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ARTICLE VIII

COMPENSATION

■-)( Q.tj <],V) v/j t jr)< j ft)? h'

Notwithstanding anything to the contrary, in no case will total compensation (for a negotiations 
unit member who performs clinical services) received from Rutgers and through its affiliated 
clinical partners (i) exceed fair market value, as determined by prevailing practices including 
reference to applicable salary surveys and consistent with US Department of Health and Human 
Services regulatory expectations or (ii) be determined in any manner that varies with or takes into 
account the volume or value of the negotiations unit member’s (who performs clinical services) 
referrals to or other business generated for Rutgers or its affiliated clinical partners.

[Subject to the appropriation of and allocation to the University by the State of adequate funding 
for the specific purposes identified for the full period covered by this Agreement, the following 
economic provisions shall apply:!................................................................................................ • ( Commented [Al]; Handled by CRU? 

'{ Commented TA2R11:
I. Academic Base Salary (“ABS"), and Supplement and Fully Variable Supplement

Each negotiations unit member shall be paid an academic base salary (hereinafter 
referred to as “ABS’’). There shall be a contractual academic base salary minimum for 
each rank (hereinafter referred to as "CABS” and contained in the Appendices to this 
Agreement). No full-time unit member shall be paid an ABS which is less than the CABS 
and no part-time unit member shall be paid a prorated ABS which is less than the prorated 
CABS. At the time of hire, the ABS shall be set by the University at or above the CABS 
and shall be reflected in the letter of appointment. A faculty member's ABS shall not be 
decreased but may be increased in accordance with the provisions of this Article.
Any negotiations unit member who provides [clinical services may be paid a Supplement .... 
in addition to ABS (hereinafter referred to as the “Supplement”). The Supplement is set -, 
at the time of appointment/reappointment by the Department and will be reflected in the \

ntlllilPp^

A.

B. Commented {A3]: AAUP-AFT reinserts the existing word 
"clinical" Allowing non-clinical faculty to have supplements will 
result in pay cuts unless of course the annual increases arc applied to 
the total salary. Current misapplications need to be filed ASAP.appointment/reappointment letter___________________________________ _____ _

If the University decides to decrease a Supplement upon reappointment, the faculty 
member has the right to have the Union negotiate to impasse on the faculty member’s 
behalf over the proposed reduction to the faculty member’s Supplement.
The ABS and Supplement together will be paid on the University’s payroll in bi-weekly 
installments, which is calculated based on the “daily rate of pay."
The ABS, and Supplement, [and-FVS1 [are used[to calculatethe[negotiations.unit member's 
contributions towards the member’s applicable retirement program and for purposes of 
calculating the amount to be contributed towards health/prescription benefits.
Effective July 1,2020, a negotiations unit member in NJMS who provides clinical services 
shall be paid a Fully Variable Supplement (hereafter referred to as "FVS") to replace 
his/her UPA variable pay in accordance with Section VI of this Article. The FVS will be

Commented [A4R3]: The University has agreed to keep the 
existing word ‘‘clinical’’
Commented [A5]i Thcappointmcnlfrcappointmcnt Idler would 
not necessarily capture the agreed-upon changes in this Agreement.

c. Commented [A6J: There is already a reference to the FVS for 
RWJMS inE.

D. Commented [A7]t This will be discussed alongside the FVS 
reopener? We did not really discuss this this round
Commented [A8R71:E.
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reflected in the appointment/reappointment letter. Other than those eligible for a FVS
under Section VI. of this Article, the FVS may also be available to Clinical faculty as set _____________________
forth in Section VIII. The FVS will jnot bje counted as earnings for the purposes of .. --{commented [A9]: Pan orieoP«ner 
calculating retirement plan benefit contributions. ......... "

Commented [AlQROj: I
II. Salary Adjustments

I
The University shall fund contractual salary increases for unit members on grants with budgets 
approved by funding agenciesjhat are not already accounted for in existing grant funds or 
unit/department budgets, including start-up funds. This will be accomplished by awarding 
compensatory funds to cover the difference between budgeted salary increases and 
negotiated salary increases, if the total amount of the awarded grant funding is not increased 
by the grantor to cover the negotiated salary raises for the duration of the grant or start-up 
funds. If unit/department budgets do not have sufficient funds to pay the negotiated increases, 
the University shall fund those Increases.

A. Across the Board Increases2

1. Fiscal Year 2023 - All persons who were members of the faculty/librarians on BuKI
In the first week of .

HMMdlgi
THXmXZti

Commented [A11]: Note 1 use July 1 again here. June 30* 
allows people to fall through the gap since folks transfer into our 
unit from other or nonaligncd positions on July ton-nr-amtmd Him

i
li'urn .n.u»meui'v.

and who continue to be employed as faculty members/librarians 
through the date of payment, shall receive a $5035 -333% across-the-board salary 
increase to his/her academic base salary retroactive to ■BHHHKJuly 1. 2022-jJuty ... 
1, 2018. Following ratification of the Agreement, retroactive across-the-board salary ' • 
increases will be paid as soon as reasonably practicable.

!
Commented [A121i JiL

( Commented [A13]; This should be July 1,2022

2. Fiscal Year 2024 - All persons who were members of the faculty/librarians on
: <•) iim J t- j1 ’/

......._....IJuly 1, 2023
and who continue to be employed as faculty members/librarians through the date of 
payment, shall receive a 3.5% across-the-board salary Increase to his/her academic base 
salary retroactive to July 1, 2023. Following ratification of the Agreement, retroactive 
across-the-board salary increases will be paid as soon as reasonably practicable.

of the faculty/librarians on QffljD

IffiiMiiiasiii■ !i.|f)-Ki /.i-ii ri;>iiv
[and who continue to be employed as faculty members/librarlans through

2
-YUl'iUV; . .

t, : • :

. :M ' : I . ! : ';t '

3 Non-alianed faculty administrators or other individuals from another unit, who return to the negotiations 
unit in the first week of July 2022. July 2023. or July 2025. respectively, shall be eligible for the across- 
the-board increases in accordance with the provisions of this section (provided the faculty member has 
not otherwise received an increase for Fiscal Years 2023.2024. or 2026. respectively!.

2
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the date of payment, shall receive a 3.5% across-the-board salary increase to his/her 
academic base salary retroactive to July 1, 2025. Following ratification of the Agreement, 
retroactive across-the-board salary increases will be paid as soon as reasonably 
practicable.

!

B. Merit Adjustments 
1. Criteria:

Merit salary increases for Fiseal-Year-2024-and-Fiscal Year 2025' will be awarded to 
eligible faculty/librarians who have demonstrated during the fiscal year preceding the merit 
increase, recent and continuing achievement based on one or more of the criteria of 
education/teaching, research/scholarship, clinical/patient care, professionalism, and/or 
service.

The faculty member/librarian must be in a negotiations unit position as of the first full payroll in SSdpJ^^eijStteM^i.YfflfBracMiOffJfiolfiscaty^irftfre^eriFincga^ and cpntjnue. 
to serve in such position through the date of payment.

All unit members hired on or before September 1 of the fiscal year preceding the fiscal year 
Of the merit increase and who received an overall performance evaluation of meets 
expectations/satisfactory or better for the Fiscal Year preceding the effective date of each merit 
adjustment shall receive a merit increase.

Notwithstanding the preceding paragraph, unit members shall not be eligible to receive a 
merit increase in the following instance:

• The unit member receives an overall performance evaluation score of 1 
(Unsatisfactory) or 2 (Needs improvement) for the Fiscal Year preceding the 
effective date of each merit adjustment.

f Commented [A14]: AAUP-AFT accepts this language

i
!

2. Salary Pool:

The salary increases will be applied to the ABS from a pool of funds (“salary pool"). The 
salary pool for Fiscal Year 2025 shall be in the amount of 3.25.0% fer-Bseal-Year-202-1-and

increases as of the first full payroll period in [September of the fiscal year preceding the 
fiscal year of the merit increase! The 3.25% merit increase salary pool proposed by the 
University for Fiscal Year 2025 shall be effective July 1,2024.4

1 As noted below in paragraph (B)(2), merit increases for Fiscal Years-2024,-2025and 2025 shall be
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The salary pool available for merit salary increases within each School/Library will be 
based on the proportion of the total faculty ABS pool in each of the schools. It will be at the 
sole discretion of the Deans to manage the salary pool at the school level or to establish salary 
pools at the department level. If salary pools are established at the department level, it is up 
to the Department Chairperson whether or not to establish salary pools for each division.

The entire amount of the merit salary pool must be awarded to eligible negotiations unit 
members. Should a negotiations unit member leave the University prior to the date of 
payment of the merit increase for that Fiscal Year, but subsequent to a determination of a 
merit increase for that negotiations unit member for that Fiscal Year, the amount of that 
merit increase shall not be reallocated to other negotiations unit members.

i

3. Merit Increase Calculation:

The amount of a merit salary increase effective July 1, 202BH. if any, that may be 
awarded shall be at least 2.0% 4r0% of the faculty member’s/librarian’sABS.2Afaculty 
member/librarian may receive a merit salary increase of up to 5.0% &£% of the faculty 
member's/librarian’s ABS. If eligible, all salary increases shall be calculated based upon 
the unit member’s ABS as of the date prior to the effective date of the merit increase fe.q.. 

30, 2024 for a July 1,202BB merit increase).Jun

Merit increases, if any, shall be given before a determination is made as to Whether the 
resulting new ABS is at or higher than the new CABS for the employee’s particular rank 
and title, or if an additional salary increase is required to bring the ABS to the CABS for 
that rank and title.

Recommendations for merit increases will be made first by the division chief (if applicable), 
and submitted to the department chair, then to the appropriate dean, and to the Chancellor. 
The Chancellor will forward all recommendations to the President for final approval. No 
faculty member will be notified of the merit increase prior to the President's approval.

4. Performance Evaluation Process:

On an annual basis, each negotiations unit member shall be assessed and evaluated as to 
professional competence in the performance of his/her duties over the year in question in 
accordance with the process outlined below.

••‘I vnil;ivr tf. \v*' ' ' , ill' ■(.
i. • iIk ’ 1 ‘

\r

' r i .,".i : . ■i .

(0:.:\.t >: !'•

2 If the employee’s ABS is the CABS, the employee will be moved to at least the percentage amount to 
which the CABS is being changed in that Fiscal Year (even if the recommended merit increase would have 
been lower than percentage movement). The amount needed for such an adjustment will come from the 
Salary Pool for merit Increases for that Fiscal Year.
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WBBWBBH Completed performance evaluations shall be provided to the unitfaculty 
member by the first working day in July of each year. The chair/supervisor and faculty 
member shall meet to discuss the evaluation by July 15 of each year. The 
chair/supervisor's signed final evaluations shall be provided to unit members at the 
conclusion of the evaluation process, but no later than September 15th.

Each evaluation shall set forth the faculty member’s allocation of effort broken down, 
where applicable, to reflect effort spent on teaching/education (eFTE), 
research/scholarship (rFTE), service (sFTE) and clinical (cFTE). Each portion of effort 
must add up to the faculty member’s total FTE. To the extent clinical faculty have cFTE 
that is partly contract clinical work and partly productivity-based work, the evaluation shall 
set forth each portion of such work that comprises that clinical faculty member's total cFTE. 
In addition, for clinical faculty members, the annual performance evaluation also shall set 
forth, where applicable, the appropriate MGMA Academic Benchmark and AAMC Public 
Benchmark for that clinical faculty member.

Review of Effort and Benchmark Standard
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Performance evaluations will evaluate Ihe unit member's performance since the date of 
his/her last faculty performance evaluation and shall set expectations for the coming 
academic year.

