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STATE OF CONNECTICUT

OFFICE OF POLICY AND MANAGEMENT

Office of Labor Relations

May 1, 2006

General Notice No. 2006-08
TO: 

Labor Relations Designees

SUBJECT: 
Correctional Supervisors (NP-8 Unit) Contract Changes 

Enclosed are the economic provisions and the language changes contained in the 2005-2008 Correctional Supervisors (NP-8 unit) contract, which became effective April 26, 2006 as a result of legislative approval.

ARTICLE 8, UNION RIGHTS

Section 5. Union Business Leave.  The amount of union business leave increased to sixty (60) days in each year of the contract.  
ARTICLE 11, TUITION REIMBURSEMENT


Section 3(a)  Tuition reimbursement maximum rates changed to include fees in the calculation of the seventy-five percent (75%) of the per credit rate for undergraduate and graduate courses at the University of Connecticut at Storrs.  Reimbursement would also apply to distance learning courses offered for credit by accredited institutions of higher education.  

ARTICLE 12, WORKSHOP AND CONFERENCE FUND


Section 4.  The maximum reimbursement has increased from $500 to $600 per year.

ARTICLE 16, ORDER OF LAYOFF


NEW Section 8.  When addressing questions of positions to be considered as comparable the comparability listings promulgated by the Department of Administrative Services (DAS) dated October 1995 shall be utilized.  As new classifications are established or existing classifications are restructured DAS shall identify the proper and appropriate comparability for these new/restructured classes using the same or similar criteria utilized for the October 1995 comparability tables.  

ARTICLE 17, GRIEVANCE PROCEDURE

Section 6. The Grievance Procedure.

Mediation .  If mutually agreed upon by the parties, an unresolved grievance filed for arbitration shall be submitted to a pre-arbitration mediation meeting.  The mediation shall be conducted by a mutually acceptable mediator selected by the parties and shall be understood to be a non-binding process.  The mediation shall be scheduled within forty-five days, if practicable, after the parties have agreed to mediation.  The costs of the mediation shall be shared equally between the State and the Union.  

Section 10.  Subsection (e) which provided that discrimination claims were not arbitrable if CHRO had asserted jurisdiction has been deleted.

ARTICLE 18, DISMISSAL, SUSPENSION, DEMOTION OR OTHER DISCIPLINE


Section Five.  If a formal investigation results in a decision that discipline is not warranted, the employee shall be notified of that result within a reasonable period of time.  


Section Six. (a).  Predisciplinary Conference.  Prior to suspending, demoting or dismissing an employee, the agency shall provide the employee with an opportunity for a predisciplinary (”Loudermill”) conference.  At the conference, the agency shall 


  (a)  apprise the employee of the charges against him/her;


  (b)  explain to the employee the evidence regarding the charges against him/her; and 


  (c)  provide the employee with an opportunity to respond.

The language referencing a five day period for the union and agency to discuss discipline has been replaced by the above provision for a predisciplinary conference.  
ARTICLE 19, HOURS OF WORK 


Section 3.  The overtime distribution procedure was changed to a sign-up book system.  Employees who volunteer for the quarterly overtime list can indicate their willingness to work overtime on particular days/shifts in the sign-up book.  Overtime will be offered to the employee with the lowest overtime hours who has signed up for the particular shift.  If additional overtime is needed, it will be offered to the other employees on the quarterly overtime list, from lowest to highest overtime hours.  If the additional overtime is still needed, it will be offered to volunteers on the supplemental list, which would include employees in specialized units who had previously worked at the facility.  Overtime opportunities (not including drafted overtime) will be equalized on a quarterly basis with all employees starting with zero hours at the start of the quarter.  Employees will be credited with the number of hours of overtime worked and the number of hours refused or for which no contact could be made.  The overtime hour information shall be updated Mondays through Fridays except  on holidays or during facility emergencies.  

This new overtime distribution procedure was to be implemented in March 2006 as a result of a side agreement. 
ARTICLE 20, SHIFT AND FACILITY ASSIGNMENTS


The Article was reorganized to separate the bid shift sections from the sections dealing with facility and schedule transfers.  
Bid Shift Program.  Sections 1-8.  The Bid Shift Program for line supervisors will be conducted on an annual basis.  By January 15, management will determine the estimated number of line supervisors needed for each shift.  The bid forms must be submitted by February 1 and line supervisors will be notified of their shift assignments by February 15, with the new shifts effective at the start of the next full pay period that is at least two weeks after February 15.  The bid shift program has been expanded to include the shift supervisors in the CTU base locations but not the lieutenants in the CTU specialized or administrative assignments.  When practicable, transfers should be made before the bidding deadline so that the transferred supervisors can bid at their new facilities.  Vacation  requests will be solicited after the implementation of the new shift assignments.


