Agreement

To promote amicable employee-employer relations, AFT Local 1796 (the Union) and
William Paterson University (the University) agree to implement the attached revised and
updated Professional Staff Appraisal Form and AFT Professional Staff Retention Policy
and Procedure. The form will be posted and implemented online as soon as possible
following the execution of this agreement.

The parties agree to the substance and form of this agreement.
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AFT PROFESSIONAL STAFF RETENTION POLICY AND PROCEDURE

This Policy and Procedure shall apply to full-time non-teaching professional staff who have never
received multi-year contracts, or are eligible for a multi-year contract renewal, and part-time professional
staff with more than three (3) years service who are (a) employed in regular, recurrent positions, (b) work
at least half-time, and (c) employed on either a one-year contract or on at least a second half-year
contract occurring during any two (2) consecutive academic years.

I. Eligibility for Multi-Year Contracts

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

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

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

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

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

I. Criteria for Reappointment
A. The reappointment of professional staff shall be based on:

1. Professional performance of the professional staff

2. Institutional and programmatic needs

B. Professional performance shall include:

1. Attainment of agreed upon objectives.
Job responsibilities as described in job description which includes other job related
criteria as shared with the employee in a written job description at the time he or she is
first offered employment. Thereafter, the other job related criteria shall be developed with
his or her supervisor prior to the next performance cycle.

2. Knowledge of professional assignment area

3. Thorough preparation for assuming responsibilities
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4. Effective communication
5. Respect and consideration for co-workers and clientele

6. Service and/or other activities which contribute to the purposes and functions of the
University and the community which it serves

C. Institutional and Programmatic Needs

The reappointment of the professional staff must be consistent with the needs and purposes of
the University as stipulated in the long-range institutional goals.

I1l. Process
A. Role of Board of Trustees and President

Reappointments shall be made by the Board of Trustees upon the recommendations of the
President. It is the purpose of these processes to provide the Board and the President with
pertinent data on the basis of which to make such determinations.

B. Retention Policy and Collective Bargaining Agreement

The evaluation of professional staff shall be conducted in accordance with the provisions of this
policy statement and the relevant provisions of the Collective Bargaining Agreement between the
Council of New Jersey State College Locals, NJSFT-AFT/AFL-CIO and the State of New Jersey.

C. Timetable

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

Each candidate for reappointment shall be provided with a timetable indicating the dates of the
steps in the retention procedure. The timetable shall provide a reasonable opportunity for the
candidate to present a written statement and/or materials for inclusion in the retention folder, prior
to the beginning of the evaluation by the immediate supervisor.

D. Evaluation Forms

The AFT Professional Staff Performance Appraisal Form, agreed to by the Union and
Administration in February 2019, is available on-line through the University’s website and should
be used for all professional staff appraisals. The form must be printed out and the hard copy
signed by all parties involved. The only official form to be submitted is the signed hard copy. The
forms are not to be submitted online.

E. Evaluation by Supervisors
1. Definition of Immediate Supervisor

For the purposes of evaluating professional staff, the immediate supervisor shall be
construed as that employee, including Department Chairpersons, who is first reached in the
normal chain of command leading from the candidate pursuant to functional working
relationships.

2. Scope of Review
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Owing to the nature of professional staff employment, it must be understood that the regular
and continuous employment relationship between the employee and his/her immediate
supervisor provides a climate for the sustained observation and assessment of the
professional staff. A principal purpose of the annual process is to formalize, and share with
the candidate for reappointment, conclusions which have been drawn during the regular
working relationship.

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

3. Additional Evaluations

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

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

4. Interviews/Completion of Parts |-V of Performance Appraisal Form

a. The supervisor will call an initial meeting to review Part 1A (the online job
description/responsibilities), a draft of the employee’s Parts 1 B and C, and to arrange a
second meeting.

b. Consistent with the calendar, the supervisor will provide a draft of Parts | B and C, and
Parts Il A and B.

c. During the second meeting, in addition to reviewing Parts | & Il, the supervisor and
employee will finalize performance objectives for upcoming evaluation period .

d. Following the second meeting, the supervisor will complete the Goals and Objectives
for upcoming appraisal period and complete the ratings (Part Il1).

e. If overall performance is a concern or if there are areas in need of improvement after
coaching a Performance Improvement Plan (PIP) should be implemented. (Participation
in the EAP coaching program is highly recommended to ensure successful completion of
the PIP). If employee is not successful on a PIP, then the employee can be disciplined
up to and including termination in accordance with N.J.S.A. 18A:60-14, N.JS.A.18A: 6-18,
and the Agreement between the State of NJ and the AFT, Article K If employee is
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entering the final year of a multi-year contract, a PIP may be recommended pursuant to
Appendix I.B. of the AFT contract.

F. Opportunity to Examine and Respond to Materials

The candidate will have the opportunity to review and respond to the evaluator’s signed/dated
Performance Appraisal Form and all materials in the retention folder. He or she shall be given
reasonable time to complete this review/response and Part V of the evaluation. The retention
folder will be returned to the immediate supervisor by the candidate.

G. Transmission to Higher Administrators

The evaluation will be transmitted by the immediate supervisor to the next higher level of
administrators, who, in turn, will transmit them to the next higher level. This procedure will be
continued until the folders are forwarded to the Division Vice President and/or President

H. Reappointment Recommendations

Reappointment recommendations shall be based on the employee’s entire employment record
and last performance evaluation on file. Recommendations shall be based in accordance with
parameters described in Section II.

Reappointment recommendations shall be made by February 15 for employees in their first,
second, part-time, and multi-year reappointment timelines; and October 15 for employees on their
third, fourth and fifth year contracts.

If at any level a non-reappointment or a reappointment with reservations/conditions is noted, the
folder must be resubmitted to the candidate for review and response. Each higher-level
administrator shall have an opportunity to review the folder and add his or her recommendation
as appropriate. The Office of Human Resources will provide all recommendations to the
President.

|. Review Procedure

1. A candidate who has received a negative recommendation from a supervisor may
request an interview with the next higher-level supervisor to address the record. The
candidate shall have the option to invite other persons from the collective bargaining unit
to attend the meeting. If this option is to be exercised, the candidate shall notify the
supervisor of this intention. Upon the exercise of this option, the supervisor shall also
have the right to bring others of his or her choice to the meeting. The last date for
requesting such a meeting shall be announced to the candidates and published in the
timetable at the commencement of the academic year.

2. A candidate who has been notified by the President of his or her intention not to
recommend reappointment may request an interview with the President. If a candidate
requests such an interview with the President, he or she shall have the option to invite
other persons from the collective bargaining unit to attend the meeting. If the option to
invite others to the meeting is exercised by the candidate, he or she shall so notify the
President of this intention. Upon the exercise of such an option by the candidate, the
President shall also have the right to include others of his or her choice in the meeting.
The purpose of said interview shall be to afford the candidate a personal opportunity to
comment on the record and/or to supply additional information prior to the President
formulating his or her final recommendation to the Board of Trustees. The last date for
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requesting such an interview shall be announced to the candidates and published in the
timetable at the commencement of the academic year.

3, Any professional staff candidate for reappointment may submit to the Board of
Trustees, in writing, new evidence or information or argumentation of inadequate
consideration. The deadline for providing this information shall be announced and
published in the timetable at the commencement of the academic year.