Merit increases shall be informed solely by the unit member's performance during the 
evaluation period (date of last evaluation through date of current evaluation) preceding the 
effective date of the increase. i

5. Evaluation Appeal Process

a. There shall be an appeal procedure for an unsatisfactory or needs improvement 
Overall score on the performance evaluation of the negotiations unit member.

b. A unit member may appeal that portior^faperfonnanceevaluationwhictuesuUs 
in the denial of a merit increase Ppi v.";pp! v.PiPP. ‘pp.u!t >!■'A'hity PPiPPu np’:

............ ........................ by filing a request for review within
thirty (30) calendar days of receipt of the evaluation being appealed, or by 
September 30 following the Fiscal Year to which the evaluation applies, whichever 
is later. The request shall be filed with the Office of jOhiversity Aeademie Labor 
Relations, who shall provide copies to the Executive Director of the AAUP-AFT 
and the Appeals Panel established by this subsection.

c. The review shall be by an Appeals Panel comprised of two persons designated by 
the Executive Director of the AAUP-AFT, two persons designated by the 
University, and a person designated jointly by the Executive Director of the AAUP- 
AFT and the University, who shall be the chair of the Appeals Panel. The 
Executive Director of the AAUP-AFT and University shall designate substitute 
person(s) for the Appeals Panel in cases in which the originally designated 
person(s) cannot hear the matter because of a conflict of interest.

d. The Appeals Panel shall schedule the review at a mutually convenient time. The
parties may make written submissions to the Appeals Panel no later than seven 
(7) calendar days prior to the date scheduled for review. The Panel may request 
additional information from the faculty member and/or supervisor who performed

7
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the evaluatiori.

e. The Appeals Panel shall issue its decision to the parties, the Executive Director of 
the AAUP-AFT and the E-xeGutive-DireGtor-ef-Aeademte Office of University Labor 
Relations within thirty (30) calendar days following the date of the review, and the 
decision shall be final and binding on all parties.

f. If the Appeals Panel sustains the appeal and agrees that the unit member's 
performance was at a level of meets expectations/satisfactory or better in the 
area(s) of the performance evaluation which caused the negotiations unit member 
not to be eligible for a merit increase (as set forth above in Sections II.B.1. and 
II.B.S.a.) ;;,1i;-w,’>is.ii• ■.•■vji'.iid--;'0.>;iit in-:.i.'U;iinr,y Aijii aao-i*; aAiA; ..on s iv.du 
,<A /OrtAA ArAAui-t v,-j__________________ the appellant shall receive a merit increase (in such years

where there is a merit increase program) within the range for such increases 
applicable to the year in question; the Appeals Panel shall make a 
recommendation for the amount of the merit increase, and the recommendation 
will be forwarded to the Chancellor of RBHS who will decide upon the amount of 
the merit increase consistent with the range set forth in Section II. B. 3. The 
decision of the Chancellor as to the amount of the merit increase will be final and 
binding,

The recommendation of the Appeals 
Panel and the decision of the Chancellor regarding the merit increase will be 
provided to the parties and the Executive Director of the AAUP-AFT. If the Appeals 
Panel does not sustain the appeal and agrees that the unit member^erformance 
in the areafsi which resulted in the denial of the merit increase

' ':1' ; i::: Hi-.ii-.i-y, Adiii.itni;!.".; -j-i :
______ was less than meets expectations/satisfactory, the unit member shall
receive no merit adjustment for the year in question "'.v :;!-! •!! ):\i*•;.

-rrLHiMvJ. UMrV-*. --vr jj.- w-‘-j I'Avl

g. The Appeals Panel, the Association and the University shall hold in strict 
confidence all materials supplied to the Panel, the Panel's decisions and 
recommendations, and the decisions of the Chancellor.

6. Grievability

The academic judgment that forms the basis of the granting or failure to grant a merit salary 
increase, including the size of the merit salary increase, is not grievable. Allegations of a
violation of the procedures related to the merit increase (and other than the Evaluation Appeal __________________________
Process described above) may only be pursued pursuant to Article V, 'Category 1 fe.of.thecommented [Ai8]: umveraityaSr«diocm i 
Agreement. This section does not apply to the procedural provisions of Section D below, 
which may be grieved as a Category 1 grievance.

7. Information

The University will inform the AAUP-AFT as to the amount of funds allocated to the merit 
increases.

8
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The University will notify individual faculty members of the decision regarding a merit salary 
increase, if any, for that faculty member.

of the faculty member's school, department, academic rank, overall performance rating 
and merit salary increase, if anv. Urrt-y ,v-i y: . ■ ;,v.r i'y '
;■ nmv V: -V-yyi'af ov ;i ' -linv'; )' Vu-Mi-", .'0-.::::? ,y m t'/v ;;!■;=
yyyw.;:, y viy'y iny.yVw Pi ir; ! ;}

■V; U ) i : ' :

Subsequent to the conclusion of the evaluation process, unit members shall be provided a 
copy of their final performance evaluation and the evaluation shall be incorporated in the 
permanent personnel file.

i

Gr

amounts in-A Part-1-and-2-above. FoF-aH-other-SGhoGlSr All CABS shall be increased 
by $5035 effective July 1, 2022, 3.5% effective July 1, 2023, 3.25% effective July 1, 
2024, and 3.5% effective July 1, 2025.6 by the amounts In A Part -1-and-2-above. 3%

&
I
lD.~Sa!ary-Adjustment-Based-en-Evaiuation—(this-previsien-shall-become-effeetive-July 1,

suftsekjerlJune^O-gOgg...................................................................................................

4—The-empIsyee'sABS-will-be-redueed-by one-percent (1%)-if the empleyee-reGeivesan 
annual-evaluation-seere of 1 (Unsatisfactory)-!n-the-Gverall-score-on-the-evaluatien:

Commented [A19]; Section sunei

2.".—-i-he—employee's ABS—will—be—reduaed—by—ORO-half percent (0.6%) if the-emplayee 
receives-an-annual-evaluatien-6sefe-of-2-{Needs-lmpfevefflent)-in the-QvefaH-seere 
ondhe-evaluatiortr

|satery-ferthe-Hegotiatiens-unit-membeds-rankand-specialty-as-determined-by-the-mesi 
appfopriate-benGhmark-to-be-used-for-benchmafking-the-faeulty-member's salary

tM-

if apnlicablel i
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employee-whi6hever is higher?

4-.—DawnwaFd-adjustments-will-k&-implemented-en-Qe6emb6r-31 v 2021 or- when-the
evaluationfating-whiehever-is-latefT

§^—The-aggregate-ameunt-ef-Feduetiens-fer-all-negetiatteRS-unit-members-ln-a-partiGulaF

Upen request, the University shaU-provide-the-AAUP-AHMnfermatien-GonGeming-the 
reallocation. !

E. Salary Placement of Faculty Members

1- provision shall become effective July 1, 2023!, F^.peagt|a?[gns unjt.membe^.... 
|employec( or jhired after July 4, _2023 Jhe-«ffeGiiye^aten®t#!fc^reennen(, the 
negotiations unit member’s ABS will be set at least at the CABS for the appropriate \; 
rank and title. '■

Commented [A20]: Littio confusing as two effcciivedatcs here, 
“effective date of this provision” and “the effective datcof this Agreement.”

Commented [A21]: Based on the response to the last grievance, 
the union disagrees and thinks current language is clear. We offer 
this as a nay to merge both sections.a. The negotiations unit member also iWil[be proyided a Supplemeni 

addition to the ABS which will be set at a level that, combined with the '• 
ABS, will set the negotiations unit member's salary at least at the l&H 
^6thW^^W^tt^^)tsalarvl for the negotiations unit member’s rank 
and specialty as determined by the most appropriate benchmark to be \' 
used for benchmarking the faculty member's salary determined by the Unlversity^^e.g^theAAMCpublicsBenchmark.theSummaryStatistics 
on Medical School Faculty Compensation for Public Schools PhD or 
Other Doctoral Degree, Basic Science Departments/Specialties or the 
Summary Statistics on Medical School Faculty Compensation for Public 
Schools PhD or Other Doctoral Degree, Clinical Science 
Departments/Specialties).

b. The establishment of salary will be pro-rated based on total FTE.

c. The University will use the benchmark standard in effect at the start of 
the Fiscal Year in which the salary is being determined.

d. The parties recognize that the initial determination of the appropriate 
specialty to use from the appropriate benchmark for a new member of 
the negotiations unit is not subject to appeal or the contractual 
grievance/arbitration process.

Commented [A22]: University agreed to employed or so we can 
have one paragraph for both new and existing faculty
Commented [A23]: We reject may. And put back existing 
language of “wiir
Commented [A241;

Commented [A25]t

Commented [A26]: We did not talk about SPH or RSDM, but 
my understanding is that salaries there are above the benchmark.

8

IM1MM7 This shall apply lo RVVJMS, SUP, SON. In 
a No increase to the Supplement will be provided in this instance if the faculty member’s ABS is at or 
above the 35111 37^5tti as01 percentile of salary for the negotiations unit member's rank and specialty as 
determined by this section.

SHP and SON, the ABS shall be increased.

10
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e. Overtime, pay for covering sick time, and night differentials will not 
count towards the applicable Benchmark calculation.

\2.;t'fu-j pi'ovwirjnsjrryit dusty 1,2023. F-o- riBiicKiaUiyny unit

.July 1, 2.023, ■ folloy/inci will
EB

la. ri‘-r,. -th.% ii3yy:ii.v^s^i^TOmbar^vihJjy_3li2ibl3^^Kij^SiD£; 
JKMv•■,'vidad Far u *

[a. ■liisnaind. yffe'jy.v.v Jjy ■ o>:3;;y;i yyyr -2 !n:y AyBr-irngu; (yawn: ror J.nv| 
MT 2022/ Ins J-ii: (MBfli.h.y a ::kW wnrm-waUT iB'/ 'ia-

nil rrms .•yvwwtgali'jrt. inakdi-iy, but no-. Ii'"ia-j. /; 
^■a..::Jaiyray:u v.'f*.•.'.'•--A v:\ ayaia py.y rw: v.'-'iya ahall no; 1'csu.vi '•••'r> a 
^■5;;:'yaur='i Baaa;;;:)- .ngyayfe -;.»ayr.i'j'i.'s;; y/il liy ;ri;;:a;y.;

w yna::i ma-lsWSsItcB!'--? parayrnk, oi :-iy bynyimaa;isi;y: a\ 
i .Jui'/joL')' acr bcndvnaWin'a .bid yyjaaaiiun;. u .F my maiya; 

^■ay'nyyyyyiKri n:.l.i.:~le«’W my ryyilty mammary .at'j.'j.'.o.n'ur.a ai;.iy;;;;ty
a;;|i' (if ::i,-.y;y ,n :s;r aB".'.:-ri:iia H

ai; •' 1I. ::;n: .v -ana!! m:h nrjaw! '• BBBBMBBBBBj

333

)

are =«'.;i;jlwrlr'fi.-;'V .a 3n'l;ny.v.viF a-: am■ :n:ar: gnaaHm.a by.,:"‘,::FI--

d, 3;iy Cn''/3ivi:;/ wif siailn- aiwiafirr manbai-imvj in anna' a .am mam w 
Bliaa F’iaa;.:; Yam in .vnieli ids, salary la Osama aasaaMin-)si

i

a__/-i"; ■i;isli(i')n; ■ ao~'|a-'a;.;wa~ -waya-mry v "msy dm. ra-.: ilv. •■i-'Wayr
rmsmiilka .'sia may -i.arr.Ofnl-.Ka s-mrSUSHI‘ ■ i

jv.'il a-, sndar... :;vc- Ji.:v a 3 -y-yy /a.-r
■■.■■ 3c me;,by m=r n.y

vi! ay \K-yyy_. I" - hoy a, amm-risa's i me. or: 11 ■' y riysram ,ak. mij 
a iaa;a .-Viun:;uaa v.'il: 3=

•n

mm w I ''ayra=;

g. Adjustments will be made within BHISB-BB working davs after 
the annual increase.

liliififliiijiiifSMH
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i

!
h. The determination of the appropriate benchmark shall be 

consistent with the process set forth in Section II.B.4 above, 
entitled “Review of Effort and Benchmark Standard.”

.r:’: ;r;;r. i-fe.-.li-j;!
i

2t—FoHiegotiati0ns-unit-membefs-empl0yed-pFi0F-t©4he-e{feetive-date-e{4hi6-A9feefflenti

y.—Hrst, the negotjations-unit-member-wiH-be-eligible-for-the-inGrease

eomi

defined-below)-but-whi&h-sliallnot-lnGlude-GIP-or-Extramural-ResearGh
lflGentive-paymeBtsfwill-be-adjusted-upward-lf-needed-to-equal-the-2S'h

fa6ulty-member's-appropfiate specialty and rank (if-net already at that 
perGentilef-if-already-ahor-abeve-that-perGeRtilerthis-subparagraph-ehall 
not-apply)r

12
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the-FisGal-Year-in-whiGh-the-saiary4s-bein§-deteFfninedT

fh—Any-additienat-Gcmpensation-necessary-to-meve-the-faGUlty-FnembeMe 
the-25lt1-perGentilo-8Mhe-mosk-appfepfiat&-saiary-ben6hmafk-will-be

affa/ilii/o lulu 4 OAOrt .ift (ha..fa/Mi1iir..mAmkar.>e...Cnr\n1amont {r\r

dees-net-already-reoeivea-Supplement.-)

o. The determmatien-oUheappFopfiatalaenGhmark-shallb&consistenhwith 
the-pros6&s-6et-forth-in-Se6tion4l;BA-aboverentitled-^Review of Effort 
and-Benchmark Standard^ !!

tllT-Extfamural-Siipperflneentive-lAwards- ., - * - j Commented [A27]: There will be a separate proposal on
I extramural incentives for Legacy BHSNJ, Pharmacy, and Nursing.

