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ADMINISTRATIVE LEAVE

{1) The administrative authority shall authorize use of administrative leave with pay
to administrative/exempt employees within the limits specified below. Part-time
adminlstrative/exempt employees shall receive pro-rated administrative leave
based upon the regular budgeted hours divided by 37.5 hours and then
multiplied by the number of days allowed per year. If a part-time employee’s
regular weekly hours consistently exceed his or her regular budgeted hours, the
employee may request the Manager of Operations to review the proration.

(2) Administrative Jeave shall be available as follows:

Years Completed ' Days Allowed Per Year
0-<5 3 days
5.<10 4 days
10+ : - 5 days

(3) Administrative leave shall:
{a} not be included nor considered as annual Jeave;
{b) not be compensated upon termination;
{¢} not b.e accrued from year to year; and
{d} be applied on a fiscal year basls,

{4} Eligible employees may substitute unused administrative leave within a fiscal
year for previously taken annual leave.

ANNUAL LEAVE

Annual leave shall be accumulated at specific rates per month and accumulated
according to the rates shown below. Prior years credit shall be included up to the
maximums shown. "Years Completed” shall be computed by adding all court and state
service, and a year of service shall be deemed completed at the close of work on the
business day prior to an employee's anniversary date. Annual leave shall be cumulative
for not more than the maximum days indicated below and shall not lapse. Leave shall
be accrued as follows and prorated for part-time employees based upon the regular
budgeted hours divided by 37.5 hours and then multiplied by the number of days
allowed per year. If a part-time employee’s regular weekly hours consistently exceed
his or her regular budgeted hours, the employee may request the Manager of
Operations to review the proration.




Administrative/Exempt

Years Time Earned Days Per Year/
Completed Per Month Maximum Days Allowed
0-<2 1 1/2 days (11,250 hours) 18 / 24 days

2-<8 1 1/2 days (11.250 hours} 18 /32 days

8-<15 13/4 days {13.125 hours} 21/ 38 days

15 - <20 1 3/4 days (13.125 hours) 21 /44 days

20 Plus 2 days {15.000 hours) 24 /60 days

Nonadministrative/Nonexempt

Years Time Earned Days Per Year/
Corpleted Per Month Maximum Days Allowed
0-<2 1 day {7.500 hours) 12/ 24 days

2-<8 1 1/4 days (9.375 hours) 15 /32 days

8-<15 1 1/2 days (11.250 hours} 18 /38 days

15-<20 1 3/4 days (13.125 hours) 21/ 44 days

20 Plus 2 days {15,000 hours) 24 /60 days

Annual Leave Provisions:

{1) An employee may use annual leave only when authorized by the
appropriate Administrative Authorlty or such authority's designee. The
administration of annual leave will be conducted in a fair and equitable
manner considering seniority and other relevant factors.

{2) Annual leave may be taken when avallable and approved by the
Administrative Authority. The Administrative Authority shall make a
determination within ten {10} business days and shall not unreasonably deny
a request. Reasons for a denial shall be provided to the employee in writing,
A granted annual leave request shall not be unreasonably rescinded. To the
extent an employee has accumulated annual leave available, all employees
with more than two years service shall take at least ten (10} days, or pro-
rated portion thereof for part-time employees, annual leave each calendar
year., Payment of annual leave pursuant to the article entitled "Resignation,
Abandonment, Departing Employees" shall be limited to a maximum of fifty

{20} days.

{3} Requests for annual leave in excess of two consecutive weeks shall be
authorized only upon a determination that such absence wlli not have a
detrimental effect on the operation of the court.




{A)
(1)

(2)

(&)

{4) For the purpose of utilization, annual leave shall be converted to hours
{example: 1 1/4 days equals 9.375 hours).

(5) Employees shall earn annual leave during perlods of leave with pay
except that leave shall be credited only when the employee returns to work,
and leave earned during such periods shall be forfetted If the employee fails

to return to work.

(6) Employees shall not earn annual leave during a period of leave of
absence without pay, except as otherwise provided In this agreement. -

{7} Forfeiture of accrued annual leave as a disciplinary action shall not be
authotized.

(8) No employee shall lose accrued annual leave when promoted, demoted
or transferred provided that there is no break in service, Thisincludes a
regular employee who changes from the service of one Administrative

Authority to another.

{9) An employee who transfers from one position to another position in the
court system during his or her initial probationary period shall be credited
with any accrued time toward annual leave.

(10} if Insufficient leave has been accumulated, the employee shall be
charged with leave without pay for time away from work.

APPEAL PROCEDURES

Appeal of Adverse Action;

An appeal of an adverse actlon shali be in writing and delivered to the Director
within fifteen working days of the date of the action. The appeal shall state the
basis for the appeal. The appeal may be submitted by the employee personally
or on his or her behalf by the SEA

Upon receipt of the appeal, the Director, or designee, shall within ten working
days from the day the appeal is received: (a) recommend to the Administrative.
Judge granting the relief without arranging for a hearing or, (b) begin
arrangements for a hearing. ~

Selectlon of the Appeals Board: The Appeals Board shall be composed of the
following members:



{1

(3)

{4)

A justice of the New Hampshire court system appointed by the supreme court
who shall be chair;

An individual chosen by the Association; and

An individuai chosen by the individuals listed In subsection {1) and {2} above. In
the event agreement Is not reached concerning the appointment of the third
member, a fist will be requested from the American Arbitration Association in
accordance with their rules. An alternate may also be chosen.