Facility & Schedule Transfers.  Section 9-11.  There will be a combined facility/shift transfer list maintained on a department basis, which will replace the current job bidding process.  Employees can indicate the facility or facilities and the shift(s) at those facilities for which they want to be considered.  An employee who wants to be considered for a different shift at his/her current facility prior to the next Bid Shift can also place his/her name on the department transfer list for that shift.  The list will be updated quarterly.  

For purposes of the transfer list, the UConn Health Center will be considered a separate facility and the Central Transportation Unit will be considered a correctional facility (but only with regard to the base supervisor positions and not for the positions in the specialized or administrative assignments).  An employee must have completed the working test period in a bargaining unit title in order to seek transfer to another facility.  An employee on workers compensation or medical or personal leave will be eligible to transfer to another facility so long as his/her return to work date is within 90 days of the offer of transfer.  For positions that will be vacant for six months or less, only the supervisors at the same facility will be eligible for the shift transfer.  For other vacancies, the DOC will consider the names on the transfer list for the particular facility and shift, with seniority being the determining factor when all other factors are equal.  
The Union and the DOC may agree to a particular facility or shift transfer in special circumstances and, in such cases, a written agreement shall be developed and signed by the parties.

ARTICLE 21, COMPENSATION


Section One.  
General Wage Increases:


2005-2006

no increase


July 7, 2006 

Three percent (3%).  


July 6, 2007

Three percent (3%).  


Section Two.  Night Shift Differential.  Effective June 23, 2006, the shift differential shall be eighty cents ($.80) per hour.  Effective July 6, 2007, the shift differential shall be eighty-five cents ($.85) per hour.  The shift differential will apply to qualifying overtime work regardless of whether the overtime is voluntary or mandated.  

Section Three.  Weekend Differential.  Effective June 23, 2006, the weekend differential shall be fifty-five cents ($.55) per hour.  Effective July 6, 2007, the weekend differential shall be sixty cents ($.60) per hour.  The weekend differential will apply to qualifying overtime work regardless of whether the overtime is voluntary or mandated.  

Section 6.  Shift Commander Pay.  
Effective July 6, 2007, the rate shall be increased from $26.00 to $26.40 per shift.


Section Seven.  Facility Meal Reimbursement.  Effective June 23, 2006, the per meal rate shall be the rate provided to the majority of correctional employees and shall be adjusted in accordance with the rate provided to he majority of correctional employees.  


Section Eight.  Employees will continue to be eligible for and receive annual increments in accordance with existing practice, except that:

In the 2005-2006 contract year, there shall be no payment of annual increments.

In the 2006-2007 contract year, the increments shall be delayed by six (6) months and paid in the pay periods that include January 1, 2007 and July 1, 2007

In the 2007-2008 contract year, the increments shall be delayed by three (3) months and paid in the pay periods that include October 1, 2007 and April 1, 2008.

The amount of salary advancement in the range on the employee’s annual increment date shall continue to be three percent (3%).  

Section Nine.  There shall be no payment of the maximum rate lump sum payments for the 2005-2006 contract year.


NEW Section 11.  Educational Incentive.  
On or about September 1, 2006, permanent employees in the classifications of Correctional Lieutenant or Correctional Training Officer who have achieved a Bachelors degree in a job-related discipline from an accredited institution of higher learning and submitted adequate documentation of the degree shall receive a five hundred dollar ($500) lump sum payment.  


Lieutenants or Training Officers who complete a qualifying Bachelors degree and satisfy the above criteria after September 1, 2006 shall be eligible for the five hundred dollar ($500) payment within 60 days of the agency’s receipt of the required documentation.  


NEW Section 12.  Effective July 1, 2006, the maximum salary for each job classification in the bargaining unit shall be increased by three percent (3%).

ARTICLE 22, UNDERPAYMENT AND OVERPAYMENT

Section 1.  If the Employer believes that an overpayment has been made, the Employer shall give the employee a 30 day period of notice before recouping any funds from the employee.  
ARTICLE 32, HOLIDAYS

Section 4.  An employee who fails to complete the election form shall be treated as if he/she had elected the payment option.  An employee who is promoted into the bargaining after the start of the fiscal year shall continue to receive the option selected in his/her former bargaining unit.  
ARTICLE 35, SICK LEAVE


NEW Section 7.  The language of Personnel Regulation 5-247-11 regarding the medical certificate requirements has been added to the Article.

ARTICLE 36, SICK LEAVE BANK.

Section 1. (a)  The agency will send a copy of the employee application to the Union at the same time that the application is submitted to the Office of Labor Relations.   

(e) The contribution of the sick leave day shall occur upon the employees’ appointment to the bargaining unit or upon the achievement of two years of State service, whichever is later.

ARTICLE 50, MILITARY LEAVE

Section 3.  Supersedence.   The provisions of this Article shall supersede the Connecticut statutes and regulations but shall not supersede the federal USERRA (Uniformed Services Employment and Reemployment Rights Act).

