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PREAMBLE

This AGREEMENT entered into this day of , 2023, by and between
the BOARD OF EDUCATION OF THE MATAWAN-ABERDEEN REGIONAL SCHOOL
DISTRICT, Monmouth County, New lJersey, hereinafter called the "Board", and the
MATAWAN REGIONAL ADMINISTRATORS ASSOCIATION, hereinafter called the
"M.R.AA

ARTICLE I
Recognition

A. MRAA as Sole Representative

Pursuant to Chapter 123, Laws of 1974, the Board hereby recognizes the M.RA.A. as the
exclusive and sole representative for collective negotiations concerning the terms and conditions
of employment for all principals, assistant principals, directors, assistant directors, and
Supervisors.

Negotiations for Unit Determination

All other employees employed by the Board not specifically enumerated above are
excluded from the collective negotiations unit; however, if a new position is created by the
Board which the Association feels should properly be included in the bargaining unit, the Board
agrees to negotiate with the Association for these purposes. Failing agreement by the parties, the
Association retains the right to ask the New Jersey Public Employment Relations Commission
(“NJ PERC”) for a unit determination as to whether said position should be included in the unit.

B. Discussion for Positions to Be Eliminated

Prior to the proposed elimination of any position in the 'bargaining unit, the Board shall
discuss the matter with the Association, However, the Board retains the sole right in its
discretion to eliminate or reduce positions.

ARTICLE II

Negotiation Procedure

A. Timetable

The parties agree to enter into collective negotiations in accordance with Chapter 123,
Laws of 1974, in a good faith effort to arrive at a successor agreement concerning the terms and
conditions of administrators' employment, Any tentative agreement reached by the negotiations



shall be reduced to writing and submitted to the M.R.A.A. and the Board of Education for
ratification.

B. Board Reproduction of Contract

The Board of Education shall have the responsibility of reproducing and providing the
members of the M.R.A.A. with a copy of said contract as soon as reasonably practicable after
ratification.

ARTICLE IIT

Administrators' Rights and Responsibilities

A. Risht to Meet with Superintendent

The M.R.A.A. shall have the right to meet with the Superintendent in connection with the
formation of policies affecting the operation of the school district. These policies may pertain,
but not be limited to, such matters as school calendar, attendance districts, building programs,
administrator-staff pupil ratios, re-organization plans, staffing, grievances and welfare.

B. iosht to Be on Board Negotiation mmittee

The Board and the Superintendent shall ensure that members of the MRAA shall be
consulted regarding Proposals or decisions affecting the operation of their Buildings or
Departments. .

C. Right to Private Review

Whenever controversy over an administrator's decision arises, the M.R.A.A. shall have
the right to private prior conference with the Superintendent and, if not resolved there, to the
Board.

D. Obligation to Support Policies

All members of the bargaining unit shall have the responsibility to support policies made
by the Board, to be conscientious in the discharge of their duties, to conform to high standards of
ethical. and professional conduct and to effectively carry out administrative procedures and
directions issued by the Superintendent provided they are consistent with this agreement and
State Law.



ARTICLE 1V
Grievance Procedure

A. Definition

A “grievance" shall mean a claim by an administrator that there has been
misinterpretation, misapplication, or a violation of Board Policy, this Agreement, or an
administrative decision affecting him/her. A grievance to be considered under this procedure
must be initiated by the administrator in writing within fifteen (15) school days of the time the
administrator knew or should have known of its occurrence.

B. Procedures

1. It is agreed by both parties that these proceedings will be kept informal
and confidential as may be appropriate at any level of this procedure.

2. Failure at any step of this procedure to communicate the decision on a
grievance within the specified time limits shall permit the aggrieved employee to proceed to the
next step. Failure at any step of this procedure to appeal a grievance to the next step within the
specified time limits shall be deemed to be acceptance of the decision rendered at that step.

3. It is understood that an administrator shall, during and notwithstanding the
pendency of any grievance, continue to observe all assignments and applicable rules and
regulations of the Board until such grievance and any effect thereof shall have been fully
determined, Since it is important that grievances be processed as rapidly as possible, the number
of days indicated at each level shall be considered as a maximum, and every effort should be
made to expedite the process. ’

C.  Steps

LEVEL ONE

Any administrator who has a grievance shall discuss it first with the Superintendent or
his/her designee in an attempt to resolve the matter informally at that level.

LEVEL TWO

If, as a result of the discussion, the matter is not resolved to the satisfaction of the
administrator within seven (7) school days, he/she may set forth his/her grievance in writing to
the Superintendent on the grievance forms provided. The Superintendent shall communicate
his/her decision to the administrator in writing with reasons within seven (7) school days of the
receipt of the written grievance.