None of the members shall be a member of a bargaining unit represented by the
Association.

All travel expenses Incurred by members of the board in the course of the board's work
shali be paid by the judiclai branch.

(€}

(3)

(D)
(1)

(3}

Procedyre:

The Director, or designee, shall arrange for the hearing to take place no later
than 30 working days from the date the appeai is received.

The Director, or designee, shall provide written notice by personal service or by
certified maii, return receipt requested, at feast twenty working days prior to the
hearing, including the date, time, and place of the hearing, and a summary of
how the hearing shali be conducted under this policy, Inctuding, but not fimited
to, deadiines for submission of witness and exhibit lists. The appettant shall sign
a receipt for this notice and return it immediatelyto the Director, or designee.

Requests for postponement of the hearing shall be addressed to the appeals
board and shall include a statement of whether the opposing party assents.

Conduct of the Hearlng:

The appeals board shail conduct an independent, impartial hearing..

The jurisdictional burden shali be on the appeilant to establish a prima facle case
that the imposing official did not follow proper procedure or otherwise have

+ justification for the sanction or that the sanction imposed was not within the

authority or discretion of the imposing official. Once jurisdiction is establish ed,
the burden is on the appellant to prove his or her case is more probable than

not.

The appeliant shall have the right to be present at the hearing, with a
representative provided at his or her expense, .If the appellant is in pay status at




the time of the hearing, the appeliant shall be in duty status while In attendance
at the hearing.

{4) The Judiciai Branch shall have the right to be present at the hearing and be
represented by the Attorney General's office if a request is made and consented
to under RSA 99-D:2 or its subsequent statutory counterpart or by a court
employee with such employee’s consent. A court employee providing such

_ representation shall be allowed reasonable time for preparation. Any court
employee shali be in duty status while in necessary attendance at the hearing.

(5} The parties or their representative shall have the right to present evidence,
witnesses, and to cross-examine witnesses,

(6} Al testimony shall be under oath or affirmation, For this purpose, the appeals
board is authorized to administer the oath or affirmation,

(7) Witnesses may be presented by the partles if their testimony is considered
relevant by the chair of the appeals board or may be requested by the appeals
board. Witnesses may not be compelied to appear without a subpoena.

{(8) The hearing shall be recorded. A party may requesta transcript at his or her own
expense,

(8) The chair of the appeals board shall decide on the admissibility of evidence at
the hearing. The chalr shall not apply the ruies of evidence strictly, but may
exclude withesses or matters which are irrelevant, immaterial, or unduly
repetitious. ' T

(10) Since all matters before the appeals board are personnel matters, proceedings
hereundey shall be private.

{11) in a case of progressive discipline, the appeliant may contest any and all prior
- discipline that formed the basis of the action being appealed.

(E}  Witnesses:

(1} Witnesses who are court empioyees shall be in duty status during the time they
are participating in a hearlng and supervisors shall provide for those employees

to be available.

{2) Witnesses shall remain free from restraint, coercion, or reprisal before, during,
and after testimony before an appeals board. Any employee who attempts to
influence the testimony of a witness through coercive means shali be subject to
discipline through adverse action. R




(F) Record of the Hearlng: The record of the hearing shall consist of all documents,
papers, or other physical objects accepted by the appeals board, as well as the
recording of the hearing. Documents, papers, and physical objects which were
denied admissibility by the chair of the appeals board shall not be part of the
official record of the hearing, but shall be attached to it and identified properly.

{G)  Scope of the Appeals Board's Review: The appeals board shall review the
personnel action by determining the facts surrounding the adverse action; the

procedural and legal justification under this Agreement and under the standard
of fundamental fairness and justice to the grievant; and whether or not the
sanction imposed was within the authority and discretion of the imposing
official. Management has discretion In applying a sanction under the article on
Disciplinary or Adverse Action. Before submitting a decision for reversing or
modifying the sanction imposed, there must be a finding that:

{1) The sanction was not legally or procedurallv.justiﬁecl under the this Agreement
and under the standard of fundamental fairness and justice to the grievant; or

{2) Management abused its discretion in imposing the sanction.

Absent one or the other of these findings, the appeals board should not
substitute its judgment for that of management. Itis not the intent of this
Agreement to encourage appeals for the sake of mitigating sanctions. Itis,
however, the intent of this Agreement to ensure fair treatment of employees
and to provide procedural due process in the adverse action area.

{3) -To the extent an issue of interpretation of statutes or of this Agreement arises’in
an appeal of an adverse actlon, the appeals board shall have jurisdiction to decide
the issue. However, the appeals board will be limited In its interpretation of
statutes and this Agreement by precedent. Any interpretation of this Agreement
by the Appeals Board will not have precedential effect.




(H)

Declsion of the Appeals Board:

(1) The decision of the appeals board shall be submitted to the Director, the

(2)

employee’s representative, and respective Administrative Judge no later than 20
working days after the end of the hearing,

The decision shall consist of findings and recommendations relating solely to the
adverse action orlginally commenced and the grounds for appeal initiaily
alleged. The findings shall be based soiely on the evidence in the record. The
decision shall be consistent with findings.

{}  Fina! Decision; The decision of the appeals board shall be subject to any rights of
appeal provided by iaw,

ASSIGNMENT/REASSIGNMENT/RELOCATION

For the purposes of this article only, court monitor/assistant assignments shaii be
divided Into divisions. These divisions shall be designated superior court division; circuit
court division; and travei division. For purposes of this article, the court
monltor/assistant previously employed by the probate court and now employed by the
circuit court shall be considered a part of the circult court division. Sections iV shall

apply to court monitor/assistants only.

