriation of funds for their implementation shall take effect only after the necessary legislative action.

2. Whenever legislation is necessary to implement this Agreement, the STATE shall assume responsibility for
seeking the introduction of such legislation.
C. Any policy, practice, rule or regulation of a College/University Board of Trustees or of a College/University
Administration, pertaining to wages, hours, and conditions of employment, which is in conflict with any provision of this

Agreement, shall be considered to be modified consistent with the terms of this Agreement.
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ARTICLE XXXIX
SAVINGS CLAUSE

If any provision of this Agreement or any application of this Agreement to any employee or group of employees is
held to be contrary to law or not subject to collective negotiations, or has the effect of making the STATE or a State
College/University ineligible for Federal funds, then such provision or application shall not be deemed valid and
subsisting, except to the extent permitted by law, but all other provisions or applications shall continue in full force and
effect. In the event of the above circumstances, then either party shall have the right immediately to reopen negotiations

between the STATE and the UNION with respect to a substitute for the affected provision to the extent permitted by law.

ARTICLE XL
MANAGEMENT RIGHTS

A. The STATE, the Colleges/Universities and the Boards of Trustees retain and reserve unto themselves all rights,
powers, duties, authority and responsibilities conferred upon and vested in them by the laws and constitutions of the
State of New Jersey and the United States of America.

B. All such rights, powers, authority and prerogatives of management possessed by the STATE, the
Colleges/Universities and the Boards of Trustees are retained, subject to limitations as may be imposed by the New
Jersey Public Employer-Employee Relations Act, as amended, and except as they are specifically abridged or modified
by this Agreement.

C. The STATE and the Boards of Trustees retain their responsibility to promulgate and enforce rules and regulations,
subject to limitations as may be imposed by the New Jersey Public Employer-Employee Relations Act, as amended,
governing the conduct and activities of employees and which are not inconsistent with the express provisions of this

Agreement.

ARTICLE XLI
RETRENCHMENT, RETRAINING, AND REINSTATEMENT
FOR FULL-TIME EMPLOYEES

A. 1. When a tenured faculty member is to be retrenched for financial reasons the College/University will attempt to
provide the involved individual with a full academic year or two successive semesters' written notice of such action, but
in no case shall such written notice be less than one hundred and fifty (150) days.

2. When a tenured faculty member is to be retrenched for programmatic reasons exclusively, the
College/University will provide the involved individual with a full academic year or two successive semesters' written

notice of such action.

3. Employees who are to be retrenched during the term of a multi-year contract will be given one hundred fifty
(150) calendar days written notice of such action.

4. In the event it becomes apparent that retrenchment notices will be issued, the College/University will inform the
UNION of the general circumstances, and if so requested by the UNION, within five (5) calendar days of being
informed, the College/University will consult with the UNION concerning such circumstances.

5. In the event that a tenured faculty member is notified of retrenchment and feels that with additional academic
training, he or she may qualify for another position at the College/University, and the President agrees that, subject to
acceptable completion of such training and the availability of such other position, and after consultation with the
appropriate department, similar academic unit or library, that the individual would qualify, the individual will be given
priority consideration for an available sabbatical leave under Article XX VII and/or Tuition Reimbursement under Article
XXVIII. The President in such circumstances may at his or her discretion waive the requirements of Article XXVIL.A.1.

In addition, as an exception to the limitations of Article XXVIII, the President may approve tuition reimbursement
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out of available funds up to a maximum of sixteen (16) credits for the involved academic year.

6. If a fiscal crisis which would require the reduction of members of the unit occurs at any or all of the State
Colleges/Universities, and if the occurrence does not permit the notification periods specified herein, then, if authorized
by the Governor, as an alternative, the dollar value of the shortfall may be met by withholding a portion of the current
salaries of all unit employees at the affected College/ University for part or all of the remainder of the fiscal year. The
percentage of salary retained by the College/University and withheld shall be the same for all employees but shall not
exceed 3% of their annual base pay. Monies which were withheld shall be returned to employees in the following fiscal
year or in the next following fiscal year if the crisis continues. The contribution to the individual's pension plan shall not
be reduced during the period of this withholding.

Whenever there is a likelihood that this program of adjustment might have to be employed, the STATE shall
consult with the UNION on all aspects of the crisis and consider any alternative suggestions which are offered.

7. Nothing herein shall be construed as a waiver of any rights an individual employee may have under the tenure
laws or other STATE or Federal laws or constitutional provisions.

8. In the event of a reduction in force due to a fiscal crisis, each teaching, library or administrative area to be
reduced shall constitute a layoff unit. Layoff units need not be coincident with established departments or other
subdivisions or units but may include identifiable programs or further subdivisions or specialties within programs as
appropriate.

9. To the extent it is not inconsistent with the preservation of the institution’s academic integrity and educational
purpose, layoffs within a layoff unit shall be made in order of years of service, laying off employees with the fewest
years of service first.

10. The College/University shall establish and administer a reemployment list, including the names and
qualifications of all employees on layoff status at the College/University. An updated reemployment list shall be
provided to the Local Union at each College/University at the start of each academic year. Non-tenured or non-multi-
year contractemployees shall remain on the reemployment list until the end of the annual contract pursuant to which they
were employed on the date of layoff. Employees who are tenured on the date of layoff shall remain on the reemployment
list for a period of five years from the date of layoff. Employees serving under a multi-year-contract on the date of layoff
shall remain on the reemployment list for the duration of the multi-year contract. The College/University shall not fill a
vacancy in an administrative, library or teaching area without first making a written offer of reemployment by certified
mail to those employees on the reemployment list, if any, who the President believes as a result of his or her academic
judgment are qualified to fill the position. In the event that two or more employees on the reemployment list have
accepted an offer of reemployment of a single vacancy, the College/University shall give reemployment preference in
faculty, librarian and professional staff positions in reverse of the order in which they were laid off that is, last laid off,
first rehired. The College/University shall notify the Local UNION when an offer of reemployment is made pursuant
to this section, and whether said offer has been accepted or rejected.

11. Employees offered reemployment shall have two weeks from receipt to respond to an offer, which shall be sent
via certified mail return receipt requested, after which it shall be deemed to have expired. Employees on a re-
employment list shall have the obligation to keep the College/University President informed of current addresses.

12. An employee on layoff status who is re-employed after layoff shall be reappointed with a rank and salary at
least equivalent to his or her rank and salary step when laid off, unless employed in another capacity.

13. To the extent required by law, the parties will enter into negotiations over the impact of the retrenchment
relating to any matters not covered in this Agreement, so long as the Union requests such negotiations within 30 days
of receipt of notice of retrenchment as provided by paragraph 4 above.

B. While any non-reappointment action of a College/University is not to be considered a retrenchment, any employee

who is notified of non-reappointment with the exclusive reason being financial considerations will be given priority
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consideration for continuation in the job held at the time of non-reappointment, under the following circumstances:

1. The involved individual notifies the President of the College/University within thirty (30) days of non-
reappointment, in writing, of his or her desire to be given preferential consideration.

2. The individual responds in writing to any written offer to the reinstated job within ten (10) calendar days of
mailing of such written offer, agreeing to acceptance of the job. The College/University may not require a starting date
which is less than fourteen (14) calendar days from the date of the expiration date of the College's/University’s written
offer. For faculty members, if the reporting date does not coincide with the beginning of a semester, the individual shall,
upon request, be given a reporting date coinciding with the start of such next semester if the term of the position includes
such next semester.

3. In the event that the individual accepts the job offer and commences employment during the academic year
following the individual's last previous date of employment, such individual will be treated as not having a break in
service, except that any necessary adjustments in the reappointment process will be made by the College/University in
consultation with the individual and the UNION. In the event the individual has not been employed for any part of the
academic year preceding the commencement of reemployment, the individual will be treated as a new employee, except
that the individual's rank and salary rate may not be lower than the individual's rank and salary rate at the time last

employed.
4. The priority rights will continue for the two (2) academic years succeeding the year in which notice of non-
reappointment is given.

ARTICLE XLIT

NEGOTIATION PROCEDURES

A. New Agreement

1. The parties agree to enter into collective negotiations concerning a successor agreement to become effective on
or after July 1, 2027 subject to the provisions set forth in Article XLIII, Duration and Termination.

2. Such collective negotiations shall commence no later than October 1, 2026, unless an alternative date is
mutually agreed upon, and shall be concluded by February 1, 2027, ifpossible.

B. The parties agree to negotiate in good faith on all matters properly presented for negotiation.

ARTICLE XLIII
DURATION AND TERMINATION

This Agreement shall remain in full force and effect from July 1, 2023 until June 30, 2027. The Agreement shall
automatically be renewed from year to year thereafter, unless either party shall give to the other party written notice of its
desire to terminate, modify or amend this Agreement. Such notice shall be given the other party in writing by facsimile
and/or email no later than February 1, 2027, or February 1 of any succeeding year for which this Agreement is
automatically renewed. Any notice transmitted pursuant to this provision shall be sent to the STATE addressed to
“Director, Office of Employee Relations, CN-228, Trenton, New Jersey, 08625 and the UNION addressed to
“President, Council of New Jersey State College Locals, AFT, AFL-CIO, 100 Morris Ave. Ste 302A, Springfield,
New Jersey, 07081.”

50



SIGNATURE PAGE

51



APPENDIX I
MULTI-YEAR APPOINTMENTS
FOR FULL-TIME PROFESSIONAL STAFF

ARTICLE I: CONTRACTS FOR FULL-TIME PROFESSIONAL STAFF (NON-FACULTY)
A. [Eligibility for Multi-Year Contracts

Each member of the professional staff not holding faculty rank or concurrent academic rank who is a member of the
State College/University bargaining unit shall be eligible for a multi-year appointment or reappointment contract in
accordance with the provisions of Chapter 163 of the Laws of 1973. After completion of five years of probationary
service, full-time employees not holding faculty rank shall be considered for a multi-year contract. All multi-year
contracts granted effective July 1, 2017 or thereafter shall be for three (3) years, unless the employee is on a four-year or
five-year contract as of June 30,2017.

For employees who are currently serving in a four-year contract as of June 30, 2017 their next two succeeding
contracts, if granted, shall be for four (4) years. Subsequently, all contracts granted shall be for three (3) years.

For employees who are serving in a five-year contract as of June 30, 2017, their next two succeeding contracts, if
granted, shall be for five (5) years. The contract after that will be for four (4) years. Subsequently, all contracts granted
shall be for three (3) years.

A College/University may, in its sole discretion, grant a multi-year contract for a duration longer than provided
hereunder, but not for longer than five (5) years, as provided by N.J.S.A. 18A:60-14. The determination to grant or not
to grant a multi-year contract for a duration longer than provided hereunder and/or under the statute is not subject to the
contractual grievance/arbitration provisions.

When a member of the professional staff is offered a multi-year appointment or reappointment contract, he or she
shall be provided with the information described in Article XIII.B of the Master Agreement.

The fiscal year is from July 1 to June 30. Contracts for professional staff members shall be concurrent with the
fiscal year. In order for the initial term of employment to qualify as a full fiscal year for purposes of the multi-year
contract probationary period, employment under the contract must begin no later than December 31.

B. Multi-Year Contract Appointments and Reappointments

Each candidate for a multi-year appointment or reappointment contract shall undergo a thorough and rigorous
review of his or her qualifications for continued employment at the College/University, and such employee will be
expected to present evidence of past performance and future potential such as to warrant the granting of a multi-year
contract in the candidate's professional staff position. Subsequent to a notice of non-renewal to an employee, a
College/University may, in its discretion, declare the terminal year of a then current multi-year contract as a Performance
Improvement Year to be accompanied by a Performance Improvement Plan (PIP). The College/University’s declaration
of the Performance Improvement Year provided herein shall dismiss any pending grievance challenging the non-renewal.
The PIP shall be developed in consultation and cooperation with the employee and representatives of the Local UNION,
provided however that the College/University shall have final decision making authority as to the content of the PIP,
which is not subject to review. Ifthe College/University determines, in its discretion, that the professional staff member
has complied with the PIP the professional staff member shall be eligible for renewal of their contract in accordance with
Section A of this Appendix. Failure to comply with the PIP shall subject the professional staff member to non-renewal
at the conclusion of the year. Notice of non-compliance shall be provided to the professional staff member no later than

April 1 of the terminal contract year. In the event of a dispute over the compliance of the PIP, the employee may appeal
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to the President or his/her designee for administrative review. The final determination of whether to renew a contract
after a terminal PIP year shall not be subject to the contractual grievance/arbitration provision.
C. Process of Evaluation

1. The entire professional performance record of a member of the professional staff shall be considered at the time
such employee is being considered for a multi-year appointment or reappointment contract. The candidate may include
any additional material which he/she deems appropriate.

2. Each member of the professional staff who is eligible for a multi-year appointment or reappointment contract
shall prepare a written self-evaluation which shall include: a review of past performance and achievements bearing on
the contemplated personnel action; a complete description of current professional responsibilities; an analysis of
professional contributions and potential for continued development; and a statement of professional goals and objectives.
The candidate may include any additional information which he/she deems appropriate.

3. Each member of the professional staff who is eligible for a multi-year appointment or reappointment contract
may be evaluated by employees, who may be in or out of the bargaining unit, who serve in a regular and continuing
functional working relationship to the candidate. Employees serving in a functional working relationship shall be those
identified by the immediate supervisor of the candidate, after consultation with the candidate. The candidate's immediate
supervisor shall request such identified employees to provide a written appraisal of the candidate's ability, performance,
contributions, and potential. Where the candidate and the immediate supervisor, after consultation, disagree as to which
employees serve in a functional working relationship to the candidate, the immediate supervisor and the candidate each
will identify employees, if any, who serve in a functional relationship and the immediate supervisor will request written
appraisals from all employees so identified.

4. Each College/University shall consult with the Local UNION as to whether the concept of “User Evaluations”
shall be made a part of the multi-year contract evaluation process. If a decision is made to utilize this concept, the
College/University shall consult with the Local UNION concerning procedures under which the concept will be
implemented and the process by which a user evaluation instrument or instruments will be developed. “Users” for the
purpose of this Article shall mean a clearly identifiable constituency including a sufficient number of individuals who
have an ongoing and regular professional relationship with the candidate so as to provide a meaningful sample of
evaluations.

5. All evaluations of the candidate prepared by him or herself, by employees serving in functional working
relationships and by users shall be submitted to the candidate's immediate supervisor, who shall see that the evaluation
material is placed in the candidate's personnel file in accordance with the provisions of Article XXIX of the Master
Agreement. The candidate's personnel file shall be available to the supervisor and other administrative officers for use in
making their recommendations.

D. Definition of Immediate Supervisor

For the purposes of this Article only, the immediate supervisor shall be construed as that employee, including
Department Chairpersons, who is first reached in the normal chain of command leading from the candidate pursuant to
functional reporting relationships, established prior practices and/or prior agreement, at each individual
College/University. Notwithstanding the foregoing, and without waiving any legal rights, the parties agree that this
subsection does not and is not intended to modify, alter or amend Article I Section A during the term of this Agreement.
E. Time Limit on Grievances

Grievances involving alleged violations of this Article must be filed within forty five (45) days from the date upon
which such claimed violation took place or forty five (45) days from the date on which the candidate should have

reasonably known of its occurrence.
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F. Review/Notification Timetable

By October 1 of each year, the President of the College/University, in consultation with the Local UNION, shall
establish and publish the schedule of times for the initiation/completion of the basic steps in the review and evaluation of
professional staff eligible for multi-year appointment or reappointment contracts. Such schedule shall not violate any
provision of the Agreement.

Eligible professional staff members must be notified by the President no later than February 1 in their fifth year of
service of their reappointment or non-reappointment to a contract of three (3) fiscal years in length.

G. Promotion

A professional staff member serving under a multi-year contract who is promoted in title shall, at minimum, serve
one year in his or her new position before becoming eligible for consideration of a multi-year contract in that new
position.

Professional Staff employees serving in multi-year contracts who are promoted will be considered for renewal of
such multi-year contracts in their old positions if they come up for evaluation for renewal of such contracts during the
one-year probationary period in their new position. The College/University will consider both performance in the old
position and performance in the new position in determining whether a renewal will be granted. At the end of the
probationary period in the new position, a new multi-year contract shall be issued to successful probationers in the new

position of length equal to the time remaining in the current multi-year contract.

