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AGREEMENT

Between

Health Professionals and Allied Employees
AFT/AFL-CIO

and

Rutgers University

UCHC Medical Services Division
Registered Nurses

October 1,2014 through June 30, 2018



PRBAMBLE

This Agreement is effective October 1,2074, and is made between the Rutgers, The State University

of New Jersey (hereinafter called "University") and the Health Professionals and Allied Employees,

AFT, AFL ICIO,1 10 Kinderkamack Road, Emerson, New Jelsey,07630 (hereinafter called the

"Union").

The parlies recognize that it is the responsibility of the University to provide high quality educational

programs, to encourage the development of new knowledge through research, and to provide patient care

services to the larger community. This Agreement is intended to contribute to the fulfilhnent of those

responsibilities. The parties recognize and declare that it is their mutual goal to maintain a harmonious

relationship in determining terms and conditions of employment. To this end they mutually enter into this

Agreement which sets forth the employment relationship between the University and the employees

subject to this Agreement under applicable State and Federal law.

1. AGREEMENT SCOPE

This Agreement covers all non-supervisory, regular full and part-time University employees who are

employed to function as registered nurses and have satisfactorily completed their initial probationary

period, and regularly employed per diem staff nurses employed by the University for at least one year

(herein called "employee") in the UCHC Medical and Mental Health Services Division units at New
Jersey Department of Corrections facilities and Juvenile Justice Commission.

2. TJNION STATUS

2.01 Recognition:

The University recognizes the Union as the exclusive collective bargaining representative of every

employee covered by this Agreement.

At the time a new employee subject to this Agreement is hired, the University will deliver to said

employee a mutually agreed upon written notice provided by the Union which includes a list of Union
Representatives (which Representatives are defined as employees under this Agreement who are

authorized by the Union to represent it).

As part of the general orientation of all new employees, a representative designatecl by the Union will be

provicled time set aside by the University, at least fìfteen (15) minutes, to speak with all new employees

during their first month of employment.

2.02 Union Dues:

The University agrees to deduct from the regular paycheck of employees included in the bargaining unit,

dues for the Union, provided that the employee authorizes such deduction in writing in proper form to the

local Human Resources Office.

The University shall make Union dues deductions from a new employee in the pay period next following
the ninety (90) days after the employee's date of hire.

Union dues deductions fiom any employee in the bargaining unit shall be limited to the Union, the duly
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cerlified majority representative. The movement of an employee frorn one title to another title in HPAE,
from one status to another status and/or from one bargaining unit to another bargaining unit in HPAE
will not affect or interrupt dues deduction, unless the new title or bargaining unit is not represented by

HPAE. No additional initiation fee will be collected witli these situations.

For the pulpose of calculating dues deductions, reimbursement for tuition shall not be included as part of
the gross salary of an employee.

The University shall make every effort to immediately cease deduction of HPAE dues when an

employee transfers out of the bargaining unit.

In the event the University deducts more dues than they should from a staff member, the University
will reimburse the individual and then deduct that amount from the next dues check to the Union. In
the event the University deducts fewer dues than they sliould, the University will correct the error in
the next cycle and make the Union whole in the next dues check.

2.03 Transmission of Dues:

Dues or agency fees and initiation fees so deducted by the University shall, within ten (10) days of the

date of deduction, be transmitted to the designated officer of the Union together with a list of
employees including: Last Name, First Name, Social Security Number, Employee Identification
Number, Status (FT, PT, Per Diem), Actual Hours Worked, Base Rate, HPAE Dues deducted,

Initiation Fee, COPE deduction, Agency Fee or Member Status. The University shall also provide

Gross Pay (applicable gross used to calculate dues) when operationally feasible. Once dues are

transmitted to the Union, their disposition shall be the sole and exclusive responsibility of the Union.
The Secretary of the Union shall certify to the University the amount of Union dues and shall notify
the University of any changes in dues structure forty-five (45) days in advance of the requested date of
such change. This information shall be available on-line for access by designated Union Officers. On-

line access will allow for information to be downloaded in Excel format.

2.04 Agency Fee

All eligible nonmember employees in the unit will be required to pay to the Union a representation fee in

lieu of dues for services rendered by the Union. Nothing herein shall be deemed to require any employee

to become a member of the Union.

Prior to the effective date of this Agreement and prior to each succeeding contract year, the Union will
notifo the University, in writing, of the amount of regular membership dues, initiation fees and

assessments charged by the Union to its own members for that contract year. Any changes in the

representation fee structure during the contract year shall be in accordance with the procedure set out in
Section 2.03 above. In no event shall the representation fee exceed eighty-five (85%) percent of the

payments of regular members.

After verification by the University that an employee must pay the representation fee, the University will
deduct the fee for all eligible employees in accordance with this Section. The mechanics of the deduction

of representation fees and the transmission of such fees to the Union will be the same as those used for the

deduction and transmission of regular membership dues to the Union.

The University shall deduct the representation fee as soon as possible aftel the tenth day following reentry

into the unit for employees who previously served in a position identified as excluded, for individuals

recalled from layoff, for employees returning from leave without pay, and for previous employee
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members who become eligible for the representation fee because of nonuember status

The University shall deduct the representation fee fi'om a new employee in the pay period following the

ninety (90) days after employee's date of hire.

The representation fee in lieu of dues shall only be available to the Union if the procedures set out

hereafter are maintained by the Union. The burden of proof undel'this system is solely on the Union.

The Union shall return any part of the representation fee paid by the employee which represents the

employee's additional pro rata share of expenditures by the Union that is either in aid of activities or
causes of a partisan political or ideological nature only incidentally related to the tetms and conditions of
employment, or applied toward the cost of any other benefìts available only to members of the majority
representative.

In the event the University deducts more agency fee than it should fiom a staff member, the University
will reimburse the individual and then deduct that amount from the next dues check to the Union. In
the eventthe University deducts less of an agency fee than it should, the University will correctthe
eror in the next cycle and make the Union whole in the next dues check.

The employee shall be entitled to a review of the amount of the representation fee by requesting the Unton

to substantiate the amount charged for the representation fee. This review shall be accorded in
conformance with the intemal steps and procedures established by the Union.

The Union shall submit a copy of the Union review system to the University's Labor/Employee Relations

section of the Office of Human Resources. The deduction of the representation fee shall be available only
if the Union establishes and maintains this review system. If the employee is dissatisfied with the Union's

decision, he/she may appeal to the three (3) member board established by the Governor.

The Union hereby agrees that it will indemnify and hold the University harmless from any claims, actions

or proceedings brought by any employee in the bargaining unit which arises from deductions made by the

University in accordance with this article. The University shall not be liable to the Union for any

retroactive or past due representation fee or dues for an employee who was identified by the University as

excluded or confidential or in good faith was mistakenly or inadvertently omitted from the deduction of
dues or the representation fee.

It is understood that the implementation of the agency fee program is predicated on the demonstration by

the Union that more than fifty (50%) percent of the eligible employees in the bargaining unit are dues

paying members of the Union.

If at the signing of this Agreement the above percentage has not been achieved, the agency fee plan will
be continued through pay period twenty-six (26) of the calendar year, after which it shall be discontinued

unless the minimum has been achieved prior to that occurrence. Thereafter, if the minimum percentage is

exceeded on any quarterly date; i.e., January 1, April 1, .Tuly 1 or October l, the agency fee plan shall be

reinstated, with proper notice from the Union to affected employees.

In each year of the Agreement on July 1, an assessment shall be made to determine if the minimum
percentage has been exceeded. If it has, the agency fee shall continue untilthe following annual

assessment. If it has not, the agency fee will be discontinued and eligibility for reinstatement shall be on a

quarlerly basis as provided above.

Provisions in this clause are further conditioned upon other requirements set by statute.
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For the pulpose of calculating representation fee deductions, reimbursement lor tuition shall not be

included as part of the gross salaty of an employee.

The University shall make every effon to ilnmediately cease deduction of HPAE dues when an

employee transfers out of the bargaining unit.

2.05 UnionRepresentation:

The Union shall fuinish the Director of Labor Relations in the Office of Human Resources or other

designee of the University a list of all official Union representatives, specifying their authority and

showing the name, title or office for each and the unit(s) and shifts for which they function. The Union

shall notify the University of any changes in the list and keep it curent.

The University will furnish the names and titles of supervisors or managers who have the Authority from

the University to be considered either the immediate supervisor of any bargaining unit employee for oral

or written complaint, written grievance purposes, annual evaluation or who are otherwise empowered by

the University to interpret or apply the terms and provisions of Agreement on behalf of the University.

Both parties agree to recognize and deal with only properly authorized and empowered University or

Union representatives who are officially made responsible by the pafties'written compliance with the

Section.

It is agreed that the Union will appoint or elect one representative per-UCHC worksite, and up to five (5)

officers who will be recognized by the University in their defined authority to act for the Union. The

names of these representatives and officers will be provided to the Office of Human Resources and

updated within thirty (30) days of any change.

The University agrees that during working hours, on its premises and without loss of regulat pay, or when

otherwise agreed upon, Union representatives previously designated and authorized to represent the Union

and recognizedby the University shall be allowed
to:

a) Represent employees in the unit.

b) Investigate a grievance, providing such investigation time will be limited to a maximum of
one (1) hour and fuither provided there is no intemuption of work activities. In emergency

situations, these time limitations rnay be extended if approved by the Office of Human

Resources or the Supervisor/Manager on duty should the Office of Human Resources be

closed.

c) Post Union notices.

Attend negotiating meetings (the number of representatives to be agreed upon between the

Union and the University) if designated as a member of the negotiating team and sclieduled

to attend by the Union.

e) Attend scheduled meetings with the University.

The authorized Union representative shall provide reasonable notification to his/her supervisor whenever

(s)he requests permission to transact such Union business. Permission will not be unreasonably witliheld.

it is further understood that the supervisor has the right to seek rescheduling of appointrnents when the
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work situation warrants this.

2.06 Union Bulletin Boards, Mail and E-Mail:

In UCHC facilities, so long as pennitted by the Department of Corrections or the Juvenile Justice
Commission, the Union will be perrnitted to post union notices on bulletin boards in the medication
and/or nursing office.

As a matter of courtesy, the Union shall provide the University's Director of Labor Relations with a

copy of all postings. The University shall have the right to remove material from the bulletin boards

which is profane, obscene, defamatory of the State or the University and its representatives or which
constitutes election campaign material.

When the Union has mail to be delivered to its officers or representatives, the University's interoffice
mail system will be made available, provided that priority is retained for the business of the University

Any mail incorrectly addressed to the Union at the University shall be forwarded with reasonable care

to the Union at the address set out in the Preamble to this Agreement.

Union officers and representatives shall be allowed to use fax machines, as permitted by the
Department of Corrections and Juvenile Justice Commission, to send grievance reports to the Labor
Relations office and the Union office in Emerson, NJ provided that the primary use of the fax machine
is for the business use of the department.

The HPAE staff and representatives shall have the right to email HPAE members who have Rutgers e-

mail accounts. E-mail use shall be consistent with University policy.

2.07 Union Business:

The University agrees to provide leave of absence at the regular rate of pay equal to the length of the

employees regular work shift for officers and representatives of the Union to attend Union activities.
The Union shall have the right to designate any Union officer and any representative (President,

Secretary, Treasurer, Grievance Chair, Committee Chair or Union Representative) for such leaves of
absence. A total of ten (10) days of such leave in the aggregate may be used each year of this
Agreement.

This leave is to be used exclusively for participation in regularly scheduled meetings or conventions of
labor organizations with which the Union is affiliated or for training programs for Union
representatives and Union Officers and for which appropriate approval by the University is required.
Written notice, from the Union (including the Local President), of the authorization of an individual to
utilize such leave time shall be given to the employee's supervisor with a copy to the Office of Labor
Relations at least fourteen (14) days in advance of the date of such meeting except in an emergency,
when less notice may be given. Granting of such leave to an employee shall not be unreasonably
denied by the University.

Leave not utilized in any yearly period shall not be accumulated.
In addition, the University agrees to provide leave of absence without pay for officers or
representatives of the Union to attend Union activities. A total of ten (10) days in the aggregate of such

leave of absence without pay may be used in each year. Granting of such leave shall not be

unreasonably denied by the University. This additional leave of absence without pay is to be used with
the same conditions and restrictions as leave for Union business with pay provided in this section.
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The University shall grant unpaid leave without the payment or the accrual of benefìts for one

bargaining unit employee at a tin're who becomes an HPAE offìcer or employee. Seniority shall

continue to accrue during such leave.

Such employees may be reemployed by Rutgers to their position, if a position is vacant at the time of
application to return to Rutgers' employment, or to a similar vacant position, providing that their

absence does not exceed one (l) year and application is made within thirty (30) calendar days

immediately following separation from union offi celunion employment.

2.08 Information and Data:

The University shall maintain a union data library which shall contain the following information about

members of the bargaining unit:

1. Name
2. University ID
3. Job title
4. Current university date of hire
5. Unit/school
6. Department
7. Campus
8. Classifìcation description (FT, PT or

PD, exempt or non-exempt, bi-
weekly standard hours)

9. Salary table
10. Grade
1 1. Step
12. Hours per pay period
13. Hourly rate
14. Annual salary
15. Home address

16. Rutgers email address
17. Union membership status
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Access to the union library will be limited to a representative(s) designated by the Union and agreed to

with the Director of Labor Relations or his designee.

The University shall maintain a listing of employee separations in the union data library which shall be

updated monthly. This list will include: name, University ID, campus, title, hire date, separation date,

unit, and salary table. All infbrmation the University is required to provide will be provided in

Microsoft Excel format.

When the University's payroll and data management systems acquire the capability, the University will
also supply to the Union the following additional data for each bargaining unit member:

l. Facility address

2. V/ork phone extension

3. Employee's offrce/room number

4. Gender

5. LayoffStatus
6. Leave status

7. Retirement date

8. Home phone number

9. Retirement Status

3. PROFESSIONAL PRACTITIONER STATUS

3.01 Non-NursingServices:
(A) The University recognizes that due to their unique education and experience, the employees

covered by this Agreement have a unique contribution to make towards maintaining and

improving professional nursing care at the University. Therefore, it is here agreed that procedures

should be developed whereby the views and recommendations of the employees covered by this

Agreement will be heard and considered in the decision-making process within the University.

B) The parties agree that duties normally assigned to housekeeping, maintenance and other DOC

& JJC supporl staff are not to be a routine part of a registered professional nurse's activities.

3.02 Staff Development Programs:
(A) The University shall provide staff development programs as mandated by the New'.lersey

Department of Health and the Department of Comections and the NCCHC. Such programs may

include training in the fonn of orientation programs and continuing education or other required

courses or programs.

Subject to operational needs, the University will plovide adequate coverage for patient care

assignments in order to complete mandatory training during the regularly scheduled shift. If such

adequate coverage is not available, the mandatory training will be rescheduled.

(B) The University shall, subject to the availability of funds and operational requirements, offer a

program of continuing education. Such programs will take place during work time, and coverage

will be provided for parlicipating employees, where in the discretion of the University it is
required. Time spent at these programs will be considered time worked and the emplovee shall be

compensated accordingly.

The University will provide notice througl-r email and/or other media of its programs r¡,hich have

been granted Continuing Education Recogrrition Points by an appropriate professional association
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The University will use reasonable efforts to post this notice at least two (2) weeks prior to the

program cornrnencing.