. INITIAL ASSIGNMENT

1. Upon hire all court monitor/assistants will be given a designation to a home court

2.

and a division.

All court monitors/assistants shall maintain thelr current home court and
division assighment except as explicitly provided herein.

I, ASSIGNMENTS WITHIN HOME COURT

1.

Court moniors/assistants within the travel division are assigned to a home
court. These Individuais are hired with the expectation that a substantiai portion
of their asslgnments wili be in courts other than thelr home court, These
individuals wiil receive their assignments from the Administrative Judge of the

“assigning court and/or his/her designee. Court monitors/assistants in the travel

division will get their assignments with as much notice as possible.

Superior court and circuit court asslgnments within the home court are Initialiy
at the discretion of the Administrative Judge or designee, subject to the daily
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direction of the clerk. That discretion shall riot be exercised In an unreasonable
fashion or in contravention of thls agreement.

I,  ASSIGNMENTS OUTSIDE OF HOME COURT

Court monitor/asslstants in the travel division are utilized as the primary
individuals for eutside home court assignments; however, other court
monitor/assistants may be used for such assignments at the convenience ofthe
court. Convenience of the court shalf include, but not be limited to, reduced
expenses, compatibility of judiclal officer and court monitor/assistant, training
on the equipment to be used, and experience in the procedures of the court. In
making all outside home court assignments, the Administrative Judge or
designee shall consider the distance to be traveled by the court '
monitor/assistant and any relevant family and other personal issues of the court
monitor/asslstant being consldered for the assignment. Ali assignments are at
the discretion of the Administrative Judge. That discretion shall not be exercised
in an unreasonabie fashion or In contravention of this agreement.

if a court monltor/assistant in the superior court division remains without
a regular assignment for more than three months, a court monitor/assistant
from the home court in question shall be assigned to the travel division. in the
first instance, volunteers from among the court monitor/assistants at that home
court shall be sought. if no volunteers come forward, the court
monitor/assistant at that home court location with the least seniority shali be
asslgned to the travel division. If the court monitor/assistant at that home court
location with the least seniority does not wish to be assigned to the travel
division, that court monltor/assistant may elect to be laid off. Such layoffs will
entitle the court monitor/assistant to the benefits of the contract asto layoff. In
such layoffs, the court agrees to cite the officlal reason for the layoff as being
“lack of work” within the facility.

If a home court location needs to Increase the number of assigned court
monltor/assistants, first preference shall be given to a court monitor/assistant in
the travel division who previously worked in that home court location but who
was assigned to the travel division in accordance with the terms of the preceding
paragraph. Second preference shali be given to court monitor/assistants In the
travel division with the most seniority.

Any court monitor/assistant being reassigned to a different division in
accordance with the preceding paragraph shall be notified in wrlting at least
twenty-one (21) days prior to such transfer.

IV, REASSIGNMENT/RELOCATION TO NEW HOME COURT

11



Because reassighments/reiocations to a new home court iocation may
resuit in dramatic changes in a court monitor/assistant’s ilfe,
reassignments/relocations to new home courts wiil not be done unless the
interest of justice, fiscal circumstances, or necessary reduction in woriforce so
requires. When reassignment/relocation is necessary, the judicial branch wiii
provide the court monitor/assistant as much notice as possibie. To this end, the
judicial branch will strive to give the court monitor/assistant at ieast 30 days
notice of any reassignment/relocation. inthe event that the
reassignment/reiocation wiil be to a new home court that requires the court
monitor/assistant to commute more than 50 miles from that court
monltor/assistant's current residence or the former home court at the discretion
of the empioyee, the court monitor/assistant may elect to be iald off., Such
iayoffs will entitie the court monitor/assistant to the benefits of the contract as
to iayoff, except for recaii rights. In such iayoffs, the court agrees to cite the
officiai reason for the iayoff as being “lack of work” within the facility.

V. OTHEREMPLOYEES

1. All other employees shaii be assigned a home court which shall be the judicial
branch site to which the empioyee most often reports for work; however,
empioyees may be called upon for temporary or permanent assignments to

other courts.

2. In making ali temporary outside home court assignments, the Administrative
Judge or designee shaii conslder the distance to be traveled by the employee
and any relevant famliy and other personai issues of the employee being
considered for the assignment. Ali assignments are at the discretion of the
Administrative Judge. That discretion shail not be exercised in an unreasonable
fashion or in contravention of this agreement. The Administrative Judge or
designee shail give the employee as much notice as possible of any temporary

assignment.