J. Grievances

Grievances involving alleged violations of this policy and procedure must be filed within forty five
(45) days from the date upon which such claimed violation took place or forty five (45) days from
the date on which the candidate should have reasonably known of its occurrence.

K. Professional Staff Reclassification

If, as a result of the review of criteria with the immediate supervisor, an employee believes that a
substantial change in job responsibilities has occurred, he or she may apply to the first level non-
unit supervisor for a position reclassification review.

Rev. December 2018

Agreed Feb.2019
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AFT PROFESSIONAL STAFF
PERFORMANCE APPRAISAL FORM

Name : Title : Department:

Appointment Date : Evaluation Period : Appraisal Date :

Part I: (To be completed by Employee)
A.  Job Description and Responsibilities:
[ ] [Icertify that | have reviewed my job responsibilities with my supervisor and my job description is current.

Job Descriptions may be viewed online at: https://wpunj.edu/human-resources/employee-services/job-descriptions-.html

Note: Any changes to a job description must be approved by Human Resources

B.  Employee Self-Assessment of Performance Related to Achievement of Established Objectives:

Based on the objectives established for this evaluation period with your supervisor, list each objective and comment on your level of
accomplishment. Describe progress made toward attainment; provide specific measurable outcomes to support achievements. If a
particular objective was not attained or only partially attained, you should provide a detailed explanation. In preparing your
assessment, consider the attainment of agreed upon objectives, job responsibilities which includes other related job criteria,
knowledge of professional assignment area, and effective communication, respect, and service. (Please refer to AFT Professional
Staff Policy and Procedure Section 11.B.)

When determining objectives, consider a University Goal that your department can influence; a specific department goal that aligns
with the organizational goal; a specific objective that contributes to the team goal. Consider developing SMART objectives:
Specific, Measurable, Actionable or Attainable, Realistic or Reachable, Timely.

Obijective Rating Standards

Exceeded Expected Results: Produced outstanding results and/or exceeded expectations well beyond specified outcomes. Exceeded targeted metrics (deadlines,
quality, budget, quantity, etc.)

Fully Achieved Expected Results: Successfully produced the specified outcomes. Consistently achieved targeted metrics (deadlines, quality, quantity, budget, etc.)
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Partially Achieved Results: Did not meet all expectations for performance of this objective; partially achieved specified outcomes and/or produced results
inconsistenly. Did not meet some targeted metrics (deadlines, budget, quantity, quality, etc.)

Did Not Meet Results: Did not meet expectations for performance of this objective; failed to meet many of the required results. Missed targeted metrics (deadlines,
guality, quantity, budget, etc.). Delivered minimum results.

University/Division/Department Objective # 1 Action Steps Timeframes/Measures
Goal

Describe how this objective ties to | Describe objective — identify Describe strategy and list Describe what success will look

a specific specific outcome. specific steps. like and how it will be evaluated.

University/Division/Department

Goal

Interim Results (Employee Comments)

Describe objective progress at interim period. Are you on target with this objective? Discuss your
strategy and specific steps needed thus far to achieve this objective.

Interim Results (Supervisor Comments)

Describe objective progress at interim period. Is employee on target with this objective? Discuss
steps needed to achieve timely completion of this objective.

Final Results (Employee Comments)

Describe objective progress and assessment. How did you perform on this objective? Discuss
your strategy and specific steps you took to achieve this objective. Describe your level of success
with this objective.

Final Results (Supervisor Comments)

Describe objective progress and assessment. How did employee perform on this objective?
Describe level of success with this objective. Select an overall achievement rate for this objective

below.
Objective Rating: Choose an item.
University/Division/Department Objective # 2 Action Steps Timeframes/Measures
Goal
Describe how this objective ties to | Describe objective — identify Describe strategy and list Describe what success will look
a specific specific outcome. specific steps. like and how it will be evaluated.
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University/Division/Department
Goal

Interim Results (Employee Comments)

Describe objective progress at interim period. Are you on target with this objective? Discuss your
strategy and specific steps needed thus far to achieve this objective.

Interim Results (Supervisor Comments)

Describe objective progress at interim period. Is employee on target with this objective? Discuss
steps needed to achieve timely completion of this objective.

Final Results (Employee Comments)

Describe objective progress and assessment. How did you perform on this objective? Discuss
your strategy and specific steps you took to achieve this objective. Describe your level of success
with this objective.

Final Results (Supervisor Comments)

Describe objective progress and assessment. How did employee perform on this objective?
Describe level of success with this objective. Select an overall achievement rate for this objective
below.

Objective Rating: Choose an item.

University/Division/Department
Goal

Timeframes/Measures

Objective # 3 Action Steps

Describe how this objective ties to
a specific
University/Division/Department
Goal

Describe what success will look
like and how it will be evaluated.

Describe objective — identify
specific outcome.

Describe strategy and list
specific steps.

Interim Results (Employee Comments)

Describe objective progress at interim period. Are you on target with this objective? Discuss your
strategy and specific steps needed thus far to achieve this objective.

Interim Results (Supervisor Comments)
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Describe objective progress at interim period. Is employee on target with this objective? Discuss
steps needed to achieve timely completion of this objective.

Final Results (Employee Comments)

Describe objective progress and assessment. How did you perform on this objective? Discuss
your strategy and specific steps you took to achieve this objective. Describe your level of success
with this objective.

Final Results (Supervisor Comments)

Describe objective progress and assessment. How did employee perform on this objective?
Describe level of success with this objective. Select an overall achievement rate for this objective
below.

Objective Rating: Choose an item.
University/Division/Department Objective # 4 Action Steps Timeframes/Measures
Goal
Describe how this objective ties to | Describe objective — identify Describe strategy and list Describe what success will look
a specific specific outcome. specific steps. like and how it will be evaluated.
University/Division/Department
Goal

Interim Results (Employee Comments)

Describe objective progress at interim period. Are you on target with this objective? Discuss your
strategy and specific steps needed thus far to achieve this objective.

Interim Results (Supervisor Comments)

Describe objective progress at interim period. Is employee on target with this objective? Discuss
steps needed to achieve timely completion of this objective.

Final Results (Employee Comments)

Describe objective progress and assessment. How did you perform on this objective? Discuss
your strategy and specific steps you took to achieve this objective. Describe your level of success
with this objective.

Final Results (Supervisor Comments)
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Describe objective progress and assessment. How did employee perform on this objective?
Describe level of success with this objective. Select an overall achievement rate for this objective
below.

Objective Rating: Choose an item.
University/Division/Department Objective #5 Action Steps Timeframes/Measures
Goal
Describe how this objective ties to | Describe objective — identify Describe strategy and list Describe what success will look
a specific specific outcome. specific steps. like and how it will be evaluated.
University/Division/Department
Goal

Interim Results (Employee Comments)

Describe objective progress at interim period. Are you on target with this objective? Discuss your
strategy and specific steps needed thus far to achieve this objective.

Interim Results (Supervisor Comments)

Describe objective progress at interim period. Is employee on target with this objective? Discuss
steps needed to achieve timely completion of this objective.

Final Results (Employee Comments)

Describe objective progress and assessment. How did you perform on this objective? Discuss
your strategy and specific steps you took to achieve this objective. Describe your level of success
with this objective.

Final Results (Supervisor Comments)

Describe objective progress and assessment. How did employee perform on this objective?
Describe level of success with this objective. Select an overall achievement rate for this objective
below.

