
-AGENDA-
NEW JERSEY HOUSING AND MORTGAGE FINANCE AGENCY 

307m SPECIAL TELECONFERENCE BOARD MEETING 
October 3, 2007 

637 South Clinton A venue 
Trenton, NJ 08650-2085 

PUBLIC SESSION 

1. OTHER BUSINESS 

1 a. Approval of the CW A 1032 Professional Unit Union Contract 

2. APPROVAL OF MINUTES 

2 a. Approval of the Minutes of the Agency's Board Meeting held October 3, 2007 in 
substantially final form 

Note: If an Executive Session is necessary, NJHMFA will announce the approximate time after calling the 
meeting to order. 



October 3, 2007 

REQUEST FOR ACTION BY MEMBERS OF 
THE NEW JERSEY HOUSING AND MORTGAGE FINANCE AGENCY 

Actions Requested: 

1. Approval by the New Jersey Housing and Mortgage Finance (HMF A) Board to accept the CWA 
Local 1032 Professional Bargaining Unit Agreement, comprised of approved articles as attached to 
the Request for Action, and the Tentative Agreement Between the CW A Local 1032 Professional 
Bargaining Unit related to the Pending Articles 23,25,41 and 44, as attached to the Request for 
Action, as the basis of the contract between the CWA Local 1032 Professional Bargaining Unit and 
HMFA. 

2. Authorization for the Executive Director, in consultation with the Attorney General's Office, to 
execute the Final CWA Local 1032 Professional Bargaining Unit Agreement that embodies the 
terms of the Local 1032 Professional Bargaining Agreement and the Tentative Local 1032 
Professional Bargaining Agreement. 

Key Points: 

• In March 2006 CWA Local 1032 filed a Petition for Certification by a check of the employee 
authorization cards pursuant to N.J.S.A 34:13A-5.3. The parties, HMFA and the CWA, stipulate 
that the appropriate unit for collective negotiations is as follows: All non-supervisory professional 
employees employed by the HMFA. 

• On March 22, 2006, in accordance with the New Jersey Employer-Employee Relations Act (the 
"Act"), and the rules of the Public Employment Relations Commission, the CWA Local 1032 
demonstrated by card check that a majority of the HMF A unit employees have designated the CWA 
Local 1032 as their exclusive representative for purposes of collective negotiations. 

• The unit employees include all non-supervisory professional employees employed by the HMF A, 
as indicated on Schedule A. 

• Excluded from the unit are managerial executives, confidential employees and supervisors, within 
the meaning of the Act, craft employees, non-professional employees, police employees, casual 
employees, and all other employees and statutory exclusions, as indicated on Schedule A. 

• The base salary for the average employee will increase 26.8% in 12 pay increases for the period 
July 1, 2006 to June 30, 2011. 

• Based upon the current census as of September 28, 2007 the total cost of salary in the Professional 
Bargaining unit was $6,665,682. At the end of the term of the contract (June 30, 2011) the cost of 
salary for the Professional Bargaining unit will increase to approximately $8,455,319. 



Attachments: 
l. Schedule A- HMFA employee titles included and excluded in the Bargaining Unit 
2. Executive Summary 
3. CW A Local 1032 Professional Bargaining Unit Agreement with Approved Articles 
4. Tentative Agreement Between the CW A and the HMFA 



ATTA.Cll:Ml';NT TO C,Jj;l\TIFICATION OF RErRESENTATIVK S~SED UPQ['I Schedule AAUTRORIZATJON CMU>S 

locf.1ded Titles: Account.ant l, Accoumant Il, Adrntoistrator ofMultifamily Crtdit/Assisted 
Living. Architocl I, Asset Manager; Audit Coordrn~tor, Auditor II. Bond Analyst [. Bond Analyst 

..ll. Business Development Officer, Civil Engineer, Communications Analyst, CommW1ity, 
Development Officer L Community Development Officer II, Communily Development, 
Ombudsman,. Community ProyamS Coordinator, ConetrUction loin Accountant, Construction -
Loan Officer II,. Congtruction Programs Adminjstr.11.tor. Contract Adminisb-a.to_r. Cred_i:1 Officer I. 
Databa&eAnaly,;r, EIS Administrator. HAS Progrom Cooiilinaror, HASSpccial,is~ H.clp Desk 
Coo.rdinator, HMls Technical Assistant/Trainer, Housing Manag1m1ent o~cer I.,' Housing 
Managcmcat Officer Il, HOuaing Management Officer ID, HollBing Resources Center Project 
Manager, Loan Origjnator II, Manag=ient Analyst. Multifillnicy AnalY"t, Multi-Family 
Coordinator» Nelwork Administrator, Occuparicy Specialist I, Occµplllcy Spectalist U, 
Occupancy Specfalis, ill, Paralegal Il, Panilegal lIJ. Procut<lilcnl Offi= I, Progmn 
Adminisuaror, Programmer Allaly,t I, Progr.unmer Analyst II, Project Mwager MON! Quality 
Review, Project Represenlativ~ II, Project Representative ID, Qua.µry Control ~oordinau:rr, 
Resource Annl~t.- S6llior Gr.!tphic Designer. Senior Mechanical Engineer, Senior Subsidy 
Acoouo:r.aot, Ser,,icing Officer I, Scrviclllg Officer Il. Sllb&idy Ac.oount:ant Il, Su.stainable 
Co:ro.r:ounity Design Coon:iinatot, Tax Credit Anal)'6t I, Tax Credit Analyst II. Tax Credit 
Analyst IiJ. Technical Service& Coordinator, TR.ACS Coordin:itor-, 1'RACS Speciali~t, · 
Underwriter!, Web Saver and PC Support, Oocumcnt Reviewer I, Document Reviewer Il, and 
Senior- RCaea-rch Associate 

Excluded TI.tln: Community Services Officer DCA, Commuwcarion& and Conference 
Coordinator DCA, DatabB3C Administrator, Human R.esoureeg Coordinator II, Legal Affairs 
A,sismnt, Legal Affairs Officer, Legal Rese;m;b Ana!y,,r ll. Payroll and Benefit, Coorilin,tor, 
Planner, Program Donlopmcnt Specialist DCA, Project Coo,rdinalor, Senior Accounb.nt D, 
Perakgal ill (SMP), NetWork Admirustr.uor (EJM), and Programmer Analy,t n (.KS) 

https://Accounb.nt


TENTATIVE AGREEMENT BETWEEN CWA LOCAL 1032 AND NEW JERSEY 
HOUSING AND MORTGAGE FINANCE AGENCY 

Executive Summary: 

Contract covers the following period: July 1, 2006 to June 30, 2011 

Salary Increases: Contract increases and increments are as follows: 

All employees, except those that are on a Working Trial Period pursuant to Article 4, or an 
Employee Development Plan pursuant to Article 7D, as of the date of the increase shown below, 
shall be entitled to the following salary adjustment. In addition, any employee that is not at or 
above the maximum for the Range for his or her job title as of the dates shown below shall 
receive an increase to annual base salary (an "increment") that is equal to the less or of (a) the 
amount shown below, or (b) an amount that brings them up to the Range maximum for his or her 
job title. 

Across the board salary adjustment of2.25% effective first full pay period after 7/1/06 
Salary increment of $500 effective first full pay period 1/1/07 (Retroactively) 

Across the board salary adjustment of2.35% effective first full pay period 1/1/07 
Salary increment of $1,000 effective first full pay period 6/30/07 (retroactively) 

Across the board salary adjustment of3.00% effective first full pay period 7/1/07 
Salary increment of $500 effective first full pay period 1/1/08 

Across the board salary adjustment of 3.00% effective first full pay period 7/1/08 
Salary increment of $500 effective first full pay period 1/1/09 

Across the board salary adjustment of3.5% effective first full pay period 7/1/09 
Salary increment of $500 effective first full pay period 1/1/10 

Across the board salary adjustment of3.5% effective first full pay period 7/1/10 
Salary increment of $500 effective first full pay period 1/1/11 

The base salary for the average employee increases 26.8% in 12 pay increases over a five (5) 
year period. 

Total cost of the salary in the Professional Bargaining unit today is $6,665,682. At the end of the 
contract the cost of salary for the Professional Bargaining unit will increase to approximately 
$8,455,319. 

Health Benefits: 

In accordance with the Governor's office and the Inspector General's report we were asked to 
bring the employee medical, dental, prescription drug, eye-care and pension benefits to be more 
closely aligned with executive branch benefits, including premium sharing and increased co-pay. 
Pension increases were mandated by law. While some of the HMF A benefits remain richer than 



those of other employees in the state, we are working toward alignment by increasing co-pays
and adding premium sharing. 

Medical: HMFA shall continue to participate as a Local Employer in the State Health Benefits
Plan ("SHBP") for purposes of medical coverage pursuant to the applicable statutes and
regulations that govern the SHBP as may be amended from time to time. 

Effective the first full pay period of July 2008, employees shall pay 1.5% of their annual base
salary as a contribution to be used for the express purpose of offsetting the cost of medicalbenefits provided by the HMFA. The parties agree that should an employee voluntarily waive allcoverage under the SHBP and provide a certification to HMFA that he/she has other medical
coverage, HMFA will waive the 1.5% Health Insurance contribution for that employee.
Once established by the State Health Benefits Plan as applied to HMFA, active eligible
employees will be able to elect to participate in a PPO, with a national network and the same
benefit design as the current NJ Plus plan, except as modified in paragraph 2d below. In the
alternative, active eligible employees will be able to elect to participate in an HMO. Effective
July 1, 2008, the Traditional Plan and the NJ Plus POS shall be abolished and shall no longer be
available to HMFA employees and HMOs shall be consolidated 

Effective July I, 2008, in-network doctor visit co-pays, including specialist co-pays, will
increase from $10 to $15. There will be a co-pay of$15 for the first in-network prenatal visit;
subsequent in-network prenatal visits are I 00% covered. The emergency room co-pay will
increase from $25 to $50, which is waived if admitted. All other terms and conditions of
coverage, including co-pays, deductibles, coinsurance shall be as per the SHBP, as amended
from time to time by the SHBP. 

