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PREAMBLE

An AGREEMENT between the STATE EMPLOYEES' ASSOCIATION OF NEW
HAMPSHIRE, INC., SERVICE EMPLOYEES INTERNATIONAL UNION, LOCAL 1984,
CTW, CLC hereinafter referred to as the "Association”, and the COUNTY OF MERRIMACK,
STATE OF NEW HAMPSHIRE, heremafter referred to as the "County”, and collectively
referred to as the “Parties."

It is the intent and purpose of the Parties to this Agreement to promote a harmonious
relationship and cooperation between the County and the Association. The Parties do hereby
establish an understanding relative to the terms and conditions of employment for the employees
of the bargaining unit of Merrimack County Department of Corrections and provide a means for
amicable discussions and adjustment of matters of mutual interest.

In consideranion of the mutual covenants hercin set forth, the Parties, hereto, intending 1o
be bound hereby, agree as follows:

ARTICLE 1
Recognition

1.1 The County recognizes the Association as the exclusive bargaining agent within the
meaning of RSA 273-A for the purpose of establishing the terms and conditions of
employment for all unit employees.

1.2 Reference to the "Association" as exclusive representative of the employees means the
state organization of the State Employees Association of New Hampshire, Inc., and the
county shall not bargain or enter into agreements with any committee, chapter or district
organization of the Association in matters covered by this Agreement, unless such
persons or bodies are specifically designated by the Association as authorized
representatives for such purposes.

1.3 Nothing in this section shall preclude the Employer from discussing matters of mutual
concern with the employees of the Department of Corrections.

ARTICLE 2
Non-Discrimination

2.1 The County will not interfere with or discriminate with respect to any term or condition
of employment included within this Agreement against any employee covered by this
Agreement because of membership in, or legilimate activity on behalf of the members of
this bargaining unit, nor will the County ¢ncourage membership in any other employee
organization.
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The Association acknowledges its responsibilities as the exclusive bargaining agent and
shall represent all employees in the bargaining unit without discrimination, interference,
Oor coercion.

The County and the Association reaffirm that provisions of this Agreement shall be
applied without discrimination 1o all employees in the bargaining unit as to age, sex,
marital status, religion, race, color, citizenship, national origin, sexual orientation (RSA
354-A: 2, XIV-a), or disabihity.

ARTICLE 3
Employee Rights

The Association and the County recognizes the right of all unit employees to exercise the
rights granted to them by R.S.A. 273-A and regulations adopted pursuant thereto.

The County shall furnish each employee with a copy of this Agreement within twenty
workdays of execution.

Each employee shall be provided with a copy of this Agreement by the County within
seven days from the date of hire.

ARTICLE 4
Management Rights

The Employer retuins and reserves all powers, nghts, authority, duties, and
responsibilities conferred upon and vested in 1t by the Jaws and constitution of the State
of New Hampshire and of the United States. All rights which ordinarily vest in and are
exercised by public employers which are not specifically relinquished in this Agreement
are reserved to and remain vested in the Employer. The Enmployer possesses the sole right
to operate county government, subject only to the provisions of this Agreement and
applicable law, and to exercise managenal policy within its exclusive prerogative to
manage iis affairs efficiently and economically including, but not limited to, the use of
technology, and the Epiployer's organizational structure, and election, promotion,
transfer, assignment, number, direction, and discipline of personnel.

Further, the Employer retains the right to adopt, change, enforce, or discontinue any rules,
regulations, procedures, or policies not m direct conflict with any provision of this
Agreement, to direct employees in their duties, to establish reasonable work rules and
schedules of work, to reheve employees from their duties because of lack of work or any
other legitimate reasons to take whatever action is necessary to comply with State or
Federal law, to mtroduce new or improved methods or facilities, to change existing
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methods or facililies, to contract out for goods or services, and (o take whatever action 1s
necessary to carry out the functions of the Employer in an emergency situation.

Emergency: For the purposes of this Agreement, "emergency” is defined as a condition
or situation that is unexpected and out of the ordinary which requires immediate action by
the County.

Contracting Out: No position within the unit will be abolished or involuntanly vacated
if such loss results from the contracting out of county services.

ARTICLE 5
Association Rights

Use of the Facilities: SEA Local 1984, Memimack County, Department of Corrections
or committees of the Jocal shall be allowed the use of the facilities of the County for
meetings when such facilities are available and such meetings would not conflict with the
business of the County. The Employer will determine availability and lack of conflict.

Visitation: A field Representative of the Association shall be allowed to visit bargaining
unit employees during working hours and confer on conditions of employment to the
extent that such visitations do not disrupt the work activities of the unit employee being
visited. Due to the security requirements associated with a direct supervision facility, such
visits shall be conducted in an appropriate area identified by the Superintendent, or
designee. The Field Representative shall also be permitted to conduct visits with unit
employees in the Staff Patio Area provided that the notice requirements herein are
complied with. Whenever practicable, twenty-four (24) hours advance notice of the
desire to schedule such an appointment, together with an estimate of the time needed,
shall be provided by the Field Representative to the Superintendent, or designee. These
visitation nghts shall be subject to the operational status of the facility, but permission to
visit shall not be unreasonably withheld.

Bulletin Boards: The County shall provide reasonable space on bulletin boards for the
exclusive use of the Association in communicating with employees in the bargaining unit.

Employee Names: The County shall on or before January 1* of each year furnish to the
Association an alpbabetical listing of the names and addresses of the employees in the
bargaining unit.

New Hires: The County shall notify the Association of all newly hired bargaiming unit
employees 1nto posifions covered by the PELRB certification within seven days from the
date of hire.
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ARTICLE 6
Dues Check-off and Fair Share

Dues Deduction: The County shall deduct the amount of Association dues certified by
the Treasurer or authorized officer of the Association from the pay of each member of the
Association who has heretofore submitted or who shall hereafter submit to the County an
individual written authorization for such deduction. A deduction of dues shall cover the
current pay period in which the said deduction 1s made. The Association agrees to
indemnify and hold the County harmless from any and all expenses, claims or liabihties,
which might be incurred by the County in connection with the administration of the
provisions of this Article 6.1 of the Agrecment provided that the County has complied
with the terms of this Article 6.1. The extent of the Association’s liability under this
provision shall not exceed the amount of the dues deducted by the County during the
period in contest.

Maintenance of Membership: Those employees who are members of the Association on
the effective date of the Agreement shall be notified in wnting by the Association that
they must retain their membership throughout the period (term) of the Agreement except
that each member shall have the opportunity to withdraw their membership within thirty
(30) days following the signing of the contract. When the contract 1s signed the
Association shall notify each bargaining unit member of thewr right to withdraw by
simultaneously posting a notice on the Association’s bulletin board and by mailing a copy
to the employees’ home address.

Notice of Withdrawal of nicmbership <hall be in writing and postmarked no later than
fifteen days after the receipt of the notice from the Association.

Representation Costs: An individual who is not a member of the Association who
requests services of the Association in a grievance representation shall be charged the full
fair cost to the Association of such representation.

ARTICLE 7
Busic Work Schedule

Regular Work Week: The parties agree to allow the schedule study committee further
time to complete its work and, if agreement is reached between the parties, to incorporate
the agreed upon schedule in Article 7, replacing the current language. Until such time the
current schedule will be maintained. If the parties do not reach agreement, they shall,
upon request, reopen negotiations to address the solitary issue of Basic Work Week
Schedule as set forth in Article 7.1 Regular Work Week.

The regular work schedule for correctional officers and supervisors will consist of one
hundred and sixty-five (165) hours in each four week period. The work shifis shall be of
eight and one quarter (8 1/4) hours duration.
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Employees will choose their assigned shifts according 1o seniority.
The shift hours will be established by mutual agreement of the parties.

The regular daily work schedule for correctional officers and supervisors shall include a
fifieen (15) minute briefing period at the beginning of each shift, commencing at ten (10)
minutes before the hour and ending at five (5) minutes past the hour. Attendance at the
shift briefing is mandatory, unless excused by the Supenntendent or his/her designec, and
is considered part of the normal work day.

Breaks: No reduction shall be made from the basic workday for rest periods of fifieen
(15) minutes in every four (4) hours working time or major fraction thercof; such rest
periods to be taken insofar as practicable in the middle of such working time.

Additional rest periods may be provided however, when circumstances permit.

ARTICLE 8
Overtine

Overtime Defined: Employees who are required to work either before their shift starts
or after their shift ends must have the approval of their supervisor to authorize payment of
overtime.

For correctional officers and supervisors who belong o the bargaining unit, overtime 1s
work performed in excess of eight aid one quarter (8 1/4) hours in one day, or forty-one
and one quarter (41 1/4) hours in one work week. Overtime work perforrmed shall be
compensated at the rate of time and one-half the regular rate, for all time worked as
defined in 8.4., below.

For all other unit employees, overtime is work performed in excess of eight (8) hours in
one day, forty (40) hours in one work week. Overtune work performed shall be
compensated al the rate of time and one-half the regular rate, for all time worked as
defined 1in 8.4., below.

