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PREAMBLE

The purpose and intent of the Hudson School Board and AFSCME entering into this
Agreement is to promote orderly and peaceful relations between the School District and
the organized employees in the bargaining unit covered by this Agreement.

On or before May 15 of the prior year in which this agreement expires and subject to
compliance with Article 11, the Leadership Team shall in writing by certified mail return
receipt requested, notify the Board of its intent to negotiate the terms of a successor

agreement.

The parties shall, no later than July 15, meet, confer and negotiate in a good faith effort to
reach a mutual understanding and agreement.

ARTICLE 1

1.1 Recognitions
Principals, Assistant Principals, Guidance Counselors, Deans, Assistant Deans,

Department Heads, Librarians (Media Specialists), School Psychologist, Directors
of Guidance, Athletics, Career and Technical Education, and Music Director, and
Assistant Director of Career and Technical Education and Administrator of
Student Management, of the Hudson School District for the purpose of bargaining
wages, hours, and conditions of employment pursuant to New Hampshire Law
RSA 273-A.

1.2 Definitions

a.

b.

Whenever used in the Agreement, the words “School Board” shall refer to
the Hudson School Board.

Whenever used in the Agreement, the word “parties” shall refer to the
Hudson School Board and the American Federation of State, County and
Municipal Employees (AFSCME), Local 1906 Council 93, AFL-CIO as
participants in this Agreement.

Whenever used in the Agreement, the acronym “LTM” shall refer to
Administrative Group (Leadership Team) bargaining unit member or
employee employed by the District, as described in Article 1.

When the singular is used in this Agreement, it is understood to include
the plural.

Whenever used in this Agreement, “full year employees™ shall refer to
bargaining unit members who are employed to work for 12 months each
year.

Whenever used in this Agreement, “school year employee” shall refer to
bargaining unit members who are employed less than a full year as that
term is defined above.



ARTICLE 2

JURISDICTION AND AUTHORITY OF THE SCHOOL BOARD

The Board, subject only to the language of this Agreement, reserves to itself full
jurisdiction and authority over matters of policy and retains the right in accordance with
applicable laws and regulations to direct and manage all activities of the School District.
The parties acknowledge that neither the Board nor the Superintendent may lawfully
delegate powers, discretions, and authorities which by law are vested in them, and this
agreement shall not be construed so as to limit or impair their respective statutory
powers, discretions, and authorities.

3.1

ARTICLE 3

COMPENSATION

Basic Salary Schedule
The salaries and differentials of the members of the bargaining unit, as set forth in
Appendix A, are attached and made a part of this Agreement.

a. For school year 2010-11, a one-time, lump sum payment equal to 2.0% of
their annual wage shall be paid to employees who were on the top step of their
respective salary schedule in 2009-2010. Said payment shall be made as of the
first payroll date in December, 2010.

b. For school years 2011-2012, 2012-2013, and 2013-2014, step 1 of each
category salary schedule shall be deleted, a new top step shall be added to each
category salary schedule, and the steps of each category salary schedule shall be
renumbered accordingly; the new top step for Categories I - VI shall be 3.5%
higher than the next highest step and the new top step for Category VII shall be
2.5% higher than the next highest step. For school years 2011-12, 2012-13 and
2013-14, leadership team members shall remain on the same step of the newly
renumbered schedules. '

c. One-time, lump sum payments equal to 2.0% of their annual wage shall be
paid to “off-schedule” guidance counselors for years 2010-2012, 2011-2012,
2012-2013, and 2013-2014. Said payment shall be made as of the first payroll
date in December.

1

Example : A Leadership Team member who is on step 1 in 2008-09, will be on step 1 in 2009-10,

step 2 in 2010-11, step 2 in 2011-12 of the newly renumbered step schedule (formerly step 3 in 2010-11),
step 2 in 2012-13 of the newly renumbered step schedule (formerly step 4 in 2010-11), and step 2 in 2013-
14 of the newly renumbered step schedule (formerly step 5 in 2010-11).



3.2

33

34

35

3.6

Co-curricular Activity

Leadership Team Members who direct school activities, shall be compensated at
the same rate, as are members of the Hudson Federation of Teachers, as provided
in their contract. Additionally, teaching department heads and counselors
assigned as chaperones shall be compensated at the same hourly chaperone rate as
are members of the Hudson Federation of Teachers as provided in their contract.
Activities covered under the title chaperone will be limited to the following
dances, ski trips and other activities agreed to by the Superintendent of Schools.