Effective 7 /1/08, employees must enroll in the newly created PPO plan or HMO. The traditional
plan will not longer be available to employees. Co-pays for office visits will increase from $10 to
$15; emergency room co-pay increases from $25 to $50, unless admitted. 

Prescription Drug Plan: HMFA bids this service annually
HMFA shall be required to continue to provide employees with Prescription Plan coverage as
currently provided until the date of agreed upon changes as set forth herein. Effective as soon as
practicable following the first full pay period January I, 2009, HMFA shall provide employees
with a prescription drug plan that has the following co-pays: 

Categon: of Drug Non Mail 90-DayMail
Order Order 

Generic Drugs $3.00 $5.00 

Brand Name Drug with no $10.00 $15.00
generic equivalent or brand name
drugs where employee is
medically unable to take the 



generic version of the drug 

Brand Name Drugs with a generic $25.00 $40.00 
equivalent ( unless employee is 
medically unable to take the 
generic version). 

Dental Plan: HMF A bids this service and is presently with Dental Dental. Through December 
31, 2008, the current practice with respect to employee contributions toward premiums for dental 
coverage shall continue. 

HMF A shall continue to provide employees with dental coverage throughout the term of this 
agreement under terms currently in effect, including, but not limited to current co-insurance 
payments, except as modified below. 

Effective January 1, 2009, or as soon as practicable thereafter, HMFA shall have the right to 
require employees to contribute toward the cost of premiums for dental coverage in an amount 
that shall not exceed 3 5% of the cost of coverage. Effective January 1, 2010, HMF A shall have 
the right to increase the percentage contribution to 40% of the cost of coverage. Effective 
January 1, 2011, HMFA shall have the right to increase the percentage to 45% of the cost of 
coverage. 

Eye-care Plan: This is self-funded by the Agency 
HMF A shall continue to provide the current Eye Care Coverage until the date of agreed upon 

changes set forth below: 

Lenses: HMFA shall be required to reimburse each employee and each eligible dependent up to a 
maximum of$40.00 for regular prescription lenses and $45.00 for bi-focal lenses or more 
complex prescriptions annually beginning on July 1, 2008. 

Eye Exams: HMF A shall be required to reimburse each employee and each eligible dependent up 
to a maximum of $35.00 for an eye examination by an Ophthalmologist or Optometrist annually 
beginning on July 1, 2008. 

Retiree Health Benefits- Survivorship medical benefits are maintained through the term of the 
contract and at no additional cost to the employee. 

HMFA agrees to continue to provide the medical coverage for employees that either: (a) accrue 
25 years of pension credit service after June 30, 2007 and on or before June 30, 2011, or (b) 
retire on a disability pension after June 30, 2007 and on or before June 30, 2011. 

Those eligible for retiree medical coverage as set forth in the benefits article shall, effective July 
1, 2007, be required to pay 1.5% of their pension benefit to offset the cost of such coverage. 
Notwithstanding the foregoing, the 1.5% contribution described herein shall be waived if the 

https://of$40.00










Article 30: Vacation (7/25/07) 

Article 31: Jury Duty (3/8/07) 

Article 32: Military Leave (9/5/07) 

Article 33: School Volunteer Leave (3/8/07) 

Article 34: Workers Compensation (3/8/07) 

Article 35: Disability Leave (9/5/07) 

Article 35B: Leave of Absence for Personal Reasons (9/5/07) 

Article 36: Donated Leave (3/8/07) 

Article 37: Holidays (5/18/07) 

Article 38: Tuition Reimbursement (3/30/07) 

Article 39: Business Travel (2/23/07) 

Article 40: FMLA Leave (9/5/07) 

Article 42: Management Rights (6/27/07) 

Article 43: Use of E-mail System (6/27/07) 

Withdrawn by CWA 

Article 9: Subcontracting and Privatization (7/25/07) 

Article 10: Maintenance of Benefits (7/25/07) 

Article 12: Out-of-Title Work (7/25/07) 

Article 14: Claims Adjustment (7/25/07) 

Article 16: Successorship and Recognition (7/25/07) 

Still Pending 

Article 25: Compensatory Time 

Article 23: Salary Increases 

Article 41: Benefits 

Article 44: Term of Agreement 

This memorandum contains advisory, consultative and deliberative material and is intended only 
for the person( s) named as recipient( s ). 



For the HMFA~
) 

Dated: f(l'fpb 
FortheCWAb-< 

Dated: fi7~/o f. 

Final: August 24, 2006 

ARTICLE! 

RECOGNITION OF RIGHTS AND DEFINITIONS 

A. Recognition of Union and Unit 

1. HMFA hereby recognizes the Union as the exclusive representative for 

collective negotiations for wages, hours of work and other terms and conditions of 

employment for all non-supervisory professional employees employed by the HMFA 

excluding managerial executives, confidential employees and supervisors within the 

meaning ofthe Act; craft employees, non-professional employees, police employees, 

casnal employees, interns all other employees and all statutory exclusions. The current 

titles included in the negotiations unit are listed in Appendix A attached to this 

Agreement. 

2a. Whenever the HMFA creates a new job title or eliminates an existing 

negotiations unit title, the HMFA shall notify the Union in writing, when practicable, at 

least thirty (30) days in advance of such action. The HMFA will make a good faith effort 

to provide at least thirty (30) days notice. If requested in writing, the HMFA will discuss 

any such action. In the event the parties cannot reach agreement on the placement ofa 

new title in the unit, following such discussions, the dispute may be submitted to the 

Public Employment Relations Commission for resolution. 

) 



2b. Ifthe I-IMFA determines that an employee in a position currently represented 

by the Union is performing confidential duties as defined by the New Jersey Employer­

Employee Relations Act, the I-IMFA will notify the Union and provide the Union with 

the basis upon which it maintains that the employee is confidential. 

If the Union objects to the designation ofan employee as confidential, the I-IMFA 

and the Union will meet to review the basis for the confidential designation. If after such 

review the Union continues to object, the employee may be removed from the unit as a 

confidential and the Union may pursue its objection at PERC. 

B. Definitions 

I. All references to employees in this Agreement are intended to apply to both 

sexes. 

2. Job description - a document which defines and describes representative duties 

and responsibilities and sets forth the minimum qualifications essential to the 

performance of the work of the job title and such other information as may be necessary. 

[Note: The parties may add definitions to this article as negotiations proceed.] 



For the HMFA~ -

Dated: gjZJffo,i;" 

FortheCWA~ 

Dated: '8/2-<1-/oi 

Final: August 24, 2006 

ARTICLE2 

POLICY AGREEMENTS 

A. Non-Discrimination 

The HMF A is committed to providing every employee with a workplace free 

from unlawful discrimination. The HMF A and the Union agree that all forms of 

unlawful employment discrimination based on race, creed, religion, color, national 

origin/nationality, ancestry, age, sex/gender, familial status, marital status, affectional or 

sexual orientation, gender identity or expression, domestic partnership status, atypical 

hereditary cellular or blood trait, genetic information, liability for military service in the 

Armed Services of the United States, and mental or physical disability (including 

perceived disability, physical, mental, and/or intellectual disabilities), AIDS and HIV 

status, political affiliation or union membership, or legal union activity are prohibited. 

Sexual harassment is a form ofunlawful gender discrimination and, likewise, will not be 

tolerated. 

B. Dues Deduction and Membership Information 

1. Union Dues Deduction 

a. The HMF A agrees to deduct from the regular paycheck of any employee dues 

of the Union, which include regular membership dues, initiation fees and assessments, 

provided the employee submits an authorization for dues deductions in writing and in 

proper form to the designated payroll and benefits coordinator of HMFA. Dues 

deduction will be reflected in the paycheck for the current pay period, provided the form 



is received by the payroll and benefits coordinator at least fourteen (14) calendar days 

prior to the end of the pay period, otherwise to be reflected in the next pay period. 

b. Union dues deductions for any employee in this negotiating unit shall be 

limited to the Union. Employees shall be eligible to withdraw such authorization only 

between the dates ofMay 15 and June 15 ofeach year to be effective July 1, provided the 

written notice of withdrawal is timely filed with the designated payroll and benefits 

coordinator. Unless an employee withdraws authorization for the deduction of Union 

dues, the HMFA will continue to deduct dues. The movement of an employee from one 

title to another title and/or from one division to another division will not affect dues 

deduction, unless the new title or unit is not represented by the Union. 

c. Dues so deducted by the HMFA shall be transmitted to the Secretary/Treasurer 

of the Union together with a listing of the employees included. 

d. The Union shall certify to the HMFA in writing the amount ofUnion dues and 

shall notify the HMFA of any change in dues structure thirty (30) days in advance of the 

requested date of such change. The change shall be reflected in payroll deduction at the 

earliest time after receipt of the request. 

e. On a quarterly basis, the HMFA shall provide the Union with a list of 

employees for whom dues deductions have been discontinued, along with the reason for 

the discontinuation. 