Offsetting Overtime: No employee shall be relieved of duty during the regular shift
hours in his/her basic work schedule in order to compensate or offset overtime hours
worked outside of hus/her regular work shift of the basic work schedule, except by mutual
agreement.

Overtime Assignments: It 1s recognized that in a correctional facility overtime work js a
necessity that may be desired by some employees but be a burden to others, therefore, the
following provisions shall apply:
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The supervisor shall give as much notice as practicable when overtime will be worked;

When overtime 1s to be worked, employees shall be offered the overtime work on the
basis of an overtime roster which shall be kept with work schedules. The shift supervisor
shall utilize the overtime roster to make overtime equally available to all craployees. The
overtime list wil] be in alphabetical order and the person called will be marked off as "A"
(acceptance), "R" (refusal), "N" (no response). Calls will be made until someone accepts.
The next time someone is needed for overtime the supervisor shall call the next person on
the list after the last one that accepted overtime work. In the event that an error 1s made
in the administration of the overtime roster and an eligible employee is not called as
provided for herein said employee shall be placed at the top of the alphabetical hst used
for such calls and will be called first until such employee selects an overtime assignment
that is acceptable. The affected employee shall not typically be entitled to the receipt of
pay, or other compensation, for the missed overtime assignment opportunity.

Overtime shall be available equally to employees;

To the extent practical, all overtime assignments shall be on a voluntary basis. In the
event that epough volunteers do not present themsclves, the mandatory assignment of
overtime work shall be required. However, an employee may not voluntecr for an
overtime assignment for a period of sixteen (16) hours after utilizing sick leave, unless it
would alleviate requiring another employee from being mandated. The selection for
mandatory overtime will be according to the procedure set forth in Attachment A
(memorandum from Captain Daniel P. Ward, 9 August 2006). Mandatory overfime shall
be excused when an employee presents a legititnate reason for nability to perform the
mandated overtime. The County will make avaslable a “real tuime” mandated overtune list
to all bargaining unit employees so as to provide accountability of the fairmess of the
process.

Pay Statns: Time worked, for the purpose of this article, shall mean all time an
employee 1s on pay status. Pay status shall include traiming, seminars and meetings
authorized by the Superintendent. Unless authorized by the Superintendent or required
by law, pay status shall not include preparations for negotiations or participation n
negotiations unless such negotiations are held during an employee’s regularly scheduled
hours of employment. In the event of a conflict the bargaining ground rules agreed to by
the parties shall supersede this Article 8.4.

Overtime Payment: Payment for all overtime work shall be made in the employee's
regular paycheck for the pay penod in which the overtime was worked.

Call Back: An employee who 1s required (o report o work at other than his/her regularly
scheduled work shift for the purpose of attending a staff meeting shall be paid mileage,
portal to portal from their residence to the County House of Corrections at the established
IRS rate.
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An employee who is required to report for training at a location other than the Merrimack
County Department of Corrections shall be paid mileage, portal to portal from their
residence to the site of such training.

Additionally, any full tme employee called back to work after leaving work shall be
guaranteed a minimum of not less than four hours of pay at the rate of time and one-half
the regular rate, and may be required to work not less than four hours.

ARTICLE 5
Holidays

Holidays Listed: The following and any other days designated by the County
Commissioners are the official holidays for the term of this Agreement:

New Year's Day Columbus Day
Presidents’ Day Biennial Election Day
Martin Luther King Day Veteran’s Day
Memorial Day Thanksgiving Day
Independence Day Day after Thanksgiving
Labor Day Christmas

On Paid Leave: When the holiday falls while an employee 1s on approved vacation or
paid leave, the holiday will not be charged against his/her vacation or leave.

On Weekends: For employees who are normally scheduled to work Monday through
Friday, holidays that fall on a Saturday will be observed on Friday, and holidays that fall
on a Sunday will be observed on Monday.

Bridge Shift: When a regularly scheduled shift bridges two calendar days, (1.¢., the third
shift), one of which is a holiday, it shall be considered a holiday shift if it ends on the
holiday.

Holiday Compensation: An employee who Is scheduled to work on a holiday shall be
offered by the Superintendent a choice of a day off with pay within the same or following
work schedule in which the holiday falls. This choice will be offered and made within a
reasonable length of time prior to the holiday.

Holiday Pay: Holiday pay will be paid at the regular base rate in effect immediately
prior Lo the holiday except that if an employee works on the holiday the rate will be one
and one-half times the said rate.
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ARTICLE 10
Wage and Salary Administration

Wages:

Effective July 1, 2007, the salary schedule for unit employees shall be increased four
percent (4%), as set forth in Appendix A-1. The Salary Scale shall include twelve (12)
steps as set forth in Appendices B, C. and D. Appendix E shall set forth “One Time
Bonus” payments to certain eligible employees who did not receive step increases during
the status quo period.

Effective January 1, 2008, the salary schedule for unit employees shall be increased by
three percent (3%) as set forth in Appendix C.

Effective January 1, 2009, the salary schedule for unit employees shall be increased by
three percent (3%) as set forth in Appendix D.

Longevity:

Every employee hired prior to March 3J, 2002 and who 1s employed by the County as of
December 1 and who has been employed for five (S5) or more years by December 31 of
each year shall receive a payment of five hundred dollars ($500.00) on the first pay period
of December.

Every employee hired prior to March 31, 2002 and who is employed by the County as of
December 1 who has been employed for ten (10) years or more by December 31 of each
year shall receive a payment of seven hundred dollars ($700.00) on the first pay perod of
December.

Every employee hired prior to March 31, 2002 and who is employed by the County as of
December ! who has been employed for fifteen (15) years or more by December 31 of
each year shall receive a payment of one thousand dollars ($1,000.00) on the first pay
period of December.

Every employee hired prior to March 31, 2002 and who is employed by the County as of
December 1 who has been employed for twenty (20) years or more by December 31 of
each year shall receive a payment of one thousand two bundred dollars ($1,200.00) on the
first pay period of December.

Itemization of Deductions: Payroll checks shall contain an itemization of all payroll
deductions for the pay period. An employee shall receive a report of his/her deductions to
date for the calendar year upon request. The frequency of such requests shall not be
unreasonable.
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The compensation plan for unit employees shall be consisient with the following:

Entry Rate: No employee shall receive a salary greater than the maximum or less than
the minimum for that employee's class.

Beginoning Salary: The minimum rate of pay for a class shall normally be paid upon
appointment to the class. However, subject to the approval of the Commissioners,
original appointments at a salary above the minimum rate may be paid whenever such
action 1s m the best interest of the County.

Re-employment: If a former employee is re employed within the period of one (1) year
in a class in which he/she was previously employed, the Employer shall make an
appointment at the same or higher rate of pay than the employee had been receiving at the
termination of service.

Demotion: An employee who is demoted for proper cause to a lower class for which
qualified, shall be employed at the minimum step 1 his’her lower salary range
appropriate for his/her length of service. An employee who 1s demoted as a result of a
reduction in force shall be employved at the maximum salary range of the lower class for
which quahfied. If the maximum salary of the lower class is the same or higher than the
salary of the person demoted, the salary of the demoted person shall be the same as that
previous to demotion.

Promotion: When an employvee is promoted, he/she shall be paid at the minimum rate of
the new class. If said minimum is less than or the same as his/her former rate, he/she
shall be paid at the next full step above his/her former rate.

Step Increases: Step increases within an established range shall be granted at regular
twelve (12) month intervals to bargaining unit employees for satisfactory service.
However, the Employer may withhold an increase for unsatisfactory work performance,
providing that the employee has received a written notice indicating the intention of the
Employer not less than thirty (30) days prior to the employee's anniversary date. Such
notice shall stipulate the reasons for withholding the increment and the appointing
authority shal} give the employee every opportunity to correct his/her deficiency. Such
employees shall be re-evaluated after ninety (90) days. If the employee’s deficient
performance improves to above average the employee shall be granted the withheld
ncrease commencing upon the first pay period following the re-evaluation which then
shall become the employee’s new anniversary date.
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ARTICLE 11
Differentials and Premiums

Shift Differential: Differential pay will be paid to all bargaining unit employees on the

following basis:
3PM-11PM $.90 per hour
I1LPM -7 AM $1.10 per hour

Weekend Differential: An hourly prennium of one dollar and ten cents ($1.10) per hour
will be paid in addition (o all other applicable compensation for all hours worked by an

employee on a weekend.

Payment of Differentials: Shift differentials shall be applied to all hours paid whether
or not they are actually worked, excluding military leave.

Permanent shift employees shall be paid the differentials applicable to the shift to which
they are assigned for purposes of annual Jeave, sick leave and training payments.

Non-permanent shift employees shall be paid differentials as follows:

11.32.1 FOR LEAVE OTHER THAN SICK LEAVE. A non-permanent shift employee's shift

differential shall be paid at the rate apphicable for the majonty of shifts for which the
employee was scheduled to work in that pay pcriod. In the event of equal numbers of
shufts being worked, the higher rate shall apply.