(C) Full-tirne staff nurses may utilize up to twenty-four (24) hours of conference time per calendar

year'. This benefit shall be pro-rated for regular parl-time staffnurses. An employee may request in

writing to his/her supervisor, permission to participate in work-related educational workshops,

seminars, conferences and/or conventions. The University will make a reasonable effofi to

approve such participation, subject to operational needs and the availability of funds.

The University, if it approves such participation, will glant time off without loss of the employee's

pay, athis/her regulal rate of pay, and subject to the limitations set out in the paragraph above, will
grant financial assistance to attend such programs.lf an approved conference falls on a day when

the staff nurse is not scheduled to work, the staff nurse shall receive tirne off with pay equivalent

to the time of the conference, to a maximum of twenty-four (24) hours. This time off shall be

scheduled by management within sixty (60) days of the conference. Night shift employees who are

scheduled to attend such a program shall be given as a conference day, either the night before, or

the night after. Employees will receive a response to their request for participation within two (2)

weeks of submission. The University may set a deadline for receipt of requests for specific

conferences. Reimbursement of expenses incurred shall be made within a reasonable time after

submission of a request for reimbursement. All travel arrangements must be made in conformance

with University policy in order to be reimbursable. Approval for participation in continuing

education programs necessary for the maintenance of employee's ceftification in his/her specialty

area andlor University requirement shall receive priority consideration.

It in the future, the State and/or the University require the obtaining or maintaining of a

certification in a specialty areafor UCHC employees, it is the intention that the University or

UCHC provide the course requirements for that certification. If it is not able to do so the

University shall make available, within the scope of the same rules and regulations as it has for
other Rutgers employed RNs, funds for the tuition necessary for obtaining and maintaining the

specialty certification. (Refer to Tuition Assistance Program Policy 30-01-40-50:00)

(D) The annual employee performance evaluation will be done on a prompt and timely basis. At
the time of the evaluation, the employee will be provided a copy of his/her job description. The

employee being evaluated will be provided with a copy of his/her performance evaluation and will
have three (3) calendar days, excluding weekends and holidays, to review the evaluation. The

employee may take a copy of the evaluation home during the three (3) calendar day review period.

By the conclusion of the time period, the employee may add his/her comments to the original

perfonnance evaluation and shall sign the original performance evaluation. Comments added by

the employee shall be included in the employee's Personnel frle in Human Resources.

If comments are not made within this period, or the employee does not sign within this period, the

right to comment will be forfeited, the supervisor will note the refusal to sign and ftrrward the

evaluation to Human Resources for inclusion in the Personnel file. Once the evaluation has been

signed by the supervisor and the employee, or where the time for the employee to sign has passed,

no additional comments will be added to the evaluation. At the employee's verbal or written

request, the employee will be given a copy of the evaluation within three (3) days of sucli a

request.

Prior to evaluating an employee as less than satisfactory, the employee's supervisor must notify

the employee that his/her perfonnance is deficient. Such notification shall be Inacle in a timely
mannel'tll'ough a written memoLandurn, a counseling notice, and/or written wartring regarding
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performance issues. In addition, such notification shall contain a description of the performance

defìciencies and the corrective actions needed to remedy the perfor"rnance deficiencies. Furlher, the

employee's supervisor shall meet with the ernployee to discuss the performance deficiencies and a

corrective plan of action. Upon mutual consent of the employee and theil supervisor, a Union

Representative shall be present at this meeting.

If notice of perfonnance defìciencies and a corrective plan of action is provided in a tirnely

manner and the employee receives a less than satisfactory evaluation, the employee shall be

reevaluated after ninety (90) days. During this period, the supervisor shall meet regularly with the

employee to review his/her performance and the status of the conective plan of action.

The University shall notify the Union of any employee who has received a less than satisfactory

evaluation within seventy two (72) hours of the employee receiving a less than satisfactory

evaluation.

3.03 Appointment to Position:
Appointment to a position shall be in writing with the date of hire, salary and any differential

stated. A job description for the specific position occupied by the newly appointed employee will
be distributed to him/her at orientation. Other job descriptions defining all positions under this

Agreement will be made available for inspection by request.

3.04 Labor-ManagementCommittee:
The Union and the University agree to the creation of an Ad Hoc UCHC Labor-Management

Committee. This committee shall consist of up to 5 Union Representatives (including the HPAE
Staff Representative) chosen by the Union and up to 5 UCHC Management Representatives

(including the Administrator for Nursing Services) chosen by UCHC. The Committee shall meet

on an as needed basis and within four weeks of the request to meet by either party. Along with the

request to meet shall be a submission of topics to be discussed. There may be up to a maximum of
four Labor-Management meetings per calendar year. Meetings will be chaired by the UCHC
Administrator for Nursing Services and the President of Local 5 I 3 5 on a rotating basis.

This Committee shall function completely separate from and independent of all grlevance

procedures under this Agreement and these meetings shall not be considered negotiating sessions

The University aglees to release from work, if necessary, the members of the Labor-Management

Committee, at no loss of their regular rate of pay for the purpose of attending Labor-Management

Committee Meetings. The Union shall inform the University's Office of Human Resources and

the UCHC Administrator of Nursing Services by January 31st of each year of the Union members

of this Committee. The University shall notify the appropriate Nurse Managers of the Union
members to this Committee.

The parlies recognize and agree that the Labor-Management Committee 1ìnctions best when all

representatives of the Union and the University are able to attend. Consistent with patient care

needs, the Univelsity shall make every effort to ensure that Union members of this Committee are

released from work and each representative shall work with his or her Nurse Manager to ensure

unit coverage during the meeting

Upon mutual agreement, when any agenda item for a Labor-Managemertt Committee Meeting is

relevant to more than one HPAE bargaining unit, the University will agree to meet jointly with
representatives of the relevaut HPAE bargaining units.
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3.05 Staffing:
The Union ancl the University agree that staffing needs fluctuate over time and are influenced by
many factors. These include, but are not limited to, clinical factors such as patient acuity levels as

well as administrative factors such as staffing provisions with the University's contracts with
various governmental agencies. Caseload and staffìng concerns will be placed on the agenda for
the Labor-Management Committee.

The University will make available infomation that will show daily staÍïing levels which will be

reviewed by the Labor-Management Committee on a quafterly basis.

4. EMPLOYEE STATUS

4.01 Classification:
An employee will be classified as either (a) full time (b) parl{irne or (c) per diem

4.02 Full Time Employee:
An employee who is employed on a regular basis to work forty (40) hours per week shall be

classified as a full time employee and shall receive all benefits pertaining to full time status.

4.03 Per Diem Bmployee:
An employee who works on a day-to-day basis as needed by the University and who does not fall
under the classification of Full Time or Part Time, except that employees who were hired as Per

Diem prior to the effective date of this Agreement but who fit the definition of Part Time
employee shall remain classified as Per Diem. Per Diem employees are not entitled to any benefits

under this Agreement except where they are specifically provided for.

4.04 Part Time Employee:
A Part Time employee is an employee who works twenty (20) hours or more each week, but
less than the Full Time equivalent for the title. A Part time employee shall be entitled to pro-
rated benefits.

4.05 Change in Status or Classification:
Transfer in status from Full Time, Part Time, or Per Diem to any other of these classifications
must be requested in writing and approved by the Administrator of Nursing Services.

Transfer in status or classification shall not delay the use of entitled benefìts. If such transfer

results in the entitlement of health insurance coverage, enrollment for such coverage shall begin in
accordance with the terms of such coverage.

Employees who transfer from a facility which does not include an infìrmary to a facility which
does include an infìmary shall serve a ninety (90) calendar day probationary period, subject to a
ninety (90) calendar day extension. Employees who are plomoted to another positiorr within
UCFIC Medical Services Division shall serve a ninety (90) calendar day probationary period,

subject to a ninety (90) calendar day extension. All other transfers between facilities shall not
require a probationary period. Probationary employees shall retain all benefits and rights
pertaining to bargaining unit members, including access to the grievance procedure, except that a

decisioli to return the employee to his/her former position or to a position of equal classification, at

any time during the probationary period, shall not be grievable.

During the probationary period, the employee shall retain the right to return to his/her fonner
position if the position is still available. The employee shall also retain said right should the
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University, either during or at the cornpletion of the probatiotiary period, detennine tliat the

ernployee has not met the perf-orrnance standards of the new position. If the former position is not

available, the ernployee shall be offered a vacant position of equal classification if one exists.

4.06 ProbationaryPeriod:
All Full and Parl Tirne ernployees shall serve a one hundred and eighty (180) calendar day

probationary period following tlieir initial date of hire. All Per Diern employees shall serye a

probationary period ofone hundred and eighty (l80) calendar days.

The University reserves the right to extend the initial probationary period up to an additional thirty

(30) days for Full and Part Time employees. An employee's employment may be terminated at any

time during the probationary period, and such decision shall be fìnal and binding. Probationary

employees will be eligible to use accrued sick leave after thirly (30) calendar days of employment

and other accrued leave time after ninety (90) calendar days of employment.

4.07 Personnel Files:
An employee shall, within three (3) working days of a written request to Human Resources, have

an oppofiunity to review his/her central Personnel file in the presence of an appropriate official of
Human Resources to examine any criticism, coÍunendation or any evaluation of his/her work
performance or conduct prepared by the University. Such examination shall not require a loss of
paid time. If requested by the employee, a Union representative may accompany the employee.

An employee shall be allowed to place in such file a response of reasonable length to anyhing
contained therein. The University will honor a request made by an employee for a copy of any

derogatory item, the employee's Employment application, resume, perfotmance evaluations or any

correspondence addressed to the employee contained in the central Personnel file.

An employee may request the expungement of materials included in the file where there are

perlinent and substantive inaccuracies, or for reasons of time duration, relevance or fairness. Such

requests will be evaluated in relation to the University's needs for comprehensive and complete

records but will not be unreasonably denied.

No document of anonymous origin shall be maintained in an employee's central personnel file.

4.08 Seniority:
l. Accrual: Seniority will be credited from the date of hire or rehire to all regular Full Time or Parl

Time en-rployees upon the successful completion of their initial probationary period. Per Diem

employees shall accrue seniority within their job classification. Seniority for bargaining unit

members hired prior to July 1,2013 shall be based on their date of hire with UMDNJ.

2. Loss of Seniority: An employee's seniority shall be bloken by resignation, dismissals from

employment, or other types of terminations, layoffs of more than one ( I ) year or refusal of a

suitable position while on recall from layoff.

On a one-time basis, if an employee with 5 or more years o1'seniority is hired as a full- or paft-

time employee, then becomes a per diem employee, but returns to ftlll- or part-time status within a

year, he/she shall retain his/her original date of hire as a full-or parl-tirne employee.

3. Layoff: Seniority willprevail on layoffs due to lack of work in the job classification or

reductions due to economic considerations, reorganization. or closure of a unit/department/facility

Seniority will prevail on call backs within one (1) year ft'onl layoff.
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The University will notify the Union as soon as possible, of any anticipated changes in the status

of any contracts or agreements between the University and the Department of Corrections or

Juvenile Justice Commission that may result in layoff of bargaining unit employees.

A regular employee affected by a layoff may fill a vacancy or exercise bumping rights within

his/her job title, or to the immediate prior job title, within his/her region, provided the employee

meets the requirements lor the position. Bumping r'ights shall be exercised in accordance with

cunent University policy.

The regions within UCHC which are in effect for layoffand bumping rights are:

Northeln Facilities: ADTC, East Jersey, Edna Mahan, Mountainview, Northern State, SVP units

Central Facilities: NJ State Prison, CRAF, AC Wagner, Garden State, Mid State

Southern Facilities Southwoods, Bayside, Southern State

Juvenile Justice Commission: All JJC Facilities together constitute a single region

The layoff of regular full and part time staff from a specific facility will not occur unless regularly

assigned agency nurses and per diem nurses in the work unit/depaftment are first eliminated.

The University agrees to meet with the Union at least 5 business days, except in case of
emergency, in advance of any notice of layoff of bargaining unit employees greater than five (5) in
a single region. The purpose of the meeting is to discuss the pending layoff situation and consider

alternatives to layoff. At that meeting the Union is free to set forth its position on the pending

layoff.

A layoff shall be affected in the following manner:

a) Filling avacancy within the appropriate region as specified

b) Bumping within the appropriate region as specified

The Layoff Procedure shall be as follows:

When an individual is identified for lay off, the staff rnember will follow the process below:

a. First, an employee identified for layoff will be offeled the opportunity to fill a vacancy in his/her

cugent title within the same prison. No probationary period for employees. If the employee

chooses not to accept the vacancy offered, the employee may opt to be placed on the recall list.

b. Second, if a vacancy pursuant to "a" above is not available, the employee will be offered a

vacancy in his/her curent title within his/her legion as identified above. Ninety day probationary

period, with a possible ninety day extension, if the en-rployee is going from a prison with no

infirmary to one with an infirmary. If the employee chooses not to accept the vacancy offered, the

employee may opt to be placed on the recall list.

c. Third, if a vacancy pursuant to "a" or "b" above is not available, the employee will be offered

the opportunity to fill a vacancy in the employee's cuffent title at any prison University-wide.
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Ninety day probationary period, with a possible ninety day extension, if the employee is going

fi'om a prison with no infir'rnary to one with an infirmary. if the ernployee opts not to fill a vacancy

offered under this section, the ernployee may opt to be placed on the recall list or to proceed to o'd"

below.

d. Fourlh, if the employee is not placed in a vacancy pursuant to "a", "b" or "c" above' the

employee may bump the least senior employee in his/her cunent title within the same prison. If an

employee opts not to exercise his/her bumping rights under this section, the employee may opt to

be placed on the recall list. If the employee is unable to bump under this section, the employee

may exercise rights under "e" below. Ninety day probationary period, with a possible ninety day

extension, if the employee has less than l0 years of seniority or if the employee is going from a

prison with no infirmary to one with an infirmary.

e. Fifth, if the opportunity to bump is not available pursuant to "d" above, the employee may bump

the least senior employee in his/her cunent HPAE title within his/her region. If an employee opts

not to exercise his/her bumping rights under this section, the employee may opt to be placed on the

recall list. Ninety day probationary period, with a possible ninety day extension, if the employee

has less than 10 years of seniority or if the employee is going from a prison with no infirmary to

one with an infirmary.

Within the assigned facility, regular employees shall not be laid off before temporary employees.

The University will provide a minimum of twenty eight (2S) days notice of layoff to any regular

employee to be affected.

Upon request, a Union representative may be present when an employee is discussing vacancies

and bumping opportunities with a University representative. The purpose of the Union

representative's presence is to advise employees with respect to questions arising out of the

process.

The University shall continue the practice of providing the Union with a copy of each layoff notice

sent to employees. Such notice shall be provided, by mail ot fax, within seventy two (72) hours of
the employee's receipt of the layoff notice.

Under no circumstances will an HPAE bargaining unit employee be bumped (laid off) from their

position by a non-HPAE bargaining unit ernployee.

4.09 Transfer/Promotion/Reclassification
The announcement of position vacancies will be posted on the University's Human Resources

website for a minimum of five (5) business days. Non-probationaly employees who wish to make

application to any such vacancy shall submit their applications on the University Human

Resources Online Employment Application Process.

The University retains its right to select the applicant, whether internal or extetnal to the

University, that the University determines is the best qualified to fill the vacancy. Qualifications
that are considered include, but are not limited to, academic credentials, past performance, time

and attendance, seniority and experience.