2. Representation Fee (Agency Shop) 

a. Subject to the conditions set forth in the paragraphs below, all eligible 

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

in lieu of dues for services rendered by the majority representative. Nothing herein shall 

be deemed to require any employee to become a member of the Union. It is understood 

that the implementation and/or continuation of the representation fee program is 

predicated on the demonstration by the Union that more than 50% of the eligible 

employees in the negotiating unit are dues paying members of the Union. On January 1 

ofeach year, an assessment shall be made to determine if the minimum percentage has 

been exceeded. If it has, the representation fee shall continue until the following annual 

assessment. If it has not, the representation fee will be discontinued and eligibility for 

reinstatement shall be on a quarterly basis as provided below. Ifthe representation fee is 



discontinued, an assessment shall be made on each quarterly date; i.e., January 1, April I, 

July 1, or October 1, to detennine if the minimum percentage is exceeded. If the 

minimum percentage is exceeded the agency fee plan shall be reinstated, with proper 

notice to affected employees. 

b. Amount of Fee 

Prior to the beginning of each contract year, the Union will notify the HMF A in 

writing of the amount of the representation fee to be charged nonmembers for that 

contract year. The Union shall notify the HMF A of any change in the representation fee 

structure thirty (30) days in advance of the requested date of such change. The change 

shall be reflected in payroll deduction at the earliest time after receipt of the request. The 

representation fee in lieu of dues shall be in an amount equivalent to Union dues charged 

by the majority representative to its own members less the cost of benefits financed 

through the dues, fees and assessments and available to or benefiting only its members or 

the cost ofactivities or causes of a partisan political or ideological nature only 

incidentally related to the terms and conditions of employment, but in no event shall such 

fee exceed 85% of the regular membership dues, fees and assessments. 

c. Deduction and Transmission of Representation Fee 

i. The mechanics of the deduction ofrepresentation fees and the transmission of 

such fees to the Union will, as nearly as possible, be the same as those used for the 

deduction and transmission of Union dues. 

ii. The HMF A shall deduct the representation fee from a new employee who is 

not a member of the Union, as soon as possible after thirty (30) days from the beginning 

date of employment in a position in this unit. 

iii. The following procedure will apply when an employee in the negotiations unit 

either leaves and returns to the unit or moves from unpaid to paid status. In such 

situations representation fees will be deducted from the paycheck of an employee, as 

soon as practicable after the 14th day that an employee either returns to the unit or re­

enters pay status. 

iv. Representation fees will be deducted from the paycheck of an employee, as 

soon as practicable after the 14th day that an employee's withdrawal from membership in 

the Union is effective. 



d. Demand and Return System 

The representation fee in lieu ofdues only shall be available to the Union if the 

procedures hereafter are maintained by the Union. The burden ofproofunder this system 

is 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 terms and conditions of employment, or applied 

toward the cost ofother benefits available only to members of the majority 

representative. The employee shall be entitled to a review of the amount of the 

representation fee by requesting the Union to substantiate the amount charged for the 

representation fee. Tiris review shall be in conformance with the internal steps and 

procedures established by the Union. The Union shall submit a copy of the Union review 

system to the HMFA. The deduction of the representation fee shall be available only if 

the Union establishes and maintains this review system. Ifthe employee is dissatisfied 

with the Union's decision, he may appeal to the PERC Appeal Board and/or through the 

Union's internal arbitration procedure. 

e. Ifviolations ofany time frame occur regarding representation fee deduction, 

and they are brought to the attention of the HMFA, the HMFA shall review the matter 

and solve the problem on a prospective basis. 

3. HMFA Held Harmless 

The Union hereby agrees that it will indemnify and hold the HMFA harmless 

from any claims, actions or proceedings brought by any employee which arise from an 

agreement to deduct Union dues or representation fees in accordance with this Article. 

4. Membership Information 

The HMFA will provide the Union the following information electronically when 

dues and representation fees are transmitted to the Union: (l) employee's name, (2) 

address, (3) the last four digits of the social security number, (4) dues or representation 

fee amount, (5) anniversary date, (6) salary, and (7) pay period. 

5. Employee paychecks will separately identify Union dues and representation 

fees. 

C. Strikes and Lockouts 



I. The Union agrees not to engage in or support any strike, work stoppage, 

slowdown, or other similar action by employees covered by this Agreement. 

2. No lockout of employees shall be instituted or supported by the HMF A. A 

lockout does not include a shut down of the HMF A for economic reasons. 

D. Administration of Agreement 

1. A committee consisting of HMF A and Union representatives may meet for the 

purpose ofreviewing the administration of the Agreement and to discuss problems, 

which may arise there from. 

2. Either party may request up to two meetings per year and shall submit a written 

agenda of topics to be discussed seven (7) days prior to such meeting. Such requests will 

not be unreasonably denied by either party. 

3. A maximum of two (2) employee representatives of the Union, exclusive of 

Union staff or Attorney representative, may attend such meeting and, ifheld during 

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



For the HMF~­

Dated: 3fto/Olc, 
For the cwA&l 

Dated: i/3D/i" 
Final: August 30, 2006 

ARTICLE3 

GRIEVANCE PROCEDURE 
A. Purpose 

The purpose of this procedure is to resolve grievances and to assure prompt and 
equitable solutions ofproblems arising from the administration of the Agreement, or 
other conditions of employment by providing the exclusive vehicle set forth in this article 
for the settlement of grievances. An employee is entitled to use this grievance procedure 
and to be represented by the Union upon his or her request in accordance with the 
provisions of this Article. An employee shall not be coerced, intimidated or suffer any 
reprisal as a direct or indirect result of such use. 

B. Definitions 

1. A "Grievance" is either a: 

a. A "contractual grievance", which is a claimed breach, misinterpretation or 
improper application of the terms of this Agreement; or 

b. A "non-contractual grievance", which is a claimed violation, 
misinterpretation or misapplication ofrules or regulations, existing policies, orders, 
letters of memoranda or agreement, administrative decisions, or laws, applicable to the 
agency or department which employs the grievant which establish terms and conditions 
of employment and which are not included in (a) above. 



2. Union Stewards and Representatives: 

a. A "steward" is an employee of the HMFA serving as the designated union 
representative pursuant to Article 6. 

b. A "union staff representative" is a person in the active employ of the Union 
and not the HMFA. 

c. A "Union executive board member" is an individual who sits on the 
elfecutive board of the local union and may or may not be an employee of the HMFA. 

d. The term "designated union representative," as used in this Article and 
throughout the Agreement, refers to a steward, Union executive board member or a union 
staff representative. 

3. Resource Person: 

A resource person is an individual who is not a witness and who has particular 
expertise as to the subject matter of the grievance and shall be treated in accordance with 
the time offprocedure below. 

C. Grievance Steps and Time Frames 

1. General 

a. All references to days in this Article are calendar days. 
b. Time limits under this Article may be modified only by mutual agreement of 

the parties, which must be in writing. 

c. Prior to the filing of a formal grievance at Step One, any employee may 
orally present and discuss a complaint with his or her immediate supervisor on an 
informal basis. This, however, does not extend the time frame for filing the grievance at 
Step One. 

d. Contractual grievances as defined in B. l.a. of this Article shall only be 
processed through representatives designated by the Union. 

e. Should the grievant elect to process a non-contractual grievance, as defined 
in B. l .b of this Article, without Union representation, he or she shall so indicate on the 
grievance form. The Union shall be sent a copy of the grievance upon receipt of the 
grievance by HMFA. A "designated union representative" will be permitted to attend all 
non-contractual grievance meetings. 



2. Step One 

a. A grievance must be filed in writing to the office or individual designated by 
the HMFA within eighteen (18) days from any date on which the act that is the subject of 
the grievance occurred or eighteen (I 8) days from the date on which the grievant knew or 
should reasonably have known of its occurrence. Failure to comply with this time frame 
shall constitute a waiver. 

b. All grievances must be submitted on the attached grievance form. The form 
must be completely filled out by the grievant and/or Union and must include all of the 
following information to the extent applicable: (a) the name(s), title(s) and division(s) of 
affected employee(s); (b) the date of occurrence; (c) a brief description of what gave rise 
to the grievance; (d) the Article and Section of the Agreement alleged to be violated, 
misinterpreted or misapplied (applicable only to a "contractual grievance"); (e) the rule, 
regulation, policy, order, letter of memoranda or agreement, administrative decision or 
law alleged to be violated, misinterpreted or misapplied ( applicable only to "non­
contractual grievances"); (f) the remedy sought. In the event that a grievance form is 
unavailable the grievance shall be submitted in writing and include all of the information 
set forth above. 

c. A grievance meeting shall be scheduled by HMFA within fourteen (14) days of 
the filing of the grievance unless the parties mutually agree otherwise. HMFA shall 
provide written notice to the grievant of the date, time and location of the meeting. If the 
Union makes a written request for a different date and time for the Step One meeting, 
such request shall not be umeasonably denied and the parties will arrange for an alternate 
date that is acceptable to both parties. 

d. The grievant may be represented at the Step One meeting by a "designated 
union representative." At the meeting, one person shall act as a spokesperson for the 
grievant and one person shall act as the spokesperson for management. The management 
spokesperson shall be permitted to ask questions, ifnecessary, to determine the basis for 
the grievance, as well as questions concerning the facts and circumstances related thereto. 

e. A written decision will be rendered by management within fourteen (14) days 
of the grievance meeting and provided to the grievant and the "designated union 
representative" that attended the Step One meeting. 



3. Step Two 

a. If the grievant or the Union is not satisfied with the Step One decision, the
grievance may be appealed to the designated representative of the HMFA. The
designated represe'Iltative will be at a level higher than division director. The appeal shall
be accompanied by the decision at the preceding levels and any relevant documents
presented at Step One. The appeal must be filed in writing within seven (7) days from
receipt of the Step One decision. If a Step One decision is not issued, the appeal must be
filed within thirty (30) days after the Step One decision was due. 

b. The designated representative of the HMFA at Step Two shall determine
whether a meeting is needed at Step Two. If the HMFA designated representative
determines that a meeting is needed, such meeting will be scheduled within fourteen (14)
days of receipt of the appeal, and HMFA shall provide written notice to the grievant and
Union of the date, time and location of the meeting. If the Union makes a written request
for a different date and time for the Step Two meeting, such request shall not be
unreasonably denied and the parties will arrange for an alternate date that is acceptable to
both parties. 

c. The grievant may be represented at the Step Two meeting by a "designated
union representative." At the meeting, one person shall act as a spokesperson for the
grievant and one person shall act as the spokesperson for HMFA. The HMFA
spokesperson shall be permitted to ask questions, ifnecessary, to determine the basis for
the grievance, as well as questions concerning the facts and circumstances related thereto.

d. HMFA shall render a written decision within twenty one (21) days of the Step
Two meeting or, if a meeting is not held, within twenty one (21) days of receipt of the
appeal and this written decision shall be provided to the grievant and the Union. 

4. Step Three - Arbitration 

a. In the event that the grievance has not been satisfactorily resolved at Step Two,
and the grievance involves a "contractual grievance" as defined in B. I .a above, then
arbitration may be brought only by the Union within ten (IO) days from the day the
Union representative received the Step Two decision or from the date on which the Step 



Two decision was due, whichever is earlier, by mailing a written request for arbitration to
the Public Employment Relations Commission and sending a copy to the HMFA. 

b. Arbitrators shall be selected on a case-by-case basis under the selection 
procedure of the Public Employment Relations Commission. 

c. The arbitrator shall conduct a hearing to determine the facts and render a
decision in writing to the parties. The arbitrator shall not have the power to add to, 
subtract from, or modify the provisions of this Agreement or laws of the State applicable
to the HMFA, or any written policies of the HMFA not inconsistent with this Agreement,
or to determine any dispute involving the exercise of a management function which is
within the authority of the HMFA as set forth in Article 43, Management Rights, and 
shall confine his decision solely to the interpretation and application of this Agreement.
The arbitrator shall be confined to the precise issue submitted for arbitration and shall 
have no authority to determine any other issues not so submitted, nor shall the arbitrator
submit observations or declaration of opinions which are not essential in reaching the
determination. The decision or award of the arbitrator shall be final and binding
consistent with applicable law and this Agreement. In no event shall the same question
or issue be the subject of arbitration more than once. The arbitrator may prescribe an
appropriate remedy when the arbitrator finds a violation of this Agreement, provided
such remedy is permitted by law and is consistent with the terms of this Agreement. Any
remedy ordered by an arbitrator will not have retroactive effect beyond thirty (30) days
from the date the grievance was filed, except that payroll errors and related matters shall
be corrected to the date of error. The fees and expenses of the arbitrator shall be divided
equally between the parties. Any other cost of this proceeding including the cost of
recording shall be borne by the party incurring the cost. 

d. In the event a disagreement exists regarding the arbitrability of an issue, the 
arbitrator shall make a preliminary determination as to whether the issue is arbitrable 
under the express terms of this Agreement. Once a determination is made that such a 
dispute is arbitrable, the arbitrator shall then proceed to determine the merits of the 
dispute. 



D. Union Rights 

1. Time Off 

a. When a grievance has been formally submitted in writing and the Union 
represents the grievant, and where the Union Steward requires time to investigate such 
grievance to achieve an understanding of the specific work problem during working 
hours, the Steward will be granted permission and reasonable time, to a limit of two (2) 
hours, to investigate without loss ofpay. In such circumstance, the Steward shall submit 
a request in writing to the appropriate supervisor and the supervisor shall grant the 

request in writing so long as the work responsibilities of the Steward and of any involved 
employee are adequately covered, and providing further there is no disruption of work. 
Such time release shall not be umeasonably withheld. Such time release shall not be 
construed to include preparation of paperwork, record keeping, conferences among Union 
officials, nor preparation for presentation at a grievance hearing or meeting, which 
matters shall not be done on HMFA time. 

b. A grievant and his/her "designated union representative" will be granted time 
off without loss ofpay to attend Step One meetings, Step Two meetings, and arbitration 
hearings, and to travel to and from such meetings and hearings. 

c. When their attendance is required by HMFA, a reasonable number of witnesses 
and resource persons employed by the HMFA will be granted time off without loss of 
pay to attend Step One meetings, Step Two meetings and arbitration hearings and to 
travel to and from such meetings and hearings. When an employee's attendance is 
required pursuant to an Arbitrator's subpoena (not issued at the request of the Union), the 
employee will be granted time off without loss of pay to attend the portion ofthe Step 
Three arbitration hearing where their attendance is required, as well as for the time spent 
traveling to and from such arbitration hearing. 

d. A reasonable number of witnesses and/ or resource people shall be allowed to 

attend a Step One or Step Two meeting or a Step Three arbitration hearing. When the 
Union seeks to have a witness or resource person attend a Step One or Step Two meeting 
or a Step Three arbitration hearing, the witness or resource person (or the Union on the 

witness or resource person's behalf) must submit a request in writing to the appropriate 

supervisor and the supervisor shall grant the request in writing so long as the work 



responsibilities of the witness or resource person are adequately covered, and providing 

further that there is no disruption of work. If such a request is granted, the witness or 

resource person will be permitted to attend the meeting or hearing, and to travel to and 

from such meeting or hearing, without pay. 

2. Information 

a. Upon receipt of written request by the Union, HMFA shall make available to 

the Union information in its possession to which the Union is entitled pursuant to 

applicable law. Management shall provide the requested information within seven (7) 

days from receipt of the request. 

b. Upon receipt of a written request from HMFA, the Union will make available 

to the HMFA requested information and documents in its possession necessary for 

management to respond to the grievance. Such information shall be provided to HMFA 

by the Union within seven (7) days from receipt of the written request. 

c. Any disputes concerning information requests pursuant to this Section shall be 

resolved by the Arbitrator that is selected to hear the grievance pursuant to Section C.4.b, 

above. 

3. Group Grievances 

a. Where a grievance affects more than one employee, the Union may file a 

grievance on behalf of a group of employees, so long as the written grievance describes 

the identity of those belonging to the group. The Union may designate any one member 

of the group as the grievant for purposes of attending the Step One and/or Step Two 

meeting, and a "designated union representative" may represent such individual at such 

meetings. 

b. Where individual grievances concerning the same matter are filed by several 

grievants, it shall be the option of the HMFA to consolidate such grievances at any Step 

of the grievance procedure; provided, however, that the time limitations expressed 

elsewhere herein are understood to remain unaffected. The HMFA shall notify the Union 

in writing concerning its decision to consolidate grievances. 

4. By-passing Steps 

A grievance may be initiated at or moved to any step of the procedure without 

hearing at a lower step by mutual agreement of the parties, which must be in writing. If 

























































































































































d. Examples of catastrophic health conditions include, but are not 

limited to, cancer, heart attacks and injuries suffered in serious 

automobile accidents. 

2. A "family member" is defined as the employee's immediate family, 

including the spouse, domestic partner (as defined in the New Jersey 

Domestic Partnership Act), child or parent. 

3. A "Health Care Provider Certification" is a statement prepared by the 

attending physician explaining the nature of the health condition of injury 

of the employee or the employee's family member, thus preventing full­

time employment. 

C. Eligibility 

1. Recipient Eligibility. An employee is eligible to receive donated leave if 

he meets the following requirements: 

a. The employee has completed at least one (I) year of continuous 

HMF A service; 

b. The employee has exhausted, or as a result of the catastrophic 

health condition or injury is likely to exhaust, all accrued sick, 

vacation, personal leave, and all compensatory time off. 

c. The employee has not, in the two-year period immediately 

preceding the employee's need for donated leave, been 

disciplined for chronic or excessive absenteeism, chronic or 

excessive lateness or abuse of leave. For purposes of this 



Section, discipline means discipline occurring after the date of 

ratification. 

d. The employee either: 

1. suffers from a catastrophic health condition or injury 

11. is needed to provide care to a member of the employee's 

immediate family who is suffering from a catastrophic 

health condition or injury. 

m. Requires absence from work due to the donation of an 

organ (which shall include, for example, the donation of 

bone marrow). 

e. The employee has received fewer than one hundred and eighty 

(180) donated leave days or one thousand, two hundred and sixty 

(1,260) hours via prior participation in the HMFA's Donated 

Leave Program. 

f. The employee submits acceptable medical verification from a 

physician or other licensed health care provider indicating the 

nature, severity and anticipated duration of the disability and a 

statement that the recipient is unable to work. 

g. The employee, or a member of the employee's family, consents 

to the posting of a notification of the employee's wish to be a 

recipient of donated leave time. 

2. Donor Eligibility. An employee shall be eligible to donate sick or vacation 

leave if the following criteria are met: 



a. The employee has completed at least one (1) year of continuous 

HMF A service. 

b. Employees may donate a maximum of ten (10) days or seventy 

(70) hours to any one (I) recipient. 

c. The employee shall have remaining at least twenty (20) days or 

one hundred and forty (I 40) hours of accrued sick and at least 

twelve (12) remaining days or eighty-four (84) hours of accrued 

vacation. 

d. A leave donor shall donate only whole sick days or whole 

vacation days. 

D. Program Requirements 

Participation in the Donated Leave Program is contingent upon all requirements listed 

under "Recipient Eligibility" and "Donor Eligibility" being met, and also upon the 

following requirements: 

I. A leave recipient must receive at least five (5) sick or vacation days or 

thirty-five (35) hours, or a combination of both, from one or more leave 

donors to participate in the Donated Leave Program. 

2. A leave recipient may receive no more than a maximum of one hundred 

and eighty ( 180) sick or vacation days or one thousand, two hundred and 

sixty (1,260) hours cumulative, during his employment at the HMF A. 

3. The leave recipient may accrue sick or vacation leave while using donated 

leave time. In addition, recipients using donated leave time will not be 



paid for HMFA observed holidays; however, donated leave can be used 

when such holidays occur. 

4. The recipient's absence will be designated in accordance with appropriate 

leave policy; e.g., Family and Medical Leave, Personal Leave, Sick Leave, 

etc. If the absence qualifies under the State and /or Federal Family and 

Medical Leave Act (FLA/FMLA), such leave time shall be charged 

against the recipient's entitlement. The HMFA reserves the right to 

approve, deny, continue or discontinue a leave in accordance with the 

provisions of the specific leave policy, regardless of the amount of the 

donations available. 

5. Human Resources will notify the Department of Labor, Temporary 

Disability Insurance (TD!) to ensure that a recipient of donated leave is 

terminated from the TD! program for that period of time. 

6. Upon retirement from the HMFA, the leave recipient will not be 

compensated for any unused days received through the Donated Leave 

Program. 

7. Donations may not be used on a retroactive basis. 

8. A leave donor may not revoke the leave donation. 

9. The identity of each donor will be confidential unless permission 1s 

received from the donor to release his name to the recipient. The recipient 

must request this information. 

I0. The recipient's participation in the Donated Leave Program will end the 

participant is medically cleared to return to work on a full-time basis, 



withdraws from program participation or ceases employment through 

retirement or otherwise. When the recipient's participation ends, any 

remaining donated time will be equally prorated back to all approved 

donors. If the proration of leave days results in less than one (l) day per 

donor, that leave time shall not be returned. 

11. Employees are prohibited from threatening or coercing, or attempting to 

threaten or coerce, another employee for the purpose of interfering with 

rights involving donating, receiving or using donated leave time. Such 

prohibited acts include, but are not limited to, promising to confer, or 

conferring a benefit, such as an appointment or promotion or making a 

threat to engage in, or engaging in, an act of retaliation against an 

employee. 

12. The use of any donated leave constitutes wages for the recipient subject to 

all payroll tax withholding. The donor receives no benefits or tax penalties 

for the donation. 

E. Procedures 

I. An employee who wishes to become a recipient in the HMFA's Donated 

Leave Program initiates the process by completing and signing a Donated 

Leave Program Application Form, which can be obtained from HMFA 

Human Resources. The application may also be signed and submitted by 

a family member acting on the employee's behalf. The completed form, 

along with supporting medical documentation on the Health Care Provider 

Certification from a physician or other licensed health care provider 



concerning the nature and anticipated duration of the disability resulting 

from either the catastrophic health condition or injury or the donation of 

an organ, as the case may be, is then submitted to the Human Resources 

Division. 

2. Human Resources will review the medical documentation and the 

applicant's time balance records to determine if he is eligible to be a 

donated leave recipient. If ineligible, Human Resources will advise the 

employee of this in writing, stating the reason(s) for ineligibility. An 

eligible employee will be notified by Human Resources and leave · 

donations will be solicited via a posting and the HMFA's e-mail system. 

The notice will be posted for thirty (30) days or until one hundred and 

eighty (180) days or one thousand, two hundred and sixty (1,260) hours of 

leave time have been donated, whichever comes first. 

3. An employee who wishes to donate leave time must complete a "Donor 

Leave Transfer" form, which can be obtained from HMFA Human 

Resources, and must submit the form to Human Resources by the date on 

which the posting expires. Human Resources will review each 

prospective donor's completed form and time record to ensure that the 

conditions listed under "Donor Eligibility" are met. If ineligible, Human 

Resources will advise the prospective donor in writing, stating the 

reason(s) for ineligibility. An eligible donor will be notified in writing of 

the number of leave days, which will be subtracted form his time 

balance( s). 



4. If the number of approved donated days is sufficient to meet the 

conditions under "Program Requirements," Human Resources will credit 

the recipient's sick leave balance with the total number of days donated, 

not to exceed one hundred and eighty (I 80) days or one thousand, two 

hundred and sixty (1,260) hours in the recipient's lifetime. The leave 

balance(s) of the donor(s) will be reduced by the type and number of leave 

days donated, not to exceed a total of ten (I 0) days per donor for each 

recipient. The recipient will be notified of the total number of days 

credited to his leave balance and the effective date on which he may begin 

to use the donated leave time and, thus, be in pay status. 

5. Time Entry. Recipients of donated leave are to accurately record Donated 

Leave hours on their time cards in accordance with Article 24, Section D. 

Employees who violate the timecard rules are subject to disciplinary 

action. 
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Dated ~ 

03-08-07 HMFA Proposal 

ARTICLE37 

HOLIDAYS 

A. Holidays 

The HMFA recognizes thirteen (13) designated holidays: 

New Years Day Labor Day 
Martin Luther King Jr.'s Birthday Columbus Day 
Lincoln's Birthday General Election Day 
Washington's Birthday Veteran's Day 
Good Friday Thanksgiving Day 
Memorial Day Christmas Day 
Independence Day 

Holidays that fall on Saturday are usually observed on the preceding Friday, and holidays 

that fall on Sunday are usually observed on the following Monday. 

B. Holiday Pay 

1. Regular full-time employees that are hired for an indefinite period and 

scheduled on a continuous basis to work a minimum of 35 hours per week shall be 

granted paid absences on each of the foregoing holidays, in an amount equal to the 

amount they would be entitled to for a regular scheduled workday. To be entitled to this 

benefit, the employee must be in pay status on the day befote the holiday. 

2. In addition to the foregoing, all non-exempt employees that qualify for 

holiday pay pursuant to Section B 1 above, and perform work on a holiday shall be 



compensated at the rate of one and one-half (1 ½) times their regular hourly rate. To be 

entitled to such additional compensation, eligible employees must have the holiday work 

approved in advance by the Manager of Human Resources and the Division Director in 

accordance with applicable HMFA Policy. 

3.~art-time employees are not entitled to be paid for holidays. 
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ARTICLE38 

TUITION ASSISTANCE PROGRAM 

A. PURPOSE & GOALS 

1. The HMF A believes m and fully supports education and career 

development and has therefore established a comprehensive tuition 

assistance plan. The HMFA encourages voluntary participation in 

education and study that benefits both the employees and the HMFA 

through increased knowledge and skills. The tuition assistance program 

exemplifies the HMFA's commitment to continued education. 

2. Through its program, HMF A assists employees with the cost of tuition, 

certain required fees and textbooks for approved courses taken at the 

employee's initiative, outside regular working hours and at an accredited 

educational institution. Reimbursement and ultimate taxation will be 

processed in accordance with applicable Internal Revenue Service 

regulations. 



3. The HMFA offers tuition assistance to encourage and assist employees in 

increasing their knowledge, skills and abilities in order to perform the 

responsibilities of their current position or strengthen the employee's 

potential contribution to the overall mission of the HMF A. The continued 

success and increased productivity of the HMF A depends on a highly 

skilled, well-educated workforce. 

B. DEFINITIONS: 

1. An accredited educational institution has been certified as meeting a 

prescribed standard. The HMFA Tuition Assistance Program applies to 

courses of study offered by the following types of accredited educational 

institutions: 

a. High Schools - Courses required to obtain a high school diploma. 

b. Business Schools - Courses designed to enhance present skills or to 

acquire additional skills of value to the company. 

c. Colleges and Universities - Courses leading to an approved degree 

within the scope ofan employee's job or a job which the employee 

may reasonably be expected to progress into. 

2. An official grade report may be the original grade report mailed to the 

student or a certified true copy of same by a member of the Human 

Resources team. 

3. A graduate level course is identified as any course taken by an employee 

who has either received a bachelor's degree (or equivalent) or is 



matriculating toward an advanced degree, leading to a law, business or 

other professional degree. 

4. An undergraduate level course is any course taken by a student towards 

the attainment of a certified degree from an accredited college or 

university. 

5. A valid receipt may be either the original receipt or a certified true copy of 

same by a member of the Human Resources team. The receipt must 

indicate payment of all costs to be reimbursed. 

6. The College Level Examination Program (CLEP) is a computer -based 

testing program offered to students who wish to earn credits toward their 

college degree. CLEP examinations cover material taught in courses that 

most students take as requirements in the first two (2) years of college. 

The CLEP makes it easier for students to get their degrees more quickly 

and earn credits for what they already know. 

C. POLICY: 

1. ELIGIBILITY 

a. Tuition assistance is available to full-time employees who have 

been employed for at least one (I) year and who have received a 

Performance Assessment Review of satisfactory on their last 

annual evaluation. 



b. Interns, part-time and probationary employees are not eligible to 

participate. 

2. APPROVED COURSES AND INSTITUTIONS 

a. Courses eligible for reimbursement must be taken at an accredited 

educational institution. So long as all other requirements are met, 

employees are eligible for reimbursement for on-line courses. 

b. Courses must be directly related to the requirements and 

performance objectives of the employee's present work assignment 

or be required as part of a degree program that is directly related 

to the business of the Agency. 

c. All courses should: 

1. Be scheduled outside the employee's regular work hours 

(all homework assignments must be done on the 

employee's personal time), 

ii. Require actual class, lecture or laboratory attendance, or 

require supervised meetings with faculty, ( except for CLEP 

examinations or on-line courses) and 

u1. Begin on or after the completion of one (I) year 

employment with the HMF A. 

d. The HMF A makes no commitment to provide for all courses 

leading to a degree. Each course must be applied for separately 

prior to registration, be evaluated on its individual merit in 



accordance with this policy and procedure and be within the 

allotted board approved budget. 

e. The determination of an approved course and/or institution is the 

responsibility of the Manager of Human Resources in cooperation 

with other designated Executive members. 

f. All CLEP examinations must be pre-approved by the accredited 

educational institution. 

3. REIMBURSEMENT AMOUNTS 

a. Tuition reimbursement is subject to the current availability of 

funds appropriated for tuition assistance. Approval is on a first­

come, first-serve basis, as budgeted funds permit and employees 

are notified of such approval by Human Resources. 

b. The HMFA reimburses employees eighty- five percent (85%) of 

certain tuition, registration, laboratory fees, and required 

textbooks. Reimbursement for tuition, however, will be based on 

eighty- five percent (85%) of the tuition rates as published by 

Rutgers University for New Jersey residents taking undergraduate, 

If the rate asgraduate, or law school courses. For example: 

published by Rutgers University is presently two hundred and fifty 

five dollars and forty cents ($255.40) per credit for an 

undergraduate course and an employee is attending another 

educational institution and the charge for an undergraduate course 

per credit is three hundred and ten dollars ($310.00), then the 



employee will only be reimbursed eighty- five percent (85%) of 

two hundred and fifty five dollars and forty cents ($255.40) or two 

hundred and seventeen dollars and nine cents ($217 .09) per credit. 

Rutgers University rates will be reviewed on an armual basis and 

adjusted accordingly. The rate for employees taking graduate 

courses is based on the Rutgers University General Graduate 

Program rate. 

1. Fees not directly related to a course will not be approved. 

This includes, but is not limited to application, computer, 

consulting, deferred payment, general, penalty/late, student 

and technology fees. All computers, copy costs, 

equipment, insurance, parking, postage, software, supplies, 

social activities/clubs, telephone, tests, transcripts and 

travel expenses are also the responsibility of the employee. 

11. The costs associated with the CLEP examinations (i.e., 

service and/or special administration fees) will be at the 

employee's expense. 

c. Reimbursement is limited to two (2) courses (not to exceed seven 

(7) credit hours) per semester for a total of six (6) courses 

armually. 

d. Reimbursement is made upon submission of the official grade 

report noting the successful completion of the course(s) with a 

grade of "C" or better, and a "Satisfactory" or "Pass" for audited 



course and valid documentation of all expenses paid. A grade 

report posted to the Internet may not be accepted as an official 

grade report. 

e. Reimbursement for CLEP examinations is based on the same 

criteria as (a), (b) and (c) above; however, reimbursement is made 

upon submission of the official report/letter received from the 

attending institution granting the student entitlement to credits 

based on the results of the exam scores. That is, the CLEP exam 

scores must meet the institution's requirements of satisfactory 

scores in order to be eligible for reimbursement. 

4. WORK REQUIREMENT 

a. Employees will be required to work two (2) months for each credit 

of course work reimbursed and will start to fulfill their work 

requirement obligation upon satisfactory completion of the course. 

b. Full-time employees working a reduced or part-time schedule are 

required to work the equivalent of two (2) months for each credit 

of course work reimbursed which is equivalent to 42 days or 294 

work hours. 

c. Employees who leave the employment of HMF A pnor to 

fulfillment of their work obligation ( except in the case of a layoff 

or permanent disability) will be required to reimburse the HMF A 

for tuition assistance received on a pro rata basis of the total 

amount reimbursed by the HMFA. For example: a course 



reimbursement of $1,200 would be repaid at the rate of $200 per 

month. Therefore, an employee who has fulfilled two (2) months 

of their work requirement would be obligated to reimburse the 

HMFA $800. 

d. The work requirement as stated above also applies for employees 

participating in CLEP. 

5. NO PROMOTION/SALARY INCREASE GUARANTEE 

Employees who complete degree programs or increase their knowledge 

and skills as a result of their participation in the tuition assistance program 

are not guaranteed, nor should they expect, a new position or salary 

increase. 

6. TUITION ASSISTANCE AS A TAXABLE FRINGE 

The taxability of tuition reimbursement is governed by the Internal 

Revenue Code and changes periodically. Employees are encouraged to 

consult their tax advisors. 

7. COORDINATION WITH OTHER PLANS 

If the cost of an employee's studies is covered by Veterans Administration 

benefits or any other public or private source, that source will be 

considered the primary source for reimbursement and the employee is 

expected to apply first for such assistance. Duplicate payments will not be 

made. If the cost of tuition exceeds the amount paid by other sources, the 



ISummer IFebruary thru August 

c. Valid receipts for all educational costs must be submitted to 

Human Resources as soon as possible or as obtained to ensure 

proper fund allocation. 

d. Human Resources shall review the Tuition Assistance Request 

Form( s) for completeness and determine eligibility. 

e. The request is either approved or disapproved and the employee is 

notified via memorandum from Human Resources. (reference 

Appendix B and C) 

f. All pertinent documentation is maintained in a Human Resources 

tuition pending file until employees' grades are received. 

g. Employees who participate in CLEP must attach a copy of the 

approval form or letter received from the attending educational 

institution as well as their CLEP Policy Guidelines to the Tuition 

Assistance Request Form. 

2. REQUEST FOR REIMBURSEMENT 

a. Employees send the official grade report and any outstanding valid 

receipts for educational costs to Human Resources. Employees 

participating in CLEP send the official report/letter received from 

the attending institution granting the student entitlement to credits 

based on the results of the exam scores to Human Resources. That 



employee may apply for reimbursement of excel costs in accordance with 

this policy. Employees must indicate whether they are eligible for tuition 

assistance from other sources on the Tuition Assistance Request Form 

located in Human Resources (reference Appendix A). 

8. VIRTUAL LEARNING 

a. Employees participating in virtual learning environments via cable 

or the Internet are responsible for the additional fees associated 

with virtual instruction. 

b. A grade report posted to the Internet may not be accepted as an 

official grade report. 

D. PROCEDURES: 

1. REQUEST FOR TUITION ASSISTANCE 

a. Prior to all course registration, employees should discuss with their 

supervisor the relationship of the course to their job or the business 

of the Agency. 

b. All employees must complete a Tuition Assistance Request Form 

for each course prior to course registration and forward the form(s) 

to Human Resources by following the schedule provided below: 

Semester(s} Submit Reguest Form: 

Fall April thru September 

Spring October thru March 



is, the CLEP exam scores must meet the institution's requirements 

of satisfactory scores in order to be eligible for reimbursement. 

1. If the employee does not complete the course(s) 

satisfactorily or submit the required documentation within 

sixty (60) days after the completion date of the course (or 

CLEP exam), he/she may forfeit their rights to 

reimbursement. 

11. If an employee canceled the course, or did not satisfactorily 

complete the course (or CLEP exam), the employee should 

notify Human Resources by memorandum or E-mail. 

b. Human Resources will verify grade report and receipts and ensure 

that the grade requirement has been met. 

c. Human Resources will determine the reimbursable amount and 

prepare a memorandum to the Payroll Coordinator for processing. 

1. Tuition refunds are usually made within IO days of Human 

Resources' receipt of official grade reports and valid 

receipts. 

11. Reimbursement amounts are usually included m an 

employee's bi-weekly paycheck. 
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ARTICLE40 

FMLALEAVE 

A. Eligibility 

I. Consistent with applicable State and Federal statutes, HMFA makes FMLA Leave 

available to all HMFA employees that have been employed for at least one(!) 

year, and for at least 1,250 hours during the preceding twelve (12) month period. 

B. Purposes of Leave 

I. Leave pursuant to this Article can be requested by an employee that meets the 

eligibility requirements of Section A for up to a total of twelve (12) weeks during 

any twelve (12) month period to cover the time needed away from work for one 

of the following purposes: 

a. to care for a newborn child, newly adopted child, or newly placed foster 

care child, as long as the leave is taken in the year following the child's 

birth or placement; 

b. to care for their child, spouse, or parent who has a serious health 

condition; or 

c. to provide employees time to attend to their own serious health condition 

that leaves them unable to perform the functions of their job. 

Once an employee has utilized the full twelve (12) weeks of leave as set forth 

above, the employee shall not again be entitled to any leave pursuant to this 

Article until twelve (12) full months measured from the first date upon which 

such leave was utilized. 

C. Requesting FMLA Leave 

I. Employees who know they need or will need FMLA leave must give their 

Supervisor and the Human Resources Division thirty (30) calendar days' advance 

written notice that they need to take FMLA Leave. 



2. If the need for FMLA leave is unforeseen and is to begin within thirty (30) days, 
an employee must give written notice to their Supervisor and the Human 
Resources Division as soon as the necessity for the leave arises, unless 
extenuating circumstances exist. The HMF A Application for Family or Medical 
Leave (Attachment A) should be used for this purpose. 

3. The advance written notice required pursuant to this Section shall, at a minimum, 
indicate the following: 

a. The date upon which the employee is requesting FMLA leave to begin; 

b. The probable duration of the leave; 

c. The purpose for the requested leave; 

4. To protect the employee's privacy rights, employees shall not be required to 
provide their Supervisor with the reason for the employee's request for FMLA 
Leave. Rather, the Human Resources Division shall make any inquiries necessary 
pursuant to this Article and shall evaluate whether the employee meets all the 
requirements for FMLA Leave by reviewing all information that is submitted by 
the employee. The Human Resources Divisions shall keep information related to 
the reason for the request confidential and shall ensure that all medical 
information provided by the employee is maintained in the strictest confidence. 

5. HMFA may require the employee to submit proof to the Human Resources 
Division of the reason for which the FMLA leave is requested. 

6. Employees that request FMLA leave because of a serious health condition, either 
their own or a family member's, also must submit a completed Certification of 
Health Care Provider (Attachment B) to the Human Resources Division before 
the leave can be approved. At a minimum, the health care provider must provide 
HMF A with all the information on Attachment B, including, but not limited to, 
the following: 

a. The date upon which the serious health condition commenced; 

b. The probable duration of the serious health condition 

c. The appropriate medical facts within the knowledge of the health care 
provider regarding the condition; 

d. For an employee's own serious health condition, a statement that the 
employee is unable to perform the essential functions of the employee's 
position as a result of the serious health condition 

e. For an employee's family members' serious health condition, a statement 
that the employee is needed to care for the family member and an estimate 



of the amount of time that the employee will be needed to care for the 
family member 

7. For employees that request FMLA leave to attend to their own serious health 
condition, HMF A shall have the right to take one or more of the following 
actions: 

a. require that the employee go to a medical practitioner selected by HMF A 
to verify the employee's claim that he or she has a serious health condition 
and that such condition leaves the employee unable to perform the 
essential functions of their job. 

b. require that the employee authorize the employee's medical practitioner(s) 
to release any and all medical information pertaining to the claimed 
serious health condition and the claimed inability to perform the essential 
functions of their job to HMFA's Human Resources Division as the 
representative to receive HIP AA-sensitive documents and who will ensure 
that the medical information is handled by HMF A in a manner that will 
protect employee privacy rights under HIP AA statutes and regulations; 

c. require the employee to authorize the employee's medical practitioner to 
respond to written inquiries from HMF A relating to the claimed serious 
health condition and the employee's claimed inability to perform the 
essential functions of their job from a representative from the Human 
Resources Division. 

8. For employees that request FMLA leave to attend to the serious health condition 
of a child, spouse or parent, HMF A shall have the right to take one or more of the 
following actions: 

a. require that the employee's child, spouse or parent go to a medical 
practitioner selected by HMFA to verify the employee's claim that the 
employee's child, spouse or parent has a serious health condition; 

b. require that the employee's child, spouse or parent authorize the 
employee's medical practitioner(s) to release any and all medical 
information pertaining to the claimed serious health condition to HMFA's 
Human Resources Division as the representative to receive HIPAA­
sensitive documents and who will ensure that the medical information is 
handled by HMF A in a manner that will protect employee privacy rights 
under HIP AA statutes and regulations; and 

c. require the employee's child, spouse or parent authorize the employee's 
medical practitioner to respond to written inquiries from a representative 
of the HMF A Human Resources Division relating to the claimed serious 
health condition. 



9. HMF A shall have the right to take any action described in Paragraphs 7 and 8 
both: (a) prior to making a determination as to whether to grant or deny the 
employee's request for FMLA Leave, and (b) after the request for FMLA Leave 
has been granted, provided, it is still during the time that an employee is on 
FMLA Leave. 

10. Upon receipt of all information required by this Section, HMFA may grant the 
employee's request for FMLA Leave. FMLA Leave can be granted for up to 
twelve (12) weeks in any twelve (12) month period. 

11. When an employee's request for FMLA Leave is granted, the employee must first 
utilize all of his or her sick leave. Following exhaustion of all sick leave, the 
remainder of the employee's FMLA Leave shall be unpaid, except to the extent 
that the employee elects to utilize any personal leave, vacation leave and/or comp 
time. Notwithstanding any other provision of this Agreement, an employee that is 
eligible for FMLA Leave shall be entitled to utilize any of their remaining 
personal leave, vacation leave and/or comp time during FMLA Leave. 

12. The twelve (12) weeks of FMLA Leave during any twelve (12) month period 
shall include any sick leave, vacation leave, personal leave, and/or comp time 
taken during such leave. It shall also include any time for which the employee is 
absent from work due to an illness or injury covered pursuant to Workers 
Compensation or New Jersey Temporary Disability Insurance. 

13. Following receipt and review of an employee's request for FMLA Leave pursuant 
to this section, HMF A shall inform the employee as to whether his/her request for 
FMLA Leave is approved. Requests for FMLA Leave shall not be unreasonably 
denied. 

14. Employees will not accrue additional sick leave, vacation leave, or personal leave 
during the time they are in unpaid status pursuant to this Article. 

15. HMFA shall have the right to designate an employee as being on FMLA Leave 
upon receipt of information that the employee is absent from work for one of the 
reasons set forth in Section B(l) above, and shall be required to notify the 
employee of such designation, in writing, as soon as practicable following such 
designation. 

D. Intermittent FMLA Leave 

1. Employees taking FMLA Leave to attend to their own serious health condition or 
to care for a parent, spouse or child who has a serious health condition can take 
their allotment of FMLA leave intermittently or in accordance with a reduced 
work schedule, if this is medically necessary. Where employees have some 
control over the timing of their leave, they are expected to consult with their 
Supervisors to try to arrange a mutually acceptable time. Intermittent leave may 
be taken in increments as little as fifteen minutes or for as long as several weeks. 



2. An employee is only entitled to take intermittent FMLA Leave after making a 

request for intermittent FMLA Leave utilizing the same procedures and 

provisions set forth in Section C above. 

3. Employees taking leave to care for a newly born or newly placed child do not 

have a legal right to take intermittent leave and can do so only with their 

Supervisor's and the Division of Human Resources' consent. 

FMLA Leave taken on a reduced work schedule does not result in a reduction of4. 
the total amount of FMLA Leave to which an employee is entitled. For example, 

an employee that works a five day per week schedule is entitled to up to a total of 

12 weeks of family leave, or 420 working hours. If the employee takes FMLA 

Leave on a reduced work schedule working only three days per week (two days 

per week of FMLA Leave), after twelve weeks the employee will have utilized 

168 hours of FMLA Leave and will remain entitled to an additional 252 hours of 

FMLA Leave. 

5. Notwithstanding the foregoing, employees are not entitled to a reduced work 

schedule for a period exceeding 24 consecutive weeks. 

When an employee is on a reduced work schedule or is utilizing intermittent6. 
FMLA Leave pursuant to this Section, the HMFA shall have the right to reassign 

the employee to another position which the employee is qualified to perform and 

which better accommodates recurring periods of leave for the duration of the 

leave period. The position will provide equivalent pay and benefits, but may not 

provide equivalent duties. In the alternative, such employee may also be 

reassigned to another position on a reduced work schedule, where the position to 

which the employee is reassigned better accommodates recurring periods of leave, 

and provided that the reassignment does not require the employee to take more 

leave than medically necessary. Once intermittent leave is no longer necessary, 

the employee will be returned to the same or equivalent job that he/she held prior 

to FMLA Leave, subject to the provisions of Section F below. 

E. Status of Benefits While on FMLA Leave 

1. During a period of FMLA Leave, an employee will continue to be covered by 

HMFA's Medical, Dental, Prescription, Long Term Disability and Visions plans 

under the same conditions that applied before FMLA Leave commenced. This 

means that to continue coverage under any of these plans, the employee must 

continue to make any employee contributions that they made prior to the 

commencement of FMLA Leave. 

2. Any payments that an employee is required to make to HMFA pursuant to the 

foregoing provision, shall be made as follows: 

a. To the extent the employee is still receiving a paycheck from HMFA 

because of paid leave (Sick Leave, Vacation Leave, Personal Leave 



and/or Comp Time), said premiums will be deducted from the employees 

paycheck. 

b. If the employee is not receiving a paycheck from HMFA during all or any 

portion of FMLA Leave, the employee shall make the applicable 

premium payments in person or via U.S. Mail by check made payable to 

"HMFA", to the Human Resources Division when due, as determined by 

HMFA, consistent with this Article. If the employee's premium payment 

is not received by the date it is due, coverage for any plans that require a 

contribution will be terminated by HMFA. 

3. An employee who takes FMLA leave will not lose any employment benefits that 

accrued before the date leave began. 

4. Once FMLA Leave becomes unpaid (i.e. after exhaustion of all sick leave and 

after exhaustion of all vacation leave, personal leave or comp time that the 

employee elects to utilize), HMFA shall cease making any contributions to 

pension on behalf of the employee. Employees must apply directly to the New 

Jersey Division of Pensions and Benefits in order to buy back the pension as 

provided pursuant to applicable statutes and regulations. 

5. HMFA shall cease making any contributions to the New Jersey Division of 

Pensions and Benefits for life insurance on behalf of any employee once the 

employee is in unpaid status pursuant to this Article. Contributory (if applicable) 

and non-contributory group life insurance coverage will continue as provided 

pursuant to applicable state statute and regulations. 

F. Return from FMLA Leave 

1. Employees returning to work from FMLA Leave shall be restored to their former 

position, so long as the former position has not been eliminated. If the 

employee's former position has been eliminated by HMFA during the time that 

the employee was on FMLA Leave pursuant to this Article, the HMFA will 

restore the employee to a position, if available, that employee is qualified to 

perform and that has equivalent salary and benefits to the position that the 

employee held prior to FMLA Leave. If no such equivalent position is available, 

the Reduction in Force provisions of Article 18 shall apply. 

2. If the employee was on FMLA Leave to attend to his or her own serious health 

condition, then, within three business days prior to the date upon which the 

employee seeks to return to work, the employee must provide a physician's note 

to the Human Resources Division stating that the employee is able to resume 

work and to perform his/her essential job responsibilities with or without 

restrictions. This shall be deemed to be a request to return to work from FMLA 

Leave and shall be reviewed by HMFA. If restrictions are noted by the physician 

the restrictions must be clearly identified. Employees may not be permitted to 



return to work if their physician's note is unclear, and until further clarification 

concerning the restrictions are obtained. 

3. If the employee was on FMLA Leave to attend to his or her own serious health 

condition, HMFA shall have the right to require that an employee seeking to 

return from FMLA Leave go to a medical practitioner selected by HMFA to 

verify the employee's claim that he/she is capable ofreturning to work. 

4. If the employee was on FMLA Leave to attend to his or her own serious health 

condition, then, HMFA shall have the right to require that an employee seeking to 

return from FMLA Leave authorize the employee's medical practitioner(s) to 

release any and all medical information pertaining to the claimed ability to return 

to work to the HMFA's Human Resources Division as the representative to 

receive HIPAA-sensitive documents and who will ensure that the medical 

information is handled by HMFA in a manner that will protect employee privacy 

rights under HIPAA statutes and regulations. Moreover, HMFA shall have the 

right to require the employee's medical practitioner to respond to written inquiries 

from a representative from the Human Resources Division relating to the claimed 

serious health condition and the employee's claimed ability to return to work. 

5. Employees that were on a Working Trial Period as of the date that they began 

FMLA Leave will, upon their return to work, be required to complete the 

Working Trial Period. 

6. Before an employee can resume work following FMLA Leave that is granted to 

permit an employee to attend to his or her own serious health condition, HMFA 

must approve the employee's return to work after receipt and review of all 

necessary information related to his/her condition. Requests to return to work 

from FMLA Leave shall not be umeasonably denied. 

7. The HMFA is under no obligation to re-employ an employee who does not return 

to work at the conclusion ofFMLA Leave, except where the employee is on some 

other form of leave authorized by HMFA. An employee that continues to be 

absent from work without authorization from HMFA following the conclusion of 

FMLA Leave shall be deemed to have resigned. 

G. New Jersey Family Leave Act and the Federal FMLA 

1. The parties recognize that leave pursuant to this Article may satisfy the 

requirements of the federal FMLA and/or the New Jersey Family Leave Act. 

2. Any period of leave that would qualify for leave under both the Federal FMLA 

and the New Jersey Family Leave Act shall count against the employee's 

entitlement under both laws. 

3. To the extent that any provision of this Article is inconsistent with applicable 

provisions of the federal FMLA or the New Jersey Family Leave Act, the 

applicable state or federal law shall ·apply. 



4. To the extent that an employee is entitled to medical or disability leave pursuant 
to applicable law or pursuant to Article 35 of this Agreement, but which would 
not entitle the employee to a leave pursuant to the New Jersey Family Leave Act, 
the employee's right to leave or other protections pursuant to the New Jersey 
Family Leave Act shall not be abridged. 



For the Unionf-7't1---l--"'-.,(-'-----

Dated: 1,ji;;lf;;, 

For the HM 

Dated: 

HMFA 6-27-07 

ARTICLE42 

MANAGEMENT RIGHTS 

A. The Union recognizes that the management ofHMFA and the direction of the workforce is 
vested exclusively in HMFA's management as set forth in this Article, except as expressly 
limited elsewhere in this Agreement. 

B. Except where expressly limited elsewhere in this Agreement, HMF A hereby retains and 
reserves to itself, without limitations, all powers, rights, authority, duties and 
responsibilities conferred upon and vested in HMF A prior to the signing ofthis Agreement 
by the Law and Constitution of the State ofNew Jersey and of the United States, including, 
but not limited to the right to: schedule and assign work to employees and to set employees' 
working hours; to hire, transfer, reassign, promote; to demote, discipline, suspend or 
discharge employees for just cause; to relieve employees from duty due to lack of work; to 
select, install and utilize equipment, or to change or eliminate equipment; to create or 
eliminate any or all job titles; to determine the size and requirements of the work force; to 
determine the qualifications and conditions for continued employment; to retain employees, 
layoff employees or to decide not to fill a vacancy; to rehire employees as per HMF A 
requirements, skill and efficiency, and/or other qualifications that HMFA deems 
appropriate. HMFA shall have the right to make and enforce rules, regulations, policies and 
procedures relating to the conduct and activities of employees in any manner not 
inconsistent with this Agreement. 

C. Nothing in this Article shall be deemed to limit the rights ofHMFA. HMFA's decision not 
to exercise the rights reserved to it herein, or its exercise of such rights in a particular way, 
shall not be deemed to be a waiver of said rights. 



For the Union W, 
Dated: i./2..f/07 

For the HMFA ,.,1 

Dated: 07 

HMFA 6-27-07 

ARTICLE43 

USE OF HMFA E-MAIL SYSTEM 

A. The parties agree that bargaining unit members and Union Staff Representatives may access 
the HMFA e-mail system subject to the conditions and restrictions set forth in this Article. 

B. The content of any e-mail message that is permitted pursuant to this Article shall be limited 
to the following: (a) Union elections and results thereof, (b) Union appointments, (c) Union 
meetings, (d) social and recreational events of the Union, (e) reports of official Union 
business and achievements, and (f) union grievances. 

C. No e-mail message shall contain anything that HMFA, in its sole discretion, deems to be 
profane, obscene or defamatory of the HMFA or its representatives and employees, nor 
anything constituting election campaign material. 

D. Employees covered by this Agreement, including stewards, shall be prohibited from 
opening, reading, reviewing, forwarding, drafting a response to or sending an e-mail during 
the employee's work time, including any overtime worked by the employee. 

E. Attachments to e-mail messages sent pursuant to this Article are strictly prohibited. 

F. Any e-mail that is sent pursuant to this Article must contain the words, "Union Business" in 
the subject line of the e-mail. 

G. Every e-mail that is sent or forwarded pursuant to this Article must be copied to the HMFA 
Chief of Operations and the HMFA Chief of Regulatory Affairs. 

H. Any employee that violates any provision of this Article shall be subject to disciplinary 
action. 

I. The Union shall indemnify and hold HMFA harmless against any claims, suits, grievances 
or other liabilities arising from the Union's use of the HMFA e-mail system. 
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Tentati-ve Agi-eem.ent betw,'een th:e;f;omlilmdclltions•Workers of America, AFL--CIO 
_.and'the--It~ng and Mortgage-Finance Agency 

<~-,-. -~' 
.~ -~r;.· 

A. The CommunicatfuJ..Workers ofAmerica, AFL-CIO and the Housing and 
th 

Mortgage Fin~e'Agency enter into a Tentative Agreement (TA) on this 24 
,day ofSeptember,2007. 

B. The TA consists of all articles initialed by the parties prior to September 24, 2007, 
all language previously agreed to by the parties in Articles 23, 25, 41 and 44, and 
the parties' agreements with respect to all open items as ofSeptember 24, 2007 as 
set forth below: 

1. Increments will be paid as follows: 

1/1/07 $500 
6{30/07 $1,000 
1/1/08 $500 
1/1/09 $500 
1/1/10 $500 
1/1/11 $500 

Employees on a wotlci:ng trial period will not receive the increment until they 
successfully complete the WTP. When they successfully complete the WTP, they 
will receive the increment retroactive to its effective date. Employees on an 
employee development plan will receive the increment upon successful 
completion of the development plan as ofthe first full pay period following 
successful completion of the plan. · 

2. The parties agree that promoted employees will receive a minimum promotional 
increment equal to 5% ofbase salary. 

3. The base compensation of employees subject to a disciplinary demotion will be 
decreased by a maximum percentage to be agreed to by the parties. 

4. All employees in the professional bargaining unit and on payroll on or after 
1/1/07 will receive the retroactive pay mcreases provided for by the parties' 
Agreement. 

5. Any employe.e employed as ofthe effective date of this Agreement and who was 
paid below the minimum salary prior to the effective date of this Agreement will 
be paid the difference between their actual salary and the retroactive minimum as 
a part ofthe retroactive pay. , 
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6. Disputes over appropriate minimums for specified titles will be submitted to a 
mutually selected arbitrator for binding resolution with respect to whether the title 
should be downgraded or remain at its current salary range. Ji the arbitrator 
determines that a title should be downgraded, the arbitrator will specify the 
appropriate range. 

7. Language will be added to the prescription drug co-pay and eye care coverage 
language to clarify that the current benefits will remain in effect until the date of 
agreed upon changes. 

8. The parties agree that retirees who accrue 25 years of service on or after July 1, 
2007 will not have to pay for post retirement medical benefits until such time as 
they are offered the opportunity to enroll in a Retiree Wellness Program. It will 
not be the obligation ofthe HMFA to establish such a program. When a Wellness 
Program is open for enrollment to HMFA retirees, retirees who accrued 25 years 
of service on or after July 1, 2007 will pay 1.5% of their retirement benefit, which 
will be waived if the retiree enrolls in the Wellness Program. 

9. Eligible dependents ofretirees will continue to receive survivorship health 
benefits for free. 

10. HMFA's proposal ofApril 27, 2007 will be modified to provide for a 53 hour per 
week threshold for payment ofcompensatory time to exempt employees. 

11. Term ofthe Agreement shall be 7/1/2006 through 6/30/2011, with the effective 
date being the date ofratification ofthe agreement by CWA. It is understood that 
the Agreement is also subject to ratification by the HMF A Board ofDirectors and 
is subject to approval by the Governor. All provisions and benefits set forth in 
this Agreement shall be prospective only except where a particular provision or 
benefit is made expressly retroactive. In this regard, it is understood that neither 
bargaining unit employees nor the Union have the right to file a grievance or 
challenge disciplinary action relating to any event, decision, or action by HMFA 
that occurred prior to the date ofratification by CWA. 

FortheCWA FortheHMFA 

~ P. ~ 
Dated: 9vr/o7 

• 



MINUTES OF THE 307™ BOARD MEETING 
OFTHE 

NEW JERSEY HOUSING AND MORTGAGE FINANCE AGENCY 
IN SUBSTANTIALLY FINAL FORM 

MEMBERS: Charles Richman, Acting Commissioner, DCA 
* Susan Fischer, Deputy Attorney General 

(representing Anne Milgram, Attorney General) 
** Steve Petrecca, Assistant Manager, Office of the State Treasurer 

(representing Michellene Davis, Acting State Treasurer) 
*** Thomas Hunt, Assistant Director, Office of Consumer Finance, Department of Bank and 

Insurance (representing Steven Goldman, Commissioner, Department of Banking and 
Insurance) 

**** Kevin Martone, Assistant Commissioner, Division of Mental Health Services 
(representing Jennifer Velez, Commissioner, Department of Human Services) 
Monsignor William Linder 
Patrick Sheehan 
Dorothy Blakeslee 
Michael Steele 

OFFICIALS 
PRESENT: Marge Della Vecchia, Executive Director 

Tracee Battis, Chief of Programs 
Eileen Hawes, Chief Financial Officer 
Claudia Lovas, Director of Program Development 

* Letter of June 18, 2007 designating Susan Fischer to represent the Attorney General 
** Letter of February 8, 2006 designating Steve Petrecca to represent the State Treasurer 
*** Letter of January 3, 2007, designating Thomas Hunt to represent Steven Goldman, Commissioner, Department of 

Banking and Insurance 
**** Letter of February 22, 2007 designating Kevin Martone, to represent Jennifer Velez, Commissioner, Department of 

Human Services 
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