Objective Rating: Choose an item.
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Additional comments regarding this year’s objectives:

C.  Noteworthy Achievements:

Discuss any noteworthy achievements unrelated to your objectives during this rating period.

Part 11: (To be completed by supervisor)
A. Supervisor’s Overall Assessment

In narrative form, discuss your overall assessment of the employee’s performance during the evaluation period based upon levels of achievement
related to this year’s objectives. Review objectives for upcoming year. Finalize your assessment by rating the employee according to the scale on the
next page.

In preparing your assessment, consider the attainment of agreed upon objectives, job responsibilities and other related job criteria, knowledge of
professional assignment area, and effective communication, respect, and service. (Please refer to AFT Professional Staff Policy and Procedure
Section 11.B.)

If overall performance is a concern or if there are areas in need of improvement after coaching a Performance Improvement Plan (PIP) should be
implemented. (Participation in the EAP coaching program is highly recommended to ensure successful completion of the PIP).
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B. Learning or development opportunities for upcoming rating period.

Discuss any developmental needs and suggest ways the employee can meet those needs. Include any assistance and/or resources you may

provide/recommend.

Part I11: Overall Performance Rating
Check the Most Applicable Performance Rating
Exceeds Expected Results

e Outstanding performance almost without exception.

e Consistently demonstrates exceptional results and behaviors above what is expected of the position.

e Completed objectives or objectives thoroughly, completely, and on or ahead of schedule.
Fully Effective/ Achieves Expected Results

e Solid performance. Fulfills all results, behaviors and position requirements.
e Occasionally generates results above those expected of the position.
e Completed objectives or objectives in a manner that was expected of the position.

Still Developing/ Inconsistently Achieves Results **

e Performance is strong in some areas and needs improvement in other areas.

e Additional development and improvement in results and/or behaviors is necessary in targeted areas.

e Partially completed/did not complete the objectives or objectives as established.
e EAP Performance Coaching recommended.
e This rating is acceptable for those employees who are in their role less than a year.
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e If employee has rated in this category for the second consecutive rating period, a PIP is required and an Administrative Referral to the
EAP is strongly recommended to ensure successful completion of the PIP.

** |f employee is entering the final year of a multi-year contract, a PIP may be recommended pursuant to Appendix I.B. of the AFT
contract. (Contact Human Resources for further guidance)

[ ] Checkbox if less than a year in role
Does Not Fully Meet Expected Results**

e Results in important areas are not being met.
¢ Significant development and improvement in results and/or behaviors is necessary.
e Performance Improvement Plan Required. Administrative Referral to the EAP recommended to ensure successful PIP completion.

** |f employee is entering the final year of a multi-year contract, a PIP may be recommended pursuant to Appendix I.B. of the AFT
contract. (Contact Human Resources for further guidance)

Too New To Be Rated
e Employee is new to role (within first three (3) months of employment).

Supervisor Signature: Title : Date:

Part IV: Employee Review:

O I have read and reviewed this performance appraisal and a performance-based discussion with my immediate supervisor took place.
Check one below:

0 I am in general agreement with the overall performance appraisal.

O I am in general disagreement with the overall performance appraisal.

Comments:

Signature: Title : Date:

ONCE THE APPRAISAL HAS BEEN SIGNED BY THE APPROPRIATE SENIOR UNIVERSITY OFFICER, THE EMPLOYEE SHOULD RECEIVE A COPY OF THE COMPLETED
APPRAISAL FORM AND THE ORIGINAL SHOULD BE FORWARDED TO THE OFFICE OF HUMAN RESOURCES.

THIS SECTION (PREVIOUSLY PART IV) HAS BEEN REMOVED AND WILL BE INCLUDED IN NEXT YEAR’S OBJECTIVES
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To be completed by employee in consultation with supervisor, based upon departmental/University goals.
A Performance Objectives for the next evaluation period

Establish strategic objectives for the upcoming evaluation period with input from your supervisor. List objectives in order of importance. Describe
specific actions required to enhance growth or to achieve the objective, what will be observed, assessed and/or measured to determine progress
toward objective achievement, and target date for completion. Most employees will have 3-50bjectives during an annual evaluation cycle. Objectives
should be SMART, specific, measurable and attainable in a given year. Where possible, objectives should be aligned with the goals of your unit or
division, and align with the strategic goals and dashboard indicators of the University. Objectives should not be descriptions of your regular
responsibilities or general activities.

Objective #1:
Obijective #2:
Obijective #3:
Objective #4.
Obijective #5:
B. Supervisor Approval of Performance Objectives for the next evaluation period

I have reviewed the objectives with the employee. | certify that they have been approved by the Division Vice President.

Adopted Feb. 2019
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AFT Professional Staff Reappointment Recommendation

Name : Title: Department:

Appointment Date : Evaluation Period : Reappointment Cycle :

Recommendation of Supervisor

O Recommend reappointment at this time.

O Recommend reappointment with reservations/conditions (supportive explanation required). PIP Required (Administrative Referral to EAP
Recommended).

O Cannot recommend reappointment for an Employee on a Multi-Year Contract— Terminal PIP recommended (See Appendix I. B. of AFT Agreement)

O Cannot recommend reappointment for an Employee on a Multi-Year Contract— Terminal PIP not recommended. Supportive explanation required. (See
Appendix I. B. of AFT Agreement)

O Cannot recommend reappointment for an employee not in a Multi-Year Contract (supportive explanation required)

Comments:

Signature: Title : Date:

Recommendation of Intermediate Supervisor (if applicable)

[ Recommend reappointment at this time.
[ Recommend reappointment with reservations/conditions (supportive explanation required). PIP Required (Administrative Referral to EAP
Recommended).

[ Cannot recommend reappointment for an Employee on a Multi-Year Contract— Terminal PIP recommended (See Appendix I. B. of AFT Agreement)

[ Cannot recommend reappointment for an Employee on a Multi-Year Contract— Terminal PIP not recommended. Supportive explanation required. (See
Appendix |. B. of AFT Agreement)

O Cannot recommend reappointment for an employee not in a Multi-Year Contract (supportive explanation required) Comments:

Signature: Title : Date:

Review by Senior Vice President or Division Vice President:
Comments:

Signature: Title : Date:
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RIC AN LOCAL 1796 WILLIAM PATERSON UNIVERSITY

HUNZIKER HALL - ROOM 100
? FEDERA'”ON OF 300 POMPTON ROAD, WAYNE NJ 07470-2103
973.720,2988 - FAX: 973.720.2057
: emall: AFT@wpunj.edu
-I- CHERS www.wpunj.edu/aft/

AFLeCIO SUSANNA TARDI, Vice President/
Chief Negatiator

Given technological problems and the extended winter break, the Union (AFT Local
1796) and the Administration agree to extend the Professional Staff Retention Calendar as

follows:

Submission to the Dean or Director is due January 17, 2002

For The Administration For The Union
é/Z/ZC&M .(QJ‘V\ .4 M /QL\
Chemoh Se/say, Prévost Robert W. Bing, President, AFT Local 1796

gLl—

Stephen Hahn, Associate Provost

usanna Tardi, VP/Chief Negotiator

(2T EN2AY,

Date Date
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4

William Paterson University
Multi Year Contract Procedure

In order to promote amicable employer-employee relations, AFT local 1796 and William

Paterson University hereby agree to the attached multi-year contract policy and procedure.