LEVEL THREE



If the grievance is not resolved to the administrator's satisfaction) he/she, no later than
seven (7) school days after receiving the Superintendent's written decision, may request a review
by the Board of Education. The request shall clearly explain the basis of the grievance and shall
be submitted in writing through the Superintendent of Schools, who shall attach all related
papers and forward the request within seven (7) school days to the Board of Education. The
Board shall review the grievance and shall, at the option of the Board or upon request of the
administrator, hold a closed hearing with the administrator and render a decision in writing with
reasons within twenty (20) school days of receipt of the grievance by the Board or of the date of
the hearing with the administrator, whichever comes later.

LEVEL FOUR

No claim by an administrator shall constitute a grievable matter beyond Level Three or
be processed beyond Level Three if it pertains to:

(a) Cases of non-renewal of contract of a non-tenured administrator

(b) Any matter for which a detailed method of review is prescribed by law

(©) Any rule or regulation of the State Commissioner of Education

(d) Any by-law of the Board of Education pertaining to its internal operations
or

(e) Any matter, which according to law, is beyond the scope of Board
authority

If the decision of the Board does not resolve the grievance to the satisfaction of the
administrator, and the grievance concerns the meaning, interpretation, or application of the
Agreement, and the administrator wishes review by a third (3rd) party, he/she shall so notify the
Board through the Superintendent within fifteen (15) school days of receipt of the Board’s
decision. An administrator, in order to process his/her written grievance beyond Level Three
must have his/her request for such action accompanied by the written recommendation for such
action by the M.R.A.A.

The M.R.A.A. shall make application and comply with the procedures to secure an
Arbitrator through the NJ PERC. The M.R.A.A. and the Board are bound by the NJ PERC
regulations governing the Arbitration proceedings.

D. Procedure for Securing th i n Arbitrator

The following procedures will be used to secure the services of an arbitrator:

1. A request shall be made to the Public Employment Relations Commission for a
list of arbitrators for the dispute in question.

2. The parties shall then be bound by the rules and procedures of the Public Employment
Relations Commission in the selection of an arbitrator.



3. The arbitrator shall limit himself/herself to the issues submitted to him/her and shall
consider nothing else. He/she can add nothing to nor subtract anything from the Agreement
between the parties or any policy of the Board of Education. The recommendations of the
arbitrator shall be advisory. Only the Board and the aggrieved and his/her representatives shall
be given copies of the arbitrator's report of findings, reasons, and recommendations. This shall
be accomplished within thirty (30) calendar days of the completion of the arbitrator's hearing.

E. Right to Representation

Any aggrieved administrator may be represented at all stages of the grievance procedure
by himself/herself, or, at his/her option, by representatives or legal counsel selected and/or
approved by the M.R.A.A., not to exceed three (3) representatives.

F. Costs
1. Each party shall bear the total cost incurred by themselves.

2. The fees and expenses of the arbitrator are the only posts which will be shared by the two
parties, and they will be shared equally.

ARTICLE V
Work Year
A. 10-Month Administrator

Members of the bargaining unit who received a ten (10) month contract shall work in
accordance with the adopted school calendar.

B. 12-Month Administrator

Members of the bargaining unit who received a twelve (12) month contract shall be
entitled to a vacation in accordance with Article VI.

C. Summer Virtual Day

Members of the bargaining unit along with the Superintendent and/or designee shall
agree to one day a week-for a 5 day work week, virtual workday during summer session (after
the last day of school for seven (7) weeks)

- Provided all scheduled/request are with the superintendent following the requests for time
off time frames for summer vacation



- The virtual summer schedule must be approved by the Superintendent or designee, and
are subject to change based on need however all efforts will be made to ensure that each
entitled received the one virtual day.

ARTICLE VI
Vacation

A.  12-Month Schedule

Members of the Bargaining Unit who hold twelve (12) month positions shall be entitled
to vacation days in accordance with the following schedule in addition to those days during the
school year when schools are closed according to the school calendar:

1. For employees who become members of the Bargaining Unit after July 1, 1996:

a. Twenty-four (24) vacation days for employees who have been employed
by the Matawan/Aberdeen Regional School District for twenty-five (25)
years or more on the eligibility date;

b. Those with less than twenty-five (25) years’ service shall be
entitled to twenty (20) days.

c. The eligibility date is the June 30th immediately preceding the school
year in which the vacation is to be taken.

B. Approval by Superintendent

L. At least three (3) weeks of vacation time shall be scheduled and taken by each employee
during the summer, or under special circumstance, at other times. Members may take up to five
(5) vacation days during the student school year. The scheduling of vacation days shall be
approved in writing by the Superintendent of Schools and/or designee.