The University will interview at least two (2) internal applicants who meet or exceed the minimum
qualifications listed for the position.
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The University agrees that the applicable procedures and policies perlaining to prornotions shall be

fairly and equitably applied to all irrternal candidates. Any decision by the University perlaining to

prornotion is grievable by the Union only or.r the basis that such policies and procedures were not

applied in an equitable manner.

\ühere two (2) or more staff nurses request a lateral transfer within the same job classifìcation and

are of equal qualification, as determined by the hiling manager, the University shall select the

employee with the greatest seniority. Qualifications that are considered, include but are not limited

to, academic credentials, past performance, time and attendance, and experience.

4.10 Subcontracting:
If the University contemplates contracting for work normally performed by staff covered by this

Agreement and the result would be the displacement of those staff members, the University agrees

that, at least four (4) weeks prior to the execution of such contract, it will meet with the Union for
the discussion ofthe proposed contract.

If such contract is executed, the University agrees to give displaced staff consideration concerning

other positions at the University for which they are qualifìed. If such subcontracting necessitates

the layoff of personnel, affected staff shall be given at least thifty (30) calendar days' notice prior

to being laid off.

The continued use of agency nurses who are scheduled as per past practice is not covered by this

provision.

5. WORKTIME

5.01 Normal Workday:
For the purposes of determining the application of any employee's regular compensation rate, the

full time employee's normal workday will be eight (8) work hours. All defined workdays shall

include rest periods as specified in section 1.14 and a thirty (30) minute unpaid scheduled meal

period.

A part time employee's benefiT""day" is determined by dividing the regularly scheduled weekly

hours, for which they were hired, by 5.

5.02 Normal'Workweek:
For Full Time employees who are regularly scheduled on an eight (8) hour basis, the normal work

week will be forty (40) hours. The employee will have two (2) days off in each week. The

workweek begins at 12:01am. Sunday and ends rnidnight Saturday.

s.03
(A)

Work Schedules:
The University will respond in writing to all requests or preferences within fourteen
(14) calendar days of submission.

Employee requests or preferences for tlie upcoming schedule will be submitted in
writing no less than two (2) rveeks in advance of the posting of the schedule. During the

two weeks in advance of the posting of the schedule, no requests orpreferences forthe
upcoming schedule will be entertained.

The University shall post a schedule of not less than four (4) but no greater than six (6)

weeks of each employee's assignment not less than two (2) weeks in advance of the
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start of each schedule. Such schedule shall be maintained until it is superseded by a new

schedule or changed by an agreement between the University and the employee
concerned. The University reserves the right to change tlie schedule in case of
emergency.

The University will respond in writing to all written requests for changes in the posted

schedule within seven (7) calendal days of submission. Changes in a posted schedule

must be proposed in writing and approved in writing by the appropriate Nurse Manager

Employees may request to change shifts or days off with another employee of the same

skill level. The request shall be in writing by both employees to the Nurse Manager

before the scheduled change takes place. Changes requested by the employee in the

posted schedule will be considered by the University and not be unreasonably denied.

One reason to deny a requested switch would be if overtime costs are created or

increased as a net result of the switch.

5.04 Overtime Work: Compensatory Time Off
The University retains the option of paying oveftime or compensatory time off. The employee

may request oveftime or compensatory time off.

5.05 Overtime'Work: Scheduling
The University will follow all New Jersey statutes and regulations regarding mandatory overtime.

UCHC will agree to follow the New Jersey statute on mandatory ovefiime, provided that it is able

to do so consistent with Deparlment of Corrections or Juvenile Justice Commission rules,

regulations and protocols.

If it is practical and consistent with the efficiency of operations, overtime shall be scheduled and

distributed on a rotation basis by job classification within each functional work unit. The

University shall give employees as much advance notice as possible relative to the scheduling of
overtime. Subject to operational needs, the University will make its best efforls to post the

oveftime schedule at the same time the work schedule is posted.

An employee who refuses an oveftime assignment shall be considered to have worked for the

purposes of determining equal distribution of overlime. Once an employee is scheduled and

accepts an oveftime assignment, he/she shall be subject to all University rules and regulations and

the appropriate provisions of this Agreement.

In cases where mandatory ovefiime is required, then the least senior qualified employee of the

employees on duty can be required to stay and work the overtime. Such mandatory overtime shall

be rotated starling with the least senior qualifìed employee.

Lists reflecting the ovefiime call status of the employees shall be available to the Union.

An employee who is scheduled to work oveftime shall be subject to the provisions of the

University's Attendance Control Policy and Procedures.

Employees with perfbnnance deficiencies or poor attendance will be prohibited from working
voluntary oveftime.

Barring personal emergency. an ernployee scheduled to wolk oveftime is required to notify the

designated supervisor twelve ( I 2) hours prior to tlie staft of the ovefiime shift if they are unable to
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repoft to work. Failure to call in prior to twelve (12) hours before the staft of the oveftime shift

will make the employee ineligible for voluntary oveftime f-or the next posted schedule. Failure to

call in prior to two (2) hours before the start of the oveftime shift will be considered a no call/no

show absence and the employee shall be subject to discipline.

Unit assignment of overtime persomrel may be subject to change dependent upon patient care

needs. I¡ the event an employee refuses assignment, the employee will be subject to appropriate

discipline for insubordination.

Employees may work a maximum of 24 hours per week in overlime.

If an employee has been scheduled for ovefiime at least twenty four (24) hours in advance, he/she

must receive at least two (2) hours' notice of cancellation of the scheduled overtime. If less than

two (2) hours' notice is received, the employee will have the option of coming to work (paid at

overtime) or not coming to work (without overtime pay).

s.06
(A)

Weekend Rotation:
A weekend off shall be defined as Saturday and Sunday for all employees.

(B) The University will grant each Full Time and Parl Time employees at least twenty-six (26)

weekends off per calendar year.

Nothing contained herein shall prevent employees from voluntarily working more than the

required weekend shifts per calendar year.

(C) Full-time and part-time employees scheduled on an eight (8) hour basis will normally
work 4 weekend shifts each 4 week schedule. They shall not be assigned weekend work

hours in such a manner as to schedule an employee to work on more than two (2)

weekends (four shifts) per month except by mutual agreement between the employee and

the University. However, an employee may be scheduled to work on more than two (2)

weekends during a four (4) week schedule cycle in which the employee or other

employees assigned to the same work unit and work shift is scheduled to take vacation

time which includes weekends. In such cases, no employee will be scheduled to work

more than eight (8) weekend work shifts in an eight (8) week period'

The University shall make every effort to schedule both full-time and parl{ime eight (8)

hour shift employees every other weekend off in "non-peak" vacation periods.

Parl-time employees may be hired to work exclusively weekend hours. However, parl-time

employees who are hired to work on weekends may work additional hours consistent with
parl-time status.

The weekend dilferential will be paid for all hours worked from 7:00 a.m. Saturday to 7:00

a.m. Monday.

(D) Nurses must make up weekend shifts for which they have called out, as determined by

management within two (2) work schedules. Subject to operational needs, an employee's

preference for the make-up weekend shift will be considered.

Notwithstanding the above, the below indicated sick calls shall not be required to be made

up.
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Nurses on I hour shifts I weekend shift per calendar year or
2 shifts per calendar year if they are

on consecutive calendar days

If a bargaining unit member does not work on a weekend shift due to a leave of absence or

extended paid sick leave, the employee shall not be required to make up the day (or days).

5.07 Coverage for Approved Leaves of Absences or Long-term Paid Sick Leave

The parties agree that there shall be no shift reassignment, except to cover up to twelve (12)

weeks of an approved leave of absence or long-term paid sick leave. Prior to reassigning an

employee to another shift, the University shall first seek volunteers. As a last resoft, on a

rotating basis, the least senior employees in the facility shall be reassigned. Shift reassignment

for an employee shall be limited to four (4) weeks duration unless an employee agrees to work

on another shift for a longer period of time.

The University shall provide at least fourteen ( l4) days notice prior to reassigning an employee

to another shift.

6. MONETARY BENBFITS: TIME WORKED

6.01 (A) Base Pay:
For employees on a years' of experience scale, base pay is the employee's pay rate

exclusive of any differentials, premiums, bonuses or other additional forms of
compensation. For APNs, base rate of pay is equivalent to their curent pay tate on their

scale, exclusive of any differentials, premiums, bonuses or other additional forms of
compensation.

(B) Regular Pay:
An employee's regular pay is the employee's rate inclusive of base pay, and where

applicable, experience difÏerential, education differential and certification differential, but

shall exclude all other differentials and/or pay rates'

6.02 Premium Compensation Rate - Overtime Work:
The University conforms to the Fair Labor Standards Act (FLSA). All non-exempt employees

shall be compensated at time and one-half (1 112) for all hours worked in excess of forty (40)

hours. Overtime pay and other premium pay shall not be pyramided. Such overtime hours shall be

compensated either by (a) cash, or (b) compensatory time off; at the rate of one and one-half (l
1/2) hours for each hour worked, at the option of the University. For the pulpose of computing

oveftime, all holidays paid for but not worked and hours of paid leave, excluding paid sick time,

shall be counted as hours worked. All paid sick time shall not be counted as hours worked for

oveftime pulposes.

6.03 Pay Period:
Frequency of payrnent will continue as heretofore.

Employees will be required to have theil paychecks directly deposited into their personal bank

account. Pay stubs are available to all employees online at my.rutgers.edu.

Wlien an error in pay has been made, and the error is due to the Rutgers Payroll Depafiment's

elor, the U¡iversity will issue a check with the corection within tluee (3) Payroll Department
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work days of notification of error, with proper deductions.

6.04 Salary Increase Date:

Salary increases which may be delayed will be paid retroactively to the scheduled effective date.

6.05 Daylight Saving Time:
If an employee actually works one (1) hour greater than his/her scheduled hours of work as a result

of an adjustment in daylight savings time, s/he shall receive one (1) hour's pay at time and one-half

(1 ll2).lf an employee works one (1) hour less than his/her scheduled hours of work as a result of
an adjustrnent in daylight savings time, she he will be compensated for the time actually worked.

MONETARY BENEFITS: TIME NOT WORKED

7.01 (A)Holiday Designation :

Effective 12lgll5, all Full Time employees will be entitled annually to-eight (8) holidays. Part

Time employees will have the holiday time pro-rated based on the number of hours he/she was

hired to work per pay period. The eight (8) holidays are:

New Year's Day
Memorial Day
Labor Day
Day after Thanksgiving

Marlin Luther King's Birthday
Independence Day
Thanksgiving Day
Christmas

For FY2016 (July 1, 2015 -June 30, 2016), employees will receive 6 additional leave days that

will be available through June 30, 2016. This will be in addition to the 6 Floating Holidays they

have already received for calendar year 2075. Employees will therefore have 12leave days to be

used over the 18 months from January 7,2015 through June 30, 2016. The additional 6 leave days

will be designated as follows: (a) 2 Personal Days (PH) and (b) 4 Mandatory Leave Days (ML) to

be received in Novemb er 2075. Cunent float holidays will be designated as Administrative Leave

Days.

Staff will be scheduled at least four (4) or five (5) holidays in the calendar year based upon

seniority. The most senior half of the unit will be scheduled at least five (5) holidays and the least

senior half will be scheduled for four (4) holidays.

As of 1011115, staff will be scheduled at least four (4) holidays in the calendar year based upon

seniority.

All employees will receive two (2) of the following four (4) designated holidays off in the

following manner:
New Year's Day or Christmas

Thanksgiving or Independence DaY

All emplolees will have either Cluistmas or New Year's off, alternating these holidays each year

when feasible.

For ernplol'ees subject to a seven (7) day a week schedule, New Year's Day, Independence Day,

and Cþl"istntas shall be observed on the actual day they occur e.g., if Christmas falls on Saturday it
will be observed on Saturday. For employees subject to a Monday - Friday schedule, these

holidays will be observed as follows. If it falls on a Saturday, it will be observed the preceding

'19



Friday. If it falls on a Sunclay, it will be observed the next day; Monday.

In those months containing designated holidays, flexi-scheduled ernployees will be scheduled

thirteen (13) shifts inclusive of holidays. Employees who actually work fewer than thirleen (13)

shifts rnay be shoft regular pay if there is insufficient accrued compensatory time.

Ernployees, absent compelling documentation of illness or emergency, who call off on the

scheduled day within twenty-four Q$ hours before or after a holiday, or, if scheduled to work the

holiday, call off, will be salary deleted and forfeit the holiday.

7.01(B) Additional Paid Time Off:

Beginning FY201l (.Tuly 1 ,2016 - June 30,2}l7),bargaining unit employees shall receive nine

(9) days off designated as follows: (a) 2 Personal Days (PH); (b) 4 Mandatory Leave days (ML)
received in November; (c) 3 Administrative Leave days (AL). Such paid days must be used in the

same fiscal year as they were received and are not eligible for payout upon separation.

These leave days may be used for emergencies, personal matters, observation of religious or other

days of celebration.

Rutgers may designate which facilities/work units that provide essential services to the community

will not be closed like the rest of the University during the designation of the four Mandatory

Leave Days referenced above.

Employees working in facilities /work units that do not shut down during the designated period

Mandatory Leave Days will not lose the four paid ML days. Rather they will be permitted to take

the ML days or a personal day either on the same dates that Rutgers closes, or some other date at

the mutual agreement of the employee and his/her supervisor. Such paid Mandatory Leave days

must be used in the same fiscal year as they were given and are not eligible for payout upon

separation from Rutgers. If operationally feasible, essential employees who request the use of a

ML day on the shutdown day(s) shall have them granted in seniority order. Such requests shall not

be unreasonably denied.

7.02 HolidayEntitlement:
Recognizing that UCHC facilities are open every day of the year and that it is not possible for all

employees to be off on the same day, the University shall have the right, at its sole discretion, to

require any employee to work on any of the holidays herein specified. The University agrees to

assign holidays off on an equitable basis.

If the holiday falls on an employee's day off, he/she shall receive an additional day's pay in lieu of
the holiday.

If a holiday falls during an employee's vacation, the day will be observed as a holiday and

vacatiorl tinie will not be charged for the day

7.03 Holiday Pay:
Any no¡-exempt employee scheduled to work on a University designated holiday will be

compensated at the rate of time and one-half (1 112) his/her regular rate of pay for all hours

worked on the holiday.

Non l--lxempt balgaining unit members who are required to work on New Year's Day, Martin
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Luther King's Birlhday, Mernorial Day, Independence Day, Labor Day, Thanksgiving or

Christmas shall be paid at the rate of time and one half (1 1/2) his/her regular rate of pay for all

hours worked. Bargaining unit members who are required to work on the Day After Thariksgiving

shall be paid at the his/her regular rate of pay.

Employees who work on a University designated holiday will be paid for the holiday at his/her

regular rate of pay.

An employee who is not in active status on a day designated by the University as a holiday will
not receive compensation for said holiday.

7.04 Vacation Amount:
Vacation accruals for newly hired or rehired employees will commence upon the successful

completion of the employee's probationary period and will be credited retroactively to the

employee's date of hire or rehire.

Vacation time will accrue in each calendar year in accordance with the following schedule. The

annual rate will change in the month when the employee reaches a service milestone if the

employee's anniversary date is before the 16th of the month and will change effective the

following month if the employee's anniversary date is the 16th of the month or after.