3. Because reassignments/reiocations to a new home court location may result in
dramatic changes in an employee's iife, reassighments/relocations to new home
courts wili not be done unless the interest of justice, fiscal circumstances, or
necessary reductlon in worldorce so requires, |n any reassignment/relocation,
volunteers shalt be sought, and accepted if quaiified to perform the essentiai
functions of the positlon, if the reassignment/reiocation of the volunteer does not
interrupt the objective business needs of the judiciai branch, and if the factors
listed below make the empioyee a good fit for the position. If no voiunteer is
selected for the reassignment/relocatlon, the judicial branch wiil conslder, but not
be limited to, the following factors in deciding to reassign/reiocate an employee:

e Commuting distance to the new home court;

12



Experience necessary at the new home court;

Impact of the employee’s departure on the former home court;
Seniority of the employee;

Personal circumstances of the employee;

Qualifications of the employee; and

Allocation of resources to caseload

* &5 5 &

4. in the event that the reassignment/relocation Involves the physical relocation of
an employee’s home court to a site more than fifteen mlles from the prior home
court, an employee so reassigned/relocated shall be entitled to four (4) hours of
personal leave for every three (3) months that such reassignment/relocation is in
effect up to a maximum of two years from the start of the
reassignment/relocation. The following conditions shall apply to the use of such

personal leave;

a.) must be taken in four hour Increments;
b.) may accumulate up to eight hours;

¢.} has no pay-out value;
d.) must be taken while the employee Is reassigned/relocated or within thirty

(30) days thereafter; and
e.} use must be approved by the Administrative Authority, which approval
shall not be unreasonably withheld.
This subparagraph shall be retroactive to Januaty 1, 2010.

Vl. IMPACT OF NH e-COURT PROJECT AND OTHER INNOVATIONS

The parties agree that the NH e-Court Project and other innovations will
result In reassignments/relocations of employees, Areporton the progress of
the NH e-Court Project and other innovations and a discussion of the impact of
that progress on employees subject to this Agreement shall be a standing issue
on the agenda of the Labor Management Commlttee, which shall meet at least

every four months.

ASSOCIATION REPRESENTATION

Stewards: The Employer agrees 1o recognize at least ten (10) Stewards and four (4}
alternates duly authorized by the Association. The selectlon of Stewards shall be
equitably allocated among the various trial courts and court locations.

Non-discrimination: The Employer agrees there shall be no discrimination against any
Steward because of his or her duties as an Assoclation official or member. The

13



Assodiatlon shall furnish the Employer a list of the Stewards representing the Branch
and keep the list current.”

Use of Work Time: The Employer shall authorize a reasonabie amount of time during
the reguiar working hours without loss of time or pay, to permit the Steward to carry
out their responsibilities in accordance with the provisions of this Agreement. The
Employer agrees to use reasonable efforts to provide a confidential space for
Stewards/employees to discuss union business. The Association agrees that it shall
guard against the use of excessive time in handling such responsibiiities. Each Steward,
before leaving his/her assigned work area to transact appropriate Association business,
shaii first obtain the consent (which consent shall not be unreasonably withheld) of
his/her Administrative Authority; upon entering a work area, other than his/her own,
the Steward shall first advise the appropriate Administrative Authority of his/her
presence and specify the name(s) of the employee(s) to be contacted.

Training: The Employer agrees to authorize up to three (3) days off per year, without
ioss of time or pay for up to five (5) Steward(s) to attend an Association training
program. The Association and the Employer shaii attempt to distribute the geographic
locations of stewards to maximize the availabiiity of the stewards. The Association shali
notify the Employer as soon as possible but not iess than twenty (20) work days in
advance of such proposed training program. The Association agrees to receive input
from the Employer about potential topics for steward training.

Incur No Expense: The Empioyer will not bear any expense, other than with respect to
the Steward's time involved during regular duty hours and travel expenses, for the
functions of any Steward. Stewards shail submit travel expenses for their functions as
Stewards to the Manager of Operations. The Association shall reimburse the Employer
for any other expense to the state Incurred as a result of the Steward's function,

Steward/Branch Meetings: The Chief Justice of the Superior Court, or Administrative
Judge of the Circuit Court or thelr respective designees shail meet with steward(s) upon
written notice from the Assodiation, Including the purpose of the requested meeting,
Such meetings wili be held within ten {10) working days from the request date, unless it
is mutually agreed to extend the time frame.

Representation of Empioyees: With the exception of newly-appointed or re-appointed
employees during their probationary period, an employee shall be entitled to
Association representation at an investigative interview or meeting if requested by the
employee when that employee reasonably believes that the interview or meeting may
result In disciplinary action against him/her, All parties shall be given at least 24~hour
hotice of such meetings except in extraordinary circumstances. The employee will be
given specific notice regarding the matters being investigated prior to the meeting, The
Association representative's role at an investigative interview or meeting Is to consult
with the empioyee. The Employer is free to insist upon hearing the employee's own

14



account of the matter(s) under investigation. The Parties agree that in all cases the
principles of "Weingarten” and "Garrity” and other applicable case law shall be
observed, The provisions of this article shall apply to both full and part-time em ployees.

"Disciplinary action" means action resulting in a written reprimand, a suspension, a
demotion or a dismissal.

ASSOCIATION RIGHTS

Bulletin Boards: The Employer shall furnish reasonable space on bulletin boards In
court locations where employees are assighed for the use of the Association. The
Association shall use this board for posting of notices pertaining to recreational and
social activities, Association elections, reports of the Association, or its committees,
Association meetings notices, legislative enactments, decisions of the Public Employee
Labor Relations Board (PELRB), and judicial decisions affecting public employee labor
relations. The Association shall not post any materials that are obscene, defamatory, or
impair the operation of the court; or which constitute partisan, political campaign
material. : ‘

Member and Employee Reports: The Employer agrees to provide payroll deductlon
information to the Association by electronic mail or other mutually agreed format at
least biweekly for the administration of dues deductions and Association programs.

in addition, the Employer shall notify the Association of all newly hired unit employeeé,
the names and business addresses of all regular unit employees, and unit employees
who have terminated state service at least monthly by electronic mail, or other mutualiy

agreed format. I

These reports shall include, at least, the following:

- Employee‘s name

- Employee’s home address (for Association members only)
- Employee’s payroll number

- Employee’s labor grade and step

- Employee’s salary schedule

- Employee’s business address

- Employee’s job classification

- Employee’s date of employment:

Association Business: Employees shall conduct the Internal business of the Association
during their non-duty hours. '

Association chapters may utilize the Employer's electronic mail system({s} and such other
systems as may be agreed upon for the duratlon of this Agreement for internal

[N



Associatlon business, provided that said mailings are clearly identifled as the property of
the Association.