■The-foliowing-shalhbe-th&'BxtfamuFal-SuppoFt4nGentive-Award4anguage-effeGtiv6-JuIy-lT'2020r

continues beyond Fiscal Year 201-9r

reseafch-suppeft-acquired by faculty unit members (other than librarian-unit-members 
whose-extramural-suppcrt-incentiveawards-are-gevemed-by-Subsectiort-Uof-this-seGtion};

€;—Faeulty-on-tha-P-fofessional-Pfaetiee-tfaek-will-fiot-be-eligible-to-paftieipate-in-this 
Extramyrat-Suppert4neentiv&-Awafd-pr8§fam.-

ften-competingcontinuatiensT

using-outside-grant-fands as a condition of Iheir-empleymefiH^g-i-coteffftineus-faetilty) 
wilhnot-be-eligible-for-thisincentiveprogramr

may-also-recelve-in-that-same-Bseal Year) by-the rFTE. Ineentives-are-not-inGluded-in-this 
calculation;

13
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thelr-fPTE-adju sted salaiy^n-awardsj-as-defined-m-the-feltewing-taklef

Un

supported on Awards Returned to Faculty
4%4o-40% -0%

11 % to 20% 4%

21% to 30% -2%

34%-to-40% -§%

44%-te-§0% -6%

§4%-te-§Q% 48%

61% to 70% -40%

74%-80% -22%

8444-80% -26%

84%-artd-abeve -30%

New4efsey-oaps4ft-effeol-aHhe-tim&-of the award. For example, if a faculty member is
10, ia

&xtfaraural-suppeFMnGentive-awards-&hall-nGt4nGrease-the-aGademiG4}ase-6a!afies-6f

J.-
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SupperMneentive-Award-in-the-ferm of compensation or apply-the entirety of-their

A-Ukrafian-onit-membef-who-is-both-a-prinsipal-investigator and the principal aut-hor-of-an

Grants
1.

i

completion of proper deaumeatation by the-Pt-providlng-evidenGe-and-reoeipt-ef-the 
awardder the grant-application?

no

$46iQQ6-ane-tlm&4ump-6um-payment-apan funding-et-§rants with-aaaaal 
direGts-of--$SQ&F0Q&-up-to-$750,QQ0

directs-ehgreater than $750,000 up-to $1 miHioa

4o4R6-RBHS-SeniofViG6^haneellef4eaAeademioAffaiFS-and Research, or designaershall have be-the

15
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$15,000 one-time-lump-sum-gaymeat-apen-funding-of-gfants-wlth-aBBual

$35,000 one-time-lump-sum-payment-upon-fundlng-of-grants-with-annual

directs-of-greater than $B million

hr—Training—and—edusational grants-that-are 2 years or more-in-the-annual 
G6st-s-listed-below-(6ne-tiffle-paymente);

$10,OQQ-eae-time-iurop~sum-payment-upen-funding-eM4lH-T32 or-K42 
grants

$10,008—one-time—lump—sum—payment....upon—funding—at

scenarios—(fer-these training and edueattenai-gfants) if the funded

$40iOQO-tump-8um-payment-if4he-fuHded-grant-is-$50OTOO0-er-more-ln
directs

direets

calculating retirement plan benefit contributions.

iF-VRSr

:
16
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T

T

T

T

€ffort-an4-SenohmaFk-StandaFd^

b.
the nogotiatioRs-umt member's compeftsatieft-ffiust be adluste^or-F-T^-and/or-r-FTST

i
T

T

ch—geGen^-the benchmark compensation, adjnsted-for-raak-and-apeoialtyr-foMhat 
negotiatiens-unik-member at the-481{1-pefeeRtile4&-$200;09&r-Adjusting-that^gufe-fer !

T

L*J

(Q.8*0.6*$180?QQ0)v

T

T

plan benefit contributions-

IV. Out of Cycle Increments

:

;
17
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productivity^
2.-..Out-of-oyole-inorements-may-be-in-arty-amounb

4—There-shall-be an altemative-proGedure-feF-6ut-of-GyGle-inGreases7-At-any~regularly- 
SGheduled-meeting-ofthe-departmental-faGultyriibFarians-Gr-the-Schoolof-Nursing-faGultyr 
tbe-mattenroay-be-added-to-tho-agenda by the usuakprocessi -NomiRatiens-fe^out-of-oyole I

!

GUffieulunwitae-and-adetter-obevaluatiQB-in-suppoFt-of-the neminatienMbthe-depaftment

written-by-another-faGUlty-member-in-the-dopaFtment-mustbeprGvidedT

deoisieBS-of-the-SeBier-Vioe-Pfesident-ferAoadeffli&Affairs-as-toawardfflg-e^not awarding
grievable. the Senior-Vi6e-President-fer-Aoademi&Affairs-shall-notify-the-AAUP-of-ali-out-

The following process shall apply for Out-of-Cycle Increases effective July 1, 2021:

A. The University may, at its discretion, increase the salary of a member or members of the 
negotiations unit, as a one-time payment§-for only that year or as an increase to ABS or 
Supplement to provide immediate recognition for an unusual professional achievement, 
accomplishments and/or productivity, jor in response to market conditions in a particular 
discipline pLsabdjsciplipp at peer institutions. The Dean or University Librarian shall submit 
each nomination to the Senior Executive! Vice President for Academic Affairs, or designee, 
with a curriculum vitae and letter of recommendation. The decisions of the Senior jExeCutiy^ 
Vice President for Academic Affairs, or designee, as to awarding or not awarding an out-of
cycle increase and the amount of such increase shall be final and non-!grievabIe|.________

.1..... jThe Unlversity-may-inGrease-the-Galary-ef-a memberoHbembers-of-the-negotiatlons-unit 
In-orden-to-make-equity-adjustment-based-GB-faGtoFs-GUGh as extemat-market-salary
han^hmarl/o...uiilhln ralatront _marl/afe...(Ka faanlln .marviKar'e iartiu!/lMal_kanalimar(rinn

i
Commented [A28]: Our understanding is that the same Pay 
Equity Process \sill apply to all our faculty. We reject leave any 
group of faculty our of this process.

aGhievefflentSrand-ethef-fetevaBt-aGGeroplisbfflenterGempared-to-relevant-peers and-with 
the-resegnitien that Rutgere-prehibits-disefiminatien-based-on any legally-protected
a!aeaifiaat!aBe__ tnnliiitina hi it_nat_limitart -ta aaartar_nnr) rnno..... "Dalawaat aaaren maw

Commented [A29]: Important that we have the same process as AAUP-AFT

«-The-Gne-time-paymenU>ption-6hal|.6unset-en-Juty-31T-2Q22r
18

;
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--------- befinitions

negetiations-unit-whe-files a-request-fen-a-pay-equily-adjustment-pufsuant-te

!
jAgreementr-working-days-shall-net-lR6lude-University-helidaye-and-GlGsings

identified-en-the-University^s-posted-heliday-and-Giesing-sGheduler

-Tlie-proeess-for-deeidlng-pay-equity^applioatten^.....................................................
Commented [A31]; The proposed modifications to the process 
are primarily twofold. First, since the critical element of a pay 
equity application is the identification of appropriate comparators, 
the changes aro designed to ensure that the Dean and the applicant 
have sufficient information to make informed decisions about 
comparators. Second, CS has shown no capacity to conduct any 
meaningful analysis of comparators. Rather, presumably CS 
performs the purely ministerial function of applying the regression 
coefficients to the salaries of the comparators identified by the Dean 
to calculate the “explainable" (we use the term “adjusted") pay gap. 
Wc have therefore modified the process to more accurately reflect 
the actual role of CS. We also make the application of the 
regression discretionary._________________________

request-wilh-supporting-doGumentation-to-the-Dean-and-to.Gompensatien

feGemmendatiQns-fof-eaGh-faGulty-request-fer pay equity-adjustment?

6hall-submii-to-GS-and-tQ-the4aGUlty-requestor-written-Gomfflents-in-response-t9

detail the baste-UBen-whleh-the-Bean-eltheF-a66eBted-oR-releeted-the 
eeroaarators Identified-bv-the-faewltv membetyas-weH-as-tbe-baslMor-tbe
Dean^s-seleGtion-of-comparators-not-identified-bv-the-fauItv-friembeiy-Gg
aRdfeMhe-Bean-fflay-seBsult-wlth-tha-6han6ellers-wittwegard te-the pay equity

the basis of-whethepdaeultv-members are performing substantlallv-simila?

net-on-the-basis ohwbethef-a-oetentlal-eemBafatef-wtiHower-the-Bav-flaB 
between-the-faGultv-feauestQGend-the-compafateHiooh

------ Within-ten-flOl-daye-ffem-feeeipt-ef-the-Deatfs-eemnnente-to-GS^lhe-taeulty
requester-may-submit-a-respense-to-the-DeanVeemments to-GS and-te-the 
Gearh—WitbiBr-40-dav&-et-f6eeiBt of the faeultv-membeds-fesBenser-the

en-eemBaratofSi

i2-4n-academiG-vears-2O24-2Q22-and-2Q22-2023 all-feau&sts-filed-from-OGtober—h-2021

in-seetion-B-

19
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sttpperting-i

adiustedw-eav-qaB-bv-utitfeinn the comoaraterhs-seleGted-hv-the-Baao-and 
mav-aeplv-the coefficients- aeneratert-bv-tho-reorossion-modoi-to-tha 
ssmBafator-B&eMdeatiHed-bv-the-Qean,-44

salary caloulatlorr-revlew-and-the-baste-for the resulls-in-writing-to the faculty

member-mav be entitled-te-reeommends an-equitv-ad'Mstmenh-il-shatl-sBeeWv

n—tr—i

tL

eommente-todhe-Chaneellor-may challenge-the applieatien of the-regressten

a* in

Gat&utationd1
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;
A Salary Equity Review-Committee (SERC) shalhbe-establishea-fef-eufpeses eCadvising-the-GhanGellors-prior-to-the-issuanGe-of-a-GhanGellor-level-ldeGisio^T

Commented [A32]: Paragraphs d and c belownre from the 
SEAC part of the Agreement.