Leneth of Seruice Accrual Rate

From date of hire to completion of 3 years

From start of the 4thyear to completion of 18 years

From the starl of the 19th year

I and 114 days/month
I and2l3 days/month
2 and ll12 dayslmonth

7.05 Vacation Pay:
An employee will be paid for vacation at the employee's regular rate of pay

7.06 VacationEntitlement:
All regular Part Time employees who are included in this bargaining unit shall accrue vacation

credit on a proportionate basis based on the number of hours he/she was hired. Per Diem
employees are not entitled to vacation benefits.

Vacation credit shall not accrue while an employee is on an unpaid leave except that an employee

will receive credit for the month the leave commenced provided the leave commenced on or after

the 16th and will receive credit for the month he/she returns from leave provided the employee

returns on or prior to the 15th of the month.

An ernployee who has resigned with appropriate notice, or who has been discharged, except for
cause, shall be entitled to vacation allowance of unused vacation time accrued within the time

limit described previously, less any overdrawn sick time allotment except that an employee

separated duling the initial hire or rehile plobationary period will not be entitled to such

allowance.

If an employee dies having vacation credits accrued within the limits described previously, a sum

of money equal to the compensation computed on said employee's regular salary rate at the time of
death shall be calculated and paid to the employee's estate less any overdrawn sick time allotment.
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7.07 VacationScheduling:
The vacation period will be the entire year. The employee will, subject to the University's

operating requirements, have his/her choice of vacation tirne; it being recognized, however, that

vacations must be scheduled by the University in a manner designed to insure the effective and

efficient operation of the University, including staffing needs. No part of an employee's scheduled

vacation may be charged to sick time.

The University may restrict the amount of vacation time granted to an employee during prime

vacation periods to allow for equitable distribution of prime vacation time among employees. The

prime vacation periods shall be defined as December I through January 15, and Memorial Day

through Labor Day.

After successful completion of the initial probationary period, vacation allowance must be taken

by the end of the calendar year following the calendar year in which it was accrued. An employee

may carry a maximum of one (1) year of eamed vacation allowance forward into the next

succeeding year. 'When 
unusual circumstances warrant an exception, amounts greater than one ( 1)

year can be canied over with the approval of the Administrator of Nursing Services and the Vice

President of Faculty and Staff Resources.

Subject to proper patient care and operational needs, the choice of vacation time for bargaining

unit members will be determined within the work unit on the basis of University seniority.

Employees within one work unit shall not be denied vacation time due to vacation time scheduled

in another unit.

Vacation requests for each "vacation year" of April 1 through March 31, must be planned and

requested by February 15th ofeach year.

The employee will submit three (3) choices of vacation time in order of priority. In situations in

which choices of vacation are timely and two (2) or more employees request the same time peliod,

seniority will prevail.

Failure to submit a vacation request by February 15th will result in loss of seniority status as it
relates to vacation requests. Should this occur, the employee will be presented with the dates of
available vacation weeks after the "vacation planner" has been completed; with request for
vacation responded to in writing within seven (7) calendar days of receipt.

A maximum of two (2) weeks vacation will be granted in the prime vacation period from

December 1 to January 15. This time will be granted on a seniority basis and will rotate.

Ernployees are required to work either Christmas or New Year's. Requests to exceed the

maximum two (2) weeks vacation during the prime vacation period of December 1 to January 15

rnay be granted if the University, within its sole discretion, determines that appropdate coverage

for the unit will not be affected. Requests will be handled on a first come first serve basis. In the

event of multiple requests, seniority shall goveln, but once vacation is granted bumping does not

apply. No employee may request more than two (2) weeks vacation during the prime vacation

period until such time as all vacations have been scheduled pursuant to the procedure set forlh in
this Article.

Eniployees may not pyramid any personal leave days during vacation time unless special

pennission has been obtained from the Adrninistrator of Nursing Services.
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Approved vacation time requires the signature of the Nurse Manager or tlieir designee. Written

approval of vacation time will be given to the employee no later than Marcli 15.

Vacation time may be taken as one (l) or more single days, or one (l) or more single weeks.

Employees wishing to maintain the integrity of their regular scheduled weekend and forego the

weekend with the vacation period must do so in writing.

More than one (l) employee per work uniVdepartment and work shift rnay be scheduled for

vacation at one time provided that appropriate coverage for the unit/department is not affected.

Employees are not responsible for providing staff coverage as a basis for the approval of requested

vacation time unless the employee's work schedule has already been posted.

An employee may use vacation days on an emergency basis for the care of a sick family member

o, -"-b.r of the employee's household, subject to the submission of appropriate documentation

when required.

7.08 Sick Leave: Entitlement and Amount:
Sick time and medical leaves of absence shall be govemed in accordance with federal and state

FMLA statutes, and University policies.

Regular full time employees shall accrue sick days on the basis of one (1) eight hour day per

month.

Regular part time employees shall accrue pro-rated sick days based on the regularly scheduled

hours per week.

Employees covered under this Agreement shall be permitted to participate in Rutgers'

compassionate leave program, a donated leave bank for catastrophic illnesses, pursuant to the

terms and conditions set forth in the University Human Resources Compassionate Leave

Program.
The University shall provide the Union with an annual statement of donation and usage

transactions related to the donated leave bank. The statement will include the following

bargaining unit data: number of people donating accrued time; number of days donated;

number of people requesting leave; number of requests granted.

7.09 Sick Leave Notice and Restrictions:
An employee will be paid for sick leave at the employee's regular rate of pay'

Employees are required to comply with the departmental call in procedure. If the illness extends

beyònd one (l) day, the employee must continue to call in ill each day unless they have alreacly

ináicated to their supervisor an expected retum date. If the illness extends beyond the expected

return date he/she must call in witli a new expected retum date.

Attendance abuse shall be defined in accordance with the University's Attendance Control Policy.

Employees taken ill while on duty and who leave their work station with their supervisor's

permissio¡ shall be paid for the authorized time spent on the employer's premises and may use

ãccrued sick leave if they desire payment for the balance of the work shift. Ernployees may be

excused without seeking medical attention at the University by their supervisor. An ernployee

identified as an attendance abuser, in accordance with the University's Attendance Policy, will not
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be paid for time spent on the University's premises while seeking rnedical treatment. Such time
will be unpaid except when an employee seeks treatment for a work-related injury or illness.

Whenever a regular employee retires, except an employee who elects deferred retirement, pursuant

to the provisions of a state administered retirement system and has to hislher credit any accrued

sick leave, he/she sliall be compensated for such accrued sick leave as follows: The supplemental

compensation amount payment shall be computed at the rate of one-half (ll2) of the eligible
employee's daily r'ate of pay for each day of unused accumulated sick pay accruals based upon the

average annual regular rate of compensation received during the last year of his/her employment
prior to the effective date of his/her retirement provided however that no lump sum supplemental

compensation payment shall exceed fifteen thousand ($15,000.00) dollars.

The compensation shall be paid in accordance with the State rules then applying

7.10 Leave for Death or Serious Illness in Immediate Family
At the time of a death of an immediate family member, up to three (3) consecutive work days off
with pay will be granted to employees provided they are scheduled to work those days, and

provided sick leave or other paid leave is accumulated to the credit of the employee and is so

charged.

Members of the immediate family are defined as spouse, children, parents, brothers or sisters,

parents-in-law or other relative, significant others, living in the employee household.

In cases where the death of a grandchild, grandparent, brother-in-law, sister-in-law, aunt or uncle,

niece or nephew occurs, up to one (1) calendar day off with pay will be granted to attend the

funeral services, provided sick pay or other paid leave is accumulated to the credit of the

employee, and is so charged.

If a staff member wishes to extend the leave beyond that described above due to travel or other

responsibilities, such request will not be unreasonably denied, but that time will be deducted from
the staff member's accumulated vacation or float holiday time.

A short period of emergency attendance upon a member of the employee's immediate family who

is seriously ill and requiring the presence of such employee may be granted in accordance with
University policy and the Family Leave Act.

Regular Part Time employees will receive prorated beneht.

7.ll Jury Duty Leave Amount:
Consistent with the procedures set forth in Article 7.72, an employee who is summoned for and

performs jury duty will be paid for the employee's work shift granted off.

The receipt of a notice to repoft for jury duty must be reported immediately to the Adniinistrator of
Nursing Services.

7.12 Jury Duty Leave Procedure:
The Employee shall notif,/ his/her supervisor immediately of his/her requirement for this leave,

and sr.rbsequently furnish evidence that he/she performed the duty for which the leave was

requested.

If jury duty is canceled on a day the ernployee would have worked, the employee must
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immediately notify his/her supervisor and may be required by the supervisor to repofi to work'

7.13 Court Appearance:
Employees shall be granted necessary time off, at the employee's regular rate of pay, when he or

she is summoned to testify at depositions or in coufi, on any matter arising within the employee's

scope of employment at the University. The employee shall immediately repoft receipt of any

subpoena or court order related to their employment at the University to tlie University's Office of
Counsel-and to their superuisor.

7.14 Rest Periods:
A non-exempt employee shall be entitled to a fifteen (15) minute rest period during each four (4)

consecutive hours of the work shift. Employees who are required to work beyond their regular

quitting time into the next shift shall receive an additional fifteen (15) minute rest period after the

employee's regular shift has been exceeded by two (2) hours'

7.15 Meal Period:
Non-exempt employees authorized to work through their regularly scheduled meal period will, at

the option of the University, be paid time and one-half (l 112) or granted compensatory time off at

the rãte of time and one-half (l 112) for such meal period. Meal periods shall be one-half (l/2)
hour unpaid.

8. LEAVES OF ABSENCE

8.01 Basis and Amount:
Tvpe ofleave Maximum Length

Medical
Military
Personal
Academic

In accordance with Rutgers policy and FMLA
In accordance with State and Federal statute

l month
6 months

8.02
(A)

Procedure:
Medical Leave:
Except for reasons of health and safety or inability to perform the job, a pregnant employee

shall be permitted to work. Medical leaves of absence due to maternity shall be treated the

same as other medical leaves.

A medical leave shall be granted upon presentation of a letter to the Human Resources

Generalist from the employee's personal physician which must state when the employee's

inability to work commenced, nature of the illness or injury and expected date the

employee will be able to return to work. The University may, at its cost, have the

employee requesting a medical leave examined by a physician of the University's choosing

as a condition of granting, continuing or extending a medical leave of absence.

FMLA leave shall be administered in accordance with University policy.

Upon return from leave, the employee must present to his/her Human Resources

Generalist documentation from the employee's personal physician indicating the date the

employee has been cleared to return to work, and that the employee is able to return to

work without restriction.
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(B) Military Leave: Military leave will be govemed by applicable State and Federal Statute.

An employee who has a military leave commitment or1 a weekend clay shall not be

required to make up the weekend day.

(C) Workers'Compensation:
A bargaining unit member who becomes disabled due to a job related injury shall, if
approved by Risk and Claims management, be granted a leave of absence. Payment during
such leave will be made in accordance with the New Jersey Worker's Compensation Act,
except that in cases where the physical injury arises in and out of the course of the

performance of assigned job duties and functions, payment will be seventy (70%) per cent

of salary.

If such leave is not approved by Risk and Claims management, application may be made

by the bargaining unit member to use sick leave, if available, and then application may be

made for a medical leave of absence under University policy.

(D) Personal Leave:
In certain circumstances employees may be permitted to take an unpaid personal leave of
absence from their positions with the University. Such leaves may be applied for and are

available to regular Full Time and Part Time employees working twenty (20) or more

hours per week provided they have completed six (6) months of continuous service.

Requests for personal leaves must be accompanied with the reason for the leave and

duration and must be submitted in writing to the employee's supervisor along with any

supporting documentation.

Such request must be submitted at least two (2) weeks in advance of the starting date for
the leave except in the case of a bona fide emergency. An employee shall receive a written
response within five (5) work days. Supervisors shall have the right to require proof of an

emergency as a condition for approval. The maximum length of a personal leave is one (1)

month.

(E) Return from Leave:
The University shall place an employee returning from an unpaid leave of six (6) months

or less in his/her prior position. An employee who fails to return from leave within fìve (5)

days from their scheduled date of retum and without securing permission from his/her

superuisor to extend such leave, shall be discharged.

An Employee who has utilized the maximum length of leave and who is unable to return at

that time shall resign in good standing or in the altemative will be terminated for being

unable to return from leave.

8.03 Leave of Absence, Limitations:
All leaves as described above must be taken at the time of the related occunence or shall be

waived. Employees will be teminated for obtaining leave by false pretense or for failing to return
from a leave in accordance with University policy.
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9. MONETARY BENEFITS: HEALTH BENEFITS, PRESCRIPTION DRUG PROGRAM'
DBNTAL CARB PROGRAM, LIFE INSURANCE AND PENSION.

9.01 Health Benefits:
The parties acknowledge that pursuant to N.J.S.A. 5214-17.25 eI seq., employees of the

University are deemed to be employees of the State for purposes of health benefits and that

health benefits are provided to eligible employees as set forth in applicable statutes and

regulations. During the term of the agreement, employee contributions to the cost of health care

shall be based on the health care contribution rates set forth in PL 2011, chapter'78 and in

effect September 30, 2014.

9.02 State Health Benefits Program:
The State administered Prescription Drug Program shall be continued iri keeping with the

legislative appropriation.

9.03 Dental Pìan:
It is agreed that the State shall continue the Dental Care Program, during the period of this

Agreement. The program shall be administered by the State and shall provide benefits to all

eligible employees and their eligible dependents.

9.04 Life Insurance Program:
Life insurance coverage is provided as pafi of the Public Employees Retirement System (P.E.R.S.)

or the Alternate Benefit Program. Both programs are administered by the New Jersey Division of
Pensions. Eligibility for participation by employees and benefits are govemed by statute and Rules

and Regulations promulgated thereunder and administered exclusively by the New Jersey Division

ofPensions.

9.05 Pension:
The University is a participant in the Public Employees Retirement System and the Alternate

Benefits Program. Eligibility for participation by employees and benef,its are governed by statute

and Rules and Regulations promulgated thereunder and administered exclusively by the New
Jersey Division of Pensions. A written description of the PERS Program or Alternate Benefits

Program can be obtained from the University's Benefits website, the State Benefìts website, or
from the University's Benefits Office on each campus.

10. MONETARYBENEFITSMISCELLANEOUS:

10.01 Terminal Benefits:
A Full Time or Pat Time employee whose employment is terminated by reason of permanent

layoff will receive as a terminal allowance:

a) Twenty one (21) days notice or con'ìpensation at the employee's regular
compensation rate to the extent such notice is deficient.

b) Accrued but unpaid vacation and compensation time to the employee's

termination date.

10.02 Resignation:
An employee who tenninates by resignation will give the University twenty one (21) days written
notice. Employees who resign will be entitled to all accrued but unused vacation and
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compensation time, less any sick time advancecl but not accrued.

After submitting a notice of resigr-ration, an employee shall only be eligible to use a maximum of
two (2) paid leave days within the last three weeks of employmer.ìt, provided the request(s) for
such paid leave day(s) are approved.

10.03 Shift Differential:
Rutgers pays a premium differential to eligible rlon-exempt staff employees fonnally assigned

to work the evening and night shifts. The controlling factor as to entitlement to shift differential
compensation is the time the work is performed and the amount of hours worked during that

period.

If an employee who is in a position eligible for shift differential pay works at least half of
his/her work hours (excluding overtime) between 3:00 PM and 6:00 AM, the shift differential
will be paid for the entire shift.

If an employee who is in a position eligible for shift differential pay works less than half of
his/her shift (excluding overtime) between 3:00 PM and 6:00 AM, no shift differential will be

paid.