Use of Facilities: Association committees or chapters shall be aliowed the use of
- facilities of the Employer for meetings providing that written approval of the Employer
is secured subject to the foilowing conditions:

such Empioyer faclities are avaiiable and their use for such meetings would not conflict
with the Employer's business,

Such approvai shall be subject to such other reasonabie conditions as may be imposed
by the Employer.

Such approval, if given, will be imited to members of the committee, fuli and pari-time
hargaining unit employees, Association staff members, and guests.

Nothing In this provision shall be construed as a iimitatlon of the rights of the
Association, its chapters or committees to utliize the Employer's facilities that are

otherwise availabie for public use.

Access to Employees: Staff representatives of the Associatlon shall be aillowed to visit
work areas of employses during working hours and confer on conditions of employment
to the extent that such visitations do not disrupt the work activities of the area being
visited. Prior to entering the work area, the representative shall receive permission
from the appropriate administrative judge or his/her designee stating the réason(s) for
such visitations, Permission shall not be unreasonably denied.

Administrative Leave: SEA officials shall be allowed a cumulative total of thirty (30)
days off per contract year without loss of time or pay for the purpose of attending
meetings, conventions or conferences relative to fabor relations or Associatlon
affiliations. Time off shall be limited to five {5} days per official for each such request.
All requests shali be submitted to, and approved by, the Manager of Operations for
timely notification to the Employer that the |leave has been approved and shall be

awarded.

Union Leave: The Employer shail grant five {5) working days of union leave to each of
the duly elected representatives of the Association to the quadrennial convention of the
Service Employees International Unlon. The Association shall provide the Employer with
not less than 60-days notice of the dates for this ieave and the names of the elected

representatives.

The employer shali approve reasonable preparation time for up to six {6) members of
the Association’s contract bargaining team without foss of time or pay.
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Group Programs: The Association shall be allowed the use of seven {7) payroll
deductions for any group program(s) in addition to a dues deduction.

Board of Directors Leave: The Employer shall authorize up to forty-eight hours per year
per person without loss of time or pay for directors and officers of the Association’s
Board of Directors, for the purpose of attending meetings of the Board of Directors. The
employee shall give a seven-day notice for use of such leave.

Employee Orientation: Unit orientation programs and/or orientatlon handbooks shall
Inform new unit employees that the unitis a bargaining unit represented by the State
Employees Association of New Hampshire, Inc. The Employer agrees to distribute
informational packets provided by the Association to new unit employees. The
Association shall be allowed to make a presentation, consistent with other vendor
presentations, at group orientation programs offered by the Employer for unit
members. The presentation may be up to one half hour In duration and shall be
-conducted by an Associatlon staff person or his/her designee. If no group orientation
program exists in the unit, the Association staff person shall have access to all new unit
employees for up to one half hour at the convenlence of the Employet and the new unit
employee will be required to attend said meeting.

President’s Leave: The Employer shall authorize one leave of absence with pay for each
President of the Association. If the Association elects to have the President take the
leave of absence with pay, he/she shall do so for a two-year period beginnlng four {4)
weeks after written notice. The Employer may authorize additional leaves of absence
beyond the initial leave of absence for a Presldent.

During such leave of absence with pay, the President shall continue to receive and
retain all of his/her wages, rights, benefits, and seniority as a state employee except
that all leave accumulatlon shall be frozen for the duration of the leave of absence.
Upon returning from the leave of absence, the President shall resume earning leave at
the rates appropriate to his/her service at the time of return.

The Association agrees to reimburse the Employer for the full cost of the-wages and
benefits for the President, and to indemnify the Employer against any and all liabilities
associated with the leave of absence, Including but not limited to workers'

compensation.

BASIC WORK WEEK

Basic Work Week: The basic workweek for every full-time employee in the judicial
branch shall be thirty seven and one half {37 %) hours per week. The basic work week
for every part-time employee In the judicial branch shall be fewer than thirty-seven and
one half {37 %) hours per pay week. No full-time employee shall be converted to a part-
time employee without the employee’s consent.
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Normal Work Day:

Full-Time Employees:

For existing full-time employees, the normal workday shall consist of 7.5 hours
per day with work normally performed between the hours of 7:30 a.m. to 5:00 p.m.
Monday through Friday; however, the normal workday may be adjusted as the needs of
the court require and as otherwise provided in this agreement. If the needs of the court
require extension of the normal work day, the needs of the employee shall be taken into
consideration. For non-administrative/nonexempt employees, overtime, either paid or
compensatory time off, shall be provided to the employee for hours worked in excess of
37.5 hours in a week. Eligible employees shall be entitled to overtime at straight time
rate for the first 2.5 hours worked over 37,5 hours and at the rate of one and one-half

times the hours worked over 40 hours,

No full-time employee in place as of the date of this contract ratification shall be
required to shift their hours outside the hours of 7:30 a.m. to 5:00 p.m., but rather, any
changes to work hours outside those hours would be by mutual agreement.