The parties agree to the form and substance of this agreement.

For the University W)L/\/\ [z-| “l"H
- —

Date

For thmum 4‘54 64/ EAS c_;/!

Date

for fAL(/an / ,M,J‘;A( yARYX —GC//

Feths Uneas QU\?CL' &'@U“ ,//)L’LL 19 -3¢/
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AFT PROFESSIONAL STAFF RETENTION POLICY AND
PROCEDURE

rhis Policy and Procedure shall apply to full-time non-teaching professional staff who have never
received multi-year contracts, or are eligible a for multi-year contract renewal, and part-time
professional staff with more than three (3) years service who are (a) employed in regular, recurrent
positions, (b) work at least half of a full load, and (c) employed on either a one-year contract or on at
least a second half-year contract occurring during any two (2) consecutive academic years.

I. Eligibility for Multi-Year Contracts

Each member of the professional staff not holding faculty rank or concurrent academic rank who is a
member of the State College/University bargaining unit shall be eligible for a muiti-year appointment
or reappointment contract in accordance with the provisions of Chapter 163 of the Laws of 1973. After
completion of five years of probationary service, employees not holding facuity rank shall be
considered for a multi-year contract. Each initial appointment to a multi-year contract shall be for
three (3) full fiscal years. Subsequent reappointments shall be for four (4) years, and then five (5)
years. All subsequent contracts shall be for five (5) full fiscal years. When a member of the
professional staff is offered a multi-year appointment or reappointment contract, he or she shall be
provided with the information described in Article Xlil.B of the Agreement.

The fiscal year is from July 1 to June 30. Contracts for professional staff members shall be concurrent

with the fiscal year. In order for the initial term of employment to qualify as a full fiscal year for

purposes of the multi-year contract probationary period, employment under the contract must begin
[ later than December 31.

il. Criteria for Reappointment
A. The reappointment of professional staff shall be based on:
1. Professional performance of the professional staff

2. Institutional and programmatic needs

B. Professional performance shall include:

1. Knowledge of professional assignment area

2. Thorough preparation for assuming responsibilities

3. Effective communication

4. Respect and consideration for co-workers and clientele

5. Service and/or other activities which contribute to the purposes and functions of

the University and the community which it serves

6. Other job related criteria as shared with the employee, which shall be presented
10 each first year employee in a written job description at the time he or she is first offered
employment. For part-time, second, third, fourth and fifth year employees, such criteria shall be
developed by the employee together with his or her immediate supervisor, and shall be provided to
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the employee, in writing, prior to the beginning of his or her second, third, fourth or fifth year, or next
part-time contract.

C. Institutional and Programmatic Needs

The reappointment of the professional staff must be consistent with the needs and purposes of the
University as stipulated in the long-range institutional goals.

{Il. Process
A. Role of Board of Trustees and President

Reappointments shall be made by the Board of Trustees upon the recommendations of the
President. It is the purpose of these processes to provide the Board and the President with pertinent
data on the basis of which to make such determinations.

B. Retention Policy and Collective Bargaining Agreement

The evaluation of professional staff shall be conducted in accordance with the provisions of this policy
statement and the relevant provisions of the Collective Bargaining Agreement between the Council of
New Jersey State College Locals, NJSFT-AFT/AFL-CIO and the State of New Jersey.

C. Timetable

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

Each candidate for reappointment shall be provided with a timetable indicating the dates of the steps
in the retention procedure. The timetable shall provide a reasonable opportunity for the candidate to
present a written statement and/or materials for inclusion in the retention folder, prior to the beginning
of the evaluation by the immediate supervisor.

D. Evaluation Forms

The Professional Staff Performance Appraisal Form (PSPAF), agreed to by the Union and
Administration in February 2007, is available on-line through the University’s website and should be
used for all professional staff appraisals. The form must be printed out and the hard copy signed by
all parties involved. The only official form to be submitted is the signed hard copy. The forms are not
to be submitted online.

E. Evaluation by Supervisors

1. Definition of Immediate Supervisor

For the purposes of evaluating professional staff, the immediate supervisor shall be construed as that
supervisory, management-level person not included in the State College/ University negotiating unit
who is first reached in the normal chain of command leading from the candidate.

2. Scope of Review

Owing to the nature of professional staff employment, it must be understood that the regular and
continuous employment relationship between the employee and his immediate supervisor provides a
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climate for the sustained observation and assessment of the professional staff. A principal purpose of
the annual process is to formalize, and share with the candidate for reappointment, conclusions which
have been drawn during the regular working relationship.

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

3. Additional Evaluations

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

All evaluations of the candidate prepared by him or herself and by employees serving in functional

working relationships shall be submitted to the candidate's immediate supervisor, who shall see that

(" ie evaluation material is placed in the candidate's personnel file in accordance with the provisions of
Article XXIX of the Agreement. The candidate's personnel file shall be available to the supervisor and
other administrative officers for use in making their recommendations.

4. Interviews/Completion of Parts |-V of PSPAF

A. Before making a recommendation, the supervisor will complete Part | of
the PSPAF (Professional Staff Performance Appraisal Form) and schedule an interview (meeting)
with the candidate (employee) at a mutually convenient time. The purpose of this interview is to
discuss Part |, il, lll, and IV of the PSPAF.

B.  Sufficient time shall be given for Parts Il & Iil to be completed by the
candidate and Part IV to be completed by the supervisor. At the initial interview, a second meeting
between the candidate and supervisor shall be scheduled. At the second meeting, Parts i, Il & IV, of
the PSPAF shall be discussed and Part V (a) & (b) shall be completed collaboratively by both
supervisor and candidate, as appropriate. At this meeting, the candidate shall aiso supply any
support material to be included in the retention folder.

5. Summary Evaluation/Recommendation

After the second meeting, the immediate supervisor shall complete Part VI of the PSPAF. This

recommendation/evaluation will be based on the interviews, PSPAF Parts |-V, any support material,

and all material in the retention folder supplied by the candidate. The retention folder (which includes
(.2 PSPAF) will be given to the candidate for review.
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F. Opportunity to Examine and Respond to Materials

The candidate will have the opportunity to review and respond to the evaluator’s signed/dated PSPAF

nd all materials in the retention folder. He or she shall be given reasonable time to complete this
.eview/response and Part VIi of the PSPAF. The retention folder (with completed PSPAF) will be
returned to the immediate supervisor by the candidate.

G. Transmission to Higher Administrators

The retention folders will be transmitted by the immediate supervisors to the next higher level of
administrators, who, in tum, will transmit them to the next higher level. This procedure will be
continued until the folders are forwarded to the Provost or President. if at any level a non-
reappointment or a reappointment with reservations/conditions is noted, the folder must be
resubmitted to the candidate for review and response. Each higher-level administrator shall have an
opportunity to review the folder and add his or her recommendation as appropriate. Once the Provost
or President has signed and dated the PSPAF (Part X) a copy of the form shall be given to the
candidate before it is filed with Human Resources.

H. Review Procedure

1. A candidate who has received a negative recommendation from a supervisor
may request an interview with the next higher-level supervisor to address the record. The candidate
shall have the option to invite other persons from the collective bargaining unit to attend the meeting.
If this option is to be exercised, the candidate shall notify the supervisor of this intention. Upon the
exercise of this option, the supervisor shall also have the right to bring others of his or her choice to
the meeting. The last date for requesting such a meeting shall be announced to the candidates and

ublished in the timetable at the commencement of the academic year.