ARTICLE II: REASSIGNMENTS

Professional staff members serving under a multi-year contract may be assigned by the President to any
professional position within their areas of competence and qualifications during the term of the contract, but their salaries
may not be reduced during the duration of the contract below that which they would have received had they continued in
their original position, and they may be dismissed from the College/University during the term of the contract only for

cause consistent with appropriate statutory provisions.

APPENDIX II
CAREER DEVELOPMENT PROGRAM
FOR ALL FULL-TIME EMPLOYEES

PREAMBLE

During the term of this Agreement, Appendix II will remain in the contract as a guideline, if no local procedures
exist.

Career Development is intended to enhance the natural dedication of individual faculty members and librarians to

pursue a vigorous program of continuing professional development subsequent to the probationary period at the
College/University. It is structured to aid employees in the development of a positive program of professional growth
and career development. So that faculty, librarians, employees in non-tenure track teaching positions and professional
staff are fully cognizant of the immediate and longer range institutional, school and department goals and areas of high
programmatic need and growth potential, the administration of each College/University will make these known.
Every five years, the individual tenured faculty member/librarian shall engage in an in-depth self-study to
determine the manner in which he/she may best advance his/her own professional growth. Participation in this program
will not only yield great personal reward but will also serve to satisfy the requirements of N.J.S.A. 18A:60-10.
Additionally, participation will secure priority access to funds negotiated for this purpose, as well as any other
institutional funds that may be made available. It is further recognized by the parties that a program of genuine career

development for the improvement of instruction should be positive in nature and is best achieved in an atmosphere of
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trust and cooperation.

The career development program is not intended to constitute a replacement for or waiver of rights of any
individual accruing under Title 18 A of the Revised New Jersey Statutes. No personnel actions involving punitive
procedures shall be based on or in any way use the results of the evaluations for the career development program. The

employer shall not be prevented from following up leads developed in the career development evaluation process.

ARTICLE I: ASSESSMENT COMMITTEES

A. The primary responsibilities of the Assessment Committees (AC) shall be the assessment of the individual's
professional growth, contributions to the College/ University, teaching effectiveness and the identification of any area(s)
for improvement.

B. The AC may be the personnel committee of each department or other appropriate academic unit, which constitutes
the first level of consideration in the personnel process currently in force at each College/University. Only tenured
faculty may serve on ACs.

C. Assessments shall be based on the following:

1. The Individual Faculty Member Self-Study. On a five-year cycle, the faculty member/librarian will engage in a
thorough and in-depth process of self-reflection. The format for the presentation of the results of the process of self
reflection should at a minimum include:

a.  Anassessment of his/her contributions including contributions to the direction/mission of the department,
school and College/University over the last five years and his/her intentions for future contributions;

b.  An assessment of his/her teaching effectiveness;

c. A statement of his/her own professional objectives and how they might best be achieved;

d.  An assessment of professional strengths and/or areas forimprovement;

e.  What career development assistance is needed.

2. Peer Assessment. If classroom observations are utilized in the assessment process at a College/University, there
shall be provision for advance notice of the observation, and a post-evaluation conference. The employee shall have the
opportunity to respond to the report of the classroomobservation.

3. Student Input. Assessment of teaching effectiveness may also include student input obtained by means of a
formal process. The AC shall have access to such data. All student data shall be collected in a regular and systematic
fashion and in writing consistent with existing College/University policy and procedures.

D. Consultation

1. Prior to preparing its report, the AC shall meet with the individual to discuss the assessment. At this meeting the
AC may solicit from the individual such additional evidence, information and material as may be deemed relevant and
necessary to the AC'sdeliberations.

2. The AC shall prepare a final report summarizing its findings including recommendations for resources needed for
career development and to address any areas for improvement. This report shall be submitted to the individual being
assessed. Within five (§) calendar days after the transmission of the report, the individual who is the subject of the report
may present a written request to the AC to reconsider its recommendations. In the request, the individual shall state the
specific reasons why he or she feels that the recommendation is inappropriate. If the AC grants the individual's request
for reconsideration, it will expedite the reconsideration process so as to allow for the overall completion of the
assessment process in a timely fashion. The AC shall forward the final report and all supporting documentation to the
President or designee thereof with a copy to theindividual.

E. The AC report shall be comprehensive and shall include:

1. A review of the individual’s professional growth, professional performance and contributions, including
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contributions to the department and College/ University, primarily during the preceding five (5) years, and the
individual's intentions for future professional growth and contributions.

2. An identification of the individual's strengths and teaching effectiveness and identification of areas for
improvement, if any.

3. In addition, the AC may prepare a recommended plan for career development tailored to the individual’s needs
utilizing the resources available at the College/ University under the Career Development Program. In the event the AC
intends to prepare such a recommendation, the AC shall consult with the individual.

F. The individual may forward to the President or his or her designee a written response to the AC report. Any response

shall be attached to the report.

ARTICLE II: PROFESSIONAL STAFF ASSESSMENT COMMITTEE

A. A Professional Staff Assessment Committee (PSAC) shall be established at each College/University. The
composition of the PSAC shall be determined through discussion between the College/University and the Local UNION.
B. In the event that a member of the professional staff has been granted a multi-year appointment contract, and for
whom the President has identified areas in which career development is appropriate, the President shall send a written
report specifically describing them to the PSAC, which will then undertake the review described below.

C. The primary responsibility of the PSAC shall be the review of career development needs of members of the
professional staff who have been granted multi-year appointment contracts, and for whom the President has identified
areas in which career development is appropriate. The PSAC will first submit its written recommendation to the
employee. Within five (5) calendar days after the transmission of the report, the individual who is the subject of the
report may present a written request to the PSAC to reconsider its recommendation. In the request the individual shall
state the specific reasons why he or she feels the recommendation is inappropriate. If the PSAC grants the individual's
request for reconsideration, it will expedite the reconsideration process so as to allow for the overall completion of the
assessment process in a timely fashion. The PSAC shall transmit a written recommendation including all supporting
documentation to the Career Development Committee, with a copy to the College/University President and to the
employee, as to the specific career development needs of each member of the professional staff who has been the subject
of areview.

D. Prior to preparing its report to the CDC, the PSAC shall meet with the individual to discuss his or her career
development needs and to solicit from the individual such additional evidence, information and material as may be

deemed relevant and necessary to the PSAC'sdeliberations.

ARTICLE III: PRESIDENTIAL/DESIGNEE REVIEW

Should the President/designee disagree with any aspect of the AC's report and recommendations, he or she shall confer
with the individual and the AC. The President/designee shall then prepare a written statement setting forth the relevant
areas of disagreement and the specific grounds therefor. If there are no disagreements, the President/designee shall so
state. The President/designee need not respond to any recommended career development program at this point in the

process.

ARTICLE IV: CAREER DEVELOPMENT COMMITTEE (CDC)

A. The CDC shall include members of the bargaining unit. The total number of committee members shall be determined
by each College/University in conjunction with the Local UNION at the College/University. The number of non-
bargaining unit members shall not exceed one-third (1/3) of the overall composition of the Committee, unless otherwise
agreed to between the College/University and the Local UNION.

1. At least one (1) member of the CDC shallsge appointed by the Administration as its representative.



2. At least one (1) member of the CDC shall be appointed by the Local UNION as its representative.

3. The other negotiating unit members of the CDC shall be elected from among the members of the
negotiating unit, provided that negotiating unit candidates must be either tenured or serving under multi-year
contracts.

4. No more than one (1) elected member of the CDC shall be elected from any given division, school, or
other major academic/administrative subdivision ofthe College/University.

5. The Local UNION and the College/University administration shall agree to election procedures which
shall assure equitable distribution of seats on the CDC among the divisions, schools or other major
academic/administrative subdivisions of the College/University.

B. The CDC shall receive and consider the reports of the ACs, the supporting documentation, and the statements of the
President/designee concerning all employees being assessed.

C. Employees not undergoing assessment may submit applications to the CDC for Career Development Assistance as
well. Such applications shall contain such information as the applicant deems relevant in support of the application.
D. Information

L. The CDC shall prepare recommendations concerning the Career Development Programs and Career
Development Assistance to be implemented at the College/University, and from time to time, as needed, will make
recommendations for improvements.

2. The CDC shall notify the President of modes of activity contemplated.

3. The President shall provide the CDC with estimates of the costs associated with each contemplated
mode of activity and estimates of the costs for participation per individual in each mode. The estimates shall include
direct costs but shall not include indirect cost such as, but not limited to, the maintenance of College/ University
facilities, which may be utilized or heating, lighting or air conditioning.

E. The CDC shall, whenever necessary, consult with Assessment Committees, and individual candidates and applicants
concerning their recommendations.

F. The CDC shall annually prepare a report to the President containing its recommendations concerning the allocation of
Career Development funds, and such supplemental reports and recommendations as may be necessary. In addition, the
CDC shall notify each candidate for assistance in writing of its recommendations concerning that candidate. Copies of all
the above material shall be forwarded to the President, together with copies of all materials on which the CDC's report is
based. The Local UNION shall receive a copy of the annual report and copies of all relevant materials on which the
CDC report is based.

G. Each affected individual shall have the opportunity to respond in writing to the CDC's recommendations. The
responses shall be forwarded to the President.

H. The Chairperson of the CDC shall be a member of the negotiating unit who is elected by the CDC.

I.  Direct costs of conducting the activities of the CDC, including administrative and secretarial costs, may be

chargeable to the funds allocated to the Career DevelopmentProgram.

ARTICLE V: PRESIDENTIAL REVIEW

A. The President shall review the report(s) of the CDC and may accept, reject, or modify each of its recommendations.
B. In the event the President modifies or rejects any of the CDC's recommendations, the President shall set forth in
writing relevant reasons specific to the individual actions and transmit these reasons to the CDC, the affected individual
and, where relevant, to the Board of Trustees.

C. Where the implementation of the President's recommendations requires Board action, the President shall present

them to the Board of Trustees.
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ARTICLE VI: PERSONNEL FILES

All materials generated in the career development assessment process shall be placed in the individual's personnel
file.

ARTICLE VII: FAIR AND EQUITABLE APPLICATION OF PROCEDURES

The procedures for conducting the career development assessment and the assignment of career development
resources shall be fairly and equitably applied to all employees. Violations shall be grievable under Article VII.B.1 of the
Agreement. If an arbitrator determines that a violation has occurred, the remedy shall be to remand the matter to the
appropriate level for reconsideration; however, in the alternative, where the arbitrator determines that a violation has
occurred, he/she may set aside the assessment and direct that the career development assessment be repeated in its
entirety de novo. If the latter remedy is prescribed, the employee shall be considered as part of the next group coming up

for assessment, and the records concerning the original assessment shall not be included in the individual's personnel file.

ARTICLE VIII: GENERAL CAREER DEVELOPMENT
ASSISTANCE PROGRAM

The general Career Development Assistance Program shall include the following:
A. Tuition Reimbursement

1. When a Career Development leave is approved for the purpose of engaging in specific educational activity,
tuition expenses shall be reimbursed at full cost. The limitations set forth in Article XXVIII of the Master Agreement
shall not apply. Recommendations for approval for tuition reimbursement may be submitted by the CDC to the
President.

2. The general tuition reimbursement program set forth in Article XXVIII of the Master Agreement shall
continue except as modified by subparagraph 1above.

B. Expenses for travel to professional meetings, conferences, short courses and seminars.
C. Career Development Leaves

1. Career Development Leaves (CDL) may be granted for up to two (2) consecutive academic years.

2. a. CD Leaves not exceeding one-half (*2) year in duration shall be at the rate of three-quarters( % ) salary.

b. CD Leaves exceeding one-half (}2) year in duration shall be at the rate of half (/) salary or at the rate of the
employee's salary less $7,552, whichever is greater. No employee shall receive a rate of less than $12,594.

3. The provisions of Article XXVII.B.4 through 7 of the Agreement shall apply to CD Leaves.

4. When computing the annual or prorated cost for replacing a faculty member who has been granted a CD Leave,
it shall be presumed that one-half (’2) the faculty member's full teaching obligation will be fulfilled through the use of
overload assignments and one-half (2) through the use of a full-time faculty member being compensated at Step One of
the Assistant Professor salary range. In the latter case, the per-teaching-credit cost shall be computed by dividing the
annual salary rate by 24.

D. Alternate assignments within load for research, study, and participation in other aspects of the Career Development
Program. The replacement cost for faculty members shall be computed by use of the formula set forth in paragraph C.4
above.

E. Financial support for the purpose of equipment, travel, or other items necessary for the successful completion of a
research project.

F. Seminars, colloquia or other internal programs relating to teaching techniques and methodology or topics relative to
the improvement of professional techniques and methodology of other professional employees.

G. Other forms of assistance or programs where circumstances warrantthem.
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H. There is no requirement that all of the above elements of the Career Development Assistance Program be utilized in
any particular year.

I. Funds for professional development may be available from the Federal Government or from various private
foundations. The CDC may make recommendations to the President as to how the College/University may seek out such

programs and create proposals for submission to the appropriate agency(ies).

ARTICLE IX: SUPPLEMENTAL FUNDING

Nothing in this Appendix shall be construed as preventing a College/University from supplementing the specific
funds available under Article XXI, Subparagraph G where, in the judgment of the College/University, such
supplementation would be appropriate; nor shall anything in this Appendix be construed as prohibiting any
College/University from exercising its managerial or academic judgment in regard to the utilization of monies or other
resources not specifically committed to the funding or support of the Career Development Program outlined in this

Appendix.

ARTICLE X: IMPLEMENTATION

A. 1. This Appendix shall apply generally to tenured faculty members and tenured librarians and, where applicable,
members of the professional staff and employees in non-tenure track teaching positions who have been granted multi-
year contracts.

2. Employees who have not received reappointment conferring tenure or a multi-year contract may apply to the CDC
for career development assistance provided that they have received reappointment for the year following their application
and provided that they are only eligible for assistance which is compatible with the limited nature of their
reappointments.

B. Beginning with the academic year 1977-78, and each succeeding year thereafter, one-fifth (1/5) of the tenured faculty
of'each College/University shall be reviewed by the process described herein, beginning with the most senior fifth in the
first year and continuing in order of seniority for each succeeding year. The process shall be repeated beginning in the
sixth year of the program (1982-83). No individual shall undergo review who has been on tenure for less than five (5)
years, nor shall any person undergo review more than once in each succeeding five (5) year period, except as a part of a
follow-up as to employees who need improvement or to determine the effectiveness of the Career Development Program,

provided that no individual shall undergo more than one follow-up review in each five (5) year period.

APPENDIX III
A. HARRY MOORE SCHOOL

This Appendix applies to the full-time teaching staff of the A. Harry Moore School of New Jersey City University.
Specifically included herein are the titles Demonstration Teacher—A. Harry Moore and Demonstration Specialist—A.
Harry Moore. Unless otherwise specified, the term “employee” as used herein applies to Demonstration Teacher—A.
Harry Moore School and Demonstration Specialist-A. Harry Moore School.

Where practicable this Appendix shall also apply to individuals serving in the payroll title Demonstration Teacher
at other State Colleges/Universities.

A. 1. Any employee who completes thirty (30) credits beyond the master's degree shall be compensated at approximately

$500 per annum beyond the current salary effective in the following semester. It is agreed that any of the thirty (30)
credits to be accumulated or presently accumulated shall be in an area that will increase such employee's expertise in his
or her area of teaching or work as approved by the President or his or her designee.