Placement on Salary Schedule

a. Members of the Leadership Team shall be placed at the step appropriate
for degree status and creditable years of experience.

b. Newly-hired employees shall be placed on the salary schedule at a step
commensurate with their training and experience as determined by the
Superintendent.

Method and Time of Salary Payment

a. Salaries of members of the Leadership Team who work less than 211 days
per year shall be paid in twenty-six (26) or twenty-one (21) equal gross
installments at the option of the member of the Leadership Team, starting
with the second (2™ Thursday of the work year and continuing bi-weekly.
A member of the Leadership Team will receive all remaining installments
owed in one (1) sum on the last day of his/her work year.

b. Leadership Team members who work two-hundred eleven (211) or more
days per year will be paid bi-weekly throughout the twelve (12) month
period.

Anniversary Dates

For the duration of this Agreement, Leadership Team members who work more
than half the work days specified in Section 4.1 during one year will be credited
with a full year’s service. All members of the Leadership Team will remain on
the same step on the salary schedule for school year 2009-2010 and 2011-2012,
2012-2013, and 2013-2014. Leadership Team members shall have regular step
advancement on their respective salary schedule for school year 2010 - 2011. The
Middle School Principal and Elementary School Principal (Zone A schools only)
shall receive a one-time additional step adjustment, effective July 1, 2010.

Mileage Allowance

Travelling Leadership Team members covered by this Agreement who are
authorized by the Superintendent or the Superintendent’s designee to use private
automobiles for School business shall be reimbursed at the prevailing rate per
mile allowed by Federal IRS guidelines.




3.7

4.1

4.2

Itemized Payroll Deductions

A statement of payroll deductions shall be provided with each salary payment in
accordance with the current practice.

ARTICLE 4
WORKING CONDITIONS
Length of Work Year
a. The length of the work year for members of the Leadership Team shall be

C.

as follows:

1. Principals, Assistant Principals, Vocational Director, Athletic
Director, Guidance Director, Deans, Music Director — Full Year
(12 months).

2. High School Department Heads, High School Counselors, High
School Media Specialist, School Psychologist — School year plus

ten (10) days.

3. Special Education Department Heads — School year plus twenty
(20) days.

4. Middle and Elementary School Media Specialists — School year
plus five (5) days.

5. Middle School Counselors, Elementary Counselors, Middle

School Department Heads, and Assistant Deans — School year.
The School District may request a Leadership Team member to work
additional days or vacation days, for which he/she will be paid at a per
diem rate.
The School year is defined as 190 days.

Leadership Team Members’ Vacations and Holidays

a.

Full-year Leadership Team members hired prior to September 1% will earn
twenty-five (25) days of vacation each year. Vacation may be taken
anytime during the contract year including during holiday periods.

During the first year of employment, full-year employees will earn
vacation on a pro-rated basis depending on their date of hire.

Vacation may not be taken until approved in advance by the
Superintendent. Denials by the Superintendent hereunder shall not be
subject to the provisions of the grievance procedure.

Full-year members of the bargaining unit shall be entitled to eleven (11)
paid holidays per year. Those holidays are: New Years Day; Martin
Luther King/Civil rights Day; Memorial Day; Independence Day; Labor
Day; Columbus Day, Veterans Day; Thanksgiving and the day after; and
Christmas and the day before. Two (2) of these days may be used as



4.3

4.4

4.5

floating holidays; and may be taken at such times when students are not in
school.

Up to ten (10) days of vacation may be carried over until the first day of
school of the employee’s next contract year. Unused vacation time as of
the first day of school shall be lost.

Upon termination of employment, employees shall be paid for all accrued,
but unused, vacation days.

Leadership Team Personnel Files

Leadership Team personnel files shall be maintained under the following
circumstances.

a.

No material which is derogatory to a Leadership Team member’s conduct,
service, character, or personality shall be placed in the official personnel
file unless the Leadership Team member is sent a dated copy at the same
time.

The Leadership Team member shall have the right to submit a response to
any such statement. The Leadership Team member’s response shall also
be included in his/her personnel file.