2. A candidate who has been notified by the President of his or her intention not to
recommend reappointment may request an interview with the President. If a candidate requests such
an interview with the President, he or she shall have the option to invite other persons from the
collective bargaining unit to attend the meeting. If the option to invite others to the meeting is
exercised by the candidate, he or she shall so notify the President of this intention. Upon the
exercise of such an option by the candidate, the President shall also have the right to include others
of his or her choice in the meeting. The purpose of said interview shall be to afford the candidate a
personal opportunity to comment on the record and/or to supply additional information prior to the
President formulating his or her final recommendation to the Board of Trustees. The last date for
requesting such an interview shall be announced to the candidates and published in the timetable at
the commencement of the academic year.

3. Any professional staff candidate for reappointment may submit to the Board of
Trustees, in writing, new evidence or information or argumentation of inadequate consideration. The
deadline for providing this information shall be announced and published in the timetable at the
commencement of the academic year.

I. Grievances
Grievances involving alleged violations of this policy and procedure must be filed within forty five (45)

Aays from the date upon which such claimed violation took place or forty five (45) days from the date
1 which the candidate should have reasonably known of its occurrence.
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J. Professional Staff Reclassification

., as a result of the review of criteria with the immediate supervisor, an employee believes that a
substantial change in job responsibilities has occurred, he or she may apply to the first level non-unit
supervisor for a position reclassification review.
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Memorandum of Agreement

To promote amicable employee-employer relations, AFT Local 1796 (the Union) and
William Paterson University (the University) agree to implement an updated and revised
Professional Staff Retention Policy and Procedure (attached). This Policy and Procedure
document will replace an earlier version and be posted electronically as soon as possible
following the execution of this agreement.

The parties agree to the substance and form of this agreement.

f A-A—_é M 02.fs. /o8

I -0&

For the University Date For the Union Date
/ h -~
AN naey o ue, 1x/=/o&
For the Unidetsity Date Fort the Union” Date
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Agreement

To promote amicable employee-employer relations, AFT Local 1796 (the Local) and
William Paterson University (the University) agree to the attached Professional Staff
Performance Appraisal Form.

This agreement sets no precedent nor will it be used for any such purpose.

The parties agree to the substance and form of this agreement.

% z-u-:Warw
7 For the Union

For the University Date™ Date
ﬁﬂ’ /?/ 327-3) 2/27(07
?‘f/me University Date For the Utlion Date
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~WILLIAM

PATERSON

UNIVERSITY

PROFESSIONAL STAFF
PERFORMANCE APPRAISAL FORM

Name Title

Dept

Evaluation Period Appraisal Date:
Instructions

The evaluation is divided into ten sections to be completed as follows:

- Part], Part IV, Part V (a), Part V (b), Part V (c) (at the employee's option), Part V1, Part VIII are to be completed by

the Supervisor.

Part I, Part I, Part VII are to be completed by the Employee.

Part 1. Summary of Job Responsibilities (BriefJob Description)

To be completed by the supervisor. List the major responsibilities associated with the
position.

Part II: Accomplishments To be completed by the employee. Discuss your
accomplishments given your actual job responsibilities in Part I and the goals and objectives
from Part V(b) of last year's evaluation.

Part III: Employee Self Assessment To be completed by the employee. Please evaluate
your overall strengths and areas in which you would like to see professional growth as an
employee, in the context of your job responsibilities and stated goals and objectives. It is
recommended that the narrative be no more than two pages.
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Part IV: Rating Factors Used To be completed by the supervisor.

0- OUTSTANDING (PERFORMANCE EXCEEDS THE EXPECTED QUALITY REQUIRED FOR
THE POSITION)

C- COMPETENT (PERFORMANCE IS CONSISTENTLY UP TO OR SOMEWHAT ABOVE THE
EXPECTED QUALITY REQUIRED FOR THE POSITION)

I- IMPROVEMENT NEEDED (PERFORMANCE 1S AT MINIMUM STANDARDS:
ADDITIONAL EFFORT IS NEEDED FOR IMPROVEMENT)

uU.- UNSATISFACTORY (PERFORMANCE IS INADEQUATE)
N- NOT APPLICABLE

NOTE: One column in each category must be checked.

1 ATTITUDE TOWARDS CO-WORKERS -
Consider cooperativeness, receptivity, sincerity, dedication and
maeotivation,

COMMENTS:

2, SERVICE PROFESSIONALISM -
Consider cooperativeness, cheerfulness, tactfulness, and
rapport. Consider manver in which the employee provides
consistent, accurate, and timely service to prospective and
current students, parents, and colleagues.
COMMENTS:

3. STAFF/STUDENT RELATIONS -
Consider manner in which the employee engages, motivates,
supervises, and effectively works with students,
COMMENTS:

4, DEPENDABILITY -
Consider manner in which the employee works, applies
himself/herself and completes assignments on time; attendance
at meetings; promptness in reporting for and starting work.
COMMENTS:

6. QUALITY OF WORK/JOB PERFORMANCE -
Consider the manner in which responsibilities of the job are
met.
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COMMENTS:

INITIATIVE - INNOVATION AND CREATIVITY -
In development of tasks, projects and objectives, consider
manner in which the employee makes work improvements,

offers suggestions, and lends assistance to co-workers.
COMMENTS:

RESPONSE TO SUPERVISION -

Consider manner in which employee is responsive to authority,
instruction, guidance, correction and discipline.
COMMENTS:

JUDGMENT/DECISION MAKING -

Consider manner in which the employee identifies and analyzes
problem areas and plans effective solutions.

COMMENTS:

10.

COMMUNICATION -

Consider manner in which the employee expresses ideas,
opinfons, and information clearly and accurately, both orally
and in writing,

COMMENTS:

11

GROWTH POTENTIAL-
Consider potential for future growth and advancement.
COMMENTS:

12.

JOB KNOWLEDGE -

Displays and applies knowledge of job and remains current in
the field.

COMMENTS:

13.

PRODUCTIVITY -

Completion of assigned tasks and projects. Aftains goals and
Objectives.

COMMENTS:

14.

SERVICE TO THE UNIVERSITY -

Consider contributions or efforts beyond generally assigned
responsibilities.

COMMENTS:
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Part V: (a) Performance Development Plan (Required) To be completed by the supervisor.

If the employee ratings indicate improvement needed (1) or unsatisfactory (U) the supervisor
must address these areas in this section.

The employee's performance development plan should focus on specific structured strategies
for performance improvement. The plan should be congruent with annual goals and objectives
of his/her area/unit. Use additional space or attach a separate page if necessary. To be
completed by the supervisor after consultation with the employee.

Part V: (b) Su of Goals and Objectives for upcoming year (Required) To be
completed by the supervisor.

Include goals, objectives, and timelines for completion for the upcoming evaluation period.
Using the Student Success Plan as a context for this performance assessment, consider (a)
goals and objectives of the unit, and (b) priority areas: dcademic Excellence, Information
Technology, Diversity, and Student Success. Use additional space if necessary. To be completed by
the supervisor after consultation with the employee.

Part V: (c) Professional Growth/Career Development Plan (At the Employee’s Option)
To be completed by the supervisor in consultation with the employee.