0r

ehaneeller-led-unih—Qne-pefsen-ffQm-eaGh-group-will-be-setested-te 
6erve-aa-Go-Ghair6 of-the-SERGj

4nlttally-twomember&-seleGted-{rom-the-AAUP-AR'-list-and-tws-membefs 
6el66ted-ffOOT-th6-Unwersity-list-shall43e-appointed-for4eur-(4)-year-terms 
and-ene-membef-eeleeted-tfom-the AAUP-AFT-list-and-one-member

br-

:

UiereaftefTall-membefs-seleeted-bythe-AAUP-AR'-and-by-the-Ufiivefsity
6hall-be-appeinted-for-fGUF{4)-yeaF-tefmST

empteyees-of-the-University;

th-------Any-member-of-the-SERGwhowas-direGtly-involved-itvprepafing-a-faGulty
requesteAs-pay-equily-applisation-or-appeal-oewho-partiGipated-in-the
■■Awlniii r\( tUo fnmillvi ramioolnr'o romiaol onrirliir'trtrl K** lUa Hoon OO nr

fa6ulty-requestods-appeal-and-shali-net-pafti6ipate-4rt-bis6usslons-wlth

feeemmendatien—preeess. If a SEAC member is reettsed from

the-feoused-fnembeF-was-OHginally-ohosen-bydhe-Univefsity,- orthe Union

shall-determine-whether-a-Gontliet-ot-interest exists with respest-to-any

21
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Ghaneeller shall issue a deeision-based-on-his/heiH^eview of the record without

flle-ffem-the-Ghaneellefr

supporting documentation, the Dean’s written comments-in-response-to-the
______t:___ l‘.____ f-'r'i,.___ i____ ________i____ t — ii______ ____  j_i.!___ _____ i it___e________.u..

requestortscomments-and-the-d&aB^s-eemments-ln-resBonse-to-the-feeultY

may-Fepuestr-threugfvthe-GhancellorT-GlafifiGation-oMhe-Infoffnatien-provided-te

i

does not-have-juftedietien-to-deoide-alleged-vielatioB&-oMhe-GNA-that do net

i

oomparatefSr

feMlling-an-appeal-to*the-£VPAAi

22
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requestOFVpay-equity-adjustmentSr

dens

if-!he-appeal-i&-sustaiaed, In whole or in part, the EVFAA shall-remand
il.___ ___m. iu. ___ _____...jtu {___ru- m ;r» a a

desisted

d........ lf-an
el

i

Dt------Funding of Pay-Equity-lnereases;

applicabtei the EVPAA;

E. —..The Use ohthe Regression-Model

23

00182



4-24-23 University Response to 4-21-2023 Union Counter to April 20, 2023 University to Union 
April 20, 2023 11:05 a.m. Union Counter

Most recent University changes shown in gray shading. 
Most recent Union changes shown in pink shading

departments in the sohools-of-arts-and-seienees-m-Camdenr-Newark-and

pay equity applieation-and of its assessment-ae-te-whether-a-faeulty-membeCs 
salary is equitable based on-apprepplate-Gompafators-and-pursuant-to-ttie-terms

disclosed to the Unisn-and-that the regression model-and-its-appliGatien shall-be

acknowledge that-a-new-data-set-te^-un-and-new-eeeflioients-are calculated
eadvaeademie-veaiv-The-ynivefsitv-srtaH-BrQvrde-the new data-set-and-the

j

P<-~----Universiiy-s-Qngsing Commitment-to-thePeYelopment-ofthePay-Equity-Process

will be

with-respeGt-ta-pay-epuityUssuesr-inGluding guidelin&s-fei^starting-salaf-ies-ancl

3;------The Offices of the EVPAAp
members, ■ one-designated-fey-the-AAUP-AFT and-ene-designated by the

24

00183



4-24-23 University Response to 4-21-2023 Union Counter to April 20, 2023 University to Union 
April 20, 2023 11:05 a.m. Union Counter

Most recent University' changes shown in gray shading. 
Most recent Union changes shown in pink shading

SVPE-j-and the Offiee-of the SVPHR may also review-and-analyze-pay-equity

reporting on the pay equity-proeesfe

one course release to servedR-a-soneultant-capaelty-to-the-Qlfiees-of-the-EVfWyr

4i-------Annual-Report

!

;
:

ctisll Include:

;

-The-
applieantshand

eempensationdneguitiesr

&r

the AAUP-AFT in wfitin§-Gf-the-nam8rfank, and current-and-adjusled-salaries-of-eaGh

25

00184



i

4-24-23 University Response to 4-21-2023 Union Counter to April 20, 2023 University to Union 
April 20,2023 11:05 a.m. Union Counter

Most recent University changes shown in gray shading. 
Most recent Union changes shown in pink shading

!individuat-fep-whem-afHncreaserts to be made?

4. -During the effective term of this-Agreement7-!outi-of-Gycl&-oalaty:7adjustniente - Commented [A33]! Language which is tn the AAUP-AFT 
agreement. We want to bo consistent. _____________

the4Jnlversity-dlscretionrshall-be-8ubJeGt-t&megotlatiomwlth the AAUP-AFT.

5. -The-University-shalt-net-lmplement-any-salaFy-adjustment-until-46-workingdays

... - - {commented [A34]: I1, iv,tli-~\ .'U iv •

provided-fonin-other-Parts-of-tbis-Artiele?

7. -Qut-of-Gyele-inorements-roay-be-in-any-amounb

B. The University may increase the salary of a member or members of the negotiations unit 
in order to make equity adjustment based on factors such as external market salary 
benchmarks within relevant markets, the faculty member’s individual benchmarking 
information, including, but not limited to, teaching, service, research achievements, and 
as applicable, clinical effort or other criteria applicable to extension, library, or clinical 
faculty, and other relevant accomplishments, compared to relevant peers and with the 
recognition that Rutgers prohibits discrimination based on any legally protected 
classifications, including, but not limited to, gender and race. "Relevant peers” may 
include faculty at other Rutgers [campuses'.................................................................... • - {commented [A35]: But see, footnote T^pvhcn renumbered) )

[Definitions! Commented [A36]: From this point to new section E Is new 
language agreed upon by the parties o April 26,2023, which is not 
all marked in green or yellow highlight. Comments from the April 
26,2023 proposal liave been included.__________________The following definitions apply to all parts of this pay equity process:

"Faculty requestor" or "faculty member" is a member of the AAUP-AFT 
negotiations unit who files a request for a pay equity adjustment pursuant to 
Article 8, Part 5, Section B of the CNA.

("Day” or "Days" as used in this MOA means working days. For purposes of this 
Agreement, working days shall not include University holidays and closings 
identified on the University’s posted holiday and closing schedule. |....................

1.

2.

Commented [A37]: In subsequent years, the University will 
provide a calendar with specific dates.

The process for deciding pay equity applications.

A faculty member requesting a pay equity adjustment shall submit a written 
request with supporting documentation to the Dean and to Compensation 
Services (CS). Faculty members shall be eligible to submit a request for a pay

1.
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equity adjustment during the window between January 1 and February 28 of each 
academic year.15

Within thirty (30) days of February 28, in the given academic year, the Dean shall 
submit to CS and to the faculty requestor written comments in response to the 
faculty member’s request. The Dean’s written comments shall explain the basis 
upon which the Dean either accepted or rejected the comparators identified by 
the faculty member, as well as the basis for the Dean's selection of comparators 
not identified by the faculty member. CS and/or the Dean may consult with the 
chancellors with regard to the pay equity process. The Dean and the Chancellor;
shall BBBHMBBBBBBBBBBHBMBflcomDarators* on the basis of whether faculty!..... .. - - j commented [A38]s The univereity proposes this ianSuage with
members are performing work that is comparable, taking into consideration the ' ■*>e undentandins that there may be circumstances where there are 
respective teaching, service, research achievements, and, as applicable, clinical 
effort or, other criteria applicable to extension, library, or clinical faculty.1!

Within ten (10) days from the expiration of the thirty (30) day period set forth 
above in (B)(2), the faculty requestor may submit a response to the Dean’s 
comments to CS and to the Dean. Within, twenty (20) days from the expiration 
of the 10 day period set forth in this paragraph, the Dean shall submit to CS and 
the faculty member a reply to the issues raised by the faculty member.

iCS shall calculate the explainable pay gap by utilizing the comparators selected 
|jy the Dean and may apply the coefficients generated by the regression model 
fo the comparator pool identified by the Deanj

Within ninety (90) days from the expiration of the twenty (20) day period set forth 
above in (B)(3) for submission of the Dean’s reply to the faculty member’s 
comments (or ninety (90) days from the expiration of the ten (10) day period set 
forth above in (B)(3) if no response is submitted by the faculty member) in 
response to a request for a pay equity adjustment by a faculty member, UHR and 
the Dean shall confer, and make a salary recommendation and communicate the 
results of their salary recommendation in writing to the faculty member, the 
Union, and the respective Chancellor. If the regression is utilized, UHR and the 
Dean will consider the manner in which each component of the regression affects 
predicted pay of the faculty requestor and apply any appropriate necessary 
qualitative considerations to achieve an equitable result. If CS and the Dean 
recommend an equity adjustment, they shall specify the recommended amount 
of the compensation increase. Alternatively, if an application Is not supported by 
the Dean, CS shall provide notification that the Dean has not supported the

2.

)

no appropriate comparators

3.

!

4.

5.

15 In academic years 2021-2022 and 2022-2023 all requests filed from October 1, 2021 through February 
28, 2023 shall be processed in accordance with the procedure set forth in section B.

16 Appropriate comparators for a faculty member allocated any cFTE may take into consideration the 
differences in compensation components, specifically the FVS component, applicable to those faculty 
members.

5
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application (for the reasons provided to the requestor by the Dean for not 
supporting the application) ("confirmation of non-support").

CS shall transmit to the faculty requestor the following information: (a) the 
comparators, if applicable, selected by the Dean to develop the salary 
recommendation pursuant to the criteria set forth in Article VIII(Part Five)(B) of 
the CNA; (b) the regression, if utilized, for the requestor, including the allocation 
of components used in the adjustment, and the residual difference, the detailed 
regression results, including the regression coefficients and the impact of the pay 
relevant variables, if requested by the faculty member; (c) qualitative 
considerations material to the determination for an adjustment, if any; and (d) if 
a salary adjustment is recommended, the amount of any recommended salary 
increase.

6.

Faculty requestors shall have thirty (30) days from receipt of the salary 
recommendation from CS and the Dean or confirmation of the Dean's non-support 
from CS to forward comments to the Chancellor. Faculty members' comments to 
the Chancellor may challenge the application of the regression equation to the 
particular requestor but not the use of regression analysis; faculty members also 
may challenge other methodologies used by CS or Deans to calculate the 
requestor’s pay equity adjustment. No faculty requestor shall contact CS or the 
Dean with respect to the salary recommendation of CS and the Dean. All 
comments by faculty requestors must follow the exclusive process provided for in 
this Settlement Agreement. Salary recommendations or confirmations of non
support shall be provided to the AAUP-AFT.

7.

A Salary Equity Review Committee (SERC) shall be established for purposes 
of advising the Chancellors prior to the issuance of a Chancellor level decision.

jThe SERC shall be comprised of eight members. The Union and the 
University each will select four members, all of whom shall be faculty 
members or faculty administrator employees. In so doing, the parties 
agree that there must be at least two representatives for each chancellor- 
led unit. One person from each group will be selected to serve as Co
Chairs of the SERC. With the exception of faculty members from RBHS, 
committee members shall be tenured. |.....................................................

Initially two members selected from the AAUP-AFT list and two members 
selected from the University list shall be appointed for four (4) year terms 
and one member selected from the AAUP-AFT list and one member 
selected from the University list shall be appointed to two (2) year terms. 
Thereafter, all members selected by the AAUP-AFT and by the University 
shall be appointed for four (4) year terms.

All members of the SERC shall be full-time faculty or faculty administrator 
employees of the University.

8.

a.

- Commented [A39]S The parties will discuss, during theFVS 
rcopcncr for RWJMS clinical faculty, amendments to this process 
necessitated by the implementation of the FVS._____________b.

c.
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Any member of the SERC who was directly involved in preparing a faculty 
requestor's pay equity application or appeal or who participated in the 
review of the faculty requestor's request conducted by the Dean, CS, or 
the Chancellor shall recuse themself from any review by the SERC of the 
faculty requestor's appeal and shall not participate in discussions with 
other Committee members or otherwise influence the SERC- 
recommendation process. If a SERC member is recused from 
deliberations, an alternate member shall be selected by the University if 
the recused member was originally chosen by the University, or the Union 
if the recused member was originally chosen by the Union.

d.

SERC members shall avoid conflicts of interests, actual or reasonably 
perceived, in the discharge of their SERC duties. The SERC Co-Chairs 
shall determine whether a conflict of interest exists with respect to any 
SERC member, including the Co-Chairs. If a conflict of interest is 
deemed to exist by the Co-Chairs, the SERC member shall recuse 
themselves from any review by the SERC of the faculty member's appeal 
and not participate in discussions with other Committee members or 
otherwise influence the SERC recommendation process.

e.

Within ten (10) days following the expiration of the thirty (30) day period set forth 
above in (B)(7) for forwarding comments to the Chancellor by a faculty requestor, 
in response to the salary recommendation of CS and the Dean, the Chancellor 
shall transfer the entire file to the SERC. If a faculty requestor does not submit 
comments to the salary recommendation of CS and the Dean, the Chancellor 
shall issue a decision based on his/her review of the record without referring the 
file to the SERC within the time period set forth in paragraph (B)(13) below.

The SERC shall meet to review the file within thirty (30) days from receipt of the 
file from the Chancellor.

The SERC shall only review the faculty requestor's pay equity application and 
supporting documentation, the Dean's written comments in response to the 
application, the salary recommendation, he faculty requestor’s comments, and 
the Dean's comments in response to the faculty requestor’s comments. The 
SERC (but not individual members of the SERC) may request, through the 
Chancellor, clarification of the information provided to the SERC from the faculty 
member, Dean, or CS. The SERC will provide a written summary of its 
deliberations to the Chancellor reflecting the SERC’s views. The written summary 
of deliberations from the SERC shall address all issues raised In the faculty 
member's comments, including, but not limited to, CS's reliance on comparators 
changed/selected by the Dean. The SERC does not have Jurisdiction to decide 
alleged violations of the CNA that do not arise under this Settlement Agreement 
or Part Five of Article 8.