No copy of or reference to any official grievance will be placed in any
Leadership Team member’s personnel file.

Damage or Loss of Property

a.

Duties

No Leadership Team member shall be held responsible for loss, damage or
destruction of school property or children’s’ property when such loss,
damage or destruction is not the fault of the Leadership Team member.

A Leadership Team member shall report in writing any loss, damage, or
destruction to the building Principal or Superintendent, whichever the case
may be, immediately upon becoming aware of such loss, damage, or
destruction.

The School District shall reimburse Leadership Team members for any
clothing or glasses damaged in the performance of the employee’s duty or
for the loss or damage of any personal property brought to school for use
in the performance of said duty. Personal property left overnight, not in
the possession of the school Principal, shall not be covered by this
language. No money or property left unlocked or unattended shall be
eligible for compensation. A Leadership Team member who wishes to file
a claim shall complete the form provided in the school office and provide
evidence of the cost of the item(s) lost or stolen. All claims will be held
until the close of the school year. If the total amount of all claims exceeds
four-thousand ($4,000) in any fiscal year, employees will be reimbursed
on a pro-rated basis.

While LTM’s may be asked to assist in given supervision situations, LTM’s will
not be assigned to duty rosters.



5.1

5.2

53

5.4

ARTICLE 5

SUPPLEMENTAL BENEFITS

Medical Insurance

The School District will offer members of the bargaining unit a Cigna HMO, or
Cigna POS, or comparable plan chosen by the School District. Members may
select individual, two-person or family coverage. The School District and the
member shall pay the following percentages of the premiums for the plan and
coverage:

2009-14

School District 80%
Member 20%

Life Insurance

a. The Hudson School District shall pay one hundred percent (100%) of the
premium for a term life insurance policy equal to twice the employee’s
salary for each member of the Leadership Team. The carrier shall be
chosen by the School Board.

b. Members may purchase, at their own expense, additional/optional life
insurance if approved by the insurance carrier in an amount allowed by the
insurance carrier.

Tax -Free Annuities
The School Board agrees to allow the Leadership Team members to take
advantage of the Federal Law concerning tax-free annuities.

Course Reimbursement

a. Full tuition reimbursement shall be paid to each member receiving credit
in a course taken for professional improvement.
b. All courses for which reimbursement is sought shall require advance

approval by the Superintendent.
Payment shall be made upon submission of evidence of payment to the college or
university as well as evidence of completion of the course with a grade of B or
better (or a grade of pass in a pass/fail course). In no event will a Leadership
Team member be entitled to payment unless he/she is employed with the District
for the school year in which evidence of completion of the course with a grade of
B or better (or a grade of pass in a pass/fail course) is submitted or, if submitted
after the close of the school year, is actually employed by the District at that time.



5.5

5.6

5.7

6.1

6.2

The School District shall not be required to expend more than the sum of $13,750
annually for this benefit.

Credit Union

The Hudson School District agrees to deduct from salary and transmit to the
Acom Credit Union or the Gateway Credit Union such money as is designated, in
writing, by individual Leadership Team members.

Dental Plan

The School District shall offer either the basic Delta Dental Plan with coverage A,
B, C and D, or any comparable plan chosen by the School District. Members may
select individual, two-person or family coverage. The School District shall pay
100% of dental coverage.

Long-term Disability

The District shall maintain the long term disability plan previously made available
to members of the bargaining unit, subject to the following condition on
eligibility: Employees shall be eligible to receive 66.67% of their pay up to a
maximum monthly benefit of $4,000 upon the later of 90 days of disablement or
the date any accumulated sick leave payments end.

ARTICLE 6

LEAVE POLICIES

Sick Leave

Each member of the Leadership Team is entitled to a leave of absence for
sickness with full pay for up to a total of 15 days per year accumulative to 90
days.

Those members of the Leadership Team who do not have full-year contracts, and
who have no paid vacation leave, may annually use up to three days of their sick
leave allocation for emergencies. For the purpose of this Agreement,
“emergency” shall be limited to home exigencies, religious holidays, court
appearances, or any other reasonable category approved by the Superintendent.
Leadership Team members who have vacation leave are expected to use such
leave for the purposes enumerated in this paragraph.