2. An employee who obtains an earned doctorate in a discipline related to his or her employment will receive a one-
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time cash bonus of $1,000.00 in recognition of thisachievement.
B. Employees who participate in a Student Teacher Program as cooperating teacher shall receive $150 for each student
paying the Student Teacher fee.
C. Employees who participate as the assigned teacher in the Junior Practicum Experience shall receive $100 for each
student paying such fee.
D. Any employee at the A. Harry Moore School on full-time assignment who teaches a course in addition to the
workload at New Jersey City University or A. Harry Moore School, shall be paid at the current overload rate based on
the teaching credit hours or their full or partial equivalency for the course.
E. Qualified employees shall have priority consideration in appointments to summer session assignments related to A.
Harry Moore School programs within their individual competency, except in unusual circumstances.
F. All employees shall have a duty-free lunch period of at least thirty (30) minutes except in instances where temporary
scheduling may lessen the time for both pupils and teachers.
G. The existing general practice of providing preparation periods for employees engaged in teaching shall continue. At
A. Harry Moore School only, each such employee shall receive one (1) uninterrupted preparation period per day, except
when unexpected circumstances intervene.
H. In exceptional cases individuals may present qualifications as to education and experience that are adjudged to be the
equivalent of the qualifications for Demonstration Teacher—A. Harry Moore and Demonstration Specialist-A. Harry
Moore although not corresponding to them to theletter.

In such cases, the UNION shall have the right to appoint one (1) employee observer to the Faculty Affairs
Committee. The Faculty Affairs Committee shall review the qualifications of all the exceptional cases, and the
recommendations of this committee shall be forwarded to the President prior to the President's recommendation to the
Board of Trustees. The Board of Trustees of the University may, upon the recommendation of the President, appoint
such individuals to the rank deemed appropriate.

I. A classroom teacher who receives students from an absent teacher’s class into his or her room shall be compensated in

the amount of one-fifth (1/5) of the receiving teacher’s daily pay per child.

APPENDIX IV
STATE COLLEGES/UNIVERSITIES TUITION WAIVER PROGRAM

The tuition waiver program currently in place at the State College/University shall remain in full force and effect until
such time as a change is negotiated. Ifno locally negotiated agreement is reached then changes, if any, shall be made in
accordance with the New Jersey Employer-Employee Relations Act and its governing regulations. If no locally
negotiated or accepted procedure exists, the Local UNION and the College/University shall negotiate a procedure for the
Tuition Waiver Program in accordance with the New Jersey Employer-Employee Relations Act and its governing

regulations.

LETTER OF AGREEMENT I
COMMITTEES ON WORK SURROUNDINGS, EQUIPMENT AND SUPPORT PERSONNEL

The parties recognize that adequate work surroundings, equipment and support personnel are necessary to the
fulfillment of the goals of the Colleges/Universities. Toward this end it is agreed that each College/University and each
Local UNION shall establish a committee to examine such questions as office space, office equipment, telephones,
lounges, classroom equipment, secretarial assistance and maintenance of facilities. The committee shall report its recom-
mendation to the President. The composition of the committee will include an equal number of employees appointed by
the Local UNION and administrative representatives appointed by the College/University President. The
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College/University and the Local UNION may agree to appoint additional persons from the College/ University

community to the committee.

The President or his or her designee(s) shall meet with the Local UNION to discuss the recommendations of the

committee, prior to formally indicating his or her reaction to the recommendations.

LETTER OF AGREEMENT II
INSTITUTIONAL GOALS

In order to provide for interested full-time faculty, librarians, employees in non-tenure track teaching positions
and staff members to pursue retraining and professional development consistent with institutional needs, the
administration of each State College/University will set forth its immediate and longer range institutional goals and will
make these known so that faculty, librarians, employees in non-tenure track teaching positions and professional staff
are fully cognizant of areas of high programmatic need and growth potential.

The Local UNION and the Administration shall meet and discuss the implementation of the retraining program.
The STATE and the UNION agree that elements of the current Agreement such as Sabbatical Leave Program, the
Career Development Program, the Tuition Reimbursement Program and Professional Staff Leaves may be utilized, as

appropriate, to enhance the retraining opportunities for full-time faculty, librarians, employees in non-tenure track
teaching positions and professional staff members.

Applications by tenured faculty, librarians and employees serving in multi-year contracts for participation in these
programs which are consistent with the expressed goals and needs of the College/University may be given priority

consideration to a reasonable extent.

LETTER OF AGREEMENT III
REAPPOINTMENT OF ASSISTANT DIRECTORS OF THE LIBRARY

Procedures currently in effect for reappointment of full-time Assistant Directors of the Library will continue unless

modified by local negotiations.

LETTER OF AGREEMENT IV
HEALTH BENEFITS IN RETIREMENT

A. The STATE agrees to assume upon retirement the full cost of the Health Benefits coverage for State employees and their
dependents including the cost of charges under Part B of the Federal Medicare Program for eligible employees and their
spouses, but not including survivors, for employees who accrue 25 years of pension credit service, as provided under the
State plan, by July 1, 1997, and those employees who retire for disability on the basis of fewer years of pension credit in
the State plan by July 1, 1997.

B. Those employees who accrue 25 years of pension credit service or retire on a disability retirement during the period
from July 1, 1997 through June 30, 2000 are eligible to receive the following when they retire:

1. Employees in this group who elect to enroll in the Managed Care/Point of Service (NJ PLUS), which shall be
succeeded by the PPO described in Article XIX (of the parties July 1, 2007 to June 30, 2011 collective negotiations
agreement) or any of the approved HMO Plans shall not have to contribute to the cost of any premium for health
insurance coverage.

2. Employees in this group who elect to enroll in the Traditional Plan or after that plan is no longer available on or
about April 1, 2008 in the successor plan and earn $40,000 or more in base salary in the year they retire shall pay the
difference between the cost of the Traditional Plan or after that plan is no longer available on or about April 1, 2008 the

successor plan_and the average of the cost to the State of the Managed Care/Point of Service (NJ PLUS) and the
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approved HMO Plans for health insurance coverage.

3. Employees in this group who elect to enroll in the Traditional Plan or after that plan is no longer available on or
about April 1, 2008 in the successor plan_and earn less than $40,000 in base salary in the year they retire shall pay 1% of
their annual base pay at retirement but not less than $20.00 a month for health insurance coverage.

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

C. Those employees who accrue 25 years of pension credit service or retire on a disability retirement during the period
from July 1, 2000 through June 30, 2007are eligible to receive the following when theyretire:

1. Employees in this group who elect to enroll in the Managed Care/Point of Service (NJ PLUS) which shall be
succeeded by the PPO describe in Article XIX (of the parties July 1, 2007 to June 30, 2011 collective negotiations
agreement) or any of the approved HMO Plans in retirement shall not have to contribute to the cost of any premium for
health insurance coverage.

2. Employees in this group who elect to enroll in the Traditional Plan or after that plan is no longer available on or
about April 1, 2008 in the successor plan shall pay 25% of the premium cost for health insurance coverage.

3. Employees in this group shall receive Medicare Part B reimbursement after retirement up to a cap of $46.10 per

month per eligible employee and the employee's spouse.
D. Employees who accrue 25 years of pension credit service on or after July 1, 2007 and on or before June 30,2011 or
who retire on a disability pension after July 1, 2007 and on or before June 30, 2011, will be eligible to receive post
retirement medical benefits ("PRM") in accordance with the terms set forth in the parties’ 2007-2011 collective
negotiations agreement. Such employees will be eligible to participate in the PPO described in Article XIX (of the parties
July 1, 2007 to June 30, 2011 collective negotiations agreement) or an HMO plan.

The retiree shall pay 1.5% of his/her pension benefit as a contribution to share the cost of PRM. For retirees in
the ABP, their 1.5% contribution shall be calculated based upon a pension benefit that is deemed to equal 50% of the
highest annual base salary for that retiree as certified by the respective College/University. Such contribution shall be
waived until a Retiree Wellness Program is developed by the STATE for this group of retirees and such waiver shall
continue in force if the retiree participates in the Retiree Wellness Program. Participation shall mean that the retiree
completes the designated HRA form at the time of retirement, participates in the annual health assessment, and
participates in any individualized health counseling, follow-up, or program developed for that individual. There shall be
an annual verification from the appropriate person at the Retiree Wellness Program that the retiree is participating as
required.

For the period starting at retirement after July 1, 2007, and until the traditional plan and NJ Plus are no longer
available for current employees, which is scheduled to occur effective April 1, 2008, the retiree shall be eligible to enroll
in NJ Plus or an HMO at no premium share cost and in the traditional plan at 25% premium share paid by said retiree
until the new plans are available. When the PPO that succeeds NJ Plus is in effect, neither the traditional plan nor its
successor plan shall be available to said retiree. From that date forward, the retiree shall be eligible to enroll in the PPO
described in Article XIX (of the parties July 1, 2007 to June 30,2011 collective negotiations agreement) or in an HMO
in accord with the provisions of Article XIX with the 1.5% contribution and with the Retiree Wellness program waiver
option as described in this paragraph.

E. Those employees who accrue 25 years of pension credit or retire on a disability retirement on or after July 1, 2007
will be subject to the provision of Paragraph D above, unless superseded by collective negotiations or law.
F. Those employees who have 20 or more years of creditable service on June 28, 2011 and who accrues 25 or more years

of pension service credit and retire or retire on a disability retirement on or after July 1, 2011, will contribute 1.5% of the
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monthly retirement allowance toward the cost of post-retirement medical benefits as is required by law. Those employees
who have fewer than 20 years of creditable service on June 28, 2011 and who accrue 25 years of pension credit and
retire on or after July 1, 2011 will, for the duration of their retirement, contribute toward the cost of post-
retirement medical benefits in accordance with the grid established by P.L. 2011, ¢. 78. Pursuantto P.L. 2011,
c. 78, the Retiree Wellness Program will not apply to employees who accrue 25 years of pension credit or retire
on a disability retirement on or after July 1,2011.

G. Upon retirement, an active employee who is not Medicare eligible shall be offered the option to enroll
in the NJ Direct/NJ Direct 2019 plan at the time of retirement.

H. Current retirees shall be offered the option to enroll in the NJ Direct/NJ Direct 2019 PPO plan based
on the contribution rate required at the time they reached 25 years of service.

I. If an employee acquires 25 years of pensionable service on or after July 1, 2019, that employee shall
contribute to the cost of health benefits in retirement based on the contribution rates of active employees,
as established by this agreement, at the time of retirement. Such employee shall have access to plans
available upon attainment of 25 years of service.

J. All retirees who elect approved HMOs may choose only one family policy, regardless of retirement date.

K. Employees hired on or after July 1, 1995 will not receive any reimbursement for Medicare Part B after retirement.
L. Employees who elect deferred retirement are not entitled to health benefits under thisprovision.

M. Violations of this Letter of Agreement are not subject to the grievance/arbitration procedure of Article VII of this
Agreement. The UNION and employees do not waive any other legal rights they have to enforce the provisions of this

Letter of Agreement.

LETTER OF AGREEMENT V
APPEAL OF RECLASSIFICATION DISPUTES

All disputes concerning reclassification shall be resolved by appeal pursuant to N.J.S.A. 18A: 3B-6(f) except that
disputes concerning the application of the 90-day deadline set forth in Article XVI.F.2 shall be grievable pursuant to
Article VIL.B.1. Article VII of the Agreement shall apply to reclassification under the same terms and limitations as such

Article applies to faculty promotions.

LETTER OF AGREEMENT VI
PERFORMANCE BASED PROMOTIONS

Effective July 1, 2004, individuals serving in the following in-unit titles- Professional Service Specialist I, Assistant
Director I, and Administrative Assistant I - shall be covered under the Performance-Based Promotion program set forth
in Article XVI of the Agreement. Employees serving in these titles who receive Performance—Based Promotions shall

receive a two-range increase but remain in the same title.

LETTER OF AGREEMENT VII
INFORMATION ON SPECIALIST TITLES

The STATE agrees to provide the UNION with the names, duties, and length of service of any employee(s) in the
title of Visiting Faculty, Visiting Specialist, Academic Specialist, or Project Specialist. Said information shall be
provided on or before February 15 and October 15 of each calendaryear.

The UNION shall review the information and provide the STATE with the name(s) of any employee(s) it
maintains should be included in the Unit. Ifthe STATE agrees with the UNION’s position, the employee(s) will be placed
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in the Unit within 30 days of the decision.

LETTER OF AGREEMENT VIII

The language contained in Appendix II of the Agreement in no way limits the right of each College/University to

require, during the tenuring process, a statement of intentions for future professional growth and contributions from the

individual being considered for tenure.

LETTER OF AGREEMENT IX

TUITION WAIVER FOR DEPENDENT CHILDREN, SPOUSES AND PARTIES TO A CIVIL UNION

A The dependent children, spouse, or party to a civil union with a unit employee employed by the College/University

for three (3) years shall be eligible for a tuition waiver program at the College/University where the unit member is

employed provided:

1. The student fulfills the academic and administrative requirements foradmissions.
2. Eligibility

a.

Student must be a dependent child of the employee based upon IRS definitions, or a spouse of the
employee, or a party to a civil union with the employee as defined by NJSA 37:1-29 et. al.

Student must apply for all available Federal and State grants and/or scholarships by submitting the FAFSA
from each year. For students who receive financial aid, the grants and scholarships (gift aid) will be applied
to tuition first. Private grants received and earmarked for “tuition only” also will be applied to tuition first.
The College/University shall waive at least 60% of tuition not covered by the scholarships or grants.
Students must be matriculated, studying for their first baccalaureate degree and must remain in good
academic standing in accordance with the College/University regulations.

If an employee dies while employed in an eligible position, and if his or her dependent child was admitted
or enrolled under the program at the time of the employee’s death, he or she shall be eligible for the
program until completion of the first baccalaureate degree. All policies and restrictions otherwise
applicable to this tuition waiver will apply.

This program shall not affect existing locally negotiated dependent tuition program agreements, except to

the extent the local agreement does not meet the minimum standards set forth in this Letter of Agreement.

3. Benefits

Students shall receive at least 60% tuition waiver in a program leading to the first baccalaureate degree up to the

number of credits required by the degree program forgraduation.

4. Any decision by a College/University pursuant to this letter of agreement to waive more than 60% of tuition

not covered by the scholarships or grants shall not be precedential as to any future requests.

B. If an employee, while employed in an eligible position, is placed on a reemployment list pursuant to Article XLI.A.10

of this Agreement, or is non-reappointed for fiscal reasons and eligible for priority consideration pursuant to Article

XLI.B.4 of this Agreement, and if the employee’s dependent child was admitted or enrolled under the program at the

time the employee received notice of placement on a reemployment list or notice of non-reappointment, the dependent

child may, at the sole discretion of the President of the College/University, be eligible for the program until completion

of the first baccalaureate degree. All policies and restrictions otherwise applicable to this tuition waiver will apply.
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LETTER OF AGREEMENT X
ALTERNATIVE PERIOD FOR FACULTY WORKLOAD

Itis agreed by and between the STATE and the UNION that notwithstanding the provision of Article XII (Faculty
Responsibilities) which sets forth the basic academic year teaching load and teaching credit hours, if a State College or
University determines that it is in the best interests of the College or University, the students it serves and/or certain
academic programs to schedule the twenty-four (24) teaching credit hours and the thirty-two (32) weeks of instruction
for a particular faculty member or members over a period other than between September 1 and June 30, the College or
University shall negotiate with the Local UNION a procedure for changing the twenty-four (24) teaching credit hours and
the thirty-two (32) weeks of instruction to a period other than between September 1 and June 30. If a local procedure is
negotiated and a faculty member performs his or her responsibilities over such a period, the faculty member shall not
suffer any penalty as a result of such election, including but not limited to the right to receive pension and health benefits
as if he or she worked between September 1 and June 30. Participation in an alternate period program shall be on a

voluntary basis only.

LETTER OF AGREEMENT XI
PENSION - PERS/TPAF

The STATE is a participant in the Public Employees Retirement System (“PERS”) and the Teacher’s Pension and Annuity
Fund (TPAF). Eligibility for participation by employees and retirement benefits are governed by statute and Rules and
Regulations promulgated thereunder and administered exclusively by the New Jersey Division of Pension and Benefits.

This provision is for informational purposes only.

LETTER OF AGREEMENT XII

Employees serving in the State Generic Title of Program Assistant shall be reclassified to the State Generic Title of
Professional Services Specialists V. These employees shall be placed on the step of the new range that is equal in salary
or if no step is equal in salary, on the next higherstep.

Anniversary dates shall be calculated pursuant to Article XXII, Section C.1.