9.

10.

11.
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12, Within ten (10) days of the expiration of the thirty (30) day period set forth above 
in (B)(10) for its meeting to take place, the SERC shall forward a summary of its 
deliberations to the Chancellor.

The Chancellor shall have forty (40) days, from the expiration of the thirty (30) 
day period set forth above in (B)(12) for SERC to forward Its summary of 
deliberations, to issue a decision and shall forward their decision to the faculty 
requestor, the AAUP-AFT, and the SERC, along with the summary of 
deliberations prepared by the SERC. The Chancellor’s decision shall set forth 
the basis for accepting, rejecting, or modifying (upward or downward) the salary 
recommendation of CS and the Dean. If the faculty member challenges the 
Dean's change in or selection of comparators, the Chancellor’s decision shall set 
forth the reasons for either accepting or rejecting the changedfseiected 
comparators.

13.

14. All pay equity adjustments shall be retroactive to the date the faculty requestor 
submitted a pay equity application to CS. If the faculty requestor does not file 
an appeal following this process and a salary adjustment has been 
recommended, no such adjustment will be paid prior to the expiration of the time 
for filing an appeal to the Executive Vice President for Academic Affairs.

15. The faculty member may appeal a decision of the Chancellor to the Executive 
Vice President for Academic Affairs (EVPAA).

A faculty member shall have twenty (20) days from the expiration of the 
forty (40) day period set forth above in (B)(13) to submit an appeal to the 
EVPAA. The faculty member shall complete a Salary Equity Appeal Form 
and submit it via emaii to evpaasalaryequityappeal@rutgers.edu within 
such time, A link to the form shall be provided in the Chancellor's 
determination letter. Along with the Appeal Form, the faculty member may 
submit supporting documents and information. Faculty members 
appealing Chancellor decisions may challenge the application of the 
regression equations to the particular requestor but not the use of 
regression analysis; faculty members also may challenge other 
methodologies used by CS, Deans or Chancellors to calculate the 
requestor's pay equity adjustments.

a.

In reviewing the appeal, the EVPAA shall consider the faculty requestor’s 
pay equity application and supporting documentation, the Dean’s written 
comments in response to the application, the salary recommendation, the 
SERC’s written summary of deliberations, the Chancellor’s decision, and 
the faculty requestor's appeal submission.

b.

Within thirty (30) days following the expiration of the twenty (20) day 
period set forth above in (B)(15)(a), the EVPAA shall make a

c.
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determination sustaining or denying the appeal. If the appeal is sustained, 
In whole or in part, the EVPAA shall remand the appeal to the Chancellor 
with instructions. The EVPAA shall inform the faculty requestor In writing 
of such determination via email, copying the AAUP-AFT. The EVPAA’s 
decision shall set forth the reasons for the decision.

i

If the EVPAA remands the appeal to the Chancellor, the Chancellor shall 
follow the EVPAA’s instructions and issue and deliver a new decision 
within forty (40) days of the expiration of the twenty (20) day period set 
forth above in (B)(15)(c). The decision shall be forwarded to the faculty 
requestor and the EVPAA.

d.
i
i

If an appeal results in a change to the salary recommendation, such 
change will be processed retroactive to the date of the original pay equity 
application submitted by the faculty requestor to CS.

The decision of the EVPAA shall not be grievable. However, a faculty requestor 
and/or the Union is not precluded from filing an Article 9 grievance based on an 
alleged violation of Article 4 of this Agreement following the final decision of the 
EVPAA. The time for filing a grievance under Article 4 shall begin to run upon 
receipt of the decision of the EVPAA, or if the case is remanded to the Chancellor, 
from the date of receipt of the Chancellor's decision on remand. Other grievances 
alleging procedural violations of section B of Part Five of this Article shall be filed 
in accordance with Article 9.

Funding of Pay Equity Increases:.......................... ........... ............................................

The University commits to funding pay equity increases approved by the Chancellor, or if 
applicable, the EVPAA.

e.

16. i

!4. __ ' Commented [A40]: Sections C to I in this document appeared as
sections D to J in the April 26,2023 University proposal. The 
sections were re-lettered as C to I since there was no section C in the 
April 26,2023 proposal._____________________________

D. The Use of the Regression Model

1. The University agrees to exclude campus as a factor from the regression model.

UHR will share detailed regression results, as requested or deemed necessary, 
including the regression coefficients, and impact of the pay relevant variables, 
when conferring with the deans regarding salary recommendations.

2.

It is understood that the regression analysis is just one component of a 
comprehensive evaluation of the requestor's pay equity application. The most 
significant driver of determining whether a faculty member’s salary is equitable 
shall be the qualitative assessment of teaching, service, research, and as 
applicable, clinical effort or other criteria applicable to extension, library, or 
clinical faculty, pursuant to the terms of this Article.

3.

i
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4. The parties agree that the application of the regression model used to calculate 
the explainable pay gap for pay equity applications shall be fully disclosed to the 
Union and that the regression model and its application shall be fully transparent. 
The University has provided and shall continue to provide to the Union the 
following: (a) the programming code used to clean the data and create the data 
sets used to estimate the regression model(s); (b) copies of the data set(s) used 
to estimate the regression model(s); and (c) final printouts of the estimated 
regression model(s) used to adjust salaries. The University will disclose any 
changes in the specification of the regression model(s), the data sets, or 
definitions of variables used in the regression model(s). The parties 
acknowledge that a new data set is run and new coefficients are calculated each 
academic year. The University shall provide the new data set and the new 
coefficients to the Union prior to November 15th each year.

University’s Ongoing Commitment to the Development of the Pay Equity Process

The University agrees that the oversight and implementation of the pay equity 
program negotiated between the AAUP-AFT and the University will be 
coordinated by the Office of the EVPAA, in conjunction with the Office of the 
Senior Vice President for Equity ("SVPE”) and the Office of the Senior Vice 
President for Human Resources (“SVPHR”).

E.

1.

The Offices of the EVPAA, SVPE, and the SVPHR will be responsible for the 
development of training and mentoring materials for faculty and management 
with respect to pay equity issues, including guidelines for starting salaries and 
out-of-cycle increases to facilitate compliance with the law and applicable 
collective negotiations agreement.
The Offices of the EVPAA, SVPE, and the SVPHR shall consult with two faculty 
members, one designated by the AAUP-AFT and one designated by the 
University for a two-year appointment, with expertise in the area of pay equity 
and compensation (faculty experts), with respect to (a) the development of 
training and mentoring materials for faculty and management with respect to pay 
equity issues; and (b) the evaluation of the pay equity program and areas for 
improvement in the negotiated pay equity process. In evaluating the pay equity 
program, the faculty experts, in consultation with the Offices of the EVPAA, 
SVPE, and the Office of the SVPHR may also review and analyze pay equity 
data to assist in the development of a methodology for properly analyzing and 
reporting on the pay equity process. The initial faculty expert appointed by the 
AAUP-AFT shall be given a one-time, one course release to serve in a consultant 
capacity to the Offices of the EVPAA, SVPE, and the Office of the SVPHR in the 
commencement of the tasks described in this paragraph.

Annual Report

An Annual Report on Pay Equity will be issued jointly by the Offices of the 
SVPHR, SVPE, and the EVPAA to the University President, the University

2.

3.

;

:4.
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Sonata, and the Board of Governors. The Report shall be a public record and 
posted on the University website. Prior to its Issuance, the Report shall be 
transmitted to the SERC and the recommendations of the SERC as to the content 
of the Report shall be considered by the University. The contents of the report 
shall include:

The number of pay equity applications received pursuant to the process 
described In this agreement and the collective negotiations agreement;

a.

The number of those applications that resulted in pay equity adjustments;

The average percent increase in the faculty requestors’ salary for all 
applicants; and

Following consultation with the SERC and the two faculty experts, 
recommendations for modifications to the pay equity review process.

A comprehensive analysis of the impact of the pay equity program on 
compensation inequities.

Conference on Pay Equity

The University, in coordination with the Committee on Diversity, Race and 
Gender and the SERC, shall facilitate a national conference, hosted jointly by the 
AAUP-AFT and the University on “Meeting the Challenge of Pay Equity in Higher 
Education." The conference will be held during the 2023-2024 academic year. 
The costs of the conference shall be borne by the University.

When the University has determined to make an out-of-cycle salary increase, it shall 
inform the AAUP-AFT in writing of the name, rank, and current and adjusted salaries of 
each individual for whom an increase is to be made.

During the effective term of this Agreement, all out-of-cycle salary adjustments to an 
individual recipient, beyond the first, which is at University discretion under section A. 
above, shall be subject to negotiation with the AAUP-AFT.

The University shall not implement any salary adjustment until 15 working days after it has 
Informed the AAUP-AFT of its determination, as specified above, or until such time as the 
AAUP-AFT and the University have agreed in writing that the requirements of this Article 
have been fulfilled, whichever is sooner.

Out-of-Cycle increases are in addition to, and not Inclusive of, other salary increases 
provided for in other Parts of this Article.

b.

c.

d.

e.

5.

F.

G.

H.

I.

V. Other Salary Adjustments

A. Promotions
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When an individual faculty unit member is promoted from one rank to another, the 
individual's ABS shall be adjusted to the CABS of the promotional rank or 10% above the 
individual's current ABS, whichever is greater.

B. Salary Matching

The University may, at its discretion, increase the salary of an individual member of the 
negotiations unit in response to a bona fide outside offer of employment. The University 
shall submit its determination to offer such an increase in writing to the AAUP-AFT 
Assoeiatiert with a copy of the outside offer, a copy of the faculty unit member's curriculum 
vitae, and the current and proposed salary.

C. Compensation for Additional Services
The University may pay additional compensation to individual members of the negotiations 
unit for bona fide services which are substantially over and above those normally assigned 
to individual members of the negotiations unit. It is not intended that such additional 
compensation be: (1) a substitute for negotiated across the board increases or merit 
increases; (2) funded with monies budgeted by the University for across the board 
increases or merit increases; (3) paid for meritorious services or to match outside salary 
offers. Accepting @ Mill temporary in nature ftess than a ybari
and id voluntary and the member shall be informed that there is no negative 

’employment consequence to the member for refusing additional work.” This-provisiori
gj'jjpjjj apply ■ fA 'tkft fAni iltii' ' rt jontliirt Ar 'n/iUftrit nn>A WiMVinAnAnt rtV Anl/tnf - ai1 tri

!

!!

i8-unit*
respensibllitieSrthe-DeaivwUl-follow-the-requirements-of-SeGtion-V.C^ [below}

Commented [A41]{ I don’t understand this insertion. We do not 
know what “continuing responsibilities” are nor do we want to 
conflate them with the assignment of voluntary additional work.In order for the University to pay additional compensation to members of the negotiations 

unit pursuant to this provision, the departmental Chairperson, the library director, or the 
assistant or associate dean shall make a proposal to the Dean of the school or the 
University Librarian. The proposal shall include the following information:

1. The justification for additional compensation, demonstrating that it is being paid for 
bona fide additional services which are substantially over and above those normally 
assigned to individual members of the negotiations unit; .

Commented [A42]; •'M

• IT
j’c.' !v.'Jr.

2. The amount of the additional compensation and the time for which the 
compensation is proposed. If the additional compensation is for continuing

17 Compensation for Additional Services may also be provided to compensate for the placement of a 
negotiations unit member into an additional role above and beyond the individual’s faculty rote but which 
does not remove that individual from the negotiations unit and which may not be temporary In nature.

EommuBnmWimeKminmmMiiefaSmmaamMm&MM The compensation for additional services for 
placement in that role will be set, reduced to writing, and added to the academic base salary. When the 
negotiations unit member no longer holds the role, that compensation for additional services, including any 
annual adjustments, will be removed from the faculty member’s compensation effective the date the 
individual is removed from that role.
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responsibilities, the Dean must consider a proposal for additional compensation for 
each academic year in which it will be paid; and

3. The source of funds.
I

If the Dean approves the proposal to pay additional compensation pursuant to this 
provision, he/she shall forward the proposal to the Executive Vice President for 
Academic Affairs with any additional information that the Dean feels is appropriate. 
The Executive Vice President shall review the proposal and approve or disapprove it. 
If the proposal is approved, the Executive Vice President shall forward it to the 
Association along with notice that it has been approved. If the Executive Vice 
President has reasons for approval of the proposal in addition to those contained in 
the original proposal or substitutes his/her own reasons, the Executive Vice President 
shall make such additional or substituted reasons known to the Association in writing.