Whenever possible at least 24 hours notice should be given to the employee’s
immediate supervisor.

Short-term Disability Leave

If a member of the Leadership Team is unable to work due to illness, injury, or
childbirth, for a period of 10 consecutive days or longer, and otherwise qualifies
for long-term disability payments, the employee will be granted short-term




6.3

6.4

6.5

disability leave at full pay until the employee is able to return to work or until 90
days after the commencement of said illness or injury, whichever is less. In no
event may an employee use more than 90 days of short-term disability leave each
year. A year, for these purposes, shall be 12 months on a rolling calendar basis,
calculated from the date that the leave begins. The first 15 days of short-term
disability leave will count as sick leave for the purpose of calculating sick days
used. Any remaining sick leave must be used before an employee can begin
collecting long term disability. The usage sequence shall be as follows: (1) 15
days of sick leave; (2) 75 days short term disability; (3) any remaining sick leave;
(4) long term disability. The employee may be required to furnish medical
certification to the Superintendent indicating the extent of the illness or injury and
verifying the employee’s inability to work as a result.

Funeral Leave

a. Three (3) days funeral leave without loss of pay shall be granted to
Leadership Team members upon the death of anyone in their immediate
family or permanent household.

b. The immediate family shall mean the member’s spouse, child, mother,
father, sister, brother, aunt, uncle, grandparents, grandchildren, mother-in-
law, father-in-law, sister-in-law, brother-in-law, or grandparents-in-law.

c. Additional funeral leave may be granted with the written permission of the
Superintendent. Such leave shall not be unreasonably denied. The grant
or denial of such additional leave shall not be subject to the grievance
procedure.

Military Leave
The Hudson School Board will comply with all State and Federal Laws with
respect to military leave of absence.

Educational Leave

a. Leave of absence with pay may be granted to members for the purpose of
visiting other schools or attending meetings, workshops, or conferences of
an educational nature, at the discretion of the Superintendent or his
designee.

b. Subject to prior written approval and the availability of funds, the School
District shall pay reasonable expenses incurred by members who attend
workshops, seminars, or other approved professional improvement
sessions. The School District will also reimburse transportation expenses
to approved workshops, seminars, and professional improvement sessions
at the prevailing rate per mile allowed by IRS guidelines. Members will
be responsible for providing their own transportation to and from the site
of any approved workshop seminar, or professional improvement session.

C. Members requesting reimbursement from the School District under this
section will submit to the Superintendent a voucher individually listing the
expenses for which reimbursement is sought. Such voucher should
include receipts for all expenses.




d.

At the discretion of the Superintendent or his designee, conference days
with pay may be granted to Leadership Team members for the purpose of
presenting a workshop, as well as attending a workshop.

6.6 Child Rearing Leave

a.

A unit member shall be granted a child rearing leave of absence without
pay to become effective upon birth or adoption of a child, and to
terminate at the end of a semester not later than two (2) years after birth
or adoption of that child.

A unit member on child rearing leave shall notify the Superintendent in
writing by March 1 before the leave expires of the member’s intent to
return to active duty. Said member shall be reinstated to a position for
which he or she is certified and shall retain all benefits held at the time
the leave became effective.

Unless a unit member returns to duty at the end of a semester not later
than two years after the birth or adoption, the member’s employment
shall be terminated. Should a member refuse an assigned position in an
area where the member is certified, all child rearing and other contractual
benefits shall cease immediately.

6.7  Court Appearances

A member of the unit who is called for service on a jury, shall not have deducted
from Sick Leave any work days lost due to the above mentioned services, nor
shall the Union member lose any pay or benefits. The unit member shall remit to
the Hudson School District any fee received for jury duty, excluding
reimbursement for mileage, meals and lodging.

6.8 Other Leaves

a.

Leadership Team members who are on continuing contract may be granted
a one (1) year leave without pay or other benefits for necessities of the
home, professional improvement, or for any other activity which would
benefit the Hudson School District. Such leave will be granted at the
discretion of the Superintendent and subject to the approval of the School
Board. Leadership Team members shall apply in writing for such leave by
March 1, but the Superintendent may agree to extend that application
deadline for emergencies or unforeseen circumstances.