2. In order to expedite the scheduling of vacations and to enable the Superintendent of
Schools to coordinate the schools' requirements with the request of the members of the
Association, members will submit through the M.R.A.A. a requested vacation schedule for all
members to the Superintendent of Schools no later than May 1. The requests will be reviewed
by the Superintendent of Schools who may either accept the requests or return them with
comments as to the reasons why the requests cannot be accommodated. The requesting members
will then revise the requests and resubmit same through the M.R.A.A. President.

C. Variation in Case of Emergency
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1. It is the intention of the Board and the Association that vacation days be taken in
accordance with the approved schedule. However, the Superintendent may, in emergency situations,
request in writing that vacation time in whole or in part be rescheduled or, if necessary, eliminated.
In that event the employee will either have vacation time carried forward or receive payment in lieu
of vacation. The employee may state his/her preference but the final determination will be made by
the Superintendent and approved by the Board of Education. Except for this emergency situation,

vacation days are not accumulative.

D. Payment for Unused Days Upon Leaving or Termination

l. In the event of the termination of service of a Bargaining Unit member prior to the taking
of all of the vacation entitlement the member shall be reimbursed for such time at the rate of
1/240™ of the employee’s current annual salary for each such day of entitlement. The number of
days is limited to days earned and unused in the year of termination at the rate of two and
one-half (2 '/2) days per month for employees with twenty (20) years or more of service on their
last eligibility date and two (2) days per month for employees with less than twenty (20) years of
service. In addition to the above the employee shall also be reimbursed for any permitted
carry-over days.

2. In the event termination of service is caused by the death of the Bargaining Unit member,
the earned vacation shall be paid to the Estate of the deceased.

3. A formula for calculating the dollar value of the pro-rated benefit may be stated as
follows:

B =YE x DE + CO x S where
240 240

YE = Total days of Entitlement in the Year of Termination Based
on Eligibility Date.

DB = Number of Days employed Prior to Termination.
S = Salary in Year of Termination.

CO = Permitted Carry Over Days from Prior Year.

ARTICLE VII

Temporary Leave of Absence

A. Sick Leave
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1. Administration on a twelve (12) month contract are entitled to twelve (12)
sick leave days each administrator's contract year with pay, as of the first official day of the
administrator's contract year. Unused sick leave days shall accumulate from year to year with no
maximum limit.

2. Members of the bargaining unit under a ten (10) month contractual
obligation shall be allowed ten (10) days sick leave as outlined in above paragraph.

3. All administrators who have exhausted their sick leave because of
prolonged illness may request an extension of their sick leave. The Superintendent of Schools
may recommend to the Board of Education that the limitation be exceeded in extenuating
circumstances.

4, Administrators shall be given a written accounting of their accumulated .
sick leave days no later than September 15 of each school year.

B. n the Job Inju

On the job injury benefits shall be governed by the provisions of N.J.S.A. 18A:30-2.1.
Any money received from worker's compensation shall be deducted from the salary of the
bargaining unit member.

C. Absence for Death in Family

In the case of the death of a parent, brother, sister, current husband, current wife, current
civil union partner, child, stepchild, current father-in-law, current mother-in-law, grandchild,
stepparent, grandparent or a relative who is a member of the immediate household of an
administrator, the administrator shall be excused, without loss of pay from the day of the death
for a period not to exceed seven (7) calendar days.

D. h of a Relati

In case of the death of a relative not included in the above section, an administrator shall
be excused for the day of the funeral without loss of pay. The definition of relative in this
section shall include the following: uncle, aunt, nephew, niece, cousin, current brother-in-law,
current sister-in-law, current son-in-law, and current daughter-in-law.

E. Absence by Reason of Quarantine or Court Order

An administrator absent from school by reason of quarantine by the Board of Health, or
in compliance with the requirements of a court subpoena shall not suffer deductions in pay for
such absence.

F. Personal Days
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Administrators shall be entitled to five (5) days per year for personal business with notice
to the Superintendent of Schools. Any unused personal days will be added to the individual's
accumulated sick leave.

ARTICLE VIIX

Extended Leave of Absence

A. Leave of Absence Without Pay

Request for leaves of absence without pay may be granted at the discretion of the Board
of Education upon recommendation of the Superintendent of Schools.

B. Return from I.eave

All legal benefits to which an administrator was entitled at the time his leave of absence
commenced, including unused accumulated sick leave, shall be restored to him/her upon his/her
return and he/she shall be assigned within the scope of his certification as determined by the
State Board of Examiners.