Beginning July 1 ,2011, the shift differential for all eligible non-exempt employees represented

by HPAE 5135 who are hired July l,20ll or after, will be $2.00 per hour at all sites. To be

eligible for shift differential, an employee must work half or more of his/her regularly
scheduled hours after 3 p.m. or before 6 a.m.

10.04 Charge Nurse Differential:
Any nurse who is designated to perform the functions of a Charge Nurse shall receive the Charge

Nurse differential for the time so designated by the Nurse Manager or his/her designee.

The Charge Nurse Differential shall be one dollar and seventy-five cents ($1.75) per hour

10.05 Tuition Refund / Remission:
(A) The University will reimburse all Full Time bargaining unit members one hundred (100%) per

cent of tuition costs, up to a maximum of three thousand one hundred and twenty dollars ($3,120)

annually for courses completed in an accepted School of Nursing with a grade of "C" or better.

The University will reimburse all Pafi Time bargaining unit members (excluding per diems) fifty
(50%) per cent of tuition costs, up to a maximum of fifteen hundred and sixty dollars ($1,560)

annually for courses completed in an accepted School of Nursing with a grade of "C" or better.

The University will reimburse one hundred per cent (100%) of tuition costs annually for courses

completed with a grade of "C" or better at a UMDNJ School of Nursing, up to a maximum of
seven thousand two hundred and eighty dollars ($7,280) for Full Time employees, and three

thousand six hundred dollars and forty ($3,640) for Part Time employees.

A bargaining unit member cannot be reimbursed simultaneously for non-UMDNJ School of
Nursing courses as well as for UMDNJ School of Nursing collrses.

Therefore, each calendar year, a selection must be made by the employee to accept reimbursement

for either non-UMDNJ School of Nursing courses or UMDNJ School of Nursing collrses.
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B) There will be no reimbursement for incidental fees incurred in the courses.

C) The University will reimburse employees within six (6) weeks of submission of tuition receipts

and grades by the ernployee.

D) Beginning the Spring Semester 2016 arñ thereafter, dependent children of bargaining unit

employees shall be eligible for tuition remission in accordance with the provisions of Rutgers'

Policy 60.2.1.B, C, and D.

10.06 UniformAllowance:
If the University requires employees represented by HPAE 5135 to wearunifotms, and does not

provide those uniforms, the employees will be paid a Uniform Allowance as negotiated for each

year listed.

Uniform Allowance for September 1,2014 will be $150 for regular full time bargaining unit

employees.

Uniform Allowance for September 1, 2014 will be $75 for regular part time (20 hrs or more per

week) bargaining unit employees.

Uniform Allowance for September 1,2015 will be $150 for regular full time bargaining unit

employees.

Uniform Allowance for September 1, 2015 will be $75 for regular part time (20 hrs or morc per

week) bargaining unit employees.

Uniform Allowance for July 7't,2016 will be $150 for regular full time bargaining unit employees.

Uniform Allowance for July fr,2076 will be $75 for regular part time (20 hrs or more per week)

bargaining unit employees.

Uniform Allowance for July ft,20lJ will be $150 for regular full time bargaining unit employees.

Uniform Allowance for July 1'r,20lJ will be $75 for regular part time (20 hrs or more per week)

bargaining unit employees.

To be eligible to receive the Uniform Allowance payment, an employee must have successfully

completed the initial probationary period by July 1'1 of the years cited.

10.12 Travel Reimbursement:
Current policy and procedures shall remain in effect thloughout the term of this Agreement.

11. HEALTH AND SAFETY:

I 1.01 Health Examination:
The University will provide to each member of the bargaining unit a physical examination at the

time of employment. Thereafter, all examination will be provided if required by the appropriate

accrediting authority, by the University, or by Statute.

Employees returning fiom medical or disability leave must present a note fiom the treating

ptryiician which indicates the date the employee was able to return to duty and ceftifying the
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12.

employee's fitness to return to work full duty. The University may, at its own cost and expense,

have a physician of its choosing perfornr a physical examination of the employee to ensure fitness

and capability to return to work.

11.02 Employer Obligation:
UCHC will collaborate with its staff,, the Department of Comections, and the Juvenile .lustice

Commission, in order to provide adequate and regularly maintained sanitary facilities. Employees

will maintain acceptable standards of personal hygiene and cleanliness in accordance with the

requirements of the job.

Within the guidelines of the Depafiment of Conections and the Juvenile Justice Commission, the

University shall make leasonable provisions for the safety and health of its employees and will
observe all applicable health and safety laws and regulations. The University will provide safety

devices for employees when deerned appropriate by the University or as required by law and will
provide a reasonably safe and healthy place of employment.

An employee must repofi incidents of unsafe and/or unhealthy conditions to his/her supervisor

immediately.

The University shall respond in a tirnely ûìanner to all health and safety problems reporled by the

Union and/or bargaining unit employees.

The University will also notify the Union in cases where ongoing health and safety hazards which
may affect the HPAE Union membership are discovered.

The University and HPAE agree to discuss problems concerning health and safety in the regularly-

scheduled Labor-Management meetings.

11.03 Health Security:
l. The University shall provide PPD tests for employees working under health hazards at the

University's time and expense.

2. The University shall provide the Hepatitis B vaccine at no cost to employees who may be

exposed to blood and other potentially infectious body fluids in the course of the employee's
job.

3. The University shall provide an arìnual infection control update for all employees which shall

include the following:
a. Transmission of blood borne, airbome and other infectious diseases

b. Universal precautions, respiratory precautions an other infection control measures.

c. Post needle stick and other blood and body fluid exposures management ptotocols.

NO STRIKB/NO LOCKOUT:
The Union and the employees agree to refiain from any strike, work stoppage, slowdown,
concefied refusal to work oveftime, or concefied sick call, and will not supporl or condone any

such job action, nor prevent or attempt to prevent the access of any person to the University's
facilities during the term of this Agreernent.

The University agrees that there shall be no lockouts during the term of this Agreement
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13. DISCIPLINE

13.01 Definition:
Discipline shall mean ofTcial written warning, suspension without pay, disciplinary demotion or

discharge frorn employment at the University. Dismissal from employment or demotion based

upon a layoffor operational changes made by the University shall not be construed to be

discipline. Oral counseling, although in writing, is not to be considered discipline and shall not be

placed in the employee's central personnel file.

The University shall have the right to discipline employees for just cause. Just cause for discipline

including discharge frorn employnent shall include those causes set forlh in the University Rules

and Regulations. This list of causes in not exclusive and discipline up to and including discharge

from employment may be made for any other combination of circumstances amounting to just

cause. The University reserves the right to substitute a written waming in lieu of a suspension

without pay and such substituted warning shall substitute for suspension in the University's

scheme of progressive discipline. A written warning in lieu of a suspension of more than twenty

four (24) hours shall be arbitrable.

A suspended employee may, by mutual agreement between the University and the Union,

substitute a forfeiture of vacation days equal to the same number of days of suspension in lieu of
that suspension. The use of vacation days by the employee shall not prejudice, in any manner,

either the employee's grievance, should one be filed, or an arbitrator's award, should the

employee's grievance be upheld.

Suspensions without pay of more than twenty four (24) hours, written wamings in lieu of a

suspension of more than twenty four (24) hours, disciplinary demotions or discharge from

employment shall be subject to arbitration as specified in the grievance procedure set forlh in

Article 14.02.

The University will notify the Union office, by mail or fax, and the Local President, by inter-office

mail or fax, in writing of any suspensions or discharges within seventy-two (72) hours of the

action not including weekends. Failure by the University to properly notify the Union will not void

any disciplinary action, but the time limit for filing a grievance will not commence until the date

the Union or employee was notified of the action in writing.

The University shall make every effofi that an employee shall receive a written notice of a

discipline on a form expressly provided for that purpose by the Human Resources department. If
such a form is not used, an employee shall receive a written notice of discipline that shall

explicitly state the level of discipline, the date(s) of events relevant to the discipline, and the

actions (or lack of actions) causing the discipline. In addition, there shall be a place on the notice

for the ernployee to sign that they have received the discipline. If, for any reason, the emplol'ee is

not willing to sign the discipline, the Union representative may sign as a witness that the err-rployee

received the discipline. An employee shall be infonned of his/her right to have a Union

Representative present at the disciplinary conference or a conference that could lead to a

discipline.

Prior to terrninating an employee. the University shall convene a pre-termination meeting and

provide the employee with a draft copy of tl're termination letter. At the meeting the department

will review with the employee the reasons for considering termination and the en-rployee rvill be

provided the opportunity to respond to the allegations. The employee, at his/her optiol.ì. tlray

31



request a union representative to be present at the meeting. If the ernployee chooses not to

attend, the meeting will resume and tl-re ernployee will be rnailed a copy of the department's

final decision. Tliis meeting is separate from the grievance procedure and sl-rall not satisfy any

steps in it.

13.02 Grievance Procedure:
(A) Definition

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

2. A claimed violation, misinterpretation, or misapplication of rules or regulations, existing

policy or orders of the University affecting the terms and conditions of employment.

(B) Purpose

The purpose of this procedure is to assure prompt and equitable solutions of problems arising from

the administration of this Agreement or other conditions of employment by providing an exclusive

vehicle for the settlement of employee grievances and to facilitate the uninterrupted operations of
the University.

(C) General Provision

No grievance settlement reached under the terms of this Agreement shall add to, subtract from or

modiff any terms of this Agreement

Nothing in this Agreement shall be construed as compelling the Union to submit a grievance to

arbitration. When a grievant has Union representation, the Union's decision to request the

movement of any grievance aL any step or to terminate the grievance at any step shall be final as to

the interests of the grievant and the Union.

The terms of this Article shall not apply to probationary employees. This exclusion shall not apply

to regular employees serving a probationary period due to a change in job title which is included in

the negotiating unit, except that under no circumstances will the University's judgment as to the

adequacy of the employee's performance and/or attendance in a probationary period or any action

taken in pursuance thereof be deemed to be discipline or subject to grievance'

All time limits are of the essence and may be extended only by written mutual agreement between

authorized representatives of the University and the Union. Grievances not raised and processed in

strict and absolute accordance with the grievance procedures and time limits will be waived by the

Union and employee and will not be considered. The lack of response by the University within the

prescribed time, unless the time limits have been extended by written mutual agreetnettt, shall be

construed as a negative response.

A grievance which affects a substantial number or class of employees may initially be presented at

Step II of the grievance procedure. A grievance in the case of suspension or discharge must be

presented at Step II within twenty-one (21) calendar days of the receipt of the disciplinary notice,

excluding holidays. All disciplinary grievances must be signed by the individual grievant within

two (2) days of the fìling of the grievance. Requests for an extension of the time limit for tlie

grievant to sign a disciplinary grievance shall not be unreasonably denied in the event of physical

incapacity.
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(D) Prelirninary Informal Procedure

An employee may orally present and discuss a grievance witli his/her irnmediate supervisor. At the

employee's option, he/she may request the presence of a Union representative. If the ernployee

exercises tl'ris option, the supervisor may detennine that such grievance be moved to the first

forrnal step.

Informal discussions shall not serve to extend the time within which a grievance must be filed,

unless such is mutually agreed upon in writing.

If an infonnal discussion does not produce a satisfactory settlement, the grievant may move the

grievance to the first formal steP.

(E) Formal Steps

Step One:
The grievance shall be reduced to writing and submitted to the deparlment head within
fourleen (14) calendar days excluding holidays, from the date on which the alleged violation of
the Agreement or policy took place. The grievance shall be signed by the grievant and/or

Union representative, and shall set forth the nature of the dispute, the relief sought and the

specific provisions of the Agreement/policy alleged to have been violated.

The department head shall answer the grievance in writing within seven (7) calendar days

excluding holidays, after its receipt.

Step Two:
The grievance may be appealed by written notice to the Vice President of Faculty and Staff

Resources_of the University or his representative within seven (7) calendar days excluding

holidays, after the Step One decision was rendered or due.

Vice President of Faculty and Staff Resources or his representative will convene a hearing

within twenty-one (21) calendar days, excluding weekends and holidays, aiter receipt of the

grievance unless extended by mutual agreement. The employee may be represented at such

hearing by the Union representative, Local Union President or designee. The Vice President of
Faculty and Staff Resources or his representative will render a decision within twenty one (21)

calendar days from the date of the conclusion of the hearing.

Discipline that is glieved in accordance with Step One of the grievance procedure shall be

stayed until resolved through Step Two. Such grieved discipline may not be refened to or

relied upon in any evaluation, promotional decision or subsequent disciplinary charge, other

tha¡ termination until the grieved discipline has been resolved through Step Two. Grieved

discipline shall be considered resolved through Step Two after the Vice President for Faculty

and Staff Resources or his/her representative has held a hearing and rendered a decision in

accordance with tllat step of the grievance procedute or, for discipline stlbject to arbitration,

the time for the hearing or decision has passed.
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This provision shall r-rot apply to

1) disciplinary demotion or discharge;and

2) disciplitre for conduct, which in the University's discretion, demonstrates a threat to

property or the health and safety of the grievant, University staff or the public.

In the event that a staff member serves any portion of a suspension prior to filing a grievance

conceming that suspension, only the balance of the suspension will be stayed and there shall

be no entitlement to reimbursement or reinstatement for the days served unless and until the

grievance is sustained.

This provision shall automatically expire on the last day of the Agreement.

Step Three, Arbitration:
In the event the grievance has not been satisfactorily resolved in Step Two, and the grievance

involved an alleged violation of the Agreement as described in the definition of a grievance in

A (1) above or in the case of discipline involves the following irnplemented disciplinary

actions:

1. suspension without pay of greater than twenty four (24) hours

2. Written warnings in lieu of suspension greater than twenty four (24) hours

3. Involuntary Demotion
4. Discharge

then a request for arbitration may be brought only by the Union within thirty (30) calendar

days from the date the Union received the Step Two decision.

The request for arbitration shall be submitted in writing to the Public Employment Relations

Commission with a copy sent to the Director of Labor Relations'

Arbitrators shall be selected, on a case-by-case basis, under the selection procedure of the

Public Employment Relations Commission. A transcript of all arbitration hearings may be

taken. All expenses of arbitration shall be borne by the University and Union equally, except

that the cost of preparing and presenting each party's case or charge for a late cancellation shall

be bome by each respective party.

The arbitrator selected shall be requested to hold the arbitration within one hundred, eighty

(180) calendar days fi'om the date selected and render his/her decision within thifty (30)

calendar days after the close of the hearing unless such time is extended by niutual consent of
the parlies in writing.

The arbitrator shall have the right to subpoena relevant documents and witnesses if requested

by either pafiy.

The function of the neutral arbitrator shall be of a judicial rather than a legislative nature. The

arbitrator sliall give effect to the plain meaning of the Agreement language and shall not

interpret such language unless the meaning of the language is unclear and ambiguous. When

an arbitrator is called upon to interpret language in this Agreement. he/she shall render a

decision which is consistent witli the plain meauing of the Agreement's language, consistent

with the comlnorì law of contract interpretation and with general colisiderations reserved to
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managemellt by the Public Employee Relations Act and case interpretation of that Act.

The arbitrator shall not have the power to add to, subtract from or otherwise amend this

Agreement nor shall he/she have the authority to prescribe a monetary award as a penalty for a

violation of this Agreement.

Should the arbitrator reinstate an employee with back pay. the employee may be paid for the

hours he/she would have worked in hislher norrnally scheduled work week, at his/her regular

rate of pay less any deductions required by law or other ofïsetting income for the back pay

period specified by the arbitrator.