ARTICLE 52, DURATION OF AGREEMENT


This Agreement shall be effective on July 1, 2005 and shall expire June 30, 2008.

new article 53, EMPLOYEE DRUG TESTING/SCREENING


Section 1.  Applicability. There shall be a drug testing/screening program for Department of Correction employees.


Section 2.  Probable Cause.  An employee shall be subject to an immediate drug test if probable cause of drug use exists as determined by his/her supervisor, warden or designee.  Such drug testing shall be administered by a qualified physician of the Employer's choice.  The initial method of testing shall use an immunoassay.  All specimens identified as positive on the initial test shall be confirmed using the chromatography/mass spectrometry test.  If such test is again positive, a third more complex test on the same specimen can be administered at the request and expense of the employee.  All initial tests shall be paid for by the Employer.


Section 3.  Refusal to Take Test.  Termination will result if the employee refuses to be administered the test.  Positive findings from both the drug tests administered will result in the employee being relieved of duty and placed on sick or vacation pay, pending completion of departmental-approved drug rehabilitation program.


Section 4.  Rehabilitation Program.  Termination of the employee will result if he/she refuses to participate in or to complete such program.


Section 5.  Return to Duty.  Upon return to duty after successfully completing the drug rehabilitation program, the employee will be subject to a maximum of three random drug screens for the first eighteen (18) months following return to duty, in addition to drug screening based on probable cause for a period of two years during which time if the employee tests positive for drug use he/she will be subject to termination.  Any employee refusing to be administered either a random or probable cause drug test during the time frames indicated above, as appropriate, when requested to by his/her supervisor, warden, or designee, based on probable cause, shall be terminated.

NEW ARTICLE 54, PERSONAL LEAVE (not printed in prior contract booklet)

In addition to annual vacation, each full-time employee who has completed six (6) months of continuous service shall be granted three (3) days of personal leave with pay in each calendar year.  Personal leave shall be fore the purpose of conducting private affairs, including the observation of religious holidays, and shall not be deducted from vacation time, sick leave credits or other leave time.  Personal leave days not taken in a calendar year shall not be accumulated.

APPENDIX A -- SERVICE RATING FORM


The service rating form shall be revised from four rating levels to five ratings levels and the levels shall be as follows:

[  ] Excellent  [  ] Fully Successful  [  ] Satisfactory  [  ] Needs Improvement  [  ] Unsatisfactory

NEW MEMORANDUM OF UNDERSTANDING, Recuperative POST PROGRAM


The Department of Correction will continue to offer the recuperative post program currently in effect.  This program will continue to make available at least thirty-two (32) positions for bargaining unit members who are recovering from injuries and require no inmate contact.  Recuperative post assignments will be limited to ninety (90) days but may be extended to one hundred and twenty (120) days as needed for cause where the medical condition can warrant such an extension.  

Preference for recuperative post assignments will be given to employees who have suffered on-duty injuries if there is more than one employee applying for the same post at the same time.  If the available recuperative post assignments at a facility are filled when an employee with an on-duty injury becomes eligible for a recuperative post, the employee may be assigned to a recuperative post at another facility if able to perform the duties at that facility and the employee agrees to such assignment.  Any employee placed in a recuperative post at another facility will be transferred back to his/her former facility if a recuperative post becomes available at the former facility or at the conclusion of the recuperative post assignment.  

NEW  Memorandum Of Understanding, ARBITRATION PANEL


Effective with the Legislative approval of this Agreement, the parties shall agree upon the arbitrators to serve on the arbitration panel.  An arbitrator who is new to the panel may be removed from the panel by either party anytime after he/she issues his/her first, second or third award, and be replaced with another jointly agreed upon arbitrator with the same conditions.  If the arbitrator is not dropped after his/her third award, he/she will serve for the term of the Agreement.  Notwithstanding the above, the parties may by mutual agreement remove any arbitrator from the panel during the term of this Agreement.

NEW MEMORANDUM OF UNDERSTANDING, GRIEVANCE PROCEDURE

In an effort to improve arbitration scheduling, the parties, through their respective designees, shall meet regularly to schedule those grievances submitted for arbitration per Section 9(a).  The scheduling meeting will involve assigning the designated grievance(s) to the identified arbitrator on a date provided by that arbitrator as being available.  The scheduling meeting may involve other CSEA represented units, if the same arbitrator is on more than one panel.  This shall not preclude the use of the existing scheduling process when there are a limited number of pending cases to be scheduled.

There were also technical changes and updates to various Articles.  

Employee questions about this notice should be addressed to the DOC Human Resource Office. Any agency personnel officers with questions may contact Ellen M. Carter of this Office at 418-6218.  

Robert L. Curtis

Robert L. Curtis

Director of Labor Relations
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