C. End of Leave

If the administrator’s leave of absence expires without renewal or the leave of absence is
terminated prior to the time for expiration, and the administrator does not thereafter return to
work, the administrator’s benefits are discontinued, and the administrator becomes eligible for
COBRA consistent with the relevant law.

ARTICLE IX

Health Care Insurance
A. Medical and Prescription

A. (1) Effective July 1, 2018, for all existing employees, the Board will continue to pay all
premiums for full family coverage, including domestic partner, under the present plan. The
Board shall provide the Horizon Direct Access 15 Plan for medical. Pursuant to Chapter 78 of
the Laws of the State of New Jersey, the Board will collect all required health care
contributions as defined therein using the Premium Sharing Charts found in Appendix A. This
includes $100.00 ER visitation on both the Direct 15 and Direct 15/25 Plans.

The Board shall establish a Section 125 Cafeteria Plan, pursuant to the rules and
regulations of the Internal Revenue Service.
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Employees who submit proof to the Board and the MRAA of substitute coverage shall be
permitted to waive medical and prescription insurance coverage. The Board shall offer an
incentive payment for a complete waiver of both medical and prescription coverage in the
amount of twenty-five percent (25%) of the premium savings of the Plans, but not to exceed
$5,000.00 to the employee who can establish that he/she has already secured coverage. The
calculation for computing the complete waiver will be as follows and will be based on the
annual NJEHP premiums for medical/prescription insurance: (medical*25%).

Submission of proof and request to waive coverage must be completed on or before May
1 in the school year prior to the waiver. Payments for waiver shall be made in two (2) equal
installments in January and June of the school year for which coverage was waived. Employees
will have the right to opt in/out of the Section 125 Cafeteria Plan each year by following the
established proceduref1] .

In the event the Board seeks to change carriers during the course of the Agreement, the
Board must provide equal to or better coverage for the benefit plan then in effect.

(2) The Horizon Direct Access 20/30 Plan shall be the base plan for all employees hired
between July 1, 2018 and June 30, 2020. Employee premium sharing will be based upon the
Premium Sharing Charts found in Appendix A. Pursuant to P.L. 2020, c.44 (“Chapter 44”) of
the Law of the State of New Jersey, the New Jersey Educators Health Plan (“NJEHP”) shall be
the base plan for all employees hired on or after July 1, 2020.

(3) Effective July 1, 2018, all existing employees who elect the Horizon Direct Access
20/30 plan or any plan at or below the premium cost of the Horizon Direct Access 20/30 plan
will have their premium sharing based on the Premium Sharing Chart found in Appendix A.

(4.) All employees who elect the NJEHP shall have their contributions collected in
accordance with Chapter 44.

B. Effective July 1, 2022, the Board will continue to pay all premiums to provide to each
employee for the duration of this Agreement the New Jersey Dental Service Plan (known as the
Delta Incentive Plan) family coverage, including domestic partner. The base plan for dental
coverage shall be the Delta Dental Preferred Plan. The Delta Dental Preferred Plan maximum
accumulated benefit shall be at least $2000 of coverage per year and will have orthodontic
coverage for up to 50% but not to exceed $2000 for each employee and those who are covered
under the Delta Dental Preferred Plan.

14



Employees shall have the option to buy up to the Delta Dental Premier Plan. If an employee
chooses to buy up to the Delta Dental Premier Plan, the employee is solely responsible for the
difference in costs between the Delta Dental Preferred Plan and the Delta Dental Premier Plan.
This cost will be taken from the employee in equal installments over twenty-four (24) pay
periods. The Delta Dental Premier Plan maximum accumulated benefit shall be $2000 of
coverage per year and no orthodontic coverage will be provided for this plan.

The dental cap for both the Delta Dental Preferred Plan and the Delta Dental Premier Plan shall
be fixed at the rates in effect on June 30, 2024, which shall reflect the full actual costs to the
Board of the benefit for each employee. As part of the Section 125 Cafeteria Plan, pursuant to
the rules and regulations of the Internal Revenue Service, employees who submit proof to the
Board and Matawan Aberdeen Administrator Association of substitute coverage shall be
permitted to waive dental insurance coverage in return for a $100 payment. Submission of proof
and request to waive coverage must be completed on or before May 1, in the school year prior
to the waiver. Payments for waiver shall be made in two equal installments in January and June
of the school year for which coverage was waived. Employees will have the right to opt in/out
of the Section 125 Cafeteria Plan each year by following the established procedure. In the event
the Board seeks to change carriers during the course of this agreement, the Board must provide
equal to or better coverage for the benefit plan then in effect.