A member of the Leadership Team shall be granted a leave of absence,
without pay or other benefits to serve as an elected or appointed official in
public office. The duration of such leave shall coincide with the term or
appointment of office.

Leaves of absence may be extended by the School Board.

A member of the Leadership Team on leave of absence must notify the
Superintendent of Schools in writing by March 1 in the year the leave
expires of his/her intent to return to active duty the following September.
Failure to so notify the Superintendent of Schools or failure to return from



a leave of absence will be considered a resignation unless such leave has
been extended by the School Board.

e. A member of the Leadership Team returning from a leave of absence shall
be reinstated to the position he/she held prior to such leave.

ARTICLE 7

REDUCTION IN FORCE

The decision to implement a Reduction in Force shall be at the sole discretion of the
School Board. As soon as a Reduction in Force is contemplated, the Superintendent of
Schools shall notify the Leadership Union that the elimination of positions is
contemplated. When a final determination has been made as to the reduction of the work
force, and as early as possible, the Superintendent of Schools shall communicate that
decision in writing to those staff members involved.

For the purposes of a Reduction in Force, all bargaining unit members shall be assigned
to one of the following classifications:

High School Principal
Middle School Principal
FElementary School Principal
Secondary Assistant Principal
Deans
Elementary Assistant Principal
Directors by area of responsibility
School Psychologist
Guidance Counselors and Guidance Director
Assistant Deans by area of responsibility
Department Heads by Subject
Media Specialists

Should the School Board decide to reduce the work force, the School Board will make
every reasonable effort to minimize the effects in reduction in force on the current staff
by absorbing as many positions as possible through attrition. If all layoffs cannot be
accomplished through attrition, the most qualified employees within each of the aforesaid
classifications will be retained. If the qualifications of all employees within a
classification are determined to be more or less equal, the most senior employees
(determined by number of years of employment in the classification in Hudson) will be
retained. If the selection is made on the basis of seniority, the selection will not be
subject to the grievance procedure.

Laid off members shall be placed on a recall list for a period of two years from the date

of layoff. Members on the recall list shall be recalled to open positions within their
assigned classification in the inverse order of their layoff.

10



Any transfer, assignments, or reassignments resulting from or involved with a reduction
in staff will be made at the sole discretion of the Superintendent of Schools. In the event
of a change of assignment or transfer as a result of a reduction in force, the member
involved shall be notified of such change.

ARTICLE 8

GRIEVANCE PROCEDURE

8.1 Definitions

a.

A “grievance” shall mean a complaint by an employee, a group of
employees, or the union that there has been a violation or misinterpretation
of the terms of this Agreement.

The Union and the School District mutually may agree to initiate and
process grievances beginning at step 2.

8.2 Grievance Procedure

a.

Step 1 — Assistant Superintendent level (informal)

A grievant shall informally discuss a grievance with the Assistant
Superintendent within ten (10) workdays after the grievant knew or should
have known of the act or condition upon which the complaint is based.
Failure to reach a mutually satisfactory resolution may be cause for the
grievant to refer the grievance to step 2.

Step 2 — Assistant Superintendent level (formal written)

An employee or the union, wishing to process a grievance at step 2 will do
so in writing to the Assistant Superintendent within ten (10) working days
from the conclusion of the discussions at step 1 or within ten (10) work
days after the grievant knew or should have known of the act or condition
upon which the complaint has been based (if it has been mutually agreed
that the grievance shall be initiated at Step 2). The grievance shall be
specific in nature and shall state the remedy requested. The Assistant
Superintendent shall establish a formal conference on the matter and
whenever a grievance is filed by an employee without the union the
Assistant Superintendent shall notify the union and shall give the union
the opportunity to be present and to state the views of the union. The
aggrieved employee and the union shall be given at least two (2) working
days notice of said conference. The Assistant Superintendent shall
respond in writing ten (10) workdays from the date the formal grievance is
filed. The Assistant Superintendent’s decision shall be presented in
writing to both the employee and the union.

Step 3 — Superintendent level

11



If a settlement is not reached at step 2 the employee or the union may
present the grievance to the Superintendent of Schools within five (5)
working days after the decision has been rendered at step 2. The
grievance must be submitted in writing stating the specific nature of the
grievance and the remedy requested and shall include a copy of the step 2
decision. The Superintendent may schedule a meeting at a mutually
convenient time to discuss the grievance with the employee and the union.
Both parties reserve the right to include consultants in any such meeting.
The Superintendent shall respond in writing together with supporting
reasons to the employee and the union, within ten (10) working days from
the date the grievance is filed at step 3.

Step 4 — School Board level

If a grievance remains unsettled after having been processed through step
3 the employee or the union may within (5) work days from the date the
decision is rendered at the previous step, submit the grievance to the
School Board. In which case, the grievance is to be submitted in writing
and shall specify the nature of the complaint and the remedy requested.
Copies of the previous decisions are to be included with the grievance.
Within five (5) workdays from the date the grievance is filed at step 4, the
School Board will establish a mutually convenient date and time for a
meeting to discuss the matter. Both parties reserve the right to include
consultants in any such meeting. The School Board shall render its
decision in writing together with supporting reasons to the employee and
the union within fifteen (15) workdays from the date the grievance is
received.

Additional Provisions:

o A union representative may be present at any grievance meeting
with the exception of step 1. A union representative may be
excluded from a grievance meeting at step 1 if the employee so
requests, however, any resolution of the grievance shall not be
inconsistent with the terms of this Agreement.

o The time limits in this article may be reduced or extended by
mutual agreement.

o Failure to refer a grievance to the next step within the specified
time shall be considered an acceptance by the employee and/or the
union of the decision rendered.

o Failure at any level of the grievance procedure to render a decision
within the specified time limits shall permit the employee or the
union to proceed to the next level.

12



83

Arbitration

Any grievance which remains unsettled after having been fully processed
pursuant to the provisions of the grievance procedure as stated herein,
relating to the interpretation or application of a provision of this agreement
may be submitted to arbitration upon written request of either the union or
the School Board. The proceeding shall be initiated by filing with the
American Arbitration Association, a request for arbitration within twenty
(20) workdays after the final decision of the School Board has been given
to the union.

A request for arbitration shall state in reasonable detail the specific nature
of the dispute and the remedy requested. The dispute as stated in the
request for arbitration shall constitute the sole and entire subject matter to
be heard by the arbitrator, unless the parties mutually agree to modify the
scope of the hearing. Only one request shall be scheduled for the same
arbitration hearing except by mutual agreement of the parties. The
specific nature of the dispute and the remedy that are stated in the request
for arbitration shall not exceed the scope of the specific nature of the
dispute and the remedy that are requested in the grievance at step 2.

In any arbitration case a fundamental principle shall be that the School
Board retains the exclusive right to manage its affairs including (but not
limited to) the right to determine means and methods of operation to be
carried on, to direct its employees, and to conduct district operations in a
safe and most efficient manner, subject only to the limits stated in this
Agreement. The parties agree that only grievance with specific reference
to the Agreement shall be processed to arbitration.

In the conduct of an arbitration hearing the applicable provisions of the
Labor Arbitration Rules of the American Arbitration Association shall
apply, including the right of either party to be represented by counsel or
other authorized representative.

The arbitrator shall issue his/her decision not later than thirty (30) days
from the date of the close of the hearing, or if oral hearings have been
waived, from the date of transmitting the final statements and proofs to the
arbitrator. The decision shall be in writing and shall set forth the
arbitrator’s opinion and conclusion on the issue submitted. The decision
of the arbitrator shall be final and binding provided however that either
party may appeal under the provisions of RSA 542. Both parties agree
that the arbitrator’s decision represents a precedent for substantially
similar situations.

Both parties agree that the arbitrator be prohibited from modifying or
adding to this Agreement.

13



g The cost of the Arbitrator shall be borne by the losing party.

ARTICLE 9

DUES CHECK-OFF

1. AFSCME Local 1906 may secure Authorizations for Payroll Deductions
for Union dues from individual employees. The Superintendent will
submit such sums in total, along with a list of who has paid such dues to
the Union Business Office:

Business Manager
AFSCME Council 93
8 Beacon Street
Boston, MA 02108

2. Any Leadership Team member desiring to have the Superintendent
discontinue deductions that they had previously authorized must provide
written notice to the Superintendent of Schools.

3. The Union shall be notified by the Leadership Team member if that
Leadership Team member withdraws from or drops payroll deductions.

4. The union shall defend and hold the district harmless for any claim by, or
liability to an employee arising as a result of this article.

5. Authorization for Payroll Deductions Form:

AMERICAN FEDERATION OF STATE, COUNTY AND MUNICIPAL
EMPLOYEES, AFL-CIO AUTHORIZATION FOR PAYROLL DEDUCTION

(please print)

By

Last Name First Name Middle Initial
TO:

Name of Employer Department
Effective I hereby request and authorize you to deduct from

(date)

my earnings each payroll period an amount sufficient to provide for the
regular payment of current rate of monthly union dues established by AFSCME ILocal Union
No. , Council 93. The amount shall be certified by Local Union

14



No. , Council 93, and any change in such amount shall be so certified. The
amount deducted shall be paid to the Business Manager, AFSCME Council 93.

Home Telephone # Work Telephone #

Street Address

City and State

Employee’s Signature

ARTICLE 10

SAVINGS PROVISIONS

Should any Article, Section or portion, thereof, of this Agreement be declared invalid
because it is in conflict with a Federal or State law or be held to be unenforceable by any
court of competent jurisdiction, such determination shall apply only to the specific
Article, Section or portion, thereof, specified in the decision, and all other provisions of
this Agreement shall continue in full force and effect.

ARTICLE 11

DURATION

11.1  This Agreement shall become effective on July 1, 2009 and shall continue in
full force and effect until June 30, 2014.

11.2  The Board agrees to provide the PELRB with a copy of this Agreement within
fourteen (14) days of its execution in accordance with PUB 207.03(b).

ARTICLE 12

FAIR PRACTICE

As sole collective bargaining agent, the Union will continue its policy of accepting into
membership all eligible persons in the unit without regard to race, creed, color, national
origin, sex, or martial status. The Union will represent equally all persons without regard
to membership in, or association with the activities of any employee organization.
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ARTICLE 13

HANDLING OF NEW ISSUES

Being a mutual agreement this instrument may be amended at any time by mutual
consent.

ARTICLE 14

VOLUNTARY SEPARATION

In order to qualify for the voluntary separation benefit, the staff member must
have a minimum of fifteen (15) years of District service.

The amount of the separation payment shall be determined as follows: $750 per
year of service in the District; up to a maximum payment of $15,000. The staff member
must provide written notice to the District, in order to receive payment on July 1% of the
following calendar year, no later than September 1% of the preceding school year. The
Hudson School Board may, in its complete discretion, grant waivers to the September 1%
date of notice in cases of serious unforeseen circumstances.

A maximum of three people a year shall be granted this benefit. In the event of
multiple applications, the date of hire by the School District shall be used to determine
benefit eligibility. Then, if necessary, the date of application for voluntary separation.

Notwithstanding any other provision in this Agreement, the amount otherwise
payable to an employee shall be reduced by such amount as is necessary to prevent the
School District from being assessed by the New Hampshire Retirement System under
RSA 100-A:16 Ill-a.
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In WITNESS WHEREOF, the parties hereto have hereunto set their hands.

American Federation e, County, and Municipal Employees
(AFSCME Loca26 Coundijl 93, AFL- CIO)

L/

BS'% Vi%

Gy gt
By: /?M

=

By:  Daniel Wells

Hudson School Board

D J WM

By: Gary ers

By./fee Lavoie <

y: Laura Bisson/
M

/
AT . . .
By: Patricia LanW

By: Lars Christiansen
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APPENDIX A
SALARY SCHEDULES
2009-10 to 2013-14

Category I-- High School Principal (Full year) Category V-- School Psychologists (200 days)
Step 2009-10 2010-11 2011-12 2012-13 2013-14 Step 2009-10 2010-11 2011-12 2012-13 2013-14
1 $83,309 $83,309 $85404 $88,393 $91,487 1 $53,031 $53,031 $54,887 $56,808 $58,797
2 $85404 $85404 $88,393 $91,487 $94,689 2 $54,887 $54,887 $56,808 $58,797 $60,855
3 $88,393 $88,393 $91,487 $94,689 $98,003 3 $56,808 $56,808 $58,797 $60,855 $62,984
4 $91,487 $91,487 $94,689 $98,003 $101,433 4 $58,797 $58,797 $60,855 $62,984 $65,188
5 $94,689 $94,689 $98,003 $101,433 $104,983 5 $60,855 $60,855 $62,984 $65,188 $67,470
6 $62,984 $62,984 $65,188 $67,470 $69,831
7 $65,188 $65,188 $67,470 $69,831 $72,276
8 $67,470 $67,470 $69,831 $72,276 $74,805
Category ll-- Middle School Principal
(Full Year)
Step 2009-10 2010-11 2011-12 201213 2013-14
1 $79,801 $79,801 $82,594 $85485 $88,477 Category VI-- High School, Middle School, Elementary
2 $82,594 $82,594 $85485 $88,477 $91,573 Department Heads (190 days)
3 $85485 $85485 $88,477 $91,573 $94,778 Step 2009-10 2010-11 2011-12 2012-13 2013-14
4 $88,477 $88,477 $91,573 $94,778 $98,095 1 $53,199 $53,199 $55,061 $56,988 $58,983
5 $91,573 $91,573 $94,778 $98,095 $101,529 2 $55,061 $55,061 $56,988 $58,983 $61,047
3 $56,988 $56,988 $58,983 $61,047 $63,184
4 $58,983 $58,983 $61,047 $63,184 $65,395
5 $61,047 $61,047 $63,184 $65,395 $67,684
Category lll-- Elementary School Principals, High School 6 $63,184 $63,184 $65,395 $67,684 $70,053
Assistant Principals and Deans, Vocational 7 $65,395 $65,395 $67,684 $70,053 $72,505
Director (Fuli year) 8 $67,684 $67,684 $70,053 $72,505 $75,042

Step 2009-10 2010-11  2011-12 201213 2013-14

1 $74,490 $74,490 $77,098 $79,795 $82,588
2 $77,098 §$77,098 $79,795 $82,588 $85,479
3 $79,795 $79,795 $82,588 $85,479 $88,471 Category VllI-- Guidance Counselors, Media Specialists
4 $82,588 $82,588 $85,479 $88,471 $91,567 (190 days)
5 $85479 $85479 $88,471 $91,567 $94,772 Step 2009-10 2010-11 2011-12 2012-13 2013-14
1 $32,604 $33,750 $35,079 $36,406 $37,734
2 $33,888 $35,079 $36,406 $37,734 $39,184
3 $35169 $36,406 $37,734 $39,184 $40,631
Category IV-- Middle School Assistant Principals, 4 $44738 $37,734 $39,184 $40,631 $42,081
Elementary School Assistant Principals, 5 $46,304 $39,184 $40,631 $42,081 $43,528
Athletic Director, Guidance Director, 6 $47,924 $40,631 $42,081 $43,528 $44,976
Director of Music (Full year) 7 $49,601 $42,081 $43,528 $44,976 $47,270
Step 2009-10 2010-11 2011-12 2012-13 2013-14 8 $51,337 $43,528 $44,976 $47,270 $49,564
1 $69,864 $69,864 $72,310 $74,840 $77,459 9 $53,134 $44,976 $47,270 $49,564 $51,129
2 $72,310 $72,310 $74,840 $77,459 $80,171 10 $54,994 $47,270 $49,564 $51,129 $52,381
3 $74,840 $74,840 $77,459 $80,171 $82,977 11 $56,919 $49,564 $51,129 $52,381 $53,635
4 $77,459 $77.459 $80,171 $82,977 $85,881 12 $58,910 $51,129 $52,381 $53,635 $54,887
5 $80,171 $80,171 $82,977 $85,881 $88,887 13 $60,972 $52,381 $53,635 $54,887 $56,534
14 $64,209 $53,635 $54,887 $56,534 $57,998
15 $54,887 $56,534 $57,998 $59,885
16 $56,534 $57,998 $59,885 $61,383
17 $57,098 $59,885 $61,383 $62,918
18 $59,885 $61,383 $62,918 $64,491

. Base salaries are for a master's degree ($1,000 less for bachelors)

. Stipend of $1,000 for 30 credits beyond master's degree

PhD. Will receive an additional $750 stipend

. Salaries to be adjusted on a per diem basis for employees whose work
year extends beyond the work year for his/her category

o0 oo
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