The decision of a Chair, library director, or assistant or associate dean not to propose 
a member of the negotiations unit for additional compensation pursuant to this 
paragraph or of the Dean or Executive Vice President for Academic Affairs to deny a 
request for such additional compensation shall be final and shall not be grievable 
under this Agreement. The decision of the Executive Vice President for Academic 
Affairs to approve a proposal to pay additional compensation pursuant to this 
provision may be grieved only by the Association, not by individual members of the 
bargaining unit.

I

D. Additional Compensation for EMR Training and/or additional EMR work/Calls

jAtt-unit-fnemkere-that-attend-mandatory-SMR training-shall-reoetve-eempensation 
at an hourty-olinioal rate Gonsistent-with-any-RWJBH -physician.In the same

eempensatlon-of-any-nnit member when appiylng-wRYUs-feenahmark-ennny-othef 
metri^l................................................ .......................................................................

jNdMS-Fasulty—in-the—Oepartment-of-Anesthesiolegy—wbe-partl&ipate-in-non-

{ Commented [A43]i We \Uihdrawn our proposal for this.

Commented [A44]: This should be moved to a reopencrwithFVS

Commented [A45R441?

E. Determination of Salaries for Administrators Who Return to the Faculty
When an administrator returns to the faculty and becomes a unit member, the unit 
member’s salary shall be based upon the following criteria: quality of administrative 
performance; length of service (including length of service at the University); consideration

Commented [A46]: Hie Union is confirming that NJMS 
Anesthesiology will be part of the FVS rcopener for RWJMS departments._____________________________ '
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;
of the increase or diminution of responsibilities that will result from the transfer; and any 
other special circumstances. Such determination may be grieved as a Category 2 
grievance under Article V.

In instances where a faculty member received a pre-determined amount in writing for 
assuming the duties of an administrator, upon return to the faculty, the faculty member 
shall relinquish an amount which is equivalent to all or part of that pre-determined amount 
upon his/her return to the faculty. The provisions of the above paragraph shall not apply.

VI. Fully Variable Supplement - NJMS negotiations unit members participating in University 
Physician Associates of New Jersey, Inc.fUPA")

A. Pursuant to the agreement between the University and University Physician Associates of 
New Jersey, Inc. (“UPA’'), the variable pay arrangement for NJMS Clinical faculty 
members jwf ceased to exist upon ratification of the parties’ collective negotiations 
agreement of the term July 1.2018 to July 31.2022.this-agreement-bv-AAUP-AF-Tr-with 
effeGtive-date-of-July-V2G2&: Any variable payments for date of service after June 30,
2020 are subject to adjustment consistent with the terms of this Section VI.

B. NJMS Clinical Faculty shall receive 100% of their variable pay (as described in _____________________________
subparagraphs C through J below) for a period jof 6 months j^yeafs their last date.....---{ commented [A47]: university agreed to 6 motnhs
Af am a)ai>mnnt uittVi (ha I IniirAfaltii Aaaarriinalu •'toil noumanto" oo nrairiAiialw nrowirto/t !
fGF-under-theUPA-agreement-will-no-lengeF-appiy-te-GelleGtierts-related-to-date-Qf-serviGe

eellectiens-reeeivedTn-JulyjJn that same year. In order to receive this payment, the faculty 
member must give at least three months' notice prior to the last date of employment with 
the University.

------------------------------------------- Mach NJMS Clinical faculty member shall be paid a
FVS that is calculated based on the net collections'^ djrecfiy resulting[from the .personal[ . 
delivery of clinical services by that faculty member, including the department’s shared 
collections, based on the personal delivery of clinical services by clinical faculty in the 
department. Any sharing of collections in effect by departments, divisions or groups on 
May 1, 2020 will continue utilizing the same percentages for distribution in effect on May 
1,2020. The distribution of these shared collections shall be subject to the deductions in
paragraph D below and based on department formulas in effect on May 1,2020,lunless a ____________________________________
subsequent change was made to the formulaj.19 The elimination, change or creation of....... | commented tA49]: ot ir see the department, rued footnote

with which ones they are. See proposed footnote._____________

c.
Commented [A48]S Why are all tho footnotes struck? They are 
essential to understanding thesection ____

is “Net collections” is defined as the gross amount of clinical revenues collected, adjusted for refunds, 
reversals, recoupments and other payer adjustments.
19 The-University-shall- ;provlde-the-Unlon-mformation-conGerning-which
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faring arrangements for sharing of collections in departments, divisions, or groups 
must be presented by the faculty or Chair to the Dean for approval; implementation will 
not occur unless approved by the Dean and after a 60% majority vote of eligible faculty in 
pool.20

D. Notwithstanding any other provision of this Section VI, the following deductions shall be 
paid out of net collections:

i

new

1. 10% deduction to support the NJMS Dean's Fund unless the 3% additional Dean’s 
taxes are already taken out in voluntary contributions (in which case it will not be 
double counted),

2. 7% deduction to support the NJMS Department through which the services were 
provided by that faculty member,

3. 3% deduction for professional liability coverage for the NJMS clinical faculty,
4. 6.5% deduction21 to support NJMS collections, revenue cycle, and administrative 

functions (adjusted to reflect actual charges) (currently provided by Barnabas Health, 
Inc. d/b/a RWJBH Corporate Services, Inc. pursuant to a Practice Services Agreement 
effective July 1,2020), and

5. 8.5% deduction (adjusted to reflect actual charges) to reflect billing services provided 
to the University or its designated vendor (currently provided by Change Health).

i

i
i

E. In addition to the above deductions, there may be an additional deduction from collections 
to support departmental activities. This is the voluntary departmental tax that is over and 
above the 7% in Section VI. D.2 above. The amount of the deduction shall be equal to
thededuction in effect on May 1, 2020HBB8MBWBBBBIBHBH8BIMfflMBBIMBWI 
WSBI8221 using the same methodology as appljed to an.individual faculty member and as
determined by their -------\----------- '----- ;—-u—-- — *- *r“"!r ”? ,
This additional deduction is also subject to change, as determined by a 60% majority vote ...... {commented [A5i]: Redundant
of eligible faculty in the pool or department, subject to approval by the Dean.

--T Commented [A50]: The footnote numbers being lefcicnced 
j I appear to bo inaccurate.____________________________

F. In addition to, and consistent with, D and E above, existing voluntary divisional, group, 
inter-departmental program, practice, and other taxes, will continue to be withdrawn from 
collections in the same manner as of May 1,2020

(lepartments-voted-to-Ghange their-forrmila, For-a-A "subsequent change” Is defined as a change 
that followed the process set forth In Sections VI.E-G below, department-te-be-eensidered-to-have 
^a-subsequent-6bange” if a depafhnent-both-the-UniversIty-and-the-Union-shatt-agree-that-sueh 
department-changedltsformula.
20 An ‘eligible clinical faculty member” is a negotiations unit member or a faculty member who is not in the 
negotiations unit with a 50% or more FTE (in the department in question) clinical faculty member who has 
rendered patient care services and has billed a minimum of $50,000 in charges or has collected more than 
$10,000 for patient services during the immediately prior fiscal year.
21 Collections related to NBI will be included for this purpose. That is, the collections will be taxed with the 
same tax and associated expenses described in D(4), and is not intended to include any other practice 
costs not described in paragraph (D)(4). For clarity, expenses incurred on behalf of NBI will not be incurred 
by NJMS faculty.
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I3EBE3B91-24 The same methodology will be applied. For example, if this tax was 
applied to gross or net collections, the same methodology will be followed. If the "tax" was 
a dollar amount or a percentage, the same methodology will be followed. The funds from 
these taxes can continue to be used, for example, to fund CME related activities, hospital 
dues, licensure, practice expenses and academic expenses. These additional deductions 
are subject to change, as determined by 60% majority vote of eligible clinical faculty in the 
practice or department, subject to approval by the Dean.

G. Changes to taxes in E and F will be initiated by the faculty and presented to the Dean for 
approval. Upon approval by the Dean, these taxes will be implemented.

H. The FVS is in addition to any fixed clinical component a faculty member may have. Any
faculty member who has a fixed clinical component on May 1, 2020 shall be entitled to 
retain such component consistent with the terms applicable to that clinical component. 
;StartlncH}uty-1r2022, all-such f IxedcomponentSrtnGludingGliniGal-guaranteesrShall 
be-increased-by-the-same-percentage-as4ncreasesmadeAe-base-salary-in-SeGtion 
ltr-Parts-1r2, and-3, |......... ................................ ....................................................

I. If an offer letter provides a guarantee to a faculty member, the net collections of the faculty 
member shall first be applied to pay the guarantee. Any excess net collections shall be 
paid to the faculty member as part of the FVS.

J. NJMS Clinical faculty hired on July 1, 2020, or after shall receive a FVS as specified 
above. The taxes in C, D, E, and F will apply based upon the tax rates in effect for the 
department or division at the time of the new faculty member’s start date. The University 
shall continue to use clinical guarantees for newly-hired faculty.fFhe-Unlversity-shall-net 
use-clinical guaranteesJn-any-way-whlcb-creates-paymentdnequlty-b&tween-those 
receiving-guarantees-and-those-whem-do-not-IMhe-same-departmentT-ln-the-event 
that-a-pay-inequity-existSrThe-Univereity-shall-make-whQle-thaseTaGuity-whom-dQ

i

j Commented [A52]: Our union withdraw? this proposal

f

. - - • -1 Commented [A53]: Our union withdraws this proposal not that 
[ the pay equity process is avaulable

K. All other compensation a faculty member receives - compensation in addition to the taxed 
“net collections" above - including but not limited to, compensation for contract clinical 
work, on-call, and stipends, shall be taxed at the same tax rate and in the same manner 
as it was on May 1, 2020, and part of the FVS. These additional deductions are subject 
to change, as determined by 60% majority vote of eligible clinical faculty in the practice or 
department, subject to approval by the Dean.

L. NJMS Clinical faculty shall continue to have the same access to financial practice and 
related information they had access to on May 1, 2020, including, but not limited to, 
information related to (1) their wRVUs, (2) their collections, (3) the collections of the 
practice/department. f4) deoartment/oractice budaetsyu

i y, ' tt: rnntr>'.j-|

!
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_________ and-any-finanelal-doGumsnt created-by or in the possosslen-of-NJMS
eeneeMing-their-prastiGe/department-upoFr-reciuestT-NJMS-GliFiiGal-Faeulty-shall 
also-be-provided an aocounting-using-sIrople-language-oMiow-the-tax-revenues 
tisted-in-Seetion D. 2 and-E^and-P-above-are-used-on-a-quarterly-basis,

M~NJIVIS-Faoulty-in~tlie-Department of Anestheslelegy-whe—participate in non-
Commented [AS4]: Moved to Section D.

call other- /RWJMSNJMS-departinents-shall-be-based-on- market-rates-fer-su6h 
services;

VllfflSlOther than those covered by Section VI of this Article, twe-tbirds-ef-Veting-Raoulty

a—voluntary-tax—-for—the—purposes of funding—professional—development, each 
negotiations-unit-member-shall-be-entitled-to-aUeast-MiOOQ-pro-ratedby-FTE-per

!Dean-and-Chaneallefr Ef§liiMTOil91iM)2&l ftBHS will provide an annual Sool of funds in 
$he amount t|f $350,000|6^MdlMi:tecal Year provided for fecuitytneriibere;in4h^.... 
negotiations unit jor professidnailyjxreiated expenses. ~ the’ faculty will request 
reimbursement S^M8B^^^ii^^w6pWiMiiitffMiHE?Sf!itiib1l^lfiiwlth approval frorri 
the division chief, if applicable, the department chair, @fdean and final reimbursement will 
be made from the Chancellor’s Office. NJMS, the Department of Medicine at BB RWJMS 
jand any other RBHS/BHSNJ faculty member with access to professional development 
fundingwillnotbe eligible for access to these fundsii|pMffi^^M|^^te^^M|BB

anwHi
Commented [A5S]: We are moving the S750k fromFY23 VIP here.