C. (1) The Board will pay up to the sum of $225.00 per employee per annum for direct
optical reimbursement for employees and their dependents.

(2) The Board will pay all premiums for full family coverage, including domestic
partner, for mandatory generic prescription card with required co-payments of $3.00 for
generic drugs, $10.00 for preferred drugs and $5.00 for generic drugs and $15 for preferred
drugs for mail order. The Board shall provide the coverage through BeneCard. Major medical
coverage of prescription co-pay amounts shall not be provided. In the event the Board seeks to
change carriers during the course of the agreement, the Board must provide equal to or better
coverage for the benefit plan then in effect.

D. Any employee on an authorized unpaid sick leave of absence shall continue to have
his/her health benefits (medical, dental, prescription, and optical plans) premiums paid for by
the Board while on such an authorized sick leave in accordance with Chapter 78, using the
Premium Sharing Chart found in Appendix A.

E. Any employee who has opted into a section 125 Cafeteria Plan is allowed to carry over
$500.00 per year to a Section 125 Cafeteria Plan (effective January 1, 2016).

11The following sentence is missing and should be its own paragraph.

In the event the Board seeks to change carriers during the course of the Agreement, the Board
must provide equal to or better coverage for the benefit plan then in effect.
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ARTICLE X
Professional Dues

The Board agrees to pay for all dues annually for full membership of each administrator
in the New Jersey Principal and Supervisors' Association or up to the equal dollar amount of the
yearly dues with the approval of the Superintendent for another job related organization. The
Board will not pay for or cover any dues of any administrator for membership in the New Jersey
Education Association (NJEA), or the Matawan Regional Administrators' Association (MRAA).

ARTICLE X1

Administrator Evaluations

A. In Writing

An evaluation of an administrator which may be used as a determining factor for his/her
salary or his/her job continuation must be made in writing to the administrator. Administrators
shall be evaluated in accordance with the TEACHNI and the corresponding regulations under
ACHIEVEN]J.

B. Review of File

An administrator has the Tight to examine his/her file at any reasonable time and may
attach comments as a part of the permanent record to any item,

C. Procedure for Complaints in File

_ Any complaints regarding an administrator which are to be included in his/her file shall

be made known to' the administrator. A copy of any written notation of a complaint which may
be placed on file or forwarded to the Board of Education must be given to the administrator and
he/she will have the right to answer such complaints individually or with representation of
his/her choice. A file notation with date will be made by the person furnishing the administrator
the aforementioned information and the administrator will initial the notation to signify his/her
receipt of same. In the event the administrator refuses to initial the receipt of the information, a
file notation to that effect will also be made. The administrator shall also have the fight to
append a written file notation with his/her own replies and reasons. Such answer, if any, will be
made within six (6) school days from the furnishing to the administrator of the complaint.

D. Discussion for Change in Procedure

Proposed changes in the evaluation procedure will be discussed with the M.R.A.A. prior
to adoption or implementation.
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ARTICLE XTI

Miscellaneous

A. Reimbursement Consideration for Damages

Administrators shall be permitted to submit claims to the Board of Education for damage
to personal property as a result of action taken by others against the employees in the
performance of their duties as administrators. The Board of Education agrees to review the
administrators' claim for such losses, and subject to the administrators' verification as to the
cause of the damage, the Board of Education shall make payment for such losses up to the
employee's insurance coverage deductible. Under special circumstances, the employee may
request that the Board consider reimbursement in excess of the insurance coverage deductible.
This implementation of this paragraph shall not be subject to the grievance procedure,

B. Mileage Reimbursement

All administrators shall be reimbursed for mileage in accordance with applicable
State law for travel in their own vehicles when such vehicles are used at the discretion of the
Superintendent of Schools for duties related to their employment.

C. Unused Sick Leave

1. The payment for unused sick leave earned in the District shall be granted to any
administrator retiring after ten (10) years of consecutive and uninterrupted service in the
Matawan-Aberdeen Regional School District in the amount of fifty-five ($55.00) dollars per day
with a $15,000 cap. Employees who become members of the Bargaining Unit after July 1, 1996,
shall receive no more than $5,500 or the teacher unused sick leave payment which accrued at the
time the employee was a teacher in the District, whichever is higher. For purposes of this section,
an employee shall be considered as rendering consecutive service as long as the employee or the Board
does not officially terminate the employee’s service. A leave of absence does not constitute an
interruption of service, nor does intermittent absence during the year.” A Reduction in Force (“RIF”)
does constitute interruption of service if the employee is out of work for more than forty-five (45) days
before being re-employed.