The decision of the arbitrator shall be final and binding upon the University, the Union and

employee, unless either parly seeks a review in an appropriate couft proceeding. in the event

either parly seeks a review, such procedure shall operate as a stay of the arbitrator's award until

the judicial review is concluded. With respect to contract interpretation grievances, the scope

ofjudicial review shall be limited to determining whether the arbitrator's awatd is within the

limits of the authority of the arbitrator as set forth in this Arlicle.

A neutral arbitrator may hear and decide only one grievance during one arbitration proceeding

unless otherwise mutually agreed in writing by the parlies. In the event arbitration either parly

assefts that the grievance is barred or waived by the grieving party's failure to follow
procedures or adhere to the time limits specified in this Article, the neutral arbitrator selected

in accordance with the provisions that A neutral arbitrator may hear and decide only one

grievance during one contained herein shall render a decision as to the waiver or bar or issue

prior to any hearing on the merits of the grievance, unless the parties mutually agree in writing
otherwise.

The parties agree that the issue of waiver or bar shall not be decided by the same arbitrator

who decides the merits of the grievance, unless the parties mutually agree in writing otherwise

Both parlies shall be given ample notice of the time and place of any hearing before the

arbitrator and shall be afforded ample opportunity to present to the arbitrator evidence and

contentions perlinent to the question or questions at issue, including the direct and cross-

examination of all witnesses.

The arbitrator shall not substitute his/her judgment for the University where this Agreement

has specified whose judgment will be used or the matter involved has been reserved to the

Ur-riversity by law or this Agreement.

Upon receipt of the arbitrator's award, conective action, if any, will be irnplemented as soon as

practical, but in any event no later than thirty (30) calendar days after receipt of the arbitrator's

award, unless apafty wishes to challenge the award.lf the arbitrator's decision is not

challenged within thifty (30) calendar days, the decision shall be final and binding. If
challenged, the appropriate party must initiate such legal proceedings as available within thirly
(30) calendar days of receipt of such award fiom the arbitrator. ln the event such legalremedy

is pursued, corective action will be implemented no latel than fifteen (15) calendar days after

final resolutions by the coutls.

The terms of any settlement agreed upon in a case that has been filed for arbitration shall be

implemented as soon as practical, but in any event no later than forly five (45) days after the

agreement is fully executed. The agreement may contain, if appropriate, either as a term of the

agreernent, or as an appendix, a statement(s) conceming the implementation of the terms of the
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14.

15.

agreement.

If the Depafiment of Conections or Juvenile.lustice Commission bans an ernployee from all

UCHC facilities, the employee will be tenninated and may not grieve or arbitrate the

termination. However, such ernployees may apply for open positions for which they qualify in

other units of Rutgers.

If the Department of Conections or Juvenile Justice Commission bans an employee from a

single facility, the University will place the ernployee in a vacant position of the same title for
which they qualify in another UCHC facility. The banning may not be grieved or arbitrated. If
there is no vacant position of the same title for which he/she qualifies in another UCHC

facility, the employee will be terminated and may apply for open positions in other units of
Rutgers.

In order to expedite the grievance/arbitration process and to promote the settlement of
grievances, the Union and the University agree on the following:
1) The parlies shall meet on a quafierly basis to review grievances cumently fìled for

arbitration and to discuss which, if any grievances, can be resolved prior to an arbitration

hearing.
2) The University shall notify the Union of its intent to file a scope of negotiations petition

no later than ninety (90) days after the University receives notice from PERC of the filing
of the grievance. The scope petition shall be filed no later than ninety (90) days after the

University sends the Union the notice of intent to hle such a petition.

3) In the event that either party asserts that a grievance is baned or waived by the grieving

party's failure to follow procedures or adhere to the time limits specified in this Article,

the party asserting this claim shall provide to the grieving party an explanation of such an

assefiion within ninety (90) days after the pafty asserting this claim receives notice from

PERC of the filing of the grievance.

NON-DISCRIMINATION
Neither the University nor the Union will discriminate against any ernployee or applicant for

employment, in any matter relating to employment because of race, color, creed, national

origin, ancestry, religion, sex, gender identity and expression, pregnancy, physical or mental

disability, marital status, civil union or domestic partnerships, sexual orientation, age, genetic

infonnation, or-military or veteran status. Neither the University nor the Union will
discriminate against any employee because the employee is or is not a member of the Union, or

because the employee has f,rled any complaints or grievances with the University or the Union.

MANAGEMENT RIGHTS PROVISION
(A) The University retains and may exercise all rights, powers, duties, authority and

lesponsibilities conferred upon and vested in it by the laws arrd constittttions of the State of New

Jersey and the United States of America.

(B) Except as specifically limited or modifìed by the terms of this Agreement, or by law, all

the rights, powers, duties, authority, prerogatives o1- managetnent, and the responsibility to

promulgate and enforce reasonable rules and regulations governing the conduct and activities of
ernployees are also retained by the University, whether exercised or not, and are to remain

exclusively with the University.
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l6 WAGES
The following salary adjustrnents are subject to the appropriation of and allocation to the

University by the State of adequate funding for the specifìc pllrposes identified for the full period

covered by this agreement.

In the event the University intends to withhold any of the economic provisions of this Article
by invoking the "subject to" language in the prefatory paragraph of this Article, it is agreed that

the invocation of the "subject to" language will be based on a determination by the University
that there exists a fiscal emergency.' If th. University invokes the prefatory "subject to"
language as set forth above, following the determination of a fiscal emergency, the University
agrees as follows:

1. The University shall provide the HPAE with written notice of at least twenty-one (21)

calendar days. The Notice shall contain a detailed explanation for the determination by the

University that a fiscal emergency exists and shall specify the action the University intends

to take to address the fìscal emergency at the conclusion of the twenty-one (21) calendar

day notice period.

If due to a reduction in State funding/appropriations to the University for the next fiscal
year, the University determines that a fiscal emergency exists and if based on the date the

University learns of the reduction it is not possible to provide the full twenty-one (21)

calendar days' notice, the University shall provide the maximum notice possible. If the

University provides fewer than twenty-one days' notice, upon request of the HPAE
negotiations pursuant to paragraph 3 below shall commence within 72 hours; however, the

University shall be permitted to delay the implementation of salary increases during the

shortened period of negotiations.

2. Along with the Notice provided to the HPAE pursuant to paragraph 1 above, the University
shall provide the latest available statements/financial documents, as follows:

- The financial information upon which the University relies as the basis for its claim
That a fiscal emergency exists;

- The audited financial statements for the prior fiscal year;

- Quarterly Statement of Net Position (Balance Sheet) for the current fiscal year;

- Curent projection of the Income Statement for the Unrestricted Educational and

General Operating Funds (Operating Budget) for the current fiscal year;

- Quarterly Statement of Cash Flows (Statement of Cash Flows);

- Unaudited End of Year financial statements for the statements listed above;

University budget request submitted to the Department of Treasury for past, current

and upcoming fiscal years; and

The University's Unrestricted Operating Budget for the current fiscal year and

budget for the upcoming fìscal year.

tThe d.t.rt-lination of whether a fiscal en'ìergency exists shall not be limited to whether there is a

reduction in State appropriations/funding.
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The HPAE may request in writing additional financial information. Disputes over the

provision of inforrnation shall be decided by the designated arbitrator on arì expedited basis.

3. During the notice period, upon written request by the HPAE, the University shall
corìmence negotiations over measures to address the fiscal eniergency. The University is
not obligated to negotiate to impasse in order to withhold any of the economic provisions of
this Article. At any point during the notice period the HPAE may file a13.02 (AXl)
grievance pursuant to paragraph 5 below.

4. The HPAE agrees that during the notice and negotiation period it will not initiate any legal
action, in any forum, to challenge the University's intended action other than as specified in
paragraph 3 above.

5. If the parlies have not agreed upon measures to address the fiscal emergency, the HPAE
may file a Step II grievance under Article 13.02(AX1) of the Agreement. The grievance

shall proceed directly to arbitration under Article 13.02. Such arbitration shall be concluded
within ninety (90) days of implementation of the University's decision to withhold any of
the economic provisions outlined above in this Article.

The arbitrator shall determine whether a fiscal emergency existed (exists) at the University
based on the evidence presented. The arbitrator shall not have the authority to reallocate

University funds.

The parties designate Arbitrator Bonnie Weinstock to hear disputes that arise under Article 16 or
17. The parties designate Arbitrator Joseph Licata as an alternate to hear such disputes. If neither
arbitrator is available to hear the dispute consistent with this Article, the parties shall mutually
agree upon another arbitrator.

Fiscal Year 2014-2015:
1) Effective the first full pay period in October 2014, the RB scale shall be increasedby 1o/o, and all

Full-Time and Part-Time employees eligible for a step move based upon credited years' experience

as of September 30, 2014, shall be moved one step.

2) The first fulI pay period after ratification, all Full-Time RNs on Step 25 will receive a $1000 lump

sum bonus, and Part-Time RNs on Step 25 will receive the lump sum bonus pro-rated.

3) Effective the fìrst full pay period in October 2014, the RH scale will be increasedby 1%. No step

movement.
4) To be eligible for any of the above increases, a unit member must be on the Rutgers payroll on the

date of payments.

Fiscal Year 2015-2016:
1) Effective the first full pay period in October 2015, the RB scale shall be increasedby lo/o, and all

Full-Time and Part-Time employees eligible for a step rìove based upon credited years' experience

as of September 30, 2015, shall be moved one step.

2) The fìrst full pay period after ratification, all Full-Time RNs on Step 25 will receive a $1000 lump

sum bonus, and Pafi-Time RNs on Step 25 will receive the lump sum bonus pro-rated.

3) Effective the fìrst full pay period in October 2015, the RH scale will be increased by 1%. No step

movement.
4) To be eligible for any of the above increases, a unit member must be on the Rutgers payroll on the

date of payments.
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Fiscal Year 2016-20172
1) Effective tlie first full pay period in October 2016, the RB scale shall be increasedby |Yo, and all

Full-Tirne and Parl-Time employees eligible for a step nìove based upon credited years'

experience as of September 30, 2016, shall be moved one step.

2) The first full pay period in October 2076, all Full-Time RNs on Step 25 will receive a $1000 lump

surn bonus, and Parl-Time RNs on Step 25 will receive the lump sum bonus pro-rated.

3) Effective the fìrst ftill pay period in October 2016, the RH scale will be increasedby l%. No step

movement.
4) To be eligible for any of the above increases, a unit member must be on the Rutgers payroll on the

date of payments.

Fiscal Year 2017-2018:
l) Effective the first full pay period in October 2011, the RB scale shall be increased by I .25o/o, and all

Full-Time and Part-Time employees eligible for a step move based upon credited years' experience

as of September 30, 2017 , shall be moved one step'

2) The first full pay period in October 2017, all Full-Time RNs on Step 25 will receive a $1000 lump

sum bonus, and Part-Time RNs on Step 25 will receive the lump sum bonus pro-rated.

3) Effective the first full pay period in October 2017, the RH scale will be increased by 1.25%. No

step movement.
4) To be eligible for any of the above increases, a unit member must be on the Rutgers payroll on the

date of payments.

Any RN curently placed on the RH scale who is eligible to be moved to the RB scale can apply at any

time to transfer from the RH to the RB scale. No one shall suffer a reduction in pay as a result of being

moved from the RH to RB scale.

Guidelines for the placement of current staff or new hires on attached salary scale based on

experience will be as follows:
*Only documented experience may be credited.
*Full time experience within the United States shall be credited on a year for year basis with no cap.
* Part time experience shall be credited on a 2 for 1 basis (i.e. 2 years part time experience equals 1

year of credit).
*Per diem and Agency work experience will not be credited except that at the sole discretion of the

University a review of such experience may be conducted and credit assigned after consideration of
the amount and type of experience involved.
*Foreign nursing experience will be credited on a 1 for 1 basis. There shall be a cap of 13 years credit

for forei gn experience.
*Full time experience as an LPN shall be credited on a 2 for I basis. Parl time experience as an LPN

shall be credited on a 4lor I basis. There shall be a cap of 5 years on credit which may be attributed to

LPN experience.
*Experience accrued prior to a three (3) year break in nursing practice will not be credited unless the

applicant has a minimum of eighteen (18) rnonths of nursing practice after the cessatiotl of the three

(3) year break

*Experience Definition :

Such experience shall include all UMDNJ and Rutgers experience as well as all experience, except as

limited above, in the following:

a) Acute Care Hospitals
b) Long Term Care Facilitates
c) Public HealtlVConectional Facilities
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d) Home Health
e) Mental Flealtli Facilities

Ð Doctor's offrces if such experience is directly related. The determination if such other experience is

related will be made by the University.
g) Such other experience as the Chief Nursing Officer or his/her organizational countetpart may deem

appropriate in his/her sole discretion.

UCHC EXPBRIBNCB SCALE _ RB SCALB

Step
Years of Credited

Experience
Effective

Oct 1,2014
Effective

Oct 1,2015
Effective

Oct l,2016
Effective

Oct 1.2017

1 0to2 $ 26.08 s 26.34 $ 26.60 $ 26.93

2 2 $ 26.86 $ 27.12 s 21.40 s 21 .t4
aJ

a
-) s 27.64 s 27.92 $ 28.20 $ 28.55

4 4 $ 28.43 $ 28.72 $ 29.00 $ 29.31

5 5 s 29.21 $ 29.50 $ 29.80 $ 30.17

6 6 s 29.73 $ 30.03 $ 30.33 $ 30.71

7 7 $ 30.2s $ 30.5s $ 30.86 s 31.24

8 8 s 30.77 $ 31.08 $ 3l.39 $ 31.79

9 9 $ 31.30 $ 31.61 $ 31.93 $ 32.33

10 l0 $ 31.82 $ 32.13 ß 32.4s $ 32.86

11 11 $ 32.34 s 32.66 s 32.99 $ 33.40

t2 t2 $ 32.86 $ 33.18 $ 33.52 $ 33.93

13 13 $ 33.38 $ 33.71 $ 34.0s $ 34.48

14 t4 $ 33.64 $ 33.98 $ 34.32 s 34.1s

15 15 $ 33.91 s 34.24 $ 34.59 $ 3s.02

I6 t6 $ 34,16 $ 34.50 $ 34.84 $ 35.28

1l t7 s 34.42 s 34.71 $ 3s.11 $ 35.ss

18 18 $ 34.6e $ 3s.04 $ 3s.39 $ 35.83

19 19 $ 34.9s $ 35.30 $ 35.65 $ 36.09

20 20 $ 35.21 $ 3s.56 $ 35.92 $ 36.37

21 21 s 3s.47 $ 3s.83 $ 36.18 s 36.64

22 22 $ 3s.73 $ 36.09 $ 36.45 $ 36.91

23 23 $ 3s.99 $ 36.35 $ 36.71 s 37.17

24 24 $ 36.2s $ 36.61 $ 36.98 s 37.44

25 25 $ 36.51 $ 36.88 s 37.2s s 37.71
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Wages Staff Nurse Per Diem

Fiscal Year 2015 -2016

Effective 30 days after ratifìcation, the Per Diem rates will be increasedby 2%

Fiscal Year 2016 -2017

Effective the first full pay period of October 2016, the Per Diem rates will be increasedby l%

Fiscal Year 2017 -2018

Effective the first full pay period of October 2017, the Per Diem rates will be increased by

1.25%

The rate for per diem staff nurses in UCHC Medical Services Division will be

Fiscal Year
2015 -2016

Fiscal Year
2016 -2017

Fiscal Year
2017 -2018

Day Shift $38.25 $38.63 $39.1 1

EveningÆ{ight

shift $40.7s $41 .1 3 $41.61

Per Diem Staff Nurses in UCHC Medical Services Division will be paid a shift differential of $2.50

per hour for evening and night shifts. The shift differential will be paid for complete shifts only where

the majority of hours are worked after 3 pm and before 6 am.

Sign-On and Referral Bonuses:
The use of Sign-On and Referral Bonuses is at the discretion of the University. If the

University chooses to pay either a Sign-On or Referral Bonus they shall be:

a) Sign-On Bonus for a new employee - $ 1000 at time of hire, and $ 1,000 at

completion of probation

b) Referral bonus for incumbent employee - $500 at tirne of hire of new employee who

is referred by an incumbent ernployee, and $500 at completion of employee's probation'
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17. Advanced Practice Nurses - Wages and Benefits

Fiscal Y ear 2014 - 2015

1) Effective the frrst full pay period in October 20l4,the RS scale (APNs) shall be increased

by 2%.

Minimum $91,104 Midpoint $101,823 Maximum $112,541

Fiscal Year 2015 -2016

2) Effective the first full pay period in October 2015, the RS scale (APNs) shall be increased

by 2%.

Minimurn 592,926 Midpoint $103,859 Maximum$114,192

Fiscal Year 2016 -2017

3) Effective the first full pay period in October 20l6,the RS scale (APNs) shall be increased

by 2%.

Minimurn $94,785 Midpoint $105,936 Maximum$l17,088

Fiscal Year 2017 -2018

4) Effective the first full pay period in October 2017, the RS scale (APNs) shall be increased

by 2.25%.

Minimum $96,918 Midpoint $108,320 Maximum$119,122

Conference Davs

APNs are eligible for 5 conference days per year.

Comn torv f)av:

An Advanced Practice Nurse (APN) who works a "full day" beyond his/her regular work week

shall be granted a Cornp Day for said day worked provided that the APN notifies his/her

supervisor in writing of the operational necessity to work beyond his/her regular work week and

receives the supervisor's prior approval to do so. For the purpose of this provision, a "full day"

shall be defined as the employee's regular daily hours of work. Comp Days may not be earned

fractionally.

Comp days must be used prior to vacation and float holidays, and by the end of the quafier

following the quarler in which they were eamed.
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18. EFFBCTIVE DATE AND DURATION
Tlris Agreentent, except as otherwise stated shall be effective on October 7,2014 and shall remain in

effect through June 30, 201 8.

This Agreernent shall remain in full force and effect fiom the date of execution thereof thlough' June 30,

2018. Henceforth, an Agreement shall automatically be renewed from year to year thereafter, unless either

parly shall give to the other party written notice of its desire to terminate, modify or amend this

Agreement. Such notice shall be given to the other party in writing by registered mail no later than six

months prior to the expiration date.

Official notice to the University shall be made by addressing the Vice President for Human

Resources. Official notice to HPAE shall be made by addressing the President of HPAE.

19. SUCCBSSORSHIP
The University shall notifu the union at least thirty (30) days in advance of any takeover, sale, assignment,

transfer, merger, reorganizalion, consolidation or other change of ownership. The University agrees to

provide the Union with any public infonnation sought by the Union for the purpose of adequately

representing its members' interests.
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IN WITNESS WHEREOF, the Rutgers University and the Health Professionals and Allied Employees,

AFT, AFL-CIO, have caused this Agreement to be signed by their duly authorized representatives.

Health Piofessionals and Allied Employees, lFf
AFL-AO

Rutgers University

L"* 1-ll'' l)
Ann Twomey, HPAE

7 t7 t7

, ltì

Vivian Fernández,

Senior Vice President for
and O r ganizational Effec tivenes s

Resources

n -0ìtvelr-

rïiih
? -l(-t4

DateSabrina Brown Oliver, Local 5135 President

?
Pat Local 5 5

Associate Vice President for Human Resources

7 ll l7
Abdel Kanan
Director of Labor Relations

Date
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Appendix A

Mamorrn&m of Agrcamailt bârr#so* the lterlth Frof*s¡Tonrh ¡r*d Allt¡d [rnFleyce¡, Arr/ AFL'clo

¡nd ßr¡Es,Ë tJnlve¡sþ r¡grrdlns the cnr,nbtrnlng of flPÅE UËflG Earg¡{nïng Unlti

lå/herear, thê HÉåfth pr,p sçsionalr and ållied Emp¡oycç$, AËr/ Âtl-Ëlt {herËln "uniono}.i5 råtûßËi¡ed ¡r

tfiÊ srlÊ a nd prdu**r,* br¡grlning agent of four æpä råte baryrí,nlnt unitr: of ernployeer of t'¡,¡UÊrt

Unlverclty ubo a¡a *rnployed ry tt!e tr/t*ntal fl*alttr or Medlcstr llsalth DivJ¡ion¡ of {"l*lverslty

tprrecilonal HealtTr tare {tlCHCJ; and

r¡Vhere¿¡, thr Unlcn and thc LfnlvEr¡ity a¡r,ee thal ä strûn$ üofitmufiltT of ¡ntelsst is Ehared rrnong all

four bargelnií¡g un¡6 of non-¡s#ervlmry r*gistrred Rur¡c¡ ln thË Uni-vêtitrty Corr*ctional t"le*lth Cate

I t,gfl{J tperating t3 nlt;

Tte partier heriby tgr** as fnllow¡r

!." The neffe*tv¿ dat*n *f thk MtA sh¡llbr thç drtn ttrts MOA b ritltied bry HPÀË rLoc¡ls 5SS9 and

5135.

l. tn tf¡ç effeËtlvç drtc Ef tlt¡ Mü.4, thc Un¡on tnd tfte Unl*rulty 8Er€ã tû connblnc atl exl*lng

,RutËêrs Unlv¡r*tty f;orrectiurs¡l l.lestth E¿re {UCfltl har-galnlng unlt re$ster*d nußss r*Prt¡antçd bF

HffiF ¡ntö one baryrlnl*g unit iadurlv+ all {*} *tentel }Je¡lth Sardcal $taff irlurre¡ and ÅPltt¡; {bJ

Mrdtcat ¡*caltl* 5ç*?¡Ëê* 5¡tff Hurse¡ ard *Pfi¡; {cl Mentrl fl*tlth $ervlcer Lesr-Than-3ü }laur Parl-

Tlme $ttff Hursß$; å*ü {d} äiledlc¡* Flealth $arrkËr {-tr*;Than-?0 fìour Fert'Timc Stcff l{ur¡*s'

L trü* emptryre wltl hsu* thâ¡r rfågå ø ralary rtdr¿ced a¡ r rr¡ult af ûhis MÛ4. All dlff*r*ntlals,

ÊerttflÈãtÌEû pan bonuær and sther fsrm¡ of campßn$t¡ðil will rem*Ia ln *ffeçt ualesg othenilhe

*tipgfÊtËd in thi* MOå or u*tll Er¡eh tlr!ìÉ r$ r¡çw or rsvlsed agrttm*nts ars r*¡chBd.

4, ,qr öf the ßléstivË drtecf ür1¡ fvtÐå, ätl employue* ln 1{*}ånd?tbl*bçr¡ç, t'*hparç emplnyed ln the

tvtcnta! Health rnd lvtadl¿al H**llh Sc,rvlæ¡ Fivl*ionr of UCJ*{ dr*ll þr ccvcred þY th€ Loctl S13Í

cçllectlr¡e negntiatbn* ¡gt¿enrl¿nt, exrapt that *nnploynçl ln t{a} hF*d frisr ìo thç çffcrtire dtte of

thts MSA *l¡all upo*l cCnrhlnfng nf thå hårgtifi¡ng un{t5 rÊtðNn 6ll of thair*en}orlty* rlthç¡. b¡n+fltg

ald t*nms rnd esndit*onr of employmçnt undpr tltelr prevlout cðllec.tive fTeBûtiålion! ã8regHôltt5

un,letl otherurlsr *tlpulatad in thlr agreonrënt ûr L¡åt.ll such, tl¡nç ar nË$ ol rð*16åd ¿3rÈËltTÊtlB Êre

rçrched. Wherç ¡uch t¿rr¡s ¡nd conditbns rnay tubrtantlvely dlffar in ?årc Lpeal 511ã oollectiue

negól¡atiÈnr fgteÊt!!å!tt, such termsar¡drcondlticns ¡hsllbe in*arpurded lnta a separate appandlx

$fthÊ Ltcå1 5135 öSteBrnÊfit.

5, Àll utf{t trlent¿N Heaïth Sraff Nufler curr*ntly ûn thâ IJB tr#age sceþ {fnrludlng lal*thaa.2ü hour

pãft-ttmÊ tgff nurses) shall ramaln on th* l.JÐ Scel* and con'tinue te rücËlve nll adf uct,m,e¡¡r at1d

inrreasas recelveü by ot,trc,r 5taff:Nu6e: ôã lhÊ UË $cah ln thclr farmer" blrgoi*ing u*it, unle$

sthÊnvi¡g stipulafad ¡n tt¡ig agrgenr¿nt or until rvch tlrnt as nëNru or revisad sfreeme{ttå ar* r*ached"

Al! per dlem ucllû fvtextal ,Health luff ldt,r*es hir*d :befsrr tbe effectìve dåtc of this MoÅ shtll

sontlnüe to be pefd the ¡eme par dl*rn rate, åll A?N* eur*entfy cn the ti5 $alary lcafe will rnrn¡ln on

ths LIS Scafa ¡nd çüntlnüÊ tÕ rêÉslvË allad;lurtrnenl¡ ¡nd lncrea,Seri'*celued by pther AFHs on the
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US lcale ln their for¡a*r bargrlnlrrg unlt, unl$s otherwire $tipulatBd Ifl th¡å ågrtåñ1Ér¡t tr until tuch

Tlme ¿ç nëi¡t of rerlÉ-d åßrcsments are rèöchçd'

6, On or aftsr the €ffadth¡e dale o{ thh MOÅ: {a} ¡ll Staff t¡urser hlr¿d l'nta a p*sltion in elthcr the

MÈntän:Hèðlrh or Madl¿slttealth D.lvlrlcn wlfl ba ptactd o:t thÇ,*H lfvage kale vrith alltredlltd

erpurimre ln a¡crrdrnçe ur¡rh thÈ guld*lln* lû Arlkþ 16 of thê LocÐl 513.5 ãBrtçrnÈftt; {b} all per

diem Stafl Nuf3¿s htred intc * po*itfan in elther tfie lvtåntâ¡,HÊãlth or Medhall{ealth ÐtutrlOr¡ v*lll be

pald the perdinm råtÈ ryËr¡fiçd ¡n årticlê 16 sf the ts{äl å13ã åBrÊètl1*rlt; rhd {cl¡ll APH* hi¡*d

¡ñ6 ä Fosltlorì h elthcr the MÉntal Health or Medlt¡lFaalth Fivt¡ton wlll b* plac:d On the R5 SaTary

5€ê¡e ¡n a€rÞrdåflcê wtth Arlirle 1? ûf the L¿¿rl 5.tr35 agreernent, lhit pravlrlsn rhelt not apBly ec the

trånifÈr or recnll af ernploy*er hlred prrlor te thü €{fE{t¡t'å dätr öl lhtr tfiOÅ'

?. all st*ffftur¡e* ¡nd Apl{* hired +n or ¡ft*r ttlÈ *ffcctlv* dale çf thi* ïi¡'lüA lntr :po*itlo*r ln the

MËntai H*rlth çr ñ{*dlcsl }lealth Sþlclon: of UCHC slr¿ll be covered by tht lscal 5135 collective

nÊgoti*tlonr egreernent and b? *ny *ucctsor collertlvE r*¡g+tiathn¡ tgraenr*nt, *nltll [hÈ F;rtles

ag,res aÌhef$¡Jt€"

g, All {i}ffèfiÎ BrãÉkÊr rrrd pr*c*dures ægardlrg tfrE t€mparitY reasrlgnm*nt of stäff nurre: betwe€î

dMelons slr¡,tl r¿rnaln stttu¿ qilÕ unlcsr rpeclllcally rn*dlfltd haiÉlr!, tr Hntf* rilÉh t¡r$ç ¡; nä¡{ or

¡eulföd åSr€ÊmêÊtÉ ¡r¿ rçacbed.

9. Thsre r*'lll be nu lty*trr Bs ä d¡rÈct recult çf ttre implemËñtåtlÞfl {}f tl¡lc tìjtÅ'

tr0. tj,nlverslty senlÉflty will c*ntiflüå þ pr;røff In tlts ü"Èftt å Iayoff dnx orcur du¿' tç ,lae¡{ 'of wnrt ar

rad¡xtior¡s due to qronamh.rüûstdÊràtiónr. Employ*t* uha*e porltlnn* tr* ell'?llnatÊd åå thÈ rßsult

*f r lrysff may only hump I lesË 3Ênhr empTçïe* røltålr* tlE ¡erne dlvlslan-

trl, Ths Un¡On mü-y rppo'lfit ûr eleçt ötåã ãddltlüftäl i¡illo{'t ìreprìEsen?atlva fsr æ*rh ftritity *lthin the

Menlal ticrltlt 'Þtv&lun {$!TSF, fS.}5F, NSF trtd EþlçF}'

It. The Uilbn rnay utlfÞ* cne ¡ddlthnal pald unlnn day úor Uni*n ÛfrIçsf* snd fouf ãddttiúfitl UEF¡id

unüen dayr fø Èhl exr[u¡iyt 'ufå af Unþn Offleeru ur ff*prêiülltåt}$e¡ wllh]ft thå tv]erNtål llrålth

þtui*ion tð Ê$lduct Ëtlthorþ¿d urtlôa h¡¡i¡nötr.

13. Waçs, ben*ttt* and terrnf 'ênd rsrdlti*n* of emplOyffiënt fðr la55"than'n¡v*rty hout Þärî*tlmt släff

nuÃas tn 5cËtfo¡t* t{cl and l{dl absuc *h*}l bs definad ln åpp¡núlx {?BDt rf Ére loc¡l 313Í collsctke

b¡rÊplninß aÊrÊsnrcilt.

T¡rt uillo¡l FçfrTTIE IJ¡TIV:fiSIirÏ

DATE: lT.ll-15 ÐÁTË: t7
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Appendix B:

Less-Than 20 Hour Part-Time Staff Nurses:

Effective upon ratification, Less-than-20 hour parl-time staff nurses who are employed iri the

Mental Healtli and Medical Health Services Divisions of UCHC shall be covered by the Local

5135 collective negotiations agreement, but are not eligible for benefits unless specifìcally provided

for in this appendix. The provisions of the Local 5135 collective negotiations agreement that apply to

less-than-20 hour part-time staff nurses include, but are not limited to the following:
a. Less-than-20 hour part-time staff nurses are eligible for the wage schedule and subject to the

guidelines in Article 16 of the Local 5135 collective negotiations agreement. Any applicable

differentials and wage augmentations shall remain status quo unless specifìcally modified herein

or until such time as new or revised agreements are reached by the parties. Notwithstanding the

above, less-than-2O hour parl-time staff nurses in the Mental Health Division hired prior to the

ratification of this agreement shall be compensated in accordance with Section 5 of the

Memorandum of Agreement Regarding the Combining of HPAE UCHC Bargaining Units
dated fdate].

b. Less-than-20 hour parl-time staff nurses are entitled to the just cause, discipline, grievance and

arbitration procedures set forth in Arlicle 13 of the Local 5135 collective negotiations agreement.

c. In the event of a layoff, if no vacancy is available, a less-than-20 hour part-time staff nurse may

only bump the least senior less-than-2O hour part-time staff nurse in accordance with Alticle
4.08 of the Local5135 collective negotiations agreement.

d. Terms and conditions of employment for less-than-20 hour part-time staff nurses shall remain

status quo unless specifically modified herein or until such time as ne\¡/ or revised agreements

are reached by the parties.

47



Appendix C:

UCHC Mental Health Employees Hired Prior To l2l9/15

For all full-time, regular part-time, and per diem Staff Nurses; and all full-time and regular part-ttme

Advanced Practice Nurses employed in the Mental Health Division of UCHC hired prior to 1219175,

the followilg provisions of the Local 5089 collective negotiations agreement shall continue to remain

status quo until such time as new or revised agreements are reached. All other provisions of the Local

5135 collective negotiations agreement are equal and any additional differences are deemed to be non-

substantive in nature or not applicable.

3.02 - Staff Development Programs

4.05 - Weekend Per Diem

4.09 - Seniority

5.05 - Overtime Work: Scheduling

5.06 - Weekend Rotation

10.03 - Shift Differential

10.04 - Charge Nurse Differential

10.05 - Education Differential

10.07 - On- Call

10.09 - Clothing Allowance

1 0.1 0 - Preceptor Pay

10.11 - Floating

17.00 - Staff Nurses and Staff Nurse Per Diem Wages

20.00 - Advanced Practice Nurses Wages and Benefits
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Side Letter of Agreement #l

þate: .lun* 27,2{l.ll

:\iln'l-rvetner'. Presiderllt
l-nealth }lrolbssionaIs and ¡\Iliecl [n:ployees
I lû K:inderkanrar:k ltoad
hnrerson. Neu' Jerse_v {}} 6}l}

Ile: I)epnrhr:ent of Correetion,r Ii)

l¡r o¡:eler t<¡ fi¡cilitate access r* the Union'ú ¡ner¡rtrership ancl ur:nduçt ir.s business, tJMDNJ will
q'r:rk with the T-inion ancl the l)epartment of {lorrcctians tc obtain a l)epartmeni ol" Con'ectionl
ID fbr il:e iJnion's Staff Reprcsentatir¿e.

ltlesse indicate ,vr)Llr agmnrent by signatrue below.

\rery truly yours,

Abdel Kanan,llsq.
UMDI'íJ
Direcfor of labt:r ReTatir:ns

&-*
,{rrn Twomey
HPAE
Presiclerrt
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Side Letter of Agreement #2

.Iid-e- L,c-l-tp.T ¡: J-,{.glçg.ntqnL.#ì

D*te : Jurtt ?7. lill I

,'\nn'l"rv$nle1', flrtsidr:n!
l'l rrii th []r nlbssi qrnnls and Å11 icd lìn:pL:yecs
I l{l} Kind*rk¿ruir¿k l{*¿rd

llr:icrssul, Nerv.le lsey û7f):tl

l{c ; {,rni vc r'¡rì t;. (itll'r'ur:ti*¡lr¡1 I iúi¡lth Caf ç l.ltck D*l,vll

l)r:al h¡f s, 'l'rvoürey;

A* agrcecl. tlrc tJniversity rvill pny nön-Èxeffipt errrployees fìlr Tinle slunt in the l)UC
I'rieillties where ir lo*k dr:rvn prevetrtri skìff fronr leavíng ¿tt ùcir legularly scheduled litne.

Pieas* indicatc y*ur *greet*eut try sign*turc below'

Very truly ¡,uurs,

¡\bdcl K¿rnart. lisr1,

UMPNJ
Dilector of I.sbr¡r -REtatii¡ns

{L r*- ! it-t't'>*"t -"'ìr'

,'1

"4nn Twonrey t'.j

llPAii
Presiclent
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Side Letter of Agreement #3

liirle L"*tter nf ¡\sree¡renl # 3

Ila*: Jun* 3?. :ü I I

Årur'T lr.urne;*. Presidtltt
1{e¿rl t }¡ Pr:*lr:rsi$¡ral s *nri Å I I i ed Ërnp I oyee;
I Íü Kii:¡dg:kn*rack l(çnd
lin're¡'.r*n. Nt:'rv Jrrsey {}7ú3()

lìe: lxeenptf;nrpleryees

l)clr Ms. 'f'rvcnre¡--

r\s irgrcurl, plut*u be advil#d {h*t if ih{: lJniun be}icve$ än ex€rlìpx enrployee is regul*.rly
iurd rtrutirrcly rr.rl¡:ired lo *o¡'k excsssive lu:urs fhe Linicn shculd bring tlrin tsT the ¿rttenlitü of
Labor lteìations *nd the situ¿tion rvill be investigatecl \vith the {.}ffice uf Compensation Señ'ices
ìn eernjr.rr:r:tiorr lvilh the appropdate seniot matagement *f'the unit- "r\ sr¡-rmnarÏ of the finri'ings
r:f ihc, investigation and any remetlittl årrtìon t¡Iken will be ruppiied lo the Union. "lhe lìndings nf
the in\iestiËãtinn .qrc äôl ãrlbjrci t{} thr gri*vänc€ prúced$rë.

Please indicatë yüur ågfi¡'ernent by signat*re bel+w"

Ver¡r truly

Kurr*n. fisq.
UMDNJ
Ðireetclr t¡f L*hor Rr¡luiicns

r\nn -l'rvrrmc'y

LlPt{f;.
President
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Side Letter of Agreement #4

l.kieå¡:{*1:Jrl",tglç*$rslål f-. *

IJute ; JL¡r;i.: l.?" ;{1 } 1

,\rn'l"n'*nr*y, itexident
l tcul th t)ru lL*ì n¡rrrl* lrncl ;\ l I icd línrp k:yccs

I l[] .Kr*lcrhLrm;rcli Rriirel

fjmsrs¡¡n. X cr*.i Jcrxr;r' û7ü3*

Its: Ënr¡r}*1'** f:*udh¡ck

Û*lrr þ,1*'f ',rUxre¡' ;

Às nçrued. plrxrx h* ¡clvisc¡;l llüt if, is tir¿ mutrrel goal crf rhe ll*":cr*ity nrrd îhc nrlnii*g

rtlill't'1C e¡;hi¿v* and ç:aå¡ltnÍn u*cell.E:nçe *rf¡ûJrg s{åil:alx, rl'rãilr¡l8r}$tld¡11- ¡1s * lne¡¡x lü *liäjn Ãhi$

*¡¡¡ll- ¡r-rrilì¡â-ll¡* llï'l'p at tjCï{il rriltr be given wr rpportunify to ]iln:mlly ptlrvitlc n'¿i({eil,

içn{irlcutial iesltr*s¡c ûr} i$s$e* ûlIbûting norsing, priruarily maneg*m*Ê{ $fld lË}dqrsilå¡l ax welÌ

as patirrrt **rc irsucs an*l cnrni¡tlnr¡*ntaf icsuex- 'I'þe to*l n'ïll ul**r pmvidç fW's çiih lilt
1:pp*rrgniry fi:r nan:*liv* fcçdt¡tcTt, Th* rri*rl tn¡tï dif,fþr *t Éach fkcilíay, ll'ithin six {6J rnçnths

ni:¡¿imiüi*rcring dr€ r{:rol"ll&qlsË$rË dülil wi}l he *hsred r'vhh rhe ttur*ts. Iiurs** rr',il} l¡e inlonnsçl

tilarty pla*x developsd in resp*nx ic thc rlttl¿t.

þ'irlrâll *i¡ iðJ ¡rtntþs ¡¡f ¡lrlrlri¡'¡i*{erir:g thc trlol- ths fuibçr-rnnlìagcmcnl i:untr*ilæ* rl"ill r¿r¡i*rv

thr pßre*ss rir*d rnùy rnûkc ¡iry*sstitiËls ibl tbrrt¡gss ther¡to'

Ple¿r** i¡rtiicat* y$t¡r sgfsi:ürsr¡t h5 sige*ture below.

Very trrly

r.5rI.

UMA}iJ
Dircctçr sf L¡b*r Reistiüt¡s

L."-'Å 't.
IL. ¡ I irf¡.1{^-¡"#u
itr' *-1,r

t!
Ánit Trvamey t t

tlF,¡{[
Plc*iclent
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Side Letter of Agreement #5

$iele .l,st{eï 0{'Åg¡¿curtn{ # 5

Dåte: Ju¡re ?7,:{}l t

..\ru1'Iu'$n:çy, President
He¡rl th Pr* fe*si on¿is an¿l- ¡tl I i ed li,nr plc¡ets
I lû Kinclerkanrac.lc Road

Ë;nerso¡r, New "lerssy ü7f:3û

l{*r $i:a{ÏTng {ìhar:ges

llesr hdn.'l'womey:

Th* University anrl the Ulrit¡n agree th*rt cûmm*nicätion reganiing stafTlng uh*nges nnd issurs is
very ilnparl*n{ to efficisnt antl smr:r:th ûpëfatiûn$. The UCI{C rnâilâgenËnt shall give tdvanee
norifiçåti$n CIf sigrrifï-eant $ø-ffing r:h*ngos to tlre P.resident of T.ocal 51J5, ex**pt in em*rgency'
xiluatio¡rs.

Fkase indicat* yoìu äsreemeni by xipr*hue belgw.

Vcry 1¡Ð{trs,

Àhdel Karean, Esq.
ulr{ÐNJ
lljreetor *f l.,abor l{elaticns

,4nn Trluntrg
illt¡\li
th*sidnr'!t
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Side Letter of Agreement #6

Date: November 17,2015

Ann Twomey, President
Health Professionals and Allied Employees
I l0 Kinderkamack Road
Emerson, New Jersey 07630

Re:

Dear Ms. Twomey

Alternate V/ork Schedule

An ernployee may request an altenlate work schedule in order to take a credit carrying course at an

accredited institutioll of higher education or another professional course carrying continuing education units per

semester (Fall, Spring and Summer) during the work day. Any suclr request shall not be unreasonably denied.

The provisions ofthis side letter are not subject to the grievance procedure.

Please indicate your agreement by signature below

Very truly yours,

bdel Kanan, Esq.
Director of Labor Relations

L*
Ann Twomey
President
Health Professionals and Allied
Employees, AFT/AFL-Crc
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Side Letter of Agreement #7

Date: November 11,2015

Ann Twomey, President
Health Professionals and Allied Employees
110 Kinderkamack Road
Emerson, New Jersey 07630

Re: Non-Hostile V/ork Environment

Dear Ms. Twomey:

The University and the Union agree that the working environment shall be charactetized by

mutual respect for the common dignity to which all individuals are entitled. It is therefore agreed that

verbal harassment of an employee or a supervisor is inappropriate and unacceptable. Employees may

report issues to the Off,ice of Employment Equity through the use of the University Hotline. Issues not

adiressed by the Office of Employment Equity may be addressed with the Off,rce of Labor Relations

in a conference meeting. Nothing contained with this side letter is subject to arbitration'

Please indicate your agreement by signature below

Very truly yours,

Abdel Kanan, Esq.
Director of Labor Relations

A*t
Ann Twomey
President
Health Professionals and Allied
Employees, AFT/AFL-AO
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Side Letter of Agreement #8

Date: November 11,2015

Ann Twomey, President
Health Professionals and Allied Employees
110 Kinderkamack Road
Emerson, New Jersey 01630

Re: Joint Bargaining

Dear Ms. Twomey:

Upon mutual agreement, the Union and the University may choose to negotiate over a limited

number of agreed upon contract issues for a successor contract with representatives of two or more

HPAE bargaining units.

Please indicate your agreement by signature below

Very truly yours,

Abdel Kanan, Esq.

Director of Labor Relations

/^, 1;'-z
Ann Twomey
President
Health Professionals and Allied
Employees, A FT/AF L-C I O
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Side Letter of Agreement #9

Date: November 11.2015

Ann Twomey, President
Health Professionals and Allied Employees
110 Kinderkamack Road
Emerson, New Jersey 07630

Re: Banning

Dear Ms. Twomey:

In the event a bargaining unit employee is banned from one, or more than one, facility by either the

Department of Corrections or Juvenile Justice Commission, when available and upon request, the

University will provide the Union any and all official DOC or JJC documentation related to the

banning.

Please indicate your agreement by signature below

Very truly yours,

Abdel Kanan, Esq.
Director of Labor Relations

Ann Twomey
President
Health Professionals and Allied
Employees, AFT/AFL-AO
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Side Letter of Agreement #10

Date: November 11,2015

Ann Twomey, President
Health Professionals and Allied Employees
110 Kinderkamack Road
Emerson, New Jersey 07630

Re: Union Representation

Dear Ms. Twomey:

The resporrsibility forthe local union representation of the combined bargaining units referenced in the

Memorandum of Agreement between the Health Professionals and Allied Employees, AFT/ AFL-CIO and

Rutgers University regarding the combining of HPAE UCHC Bargaining Units unit shall be deterrnined by

HPAE. It is the intent of the Union to seek a reorganizafion of our Local Unions at the University, however until

that time, it is understood that representatiorì may be shared by more than one local union.

Please indicate your agreement by signature below

Very truly yours,

Abdel Kanan, Esq.

Director of Labor Relations

L*1;^T
Ann Twomey
President
Health Professionals and Allied
Employees, AFT/AFL-Crc
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Advanced Practice Nurses - Wages and

Benefits, 42

Agency Fee, 3

annual employee performance
evaluation, 9

Appointment to a position, 10

Bulletin Boards, 6

Charge Nurse Differential, 28

Classification, 1 1

Compensatory Day, 42
Compensatory Time Off, I6
Conference Days, 42

Court Appearance, 25
Dental Care Program, 21
Discipline, 31
dues deductions, 2

Effective Date and Duration, 43
E-Mail, 6

Employee Status , Il
EmployerObligation, 30

Experience Definition, 3 9

Full Time Employee , II
Health Examination, 29
Health Security, 3 0

Holiday Entitlement, 20
Holiday Pay, 20
Jury Duty, 24
Labor-Management Committee, 10
Leave for Death or Serious Illness in

Immediate Family, 24

LEAVES OF ABSI]NCE, 25
Life insurance, 21

Mail, 6

Management Rights Provision, 3 6

Meal Period, 25
No Strike/l.,lo Lockout, 3 0

Non-discrimination, 36

Normal Workday, 15
Normal Workweek, 15
Part Time Employee, 11
Pension, 21
Per Diem Employee, 11
Personnel Files, 12
Prescription Drug Program, 21

ProbationaryPeriod, 12

Public Employees Retirement System,
21

Resignation, 21
Rest Periods, 25
Scheduling, 16
Seniority, 72
Shift Differential , 28
Sick Leave , 23
staff development programs, B

staffing, 11
Subcontracting, l-5
Successorship, 43
Terminal Benefits, 2'7

Transmission of Dues, 3

Travel Reimbursement, 29
Tuition Refund, 28

unhealthy conditions, 30
Uniform Allowance , 29
Union Business, 6

Union Dues, 2

UnionRepresentation, 5

Vacation Amount, 2I
Vacation Pay, 2I
Vacation Scheduling , 22
Wages, 31
Wages Staff Nurse Per Diem , 4I
Weekend Rotation, 11
'Work Schedules, 15
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