ft-r-RUw fOlidl >(!l-lM>ll.[4li'jl|h'} l)l»>T*Jlt-1) d(u*3H,', l)t44iH4/-4>f*lf't41W''Il'r-xf.»il!j-'S.lt:iiiT* 
34-1*1 jplfr VfvtfliUUyjUwiOiillihii'Mf.ili.'/tJjui
•(qbrtnluii-rtlfctl IjMlkty. JsSbklii irtrt'irtflite ‘•JiTdll !»)=) ihl <itil*ltk»3»T |t») i'n*(l till j}5l:icj3«fi, irtfty Itewdjt 
-lit5J-t*kyipwl(*tH*H*«nJtei*l-j*i:nliiistiit lanitJi->iii)f.tyit©o&wrtiiNy(ar(fii*j(n(«iri^vi4!r<f*jiiis,«
.“;ir iS,iU\,\ l ii^. o.i’ . .in r ir. r\i uri r,ct t V. - ^ ,t t i«f ! irW\ri<rw*i

-V "ti , ’ ■*' f-f ' V-AT/rs,* *! ‘rrr / >> (JS ns •>_________The-ameunCin
is-provided-forabovertBRliOOO-pro-rated-b

m asa

VIII. FVS for appointments for Clinical faculty not participating in UPA, and in RWJMS

A. Effective July-4-r i, at-the-time-of-appointment 
' -htu-oftheI [■of for Clinical faculty2^ fi■ k•• -j'"I

25 "Clinical faculty” include all clinical faculty in the collective negotiations unit Robert Wood Johnson 
Medical School (including those at the Cancer Institute of New Jersey and University Behavioral Health 
Care) who have 1) a productivity-based Clinical Full Time Equivalent (‘cFTE*), of 0.2 or greater during the
FiscalYearinwhichperformance is being measured. UUBUlWWiBHMMtWflllWMUMliaiBBnBHinmillWlWHM 
IHIMIIMBBfflBSHBflBBB "Contract clinical" work is defined as effort provided and compensated through
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Clinical -Incentive Program) not covered by Section VI of this Article, the University 
shall have the |discretion[ to include. a FVS _ in_ the_ terms of _apjointment jfr 

in addition to the ABS and the Supplement.

B. The FVS will be utilized in order to manage the risk of unknown actual productivity at 
Rutgers.

C. For Clinical faculty (meaning those faculty whose salary is determined based on a 
clinical benchmark such as the AAMC Public benchmark) hired .following the effective 
date of this Agreement - A FVS will be determined by the Chair (and approved by the 
Chancellor) at a level that, combined with the Clinical faculty member’s ABS and 
Supplement, wouldbring the Clinical faculty member’s compensation ABS plus 
Supplement to a level above the 35 3A5-EB?1 percentile of compensation H|

as measured by the AAMC Public
benchmark for that rank and specialty. 4 will b :

iXi'/li.y :l 1 A;
......  ............ The FVS, as described in Paragraph E below takes into
account the employee’s FTE and cFTE. The negotiations unit member will receive the 
FVS for the firstMl yearf of employment regardless of the level of productivity. If, 
after the first Hfyearfl of employment, the employee’s productivity falls below the 
percentage level of productivity at which the FVS is determined, that FVS will reduced 
to the percentage of productivity actually achieved by the negotiations unit member.

D. For current employees as of the effective date of this Agreement: the FVS |may-will _ - -j commented [ass]: This shall beindudedas asubjectofih^
utilized for Clinical faculty (meaning those faculty whose salary is benchmarked "x. pvsreppener, ___________ _
against the AAMC Public Benchmark' ' 1 Commented [A591:_____  ii-\\f :t (1)1 |

liLij'iUO'sl'VjiiH '*.ynrV'- 113 l >: i;:f i> iU h jTib:i T ,-Iii1; ’-.:'"

ffMJChair_- T Commented [A60]: This language is carried forward from
KfifiMST section C.

[)0pf(A§s3lu^ Supplement)

i

m
external health system contracts for professional services. Although this faculty effort is clinical in nature, 
Rutgers does not bill and collect from third party payors for these professional services (e.g., faculty time 
purchased from affiliates at an hourly or other rates), and individual faculty are not credited with collections 
and units of productivity (e.g., WRVUs, ASAs). “Clinical faculty” also include PAs, APRNs, CGCs, and 
| any faculty member with an MS, MSN, MHS, DNP, PhD, PsyD, or MD or similar advanced degree, 
whether Masters or Doctorate, is engaged in patient care.

.;i J i a y I ;.i '
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MIMSiWi Ml

account the employee's FTE and cFTE. This FVS will be paid in the first year 
regardless of the actual level of productivity. If, after the first year, the employee's 
productivity falls below the percentage level of productivity at which the FVS is 
determined, that FVS will reduced to the percentage of productivity actually achieved 
by the negotiations unit member. The determination of the appropriate benchmark 
shall be consistent with the process set forth in Section II.B.4 above, entitled "Review 
of Effort and Benchmark Standard."

:

HI Calculating the FVS - Assume an employee is a 1.0 FTE with a 0,8 cFTE. The 
employee's ABS plus Supplement equals $200,000. M-.lv afrr.n.iri'.v/iv
=V yr)’,: w3r;.w:!i!ite 'ivKJwlA The

[ary for that employee’s rank and specialty at the B(0lh 
2|g0,000. The FVS equals the difference between the 
compensation and the

AAMC Public benchmark sala 
percentile of productivity^
relevant benchmark ___
adjusted for FTE and cFTE. Example - (0.8*$2g|g,000) - (0.8*200,000) = $5146,000. 
Note if the employee is less than 1.0 FTE, such as 0.8 FTE with a 0.6 cFTE, the 
calculation would be: (0.8*0.6‘$2®0,000) - (0.8-0.6*$200,000) = $ 
event shall the ABS plus the Supplement equal less than the 323A5lh percentile. If the 
faculty member’s ABS plus Supplement is already above the 3237.5U' percentile, the 
FVS shall only be used to Increase that level of compensation. [.................................

total compensation, both

i
-In no£-33023 301.1

Commented [A61]: Wc think that this is duplicative.

BMWF. The FVS will be paid on a monthly basis. Overtime, pay for covering sick time, and 
night differentials will not count towards the applicable Benchmark calculation.

G. The FVS will not be counted as earnings for the purposes of calculating retirement 
plan benefit contributions.

H. Further, the actual amount of the FVS must be recalculated each Fiscal Year to take 
into account adjustments, If any, to the negotiations unit member's ABS, Supplement, 
or related benchmark compensation, adjusted for FTE and cFTE. The Clinical faculty 
member remains eligible to participate in the Value Incentive Program as set forth in 
Section IX below.

I. Within ninety (90) days from ratification, the parties agree to reopen 
negotiations with respect to this section and a Fully Variable Supplement (FVS) 
compensation plan to be applied to Robert Wood Johnson Medical School 
(RWJMS) clinical faculty. T-he reopener-negotiatlons-shall-be-based, in parti-on

parties shall endeavor to reach agreement on the FVS and other variable 
compensation modelsa and-other-compensation-plans applicable to all RWJMS
clinical faculty by June 30, 2023. Absent mutual agreement on ______
................................................._flew-6ompensatiens-plans, the terms of Section
[insert] of this Article of-the-legaey-BHSNJ-cempensatiomartieleTn of the parties’ 
2022 to 2026 collective negotiations agreement shall not be modified and shall

U r '/\,..\|.y ■ ‘/i-.jf.K-j
|.o; ::»ir ulihH'..-1.
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continue to apply to RWJMS faculty
SVS:ytipli£jii£)la-cy;;lU^wyjrtB eliriwul.iu'julAv

IX. [Value Incentive Program; ,j Commented [A62}*. We agree to start in Pisco} 2024 provided 
| the amounts in professional development arc agreed to._______

The Value Incentive Program ("VIP1') beginning with Fiscal Year 20204 provides incentive 
compensation for Clinical Faculty, as defined below.

A. Eligibility
1. The VIP provides incentive compensation to clinical faculty (as defined below) on 

an annual, Fiscal Year basis for performance on value based clinical metrics 
(“Value Incentive”! as-declded-by-each-program.

2. “Clinical faculty” and ‘(Contract clinical” is defined in footnote 22 above, [.......
include all clinical faculty in the collective negotiations unit at New Jersey Medical 
School and Robert Wood Johnson Medical School (including those at the Cancer 
Institute of New Jersey and University Behavioral Health Care) who have 1) a 
productivity-based Clinical Full Time Equivalent ("cFTE”), as defined below, of 0.2 
or greater during the Fiscal Year In which performance is being measured; and 2) 
achieved a rating of at least Meets Expectations/Satisfactory in the 
Professionalism and Clinical sections of the annual performance evaluation, and 
an overall rating of at least Meets Expectations/Satisfactory on the annual 
performance evaluation for the Fiscal Year in which performance is being 
measured. To be eligible for Incentive compensation under the terms of this 
section of this Article, the clinical faculty member must remain employed through 
the date of payment of the incentive land must have a completed evaluation 
prior to the start of the determination of distribution of the VIP pool of funds.

Commented [A63]; We are asummlng those with contract 
clinical time would get the VIP.

feaulrements-set-forth-in-thls-AgreefflentT |..................................................

(a, (“Contract clinical” work is defined as effort provided and compensated 
through external health system contracts for professional services. Although 
this faculty effort is clinical in nature, Rutgers does not bill and collect from 
third party payors for these professional services (e.g., faculty time 
purchased from affiliates at an hourly or other rates), and individual faculty 
are not credited with collections and units of productivity (e.g., WRVUs, 
ASAs). For those clinical faculty engaged in contract clinical work and work 
that is credited with units of productivity, those clinical faculty shall have their 
total cFTE broken into two categories: 1) contract clinical cFTE; and 2) 
productivity-based cFTE. In order to be eligible for the CIP, productivity- 
based cFTE must be 0.2 or greater.

b. (For purposes of calculating the standardized WRVU (section B(2)), 
Adjusted Total Regular Compensation (section B(4)(a)(2)) and benchmark 
compensation (section B(4)(b)), a faculty member’s productivity-based 
cFTE will be used.

Commented [A64J; We handled this in the merit sectioa There 
is no reason for further penalty. The unions objects to this.

?
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3. At the beginning of each Fiscal Year, the Chancellor, or his/her designee, will 
announce the pool of funds that will be available for qualification for the VIP. The 
annual minimum of the VIP each year of the Agreement will be at least $4^300^)00 
$760.000. The Value Incentives calculated for each Fiscal Year, commencing with 
Fiscal Year 20234 shall be paid out no later than December 31 following the close 
of the Fiscal Year. By way of example, the Value Incentives for Fiscal Year 20234 
shall be paid out no later than December 31, 20234. Payments made under the 
VIP will not be counted as earnings for the purposes of calculating retirement plan 
benefit contributions.

i

B. Value Incentive

1. The value incentive will be measured based upon clinical outcomes and clinical 
operational effectiveness and efficiency and other values as decided within each 
clinical department.

Commencing with Fiscal Year 20234, a minimum of $1.3-million $750.000.00 per 
Fiscal Year will be set aside for a value-based incentive as set forth below. Each 
eligible clinical faculty member's cFTE in an eligible department is totaled and 
divided by the total cFTE for all eligible clinical faculty in all eligible departments. 
The resulting percentage is then multiplied by the VIP to obtain the 
Department/Division VIP ("DVIP.’1).

i

2. The DVIP is then divided by the total number of eligible clinical faculty members’ 
cFTE for that particular department to obtain the total Value Incentive potential 
payout based on a 1.0 cFTE (“1.0 VPO"). To calculate the Maximum Potential 
Value C'MPV') incentive available to a particular clinical faculty member the 1.0 
VPO shall be multiplied by the eligible clinical faculty member's cFTE.

3. Each Department with eligible faculty (“Eligible Department”) shall establish a 
Metric Review Committee ("MRC”) comprised of at least three clinical faculty 
members, all of whom must be AAUP-BHSNJ members, selected by the 
Department Chair. The Chair shall provide written notice to the members of the 
Eligible Department and the AAUP-BHSNJ of the faculty members appointed to 
the MRC. The MRC shall include clinical faculty who represent procedural, 
nonprocedural, inpatient and outpatient faculty, to the extent possible.