2. If an employee provides written notification on or before January 31 of his/her intent to
retire, the employee shall receive payment for any and all unused, accumulated sick leave within
six (6) months of the employee’s actual retirement date. For payment to be made, an employee
must have had his/her retirement application approved by his/her retirement system.

If an employee provides written notification on or after February 1 of his/her intent to
retire, the employee shall receive payment for any and all unused, accumulated sick leave within
twelve (12) months of the employee’s actual retirement date. For payment to be made, an
employee must have had his/her retirement application approved by his/her retirement system.
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3. If the employee chooses, the payment for unused sick leave earned in the district may be
paid in whole or in part to the employee's tax shelter or 403-B. '

D. Longevity Payments

Effective July 1, 2019, only the following employees shall be entitled to longevity
payments on the employees’ anniversary of bargaining unit eligibility:

2023-2024 2024-2025 2025-2026
High School Differential $6,000 $6,000 $6,000
Middle School Differential $2,000 $2,000 $2,000
Longevity*  (completed 8-9 years) $1,800 $1,900 $2,500
Longevity** (completed 10-14 years) $3,000 $3,000 $3,450
Longevity*** (completed 15+ years) $3,000 $3,300 $3,600

Effective July 1, 2023, the parties agree and understand that the cost of movement of
negotiation unit employees on the longevity schedule will be included with the cost of
movement on the salary guide for each year of the agreement for the purposes of calculating
the total negotiated wages increase, unless longevity is specifically excluded from the
calculation in writing by the parties. In other words, any agreed upon percentage increase to
base salary for future contract years will be inclusive of the increase to salary guide increments
as well as longevity payment increases.

ARTICLE XIII
Payment for Educational Expenses

A. Professional Visits

Administrators, upon request to their immediate supervisor and at the discretion of the
Superintendent, may be granted time off for the purposes of professional improvement.

B. Notification/Reports

Application for such authorization must be made at least one (1) week in advance, A
written report of said professional visit shall be submitted to the Superintendent of Schools
within five (5) days of said professional visit.

C. Conventions/Workshops
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Application for such authorization must be made in writing to the administrator’s immediate
Supervisor and forwarded to the Superintendent of Schools at least one week prior to the Board
of Education meeting where actions may be taken on the request. The request shall be reviewed
by the Superintendent who shall indicate in writing within one week of receipt whether he/she
shall recommend approval to the Board and/or grant approval as per board policy and applicable
law. If denied, the response will include comments as to why the request was denied. Such
denial shall not be subject to the grievance procedure

D. Tuition Reimbursement

All administrators shall be eligible for tuition reimbursement. Reimbursement shall be
made upon the completion of all the following conditions:

1. In order for a board of education to provide to an employee tuition assistance for
coursework taken at an institution of higher education or additional compensation
upon the acquisition of additional academic credits or completion of a degree
program at an institution of higher education:

a. The institution shall be a duly authorized institution of higher education as
defined in section 3 of P.L.1986, ¢.87 (C.18A:3-15.3)

b. The employee shall obtain approval from the superintendent of schools prior to
enrollment in any course for which tuition assistance is sought. In the event that
the superintendent denies the approval, the employee may appeal the denial to the
board of education.

c. The tuition assistance or additional compensation shall be provided only for a
course or degree related to the employee’s current or future job responsibilities.

2. The specific course(s) requested shall be submitted to the Superintendent at least two
(2) weeks prior to the start of the course.

3. All courses eligible for tuition reimbursement must be successfully completed in
accordance with the standards of the school or organization offering the course. The
Board’s obligation towards reimbursement shall be limited to those courses which
require physical attendance in a class in order to obtain the education credits except
for distance learning credits. The decision by the Superintendent covering distance
learning credits shall not be subject to the grievance procedure.

4. Reimbursement shall be limited to the cost of three (3) credits at the Rutgers
University rate per person per school year.

5. To be eligible for tuition reimbursement, the administrator involved must file official

evidence of successful completion of all reimbursable courses with the Office of the
Superintendent of Schools.
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Successful completion shall be:

(a) A letter grade of “B” or better where letter grades are given

(b) “Pass” when “Pass-Fail” is given

(¢) An official document that the course was completed in those situations where
grades are not given

6. In order to avoid a duplication of benefits from public funds, those courses taken
- under the Veterans Benefit Act, National Science Foundation Grants, NDEA Grants,
or other public scholarship and aids shall not be eligible for reimbursements.

7. Administrators, whose employment relationship with the District terminates for any
reason except in the case of a reduction in force, prior to the payment of the
appropriate funds, shall not receive reimbursement.