The employee and the supervisor should discuss the employee’s career development and
professional growth goals and how the supervisor/University can assist the employees with
these goals. The professional development plan should focus on the employee's personal
professional development goals in relation to the plans for the area/unit or the employee’s
short-term/long-term career goals. This section should be completed by the supervisor and
the employee at the employee’s option. This section is solely for the benefit of the employee
and therefore, the employee will not be assessed in this area in any upcoming evaluations.
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Part VI: Recommendation of Evaluator To be completed by supervisor.

Reappointment with highest commendation
Reappointment with no reservations
Reappointment with reservations/conditions- state reservations/conditions in
Comments section below.
Non reappointment- state rationale in Comments section below.
Not applicable (For candidates on multi-year contracts and temporary employees not
undergoing reappointment consideration)

Comments: (use additional space if necessary)

Signature Date

Title

Part VII: Employee Review To be completed by the employee only after discussion with
the supervisor has taken place.

This section is to be used to:
(a) confirm receipt of the evaluation and confirm that discussion has taken place
(b) make comments on Evaluator’s Assessment

I am in general agreement with overall performance assessment
I am in general disagreement with overall performance assessment.

Comments: (use additional space, or attach a separate page, if necessary)

Signature Date

Title
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Part VIII: Recommendation of Intermediate Supervisor (1f any)

Reappointment with highest commendation

Reappointment with no reservations

*Reappointment with reservations/conditions- state reservations/conditions in
Comments section below.

*Non reappointment- state rationale in Comments section below.

Not applicable (For candidates on multi-year contracts and temporary employees not
undergoing reappointment consideration)

Comments: (use additional space if necessary)

Signature Date

Title

Part IX: Review by Senior University Officer

Reappointiment with highest commendation
Reappointient with no reservations
*Reappointment with reservations/conditions- state reservations/conditions in
Comments section below.
*Non reappointment-state rationale in Comments section below.
Not applicable (For candidates on multi-year contracts and temporary employees not
undergoing reappointment consideration)

|

Comments: (use additional space if necessary)

Signature Date

Title

* If recommendations or comments/rationale differ from those at the previous level of review, the form must be
provided to the employee. The candidate’s response, if any, should be forwarded to the next level of review for
consideration.
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Part X: Review by Provast/President

Reappointment with highest commendation
Reappointment with no reservations

*Reappointment with reservations/conditions-state reservations/conditions in
Comments section below.

*Non reappointment- state rationale in Comments section below.

Not applicable (For candidates on multi-year contracts and temporary employees not
undergoing reappointment consideration)

Comments: (use additional space if necessary)

Signature Date

Title

* If recommendations or comments/rationale differ from those at the previous level of review, the form must be

provided to the employee. The candidate’s response, if any, should be forwarded to the next level of review for
consideration.
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Local 1796 agree to the following fég%ﬁ%%’ﬁéf‘zﬁ '?:é*s ?rs*ezggs nal Staff Promaotion process %@s’ zﬁiﬁ—}?,
on the following observations: {a) The Uni ‘
promotions for the 2016-17 cycle; (bl one gzg ’%'iss
position reclassification; (¢} the concurrent a
action of the committee in making 2 g;zg“s:%%ﬁym

Therefore,

1} The Administration and AFT Local 1796 agree 1o 3 one-time reconvening of the Professional
Staff Promotion Committee to review current applicants and recommend one applicant for a
professional staff promotion.

2} Further, the parties agree that no additional applications will be considered.

3} And finally, the parties agree that this sgreement doas not set any precedent and apolies solely

tothe 2016-17 professions! staff promotion process.

7 e
/“f; g f:}‘fw
L ot
For the University For AFT Local 1798
g/
/2% [ /25 »
Date e
) / . . |
%ﬂ’ é / el ,};?j%}” >
For thz;/ﬁéve;sit% Cor AET Local 1796
& h e o ¢
27~ o] e
Date et
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Article XV1 (E) of the Stare-wide Agresment between the State of New Jersey and the Council of
New Jersey Suats Colleges Local.. AFT, AFL-CIO provides as follows: Pull-time mrofessional staff
=mployeas who meet or exceed he criteria for performance-based promotion are eligible t be
:onsidered for such promodons. which consist of advancement to the next higher title in the
~mployee's tit'e series. The reax ‘ugher tide for Program Assistants will be Professional Services

employess. An eligible full-ume arofessional sff employes and/or the amployee’s out-of-imit
supervisor may submit wnien application sening forth justification for promotion to the
College/University President or desipnee thereof, The CollegeUniversity President shall determine
whether 3 promotion shal] be graatec.,

Perforrgance-Based Promotion rogram

A requured by the above artcik. *h2 President of the University after discussion with Local 1796
AFT herebv establishes the follow:ng criteris and in agreement with Local 1796, AFT provides the
following procedures for implemesration ofths Performance-Based Promotion Program for full-time
Professional Staff members of the AFT at William Pararson Unjversity.

{. Number of OW

T coasultationf wit thé AFT, Local 1796, the President or bis/her designee shall inform the
Professional Staff Promotion &mmiwee of the number of performance-based promotions available.
Tis shall be aanounced o the Un. ~=rsity commuaity by Qetober 1st.

(L. Eligibutty
To be eligible for a Performance-B.sed Pramoton, a Professional Staff Member must:

A. be a full-time Professional Staff employee ona multi-year contract as
defined in Appendix I, Articic 1, Section A of the Agreement.

‘B. not be a member of the Professional Staff Promotion Commitsee,

C. not have recaived a Perfirmance-Based Promotion within the last four (4) years:

D. not bave received a reclass: ficarion within the last two years 10 apply in the Fall of 2000,
and thereafler, not have recer-ed 2 reclassification within the last four years.

IOI. Criteria

pas

Qo0
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A Professional Staff member mus: present evidence/documentation in support of the following
merit-based criteria:

A Tha! he/shz exceed (be xceptional):

+. in tie performarse of hisher professiodal respansibilities as related to their job
description and gerzic job specificarions;

2. in advancing, through his/her contnbutions/accomplishments, the mission and
vision of the departzacat/uait, division/collegs and University, in support of the goal
of student success.

3. in contributing trough his/her service and other activities to the purpose and
funcden of the Uni - =ity and the community it serves.

B. That he/she meet (be efective):

1. in contributng = a positive work environment that strengthens teamwork,
supports colleagues. and achieves a sexvice-ariented approach to the work of the
deparanentiunit, di* ‘sion‘college, or University, thus contributing to the University's
goal of studen? success,

2, in establishing « record of comticued professional development or academic
accomplishment tha. Las resulted in the improvement in the delivery of service
and/or expertise o the deparment/unit, division/collage, University, or
profeasion/disciplinc

IV. Application Procedures

An eligible full-ime Professiona’ Staff member and/or the employee’s non-bargaining-unit
Supervisor may submit an applicatioc for Performance-Based Premotion in accordance with the

following procedures:
. A. The spplicant must devaiop a portfolio that includes:

1. ajob descripuon .ad job specification that shall be supplied by the Uuiversity at
the applicant’s request within ten (10) deys, T

2. aself-agsessment seatemant addressing the five criteria listed above,
3. three performanc. uppraisals from the employee's personne) file including the

current appraisal frem ‘he non-bargaining-unit supervisor and the Jast multi-year
appointment sppraisal.

el
@011
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3 substantiatiog d >cumentation, Supplied by the candidate, supporting the criteria
listed above.

B The noa-bargaining un: supervisor shall review and tranamir the spplication with his/her
recommendation to the ap:ropriate Vice Prasident by October 25% of each academic year,

C. The sppropriate Vice President shall review ead transmit the application with hisher

Tecarmumendation ta the Pr-fessional Staff Promotion Committee on ar before November 1"

of each scodemic year

D All written moaterial co lecred and placed in the files of the Profassional Staff Promotion
commitiee concaming the qualificstions of an applicamt scclding a performance-based
promotion shall be made &-aulable to the candidate on request.

V. Professional Staff Promodon Committee

A. Compositon
I. The Professional Staff Promotion Commitzee shall bs camprised of five (5)
Professional Staff employess elected at large. Elected representatives must be on
muld-year conuucts and from differsnt departments/units with at least one
Fepresentarive from (nstirutional Advancement or Finance and Administration.

2. The Union shall appoint & non-voting observer,
B. Election

1. The Comminee :hail beelectedmth:samedme:ndinmumcmnqisﬂu
All University Facu.ty Promotion Committee,

2. Following the ciection, the President or his/her designee ghall convene the
Professions] Staff Prowotion Committee at which time the Commirtee shal] elect a
chairperson whe she'i ‘ake office immediately.

VL Professional Seal Promotion Committes Review Procedures

- A Prior 10 the Professiocal Staff Promotion Committee completing Its Teview of
epplications, & candidate for 4 performance-baged Promotion may requast, and shall receive
&n appearance before the C ommittce to address his or her epplication. ., .

B After considering all applications for performance-based promotions of Professional
Staff, the Professional Staff Promation Committee shall completc its work and shall provide
the Provost and Executive Vice President with & list of recommended individuals equal to
the oumber of available periarmance-based promotionsal opportunities.

VII. Provost and Executive Vice President Review

4o =19
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A. The Provost and Executive Vice President shall review the candidates' applications,

consult with the sppropriae Vice Presidants, and meet with the Professiona) Staff Promotion
Committee w discuse hisher recommendations including any that may differ from those of
the Profassional StatfPromotion Comminee. The Provast and Executive Vice President will

Tansmit to the President s {ist of candidates equal to the number of available performance-

based promotional opportuines.

B. (f the Provost and Executive Vice President's recommendations differ form those of the
Professional Swff Promor:va Committee, he/she ghall send to the President:and to (173
Cbarperson of the Profess. »aal Staff Promotion Committes, the Comminee's list as well as
his/her own list and the rewsnn(s) for the difference(s).

VL Presidential Review

A. The President shall review the candidate's spplications and the recommendations
submv.:tred by tha Provostani. Exceutive Vice President and the Professional Swff Promotion
Comminee in making t1s%2:: lecisions in the marter of professional staff promotions.

B. The President shall mee: with the Professiona! Staff Pmmoti-on Committee to discuss
his/her recommendatiors, 1nicluding any that may differ from those of the Professional Staff
Promotion Committee, be:nre submitting the recommendations to the Board of Trustesa.

C. Claims of violation of pr=cedure by the Professional Staff Perfarmance-based Promotion
Committee must be reported to the President of the College/Unjversity by the individual
grievan within fourteen {1 -+ aays from the date on which such claimed violation took placs
or fourtzen (14) days fom tae date on which the individual grievaat should have reasonable
known of its occurrence. In :be event of failure 1o report the occurrence withia such fourteen
(.4) day period, the marer may not be raised in any later grievance contesting the validity
of such committee’s recommendation or agy ection based thereon.

TX. Board of Trustees

A. The Board of Trustzes call receive in writing the Presideat’s list of recommended
candidatss for performance sased promodon,

B. The candidates shal! ¢ wafied by the President of the University about the Board of

_Trustecs’ performacce-tased gromotion decisions.

C. The performance-based promotion decisions of the Board of Trustees ere final and oot
subjec: to appeal. o

-~ -

X. Implementation

A. The procadures sha!l be farly and equitably applied to all applicants,
B. Applications shall be cop:-dered anaually, Awarded performance-based promotions shall

¢as
@013
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take =ffect boginning July !, 2000 and each July 2 thereafier.

C Promotions shall be t3 e next tide in series, such es: Program Assistant to PSS v,
Assisant Director [V . Assistant Director [T, or Administrative Asgiant [T to
Administrative Assistant I, as prescribed in Aricle XV1, Section E of the Agrecment

D. In the first year of the program where oaly two performence appraisals may be available
in the personnel file, thase will mpet the requirements for [V.A_3 herein. )

E The parties agree to discuss and/or negotiate, where appropriate, issues limited to the
wuiting period required afver receiving & reclassification concemning the performance based
pramotions in January 20t {n December 2000, cither of the partics shall notify the ather
tn writing, of its desire t3 ¢ nmence such discussions and/or negotistions where appropriate
at least 30 days prior to the swart of such negotiations and/or discusgions.

Thereafter, cither party ma~ request to reopen negotiations in May of each year during the
agrzement oo any procsdwsres related to the agreement. Bither of the parties shall notify the
other in writing, of its desir: 1o commance negotiations, af least 30 days price to the start of
such negodatons.

Aereed to this day (¥, 2000 By: "“"7 A
- ';. M > %‘] /W
Linda J. Dve Anfold Speert ( )
President President
AFT  Local {796 William Paterson University

William Paterson University

Rubert Murphy : Chernoh M. Sesay
Professional Staff Representative . Provost and Executive Vice President
AFT 1796 William Paterson University

Willlem Paterson University
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10/01/01

Agreement
between William Paterson University
and AFT Local 1796

in re:

Number of Faculty Range Adjustments and
Performance Based Promotions Available
for the 2001-2002 Academic Year

In view of the recent disruption of schedules due to terrorist acts in The United States, and in
order to promote amicable employer-employee relations, the University and the Union agree to
extend the date of the President’s announcement of the number of available Faculty Range
Adjustments and Performance Based Promotions from October 1, 2001 to October 8, 2001.

For the University: For the Union:

(loo B

Lt s B /sl

i) [2/%/6

Date Date
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10/01/01

Agreement
between William Paterson University
and AFT Local 1796

in re:

Number of Faculty Range Adjustments and
Performance Based Promotions Available
for the 2001-2002 Academic Year

In view of the recent disruption of schedules due to terrorist acts in The United States, and in
order to promote amicable employer-employee relations, the University and the Union agree to
extend the date of the President’s announcement of the number of available Faculty Range
Adjustments and Performance Based Promotions from October 1, 2001 to October 10, 2001.