Effective on or after the date of ratification of this Agreement, no newly hired employee will be titled in the State

Generic Title of Program Assistant.

LETTER OF AGREEMENT XIII

For purposes of performance assessment, including but not limited to promotion and reappointment of full-time
professional staff not yet eligible for a multiyear contract, the immediate supervisor shall be construed as that employee,
including Department Chairpersons, who is first reached in the normal chain of command leading from the candidate
pursuant to functional reporting relationships, established prior practices and/or prior agreement at each individual
College/University. Notwithstanding the foregoing, and without waiving any legal rights, the parties agree that this

Letter of Agreement does not and is not intended to modify, alter or amend Article I Section A of this Agreement.
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LETTER OF AGREEMENT XIV

NON-TENURE TRACK TEACHING POSITIONS

A. Definitions

The title of “Non-Tenure Track Teaching Position (hereinafter referred to as NTTP) encompasses all existing titles of
Lecturer, Senior Lecturer, Teaching Specialist, Clinical Specialist, Instructional Specialist and any other non-tenured
track teaching position created by a College/University, if appropriate.

B. Limitations
The total number of NTTPs appointed shall not exceed forty percent (40%) of the regular full-time faculty lines at a
College/University. Each College/University shall furnish the UNION with a list of any negotiations’ unit members
appointed pursuant to this Letter of Agreement no later than October 15 of each academic year.

As of July 1, 2023, institutions where the total number of NTTPs exceed forty percent (40%) of the regular full-time
faculty lines shall not be required to reduce the number of NTTP faculty. However, except as may otherwise be locally
negotiated, no new NTTP appointments shall be made until existing NTTP falls below the forty percent 40%) limit.

C. Compensation for NTTPs

1. For ten (10) month NTTPs: effective July 1, 2023, the minimum salary shall be no less than $54,000.00. This
minimum salary will not apply to any NTTP currently working under an individual contract.

2. For twelve (12) month NTTPs: effective July 1, 2023, the minimum salary shall be no less than $62,000.00. This
minimum salary will not apply to any NTTP currently working under an individual contract.

3. During the term of the collective negotiations agreement, in the event that an NTTP is retained on a multi-year
contract or is rehired for the immediately succeeding year (either on a single-year or multi-year contract), the
NTTP shall receive the across-the-board increase for applicable fiscal year(s).

4. Any across-the-board increase herein will not be stacked with any locally negotiated increase or any increase
provided for under an individual contract (including, but not limited to, steps and/or COLA increases). In such
circumstances, the NTTP shall be entitled to the greater of the across-the-board increase provided for herein or
any locally negotiated increase/increase under his or her individual contract.

5. Nothing herein shall limit a College/University from employing NTTP for any other duration (e.g., nine (9) month
NTTP positions), except that pro-rated salaries shall be based on a ten (10) month annual salary.

6. Except as specifically set forth herein, this Letter of Agreement shall not apply to any NTTP who is already
working under an existing individual contract.

D. The following Articles of the State-Union Agreement shall apply to NTTPs so long as the individual NTTP
meets all eligibility requirements under each enumerated provision:
Article V-Academic Freedom
Article VI-Dues Deduction
Article XV — Resignation, Reassignments, Retirement (A & C)
Article XIX- Health Benefits
Article XXIII-Travel Reimbursement, when travel is required by the College/University
Article XXIV-Sick Leave A, C & D (D shall only be applicable to NTTPs on a multi-year contract)
Article XXV-Holidays*
Article XX VI — Leaves of Absence (B-G)
Article XXVIII — Tuition Reimbursement
Article XXIX-Personnel Files
Article XXX — Safe Conditions
Article XXXI — Liability Claims Identification
Article XXXVI — Information to Next of Kin
Letter of Agreement IV-Health Benefits in Retirement
Letter of Agreement XI-Pension
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*NTTPs will not be eligible for an alternate day off in the event they are required to work on a legal holiday or on a
holiday declared by the Governor.

Additional Articles of the State-Union Agreement may be applied in whole or in part to NTTPs through Local
negotiations.

E.

The STATE and the UNION agree that the provisions of this Letter of Agreement shall apply equally to all
negotiations unit members employed as NTTP. The STATE and the UNION agree that there shall be no
intimidation, interference or discrimination because of age, sex, sexual orientation, marital status, familial status,
race, color, creed, national origin, disability, physical handicap, or political activity, private conduct or union
activity, which is permissible under law and which does not interfere with an NTTP employee’s employment
obligation or because of their liability for service in the Armed Forces of the United States.

Local Agreements

Subject to the parameters set forth herein, all terms and conditions of employment regarding NTTPs shall be
locally negotiated in accordance with the New Jersey Employer-Employee Relations Act and its governing
regulations, provided that (a) no College/University shall impose any negotiable terms or conditions of
employment upon a Local UNION without exhausting PERC’s impasse procedures (N.J.A.C. 19:12-1.1) and
(b) such agreement regarding terms and conditions of employment, once negotiated or imposed pursuant to this
Letter of Agreement shall be enforceable through binding arbitration and subject to the provisions under Article
VII.

This Letter of Agreement shall not apply to employees at Thomas Edison State University.
Range Adjustment Program for NTTPs

Each College/University that employs NTTPs shall locally negotiate a range adjustment program for
NTTPs which shall become incorporated into the locally negotiated MOA for NTTPs as set forth in
F above.

Advancement Procedures for NTTPs

Each College/University that employs NTTPs shall locally negotiate advancement procedures for
NTTPs which shall become incorporated into the locally negotiated MOA for NTTPs as set forth in
F above.

Multi-Year Appointments for NTTPs

NTTPs may be hired for five (5) one-year appointments during the first five (5) years of employment.
Upon completion of five (5) years of service at the same College/University, NTTPs who are
reappointed shall be appointed to a multi-year contract of no less than three (3) years in length. The
procedures for reappointment shall be locally negotiated. Where a local agreement provides for
appointment to a multi-year contract under more favorable terms, that locally negotiated agreement
shall govern.
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APPENDIX V
HEALTHCARE REOPENER

a. The actual premium cost for the new PPO plans, inclusive of medical and prescription costs, will be
tracked each plan year following the plan’s initial offering in plan year 2019.

b. In addition, the new PPO premium cost increases will be monitored and compared to the national,
regional and state trending of healthcare costs.

c. Upon request from the Union and after the Commission’s review of the mid-year report, if any, the
Union and the State shall meet annually between March 1 and April 15 to discuss utilization and
costs (actual and projected) for plans in which active and retiree members are enrolled. Such meeting
shall include representatives from the Treasury-Division of Pensions and Benefits. This meeting
will include any interested Union(s).

d. Calculations:

1. The Baseline Premium shall be the blended premium' for the current plan year plus 1%.
For example, in plan year 2024 the baseline premium shall be the PPO Plan’s blended
premium in plan year 2023 plus 1%.

il. The Union and the Sate shall annually calculate the “Adjusted Premium Increase” (“API”).
The API shall be calculated by (a) subtracting the percent of across-the-board salary
increases received by represented State employees covered by this contract, not
compounded, between July 1 and December 31 of the preceding year, from (b) the percent
by which the PPO renewal premium exceeds the Baseline Premium. For example, if the
2024 PPO renewal premium is 6% more than the Baseline Premium and if employees have
received a 4%, non-compounded, across-the-board salary increases since July 1, 2023 the
API is 2%.

e. Annual Process for Applying the Escalator/De-escalator

1. Every year, the parties will review if the blended renewal premium for the PPO in a plan
year exceeds the “Baseline Premium.” If so, the Union and the State shall enter into
negotiations to lower the premium and/or reduce the rate of premium increases. Such
negotiations will commence upon receipt of the SHBP’s actuary’s rate renewal
recommendation premium for the upcoming plan year in or around the preceding July. The
parties agree that the negotiations will involve the AFT and any other interested State
negotiation unit(s). The initial meeting of the parties may also include representatives from
the Division of Pension and Benefits as it relates to the rate renewal recommendation(s). A
copy of the actuary’s renewal recommendation report, issued in or around July, will be
provided to the Union in advance of the meeting. If an agreement is reached, AFT and the
State shall jointly seek approval from the State Health Benefits Commission or Plan Design
Committee, as appropriate, to implement the parties’ agreement.

ii. If the Union and the State cannot agree upon plan design changes or other cost-saving
measures that would reduce the API to at least a 0% increase over the Baseline Premium
by September 1 preceding the start of the next plan year, then an Escalator shall be applied
to employee contribution rates. The Escalator to be applied to employee contribution rates
shall be the percentage by which the API exceeds the Baseline Premium. For example, if
the API is 2%, then the Escalator is also 2%, which is applied to the employee’s contribution
rate. If an employee’s contribution rate is 5% of base salary, then by applying the Escalator,
the contribution rate will increase to 5.1% of base salary. Any increase in employee
contributions will be effective the first pay period of the new plan year.

iil. If the renewal premium is below the Baseline Premium by 6% or more, the Union and the
State shall discuss options to share the savings in reduced costs or to improve the quality of
the PPO plan through design changes or other measures. If the Union and the State do not

! Blended premium includes medical and prescription rat6e§, for all levels of coverage.



iv.

agree — to either reduce the costs or improve the quality of the PPO plan or agree upon a
reduction in the employee contribution rates — by September 1 preceding the start of the
new plan year then contribution rates shall be reduced by the application of a De-escalator.
The De-escalator shall be the amount of the decrease in PPO renewal premium below 6%
of the Baseline Premium. For example, if the 2024 premium is 6.5% below the Baseline
Premium, employee contribution rates shall be reduced by 0.5%. If an employee’s
contribution rate is 5% of base salary, then by applying the De-escalator the employee’s
new contribution rate shall be 4.975%. Any decrease in employee contributions will be
effective the first pay period of the new plan year.

The escalator or de-escalator for each plan year shall be calculated using the above
methodology as described in paragraphs e(i) to e(iii) above.
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Biweekly Salaries for 12 Month Employees - July, 2023 -June, 2024
Based on 260 Work Days

RAMGE| STEP1 STEP 2 STEP 3 STEP 4 STEP 5 STEP 6 STEP 7 STEP 8 STEP 9 STEP 10 | STEP 11 | Step 12
12 1,477.57| 1,551.28] 1,624.99] 1,698.70] 1,772.41] 1,846.12| 1,919.83] 1,993.55] 2,067.26] 2,140.97] 2,214.68| 2,288.29
13 | 1,551.28| 1,828.83] 1,706.35] 1,783.94] 1,861.49] 1,939.05] 2,01660| 200418 2,171.71| 2,249.26] 2,326.82] 2,404.37
14 | 162883 1,710.23] 1,791.63] 1,873.02| 1,954.42] 2,035.82| 2,117.21] 2,198.61] 2,280.01] 2,261.41] 2,442.80] 2,524.20
15 | 1,710.23| 1,795.65] 1,881.08] 1,966.48| 2,051.80] 2,137.31| 2,222.73| 2,308.15| 2,393.55] 2,478.98| 2,564.40] 2,649.81
16 1,795.65] 1,885.46| 1,975.27| 2,065.08] 2,154.89] 2,244.71| 2,334.52] 2,424.33] 2,514.14] 2,603.95] 2,693.77| 2,783.58
17 | 1,885.46| 1,979.84| 2,074.22] 2,16860| 2,262.98] 2,357.37| 2,451.75] 2,546.13] 2p40.51] 2,734.80| 2,829.28] 2,923.65
18 | 1,979.84] 2,078.70| 2,177.75| 2,276.70| 2,375.68] 2,474.51| 2,573.56] 2,672.52| 2,771.47] 2,870.43] 2,960.38] 32,068.33
19 | 207879 2,182.70| 2,286.60| 2,290.51| 2,404.41] 2,598.32| 2,702.23| 2,806.12] 2,910.04] 3,013.94] 3,117.85] 3,221.75
20 2,182.70] 2,291.88] 2,401.07] 2,510.26] 2,619.44| 2,728.63| 2,837.82] 2,947.00] 3,056.19] 3,165.28] 3,274.56| 3,383.75
21 | 2,201.88] 2,408.57| 2,521.26] 2,635.95] 2,75063| 2,865.32] 2,980.01] 3,084.70| 3,200.38] 3,324.07] 3,438.78| 3,553.44
22 | 2,406.57] 2,526.93] 2,647.28] 2,767.64] 2,888.00| 2,008.25] 3,12871] 3,240.08| 2350.42] 3,480.78] 3,610.13] 3,730.40
23 | 2,526.03] 2,653.32| 2,779.71] 2,906.11] 3,022.50] 215880 3,285.20] 3,411.68| 253807 3,664.47] 3,790.88] 3,917.25
24 2,653.32| 2,785.93| 2,918.54] 32,051.15] 3,182.76] 2,316.37| 3,44898] 2,581.59] 3,714.20] 3,846.82| 3,979.43| 4,112.04
25 | 2,785.93] 2,925.21| 3,084.69] 3,204.07] 3,343.45| z482.83| 3,622.21] 3,781.58] z900.98] 4,040.2a] 4,179.72] 4,319.10
26 | 2,925.31] 3,071.84] 3217.97] 3,364.30] 3,51063| 2,656.96] 3,802.20] 3,940.62| 4,005.05] 4,242.28] 4,38860] 4534.03
27 | 3,071.64] 3,225.28] 337893 3,522.58] 3,686.23| 2,830.87| 3,902.52] 4,147.17| 4300.81] 4,454.46] 4608.11] 4,761.75
28 3,225.29] 3,386.62| 3,547.95] 3,709.27] 3,870.60]| 4,031.93] 4,192.26] 4,354.59] 4,515.92] 4,677.25] 4,838.58| 4,999.91
29 | 3,386.62| 3,555.98] 3,725.36] 3,804.7a] 408411 4,233.49] 4,402.86] 4,572.23] 4,7a1.81] 4,910.98] s5,080.35] 5,249.73
30 | 3,555.00] 3,723.78] 3,911.58] 4,08037] 4,267.16| 4,444.95] 4622.75] 4,800.54] 4,97823] 5,156.12] 5,333.92| 5511.72
31 | 3,723.78] 3,920.54| 4,107.20] 4,204.04] 4,480.75| 4,667.55] 4,854.30] 5,041.05| 5,227.80] 5,414.56] 5,601.31] 5,788.06
32 3,920.54] 4,116.62| 4,212.70] 4,508.78] 4,704.87| 4,900.95] 5097.03] 5293.11] 5489.20] 5,685.28] 5,881.36| 5,077.45
33 | 4116.62] 4,322.38] 4,528.17| 4,733.94] 4,930.72| 5,145.49] 5,351.27| 5,557.04] 5,762.82] s5,968.59] 5,174.27] s380.14
34 | 4,322.39] 4,53858| 4,754.80] a,971.00] 5,187.20] 5,402.40] 5,619.60] 5,835.80] 6,052.00] 6,268.20] 5,484.40] 870081
35 4,538.59| 4,765.52| 4,992.46] 5,219.39] 5,446.32| 5,673.25] 5900.18] 6,127.11| 6,354.04] 6,580.97] 6,807.90] 7,034.83

Biweekly Salaries for 12 Month Employees - July, 2024 -lune, 2025
Based on 261 Work Days

RANGE| STEP 1 STEP 2 STEP 3 STEP 4 STEP 5 STEP 6 STEP 7 STEP 8 STEP S | STEP 10 | STEP 11 | Step 12
12 | 1,523.42| 1,509.42| 1675.42] 1,751.42| 1,827.42] 1,903.42| 1,979.42] 2,055.41] 2,131.41] 2,207.41 2,283.41] 2,359.41
13 | 1,500.42| 1,679.38| 1,750.34] 1,839.30| 1,919.26] 1,900.22| 207019 2,150.15] 2,239.11] 2,219.07] 2,395.03] 2,478.99
14 1,679.38] 1,763.320| 1,847.23] 1,931.15] 2,015.07| 2,099.00] 2,182.92] 2,266.84] 2,350.77] 2,434.69] 2,518.61] 2,602.54
15 1,762.30] 1,851.27] 1,929.44| 2,027.51] 2,115.58] 2,203.64| 2,291.71] 2,379.78] 2,467.85] 2,555.91] 2,642.98| 2,732.05
16 | 1,851.37| 1,993.97| 2,036.57] 2,12017| 2,221.77] 2,314.37| 2,406.97| 2,999.57| 2,592.17] 2,684.77] 2,777.36] 2,869.95
17 | 1,942.97] 2,041.28] 2,138.58] 2,235.00| 2,333.22] 2,430.53] 2,527.84] 2,625.15] 2,722.48] 2,819.77] 2,917.08] 32,014.39
18 2,041.28] 2,143.31| 2,245.33] 2,347.36| 2,449.38| 2,551.41| 2,653.43] 2,75546| 2,857.48] 2,959.51] 3,061.53] 3,163.56
19 2,143.31| 2,250.44| 2,357.57] 2,464.70] 2,571.83| 2,678.96| 2,786.09] 2,893.22] 3,000.35] 3,107.48] 3,214.61]| 32,321.74
20 | 2,250.44] 2,383.01] 2,475.59] 2,58816] 2,700.74] 2,813.21| 2,925.89] 3,038.45| 3,151.04] 3,263.81] 3,375.19] 348876
21 | 2,383.01] 2,481.26] 2,500.51] 2,717.75] 2,836.00] 2,954.24] 3,072.49] 3,190.74] 230898| 2,427.23] 3,545.48] 3663.72
22 2,481.26] 2,605.35] 2,729.44] 2,853.53] 2,977.62| 3,101.71| 3,225.81] 2,349.90] 3,473.99] 3,598.08] 3,722.17| 3,846.26
23 2,605.35] 2,735.67| 2,865.98] 2,996.30] 3,126.61| 2,256.93| 3,387.24] 2,517.56] 3,647.88] 3,778.19] 3,908.51| 4,038.82
24 | 2,725.67| 2,872.38] 3,000.12] 3,145.84] 3,282.57| z410.20] 3,556.02] 3,692.75| 3,820.47] 3,986.20] 4,102.92] 4,230.865
25 | 2,872.39] 3,016.10] 3150.80] 3,303.51] 3,447.21| 250001 3,73462] 3,878.22| 4,022.03] 4,165.73] 4,300.44] 445214
25 3,016.10] 3,166.97| 3,317.84] 3,468.71] 3,619.58] 3,770.45] 3,921.32] 4,072.19] 4,223.06] 4,373.93] 4,524.80| 4,675.67
27 3,166.97| 3,325.28| 3,482.80] 32,642.21] 32,800.63| 2,950.04| 4,117.46] 4,275.87] 4434.29] 4,592.70] 4,751.12| 4,909.53
28 | 3,325.38] 3,451.72| 3658.05] 3,824.39] 3,990.73] a157.06] 4,323.40] 4,480.74] 4656.07] 4,822.41] 4,988.74] 515508
29 | 3,401.72] 3,666.25] 3,840.08] a,01561] 4,190.24] 4,264.87] 4,520.50] 4,714.13] 488276 5,082.20] 5,23802] 5412.65
30 3,666.35] 3,849.66| 4,022.97] 4,216.28] 4,399.59] 4,582.90| 4,766.21] 4,949.52] 5,132.83] 5,316.14] 5,499.45| 5,682.76
31 3,849.66| 4,042.21| 4,234.76] 4,427.30] 4,619.85] 4,812.40] 5,004.95] 5,197.50] 5,290.05] 5,582.59] 5,775.14| 5,967.69
32 | 4,042.21] 4,244.38] 4448.54] a64871] 4,850.88] s5,053.05] 5,255.22] 5,457.38] 5,650.55] 5,861.72] 6,083.89] 5,266.06
33 | 424428 a,456.54] 4668.70] a,880.86] 5,003.02] 5,205.18] 5,517.34] 5,720.50| 5,941.67] 6,152.83] 6,365.99] 5,578.15
34 4,456.54| 4,679.45| 4,902.36] 5,125.27] 5,348.18] 5,571.08] 5,794.00] 6,016.91| 6,239.82] 6,462.73] 6,685.65] 6,908.56
35 4,679.45] 4,912.42| 5,147.39] 5,381.37] 5,615.24] 5,849.31] 6,083.29] 6,317.26| 6,551.23] 6,785.21] 7,019.18] 7,253.15
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Biweekly Salaries for 12 Month Employees - July, 2025 -June, 2026
Based on 261 Work Days

RANGE| STEP1 STEP 2 STEP 3 STEP 4 STEP 5 STEP & STEP 7 STEP 8 STEP 9 STEP 10 | STEF 11 Step 12 | Step 13
12 | 1,576.74] 1,655.40] 1,734.06] 1,812.72| 1,891.38| 1,970.04] 2,04869] 2,127.35| 2,206.01] 2,284.67| 2,363.33] 2441.99] 2,520.65
13 | 1,655.40] 1,738.16| 1,820.92| 1,903.68] 1,985.44| 2,069.20] 2,151.96] 2,234.72| 2,317.48] 2,400.24] 2,483.00] 2,565.75] 2,648.51
14 | 1,738.16] 1,825.02] 1,911.88] 1,998.74] 2,085.60] 2,172.46] 2,259.32| 2,346.18] 2,433.04] 2,519.91] 2,606.77| 2,693.63] 2,780.49
15 | 1,825.02] 1,916.17] 2,007.32] 2,00847] 2,180.62] 2,280.77| 2,2371.92| 2,463.07| 2,554.22] 2,645.237] 2,736.52| 2,827.67| 2,918.82
16 | 1,916.17] 2,012.01] 2,107.85] 2,203.69] 2,290.53| 2,395.37| 2,491.21| 2,587.05| 2,682.89] 2,778.73| 2,874.57| 2,970.41] 3,066.25
17 | 2,012.01] 2,112.73] 2,213.94] 2,314.16| 2,414.88| 2,515.59] 2,616.31] 2,717.03] 2,817.75] 2,918.46] 3,019.18 3,119.90] 3,220.61
18 | 2,112.73] 2,21832] 2,223.92] 2,429.52| 2,535.11 2,640.71] 2,746.30] 2,851.90] 2,957.50] 2,063.00| 316869 3,274.28] 3,379.88
19 | 2,21822] 2,329.20] 2,440.08] 2,550.06| 2,661.84| 2,772.72] 2,883.60] 2,004.48| 3,105.36| 2,216.24| 3,327.12| 3.438.00] 3,548.88
20 2,329.20| 2,445.72| 2,562.23| 2,678.75| 2,795.26| 2,911.78| 3,028.29| 3,144.81| 3,261.32| 3,377.84| 3,494.35| 3,610.87] 3,727.38
21 | 2,445.72] 2,568.10] 2,690.49] 2,812.87| 2,935.26] 3,057.64] 3,180.03] 3,302.41] 3424.80] 3,547.18] 3,669.57| 3,791.95] 3,914.34
22 | 2,568.10] 2,696.54| 2,824.97] 2,953.41| 3,081.84] 3,210.27] 3,32871] 3,467.14| 3,595.58] 3,724.01| 3,852.45 3,980.88] 4109.31
23 | 2,696.54] 2,831.41] 2,966.29] 2,101.17] 3,226.04] 3,370.92] 3,505.80] 2,640.67| 2,775.55] 2,910.43| 404521 4180.18] 4,315.06
29 | 2,83141| 2,072.93] 3,114.44] 3,255.95] 3,397.46| 3,53897] 3,68048| 3,821.99| 3,963.50] 4,105.02] 4,246.53] 4,38804] 4,525.55
25 | 2,972.93] z,121.86| 3,270.39] z,419.13] 3,567.88] 371660 3,865.23| 4,014.07| 4162.80] 4,311.53] 4,460.27] 4s09.00] 4,757.74
26 | 3,121.66| 3,277.81| 3.433.06] 2,500.11] 3,746.26| 3,002.42| 4,05857| 4,214.72| 4370.87] 4,527.02] 4,683.17| 4,830.32| 4,995.47
27 3,277.81| 3,441.77| 3,605.73] 3,769.69| 3,933.65| 4,097.61| 4,261.57| 4,425.53| 4,589.49] 4,753.45| 4,917.40] 5,081.36] 5,245.32
28 | 3,441.77] 3,613.93| 3,786.09| 3,958.24] 4,13040| 4,302.56] 4,474.72] 4,646.88] 4,819.03] 4,991.19| 5,163.35]| 5,335.51| 5,507.67
29 | 3,613.93] 3,794.67| 3,975.41] 4,156.16| 4,336.90] 4,517.64] 469838 4,879.12] 5,059.87] 5,240.61| 5,421.35| 5,602.00] 5,782.84
30 | 379467 3,984.40| 4,174.12] 4,363.85| 4,553.58] 4,743.30] 4,923.03] 5,122.75| 5,312.48] 5,502.21| 5,691.93] 5,281.88] 5,071.39
31 | 3,984.40| 418368 4382.97] 4,582.26] 4,781.55] 4,080.83] 5,180.12| 537041 s5,578.70] 5,777.98] 5,977.27] £,176.56| 6,375.85
32 | 4,183.68| 4,392.93] 4602.17] 4,811.42] 5,02086] 5,229.90] 5,439.15| 5,648.39| 5,857.64] 6,066.88] 6,276.12] 6,485.37] 6,694.61
33 | 4,392.93| 4612.52| 4,832.10| 5,051.69] 5,271.28| 5,490.86] 5,71045| 5,930.04| 5,149.62] 6,369.21] 6,588.80] 6,808.38] 7,027.97
34 4,612.52| 4,843.23| 5,073.94] 5,20465| 5,535.37| 5,766.08] 5,996.79| 6,227.50| 6458.22| 6,688.93] 6,919.64] 7,150.36] 7,381.07
35 | 484323 5,085.39] 5,327.55] 5,569.71| 5,811.88] 6,054.04] 6,296.20] 6,538.36] 6,780.53] 7,022.69| 7,264.85| 7,507.01] 7,749.18

Biweekly Salaries for 12 Month Employees - July, 2026 -June, 2027
Based on 261 Work Days

RANGE| STEP1 STEP 2 STEP 3 STEP 4 STEP 5 STEP & STEP 7 STEP 8 STEP 9 STEP 10 | STEF 11 Step 12 | Step 13
12 1,631.93] 1,713.34| 1,794.75| 1,876.16| 1,957.57| 2,038.99| 2,12040]| 2,201.81| 2,283.22| 2,364.64| 2,446.05| 2,527.46] 2,608.87
13 | 1,713.34] 1,798.99| 1,884.65] 1,97031] 2,055.96] 2,141.62] 2,227.28] 2,312.93| 2,398.59] 2,484.24] 2,569.90] 2,655.56] 2,741.21
14 | 1,798.99] 1,888.90| 1,978.80| 2,068.70] 2,158.60] 2,248.50] 2,33840| 2,428.30| 2,51220] 2,608.10] 2,698.00] 2,787.90] 2,877.80
15 | 1,888.90| 1,983.24] 2,077.58] 2,171.92] 2,266.26| 2,360.60| 2,454.94| 2,540.28| 2643.62| 2,727.95] 2,832.30] 2,926.64] 3,020.98
16 | 1,983.24] 2,0=2.43] 2181.63] 2,280.82] 2,380.01] 2479.21] 2,57840| 2,677.60| 2,776.79] 2,875.95] 2,975.18| 3,074.38] 3,173.57
17 | 2,082.43] 2,186.67] 2,200.91] 2,395.16| 2,499.40| 2603.64] 2,707.88] 2,812.12] 2,916.37] 3,020.61] 3,124.85] 3,229.09] 3,233.33
18 | 2,186.67] 2,205.08] 2,405.26] 2,514.55| 2,622.84| 2,733.13] 2,842.42] 2,051.72] 2,061.01] 3,170.30] 3,279.59] 3,388.88] 3,498.17
19 | 2,295.95] 2,410.72] 2,525.49] 2,64025| 2,755.01 2,869.77] 2,984.53| 3,099.29]| 3,214.05] 3,328.81| 3,243.57] 3,558.33] 3,673.09
20 | 2,41072] 2,531.32] 2,651.91] 2,772.50| 2,893.10| 3,013.69] 3,124.28] 3,254.88] 3,375.47] 3,496.06] 3,616.65| 3,737.25] 3,857.84
21 | 2,531.22] 2,657.99] 2,784.66] 2,911.32| 3,037.99] 3,164.66| 3,291.33] 3,418.00] 3,544.67] 3,671.34] 3,798.00| 3,924.67] 4,051.34
22 | 2,657.99] 2,790.92] 2,923.85] 3,056.78] 3,180.70| 3,222.63| 3,455.56] 3,58849] 3,721.42| 3,854.35] 2,987.28] 412021 4,253.14
23 | 2,790.92] 2,930.51] 32,0701 2,200.71] 3,349.21] 348890] 362850 2,768.10] 2,907.70] 4,047.20| 4,186.89] 4,226.49] 4,485.00
29 | 2,930.51| z,076.98] 3,223.44] z,360.91] 3,516.37| 3,662.83] 3,809.30| 3,955.76| 4,102.23| 4,248.60] 4,395.16] 4,541.62] 4,688.08
25 | 3,076.98] z,2z0.92| 3.284.86| 253880 2,692.74| 3,846.68] 4,00082| 4,154.56| 430850 4,462.44] 4,516.28] 4,770.32] 4,924.26
26 | 3,230.92| 3,392.53| 3,554.15| 3,715.77] 2,877.238| 4,030.00] 4,20062| 4,362.23| 4,523.85] 4,685.47] 4,847.08| 500870 5,170.31
27 | 3,392.53] 3,562.23] 3,731.93] 2,901.63] 4,071.23] 4,241.02] 441072 4,580.42] 4,750.12] 4,919.82| 5,089.51| 5,259.21| 542891
28 | 3,562.23] 3,740.42| 3,91860| 4,006.78] 4,274.97| a453.15] 4,631.33] 4,800.52| 4,987.70] 5,165.88| 5,344.07| 5,522.25] 5,700.43
20 | 3,74042] 3,927.48] 4,114.55] 4,201.62| a,4a8869| 4,675.76| 4,862.83] 5,049.89] 5,236.96] 5424.03] 5,611.10] 5,798.17] 5,985.24
30 | 3,927.48| 4,122.85] 4,320.22| 4,516.58] 4,712.95] 4,900.32| 5,105.68] 5,302.05] 549842 5,694.78] 5,891.15| 6,087.52] 5,282.88
31 | 4,123.85] 4,330.11| 4,536.38] 4,742.64] 4,948.90] 5,155.16] 5,361.43| 5,567.69| 5,773.95] 5,980.21] 6,186.48] £,392.74] 6,599.00
32 | 4,z30.11| 4,546.68] 4,763.25] 4,979.82] 5,196.38| 5,412.95] 5,629.52| 5,846.00| 5,062.65] 6,279.22] 6,495.79] £,712.36] 6,928.92
33 | 4,546.68| 4,773.95| s5,001.23] 5,22850] 5,455.77| 5,6823.04] 5,91022| 6,137.50| 5,364.86] 6,592.13] 6,819.40] 7,046.68] 7,273.95
34 4,773.95] 5,012.74| 5,251.53| 5,490.32| 5,729.10| 5,967.89] 6,206.68| 6,445.47| 6,684.25] 6,923.04] 7,161.83] 7400.62] 7,639.41
35 | 5,012.74] 5,263.38| 5,514.02] 5,764.65| 6,015.29] 5,265.93] 6,516.57] 6,767.21| 7,017.85] 7,268.48| 7,519.12| 7,769.76| 8,020.40
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Biweekly Salaries for 10 Month Employees - July 2023 - June, 2024
Based on 216 Work Days

RANGE STEP 1 STEP 2 STEP 3 STEP 4 STEP S STEP 6 STEP 7 STEP 8 STEP 9 STEP 10 |STEP11 |Step12
12 1,778.553| 1,867.28| 1,936.00| 2,044.73| 2,133.46| 2,222.18| 2,310.91| 2,399.64| 2,488.37| 2,577.09| 2,665.82| 2,754.55
13 1,867.28] 1,960.63| 2,053.98| 2,147.33| 2,240.69| 2,334.04| 2,427.39| 2,520.74| 2,614.09| 2,707.45| 2,800.80] 2,884.15
14 1,960.63| 2,058.61| 2,156.39| 2,254.36| 2,352.54| 2,450.532| 2,548.50| 2,646.48| 2,744.46| 2,842.43| 2,940.41) 3,038.39
15 2,058.61| 2,161.42| 2,264.24| 2,367.06| 2,469.87| 2,572.69| 2,675.51| 2,778.32| 2,881.14| 2,983.96| 3,086.77| 3,189.59
16 2,161.42| 2,265.53| 2,377.64| 2,485.75| 2,593.85| 2,701.96| 2,810.07| 2,918.17| 3,026.28| 3,134.39] 3,242.50| 3,350.60
17 2,260.53]| 2,383.14| 2,496.75| 2,610.36| 2,723.96| 2,837.57| 2,951.18] 3,064.79| 3,178.39| 3,292.00] 3,405.61] 3,519.22
18 2,383.14| 2,502.25| 2,621.36| 2,740.47| 2,859.59| 2,978.70| 3,097.81| 3,216.92| 3,336.03| 3,455.14| 3,574.25| 3,693.37
13 2,502,235 2,627.32| 2,752.39| 2,877.46| 3,002.54| 3,127.61| 3,252.68| 3,377.75| 3,502.82| 3,627.89] 3,752.96| 3,878.04
20 2,627.32| 2,758.75| 2,B90.18| 3,021.61| 3,153.03| 3,284.46| 3,415.85| 3,547.32| 3,678.75| 3,810.17| 3,941.60| 4,073.03
21 2,758.75| 2,886.80| 3,034.85| 3,172.920| 3,310.95| 3,449.00| 3,587.05| 3,725.10| 3,863.15| 4,001.20] 4,139.25] 4,277.29
22 2,896.80| 3,041.67| 3,186.55| 3,331.42| 3,476.29| 3,621.16| 3,766.04| 3,910.91| 4,055.78| 4,200.66| 4,345.53| 4,490.40
23 3,041.67| 3,193.81| 3,345.95| 3,498.09| 3,650.23| 3,802.37| 3,954.51| 4,106.65| 4,258.79| 4,410.93| 4,563.07| 4,715.21
24 3,193.81| 3,353.44] 3,513.06| 3,672.68| 3,832.31| 3,991.93| 4,151.55| 4,311.18| 4,470.80| 4,630.43| 4,790.05| 4,949.67
25 3,353,44| 3,521.21| 3,688.98| 3,856.75| 4,024.52| 4,192.29] 4,360.06| 4,527.83| 4,695.61| 4,863.38| 5,031.15| 5,198.92
26 3,521.21| 3,697.34) 3,873.48| 4,049.62| 4,225.76| 4,401.89| 4,578.03| 4,754.17| 4,930.31| 5,106.44| 5,282.58| 5,458.72
27 3,697.34| 3,8B82.29| 4,067.23| 4,252.18| 4,437.12| 4,622.07| 4,807.01| 4,991.96| 5,176.90| 5,361.85| 5,546.79] 5,731.74
28 3,882.29| 4,076.48]| 4,270.68]| 4,464.87| 4,659.06| 4,853.25) 5,047.45| 5,241.64| 5,435.83| 5,630.02| 5,824.22| 6,018.41
29 4,076.48| 4,280.36| 4,484.23| 4,688.11| 4,891.99| 5,095.86| 5,299.74] 5,503.61| 5,707.49| 5,911.37| 6,115.24| 5,319.12
30 4,280.36| 4,494.37| 4,708.38| 4,922.39| 5,136.40| 5,350.41| 5,564.42| 5,775.43| 5,992.44| 6,206.45| 6,420.46| 6,634.47
31 4,494,37| 4,719.16| 4,943.96| 5,168.75| 5,393.55| 5,618.34| 5,843.14| 6,067.93| 6,292.73| 6,517.52| 6,742.32| 6,967.11
32 4,715.16| 4,955.19| 5,191.21| 5,427.24| 5,663.26| 5,899.29| 6,135.32| 6,371.34| 6,607.37| 6,843.39| 7,079.42| 7,315.44
33 4,955.19| 5,202.88| 5,450.57| 5,698.27| 53,945.96| 6,193.65| 6,441.34| 6,689.03| 6,936.73| 7,184.42| 7,432.11] 7,673.80
34 5,202.88| 5,463.12| 5723.36| 5,983.61| 6,243.85| 6,504.09| 6,764.33| 7,024.58| 7,284.82| 7,545.06| 7,805.30| 8,065.54
35 5,463.12| 5,736.28| 6,009.44| 6,282.58| 6,555.75| 6,828.91| 7,102.07| 7,375.22| 7,648.38| 7,921.54| 5,194.69| 8,467.85

Biweekly Salaries for 10 Month Employees - July 2024 - June, 2025
Based on 216 Work Days

RANGE STEP 1 STEP 2 STEP 3 STEP 4 STEP S STEP 6 STEP 7 STEP & STEP 9 STEP 10 |STEP11 |Step12
12 1,840.80| 1,932.63| 2,024.46| 2,116.30| 2,208.13| 2,299.96| 2,391.79| 2,483.63| 2,575.46| 2,667.29| 2,739.12] 2,850.95
13 1,932.63| 2,029.25| 2,125.87| 2,222.4%| 2,31%.11| 2,415.73| 2,512.35| 2,608.97| 2,705.59| 2,802.21| 2,898.83| 2,995.45
14 2,029.25| 2,130.66| 2,232.07| 2,333.47| 2,434.88| 2,536.29| 2,637.70| 2,739.10| 2,840.51| 2,941.92| 3,043.33] 3,144.73
15 2,130.66| 2,237.07| 2,343.49| 2,449.90| 2,556.32| 2,662.74| 2,769.15| 2,875.57| 2,981.98| 3,088.40| 3,194.81| 3,301.23
16 2,237.07| 2,348.97| 2,460.86| 2,572.73| 2,684.64| 2,796.53| 2,908.42| 3,020.31| 3,132.20| 3,244.09| 3,355.98| 3,467.87
17 2,348,97| 2,466.55| 2,584.13| 2,701.72| 2,819.30| 2,935.89| 3,054.47| 3,172.05| 3,289.64| 3,407.22| 3,524.81| 3,642.39
18 2,466.53| 2,589.83| 2,713.11| 2,836.39| 2,959.67| 3,082.95| 3,206.23| 3,329.51| 3,452.79| 3,576.07] 3,6899.35| 3,822.63
19 2,589,83| 2,719.28| 2,848.73| 2,978.18| 3,107.63| 3,237.07| 3.366.52| 3,495.97| 3,625.42| 3,754.87| 3,884.32| 4,013.77
20 2,719.28| 2,855.31| 2,991.33| 3,127.36| 3,263.39| 3,399.42| 3,535.45| 3,671.47| 3,807.50| 3,943.53| 4,079.56] 4,215.59
21 2,855.31| 2,998.19] 3,141.07| 3,283.95| 3,426.83| 3,569.71| 3,712.59]| 3,855.47| 3,998.36| 24,141.24| 4,284.12| 4,427.00
22 2,998.19| 3,148.13| 3,298.07| 3,448.02| 3,597.96| 3,747.90| 3,897.85| 4,047.79| 4,197.74| 4,347.68| 4,497.62| 4,647.57
23 3,148,13] 3,305.60| 3,463.06| 3,620.53| 3,777.92| 3,935.46| 4,092.92| 4,250.33| 4,407.85| 4,565.32| 4,722.78]| 4,880.24
24 3,305.60| 3,470.81| 3,636.02| 3,801L.23| 3,966.44| 4,131.65| 4,296.86| 4,462.07| 4,627.28| 4,792.49| 4,957.70] 53,122.91
25 3,470.81] 3,644.45| 3,818.09| 3,991.74| 4,165.38| 4,339.02| 4,512.67| 4,686.31| 4,859.95| 5,033.53| 5,207.24| 5,380.88
26 3,644,45| 3,826.75| 4,009.05| 4,191.36| 4,373.66| 4,555.95] 4,738.26| 4,520.56| 5,102.87| 5,285.17| 5,467.47| 5,649.77
27 3,826.75| 4,018.17| 4,209.59| 4,401.01| 4,592.42| 4,783.84| 4,975.26| 5,166.68| 5,358.10| 5,549.51| 5,740.93| 5,932.35
28 4,018.17] 4,219.16] 4,420.15| 4,621.14| 4,822.13| 5,023.12{ 5,224.11| 5425.10| 5,626.09| 5,827.08] 6,028.07| 6,229.05
29 4,219.16| 4,430.17| 4,641.18| 4,852.19| 5,063.21| 5,274.22| 5,485.23| 5,696.24| 5,907.25| 6,118.26| 6,329.28| 6,540.29
30 4,430.17| 4,651.67| 4,873.17| 5,094.67| 5,316.17| 5,537.67| 5,759.17| 5,980.67| 6,202.17| 6,423.67| 6,645.17| 6,866.67
31 4,651.67| 4,884.33| 5117.00| 5,349.66| 5,582.32| 5,814.98| 6,047.65| 6,280.31| 6,512.97| 6,745.63| 6,978.30] 7,210.96
32 4,884.33| 5,128.62| 5,372.91| 5,617.19| 5,861.48| 6,105.77| 6,350.05| 6,594.34| 6,838.62| 7,082.91] 7,327.20| 7,571.48
33 5,128.62| 5,384,98| 5641.34| 5,897.70| 6,154.07| 6,410.43| 6,666.79| 6,923.15| 7,179.51| 7,435.87| 7,692.23] 7,948.60
34 3,384.98| 5,654.33| 5,923.68| 6,193.03| 6,462.38| 6,731.73| 7,001.09| 7,270.44| 7,539.79| 7,8059.14| B,078.49| B,347.84
35 5,654,33| 5,937.05| 6,219.77| 6,502.43| 5,785.20| 7,067.92] 7.350.64| 7,633.36] 7,916.07| §198.79| 8,481.51] 8,764.23
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Biweekly Salaries for 10 Month Employees - July, 2025 - June, 2026
Based on 217 Work Days

RANGE STEP1 STEP 2 STEP 3 STEP 4 STEP S STEP 6 STEP 7 STEP 8 STEP 9 STEP 10 |STEP11 (Step12 [S5tep13
12 1,896.45( 1,991.06| 2,085.67| 2,180.27| 2,274.88| 2,369.49| 2,464.10| 2,558.71| 2,653.32| 2,747.92] 2,842.53| 2,937.14| 3,031.75
13 1,991.06| 2,090.60| 2,190.14| 2,289.68| 2,389.22| 2,488.76| 2,588.30| 2,687.84| 2,787.38| 2,886.92| 2,986.46] 3,086.00| 3,185.54
14 2,090.60( 2,195.07| 2,2599.54| 2,404.02| 2,508.49| 2,612.96| 2,717.43] 2,821.91| 2,926.38| 3,030.85] 3,135.33] 3,239.80| 3,344.27
15 2,195.07| 2,304.70| 2,414.33| 2,523.97| 2,633.60| 2,743.23| 2,852.86| 2,962.49| 3,072.13| 3,181.76| 3,291.39] 3,401.02| 3,510.66
16 2,304.70( 2,419.98| 2,535.25| 2,650.52| 2,765.80| 2,881.07| 2,996.34| 3,111.62| 3,226.85| 3,342.16] 3,457.44) 3,572.71| 3,687.98
17 2,419.98| 2,541.11| 2,662.25| 2,783.39| 2,904.53| 3,025.67| 3,146.81} 3,267.95| 3,389.09| 3,510.22] 3,631.36] 3,752.50| 3,873.64
18 2,541.11| 2,668.12| 2,795.13| 2,922.14| 3,049.14| 3,176.15| 3,303.16| 3,430.16| 3,557.17| 3,684.18| 3,811.19] 3,938.19| 4,065.20
19 2,668.12| 2,801.48| 2,934.85| 3,068.21| 3,201.57| 3,334.93| 3,468.29| 3,601.66| 3,735.02| 3,86B.38] 4,001.74] 4,135.10| 4,268.47
20 2,801.48| 2,941.62| 3,081.76| 3,221.90| 3,362.04| 3,502.18| 3,642.32| 3,782.46| 3,922.60( 4,062.74| 4,202.88| 4,343.02| 4,483.16
21 2,941.62| 3,088.82| 3,236.02| 3,383.23| 3,530.43| 3,677.63| 3,824.83| 3,972.03| 4,119.23| 4,266.43| 4,413.63| 4,560.83| 4,708.03
22 3,088.82| 3,243.30| 3,397.78| 3,552.25( 3,706.73| 3,861.21)| 4,015.68] 4,170.16| 4,324.63| 4,473.11] 4,633.59] 4,788.06| 4,942.54
23 3,243.30| 3,405.53| 3,567.75| 3,729.98| 3,892.20| 4,054.43| 4,216.65| 4,378.88| 4,541.10| 4,703.33| 4,865.55| 5,027.78| 5,190.00
24 3,405.53| 3,575.73| 3,745.94| 3,916.14| 4,086,35| 4,256.55| 4,426.75]| 4,596.96| 4,767.16| 4,937.37| 5,107.57| 5,277.78| 5,447.98
75 3,575.73| 3,754.62| 3,933.52| 4,112.41| 4,291.30| 4,470.19| 4,649.08| 4,827.98| 5,006.87| 5,185.76| 5,364.65| 5,543.55| 5,722.44
26 3,754.62| 3,942.44| 4,130.25| 4,318.06| 4,505.88| 4,693.69| 4,881.50| 5,069.31| 5,257.13| 5,444.94) 5,632.75| 5,820.57| 6,008.38
27 3,942.44| 4,139.64| 4,336.85| 4,534.05( 4,731.25| 4,928.46| 5,125.66| 5,322.87| 5,520.07| 5,717.28| 5,914.48| 6,111.69]| 6,308.89
28 4,139.64| 4,346.71| 4,553.77| 4,760.84| 4,967.20| 5,174.97| 5,382.03| 5,589.10| 5,796.16| 6,003.23] 6,210.30] ©,417.36| 6,624.43
29 4,346.71( 4,564.10| 4,781.49| 4,998.88| 5,216.27| 5,433.66| 5,651.05| 5,868.44| 6,085.83| 6,303.22| 6,520.61| 6,738.00| 6,955.39
30 4,564.10( 4,792.29| 5,020.49| 5,248.69| 5,476.88| 5,705.08| 5,933.27| 6,161.47| 6,389.67| 6,617.86] 6,846.06| 7,074.25| 7,302.45
31 4,792.29| 5,031.99| 5,271.68| 5,511.38| 5,751.08| 5,990.77| 6,230.47| 6,470.17| 6,709.86| 6,949.56| 7,189.25| 7,428.95| 7,668.65
32 5,031.99]| 5,283.66| 5,535.33| 5,787.00| 6,038.67| 6,290.35| 6,542.02| 6,793.6%| 7,045.36| 7,297.03] 7,548.70| 7,800.37| 8,052.04
33 5,283.66| 5,547.77| 5,811.88| 6,075.99( 6,340.11] 6,604.22| 6,868.33| 7,132.44| 7,396.55| 7,660.66) 7,924.77| 8,188.89| §,453.00
34 5,047.77| 5,825.26| 6,102.76| 6,380.25( 6,657.74| 6,935.24| 7,212.73]| 7,490.22| 7,767.72| 8,045.21) &,322,70| 8,600.20| 8,877.69
a5 5,825.26| 6,116.53| 6,407.79| 6,699.06| 5,990.32| 7,281.59| 7,572.85| 7,864.12| 8,155.38| 5,446.64| 8,737.91| 9,029.17| 9,320.44

Biweekly Salaries for 10 Month Employees - July, 2026 - June, 2027
Based on 217 Work Days

RANGE STEP1 STEP 2 STEP 3 STEP 4 STEP 5 STEP 6 STEP 7 STEP 8 STEP 9 STEP 10 |STEP11 (Step12 |[S5tep13
12 1,962.82| 2,060.74| 2,158.66| 2,256.58| 2,354.50| 2,452.42| 2,550.34| 2,648.26| 2,746.18| 2,844.10| 2,942.02| 3,039.34| 3,137.86
13 2,060.74| 2,163.77| 2,266.79| 2,369.82| 2,472.84| 2,575.86| 2,678.89| 2,781.91| 2,884.94| 2,987.96| 3,090.99]| 3,194.01| 32,297.03
14 2,163.77| 2,271.90| 2,380.03| 2,488.16| 2,596.29| 2,704.42| 2,812.55| 2,920.67| 3,028.80| 3,136.93| 3,245.06| 3,353.19| 3,461.32
15 2,271.90| 2,385.37| 2,498.84| 2,612.31| 2,725.77| 2,839.24| 2,952.71] 3,066.18| 3,179.65| 3,293.12] 3,406.59] 3,520.06| 3,633.53
16 2,385.37| 2,504.67| 2,623.98{ 2,743.29| 2,862.60| 2,981.91| 3,101.21] 3,220.52| 3,339.83| 3,459.14] 3,578.45] 3,697.75| 3,817.06
17 2,504.67| 2,630.05| 2,755.43| 2,880.81| 3,006.19| 3,131.57| 3,256.95| 3,382.32| 3,507.70| 3,633.08] 3,758.46] 3,883.84| 4,009.22
18 2,630.05( 2,761.51| 2,892.96| 3,024.41| 3,155.86| 3,287.32| 3,418.77| 3,550.22| 3,681.67| 3,813.12] 3,944.58| 4,076.03| 4,207.48
19 2,761.51| 2,899.54| 3,037.57| 3,175.60| 3,313.62| 3,451.65| 3,589.68| 3,727.71| 3,865.74| 4,003.77| 4,141.80] 4,279.83| 4,417.86
20 2,899.54| 3,044.58| 3,189.63| 3,334.67| 3,479.72| 3,624.76| 3,769.81| 3,914.85| 4,059.90| 4,204.94| 4,345.99| 4,495.03| 4£,640.08
21 3,044.58| 3,196.93| 3,349.29| 3,501.64| 3,653.99| 3,806.34| 3,958.70| 4,111.05| 4,263.40( 4,415.75| 4,568.11} 4,720.46| 4,872.81
22 3,196.93| 3,356.82| 3,516.70| 3,676.58| 3,836.46| 3,996.35| 4,156.23| 4,316.11| 4,476.00| 4,635.88| 4,795.76| 4,955.65| 5,115.53
23 3,356.82| 3,524.72| 3,692.62| 3,860.52| 4,028.43| 4,196.33| 4,364.23]| 4,532.14| 4,700.04| 4,867.94| 5,035.85| 5,203.75| 5,371.65
24 3,524,72| 3,700.88| 3,877.04| 4,053.21| 4,229.37| 4,405.53| 4,581.69| 4,757.85| 4,934.02| 5,110.18| 5,286.34| 5,462.50| 5,638.66
25 3,700.88| 3,886.03| 4,071.19| 4,256.34| 4,441.50| 4,626.65| 4,811.80| 4,996.96| 5,182.11| 5,367.26| 5,552.42| 5,737.57| 5,922.72
26 3,886.03| 4,080.42| 4,274.81| 4,469.19| 4,663.58| 4,857.97| 5,052.35| 5,246.74| 5,441.13| 5,635.51| 5,829.90| 6,024.29| 6,218.67
27 4,080.42| 4,284.53| 4,488.63| 4,692.74| 4,896.85| 5,100.96| 5,305.06| 5,509.17| 5,713.28| 5,917.38| 6,121.49| 6,325.60| 6,529.70
28 4,284.53| 4,498.84| 4,713.15| 4,927.47| 5,141.78| 5,356.09| 5,570.41] 5,784.72| 5,999.03| 6,213.34| 6,427.66| 6,641.97| 6,856.28
29 4,498.84| 4,723.84| 4,948.84| 5,173.84| 5,398.84| 5,623.84| 5,848.84| 6,073.84| 6,298.83| 6,523.83] 6,748.83| 6,973.83| 7,198.83
30 4,723.84| 4,960.02| 5,196.21| 5,432.39| 5,668.57| 5,904.76| 6,140.94} 6,377.12| 6,613.30| 6,849.49] 7,085.67| 7,321.85| 7,558.04
31 4,960.02| 5,208.11| 5,456.19| 5,704.28| 5,952.36| 6,200.45| 6,448.54| 6,696.62| 6,944.71| 7,192.79| 7,440.88| 7,688.96| 7,937.05
32 5,208.11| 5,468.59| 5,729.07| 5,989.55| 6,250.03| 6,510.51| 6,770.99| 7,031.47| 7,291.95| 7,552.43| 7,812.31| 8,073.39| 8,333.87
33 5,468.59| 5,741.94| 6,015.30| 6,288.65| 6,562.01| 6,835.36| 7,108.72]| 7,382.08| 7,655.43| 7,928.72] 8§,202.14| 8,475.50| 8,748.85
34 5,741.94| 6,029.15| 6,316.35| 6,603.56| 6,890.77| 7,177.97| 7.465.18| 7,752.38| §,039.59| 8,326.79| 8,614.00| 8,901.20| 9,188.41
35 6,029.15| 6,330.61| 6,632.07| 6,933.53| 7,234,98] 7,536.44| 7,837.90| 8,139.36| 3,440.82| 8,742.28] 9,043.74| 9,345.19| 9,646.65
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INDEX

Note: The article/appendix number is set forth in brackets; the page number follows. for example: Article XIII,
Section J on page 32 is designated [XIII.J] 32.

A.

A. Harry Moore School [I] 1; [Appendix III] 59; Professional Staff [XVI] 23; [XXIV] 37; [XXV] 38
Academic calendar [X.H] 13; [XII.A] 16
Academic freedom [Preamble] 1; [V] 3; [VII] 8; [XIV] 22
Academic regalia [ XI.K] 15
Academic year
alternative [Letter of Agreement X] 64
standard [XII.A] 16

Ad hoc committee (as a grievance remedy) [VILE.2] 8; [ XXXIII.C] (See Copyright) 46
Agency shop [VI.B] 4-6
Agreement (STATE-UNION)
copies of [XIII.B.2] 19; [XXXVII] 47
duration and termination [XLIII] 50
legislative action as prerequisite to
implementation [ XXXVIIL.B.1] 47
negotiations during the term of [XXXVIII.A] 47
negotiations for successor agreement [ XLII] 50
obligation of STATE to introduce enabling legislation [XXXVIIIL.B.2] 47
precedence over contrary college policies, practices or regulations [ XXXVIIIL.C] 47
precedence over letter of appointment contracts [XIII.L] 20
right to reopen negotiations if part of the Agreement is held to be illegal [XXXIX] 48
Alternate assignments within load (released time)
generally [XII.B.7] 18
outside-funded activities, in lieu of or in combination with compensation for [XX.D-E] 31
Alternative period for faculty workload [LOA X] 64
Anniversary dates [ XXII.B-E] 34-36
See also: Salary
Appeals — Copyright Ownership Rights Committee [XXXIII C. ] 46
Appointment of employees (See also: Reappointment)
copy of the Agreement, local employee handbook and salary schedule must be provided to new employees
[XIII.B.2-3] 19
duration of appointment [ XIII.G] 19
emergency (terminal) appointments [XIII.D] 19
grant-funded employees [XIII.M] 20
letters of appointment [XIII.L] 20
Appointment of employees (Continued)
conformity to the Agreement required [XIIL.L] 20
content of letter [XIII.B.1] 19
non-unit employees [XIII.J] 20
two-year and three-year initial appointments [XIII.G] 20
Arbitration (See also: Grievances; Time limits)
advisory arbitration
generally [VIL.D.2] 7
discharge or suspension of employee during term of one year contract [VIL.K] 9
appointment, promotion or non-reappointment grievances [VILE.1-2] 8
binding arbitration [VII.D.2] 7
burden of proof [VILLE.1] 8; [VIL.LE.3] 8
costs of arbitration [VIL.D.2] 7
merit awards [VII.D.2] 7; [VILE.3] 8
reclassification [Letter of Agreement VI] 63
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remedies
compensatory award [VIL.D.2] 7
overload credit (excess teaching preparations involving one-student-credit-hour courses) [ XII.B.2
(b)] 17
reconsideration [VILE.1-3] 8
withdrawal of notice of non-renewal (non-reappointments of employees on multi-year contracts)
[VILE.4] 8
role and authority of arbitrator [VI.D.2] 7; [VIL.E.1-2] 8
selection of arbitrators [VII.D.2] 7
timeliness issues [VIL.D.2] 7

Career development program [Appendix 1] 54-59
funding [XXLE] 32
priority consideration for involuntarily reassigned employees [XV.B.5] 22
professional staff [Appendix II] 54-59
Career opportunities/structural promotions for professional staff [XVLE]
24
Change in Status, Librarians [XVII F] 27
Child care leave (without pay) [XXVILE] 41
Compensation (other than base salary)
courses taught in May or June [XI.L] 15
duties performed prior to the beginning of classes [XI[.A.2(b)] 16
outside-funded activities [XX] 30
overload [XII.B.3] 17
part-time professional staff and librarians teaching overload
[XLN] 16
proportional compensation for part-time employees [ XXI.F] 32
summer session [X1.C.6] 14
Compensatory time for religious observances [XXIV.B.4(f)] 38
Consultation with the department
procedure for appointing non-unit employees [XIII.J] 20
procedure for promoting non-unit employees [XIV.C] 21
procedures and criteria for selection of chairperson [XVIII.A] 28
reassignment [XV.B.1] 22
retrenched faculty members [XLI.A.5] 48
Consultation with the UNION
academic calendar [X.H] 13; [XIL.A.2] 16
administration of the Agreement
college level [IV.B-D] 3
STATE level [IV.A, C-D] 3
fiscal emergency [XLI.A.6] 49
new or changed policy or practice regarding non-classroom instructional assignments [XII.B.5(a)] 18
non-teaching duties within load (released time) [XII.B.7] 18
personal development leave for professional staff, criteria for reviewing proposals [XVI.K] 25
reappointment process for employees reinstated after a fiscal non- reappointment [XLI.B.3] 50
retrenchment [XLI.A.4] 48
COPE (political checkoff) [VI.C] 6
Copyright [ XXXIII] 45

Definition of terms [[.B] 2
Definition of
average weekly class hours [XII.B.4(b)] 17
College/University [[.B.3] 2
employee [[.B.1] 2
faculty [1.B.2] 2
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grievance[VIL.B] 6
Local UNION [1.B.4] 2
multi-year contract [1.B.5] 2
immediate supervisor [Appendix I, Article I.D] 53
student credit hours [XIL.B.4(a)] 17
teaching credit hours [XI1.B.4(c)] 17
Demand and return system (agency fee) [VI.B.4] 5
Department chairpersons
election of [ XVIIL.A] 28
job description [ XVIII. E] 28
non-tenured [XII1.G] 20
Discharge of employees on one year contracts [VIL.K] 9
Discipline [VIL.K] 9
Discrimination prohibited [I1] 2
Distance learning (Online Courses) [XXXIV] 47
Donated Leave Program [XXIV.E] 38
Dues deductions [VI] 3-6

E.
Educational leave without pay—increments [ XXII.E.5(b)] 36
F.

Faculty responsibilities (See also: Overload)
generally [XII] 16-18
alternative period of faculty workload [Letter of Agreement X] 64
basic load [XII.B.1] 16
definitions
average weekly class hours [XII.B.4(b)] 17
student credit hours [XIL.B.4(a)] 17
teaching credit hours [XII.B.4(c)] 17
duties involving non-classroom instruction or classroom
instruction without college credit [XIIB.5] 17
maximum teaching credit hours in load [XII.B.1] 16
maximum number of course preparations [XII.B.2] 16
non-teaching duties within load (released time) [XII.B.7] 18
one-student-credit-hour course and activities [XI[.B.2.b] 17
other responsibilities [XII.C] 18
student teaching assignments [XII.B.6] 18
thirty-two weeks of instruction [XII.A] 16
UNION’s right to consultation and/or negotiation where there is no current practice or policy, or the college
intends to change its practice or policy [XII.B.5(a-b)] 18
work year (period of payment) [XII.A] 16
Fiscal crisis [XLI.A.6] 49
Food service [XI.G] 15

G.

Graduation/convocations; academic regalia [XI.K] 15
Grant-funded employees, notice of termination [XIII.M] 20
Grants (outside funded activities) [XX] 30
Grievances (See also: Arbitration & time limits)

appeals to arbitration (step two) [VIL.D.2] 7

deadlines (See: Time limits and timeliness)

defined [VIL.B] 6

filing at step one [VIL.D.1] 7

group grievances [VIL.F.2-4] 8

informal discussion of a formal grievance [VIL.D.1] 7
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informal procedure [VIL.C] 6-7

non-renewal of employee on multi-year contracts [VIL.E.3] 8
non-reappointment of part-time employees [VIL.J] 9
obligation to appeal within prescribed time limits [VIL.F.8] 9
out-of-title work, grievability of disputes about [XVI.C.2] 23
personnel files, placement in, of grievance records [VILI] 9
reprisals prohibited [VII.H] 9

retroactivity in adjustment of grievance [VIL.F.6] 9

step one hearing [VIL.D.1] 7

step two (arbitration) hearing [VIL.D.2] 7

tenure issues, non-grievability of [VII.K.4] 9

Health benefits
generally [XIX] 29-30; [Letters of Agreement I[V] 61-63
copay [XIX B.1] 29
dental program [XIX.C] 30
eye care program [XIX.D] 30
Medicare Part B reimbursement [XIX.A.3] 29; [Letter of Agreement IV.A] 61
prescription drug program, generally [XIX.B] 29-30
retirees [Letter of Agreement IV] 61-63
Section 125 premium conversion option [XIX.B.7] 30
Holidays
generally [XXV] 38-39 alternate day off if required to work [XXV.A.1] 38
I.

Identification cards [XI.F] 15
Indemnification — employee [ XXXI] 44
Information exchange [VIII] 10-11
addresses of unit members to UNION [VIIL.C] 10
agendas of college board of trustees' meetings and written materials referred to in agenda items [IX.A.1] 11
board members, college, names and addresses of [VIII.B] 10
college policies, rules, regulations [VIILE] 11
e-mail address [VIII. C] 10
employees, register of current [VIIL.C] 10
employees, unique ID number [VIL.C] 10
format of computerized lists [VIIL.C] 10
job descriptions, to UNION [VIII.C] 10-11
local UNION officers, list of, to the college [VIII.A] 10
minutes of college board of trustees meetings [[X.A.2] 11
new employees' names, addresses and telephone numbers
[XIII.B.2] 19
pension plan [VIII C] 10
relevant and necessary
to negotiating subsequent agreements [VIII.D] 11
to processing grievances [VIL.A] 6
salaries of employees, to UNION [VIII.C] 10, [XXI H.4.c] 33
specialist titles [LOA VII] 63
UNION constitution and bylaws, to the OER [VIIL.A] 10
UNION officers, list of, to the OER [VIIL.A] 10
Information to next of kin [XXXVI] 47
Institutional goals and programmatic needs, specification of [Letter of Agreement II] 61; [Appendix II, Preamble] 54
Intellectual property (See Copyright) [ XXXIII] 45-46
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Job descriptions [XVIL.H] 25
department chairperson [XVIII. E] 28
information to UNION [VIII.C] 10
June courses, compensation for [XI.L] 15
Jury duty [XXVLF] 42

Layoffs (See: Retrenchment)
grant-funded employees [XII.M] 20
Leaves of absence
generally [XXVI] 39-41
career development, for professional staff employees [XVI.K] 25
child care [XXVI.E] 41
donated [ XXIV.E] 38
emergency civilian duty [XXVI.C] 41
maternity [XXVI.D] 41
military service [XXVI.B] 40-41
increments [ XXIL.E.1] 36
without pay [XXVI.A] 39-40
benefits during [XXVI.A.3] 40
increments, eligibility for [XXII..E] 36
probationary and part-time employees [XXVI.A.2] 39-40
tenured employees or employees on multi-year contracts
[XXVI.A.1]39
UNION work, leave for [XXVI.A.5] 40
witness, special leave to appear as [XXVI.G] 41
Letters of agreement 60-65
Liability Claims Indemnification [ XXXI] 44
Librarians [XVII] 26-28
appointment of [XVIL.A] 26
assistant directors, reappointment procedures [Letter of Agreement I11] 61
changes from 12-month to 10-month employment [XVIIL.F] 27-28
concurrent academic rank [XVIL.C] 26-27
library personnel committee
composition of [XVIL.D.1] 27
role in promotion process [XVIIB.2 & 5] 26;
[XVIL.D.2] 27
role in the reappointment process [XVIL.D.2] 27
part-time librarians
eligibility to teach courses [XI.N] 16; [XVILI] 28
holidays [XXV.C] 40
not covered by promotion procedure [XVIL.B.1] 26
reassignment of [XV.B.2] 22
participation in UNION activities, professional improvement programs, work-related meetings and
conferences [ XVII.H] 28
promotion of [XVIL.B] 26
range adjustment program [XVII.C] 26-27
reappointment of [XVIL.D] 27
reassignment of [XV.B.2] 22
split work periods [ XVII.G] 28
staff meetings [XVIL.E] 27
teaching courses [XVILI] 28
Library collections [XL.I] 15
Local resolution of issues [ XXXV] 47
faculty responsibilities [XII] 16
non-classroom instructional assignments, compensation for [XII.B.5]17-18
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parking [XI.J] 15

part-time employees, reappointment procedures & notice requirements [XII1.J] 20
period of payment (academic calendar) [XII.A.2(a)] 16

posting of local agreements [X.C.2] 12

promotional procedure, deadline dates [XIV.I] 22

reappointment notice requirements [XIII.N] 21

supervision of student teaching, compensation for [XII.B.6] 18

M.

Management rights [ XL] 48
Maternity leave [XXVI.D] 41
Meals, reimbursement for travel [XXIII] 37
Meetings, faculty & other employee, scheduling of [XI.A] 14
Military leave without pay [XXVI.B] 41
increments [ XXIL.E.5(a)] 36

N.

Negotiations (See: Local resolution of issues; Agreement) [XXXV] 47
New rules or modifications of existing rules [ XXXVIIL.A] 47
Non-discrimination [I1] 2
Non-reappointments (See: Reappointments) [XIII 19-21]
Non-reappointments, fiscal

priority consideration for reinstatement [ XLI.B] 49

terms of reinstatement [ XLI.B.3-4] 50

0.

Observers (See: UNION rights)[X] 12-13
Online Courses [XXXIV] 46-47
Outside funded activities (grants) [XX] 30
Overload
compensation rate [XI1.B.3] 17
full-time librarians [XVILI] 28
full-time professional staff [ XVI.J] 25
inequitable treatment [XI.D] 15
maximum allowed for part-time faculty [XI.L,N] 15-16
notice of available courses [XI.D] 15
part-time faculty, proportional compensation instead of overload for
[XXI.F] 32
part-time librarians [XI.N] 16; [ XVILI] 28
part-time professional staff [XI.N] 16; [XVLJ] 25
voluntary nature of [XII.B.1] 16
Ownership of Copyright [XXXIII] 45

Parking privileges [XI.J] 15
Part-time employees (See also: Librarians, part time; Professional staff, part-time) appointment and reappointment
procedures [XIIL.J] 20
career development program, ineligibility for [Appendix II] 55
compensation [XXI.F] 32
grant-supported (not in unit) [XIII.M] 20
grievability of non-reappointments [VIL.J] 9
holidays [XXV.C] 39
leaves of absence without pay [XXVI.A.2] 39
promotion procedure (not covered by) [XIV.J] 22
sick leave [XXIV.C] 38
teaching load
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minimum, for faculty [XII.B.1] 16
maximum, for professional staff & librarians [XI.N] 16
tuition waiver program,
[Appendix IV] 60
vacation leave [ XXIV.B.3] 37
Past practices, changes in [XXXVIII.A] 47
faculty responsibilities [XII.C] 18
Payroll
paychecks [XXII.F.2] 36
pay periods [XXIL.F.1] 36
Payroll deductions
agency fee [VI.B] 4-5
political contributions [VI.C] 6
UNION dues [VI.A] 3
Payroll errors, retroactive correction of [VIL.F.6] 9
Pension [LOA XI] 64
Personnel files
generally [XXIX] 43
grievance records, placement in [VILI] 9
job descriptions, placement in [ XVI.H] 25
Preamble 1
Privacy of mail, offices and personal belongings [XI.M] 15-16
Professional staff employees
generally [XVI] 23-25
[Appendix II] 54-59
career opportunities/structural promotions [ XVI.E] 24-25
change from 12-month to 10-month employment [XVI.L] 25
change of existing title [XVI.A.2] 23
job description, right to [XVI.H] 25
leaves, professional development [XVI.K] 25
multi-year contracts [Appendix I] 52-54
eligibility [Appendix I, Article I.A] 52
evaluation process [Appendix I, Article I.B-F] 52-54
grievance deadline [Appendix I, Article LE] 53
length of [Appendix I, Article I.A] 52
non-reappointment, grievability of [VILE.1] 8
reasons for non-reappointment [XIII.H] 20
retrenchment, notice of [XLI.A.3] 48

structural promotions [Appendix I, Article 1.G] 54; [XVLE] 24

new titles [XVI.A.2] 23

out-of-title work [XVI.C] 23

part-time professional staff
holidays [XXV.C] 39

teaching courses on overload basis [XI.N] 16; [XVLJ] 25
performance improvement plan (PIP) [VIL.E.3] 8 [Appendix I, Article [.B.] 52
professional leave [ XVI.K] 25
procedures for career opportunities/structural promotions, reclassifications and job re-evaluations,
availability of rules and regulations governing [XVLI] 25
promotions
performance-based [XVI.D] 24, [LOA VI] 63
procedures [XVI.D] 24
reasons for denial of promotion [XVI.D] 24
structural; see career opportunities [XVIL.E] 24-25
reassignment [XVI.C] 23; [XV.B] 22
reclassification [ XVIL.F] 25
90-day time limit on procedures [XVI.F.2] 25; [Letter of Agreement V] 63
schedules, flexible [XVI B.3] 23
split shifts prohibited [ XVI.B.1] 23
staff meetings [XVI.G] 25
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teaching courses on overload basis [XVI1.J] 25
temporary appointments [XII D] 19
title re-evaluation [XXII.C.2 & 4] 36

Professional staff employees (Continued)

UNION activities, professional improvement programs and work-related meetings and conferences,
participation in [XVI.B.2] 23

Promotions

Generally [XIV] 21-22
application for [XIV.B] 21
criteria provided in writing to affected employees [XIV.C] 21
deadlines
final recommendation to president [XIV.E] 21
final recommendation to president, notice to candidate [XIV.F] 21
notice to candidate of president's recommendation and decision of the board of trustees [ XIV.H]
22
reporting violations of procedure by promotions committee to college president [VIIL.F.5] 8-9
eligibility for [XIV.A] 21
grievance records, placement in promotion file [VILI] 9
grievances relating to
generally [VILE.1] 8
right to grieve after president receives final recommendation and before president makes decision
[XIV.G] 21
librarians [XVIL.B] 26
non-unit employees, college's right to promote [XIV.C] 21
number of promotions [XIV.D] 21
procedures
career opportunities/structural promotions [ XVIL.E] 24-25
fair and equitable application of [XIV.C] 21; [XVI.M] 25
performance-based [XVI.D] 24
provided in writing to faculty members [XIV.C] 21
part-time employees, not applicable to [XIV.J] 22
reclassification [ XVLF] 25
right to respond to recommendations prior to consideration at the next level [ XXIX.G.1] 44
professional staff
career opportunities/structural promotions [ XVI.E] 24-25
performance-based promotions [XVI.D] 24
on multi-year contracts [Appendix I, Article 1.G] 54
reclassification [ XVL.F] 25
promotions committee [XIV.D] 21
number of promotions [XIV.D] 21
reasons for rejecting the committee's recommendations, report by president to [XIV.D] 21

R.

Reappointment

Generally [XIII] 18-21
criteria provided to affected employees in writing [XIII.J] 20
deadlines
notice of final recommendation to president [XIII.K] 20
notice of reappointment or non-reappointment full-time faculty [XIII.C] 19
other full-time employees [XIIL.LE] 19
violations of procedure by reappointment committee, report to the president [VIL.F.5] 8-9
fiscal non-reappointments [ XLI.B] 49
grant-funded employees [XII.M] 20
grievability [VILE] 8
letters of reappointment
conformity to the Agreement [XII1.L] 20
content [XIIL.B.1] 18
duration of appointment [XIII.G] 19
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non-unit employees, colleges’ right to reappoint [XIIL.J] 20
placement of grievance records in personnel file [VILI] 9
procedures
employees on leaves of absence without pay [XXVI.A.2] 39
fair and equitable application of [XIIL.J] 20
multi-year contract employees [Appendix I, Article .B-F] 52-54
right to respond to recommendations prior to consideration at the next level [XXIX.G.1] 43
reasons for non-reappointment provided in writing
employees on annual contracts [XII1.I] 20
employees on multi-year contracts [XIII.H] 20
Reassignments [XV.B] 22
Reclassification (of professional staff) [XVI.F] 25, appeal of disputes [LOA V] 63
Reconsideration (as a grievance remedy) [VILE.1-2] 8
Reinstatement after fiscal non-reappointment [XLI.B] 49-50
Released time (See: Alternate assignments within load)
Religious observances [ XXIV.B.4.f] 38
Representation fee (agency shop) [VI.B] 4-6
Reprisals for participating in grievance procedure prohibited [VII.H] 9
Retirement
generally [XV.C] 22-23
health benefits in [Letter of Agreement IV] 61-64
last payment by college into retirement program [XXII.F.3] 36
Retraining
generally [Letter of Agreement II] 61
retrenched employees [ XLI.A.5] 48-50
Retrenchment
generally [XLI] 48-50
consultation with UNION [XLI.A.4] 48; consultation w/ department [XLI.A.5] 48
layoff units [ XLI.A.8-9] 49
notice requirements
financial reasons [XLI.A.1] 48
programmatic reasons [XLI.A.2] 48
employees on multi-year contracts [XLI.A.3] 48
re-employment list [XLI.A.10-11] 49
retraining, priority consideration for [XLI.A.5] 49
salary after re-employment [ XLI.A.12] 49
Royalties and Licenses [XXXIII.B] 46

S.

Sabbaticals (See also: Leaves, career development, for professional staff employees)
generally [XXVII] 41-42
eligibility, application and approval [XXVIL.A] 41
obligation to return [XXVIIL.B.6] 42
terms of leave [ XXVIIL.B.1-7] 42
Safety and health
safety committee [XXX] 44
Salary
generally [XXI] 31-33; [XXII] 34-37
adjustments
demotion or appointment to a title with a lower salary range [XXII.C.3] 35
moving between 10-month and 12-month positions [XXII.D] 35-36
reevaluation of a title to a higher salary range [XXII.C.2] 35
reevaluation of a title to a lower salary range [XXII.C.4] 35
increases
across-the-board [ XXI.A-B] 31
implementation of [XXI.C] 31
promotional [XIV.A] 21; [XXII.C.1] 34-35
to match offers of employment [XX1.G.4.a-c.] 33
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increments, payment of
anniversary dates [ XXII.B-E] 34-36
during the term of the agreement [XXI.D] 31-32
non-pay status [XXII.E] 36
sabbaticals [XXVII.B.4] 42
new employees’ salaries, X range [XXI.G.2] 33
part-time employees [XXIL.F.] 32
proper title and range [ XXII.A.2] 34
range adjustment program (faculty) [XXI.G.5] 33
range adjustment program (librarians) [XVII.C] 7
ranges and titles [ XXII.A.2] 34
ranges, multiple and “X” for faculty titles [XXI.G] 32-33
schedules (salary tables)
annual [Appendix V] 66-69
12 month biweekly [Appendix V] 70-71
10 month biweekly [Appendix V] 72-73
“X” range faculty
definition [ XXI.G.1] 32
information to Union [XXI.G.2] 32-3, [ XXI G.4.c] 33
limitation of percentage of “X’ range faculty [XXI.G.2] 33
not eligible for increments [ XXI.G.3] 33
promotions of [XXI1.G.4] 33
Salaries, information to UNION [VIII.C] 10
Scheduling of meetings [XI.A] 14
Sick leave [XXIV.C] 38
special part-time [ XXIV.D] 39
Summer session
generally [XI.C] 14-15
compensation [XI.C.6] 14
June courses [XI.L] 15
priority consideration [XI.C.1] 14
Supplemental Compensation on Retirement (S.C.O.R.)[XXXII] 44
Suspension of employees on one year contracts, grievability of [VIL.K.1] 9

T.

Textbooks/teaching materials [XI1.B] 14
Two & three-year appointments [ XII1.B.4. G] 19, 20
evaluation during the term of [XIII.B.4.] 19
Time limits and timeliness
grievances, filing
generally (45 days) [VIL.F] 8-9
group grievances [VIL.F.2] 8
promotion procedures, after president receives committee
recommendation but before president makes decision [XIV.G] 21-22
reappointment of employees on multi-year contracts [Appendix I, Article I.LE] 53
grievances, processing
step one hearing; completing hearing; issuance of a step one decision [VIL.D.1] 7
Time limits and timeliness — grievance filing
appealing a step one decision to arbitration [VII.D.2] 7-8
information requests, employer response to grievance matters [VII.A] 6

not waived by informal discussion [VIL.C] 6-7
reclassification procedures for professional staff employees (decision within 90 days) XVI.F.2] 25; [Letter
of Agreement V] 64
reporting violations of procedure by any promotion or retention committee (21days) [VIL.F.5] 8-9
Travel expenses [ XXIII] 37
Tuition reimbursement program [XXVIII] 42
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career development program [Appendix II, Article VIII.A] 58
funding [XXIL.E.3] 32, [XXVIIIL.C] 42
priority for retrenched tenured faculty [XLI.A.5] 48
rates of reimbursement [ XXVIII.A] 42
Tuition waiver program [Appendix IV] 60
Tuition Waiver for Dependent Children, Spouses and Parties to a Civil Union [Letter of Agreement IX] 63-64

U.

UNION rights [X] 12-13 (See also: Information)
budget hearings of boards of trustees, observers [[X.B] 11
bulletin boards [X.B] 12
college-wide committees, observers [IX.D] 11
employees not required to make up time missed [X.F] 12
interoffice mail [X.C.1] 12
local agreements [X.C.2] 12
merit award committee, representation on[XXI.G] 32
new titles, changes in existing titles and related job specifications, notice of [XVI.A.2] 23
out-of-tile work assignments, notice of [XVI.C.3] 23
participation of UNION representatives and employees in grievance procedure, negotiations, labor relations
conferences, meetings and other UNION activities [VII.A.3] 6; [X.F] 12; [XVI.B.2] 23; [XVIL.H]
28
primary responsibility of UNION officers [X.G.4] 13
priority in scheduling for UNION representatives [X.G.1] 12-13
private office for local UNION president [X.E] 12
reduced work load for UNION officers [X.G.2-3] 13
space, and facilities and equipment [X.D] 12
speaking at public sessions of local boards of trustees [IX.C] 11
transacting official business on college campuses [X.A] 12
Unit, composition of and exclusions from [[.A] 1-2

V.

Vacancies

notice of [ XL.E.1] 15

notice to unsuccessful candidates [XI.E.2] 15

professional staff, career opportunities/structural promotions [XVIL.E.2] 24-25
Vacation leave [XXIV.B] 37

approval required for use of [XXIV.B.4(e)] 38

carry over to next calendar year [XXIV.B.4(b)] 37

cash payout upon termination or death [XXIV.B.4(c) & (d)] 37

religious observances [XXIV.B.4(f)] 38

ten-month employees [ XXIV.B.2] 37

twelve-month employees [ XXIV.B.1] 37

W.

Work surroundings, committee on [Letter of Agreement I] 60
Workers’ compensation [XXII.E.5(c)] 36
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