E. New Jersey Leaders to Leaders Program

Administrators shall be eligible for reimbursement for the NEW JERSEY LEADERS TO
LEADERS program or any state approved mentoring program under this section in lieu of the
maximum per year tuition reimbursement as set forth in subparagraph D.4 above, or any portion
of that same maximum per year tuition reimbursement. However, in the event that the annual
costs for the NEW JERSEY LEADERS TO LEADERS program exceeds the maximum per year
tuition reimbursement as set forth in subparagraph D.4 above , the administrator shall be
permitted to carry over any costs in excess of the maximum per year tuition reimbursement as
set forth in subparagraph D.4 above into the following years covered by this Agreement, so long
as the total annual reimbursement request does not exceed the maximum per year tuition
reimbursement as set forth in subparagraph D.4 above .

ARTICLE X1V

Workshops

Administrators shall attend workshops up to a maximum of six (6) days to be held at the
discretion of the Superintendent. Such workshops will not be held on weekends, holidays or
vacation days. The content of such workshops will be determined by the Superintendent in
consultation with the administrative staff. '
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ARTICLE XV
Salaries

A. The Salaries for all administrators covered by this agreement shall be set forth in
Schedule "A" for the 2023-2024; 2024-2025; 2025-2026 school years,”

B. In the event that an employee is transferred to a lower paid position, as a result of a
reduction in force, the employee shall be paid at his/her previously higher salary for a period of
one year. This provision shall not apply to employees in acting or temporary positions. This
provision also shall not apply to non-renewals or transfers.

ARTICLE XVI

Fully Bargained Provisions

This Agreement represents and incorporates the complete and final understanding and
settlement by the parties of all bargainable issues which were or could have been the subject of
negotiations. During the term of this Agreement, neither party will be required to negotiate with
respect to any such matter, whether or not covered by this Agreement.

ARTICLE XVII
Duration of Agreement

THIS AGREEMENT shall become effective on July 1, 2023 and shall continue in effect
through June 30, 2026. The Agreement shall not be extended orally, and it is expressly agreed
that it shall expire on its expiration date.
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IN WITNESS WHEREOF, the Association has caused these presents to be signed by its
President and Secretary and the Board has caused these presents to be signed by its President
and Secretary, and its seal to be affixed all on the day and year first above written.

MATAWAN-ABERDEEN REGIONAL

BOARD OF EDUCATION
ATTEST:
—
A Bccol , President L Case , Board Secretary
Date: ﬂS//Zb//@Z)é Date: S% > /) O2 §
MATAWAN REGIONAL ADMINISTRATORS
ASSOCIATION
ATTEST: A
WA A+ 4”\/ ,/President (d’y /{' BG(“ Secretary
Date: /7 238 Date: {//4
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Guide A (Principal/Director)

SCHEDULE A

Salary Guides

Step 2023/2024 2024/2025 2025/2026
1 $146,761.44 $146,761.44 $146,761.44
2 $151,531.19 $151,164.28 $151,164.28
3 $153,740.90 $156,077.12 $155,699.21
4 $155,950.62 $158,353.13 $160,759.44
5 $158,160.34 $160,629.14 $163,103.72
6 $159,088.40 $162,905.15 $165,448.01
7 $161,816.47 $164,788.06 $167,792.31
8 $163,644.52 $166,670.96 $169,731.70
9 $165,472.58 $168,553.85 $171,771.09
10 $167,300.64 $170,436.76 $173,710.47
11 $169,128.70 $172,319.66 $175,799.86
12 $170,956.77 $174,202.56 $177,739.25
13 $172,784.83 $176,085.47 $179,428.64
14 $174,612.88 $177,968.37 $182,068.03

Guide B (Assistant Principal/Assistant Director)

Step 2023/2024 2024/2025 2025/2026
1 $136,448.20 $136,553.29 $136,533.29
2 $140,882.77 $140,755.97 $140,629.29
3 $143,060.74 $145,109.25 $144,978.65
4 $145,238.72 $147,352.56 $149,462.53
5 $147,416.69 $149,595.88 $151,773.14
6 $149,350.47 $151,839.20 $154,083.76
7 $151,315.23 $153,830.99 $156,394.37
8 $153,218.02 $155,854.69 $158,445.92
9 $155,151.80 $157,814.56 $160,530.33
10 $157,085.58 $159,806.36 $162,549.00
11 $159,019.36 $161,798.15 $164,600.55
12 $160,953.13 $163,789.94 $166,652.09
13 $162,886.91 $165,781.73 $168,703.64
14 $164,820.69 $167,773.52 $171,255.18
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Guide C (SupervisoriEoordinator