11.3.2.2 FOR SICK LEAVE. A non-permanent shift employee's shift differential shall be paid at

11.4

the rate applicable for the shifi(s) during which the employee was absent on sick leave.

Field Training Officer: Field Training Officers shall be paid a premium of $150.00 per
year on the officer’s anniversary date.

ARTICLE 12
Leave Administration

Annpual Leave:
Unut employees shall earn annual leave with full pay on the basis of the following

schedule.
Max Hours Earoed

Year of per Regular Maximum

Service (non-OT) Hours Paid/PP Multiplier Accumulation

First 4.87 (80 hrs) 0.06085 309.38 hrs.
5.02 (82.5 hrs) 0.06085

12
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2nd-5th 6.25 (80 hrs) 0.07810 309.38 hrs.

6.44 (82.5 hrs) 0.07810
6th-10th 6.87 (80 rs) 0.08585 309.38 hrs.
7.08 (82.5 hrs) 0.08585
[th plus 8.21 (80 hrs) 0.10260 309.38 hrs.
8.46 (82.5 hrs) 0.10260

All unit employees with more than one year's employment shall be required to use at least
10 days of annual leave in each calendar year.

Every unit employee shall be afforded the opportunity receive two consecutive weeks of
annual leave if accrued leave time 1s adequate.

Annual Leave up to two weeks shall be scheduled on the basis of bargaining unit
senionty. All other requests for additional time will be scheduled at a time agreeable to
the employee and the County. Leave requests shall be submitted at least 24 hours before
the leave is scheduled to begin. Leave requests submitted less than twenty-four hours in
advance shall not be unreasonably denied. ILeave requests that exceed two days shall be
submilted one month before the leave 1s scheduled to begin. Leave requests for the
summer period (beginning Memonial Day and ending Labor Day) shall be made not later
than March 31. Employees shall be notified as to approval or denial of requests leave
within twenty-one (21) calendar days.

Upon termination of employrent, an employee will be paid for any accumulated annual
leave at his/her regular rate of pay. In the event of death of an employee, a sum equal to

the number of days of annual jeave remaining shall be paid to his/her estate.

If due to an emergency, lack of personnel or other legitimate reason a member of the
bargaining unit is not able to take leave, excess leave time will not Japse.

Sick Leave:

Every unit employee shall be entitled to sick leave with full pay on the basis of the
formula given below and computed at the end of each completed month of service.

Max Hours Earned

Regular Days Earned Maximum
(non-OT) Hours Paid/PP Per Year Accumulation
3.17 (80 hrs) 10.30 105 days (840 hrs.)

3.27 (82.5 hrs)

Sick leave may be utilized for absences due to illness, injury, or exposure to contagious
disease or quarantine. An emp!oyee who is unable to report to work is required to call in
each day before the beginning of the shift.
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Sick leave is earned from the first day of employment and may be used as eamed.
Payment for sick leave used during probationary employment (six months) shall be made
upon completion of six months employment.

An employee shall be required to furmish a certificate from an attending physician for
absences of three (3) consecutive calendar days.

Whenever a former employee has been separated from the County due to a reduction in
force, or for reasons without prejudice but for the convenience of the County, 1s remstated
within three years 1n this bargaining unit, the previously accumulated and unused balance
of his/her sick leave allowance not paid shall be returned to his/her credit.

In the event of the death of any employee, his/her estate shall be paid for all sick leave
time to his/her credit at the employee's regular rate of pay at the time of death.

Employees who use sick leave shall be paid in the appropriate pay period, provided they
have enough sick leave to cover the absence. If the County believes the sick leave use to
have been inappropriate, the employee shall be so notified in writing.

Upon retitement, full time employees shall be paid at their regular rate of pay for one-
third (1/3) the number of sick leave days remaining to the employee’s credit to a
maximum of twenty (20) days.

To qualify, eligible employees must meet the following criteria.

l. Retired employees must meet the N.H. State Retirement guidelines for either a
SERVICE or DISABILITY retirement allowance, as defined under RSA 100-A:5
and RSA 100-A:6.

2. Retred employees must have served a mimmum of ten (10) consecutive years of
county service.

Contmnuation of this program will be contingent on annual funding and may be subject to
review or changes based on the county's compensation package.

Full-time employees uvsing two or less sick leave days in the year preceding thewr
anntversary date shall receive a bonus equal to three days pay at their regular rate of pay
on the first pay penod in January of each year.

Leave Reporting: All accumulated leave time earned by an employee shall be calculated
and a statement thereof inserted with the employee's paycheck guarterly.

Bereavement Leave: An employee is entitled leave at full pay, not to exceed three days
for a death in the immediate family. For the purpose of administering the provisions of
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funeral leave, immediate family shall mean, husband, wife, father, mother, brother, sister,
son, daughter, ward, grandfather, grandmother, father-in-law, mother-in-Jaw, brother-in-
law, sister-in-law, son-in-law, daughter-in-law, grandchild, step-mother, step-father, step-
brother, step-sister, step-child, guardian or members of the family living within the
household.

Leave of Absence Without Pay: A regular full-time employee, upon proper application
in writing to and upon written approval by the Superintendent, may obtain a continuous
leave of absence without pay for a period not to exceed three (3) months. Leave of
absence without pay, however, will not be granted until all of the employee's accumulated
annual leave has been exhausted. Extensions of leave for additional penods may be
granted by the County Commissioners 1f recommended by the Superintendent, but other
than in exceptional cases the total period shall not exceed one year. No annual leave or
sick Jeave may be accumulated during a leave of absence without pay. At the expiration
of such leave, or if approved by the Employer before the expiration of the leave, the
employee shall be reinstated without loss of any of his/her rights. Failure on the part of
an employee to report promptly at the expiration of the leave of absence, cxcept for
satisfactory reasons submitted in advance, shall be a cause for dismissal.

Leave of Absence With Pay: The Superintendent may, with the approval of the County
Commissioners, authorize salary payments in whole or in part to employees whose leaves
have been approved in order to permit them to attend school, visit other govermmental
agencies, or in any other approved manner to devote themselves to improvement of the
knowledge or skills required in the performance of their work. Requests under this
section must be made to the Superintendent in writing. Annual leave and sick leave will
continue to be accumulated during a leave of absence with pay, proportional to the
amount of pay.

Jury Duty: An employee shall be given time off wathout loss of regular straight time pay
or annual leave when called to jury duty, or when subpoenaed to appear before a court,
public body or commission. The employee will be reimbursed by the County for the
difference between his/her jury pay or attendance fee and his/her regular straight time
earmings for the day in question upon presentation of appropriate documentation of jury
service or appearance before a court, public body or commission in connection with the
employee’s duties for the County. Employees will return to work immediately upon
being released from any such jury duty or appearance before a court, public body or
commission.

Military Leave: Any employee, hired prior to March 31, 2002, who 1s a member of any
reserve component of the United States or of this state, shall be granted not more than
fifteen days military leave with pay in any one calendar year for the purpose of engaging
in military dnll, training, or other temporary duty under military or naval authority. No
annual leave or sick leave which the employee may have accumulated shall be lost
because of military leave, provided, however, that upon entrance of extended active duty
an employee shall be paid, if he/she requests, for all days of accumulated annual leave
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12.9

12.9.1

12.9.2

remaining to his/her credit. Any employee, hired on or after March 31, 2002, who is a
member of any reserve component of the United States or of this state, shall be granted
not more than fifteen (15) days military Jeave with pay in any one calendar year for the
purpose of engaging in military drill, training, or other temporary duty under military or
naval authority. Upon presentation of a copy of the employee’s official military pay
records, the employee shall receive as pay the difference between the employee’s weekly
straight time pay and regular base pay received as a member of any reserve component of
the United States or this state. Regular base pay does not include compensation such as
trave) pay, clothing allowance, or hazardous duty pay. No annual leave or sick leave
which the employee may have accumulated shall be lost because of military leave,
provided, however, that upon entrance of extended active duty an employee shall be paid,
if he/she requests, for all days of accumulated annual leave remaining to his/her credit.

Medical Leaves of Absence: Medical leaves of absence without pay pursuant to the
Family and Medical Leave Act of 1993, as amended shall be granted by the
Superintendent for a period not to exceed twelve (12) work weeks in any twelve (12)
month rolling back period as defined in the Rules and Regulations promulgated under the
FMLA. Medical leaves of absence shall only be granted to regular employees, who have
worked for the County at least twelve (12) months and worked at least one thousand two
hundred fifty (1,250) hours during the year preceding the start of the leave, for purposes
of a serious health condition of the employee, spouse, child or parent, or because of the
birth of the employee's child or the placement of the employee's adopted child. While on
medical leave, each employee must keep the department head advised as to the medical
recovery progress. To be eligible for leave without pay for medical reasons the medical
condition of the employee or of the family members for which leave is taken must be
certified with a physician’s written medical statement.

During a medical leave of absence without pay, an employee shall have no loss of
accrued benefits or seniority but will not continue to accrue any such benefits. Health
insurance benefit payments will be paid by the County in accordance with the established
leve] of contribution during periods when the employee is on medical leave without pay.
While on an unpaid medical leave of absence the employee will be responsible for paying
the employee's share of the premium by submitting payment to the business office on or
before each regular payday. The County may recover its share of the premiums for
maintaining coverage for the employees under such group health plans during the period
of leave if the employee fails to return to work for reasons other than the continuation or
onset of a sertous health condition entitling the member to leave, or other circumstances
beyond the employee's control. Certification of nability to return to work as specified
and allowed by this medical leave of absence may be tequired.

An employee shall be required to first exhaust all of the employee's accumulated sick
leave (in the case of serious health conditions of the employee, spouse, child, or parent)
and then accumulated vacation leave during the term of the medical leave of absence
provided for herein. The combination of paid and unpaid leave shall not exceed twelve
(12) work weeks in any twelve (12) months period.



12.9.3

12.94

Upon expiration of the leave, the employee shall be reinstated to the same or an
equivalent position to that held before the leave was granted. Failure of the employee to
report promptly for work at the expiration of the leave shall be cause for dismissal.

Upon the approval of the Superintendent an employee may receive an extension of the
medical leave of the absence without pay for a period beyond twelve (12) work weeks
provided potice is given at least ten (10) work days prior to the commencement of said
extension. An employee shall have no loss of accrued benefits or senuority, but will not
continue to accrue any such benefits during said extension. Continuation of the hcalth
insurance benefit during the extension period shall be at employee expense.

12.9.5 Prior to an employee’s return to service after a medical leave of absence a satisfactory

12.10

13.1

13.2

fitness for duty certification must be presented to the Superintendent or designee.

Personal Leave: Each unit employee shall receive one (1) personal leave day for his/her
use in each year. Personal Jeave is intended to be used for personal reasons as determined
by the employee. Employees who need to use their personal Jeave agree to provide as
much notice as practical given the circumstances involved. Afler notice is provided,
employees shall be entitled to use personal leave in increments of one (1) hour or more.

ARTICLE 13
Safety and Health

Work Place Safety: The Employer shall endeavor to provide and maintain safe working
conditions and the employees agree to follow all safety rules. The Association will
cooperate to that end and encourage the employees, at all times, to perform their assigned
tasks in a safe manner. It i1s understood that employees will not be required to perform any
work or duty which 1s unreasonably vnsafe or unhealthy, beyond the usual risk or hazard
inherent in the employee’s job, providing the employee immediately reports the
unreasonably unsafe or unhealthy condition to his/her supervisor as soon as 1t becomes
known. Upon receipt of such a report, the supervisor will assess the situation to
determine an appropriate course of action. As long as the employee is acting in good
faith, the employee will suffer no loss of pay and will not be disciplined for any such
refusal to perform unreasonably unsafe or unhealthy tasks.

Safety Committee: The Parties agree that a Joint Loss Management Committee will be
established in the unmit comprised of not more than three employees appointed by the
Association and nol less than one nor more than three representatives of the County. The
purpose of this committee is to bring to the attention of the department areas where
conditions detrimental to health or safely exist, and make recommendations for the
elimination of same. The comnuttee will meet at the call of either of the co-chairs, one
appointed by the Association and one by the County.
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14.)

14.2

14.2.1.

14.2.2

14.3

14.4

14.5

First-aid: The County agrees to maintain 1 every building adequate first-aid kits which
shall be located in secure but readily accessible areas. All on-the-job injurics, regardless
of seriousness, shall be reported to the supervisor. Injuries requiing hospital treatment
shall be treated at the most appropriate hospita). The County further agrees to post the
names and telepbone numbers of ambulance services on official bulletin boards.

Training and Equipment: The County agrees to provide adequate and approprate
traiming and equipment to ensure the safety of correctional employees. Such training
shall include but not necessarily be limited to fire safety and suppression techniques, and
techniques for dealing with unusual situations which might threaten the life or safety of
any inmate or employee. The Safety Committee shall convene to implement tins
provision.

ARTICLE 14
Promotion, Trangsfer, Lay Off, Seniority

Intent: The Parties agree that the intent of this Article 1s to provide an equal opportunity
to all employees in the unit for advancement.

Filling Vacancies: A vacancy or new position shall be filled in the following manner:

The County shall post all open positions in conspicuous places for a period of seven days.
The posted position shall contain the following:

Job Title Job Location
Salary Range Date of Closing

Filling of positions will be by selection from among the qualified candidates on the basis
of capacity for the position, experience, ability to perform job tasks, and other criteria
appropriate for the position to be filled.

Non-discrimination: There will be no discrimination in promotions or selections for
positions because of race, sex, color, religion, national origin, political affiliation, age,
manital status, veteran status, disability, or membership in or activity on behalf of the
Association.

Applications: An employee who meets the minimum qualifications may submit an
apphication for a position. The County agrees to interview alt employee applicants who
apply for the position. Each applicant will be notified in writing if he/she is not selected.

Failed Probation: Full-time regular employees who are promoted shall serve a

probationary period of ninety (90) days. Employees who fail the probationary period
shall be returmed to the same or comparable position from which they were promoted.
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14.6.

14.6.).

14.6.2.

14.6.3.

14.6.4.

14.6.5.

14.7

14.8

15.1

Layoff and Recall:

Layoff Process: In the evenl of a layoff, the County shall lay off according to senjority,
beginming with the employee with the least senionty m each job classification to be
affected.

Reasons for Lay-off: An Employer may lay-off an employee tn the unit whenever
necessary by reason of abolition of a position, because of change 1n organization. lack of
work or insufficient funds. Such lay-off shall not be considered to reflect discredit on the
service of the employee.

Notice of Lay-off: An Employer shall give written notice to the employee affected of
any proposed lay-off and reasons therefore, at least fourteen (14) calendar days before the
effective date thereof unless circumstances beyond the control of the Employer prevent
this length of notice.

Recall:  After a layoff, the County agrees to recall in wriling all availablc laid-off
employees first, according to classification and seniority.

Bumniping: Any employee who is to be laid off and who has more senjority than an
employee in another job classification may replace that employee provided he/she meets
the mimimum occupational qualifications.

Seniority: Seniority shall be the length of continuous service with the Department of
Corrections from the date of hiring, and shall be calculated on the basis of years, months,
and days of service. For employees hired by the Department of Corrections from other
County Departments, seniority shall be the length of continuous service with the County
for purposes of leave accruals only. Should there be a voluntary interruption or break in
service, seniority shall commence as of the date of last entrance into county service.
Should the break in service be due to a reduction in force, prior seniority will be retained
upon re-entrance into the county service. Leaves of absence shall not be considered as
breaks in service.

Expansion of Facility: The Parties agree that, in the event that an increase in the size of
the bargaining unit occurs due to an expansion of the correctional facility, they shall meet
for the purpose of presenting ideas and discussing the merits of implementing a change in
the current delineation of employee duties, responsibilities, job descriptions, and like
concerns. Either party may reopen contract negotiations regarding these issues.

ARTICLE 15
Benefits

Health Insurance: Employees shall be provided with Major Medical, Health and
Hospitalization insurance for themselves and dependents, of which a portion equal to
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15.1.1

15.1.2

15.2

15.3

15.4

eighty percent (80%) of the family plan, eighty-five percent (85%) of the two-person plan,
and minety percent (90%) of the single person plan shall be borne by the County. The
remainder of the costs of coverage shall be bome by the employee and penodically
deducted from their pay. The plans provided shall be BlueChoice and Matthew Thornton
Blue. In the event that the County decides to change to a different health insurance plan,
such alternate plan must provide a level of benefits at least comparable o the plans
previously provided by the County.

In addition, the Parties agree that the dollar amounts being paid by unit employees for
health isurance shall be increased effective one (1) month afier a rate increase has been
put into place by the camier, and reflect the prevailing rate at existing co-payment
percentages. (Example: the annual rate increase which is typically announced in
November for the upcoming calendar year shall be reflected in the pay checks received by
employees beginning in December.)

Employees eligible for health msurance under the County’s plan who elect not to be
covered under the County’s health insurance plan, shall receive a payment in lieu of
health insurance benefits from the County in December of each year. Employees who
have completed a full year (January |*' to December 31%) shal) receive a three thousand
dollar ($3,000.00) taxable lurap sum payment. Employees re-enrolling in the County’s
plan due to a qualifying life event in accordance with the carrier’s policies, or terminating
employment, shall receive a pro-rated payment at the rate of $250.00 per month for each
full calendar month they are (were) not covered under the county-sponsored health plan.
Employees who elect to withdraw from county-sponsored health insurance coverage
during the year shall also receive a pro-rated payment at the rate of $250.00 per month for
each full calendar month durng which they are (were) not covered under the county-
sponsored health plan. New employees who do not select the County’s health insurance
will receive a pro-rated lump sum in the year of their date of hire. Employees must show
proof of alternate health insurance coverage to be eligible for said payment in lieu of the
County’s health insurance.

Personal Loss: Every bargaining unit member shall be reimbursed up to 2 maximum of
§500.00 per year for the loss or damage to any personal property as a result of their
official duties provided that the employee has exercised due care with respect to their
personal property.

Dental Insurance: Employees and their dependents shall be provided with dental
msurance, the cost of which shall be borne by the County. The level of benefits shall be
at least comparable to those provided in Northeast Delta Plan A & B.

Health insurance will be offered to county employees who meet the following eligibility
requirements:



15.5

15.6

15.7

1. Retired employees must meet the N.H. State Retirement guidelines for either a
SERVICE or DISABILITY retirement allowance, as defined under RSA 100-A:5
and RSA 100-A:6;

2. Retired employees must have served a total of ten (10) years employment with the
County of Mernmack.
3. Retired employees must first take advantage of other health care plans that they

may be eligible for such as the N.H. Retirement System Group ]l benefits,
Medicare at the age of 65, insurance through a spouse, or worker's conipensation,
as applicable.

The county will contribute a percentage of the balance of the monthly premium, for one
person, as outlined below:

1. For employees bired before Japuary 1, 2008:

Yrs. of Service County Share _ Retiree Share
10-14 50% of Premium 50% of Premium
15-19 75% of Premium 25% of Premium
20 + 100% of Premium NO COST

2. For employees hired on or after Japuary 1, 2008:

Yrs. of Service County Share Retiree Share
20-29 50% of Premium 50% of Premium
30+ 75% of Premium 25% of Premium

Retirees will have the opportunity to include dependents on their group membership, if
desired, at an additional cost to the retiree (based on the County's group rate).

Continuation of this program will be contingent on annual funding and may be subject to
review or change based on the County's health care plan.

Any employee who utilizes his/her private vehicle for County business purposes at the
request of his/her supervisor, shall be reimbursed at the maximum allowable rate, as
established by the IRS, for all miles driven.

Life Insurance: The County shall provide life insurance in accordance with the terms of
the policy in the sum of thirty thousand dollars ($30,000.00) or in the sum of the
employee’s regular base annual wage, whichever is greater.

Cafetena Plan: The County shall hereafter administer a Section 125/Cafeteria Plan on
behalf of bargaining unit members so that members may authorize the County to deduct
from their payroll certain income 10 be used by said employees to fund payment on a pre-
tax basis of designated and allowable expenses for healthcare, dependent care, and any
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and all other types of expenses authorized from time to time by the County in its sole
discretion.

ARTICLE 16

Miscellaneous

Training: All correctional officers will recerve proper training commensurate with their
responsibilities within the first year of their employment. New hires will receive proper
training prior to assignment to duty, which shall consist of not Jess than forty (40) hours
of orientation prior to a regular shift assignment, providing that in the event of an
emergency situation, this provision may be suspended. Employees will have the nght to
continue their education relative to their employment under applicable programs.

Appearaoce: Personal appearance of correctional officers will be neat at all times and
hair length will be off the collar and above the eyebrows, Hair, sideburns and mustaches
will be kept well groomed.

Facilities: Unit employees will be provided with a coffee pot in each control room, and a
microwave oven and a refrigerator shall be available for their use in the corrections
facility. Employees whll continue to be accorded the use of the kitchen facilities when on

duty.

Meals: Every employee shall be entitled to receive one meal, at the Employer's expense,
for each shift worked.

Uniforms: The County shall provide and maintain uniforms for all correctional
employees. The uniform allotment for each correctional officer shall be at least:

- three (3) short sleeve shirts

- three (3) long sleeve shirts

- three (3) pant

- One (1) Year-Round Jacket

- One (1) Pair Black Boots or Shoes
- Two (2) Ties

- One (1) Duty Belt

- One (1) Handcufft Case

- One (1) Set of Handcuffs

- One (1) Badge

- One (1) Name Tag

- One (1) State Seal Insignia

- One (1) MCDC Collar Pin

- One (1) Glove Case with Pocket Mask and 1-Way Valve

Staff requinng uniform or equipment replacements for wom or damaged items shall
submit the item with a writter request before the 12 of each month. Orders to replace
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16.5.2

16.5.3

16.6

16.7

16.8

17.1.

17.2.

items shall be made by the 15" of the month. Repairable items will be repaired at the
County’s expense and reissued to the staff member who tumed them in.

It shall be the employee's obligation to present a clean, professional, and well maintained
appearance. Uniform and/or equipment items damaged or destroyed in the line of duty or
as a consequence of normal wear shall be replaced at no expense to the employee.

Permanent medical services employee shall be reimbursed up to one hundred seventy-five
dollars ($175.00) per contract year, upon presentation of receipts, for costs associated
with purchasing and replacing uniform clothing and footwear.

Maintenance employees shall continue to have uniforms provided and cleaned by a
uniforn service designated by the County.

Fitoess: The County shall provide financial assistance up to one hundred dollars
($100.00) per calendar year to assist an employee's participation in health or fitness
programs. Application for this assistance shall be made in writing to the Superintendent
at least one (1) month before the program begins. Payment will be made upon successful
completion of the program.

Applications for participation in this program must include a descrption of the program,
the objective(s) to be achieved, and the costs of the program. In the event that the
program includes use of the general (acilities and programs of a health or fitness club, the
application shall include a proposal for verification of attendance.

Lockers; Lounge: Employees shall be provided with personal lockers and an employee
lonnge within the correctional facilities in an area not readily accessible to inmates or the
public.

Refrigerator: A refrigerator shall be provided in the staff lounge for the exclusive use of
employees.

ARTICLE 17
Discipline and Involuntary Separation

Disciplinary Standard: The County shall not discharge or take other disciplinary action
against an employee without just cause. The discipline to be imposed in any particular
case will be based on the totalily of the circumstances including the nature of the offense,
the employee's length of service, prior work record, and prior disciplinary record.

Notice of Termination: The County shall give an employee not less than two wecks

notice or pay in the event that the County desires to end an employee's employment,
unless such termination is for just cause.
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17.3. Reasons for Discipline: Some of the serious misconduct which can result in immediatc
discharge without prior waming or notice include:

). Stealing or wrongful appropriation of funds or property of the County, of
other emplovees, or of inmates.

2. Criminal acts.

3 Violation of posted rules or other County policies or procedures that wam
of discharge.

4, Behavior intended fo harm or injure anyone's person, reputation or
employment.

5. Conviction of a felony, or conviction of a misdemeanor which hinders the
employee's ability to function effectively as a correctional employee.

6. Knowingly or neghgently destroying property of the County.

7. Knowingly or negligently refusing to follow lawful instructions or orders
issued by any superntor.

8. Knowingly falsifying any work record or any claim for benefits.

9. Possession or use of alcoholic beverages, illegal drugs or other intoxicants

on County property or arriving or returning to work under the mfluence of
any alcoholic beverage, illegal drug or other intoxicant.

10.  Improper treatment of inmates, including, but not limited to, verbal or
physical abuse, derision or the violation of any statute, regulation or
correctional facility rule or policy regarding inmates.

17.4 Reasons for Disciphne: Other offenses of less seriousness which may not automatically
result 1n 1mmediate discharge, but which could result in discharge, including lateness,
absence, horseplay or practical joking, inappropnate or obscene language, and
unsatisfactory work for which the employee has been disciplined, will be handied as
follows:

l. A superior will give one or more oral warnings to the employee. At the superior’s
discretion any number of oral warnings may be given depending upon the attitude
of the employee and the superior’s judgment of the seriousness of the offense. It
1s the superior’s responsibility to point out the specific nature of the offense and to
discuss with the employee the correct action to be followed in the future;

2. If the supenor believes oral wamings have been, are, or would be insufficient in
view of the attitude of the employee, and/or the nature of the offense, a written
warning shall be issued. Wntten warnings shall state the nature and time of the
oftense, any corrective action that may be deemed to be necessary, and shall notify
the employee that unless corrective action is taken, the employee may be subject
to more senous discipline including discharge;

3. Employees who receive two or more written warnings for any offense In a year
may be subject to termination.
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The Parties jointly recognize the deterrent value and necessity of the ability to impose
disciplinary action. Accordingly, the County will impose a procedure of progressive
disciplinie including the following actions:

1. Counseling Memo

2. Oral warning (with wntten documentation,)
3. Written warning

4. Suspension without pay

5. Demotion

6. Dismissal

The parties agree that Counseling memos wiil no be considered to be formal discipline.

The parties agree that there will be cases that will warrant the County by-passing some of
the above progressive disciplinary steps.

All written warnings shall be placed in the employee's personnel file at the time they are
given. All written wamings shall narrowly and specifically 1dentify the alleged , action
or non-action for which the writien warmning is being given and shall cite the particular
Contract proviston or published rule or regulations which is alleged to have been violated
All written warmungs shall be removed from the employee’s file not later than one (1) year
from the date of the offense, provided there has been no other disciplinary action and
once removed shall not be copsidered further for the basis of any action. All oral
warnings shall be made al the time of the event, oi kowledge of the event, being warned
of, and the supervisor shalt place a record of the oral warning in the employee’s personnel
file and shall notify said emplovyee.

In the event o( a suspension or demotion, the Employee's personnel file shall be cleared of
such discipline after three (3) years from the date of suspension or demotion, provided
there are no written warnings, suspensions, or demotions during the three (3) year period.

Demotion: The County may demote n the event of inefficient or unsatisfactory
performance of duties or violation of County rules or policies.

Drug and Alcobol Policy:

Employees shall not possess, use, or sell illegal controlled substances or alcoholic
beverages while on duty in the comrectional facility or while in any other facility of the
County or any other facility at another location while on duty or acting in an official
capacity for the County. Possession shall include, but not be Jumited to, concealment or
storage in a locker, bag, ot other place accessible to the employee during working hours.

Employees shall not report to work or attempt to work while under the influence of
aleoholic beverages or controlled illegal substances. Employees shall not report to work
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17.9.6

or attempt to work while suffering from the effects of prescription or over-the-counter
drugs or medication which would impair their ability to do their job.

The Superintendent or designee may enforce this policy by requiring employees to submit
to drug and alcohol tests based upon a finding of reasonable suspicion (including, but not
limited to, providing urine and blood samples_to be tested by a medical facility (not a
County facility) qualified to perform drug and alcohol tests; and/or by conducting
searches of employees and their personal belongings upon reasonable suspicion that the
employee is under the influence of a drug or alcohol or that the employee is concealing
controlled substances or alcohol in the area o be scarched. Reasonable suspicion shall
mean the quantity of proof or evidence that is more than a hunch, but less than probable
cause. Reasonable suspicion must be based on specific, objective facts and any rationally
derived inferences from those facts about the conduct of an individual that would lead the
reasonable person to suspect that the individual reported for work under the influence of
medication, controlled substances or alcohol (while on duty) or is under the influence
while on duty.

Employees shall be discharged from employment or subject to other disciplinary action as
the County may determine if the employee:

1. Fails to comply with this policy or to cooperate with the Superintendent
in the administration of this policy.

(0]

Exhibits behavior that 1s harmful or potentially harmfu) to inmates or
other employees.

3. Refuses to submit to independent testing under Section 17.9.3 above, at
County expense, 1f requested to do so by the Supenntendent or designee.

Any employee who 1s diagnosed as dependent on alcohol or drugs by a medical
professional, a certified counselor or an accredited treatment facility shall receive the
same consideration as employees with other serious illnesses. The employee will be
placed on leave in accordance with the provisions of section 12.2 of this Agreement until
the employee presents the Superintendent a plan of treatment from a medical
professional, a certified counselor or an accredited treatment facility. The employee will
be required to present periodic documentation from the medical professional, certified
counselor, or treatment facility of ongoing treatment whether the employee remains on
leave or returns to work.

In the event of drug testing, such testing shall at least fulfill the requirements set forth in
49 CFR 40, U.S. Department of Transportation Procedures for Transportalion Work Place
Drug Tesung Programs.
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ARTICLE 18
Grievance Procedure

Purpose: The purpose of this Article is 1o provide a mutually acceptable procedure for
adjusting grievances arising from an alleged violation, misinterpretation or misapplication
with respect to one or more unit employees, of any provision of this Agreement except
those excluded expressly.

Iotention: It is intended that the procedure provided herein shall facilitate the resolution
of employee complaints and dissatisfaction at the lowest possible leve), and thc County
and the Association agree to work together towards this end. Nothing in this Article shal)
be interpreted as preventing or discouraging any employee and/or his/her Steward, if the
employee so chooses, from discussing any complaint or dissatisfaction in an informed
and informal manner, with the immediate supervisor. Such discussions will not,
however, interfere with the right to process such complaint or dissatisfaction through the
grievance procedure provided herein.

Representation: A Steward, when requested by an employee, may assist him/her in
processing a grievance. In so assisting the employee, the Steward shall be given the
opportunity to discuss the matter with the employee and employees who may have
information bearing on the matter, prior to presenting the grievance. A staff
representative or authorized agent of the Association may substitute in the place of or
participate in addition to any Steward in this procedure.

Grievance Procedure:

Step One — Chief of Operations

If any bargaining unit member shall desire to utilize the gnevance procedure, he/she shall
first present their grievance orally to the Chief of Operations withun thirty (30) calendar

days from the date of the gnevable 1ssue, action (or inaction) or event.

The Chief of Operations shall provide a written response to the grievance within fifteen
(15) calendar days of the meeting at which the gnevance is presented.

It 1s the ntent of the parties that most grievances should be resolved at this step, and the
participants shall make an eamest effort to achieve such resolution. Any extension of the
fime frames established at Step One must be agreed to by the parties.

The failure of the Chief of Operations to provide a response as prescribed herein shal)

constitute a demal of the grievance at Step One, and the grievant shall be entitled to
appeal to Step Two, as provided for below.
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Step Two — Superintendent

18.4.2.

If the grievant is dissatisfied with the response received from the Chief of Operations,
then he/she, or his/her steward, or his/her field representative shall submit a written
grievance to the Superintendent within fifteen (15) calendar days of the receipt of such
response.

The written grievance shall include, at minimum, the nature and detatls of the conmplaint,
which are adequate to frame a response, the contract provision that 1s alleged to have
been violated, and the remedy sought by the grievant.

The Superintendent, or his/her designee, shall provide a response to the grievance as soon
as 1s practicable, but in no instance shall such response be provided later than the close of
business oo the fifteenth (15") calendar day after the meeting. Such answer must be
provided within this time frame to: 1) the grievant (or his/her steward) and 2) the Union’s
assigned field representative, im Concord, by means of facsimile transmittal.

Any extension of the time frames estabhished at Step Two must be agreed to by the
parties.

The failure of the Superintendent to provide a response at Step Two as prescribed herein
shal} constitute a denial of the grievance at Step Two, and the grievant shall be entitled to
appeal to Step Three, as provided for below.

Step Three — County Commissioners

If the grievant is dissatisfied with the response received from the Supenntendent (or
his/her designee), then the grievant, or his/her steward, or bis/her field representative shall
appeal such response to the Board of Commissioners within fifteen (15) calendar days of
the receipt of such decision.

The petition to the Commissioners shall include both the orgmal Step 2 (written)
grievance and the Superintendent’s (or designee’s) response, as well as a written
explanation of the reason(s) such response is considered to be unacceptable.

The County Commissioners shall thereafter convene a grievance hearing at the earliest
date of mutual convenyence to the parties, but no later than forty-five (45) days after the
submittal of the appeal at Step Three.

The grievant, any employee presenting the matter as the Association’s representative, and
any employee witnesses who have direct knowledge of the facts of the matter who are
summoned by the Union to provide testimony 1 the case shall be excused from duty in
order to participate 1n the grievance hearing without Joss of time or compensation.



The Board of County Commissioners shall render a decision in writing within fifteen (15)
calendar days after the close of the hearing, or after the receipt of post-hearing materials
submitted by the parties. All such materials must be submitted within five calendar days
after the close of the hearnng.

The failure of the Comrnissioners to provide a decision at Step Three as prescribed herein
shall constitute a denial of the gnevance at Step Three, and the Association shall be
entitled to appeal to Step Four, as provided for below.

In the event that the grievance challenges the termination of an employee directed by the
Board of Commissioners pursuant to RSA 28:10a the Assoctation may bypass Step Three
and proceed directly to Article 18.4.4 Step Four Arbitration, if so desired.

18.4.4 Arbitration

18.5

If the Association wishes to submit an unresolved grievance to arbitration, the
Association shall so notify the County within thirty (30) calendar days from receipt of the
decision at Step Three of the grievance procedure. The grievant shall be represented by
the Association during the arbitration process.

The County and the Union may arrange mutually agreeable terms for a pre-hearing
conference to consider means for expediting the hearing by, for example, reducing the
i1ssue or issues to writing, stipulating facts and autbenticating exhibits, and the scheduling
of the arbitration hearing. Arbitration heanngs shall normally be held during the regular
work day hours.

The grievant(s), the gnevant(s)’(s) steward, and the employee wimesses who have direct
knowledge of the circumstances and factiors bearing on the case shall be excused from
duty In order to participate in the arbitration hearing without loss of time or
compensation.

The arbitrator shall be chosen by mutal agreement of the parties, or failing agreement, by
mutual agreement from a list of candidates provided by the NH Public Employees Labor
Relations Board (NH PELRB).

The arbitrator shall hear the grievance at the carliest possible date following notice, and
shall render a decision that shall be final and binding upon the parties. The arbitrator may

hear more than one grievance at a scheduled hearing uwpon the mutual agrecement of the
parties.

The arbitrator’s fee plus hus/her reasonable expenses shall be borne equally by the parties.

Extension of Time Limits: A)l the time limits herein may be extended by mutual
agreement of the County and the Association. Should any time limit provided for herein
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18.6

18.7

19.1

19.2

19.3

19.4

19.5

expire on a weekend or holiday, then the time limit set forth shall be extended to the next
regular non-holiday weekday (Monday through Friday).

Nothing in this Article shall be construed to Limit the nght of an employee to present a
grievance without the assistance of a Steward. At the request of the employee, the
Steward shall be excluded from the hearing at Step }; the Steward, however, shall be
given the opportunity to attend any subsequent heanings in Step 2 providing that in all
cases, any resolution of the grievance shall not be mconsistent with the tcrms of this
Agreement.

Missed Time Limits: Failure by the County or its agents to communicate the decision on
a grievance within the specified time limits shall permit the grievant to proceed to the
next step, as provided for herein. Failure of the grievant in any step of this procedure to
appeal a decision to the next siep within the specified time Jimits shall be decemed a
waiver of fufure appeal of the decision, and will be considered acceptance of the decision
rendered.

ARTICLE 19
Association Representation

Recognition: The County agrees to recognize six (6) Stewards, two (2) on each shift,
duly authonzed by the Association. The function of the Steward shall be to aid in the
adjustment of employee grnievances related to conditions of employment.

Non-discrimination: The County agrees there shall be no discrimination against the
Stewards because of their duties as Association officials or members. The Association
shall furnish the name of the Stewards to the County and keep the list current.

Use of Work Time: The County shall authorize a reasonable amount of time, during
work hours without loss of {ime or pay to permit the Stewards to carry out  their
responsibilities to the employees in the unit insofar as this activity does not interfere with
performance of normal duties. The Association agrees that it shall guard against the use
of excessive time.

Release for Training: The County agrees to authonize one day off in any one calendar
year, without loss of time or pay for the Stewards to attend Association training programs.
The Association shall notify the County no less than twenty days in advance of such
proposed training programs.

Union Convention: The County shall provide, without loss of pay or benefits, two days

off per year for two unit employees to attend the Annual Convention of the State
Employees’ Association of New Hampshire, Inc.
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20.1

20.2

20.3

ARTICLE 20

Labor -- Management Committee

Purpose of LMC: To ensure the reabzation of the purposes of this Agreement, there
shall be a Labor-Management Committee which shall meet to discuss matters of mutual
concern as they may arise and to give the County and the Association the opportunity to
share views and/or make suggestions on subjects of interest to both parties. The subjects
of such meetings may include, but are not limited to the following:

L. Discussion of the admimistration of this Agreement;

2. Discussion of grievances which have not been processed beyond the necessary
steps of the grievance procedure when such discussions are agreed to by the
parties; :

3. Notifying the Association of changes contemplated by the County which may

affect members of the unit;

4. Joint discussion of the need for providing and/or identifying training and
educational opportunities to meet the future needs and programs of the County;

5. Dissemunation of general information of interest to the parties;

6. Providing the County and the Association LMC members the opportunity to share
the views of their members and/or make suggestions on subjects of interest to
their members, including alleged inequities in the freatment of either/or both
parties.

Composition: The Labor-Management Committee shall be compnsed of members of
each party, three chosen by the Association and three chosen by the County. All LMC
members shall be DOC employees.

Bargaining unit members selected to serve on the Labor-Management Committee shall be
allowed to attend such meetings, if scheduled during the member’s normal work hours,
without loss of pay or benefits. It shall be the responsibiity of the DOC to arrange
coverage for untion LMC members while attending such meetings.

Meetings Convened:
Meetings of the Labor-Management Committee shall be scheduled upon the written
request of either party. The written request shall notify the other party of the subject

matter(s) for which the meeting 1s being convened.

The LMC will meet at the call of either of the co-chairs (one appointed by the Association
and one appointed by the County).
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22.1

Meetings shall be convened as soon as practical after such written notice 1s provided by
the requesting party, but in no instance shall more than fourteen (14) calendar days pass
between the submission of the request and the date of the meeting unless agreed to in
writing by both parties.

ARTICLE 21
Separability

In the event that any provision of this Agreement at any time after execution shall be
declared invalid by any court of competent jurisdiction, or abrogated by law, such
decision shall not invalidate the entire Agreement, it being the expressed intention of the
Parties hereto that all other provisions not declared invalid shall remain in full force and
cffect.

ARTICLE 22
Noftices

Wlhenever a written legal notice is required to be given by the County to the Association,
such notice shall be given to the state organization of the State Employees' Association of
New Haapshire, Inc., with offices in Concord, New Hampshire.

Whenever wrilten legal notice is required to be given by the Association to the County,
such notice shall be given to the Merrimack County Board of Commissioners.

ARTICLE 23
Waiver

Waiver by either Party of the other's nonperformance or violations of any term or
condition of this Agreement shall not constitute a waiver of any other non-performance or
violation of any other term or conditions of this Agreement, or of the same non-
performance or violation in the future.

ARTICLE 24
No Strike - No Lockout

Job Actions: Neither the Association nor any of its officers, agents or employees of the
bargaiming unit will instigate, promote, encourage, Sponsor, engage in, or condone any
strike, picketing, or slowdown during the term of this Agreement, providing that a picket
line established for the purpose ol disseminating information will not be deemed a
violation of this section.
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Lock Outs: Neither the County nor any of its officers or agents will sponsor, engage in,
or condone any lockout during the term of this Agreement.

ARTICLE 25
Duration and Re-opening

Duration: This Agreement, as executed by the parties, shall remain in full force and
effect ending at 11:59 p.m. on December 31, 2009, or uniil it 1s replaced by a successor
agreement, whichever is later.

Renegotiation: Renegotiation of this Agreement will be effected by written notification
by one Party to the other not earlier than July 1, 2008. Negotiations shall cornmence
within four weeks of receipt of such notice.
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IN WITNESS WHEREQF, the Parties hereto by their authonzed representatives have executed
this Collective Bargaining Agreement, inclusive of Appendices A — D incorporated herein by
reference, on this 16th day of April, 2009.

For the Employer: For the Assoclation:

%cold Chal_rman Chapter President

C 1ssioner

% 32tz . -
Leo Bernier, Vice-Chairman Unit Representative
Commissioner
2 /7 % % )

%L\ Mﬂ_ [)\)Qa”\/\ l /@l // Z/(// : 4 % -

Ehzaﬁ\eth Rlanchard, Clerk Unit Representative

Commissioner

Negotiator / Fidld Rep
SEA of NH / SEIU Local 1984

Unw  RepPreSBuTATIVE
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APPENDIX A

LABOR GRADE LEGEND

Labor Grade Position
“*A Secretary
*B Correctional Officer
*C | Corporal
ik = . - LPN -
“D Sergeant
i = RN, Training Coordinator
“*F Charge RN




APPENDIX B

WAGE SCHEDULE EFFECTIVE 7/01/07

Labor Step Step Step Step Step Step Step Step Step Step Step Step Step
Grade Min 1 2 3 4 5 5 7 8 9 10 11 12
A 27,355.36 2841876 29,555.51 31,033.27 32,584.84 34214.19 35,240.61 36,297.84 37,386.76 38,508.36 39,663.62 40,853.53 42,079.14
13.16 13.67 14.21 14.92 15.66 16.45 16.94 17 .45 17.97 18.51 18.07 19.65 20.24
‘B 29,242.87 30,598.67 31,822.62 33,413.75 35084.44 3683866 37,943.83 39,082.12 40,254.60 41,462.23 42,706.10 43,987.20 45306.90
14.06 14.72 15.30 16.07 16.87 17.71 18.24 18.79 19.35 19.94 20.53 21.15 21.78
*C 34,899.53 36,626.62 38,091.77 39,096.34 4199617 4400588 4541886 46,781.42 48,184.85 49,630.40 51,119.33 52,652.91 54,232.50
16.27 17.08 17.76 18.65 19.68 20.56 21.17 21.81 22.48 23.14 23.84 24.55 25.29
=D 36,181.40 3790838 3842576 4139940 43.466.90 45640.25 47,009.47 4841975 4987233 51,368.50 52,009.55 5449684 56,131.74
17.40 18.22 18.96 19.91 20.89 21.94 22.60 23.28 23.97 2470 25.44 26.20 26.99
0D 38,058.31 39,87593 41,470.98 43,544.52 45721.76 48,007.84 4944573 50,831.51 52,459.46 54,033.24 55,654.25 57,323.88 59,043.59
17.74 18 60 19.33 20.30 21.32 22.38 23.06 2374 24.46 25.18 25.95 26.73 27.53
B 38.424.69 4144511 43,102.91 45258.08 47,520.98 49,897.02 51,393.93 5293575 54,523.82 56,153.55 57,844.32 6£9,579.65 61,367.04
18.96 19.93 2073 21.76 2285 23.99 24.71 25.45 26.22 27.00 27 81 28.64 29.50
R 4297291 45121.54 47,377.62 49,746.50 52,233.81 54,84550 56,468.36 58,185.58 59,831.14 61,729.09 63,580.95 65,488.38 67,453.03
20 886 21.69 22.78 23.82 25.12 26.36 27.94 27.98 28.81 29.68 3057 31.48 32.43
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APPENDIX C

WAGE SCHEDULE EFFECTIVE 1/01/08

Labor Step Step Step Step Step Step Step Step Step Step Step Step Step
Grade Min 1 2 3 4 5 6 7 8 9 10 113 12
A 28,176.02 29,271.32 30,442.18 31,964.27 33,562.48 3524062 36,207.83 37,386.78 38,508.37 39,663.61 40,853.53 42,079.14 43,341.51
13.55 14.08 14.63 15.37 16.13 16.95 17.45 17.97 18.51 19.07 19.65 20.24 20.84
*B 30,120.15 31,51663 32,777.30 34,416.17 36,136.97 37,8043.82 39,082.14 40,254.58 4146224 42706 10 43,987.29 45306.90 45,666.11
14.48 15.16 15.76 18.565 17.37 18.24 18.79 19.36 19.04 20.53 21.15 21.78 22.43
*C 35,846.52 37.725.48 39,234.52 41,196.23 43,256.05 45,418.86 46,781.42 48,184.86 49,630.40 51,119.31 52,652.91 54,232.50 55,858.47
16.75 17.5¢ 18.30 19.21 20.17 21.18 21.81 22.46 23.14 23.83 24.55 25.29 26.05
D 37,266.84 39,046.66 4060853 4264139 44,770.91 4700046 4841975 49,872.34 51,368.50 52,909.56 54,496.84 56131.74 57,815.70
17.92 18.77 109,53 20.50 21.52 22.60 23.28 23.97 24,69 25.44 26.20 26.99 27.80
‘D 38,20006 41,072.21 42,715.11 44,850.85 47,093.41 49,44807 50,922.10 5245946 5H4,033.25 55654.24 57,323.88 59,04359% 60,814.90
18.27 19.15 19.81 2081 21.96 23.05 23.75 24 .45 25.19 2594 26.73 27.53 28.35
**E 40,607.44 42,688.47 44,396.00 46,615.82 48,946.61 5139393 52,3575 54,523.82 56,159.53 57,844.34 59,579.65 61,357.04 863,208.05
19.53 20.52 21.35 22 4% 23.53 24.71 25.45 26.21 27.00 27.81 28.64 29.50 30.39
“F o 44,262.10 4647519 48,79894 51,23889 53.800.83 56,490.87 58,162.41 59,931.14 £1,729.08 63,580.96 65,488.38 67,453.03 62,476.62
21.28 22.35 23.46 24.64 25.87 27.15 27.96 28.82 29.67 30.57 31.48 32.43 33.40




APPENDIX D

WAGE SCHEDULE EFFECTIVE 1/01/09

Labor Step Step Step Step Step Step Step Step Step Step Step Step Step
Grade hin 1 2 3 4 5 6 7 8 9 i0 11 12
A 20,021.30 30,149.46 31,355.44 32,923.19 34,569.36 36,297.83 37,386.76 38,508.38 30,663.62 40,853.52 42,079.14 43,341.51 4464176
13.96 14.50 15.07 15.83 16.62 17.45 17.87 18.51 19.07 19.64 20.24 20.84 21.47
B 31,023.76 32.,462.13 33,760.81 3544865 37,221.08 39,082.14 40,254.61 41462.22 42,706.11 43,987.28 45306.90 46,666.11 48,066.09
14.92 15.61 16.23 17.05 17.90 18.79 19.35 19.94 20.53 21.15 21.78 2243 23.11
< 37,024.81 38857.25 40411.56 42,432.12 44,553.73 46,781.42 48,184.87 49,630.40 51,119.31 £52,652.89 54,232.50 05585947 57,535.25
17.26 18.12 18.84 19.78 2078 21.81 22.46 23.14 23.83 24.55 25.29 26.05 26.83
“*D  38,384.85 40,218.06 41,826.78 43,820.63 46,114.04 4841975 49872.34 51,368.51 52,900.55 54,496.84 56,131.74 57,815.70 59,55017
18.46 19.33 20.11 2112 2217 23.28 23.98 24 69 25.43 26.20 26.9% 27.80 28.63
D 40,376.06 42,304.37 43,996.56 46,196.38 48,506.21 50,831.51 52.456.97 54,033.24 55654.24 57,323.87 59.043.59 60,814.80 62,639.35
18.82 18.73 20.51 21.54 2262 2374 24 .46 25.19 25.95 26.72 27.53 28.35 29.20
*“*E  41,825.66 43,969.12 45,727.88 48,014.29 50,415.01 5293574 54,523.82 56,159.54 57.844.32 59,570.87 61.367.04 63,208.05 65 104.29
20.11 21.14 21.89 23.08 24.24 25.45 26.22 27.00 27.82 28.64 29.50 30.39 31.30
*F 4558996 47,86945 50,262.91 52,776.06 55,414.85 58,185.59 58,807.28 61,729.08 63,580.95 65,488.39 67,453.03 69,476.62 71,560.92
21.892 23.02 24.16 25.38 26.65 27.97 28.80 29.68 30.56 31.49 32.43 33.40 34.40




Level 1 = $2,500
Level 2 = $2,000

Level 1 Employees:

Employees who have not received a step increase or cost of living increase after 2004

APPENDIX £

One Time Bonus

to 7/01/07.
Employee Last Step Increase Last Cost of Living
Increase
Austin, Kevin 2/05/03 7/01/04
Boudreau, Mary ~_11/15/08 - 7/01/04
Gregg, Daniel 10/26/02 7/01/04
Lewko, James 5/24/03 7/01/04
McKinnon, Bonnie 5/15/02 7/01/04
Chase, Robin 3/04/03 7/01/04

Level 2 Employees:

Employees who have not received a step increase or cost of living increase after 2005

to 7/01/07.
Employee Last Steéwl'h%‘augé Last Cost of Living ]
Increase
| Jenkins, Anthony 8/19/05 7/01/04

Joyce Martin is at LG D Step 10. However, Joyce did receive her last increase in

January 2006.

Cost: 6 employees x $2,500 = $15,000
1 employees x $2,000 = $2,000

$17,000
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A OPENDIX F COUNTY OF MERRIMACK

A

DEPARTMENT OF CORRECTIONS
314 Danjel Webster Highway, Boscawen, NH 03303

TEL: 603-796-2107 FAX: 603-796-2915
COMMISSIONERS RONALD R, WHITE
SUPERINTENDENT
ID. COLCORD, Chairman, Wamer
KATHERINE D. ROGERS, Vice Chairman, Concord RICHARD G. DOUCET
BRONWYN ASPLUND-WAILSH Cleik, Franklio ASST. SUPERINTENDENT

To: Al Supervisors
From: Ceptain Dariel ¥ Ward Sr
Date; 2 August 2006

Following the Supervisor’s meeting on Friday, | wanted to put out an outline of the
process we agresd o use for overtire assignments. Please review this and begin
implementation immediately.

The overtime roster hag been revised to comply with section 8.3 of the Collective
Bargrining Agreement (the Conwact). As a reminder, that section states,

“Whep overine i3 1o be worked, emuplayees shall be offered the overtime work
on the basis of pg overtime roster which shall be kept with work schedules. The
shift supervisor shall utilize the overtime rosier to make overtime equally
aveilablie to all employees.” {emphasis added)

“To the extent prectigal, 2l vvertime agsignments shall be on a voluntary basis ”
{eraphasig added)

Any employee wishing to be added to thus call list or who choose NQT to be contacied at
home may request that his/her number be added / removed from this list by submitting
that request in writing to me  If they are present for work and overtime becomies
available, they may accept the overtime assignment however.

i an overtime slot becomes available, the supervisor will begin to contact employees
through the call list and will record the approprizte response from each person (ie: “A”
Acceptance, “R” Refusal or “N” No Response). Once an employee accepts the overtime
assignment, his/her name will move o the bottom of the roster. Subsequent vacancies for
overtime would then contidue from the next employse listed on the roster,

In the event that the supervisor exhauats the call list with no-one accepting the overtime
assignment, the supervisor will direct the first person an the call list {(who must obviously
be present) to remain s mandated overtime. That employee’s name will then be friovad
to the bottors of the roster as well.
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Acceptance of overtime wiether voluntary or involuatary or whether he/she warks a 4- or
8.25-Kour block wii! zllow the employee’s nasue to be moved o the bottom of the roster.

You will notice the “Trained” column on this sheet — it is there to designate employees
who have been teained to work in a particular function. Officers, for example, who have
not been trained ie the control room ggipot work in there untif they are srained to do so.
As more ang more employess are trained, their status will be reflected in this column.

REMEMRER . THERE IS ONLY ONE ROSTER. THERE S NOT ONE RGSTER
PER SHIFT AND CNE ROSTER FOR THE CONTROL ROOM.

The supervisor of esch hift will have the responsibility to work with the control room

supervisor to ensure shifi coverage i3 adequite. Please take this into consideration when
granting leave requesss as well,
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