For the University: Fomw A\

/-G ~6) /D///é/

Date Date
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LOCAL 1796 WILLIAM PATERSON UNIVERSITY

LU e HUNZIKER HALL - ROOM 100
il \ ] | 300 POMPTON ROAD, WAYNE NJ 07470-2103

AL & 973.720.2988 - FAX: 973.720.2057

1. emall: AFT@wpunj.edu

GH B A ww2.wpunj.edu/aft/

AFLsCHO SUSANNA TARDI, Vice President/

Chief Negotlator

Memorandum

Date: March 26, 2002
To:  Allison Boucher, Director of Employee &
Labor Relations
From: Susanna Tardi, Vice President/Chief Negotiator
AFT Local 1796
Re: Professional Staff Performance Based Promotions Calendar

Due to Spring Break, Passover and Easter, the Union and the Administration agree to revise the
Professional Staff Performance Based Promotion Calendar as follows:

April 8 Professional Staff Performance Based Promotion Committee sends
recommendations to the President and to the Provost and Executive
Vice President

April 11 Provost and Executive Vice President meets and consults with the
Professional Staff Performance Based Promotion Committee about
their recommendations

April 15 the Professional Staff Performance Based Promotion Committee,
President and Provost and Executive Vice President meet and consult
about recommendations

The Professional Staff Performance Based Promotion Committee, the President and the Provost
have reviewed and accept the above calendar.
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‘William Paterson University

Tn order to promote amicable employer-employec relations, AFT local 1796 and William
Paterson University agree to extend the date for the President to announce opportunities for
Faculty Range Adjustments and Performance Based Promotions for Professional Staff until
October 12, 2004.

This agreement does not constitute a precedent, nor will it be used as such for any purpose.
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Agreement between William Paterson University (the University) and
AFT Local 1796 (Local 1796)
Regarding
Extension of Deadline for Announcement of Opportunities for
Faculty Promotion, Faculty Range Adjustments, Librarlan Range Adjustments,
and Professional Staff Promotions

2008-2009

in order to promote amicable employer/employee relations the William Paterson University of New
Jersey and AFT Local 1796 agree to extend the locally negotiated date of October 1, 2008, for the
announcement of the number of promotional opportunities in the categories of Faculty Promotions,
Faculty Range Adjustments, Librarian Range Adjustments, and Professional Staff Promotions to be
considered in the Academic Year 2008-2009 for a period not to exceed 14 days, commencing on October
1, 2008;

Excluding the announcement of zero promotions at any rank through the normal process required by

the NJ State/AFT Agreement on October 1, which shall announce zero faculty promotions through the
normal process on that date.
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WILLIAM PATERSON UNIVERSITY
RECLASSIFICATION REVIEW AGREEMENT

The University and Local | 796, AFT, have jointly agreed that the following guidelines ahall
govem reclassification review at the University.

I. Definition

A reclassification is defined as the change of an individual posiion from one class to
anothey class.

II. Proceduwre

A. The member of the Professional Staff seeking reclassification “may apply to e
first level non-unut supervisor for & positien reclassification whenever there is 8
qubstanual incresss in the job responsibilities” (Ardele XV, Section G of the
State-Union Agrszmemt, 1999-2003). This procedure is lnapplicabls to
reclassifications ieutiat=d by the University. Raclassifications may be made by
the Univezsity for programmatc reasons ar otherwiso & any tme in accordance
wath the Stae-Union agresment.

B. The subxnission of a reclasgification packet by a member of the Professiopal
Staff ahall acovate the reclassification process 90 day clock.

C. Reclassification packet
1. The reclasufication packet ghall include the following:
8. A cover memo justifying the pequest. The memo shall state the

. _senifieans =TT ey between o previous and  current
- new duties and responsibilities, changes in

A per ge of gew technolagies, ctc.
\ |
v
60%¢“j lescription at time of hire or appoinmoent to
OPERE *h shall be provided to the ewployse at his
57 e (10) days.

© it job desceription, which shall be provided
ws wre caiployee af his o7 her request within teg (10) days. =

a

4 cupy of the employse's evalostion sompleted within the last
vear. which shall bz provided o the employee at his or hey
requcet within ten (10) days.
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¢. Copies of any supporting documentstion identifying key projests,
major sccomplithments, cwmicwlun vis end any other
supporting documentation the employee wishes to inchude.

f  Axn orgenizational table which should indicate the emmployee’s
pesibion in relatiom to other members of his or her office up w0
and including the level of the first level non-unit suparvisor.

2... The empluyse should submit the completed packet to the Srst lewel oon-
unit supervisor, and a copy of the cover memo should be szt to the
Associate Yise President for Human Resources anod AFT Local 1796

Undon President.

HI. 90 Day Review
A. First Level Non-Unit Suparvisor Review

1. The first ievel nog-unit supervisor shall review e packst with the
amployee within ten (10) wocking days of receim of the applicazion.

2. Subseqguent o thig review, Bs superviser sball attach his/ber wriden
recommendation, resomumending or not resommending, the
reclassificuncon request, If the supervisar approves the reclussification., a
proposed job description, sball be attachad. He/she shall forward & copy
of hi3'her -ccommendazion, including the proposed job description if
applicable. w the apphcsnt for review and response within five (5)
worklng dgys of the meeting.

3. The applicant shall have five (5) working days to respond in writing to
the suparvieor, who in twn shall immediately submit the response with
the applicadan, including the proposed job description, if apphcablc to
‘the Associac Vice President for Human Resources.

(20 days o clock)
B. Associate Vice Premdent for Human Resowrces' Review

I

1. The Assocuws Vice President for Human Resowces shall review the
packet for corapletaness and accuracy and make a reconumcndation to
the supervisir and employee within tweaty (20) wodqng days of
receiving the packet

2. The employee shall have tan (10) working days to rcspond to the
Associaie Vice Presidert for Humman Resouress' secommendatian. The
cmployee shall provide a copy of this response to the supervisar.
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3. At the conclusion of 'he above ten (10) day ponod, the Associate Vice President shall
tranamut the entire packer to the appropriste divisional Vice President or the Mighest
Administrator un Line before the Provost and Executive Vice President.

(30 days on clock)

C. Divisionn! Vier President or the Highest Admimstrator in Line befors the Provost and Bxecutive
Yice Pregident Raview

Mhe divisional vice president or the highest admimistrator in line before the Provost and Executive
Yice Premdent shall make 8 writtin recommendation to approve or deny the reclassification within
710) working days in wnting anc transmit it to the ProvosyExecutive Vice President, with & copy
sent to the employee. If the recommendation is to demy the reclassification at this level, written
easons MUt accornpany the reconunendadon. (60 days on clock)
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D. Provost acd Execytve Vice President Review
The Provosr and Executive Vice President’s recommendation o the President shall be provided in

wrting to the employee withir wen (10) working days. (70 days on clock)

E. Decigion of the President

1. The Presidem shall review the Packet and render s decision in wiiting to the employes
within teg (10) working days. '

2. If the reciassification 14 derred the applicant shall have five (5) working days to reguest
reconsideranon,

3. The Predident ghall have Bve days (5) to make 3 fina} decision,

4. The President shall furward 1] POsItVe recommendations 1o the Board of Trustees for
ar¥on
(90 days on ciget) .

¥ithin {4 working days cobsstent vath the terms 2pplying 10 e reports of violation of procadure
by any personne! committes in the Agreement betweon the State apd the Counei Of New Jgrsey
State College Locals, AFT, AFL-CIO for Ay 1, 1999 to June 30, 2003.

Agreed to this day by:
Bfi;a i Q,L P29 >0 _ﬁ,,d %&z\@

Linda J. Dyd  ~ Amold Spesrt
President President

AFT - Local 1796 William Paterson University

Willlam Paterson University

Robert Murphy ~ Chernoh M. Sexay

Professiopal Staff Represenmrive Provost and Executive Vice President
AFT - Local 1796 William Paterson University

William Patersoq University
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