Step 2023/2024 2024/2025 2025/2026
1 $93,151.51 >$95,946.06 $94,599.00
2 $95,540.01 $98,406.21 $97,024.61
3 $96,728.19 $99,630.04 $100,025.37
4 $97,916.37 $100,853.86 $103,118.94
5 $99,104.55 $102,077.69 $104,379.48
6 $100,292.90 $103,301.69 $105,140.02
7 $101,481.24 $104,525.68 $106,400.74
8 $102,669.59 $105,749.68 $107,661.45
9 $103,857.94 $106,973.67 $108,922.17
10 $107,233.32 $110,450.32 $110,182.88
11 $110,718.40 $114,039.95 $113,763.83
12 $114,316.75 $117,746.25 $117,461.15
13 $118,032.04 $121,573.01 $121,278.64
14 $121,868.09 $125,524.13 $125,220.20
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Appendix A - Ch. 78/Ch. 44 Healthcare Charts

‘Premium Sharing Contribution Table
Diivéct 20/30-and =il Plans with Equal or Lesser Premiums than Direct 20/30

25

Family Coverage Parent Child/2Adults Single
Salary Percent ”S‘alar}r Percent Salary Percent

Under $25,000 2.23% Under $23.000 2.63% Under $20,000 3.38%
$25.000-$29,999.99 3.00% $25,000-$209.900.90 3.38% $20,000-$24,990.00 | 4.13%

- $30,000-$34,999 09 3.75% $30,000-534,999 99 4.30% $23.000-$22,990.99 [5.63%
$35,000-$39,909.99 4.30% $35.000-$39,990.09 5.25% $30,000-834,999.99 | 7.50%
$40,000-$44 999 29 3.25% $40.000-544,999 99 6.00% $35.000-839,999.99 [825%

;I $45.000-$49,999 99 6.75% $45,000-545,999 99 71.50% $40,000-§44,00099 [9.00%
$30,000-$54,999.69 9.00% $350,000-854,999.99 1125% $45.000-§49.990.9% | 10.50%
$35.000-$59,999.99 10.50% $55,000-339,990.09 12.75% $50,000-554.999.99 | 15.00%

| $60,000-$64.999.99 12.75% $60.000-364,990 .99 15.75% $55,000-559.999.99 | 17.23%
$65.000-$69.992 29 14.25% $63.000-$69,999.09 1725% $60,000-564,992.99 | 20.25%

l $70.000-374,999 09 16.50% §70,000-574.999.99 19.50% $63,000-869,999.99 |21 75%
$75.000-$79,995.99 17.25% $73,000-379,999.09 20.23% $70,000-$74,999.90 | 24.00%
$80,000-$84,990.09 13.00% -$80,000-$84,200.00  121.00% $75.000-579.999.99 | 24.75%
$85,000-$89,952.99 19.50% $85.000-589,999.99 22.50% $80.000-584.992.99 (25.50%
$90,000-$94.999.99 21.00% §90.000-594,099.99 22.50% $83,000-589,900.09 | 25.50%

: $95,000-$99.999.99 21.75% $95,000-599.929 90 22.50% $90,000-594,999.00 | 25.50%

$100,000 - $109,999.99 | 24.00% $100.000 and Over 26.25% $95,000 and Over 26.25%

[ $110,000 and Over 26.25%




NJEHP

Family Coverage Parent Child 2 Adults Single
Salary Percent Salary Percent Salary Percent Salary Percent
Up to $40,000 3.3% Up to $40,000 | 2.2% Upto $40,000 | 2.8% Up to $40,000 | 1.7%
$40,001 to o o8 $40,001 to o $40,001 to i $40,001 to .
$50,000 32% $50,000 2.5% $50,000 L $50,000 L%
$50,001 to . $50,001 to . $50,001 fo oo $50,001 to o
$60,000 445 $60,000 2.8% s60,000 | >9% 60,000 | 2%
$60,001 fo . $60,001 fo . $60,001 fo . $60,001 to w0
$70,000 308 $70,000 0 70,000 | 4% s70000 | 2%
$70,001 to < o $70,001 to o $70,001 to o $70,001 to o
$80,000 3% $80,000 3.3% $80,000 S s80,000 | 28%
$80,001 to . $80,001 to = $80,001 to " $80,001 to -
$90,000 6.0% $90,000 Ags $90,000 3.5% 00000 | 0%
$90,001 to . $90,001 to y $90,001 fo . $90,001 to .
$100,000 0.5% $100,000 3.9% $100,000 6.0% $100,000 3.3%
$100,001 to N $100,001 to . $100,001 to a $100,001 to .
$125,000 1.2% $125,000 4.4% $125,000 5.5% $125,000 3.6%
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