For full-time emnployees with starting dates on or after the date of this contract
ratification, the normal workday shall consist of the hours advertised in the position
posting. The hours to be posted for full-time employees will be 37.5 hours per week;
however, the normal workday may be adjusted as the needs of the court require and as
otherwise provided in this agreement. |f the needs of the court requlre extension of the
normal work day, the needs of the employee shall be taken Into consideration. For non-
administrative/nonexempt employees, overtime, either pald or compensatory time off,
shall be provided to the employee for hours worked in excess of 37.5 hours in a week.
Eligible employees shall be entitled to overtime at straight time rate for the first 2.5
hours worked over 37.5 hours and at the rate of one and one-half times the hours
worked over 40 hours.

No full-time employee hired after the date of this contract ratification shall be
required to shift work hours outside the hours posted for the position, except by mutual
agreement or on 90 day notice, durlng which the Judicial Branch will negotiate said

change in hours with the SEA.

part-Time Employees: The normal workday shall consist of any number of
hours up to 7.5 hours per day provided the hours per pay week are not equal to or
greater than 37.5.

For existing part time employees, except for employees already hlred specifically
for evening shifts, work will normally be performed between the hours of 7:30 a.m. to

5:00 p.m, Monday though Friday.
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' (A} All employees shall be routinely paid on every other Friday as is the state practice.

For employees hired specifically for evening work, and for part time employees
wlth starting dates on or after the date of this contract ratification, the hours will be
fewer than 37.5 hours per week and will be as advertised in the position postings.

No part-time employee shall be required to shift their work hours outside the
hours posted for the position, except by mutual agreement or on 90 day notlce, during
which the Judicial Branch will negotiate said change in hours with the 5EA.

Breaks for Court Monitor/Assistants: No reductlon shall be made from the baslc
workday for rest periods of fifteen (15) minutes after approximately 90 to 105 minutes
in the courtroom on any keyboard, including digltal/5ony note taking,
computer/typewriter, and/or mouse, or major fractlon thereof. Such rest perlods are
requlred and shall be taken in such a manner that the normal delivery of services will
not be interrupted. While performing duties outside of the courtroom a court
monltor/assistant shall be subject to breaks as outlined in the “Breaks for Al Other

Employees” section.

Breaks for All Other Employees: The Judicial Branch recognizes that court employees
need an occasional break period during the workday and encourages the respective
Administrative Authority to address this need by providing break periods when

appropriate.

Generally, break periods should occur approximately halfway between the start
of the shift and the end of the shift if the shift is five (5) hours or fewer; or between the
start/end of the shift and the meal period if the shift is more than five {5} hours.

" Bréak periods shall last not more than a total of fifteen {15) minutes in the ~
morning, fifteen {15) minutes in the afterncon, and/or fifteen (15} minutes in the
evening. Part-time employees should receive break periods totaling fifteen {15) minutes
for each work period of more than 3 hours. '

Break periods shalf not extend the meal period, shorten or extend the workday,
or be taken consecutively if more than one break perled is due. Break periods are to be
taken in such a manner that the normal delivery of services will not be interrupted.

' Meal Periods: All employees working more than five (5) hours per work shift shall

receive a meal period of not less than one half hour nor more than one hour. Such meal
periods shall not be considered working time.

BI-WEEKLY PAY PERIOD
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(B) Pay periods shall commence on a Friday and extend 14 days in length through and
including the second Thursday after the beginning of the pay period.

{C) Ail employees became part of the payroll system by having the state withhold no
more than the first two weeks of pay. Compensation shail continue on a biweekly
basis based upon hours warked and paid two weeks in arrears, except for employees
who became part of the unified court system on January 1, 1984, and are not pald

two weeks in arrears,

CONSULTATION and LABOR MANAGEMENT COMMITTEE

Consultatiom

Obligation to Meet: The Parties recognize their mutual obligation to meet and confer
regarding probiems arising out of the employment relationship. ‘

Matters for Consultation: it is agreed and understood that policies and procedures
related to terms or conditions.of employment are appropriate matters for consulitation
between the Parties, providing however, that neither Party waives or relinquishes thelr
right to negotiate mandatory subjects of collective bargaining,

Requests: Either Party in writing, stating the reason for the meeting and the agenda or
topic of consultation, shall request a Consuitation. Consultation requests by the
Association shail be made to the Director, or his/her designee. Consultation requests by
the Employer shall be made to the President of the Assoclation or his/her designee.

Meetings: A mutually agreeable meeting date shall be established providing that such
date shall be within fifteen (15) workdays of receipt of the written notice. The time limit

may be extended by agreement.

Attendees: An Association staff member shall represent the bargaining unit alone, or
with not more than four (4) employees, The Association will state the names and work
areas of the employees, if any, who are to attend the meeting. Representatives of the
Employer shall meet with the Assoclation representatives. The Manager of Operations
at the Administrative Office of the Courts will attend such consultations whenever
feasible providing that his/her attendance may be specifically requested and complied
with by notice of either the Association or the Employer.

{abor Management Committee:

Composition: The Parties agree to estabiish a Labor Management Committee consisting
of not mare than five (5) representatives for each side. in addition, the chief negotiator
and/or designee from each side may attend the meetings of the Committee.
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Meetings: The Committee shall meet as frequently as may be necessary to carry out its ‘
purpose and responsibilities as set forth in this Agreement. Either party may request a
meeting. In such event, the meeting shall be scheduled within twenty (20} business :

. days.

Purpose: The purpose of the Committee shall be to ensure the application, clarification
and administratlon of this Agreement. The Committee may resolve grievances
presented to the Committee for review,

COST OF LIVING |

ERINGE BENEFITS: Full-time employees shall receive all fringe benefits as negotiated by
the State Fmployees Association of New Hampshire and as provided for classified state
employees, including health and dental insurance. The Health Insurance provisions of
section 19.8.1 and the Dental Insurance provisions of section 19.13 of the agreement
negotlated by the State Employees’ Association of New Hampshire, Inc. for executive
branch employees are attached hereto as Appendix A. For purposes of this Agreement,
Health Insurance section 19.8.1.a and Dental Insurance section 19.13 will be appiled to
the judicial branch with the same meaning and intent as the executive branch and shall
be changed for judicial branch employees as follows: All full-time employees who
subscribe to health Insurance shall pay $20.00 per pay perlod If their annual salary is
435,000 or less, $40.00 per pay period if their annual salary Is more than $35,000 up to
$47,400, or $60.00 If their annual salary is more than $47,400, and all full-time
employees who subscribe to dental insurance shall pay $1.00 per pay period if their
annual salary is $35,000 or less, $2.00 per pay period if their annual salary is more than
$35,000 up to $47,400, or $3.00 per pay period if their annual salary is more than
-$47,400. Part-time employees shall receive the fringe benefits provided in this - —=
agreement, and for part-time employees regularly budgeted for 30 or more hours per
week pro-rated health and dental insurance in accordance with RSA 98-Ai6-a. Inthe
event the State Employees’ Association of New Hampshlre and the State of New -
Hampshire agree to a new master contract for classified state employees and should
that contract contain changes in health and dental benefits, the parties will accept the
changes in plan design. If that agreement adjusts the employee contribution for the

. benefit which the legislature applies to the judicial branch, the parties shall ascertain
the amount of the adjustment applied to the judicial branch that is applicable to the
bargaining unit. The partles shall in good faith agree upon the manner in which the
amount of the adjustment applicable to the bargaining unit is implemented.

SALARIES: Salaries for all employees during the term of this agreement shall be in
accordance with the judiclal branch salary matrices effectlve July 12, 2013; July 11,
2014; and January 9, 2015, as provided in Appendix B, except that for the period from
July 12, 2013, until November 28, 2013, the pay ralse effective July 12, 2013, was pald in
the form of a $300 payment to all full-time employees and a prorated portion thereof
for all part-time employees based upon their regularly budgeted hours divided by 37.5
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hours.

C.O.LA.S: The meaning and intent of this article is to provide employees with any cost
of living adjustments provided to executive branch employees represented by the State
Employees’ Assoclation of New Hampshire. In the event the State Employees’
Association of New Hampshire and the State of New Hampshlre agree to a new master
contract for classified state employees and should that new contract contaln any cost of
iiving adjustments which the legisiature applies to the judicial branch, the parties shall
ascertain the amount of the adjustment applied to the judicial branch that is applicable
to the bargalning unit. The partles shall in good faith agree upon the manner in which
the amount of the adjustment applicable to the bargaining unit is implemented. The
Assoclation acknowiedges, without prejudice to any arguments that it may advance,
that the judicial branch's obligation to pay any such adjustments requiring additional
funds is contingent on the appropriation of such funds to the judicial branch for that

purpose,

RECLASSIFICATIONS: Employees shall have the right to request reclassification of thelr
position in accordance with Ruie 13 of the State of New Hampshlre, Judicial Branch
Personnel Rules (dated March 4, 1996), except that the time for action on such requests
In Rule 13 (D) shall be 120 days for a request invoiving an individual position and 150
days for a request Involving several posltions. If the granting of a reclassification
request is beyond the 120 or 150 days, as the case may be, the reclassification shall be

retroactive to the 120" or the 150" day.

DEFINITIONS

As used in this-collective bargaining agreement, the following terms shall have the
following meanings:

A. ADMINISTRATIVE AUTHORITY: For court monitor/assistants, the Adminlstrative -
Authority shall be defined as follows:

1. The administrative authority shall be the clerk who will have the responsibility
for the overall supervision of the court monitor/assistant under his or her direction.

2. When a court monitor/assistant is assigned to a particular courthouse on a
regular work basis, the administrative authority shall be the clerk of that courthouse,

3. When a court monitor/assistant is housed in a particular courthouse, but not
assigned there on a regular work basis, the overall administrative authorlty shall be the
admlnistrative judge of that fevel of court or his or her designee; however, the clerk of
the courthouse where the court monitor/assistant is assigned to work has the daily
administrative responsibility over the court monitor/assistant while assigned to his or

her court,
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For allemployees other than court monitor/assistants, the AdmInistrative Authority
shall be the clerk who will have the responsibility for the overall supervision of the
employee under his or her direction. Such authority is subject to the supervisory
authority of the chief justice of the supreme court and respective administrative judges,
supervisory judges, or as limlted by statute or rule. The clerk of a court shall also have
the responsibility to coordinate the administration of a court and serve as the primary
contact between that court and the administrative office of the courts.