4. Metrics shall be established for faculty performance in Fiscal Years 2023, 2024, 
2025 and 2026, as set forth below.26 By May 1 preceding the Fiscal Year in 
question, the Department Chair shall provide to the MRC proposed value metrics 
to be used to evaluate faculty performance for the Value Incentive payment. The 
departmental-specific value metrics tabulation shall include the percentage value 
allocated to each metric (out of 100%) and the standard for measuring the amount

26 FY 2023 shall use tlie-snme metmsflS-FV3022J
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of value incentive earned for each particular metric.27

5. For Fiscal Years 2020; 2024, 2025 and 2026, by June 1 preceding the Fiscal Year 
in question, the MRC shall provide comments, if any, to the Chair’s proposed value 
metrics. The Chair may adjust their proposed value metrics based on review 
of the MRC’s comments. If no comments are provided to the Chair by June 1, 
the Chair’s proposed value metrics shall be implemented. For Fiscal Years 2023, 
2024, 2025 and 2026, by July 1 preceding the Fiscal Year In question, the Chair, 
after consulting with the MRC, shall notify the faculty in his/her department of the 
value metrics to be used to evaluate faculty performance in the Fiscal Year 
beginning that July 1.

6. For Fiscal Years 2023,- 2024, 2025 and 2026, by July 1 preceding the Fiscal Year 
in question, If the Chair has not determined the value metrics to be used to evaluate 
faculty performance in an Eligible Department for the Fiscal Year starting July 1, 
the value metrics for that department shall be set by the MRC.

!

;

!

7. Chairs may revise the value metrics after the stated metrics dissemination 
deadline, provided they obtain approval from their metric review committee and 
communicated the change to faculty.

8. If a department includes a value metric for which there ends up being no 
performance data available at the close of the Fiscal Year, the Chair may eliminate 
that value metric from inclusion in the calculation of the value incentive for that 
department and the remaining value metrics shall be adjusted equally to reflect 
removal of the value metric.

9. The MPV for each clinical faculty member will be applied to those metrics to 
determine the actual amount of value incentive to be paid to the clinical faculty 
member. Example - if three standard metrics are used in an Eligible Department; 
they each count 33%; and the MPV for the clinical faculty member is $3,000, the 
maximum value incentive available to that clinical faculty member for each of the 
three metrics would be $1,000.00. If a clinical faculty member achieves 80% of 
the potential value for each of the three metrics, based on the uniform standards 
of achievement set for that Eligible Department, that Cclinical Ffacully member's 
value incentive would be $2,400.

10. If, after calculation of each clinical faculty member’s value incentive, there are 
funds remaining in the VIP (due to the fact that eligible clinical faculty members did 
not reach his/her MPV), the Chair of each eligible department shall proportionally 
distribute remaining funds only to eligible clinical faculty in that department. All 
funds in the VIP shall be paid to clinical faculty in the negotiations unit. |............. Commented [A651: iu-,

!i. /• -!;t (.'mtni nt v'. i111>s",1
i. (>;• lit*- i . ;>;•}! *.*i

:iv\-: mi"

■'(!■! r.’i ■ I* .

'27 The University shall have discretion to modify the deadline in paragraph 5. If the timeframe for the MRCi 
to, review the Chairs proposed value metrics Is to be fewer than thirty (30) days, the .University andMSll 
HI shall agree upon the adjusted timeframes In paragraphs 6 and 7|
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29 The University shall have discretion to modify the deadline in paragraph 5. If the timeframe for the MRC 
to review the Chairs proposed value metrics is to be fewer than thirty (30) days, the University and MUP- 
AFT shall agree upon the adjusted timeframes in paragraphs 6 and 7.

46

00205



4-24-23 University Response to 4-21-2023 Union Counter to April 20, 2023 University to Union 
April 20, 2023 11:05 a.m. Union Counter

Most recent University changes shown in gray shading. 
Most recent Union changes shown in pink shading

fe€ulty-ffeffofmanGerm-an 
the-value metfics-for-that

^"doa^inc’providcd^hoy^b3'?19 metfieSrfftef~h1^~6tat^f~fneifiGS~<iiSSeminatl0ti 

eommunieated-the-ehange to faettllyi

-5A i

pepa^nt^n^he^mamif^

^©mG\^l^Hh^.ajoe^R©triej

rlQdSr^^^^fo^G^GliniGaWaGaity^ember wiil^&^pplie44a4hase^eWGa^

t_r-.-_____________ :t it__________rit-tuu

i

y
f
r *y
w* II leal *ev<

jstanda^o^^^^^ that Cliftteat-FaeaHy

anr 1
L
efgaortienally-equitably-dtetfibutMemaining-fundfroi
bvtltat-depaftmeP*—AH-fimrfcJn <ho WIP rhnll ho n
negotiations-unitl

IX. Dental Incentive Program

For RSDM faculty, the following clinical incentive program shall be available:

1. Negotiations unit members shall be eligible to participate in the RSDM faculty practice 
incentive plan ("RSDM FPIP"). These faculty are not eligible to participate in the CIP 
discussed in Section IX above.

2. Participation in the RSDM FPIP, the time period allowed for participation in the RSDM 
FPIP and the specific location services are provided are subject to the approval of the 
Department Chair and the RSDM Dean. Subject to that approval by the Department 
chair and RSDM dean, negotiations unit members who are eligible to engage in the 
RSDM FPIP shall have no prohibition on time engaged in faculty practice at the
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Rutgers' faculty practice locations (although generally it will be limited to 20% of the 
negotiations unit member’s FTE) provided there is sufficient departmental faculty to 
cover teaching, and other departmental responsibilities and there is a need for such 
clinical coverage. The RSDM Dean, in her/his discretion jfer-a-bona-fide-purpeseT[ 
may remove any participant in the RSDM FPIP at any time and, upon removal, the 
faculty member will not be entitled to any RSDM FPIP incentive payments.

3. RSDM FPIP incentive payments are paid at the rate of 50% (fifty percent) of 
collections less the costs of implant supplies (including, but not limited to, dental 
implants, bone, and tissue guided membranes), and laboratory costs and patient 
parking (in New Brunswick). RSDM FPIP incentive payments are paid at the rate of 
25% (twenty-five percent) of collections for services performed by staff hygienists or 
assistants under the supervision of the participating RSDM faculty member. No RSDM 
FPIP incentive payment shall be paid for practice in the UH-Unlt 1 and RSDM student 
and service clinics. In addition, non-OMFS faculty do not receive an incentive payment 
for practice in the Operating Room at Hospitals or Hospital On Call. Operating Room 
work at hospitals must be billed through RSDM/RHG (or other entity as required by 
RSDM) for all 1.0 FTEs (for those less than 1.0 FTE such work shall be billed through 
RSDM/RHG, (or other entity as required by RSDM) for all clinical work as part of the 
RSDM faculty member's employment with RSDM/RHG) and such work will be eligible 
for inclusion in this Dental Incentive Program.

4. This provision applies only to OMFS: Hospital On-Call - Calculated based upon clinical 
service agreements with hospitals.

5. Expert witness testimony and other expert consultation service provided to other 
governmental agencies or universities and billed through RSDM/RHG will result in 
75% of such payment being paid to the faculty provider.

6. In consideration for allowing faculty members to participate in the RSDM FPIP, 
participants must execute a restrictive covenant that will apply upon separation from 
the practice consistent with Memorandum of Agreement Concerning Restrictive 
Covenants.

{commented [A67}: The union drops its proposal

;
!

7. RSDM faculty shall be permitted to engage in outside practice provided the RSDM 
Dean and the Chair consent and a) for 1.0 FTE, the faculty member and school enter 
into a professional services agreement which outlines that a 1.0 FTE faculty member 
may engage in such practice on weekends and holidays; or b) RSDM faculty less than 
1.0 FTE on weekends, holidays, weekday evenings starting no less than 1 hour after 
the completion of their last clinical session scheduled and the RSDM faculty member 
does not leave before the later of the close of the clinical session or when the last 
patient and patient record is completed. No such faculty member may engage in this 
additional work when on call for RSDM. Further, such arrangement must be approved 
in advance by Rutgers University Ethics and Compliance.

jB. (RSDM faculty participating in the DCIP above shall discuss with their Practice 
Managers the need for be-provided-with-all appropriate promotional material,
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( Commented [AG8]: Accepting Univeisity's language
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Commented [A69]! Wc withdraw this paragraph given the 
equity process above.

APPLICATION OF THE SUBJECT TO LANGUAGE IN THE PREFACE TO THIS 
ARTICLE

XL

I
The Fiscal Emergency (including the Subject to) language shall remain unchanged in the CNA 
and shall not be invoked with regard to any of the economic provisions of this Article-provided for 
in Fiscal Years 2023, 2024, and 2025.

In the event the University intends to withhold any of the economic provisions of this Article by 
invoking the “subject to” language in the prefatory paragraph of this Article, it is agreed that the 
invocation of the “subject to" language will be based on a determination by the University that 
there exists a fiscal emergency30 31. If the University invokes the prefatory “subject to" language 
following the determination of a fiscal emergency, the University agrees as follows:

1. The University shall provide the AAUP-AFT with written notice of at least twenty-one (21) 
calendar days. The Notice shall contain a detailed explanation for the determination by the 
University that a fiscal emergency exists and shall specify the action the University intends to 
take to address the fiscal emergency at the conclusion of the twenty-one (21) calendar day 
notice period.

If due to a reduction in State funding/appropriations to the University for the next fiscal year, 
the University determines that a fiscal emergency exists and if based on the date the 
University learns of the reduction it is not possible to provide the full twenty-one (21) calendar 
days' notice, the University shall provide the maximum notice possible. If the University 
provides fewer than twenty-one days' notice, upon request of the AAUP-AFT negotiations 
pursuant to paragraph 3 below shall commence within 72 hours; however, the University shall 
be permitted to delay the implementation of salary increases during the shortened period of 
negotiations.

2. Along with the Notice provided to the AAUP-AFT pursuant to paragraph 1 above, the

30 The determination of whether a fiscal emergency exists shall not be limited to whether there is a reduction 
in State appropriations/funding.

31 In exchange for the deferred merit increases in section II B. 2, and the suspension of the CIP for Fiscal 
Year 2020 in section VIII. the University agrees not to invoke the subject to language and the provisions of 
this section XI with respect to the merit increases to be paid on July 31, 2021 and July 31, 2022.
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University shall provide the latest available statements/financial documents, as follows:

-The financial information upon which the University relies as the basis for its claim that a 
fiscal emergency exists;
- The audited financial statements for the prior fiscal year;
- Quarterly Statement of Net Position (Balance Sheet) for the current fiscal year;
- Current projection of the Income Statement for the Unrestricted Educational and General 
Operating Funds (Operating Budget) for the current fiscal year;
- Quarterly Statement of Cash Flows (Statement of Cash Flows);
- Unaudited End of Year financial statements for the statements listed above;
- University budget request submitted to the Department of Treasury for past, current and 
upcoming fiscal years; and
- The University’s Unrestricted Operating Budget for the current fiscal year and budget for the 
upcoming fiscal year.

The AAUP-AFT may request, in writing, additional financial information. Disputes over the 
provision of information shall be decided by the designated arbitrator on an expedited basis.

;3. During the notice period, upon written request by the AAUP-AFT, the University shall 
commence negotiations over measures to address the fiscal emergency. The University is 
not obligated to negotiate to impasse in order to withhold any of the economic provisions of 
this Article. At any point during the notice period the AAUP-AFT may file a grievance pursuant 
to paragraph 5 below. ;

:4. The AAUP-AFT agrees that during the notice and negotiation period it will not initiate any legal 
action, in any forum, to challenge the University's intended action other than as specified in 
paragraph 3 above.

5. If the parties have not agreed upon measures to address the fiscal emergency, the AAUP- 
AFT may file a grievance under Article V of the Agreement. The grievance shall proceed 
directly to arbitration under Article V.D.2. Such arbitration shall be concluded within ninety 
(90) days of implementation of the University’s decision to withhold any of the economic 
provisions outlined above in this Article.

The arbitrator shall determine whether a fiscal emergency existed (exists) at the University 
based on the evidence presented. The arbitrator shall not have the authority to reallocate 
University funds.

The parties designate Arbitrator J.J. Pierson to hear disputes that arise under Section J of 
Article VIII. The parties designate Arbitrator Joseph Licata as an alternate to hear such 
disputes. If neither arbitrator is available to hear the dispute consistent with the provisions of 
Section J XI of this Article, the parties shall mutually agree upon another arbitrator.

i

On behalf of the UniversityOn behalf of the AAUP-AFT ;

50

00209



4-24-23 University Response to 4-2 i -2023 Union Counter to April 20, 2023 University to Union 
April 20, 2023 11:05 a.m. Union Counter

Most recent University changes shown in gray shading. 
Most recent Union changes shown in pink shading y

Dated:Dated:

;

51

00210
:


