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AGREEMENT

This AGREEMENT made and entered into by the Conway School District (hereinafter called the
District} and Local #859 of the American Federation of State, County and Municipal Employees,
AFL-CIO (hereinafter called the Union) representing the Custodians, Bus Drivers, and

Maintenance Personnel and Mechanics (excluding the Buildings and Grounds Coordinator of the
Conway School District.

WITNESSETH

WHEREAS the Union has been established as the certified bargaining unit by the Public
Employee Labor Relations Board for the purposes of collective bargaining under the provisions
of RSA 273-A and is the exclusive representative of all Service Employees of the Conway
School District who are on regular active duty for the District and are enrolled on the District
payroll.

WHEREAS the parties have entered into collective bargaining pursuant under conditions of RSA
273-A.

WHEREAS now, therefore, the parties hereto contract and agree with each other as a result of
collective bargaining as follows:

ARTICLE 1
RECOGNITION

1.1 ~ Whenever used in this Agreement, the word "employees" refers only to those school
district employees employed on a permanent basis in job categories covered by this Agreement,
and whose work week is 30 hours or more per week. The unit member will receive full benefits.

1.2 The District hereby recognizes that the Union is the sole and exclusive representative of
all service employees of the District except the management or supervisory employees of the
District and others properly excluded under the provisions of RSA 273-A.

1.3 Whenever reemployments are made, or the District hires new employees, they must
complete a sixty (60) days probationary period (working days) before attaining rights under this
Agreement. Such sixty (60) days may be waived if approved by the School Board. Benefits will
begin on the first day of the month after hire.

1.4 The Union agrees for itself and its members that they will individually and collectively
perform loyal and efficient work and service and use their influence and best efforts to promote
and advance the interests of the taxpayers of the Conway School District,

1.5  DEFINITIONS:

A, Full-time Calendar Year Employee - An employee of the Board who works or is
scheduled to work 52 weeks per year, 32 hours per week, including vacation time. Employees
who are currently employed and receive the full benefits will continue to receive the full benefit
provided they work at least 30 hours per week.



B. Part-time Calendar Year Employee - An employee of the Board who works or is
scheduled to work 52 weeks per year, less than 32 hours per week, including vacation time.
Employees who are currently employed and receive the full benefits will continue to receive the
full benefit provided they work at least 30 hours per week.

C. Full-time Academic Year Employee - An employee of the Board who is
scheduled to work less than 52 weeks per year during the school academic year; 32 hours or
more per week. However, any bus driver who does not work 32 hours or more per week but is
normally scheduled to work 32 hours or more per week will not lose his/her benefits. Employees
who are currently employed and receive the full benefits will continue to receive the full benefit
provided they work at least 30 hours per week.

D. Driving Time - Bus drivers will be paid regular time or time and one-half while
driving.

E. Waiting Time - Waiting time is while the bus driver is responsible for the bus
and/or is assigned to stay with the bus.

F. Time Off - While the bus driver has no driving or no other bus responsibilities, no
pay for this time.

G. Part-time Academic Year Emplovee - An employee of the Board who is
scheduled to work less than 52 weeks per year during the school academic year, less than 32
hours per week. Employees who are currently employed and receive the full benefits will
continue to receive the full benefit provided they work at least 30 hours per week.

H. Seniority - Having priority or being given preference because of continuous years
of service.
L Probation - That period of time during which a person's character, ability to meet

certain requirements, or fitness for the position employed is evaluated.

ARTICLE 2
DUES DEDUCTION

2.1 Upon completion of the probationary period, all employees of the bargaining unit hired
after July 1, 2009 may become a member of the Union.

Upon individually written authorization by the Union employee and approval by the
Union President, the District agrees to deduct from each employee so authorized the current
monthly dues or agency fee as certified to the employer by the Treasurer of the Union, and
deliver the same to the Union Treasurer. Said deduction to be made each pay period. However,
if any employee has no check coming to him/her or the check is not large enough to satisfy the
assignments then and in that event no collection will be made from said employee for that
period.

2.2 Along with the delivery of the dues to the Treasurer of the Union, the District will also



deliver a list of all employees who have paid said dues for the quarter.

ARTICLE 3
MAINTENANCE OF MEMBERSHIP

3.1 Each member of the bargaining unit who, on the effective date of this Agreement, is a
member of the Union, and each employee who becomes a member of the bargaining unit and the
Union after that date, shall continue his/her membership in the Union during the duration of this
Agreement; provided, however, that an employee may at his/her discretion and in writing,

withdraw his/her membership from the Union anytime within five (5) working days prior to the
anniversary date thereafter.

3.2 Any employee who is in the bargaining unit and is not a member of the Union but wishes
to have the Union represent them in a grievance, shall assume full financial responsibilities as to

the actual costs of processing the grievance. Collection of such fees shall be the sole
responsibility of the Union.

3.3  Should there be a dispute between an employee and the Union over the matter of an

employee's Union membership, the Union agrees to hold the District harmless in any such
dispute.

3.4 The Union shall post notices on departmental bulletin boards thirty (30) calendar days
prior to the anniversary date.

ARTICLE 4
HOURS AND WAGES

4.1  The normal work week schedule shall consist of five (5) consecutive eight (8) hour work
days, Monday through Friday, exclusive of an unpaid lunch period. Exceptions shall include the
cafeteria and bus driver employees. The work schedules are contained in Appendix C.

42  The normal work day may be altered by two and one-half (2 '4) hours either at the
commencement of the work day or by two and one-half (2 %) hours at the end of the work day,
but not otherwise. This is to allow the District some flexibility in work assignments.

43  Hours of work, including summer schedules, may be adopted by mutual agreement by the
parties to supersede hours designated in this article or in Appendix C.

44  Overtime — Custodians and Maintenance - Employees will receive time and one-half (1
1/2) for all work performed after eight (8) consecutive hours. Time and one-half shall also be
received by an employee if said employee performs work on Saturday, providing, however, that
said employee has accumulated forty (40) work hours during the regular work week. There shall
be no duplication of overtime. When overtime requirements are known forty-eight (48) hours in
advance, sign-up sheets for overtime assignments will be posted and followed. No temporary or
part-time employee shall be offered overtime until all full-time employees have been afforded
the opportunity for such overtime. This does not preclude the District's current practice of
contracted services. All approved leave shall count as actual time worked in calculating

overtime. Procedures for distribution of overtime opportunities must ensure equal opportunities
for employees.



4.5  Qvertime - Bus Drivers - Bus drivers will be paid time and one-half their regular rate of
pay, for driving or waiting time, after forty (40) hours, within a regular work week.

4.6  Emergency Work - It shall be the duty of employees to make themselves available during
the course of emergencies. Deliberate refusal without justification shall result in disciplinary
actions. Emergencies shall be determined by the Superintendent of Schools or his/her designee.

4.7  An employee paid on an hourly basis who has left his/her normal place of work for
his/her residence and is called back for work without prior notice of at least 24 hours shall be
paid for such overtime at the rate of time and one-half (1 1/2) with a minimum of two (2) hours
call-back time.

4.8  Employees who are required to perform work on Sundays shall be compensated at the
rate of time and one-half (1 1/2) their regular rate of pay for such hours of work.

4.9  Bus drivers who are required to stay overnight because of a special trip shall receive

$50.00 per night over their pay for the actual hours worked. The bus driver will be available and
accessible to the trip leaders while on this overnight.

4.10  Bus drivers who are on a special trip will be reimbursed up to $20.00 per meal for any
meals necessary while on the trip (receipt required).

ARTICLE 5
HOLIDAYS

5.1  All permanent full-time calendar year employees in the bargaining unit who have
completed the probationary period shall be paid the following named holidays:

Independence Day

Labor Day Christmas Day

Indigenous People’s Day New Year's Day

Veterans' Day Martin Luther King’s Birthday
Thanksgiving Day Washington’s Birthday

Day After Thanksgiving Memorial Day

All other bargaining unit employees shall be paid for the following named holidays:

Indigenous People’s Day Day After Thanksgiving

Veterans' Day Christmas Day

Thanksgiving Day Martin Luther King's Birthday
Memorial Day

5.1(a) If for any reason a school year employee is required to work for the district the full 5 day
week prior to Labor Day, then they shall receive Labor Day as a paid holiday.

52  All bargaining unit members who perform any work on any designated holiday listed for
permanent full-time calendar year employees shall be at the rate of time and one-half (1 !%) for
all hours worked, over and above the holiday pay.



5.3 In order to qualify for the holiday pay referred to in section 5.1, the employee must have
worked the last scheduled work day before the holiday and the first scheduled work day after the
holiday, except for any authorized leave. Holidays will be observed in accordance with the
school district calendar. If July 4®, Veteran’s Day, Indigenous People’s Day, December 25%, or

January 1% fall on a Saturday or Sunday, the Superintendent will designate either the Friday
before or the Monday after as the observed holiday.

5.4  All hours paid on a holiday shall be counted as hours worked for the purpose of
computing overtime.

ARTICLE 6
YACATIONS

6.1 Employees will be awarded one week of vacation after six (6) months of successful
employment. After the initial anniversary date of employment, the full-time calendar year
employee will receive an annual vacation of two (2) weeks with pay. After five (5) years of
continuous employment with the District, an employee will receive an annual vacation of three
(3) work weeks, and after ten (10) years of continuous employment with the District, an
employee will receive an annual vacation of four (4) work weeks with pay.

6.2  The School District reserves the right to limit the number of employees who may be on
vacation at any one time and establish procedures for selecting vacations.

6.3  Eamned vacation pay will be paid in full to beneficiary at death or to the employee at
retirement or termination.

6.4  Earned vacation time shall not be accumulated or carried over to the following year,
except that if an employee who, through no fault of his/her own, cannot take his/her vacation,
then the employer may permit the employee to take that vacation within sixty (60) days
following his/her anniversary date of the applicable year. Should the employee continue to be
unable through no fault of his/her own to take his/her vacation, the employer agrees to pay in full
all vacation time due on the last pay period of the sixty (60) days following September 1%.

ARTICLE 7
UNPAID LEAVES OF ABSENCE

7.1 Upon application of the employee, an unpaid child care leave of absence shall be granted
to permanent full-time calendar year employees who have been employed at least one (1) year
before said application, said leave to commence at the time recommended by the doctor, and to
extend for a period not to exceed six (6) months after the birth of the child. If an employee who
has been granted a child care leave of absence in accordance with this provision shall fail to
return to work upon the expiration of such leave of absence, the employee shall be deemed to
have voluntarily terminated employment, and will reimburse the District for the District’s
contribution to all benefits paid during this leave.

7.2 Apermanent employee with at least five (5) years of permanent service within the
District may apply for a minimum of six (6) weeks to one (1) year leave of absence.
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Application for such leave must be in writing to the Superintendent of Schools, and the reason
for the leave must be clearly stated. The application must precede the proposed effective date of
any such leave by at least thirty (30) days. Upon the recommendation of the Superintendent, the
Conway School Board shall decide whether to grant the requested leave. The School Board's
decision shall be final and unreviewable in any forum. Neither the Board's decision nor the
Superintendent's recommendation shall be grievable. Such leave may be terminated by the
school board prior to its expiration upon request by the employee. If an employee who has been
granted a leave of absence in accordance with this provision shall fail to return to work upon the
expiration of such leave of absence, the employee shall be deemed to have voluntarily terminated
employment, and will reimburse the District for the District’s contribution to all benefits paid
during this leave.

7.3 Any member of the bargaining unit covered under this Agreement who is or may become
a qualified member of the National Guard or the United States Ready Reserve of Military
Reserve Forces will receive, in addition to any vacation to which that employee may be entitled,
a leave of absence for the purpose of receiving military training, This leave shall not exceed

fifteen (15) calendar days in duration. The following conditions shall be attached to any such
leave.

A The employee shall, at least thirty (30) days in advance of the date of departure,
provide to the Superintendent written evidence of the date of departure and date
of return.

B. The employee shall give written evidence of satisfactory completion of the
training immediately upon returning to school district duties. Evidence shall be in
the form of a pay voucher.

Military reserve organizations sometimes require their members to obtain approval of their
employers to take part in the "Ready” components as opposed to the "Standby" components.
Such approval indicates a willingness to release the employee on short notice for active duty.
The Superintendent shall approve or disapprove each such request to take part in "Ready
Reserve" activities. Such approval shall not be unreasonably denied. The Superintendent's
decision shall be non-reviewable in any forum and non grievable.

7.4  Any member of the bargaining unit covered under this Agreement who, during time of
declared war, joins or is drafted into active duty in the United States Armed Forces, shall be on
leave of absence from the date of induction to the date of discharge from active duty, plus thirty
(30) days. The following conditions shall be attached to any such active duty leave:

A Within thirty (30) days following discharge from active duty, the employee shall
notify the Superintendent of his/her intent to return to work.

B. Within thirty (30) days following discharge from active duty, the employee shall
furnish to the Superintendent evidence of physical fitness and mental competence
for the type of work in which the employee was engaged at the time leave
commenced, or for such other similar work as may be available.

C. Upon timely notice of intent to return and timely furnishing of evidence of



physical fitness and mental competence, the employee shall be allowed to return

to work within the District within thirty (30) days of the notice and furnishing of
evidence.

D. If an employee who has been granted a military leave of absence for active duty
in accordance with this provision shall fail to give the above-described notice of
intent or evidence of physical fitness and mental competence within the time

periods described above, the employee shall be deemed to have voluntarily
terminated employment.

7.5  Allleaves of absence defined and discussed in this Article shall be unpaid. Seniority
shall be frozen and not forfeited as of the date of commencement of such leaves of absence and
shall remain frozen and not forfeited until such time as the leave of absence or the employee's
employment terminates. Health insurance coverage shall be continued at the employee's option

and expense during any leave of absence defined and discussed in this Article. Employees on
child care leave may utilize sick leave.

ARTICLE 8
JURY DUTY

8.1 An employee called as a juror will be paid the difference between the fee received for
such service and the amount of straight-time earnings lost by reason of such service. Satisfactory
evidence of such service must be submitted to the employee's supervisor.

8.2  All time spent on jury duty will be counted as hours worked up to but not in excess of the
number of hours that constitutes that employee's normal work day.

ARTICLE 9
WORKMEN'S COMPENSATION

9.1  The purpose of Workmen's Compensation Insurance purchased by the District is to
provide an employee the opportunity to receive their regular salary on those occasions when an
absence occurs because of a work-related injury and the claim is accepted by the insurance
carrier. It is not intended that an employee will receive more than the regular salary.

0.2  When a claim is accepted by Workmen's Compensation Insurance, an employee will
receive a set portion of wages as determined by the insurance carrier. There are two (2) options
available to an employee.

A. An employee may elect to receive the ditference between the Workmen's
Compensation payment and the regular salary as a school district employee. In
the event the employee chooses to receive the differential, one-half 1/3 day sick
leave will be charged for each day absent.

B. An employee may elect not to receive the differential between Workmen's

Compensation payment and the regular salary, in which instance no absence will
be charged to sick leave.



9.3  Upon notice from the Workmen's Compensation Insurance carrier of the benefits to be
paid, the employee shall advise the District payroll clerk which option he/she has chosen.

9.4  The differential between Workmen's Compensation and the regular salary shall cease
when the employee's cumulative sick leave is exhausted.

25  An employee absent from work due to work-related injury may be terminated after the
Workmen's Compensation benefits have been exhausted, or after one year of continuous absence,
whichever occurs first. A decision to terminate will be made prior to the time that the

Workmen's Compensation benefits have been exhausted, or one year of continuous absence has
occurred, whichever occurs first,

9.6  Inorder to verify the Workmen's Compensation payments, the school district will be
advised by the insurance carrier of all nonmedical payments to the employee. Based on the
option chosen above, the payroll clerk shall make the appropriate adjustments in district
payments and sick leave records.

ARTICLE 10
JOB POSTING

10.1 The District agrees that whenever a new job is created in any school, or a vacancy is
created in any school, the name of the school, the name of the job, the requirements and pay
grade, and if the position is full-time or part-time shall be posted in all schools and all employees
shall be given five (5) work days to apply for said job.

10.2  When a position is awarded, the school district shall notify the Union President of the
name of the person awarded the position.

10.3 The above procedures shall be followed in all permanent promotions, vacancies, and
transfers.

ARTICLE 11
GRIEVANCE PROCEDURE

11.1 A grievance shall mean an alleged violation, misinterpretation, or misapplication with
respect to one or more employees, of any provision of this Agreement governing employees.

11.2 A grievance must be filed by the employee in writing within ten (10) working days of its
occurrence.

11.3 A grievance shall be processed in the following manner,

A, The aggrieved employee shall verbally discuss with his/her immediate supervisor
his/her complaint. A decision to be rendered by the immediate supervisor within
three (3) working days. If the answer given by the immediate supervisor is not
satisfactory, the aggrieved shall notify the immediate supervisor, in writing,



within five (5) days. The immediate supervisor shall respond, in writing, within
five (5) days. This step shall be in writing and all subsequent steps shall be in
writing,

B. If the aggrieved is not satisfied with the decision by the immediate supervisor,
he/she may appeal the decision, in writing, to the Director of Administrative
Services within five (5) working days; and the Director has five (5) working days
to render his/her decision.

C. If the aggrieved is not satisfied with the decision by the Director of
Administrative Services, he/she may appeal the decision, in writing, to the
Superintendent within five (5) working days; and the Superintendent has five (5)
working days to render his/her decision.

D. If the aggrieved is not satisfied with the decision by the Superintendent, he/she
may appeal the decision, in writing, to the School Board within four (4) days.
The School Board shall have ten (10) days to render a decision.

E. An unfavorable decision by the School Board may be appealed to the American
Arbitration Association, the Federal Mediation Conciliation Services, or the
PELRB within ten (10) days. The decision by one of the above named

organizations shall be final and binding, and the cost of the arbitrator shall be
borne equally by both parties.

F. Each party shall bear the expense of its own representatives at each step of the
procedure and will share equally in the costs of arbitration procedures.

G. Any grievance not processed within the time limits indicated above by the
grievant shall be deemed a waiver of his/her claim. Any failure to process the
grievance according to the time limits of the grievance procedure by the Board

shall permit the grievant to move his/her grievance to the next level of the
procedure.

H. No third party involved in the grievance procedure shall have the power of
authority to add to or subtract from or in any way modify the terms of this
Agreement, but shall make their decisions based solely upon the specific
provisions contained within the written Agreement of the parties.

L By mutual agreement of the parties, the above time limits may be extended at any
step.
ARTICLE 12
DISCIPLINARY PROCEDURES

12.1  All disciplinary actions shall be consistent with the infraction for which disciplinary
action is being applied.



12.2  An employee who is to be interviewed by his/her supervisor or other management
representative for the expressed purpose of receiving discipline shall have the right to have
his/her Union representative present at such interview as a witness. Discipline is defined to be:
(2) discharge; (b) written reprimand; (c) suspension,; (d) oral reprimand; (€) demotion; (f) change
in working conditions. All suspensions and discharges must be stated in writing with the reason
stated and a copy given to the employee and the Union at the time of suspension or discharge.

12.3  Disciplinary actions shall normally follow this order; however, discipline may be taken
out of order depending on the severity of the infraction.

A. A verbal warning

B. A written warning

C. Suspension without pay

D. Discharge

12.4  An employee may be suspended or discharged for just cause such as, but not limited to,
the following reasons.

Misconduct during employment

Incompetency or inefficiency

Failure to perform assigned duties

Discbedience to a supervisor

Intoxication while on duty

Failure to observe rules and regulations established by the Board and
administration

Conviction of a felony

Incompatibility with other employees

Unauthorized absence from duty

Failure to comply with the NH CODE of CONDUCT and CODE of ETHICS

mmoawp
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12.5 The personnel file of an employee still employed by the school district, disciplined under
the provisions of this Article, shall not be considered or used against the employee after a period
of three (3) years of good conduct if disciplined with a verbal or written warning, and after five
(5) years of good conduct if disciplined with a suspension or demotion. Employees have a right
to file a rebuttal to be attached to any disciplinary action.

12.6  Upon written request, each employee shall have the right to review, at a time mutually
convenient, the contents of his/her personnel file.

ARTICLE 13
SAFETY

13.1  The District shall have the right to make regulations for the safety and health of its
employees during their hours of employment. Representatives of the District and the Union may
meet once in ninety (90) days at the request of either party to discuss such regulations. The
Union agrees that its members who are employed by the District will comply with the posted
District's rules and regulations relating to safety, economy, continuity, and efficiency of service
to the District and the public.
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13.2  The Union and its members agree to exercise proper care and to be responsible for all
District property issued or entrusted to them.

13.3  All employees shall be provided with the necessary required materials including tools and
equipment to perform their assigned duties.

13.4  Up to $150 shall be provided annually to each employee for the purchase of footwear
appropriate to each job.

ARTICLE 14
BULLETIN BOARDS

14.1  The District shall provide a bulletin board in each school for the posting of notices of the
District addressed to the employees and notices of the Union addressed to its members. The
District shall locate its bulletin boards at convenient places in the school. No notice shall be
posted in or around the District property except on such boards, and then only after approval by
the District as being suitable for posting and until it shall have been signed by the Union
President or Secretary.

ARTICLE 15
TEMPORARY ASSIGNMENTS

15.1 An employee may be temporarily assigned to the work of any position of the same or
lower class grade without change in pay. Upon cessation of such temporary assignment, such
employee shall be restored to his/her original position.

15.2 When an employee is temporarily assigned to work in a higher class or position, such
employee shall receive the entrance rate of the higher class or position, or six percent (6%) over
and above their current rate, whichever is greater, for all hours worked in the higher

classification. Upon cessation of such temporary assignment, such employee shall be restored to
his/her original position and pay rate.

15.3  When a specific school needs an employee from the school food service department to
work at an after school function, the Food Service Director will offer this duty first to an
employee of that specific school. If the employee declines the work assignment, then it is up to
the discretion of the Food Service Director to offer the time to the best qualified senior member
of the school food service program.

ARTICLE 16
UNIFORMS

16.1 The Conway School District shall provide one winter coat and 11 sets of uniforms for
custodial and maintenance staff. The District will reimburse the employee up to $150
every other year for the winter coat.

The bus drivers shall receive $125 per year clothing allowance. The School District shall

11



provide the bus drivers with identification badges.

After consultation with the Union, the required uniform (style, color, etc.) as determined
by the School District shall be provided to the employees. Employees provided with
such uniforms or coats shall be required to wear same during working hours.

ARTICLE 17
SENTORITY

17.1 An employee who has successfully completed his/her probationary period shall obtain
seniority commencing with the hiring date and continuing so long as he/she is employed by the
District.

17.2  An employee shall not forfeit seniority during absences caused by the following:

A. Illness resulting in total/temporary disability due to his/her work with the District,
certified to by an affidavit from Workmen's Compensation carrier.

B. Illness not the result of his/her own misconduct resulting in total/temporary

disability, certified to by a physician's affidavit. After one (1) year, accrual of

seniority will cease.

If drafted into active duty with the Armed Forces.

Maternity leave, but seniority will be frozen at the point of the beginning of the

unpaid maternity leave.

Leave without pay.

Military leave.

SRR

17.3  An employee shall lose his/her seniority and be terminated for, but not limited to, the
following reasons:

A Any cause of discharge as set forth in Article 12.
B. If he/she resigns.

ARTICLE 18
VACANCIES

18.1 The District reserves and shall have the right to make promotions and transfers primarily
on the basis of ability and performance of duty as have been demonstrated to the District, to meet
the needs of the District. The District will attempt to fill vacancies in a timely manner. The
District may exercise its judgment when equal ability and performance is demonstrated within
the overall levels range by opting for seniority as the overriding determiner. Transfers shall not
result in decrease in wages.

18.2 Where a difference of opinion arises as to the qualifications of a candidate for promotion

or transfer, the question shall be settled in accordance with the grievance procedure as outlined in
this Agreement.
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ARTICLE 19
LAYOFFES

19.1  The District reserves and shall have the right to decide who shall be laid off or reduced,
primarily on the basis of ability and performance of duty. Performance will be considered by
categories (commendable, proficient, etc.). Within that category, lay off shall be governed by
seniority. (See Appendix F)

19.2  If seniority is the determiner, the person with the least seniority in the District will be laid
off first.

19.3  Laid-off employees will be rehired in the reverse order of layoff. The person with the
most seniority, who is qualified, will be hired back first with a level of benefits consistent with
the current Agreement. All employees who have been laid off will be kept on a recall list for a

maximum of one (1) year. Refusal to accept a position resulting from layoff or recall from layoff
shall result in loss of seniority.

ARTICLE 20
LIFE INSURANCE

20.1  The District shall provide to all bargaining unit employees who have completed the
probationary period life insurance as follows:

A, Life Insurance $30,000
B. Accidental Death and Dismemberment $25,000

Only those employees who are regularly scheduled to work 32 or more hours per week or more
will qualify for life insurance excepting those employed under the contract ending June 30, 1996.
Employees who are currently employed and receive the full benefits will continue to receive the
full benefit provided they work at least 30 hours per week.

ARTICLE 21
HOSPITAL/MEDICAL INSURANCE

21.1  Effective July 1, 2021 - Eligible employees may select the Harvard Pilgrim program that
best meets their needs. The School District reserves the right to select the insurance carrier for
all insurances required by this agreement, provided that: (1) All such carriers shall be licensed to
do business in New Hampshire; (2) The coverage of such insurance policies is substantially
equivalent of the existing policies offered under this contract in the year 2024; (3) The School
District will inform the Union of any prospective change of carrier ninety (90) calendar days in
advance. The parties agree that should a dispute arise regarding any change in health insurance
benefit, they will agree to expedite review of any grievance to ensure resolution prior to the
implementation of any new insurance.

Effective July 1, 2014, all new hires shall need to regularly work thirty (30) hours or more per

week to qualify for health insurance benefits. The Board agrees to provide multiple health
insurance plans from which employees may make a selection that best meets their needs.
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Insurance will be provided through Harvard Pilgrim or another health insurance
company mutually agreed upon by AFSCME and the Conway School Board. Eligible
employees may select the designated company’s program that best meets their needs.
The District will pay 80% of the premium cost of the HMO $1,500 Plan. The employee
will be responsible for the remainder of the premium cost. The District will continue to
offer a Point of Service and Indemnity Plan. If an employee chooses the POS or
Indemnity Plan, they will be responsible for any cost above the District’s share of the
HMO $1,500 Plan. NHIT (New Hampshire Interlocal Trust) will cover the first portion
of the services that apply to the deductible at the rate of: $1,000 single, $2,000 two
person, and $2,000 family. To be eligible for the NHIT deductible contribution the
employee would have to participate and complete a designated program that is mutually
agreed upon by AFSCME and the Conway School District.

The District shall provide an Internal Revenue Code Section 125 Plan for medical
expenses effective July 1, 2011. Under the Section 125 Medical Reimbursement Account
(MRA), the District will provide reimbursement according to the schedule below for
eligible Flexible Spending Account (FSA) expenses to all eligible individual employees
and the employee’s eligible dependents, for the HMO Plan only. The District reserves
the right to contract with a third-party administrator for the processing and
reimbursement of these allowed expenses.

For the 2021-22 contract year:

¢ Employee Only: up to $500 per contract year
@ Employee plus one: up to $1,000 per contract year
¢ Employee plus two or more: up to $1,500 per contract year

For the 2022-2023 contract year:

The District (FSA) debit card will be restricted to deductible costs only.
e Employee Only: up to $500 per contract year
e Employee plus one: up to $1,000 per contract year
e Employee plus two or more: up to $1,500 per contract year

For the 2023-2024 contract year the Flexible Spending Account (FSA) district
reimbursement will cease to exist. There will be no district purchased debit cards. The
HMO $1,500 Plan will remain an HRA plan. At the end of the 2022-2023 contract year
any remaining FSA funds will be rolled over to individual accounts for qualifying
individual medical expenses for the 2023-2024 contract year. NHIT (New Hampshire
Interlocal Trust) will cover the first portion of the services that apply to the deductible at
the rate of: $1,000 single, $2,000 two person, and $2,000 family. To be eligible for the
NHIT deductible contribution the employee would have to participate and complete a
designated program that is mutually agreed upon by AFSCME and the Conway School
District.
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Health Insurance after Retirement

The Board agrees that upon retirement on or after age 55 or for disability at any age, any
employee who has served ten (10) or more years in the Conway School District shall receive four
(4) percent of the cost of membership for a health insurance plan currently provided for active
members, for each year of service with the Conway School District to 8 maximum of what the
current active employee receives. The value of this benefit may be applied to any of the Harvard

Pilgrim plans of other types of coverage (2-person or family), with the retiree paying any
additional cost.

Employees hired July 1, 2014 and after must have served in the Conway School District at least
twenty (20) years to be eligible for the same benefits as above.

Coverage would continue until age 65, after which the Board would pay toward the Harvard

Pilgrim Plan, or its equivalent, as a supplement to Medicare Part B on the same basis as the
previous coverage.

Employees hired prior to January 1, 1990 will receive the old benefit of 4% of the cost of
membership for a single person health insurance plan currently provided for active members or
its equivalent for each year of service with the Conway School District. This means that a
person with 25 years of service in the Conway School District would receive full payment of a
single person health insurance plan currently provided for active members, or its equivalent, to

the age of 65, and full payment of a single membership as a supplement to Medicare Part B after
age 65.

Payment for additional coverage must be received in advance of the due date of payment.
Further, if the retired employee does not pay his/her portion as specified, the policy would lapse
and the Conway School District would not be held responsible.

SEE TABLE BELOW
Years Served | Date Retirement Health
Hi_rg Date In Conway _Retiring Insurance Available _ _| Example
.Prior to Januvary 1,' . 10 ‘ “ 4% péf yeir 6f>sAe.r§icé u]; to:100%' l Smglé plan cost'$1,000
1990 - Same plan/cost as active employee (to age 65)| 25 yrs. of service = district

- Single (up to 100% of total premium cost) share $1,000 x 100% =
- Medicare supplemental program offered by | $1,000
7 d1st:nct’s insurance carner avallable ggle only

Between January | 10 4% per year of service up to district’ Family plan cost $3,000
1, 1990 and June maximum (currently 80%) 25 yrs. of service
30,2014 - Same plan/cost as active employee (to age District share

65) 25 x 4% = 100% of 80%

$3,000 x 80% = $2,400
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Between July 1, 20 4% per year of service up to district’s
2014 and June 30, mazximum (currently 80%) See above
2018 (same as above — with the exception of 20

years of service)

Afier July 1, 2018 | 20 | 77172038 | 4% per year of service up to distriet’s | Single plan cost 81,000

or after maximum (currently 80%) 25 yrs. of service
- Same plan/cost as active employee for single | District share
plan only (to age 65) — can upgrade to 2- 25 x 4% = 100% of 80%
person or family but any additiona} cost will $1,000 x 80% = $800
be the retiree’s responsibility MAXIMUM up to
- Single Medicare supplemental plan available age 65
at the emplovee’s cost Single Medicare sup-

plement (at employee cost)

21.2  Evidence of a full physical examination shall be submitted to the Superintendent by
September 1st of each year; except for verification of sick leave, which shall be conducted by a
physician(s) of the District's choice and shall be paid at the District's expense.

21.3  Delta Dental Plan - The Board agrees to pay 90% of the premium cost of a single, two
person, or family membership for each bargaining unit employee for the following coverage.
The employee will be responsible for the remaining 10% of the premium cost.

Coverage A - 100%, no deductible
Coverage B - 95%, no deductible
Coverage C — 50%, no deductible

Only those who are regularly scheduled to work 32 or more hours per week or more will qualify
for dental insurance, except those employed under the contract ending June 30, 1996. - -
Employees who are currently employed and receive the full benefits will continue to receive the
full benefit provided they work at least 30 hours per week.

Maximum Contract Year Benefit — The maximum amount which your plan will pay is $1,000
per person per Contract Year.

21.4  Section 125 - The School District shall establish, as provided by Internal Revenue
Service regulations, a Section 125 account for premiums only,

21.5 Inthe event that an employee elects not to participate in the medical insurance program
in Section 1 of this article, the School District shall provide an insurance waiver payment of
$4,800 to any employee who certifies health insurance coverage through a spouse or other
legitimate source outside of the school district, and thus waives coverage by the Board. For
married couples working for the Board, one member would be eligible for this waiver. Those
employees accepting an insurance waiver during their final year prior to retirement are not
eligible for health insurance coverage through the School Board upon retirement, if required by
the insurer. Such waiver payment will be included in the regular payroll.

21.6 AFSCME has no objection to the district entering into an agreement with unit members
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stating the following. Any individual who signs a contract to return for the next year and resigns
prior to September 15 will be required to reimburse the district for the full amount of the health

and dental benefits paid by the district for the months of July and August for the unit member's
health and dental insurance.

ARTICLE 22
EDUCATIONAL INCENTIVE REIMBURSEMENT

22.1 The School Board agrees to reimburse employees the reasonable cost incurred for
education conferences or courses required or approved by the Superintendent of Schools.
Applications for such activities and estimated expenses must be submitted in advance to the
Superintendent of Schools to be used in part for his/her action conceming approval or
disapproval. Wages and travel expenses for required educational conferences or courses will be
included. The courses must be successfully completed. The decision of the Superintendent of
Schools is final and not grievable. Any member may apply for up to no more than four {4)

credits per year. The amount reimbursed shall be limited to no more than the cost of the UNH
cost per credit.

ARTICLE 23
BEREAVEMENT LEAVE

23.1 Bereavement leave of up to six (6) working days annually with pay between the date of
death and the date of the funeral, inclusive, shall be granted to an employee in the event of a
death in the immediate family. The definition of the immediate family for the purpose of this
policy shall be as follows: the immediate family includes father, mother, wife, husband, children,
brothers, sisters, grandparents, and grandchildren. Bereavement leave of up to three (3) working
days per occurrence with pay between the date of death and the date of the funeral, inclusive,
shall be granted an employee in the event of a death of the following relations; mother and
father-in-law, sister and brother-in-law, aunt, uncle, daughter and son-in-law, and relative or
ward residing in the same household.

ARTICLE 24
SICK LEAVE

24.1  Sick leave with full pay will be granted to all eligible employees at the rate of one and
one-quarter (1 1/4) work days for each one (1) month of service for the first year of service until
June 30%. On July 1st of each year, full year employees will receive 15 sick days per year and
school year employees will receive 12 days annually. Earned sick leave is computed on a
continuous basis and may be accumulated to a maximum of 130 days. The employee shall notify
his/her supervisor of his/her inability to work four (4) hours prior to the time set for his/her
regularly scheduled working hours. A medical certificate may be required at any time from an
employee requesting compensation for sick leave. If a medical certificate is required by the
employer during the first five (5) days of absence, it will be done at the District's expense.
However, if the administration has reason to believe that the use of sick leave has not been for a
bonafide illness, the employee's supervisor will investigate the alleged abuse. The School
Administrative Unit office will maintain a record of all credits and debits to the sick leave
account of each employee. These sick leave accounts are available for inspection by the
employee. After an employee has accumulated the maximum number of sick days, the employee
will be paid $20.00 for each unused day past the maximum at the end of the year (June 30th).

17



24,2  Sick Leave Cash Out Upon Retirement —

Effective July 1, 2021, the Conway School District shall pay employees, upon retirement, $20
per day for all unused, accumulated sick leave days to a limit of one hundred and twenty (120)
days. Any such retirement bonus must be applied for and submitted with a letter of resignation
no later than November 15th of the school year of retirement.

ARTICLE 25
PERSONAL BUSINESS LEAVE

25.1  Personal business leave shall be available to all bargaining unit employees on a prorated
basis. Personal leave shall be granted for hardships or other pressing needs and will be granted
in situations which require absence during school hours for the purpose of transacting or
attending to personal or legal business, or family matters. Personal leave shall not be
cumulative. Except in extenuating circumstances, employees shall give notice of personal leave
48 hours in advance. Personal leave requests immediately before or after a holiday (vacation
breaks, summer vacation, long weekend, state and federal required school closing), or after May
31, shall be considered only under extenuating circumstances and shall require the approval of
the Superintendent on an individual basis. Appropriate documentation may be required. Full-
time, year round employees shall be exempt from the May 31 restriction with approval of the
building/district administrator. Personal business leave will be granted for not more than three
(3) days per year, and may be taken in increments of not less than one hour, subject to the
following guidelines.
A. The situation must be suddenly precipitated, or must be of such a nature that
preplanning is not possible, or such that preplanning could not have eliminated
the need for leave.

B. The situation must be one which is serious and unavoidable and of major
importance, not one of mere convenience.
C. The employee must complete a leave report and submit it for approval to his/her

immediate supervisor.

ARTICLE 26
WAGE RATES
Effective July 1, 2018

26.1 The appropriate performance pay will be awarded as follows as rated on the Conway
School District AFSCME Support Staff Evaluation Form (see Appendix D). The average of the
November and May evaluations shall be used to determine the performance pay rate.

Commendable Proficient Basic Unsatisfactory
School Year (90-100) (80-89.49) (70-79.49) (0-69.49)
2021-22 $0.40/hr $0.30/hr $0.20/hr 0.0
2022-23 $0.40/hr $0.30/hr $0.20/hr 0.0
2023-24 $0.40/hr $0.30/hr $0.20/hr 0.0
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In addition to the performance pay, hourly salary market adjustments will be added to the 2021-
2022 employee wage rate as follows:

Salary increases will carry market adjustment side bar agreements (2020-2021) for Bus Drivers
and custodians salaries will be increased by $2/hr.

Maintenance workers will be increased by $1.10/hr for the 2021-2022 vear.

For the years 2022-2023 and 2023-2024 all AFSCME employees will receive a $0.40/hr

adjustment to their hourly rate with an opportunity for an additional $0.40/hr performance raise
based upon evaluation.

In the event a new collective bargaining agreement is not in place by June 30, 2024 the parties
agree that any increases over the 2023-24 levels will only occur through further negotiations.

Should negotiations fail, the status quo salary levels for the 2024-25 contract year shall be held at
the 2023-24 levels.

26.2  The classification of positions and wage rates shall be in accordance with the Position
Classification and Compensation Plan of the Conway School District which is hereby made a
part of this Article (Appendix A).

26.3 It is expressly understoed that should any provisions of this Agreement be in conflict

with the Position Classification and Compensation Plan, the provisions of this Agreement shall
prevail.

264 Should the District change the current job descriptions for employees covered by this

Agreement, the Union retains the right to impact bargaining should such changes require
bargaining.

ARTICLE 27
STABILITY OF AGREEMENT

27.1  Should any article, section, or portion thereof of this Agreement be in violation of a State
or Federal Law or be held unlawful and unenforceable by any court of competent jurisdiction,
such decision of the court shall apply only to the specific article, section, or portion thereof
directly specified in the decision; upon the issuance of such a decision, the parties agree
immediately to negotiate a substitute for the invalidated article, section, or portion thereof.

ARTICLE 28
PERFORMANCE EVALUATIONS

28.1 The Superintendent will provide the Union with a copy of the current evaluation form in
a timely manner. The Superintendent of Schools, or his/her designee, shall have the right to
annually evaluate the job performance of each bargaining unit member covered by this
Agreement. Evaluations will be completed on a semi-annual basis in November and May of
each school year. All evaluations shall be written and according to such form as the
Superintendent shall determine. No evaluation, whether favorable or unfavorable, shall
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constitute a reprimand; but evaluations may take note of and make reference to reprimands.

Each evaluation shall clearly state the source of the information upon which the evaluation is
based. Each evaluation shall be provided to the employee within ten (10) calendar days after the
date of the Superintendent's, or his/her designee's, signature on the evaluation. Any employee
may, within twenty (20) days after receipt of an evaluation, provide the Superintendent or his/her
designee with a written response to the evaluation. Within his/her discretion, the Superintendent
or designee may evaluate an employee more than once annually. No evaluation shall be
grievable; however, the employee may appeal an evaluation after meeting with the evaluator to
the next immediate supervisor within five (5) days for another objective review.

28.2 Employees in the same job category shall be evaluated by the same supervisor with the
principal’s input.

28.3  For the purposes of performance pay, an average of the two (2) semi-annual evaluation
scores from the applicable year shall be used. In the event an employee is hired after November
1% of any year, only the following May evaluation shall be used.

28.4 A union/management committee of 4 union members and equal representation from
management will be established to review and/or redevelop the present evaluation instrument
when it is determined by either Management or the Union that the need to do so exists.

ARTICLE 29
PRIVATIZATION

29.1  Should the District decide to explore privatization of any services provided by union
employees, the District will confer with the Union, and will permit the Union to submit a
proposal or bid for those services.

ARTICLE 30
TERMINATION

30.1 This Agreement shall become effective as of July 1, 2021, and shall continue in effect
until June 30, 2024, subject to the Union's right to negotiate a successor Agreement, This
Agreement shall not be extended orally, and it is expressly understood that it shall expire on the
date indicated. Any extensions shall be mutually agreed upon in writing by the parties to the

Agreement, and unless such extensions are agreed upon, this contract shall expire on the date
indicated herein.

ARTICLE 31
RESIGNATIONS

31.1  Any employee wishing to resign shall give 14 days written notice to the Chairperson of
the School Board and the Superintendent.
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IN WITNESS WHEREOF, the parties hereto have caused these present to be signed by their
duly authorized officers and representatives of either, this IZ™ day of At
2021. )

>

FOR THE UNION FOR THE SCHOOL DISTRICT
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Custodian
General Maintenance
Bus Driver

Custodian
General Maintenance
Bus Driver

Custodian
General Maintenance
Bus Driver

APPENDIX A

COMPENSATION PLAN

Effective July 1, 2021

2021-2022

Starting Salary

(No Experience)
Hourly Rate Schedule

$15.00
$18.00
$18.00

Effective July 1, 2022

2022-2023

Starting Salary

(No Experience)
Hourly Rate Schedule

$15.45
$18.64
$18.64

Effective July 1, 2023

2023-2024

Starting Salary

(No Experience)
Hourly Rate Schedule

$15.91
$19.20
$19.20

For new employees, the beginning salary will be as listed, but may be adjusted by the
Superintendent for direct or related experience so long as the rate does not exceed the rate paid to
current employees with the same or similar experience. Management will inform the Union if
any employee is hired at a rate greater than the “starting salary/no experience” level.

Any change that affects current staff members will not reduce their salary. Salary will remain at
the higher level until performance and/or other salary increases move them beyond that level.

In order to receive a performance pay increase, an individual must be hired by approved election
of the School Board before January 1 of the year in which performance pay is to be applied.

Activity Bus Trips — 1.0 x regular hourly rate
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APPENDIX B
POSITION CLASSIFICATION AND COMPENSATION PLAN

Unit members who are regularly scheduled to work a consecutive eight-hour shift that begins
after 2:00 p.m. or who work a shift of at least six hours and ends after 6:00 p.m, shall be paid
twenty-five cents (30.25) per hour over and above his/her hourly rate. All custodians required to
work the second shift shall receive an additional twenty-five cents ($0.25) per hour over and
above their current hourly rate. Custodians required and assigned to act as head custodian in any
school shall receive an additional sixty cents ($0.60) per hour over and above the custodial rate.

For each route that is established, the amount of driving time and the amount of waiting time will
be calculated by the Director of Administrative Services. This calculated time will be a set time
for that route for the duration of the school year, with the exceptions of inclement weather, heavy
traffic, or for any unforeseen circumstances. The time will be used to determine the route rate
that will be paid and will depend upon the driver's wage classification.

Regular bus drivers will be assigned all trips that do not interfere with their regular routes.
Regular bus drivers may also be assigned to trips instead of their regular routes if the assignment
results in a cost savings to the district and a reasonable replacement for the regular route can be
obtained. Assignments will be made by seniority on a rotating basis. Any special trips that
would interfere with regular routes will be offered at the discretion of the Conway School
District. Regular transportation of students home at the end of each day following Project
SUCCEED should be assigned to regular employees as part of their regular route.

Any driver who takes an activity trip that occurs during the regular route time will be paid at the
activity rate for all time over and above the regular route time.

No employee may volunteer to do a "free trip"” more than once a year, and this would be only for
trips that are of an unusual nature, not done on a regular basis year-to-year.
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APPENDIX C
WORK SCHEDULE

The custodial work force will work a normal work week of five (5) consecutive eight (8) hour
days, Monday through Friday, for a total of forty (40) hours per week. Hours and shifts are as
follows:

Bus drivers and workers will be assured a 180 day work year.

Custodian (Kennett High School)

Shift I Day time opening of Building: 5:00 a.m. — 1:30 p.m.
Shift IA Cafe day time: 9:30 a.m. ~ 6:00 p.m.
Shift II 3:00 p.m. — 11:30 p.m.

Custodian (Pine Tree School)

Shift I 4:30 am, — 1:00 pm.
Shift I 2:00 p.m. — 10:30 p.m.

Custodian (Conway Elementary School)

Shift I 4:30 a.m. — 1:00 p.m.
Shift II 2:00 p.m. - 10:30 p.m.

Custodian (John Fuller School)

Shift I 4:30 a.m. - 1:00 p.m.
Shift I 2:00 p.m. — 10:30 p.m.

Maintenance Dept.

Shift I 6:00 a.m. —2:30 p.m.

The kitchen employees will work a normal work week of five (5) consecutive days, Monday
through Friday. The time will vary by position. The times for the 5.5 hour positions will fall into
the two shifts below. Shifts are as follows:

Kitchen (Kennett High School) 6:00 am. - 2:00 p.m.

Kitchen (Elementary Schools) 8:00 a.m. - 2:30 p.m.
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APPENDIX D
CONWAY SCHOOL DISTRICT
AFSCME - SUPPORT STAFF EVALUATION FORM

NAME: DATE:
POSITION/TITLE: SCHOOL/DEPT.

For the performance factors listed below indicate with the appropriate number the effectiveness
with which they were applied in achieving the results. When evaluating each factor, apply the
following definitions:

Commendable: Exceptional performance, role model for peers
Proficient: A skillful worker who consistently meets requirements and expectations
Basic: Improvement needed to increase effectiveness; growth will
strengthen ability to handle responsibilities
Unsatisfactory: Unacceptable job performance
PERFORMANCE FACTORS 2 E o £
= <
e | 2|23
2 = >
2 & 5
© 5
1. JOB PERFORMANCE 40% 10 pts 36-40 | 31-35 | 25-30 | 0-24
-Is able to interact appropriately & effectively with students and | each
staff
-Follows directions and completes assignments
-Is skilled at performing tasks
-Strives to succeed/stretches personal resources
2. SELF MOTIVATION/MANAGEMENT  30% 5 pts 27-30 | 22-26 | 18-21 0-17
-Builds on strengths each
-Personally well organized
-Completes assignments on time
-Utilizes time efficiently
-Is punctual
-Takes initiative
3. ADAPTABILITY TO CHANGE 10% 5 pts 9-10 7-8 5-6 0-4
-Possesses the ability to be flexible each
-Creative problem solving in a multitude of situations
4. INTERPERSONAL EFFECTIVENESS 20% 5 pts 18-20 | 15-17 | 12-14 | 0-11
-Maintains effective working relationships with others each
-Presents ideas effectively
-Uses feedback to improve performance
-Listens well
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Total Points 90-100 80-89.49 70-79.49 0-69.49

Name
OVERALL
Commendable Proficient* Basic** Unsatisfactory™** Total Points
90-100 80-89.49 70-79.49 0-69.49 100

* Upon request, anyone with an overall score in the proficient category will be given verbal
guidance about how to improve their performance,

** Anyone with an overall score in the basic category will be given specific verbal examples of
areas of deficiency.

**¥Anyone with an overall score in the unsatisfactory category will receive written
documentation of areas of deficiency.

FOR ADDITIONAL COMMENTS, USE SPACE BELOW

(Check one)
This evaluation has been discussed withme.  YES
~__NO

(Check one)
( ) Iagree with its contents
( ) 1disagree with its contents

Statement: I understand that I may, within twenty (20) days after receipt of this evaluation, provide
the Superintendent or his/her designee with a written response to the evaluation.

Signature of Employée Date Signed Signature of Principal/Adm. Evaluator =~ Date Signed

Revised 7/1/2018
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APPENDIX E

REDUCTION OF FORCE (AFSCME)

. Review current staff. The review process will look at each school and will include the
date of hire, hourly rate, position number and job assignment.

. The list will be sent to the Principals for their review and input.

- According to Article 19 in the AFSCME contract, the District reserves and shall have the
right to decide who shall be laid off or reduced, primarily on the basis of ability and
performance of duty. Performance will be considered by categories {(commendable,

proficient, etc on the average of the last three year evaluations). Within that category, lay
off shall be governed by seniority.

. If seniority is the determiner, the person with the least seniority in the District will be laid
off first.

. Laid-off employees will be rehired in the reverse order of layoff. All employees who
have been laid off will be kept on a recall list for a maximum of one (1) year. Refusal to
accept a position resulting from a layoff or recall from layoff shall result in loss of
seniority. Laid-off employees who opt to continue health insurance for the months of July
and August will pay full premiums. If rehired for the next school year, they shall have the
district’s share reimbursed to them providing the employee work the full school year.
Reimbursement will be paid in the last check in June. Any employee rehired for the next
school year shall not be required to undergo a waiting period for insurance whether or not
they have continued insurance coverage on their own.

. Laid-off employees will be rehired on the basis of performance level and seniority within
the specific AFSCME positions.
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