For all employees, the authority glven to the Administrative Authority In the article on
Disciplinary or Adverse Action may be exercised by the Administrative Judge who
supervises the Administrative Authority or by the designee of the Administrative Judge,
which designee shall not be a unit member.

B. ADMINISTRATIVE OR EXEMPT EMPLOYEES: Employees who are exempt from wage
and hour laws and therefore ineligible for overtime compensation. Within the
bargaining units covered by this agreement, the following positions are
admlnistrative/exempt: Court Monitor/Assistant; Court Assistant 1V; Case Manager;
Famlly Division Case Manager; and Service Center Coordinators.

€. ADMINISTRATIVE JUDGE: Administrative judge means a judge appointed pursuant
to Supreme Court Rule 54(2) as the administrative judge for the circult court, or in his or
her absence or at his or her discretion the deputy administrative judge also appointed
pursuant to Supreme Court Rule 54(2). For the superior court, the administrative judge

shall be the chief justice.

D. ANNUAL SALARY: An employee’s annual salary for the employee’s labor grade and
step as shown in Appendix A. For those employees who have received merit
advancement[s], the annual salary shall include the merit advancement[s].

E. DEMOTION: The involuntary transfer to a lower classification.

E. DIRECTOR: Director means the director of the administrative office of the courts.

G. ESSENTIAL FUNCTION: For court monitor/assistants, an in-court monitoring
assignment, and for all other employees including court monltor/assistants when not in
the courtroom, an assignment reasonably deemed necessary by the clerk to the
adequate staffing of a partlcular court location.

H. HOME COURT: The judicial branch site to which the employee is assigned upon
hiring or Is permanently assigned thereafter.

I. NONADMINISTRATIVE OR NONEXEMPT EMPLOYEE:. Employee who is eligible for
‘overtime compensation under wage and hour laws.
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1. SENIORITY: Seniority shall be calculated as the amount of time of state service an
employee has to his or her credit. As such, it shali equal the time an employee has to his
or her credit for the calculation of longevity compensation and shall specifically include
court service rendered before January 1, 1984,

K. TERMINAL PAY: Three (3) days pay for each year or fraction thereof of service by
administrative/exempt employees. For employees who transferred to state service on

January 1, 1984, terminal pay begins with that transfer.

DISCIPLINARY OR ADVERSE ACTION

The Judicial Branch shall not discharge or take other disciplinary action-without
adherence to the principles of fundamental fairness and justice to the affected

employee.

{A) Emplovee Actions Warranting Disciplinary or Adverse Actions; Examples of
employee actions that may result in disciplinary or adverse actions include, but

are hot limited to:

(1) submitting false travel, payroil or purchase vouchers;

(2) personal use of official vehicles;
{3) falsifying, destroying, mutilating or altering court documents or records;
__ 14y providing false information on any Judicial Branch job application; ——.- ..

(5) willfully violating the policy against discrimination or sexual harassment;

{6) accepting loans, free services, goods or favors, including cash, from any business
or person seeking favorable or preferential treatment from the court or soliciting
favorable or preferential treatment from the court;

(7} causing loss or damage to court property through wiilful or grossly negligent
action; : .

{8} theft oceurring on court property;

{9} insubordination, including failure to follow oral or written directives;

{10} verbally abusing or physically assaulting any individual on court property orin
relation to official duty;
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(11} use of alcohol or drugs, while on duty or otherwise, to the extent that job
performance is adversely affected;

{12} the use, possession, distribution, dispensation, or manufacture of a controlled
substance, unless such use, possession, distribution, dispensation, or
manufacture is lawful under RSA ch. 318-B or any other state or federal statute
regulating controlled substances;

{13} failure to report in writing to the Administrative Authority and the
Adminlistrative Judge within three days any criminal charges and fallure to report
in writing to the Administrative Authority and the Administrative Judge within
three days any criminal conviction, regardiess of whether an appeal is taken;

{14} engaging in partisan political activity prohibited by law or by this Agreement;

{15) conviction of any crime;

{16} unsatisfactory performance of job responsibilities, including excessive tardiness
or absence from work; :

{17} knowingly providing case or court file related information to persons or entities
not entitied to that information or to persons or entities outside of standard or

customary procedures; or

(18} notwithstanding any of the above, violating employee standards of conduct,
which recognizes that:

Every positlon in the Judicial Branch is a public trust. Employees
must conduct themselves in a manner which will uphold the dignity
and integrity of the Judicial Branch, Employees must observe
standards of fidelity and diligence appmpnate to thelr position with
the Judicial Branch.

(B} iscxplmarv Progression: The Administrative Authority shali be responsible for
taking appropriate intermediate steps and initiating adverse action. Employees
entrusted with supervisory responsibility shall be required to expeditiously
report to the Administrative Authority any matters that require review, discipline
and/or adverse action. The Judiclal Branch may not demote an employee for
disciplinary reasons except for conduct within section (A {16} orina
performance evaluation, Such a demotion shall be considered adverse action.

{€) Intermediate Disciplinary Steps: In that it Is the Administrative Authority's
responsibiiity to use sound judgment and to act promptly and fairly, it is
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advisable to take lesser disciplinary action where appropriate. Intermediate
disciplinary steps include the following:

{1} Written Warning: Written warnings may be given to the employee by the
Administratlve Authority upon recommendation by the employee's supervisor or
on the Administrative Authority's own initiative. The number of warnings given
prior to taking further disciplinary or adverse action depends on the serjousness

and/or frequency of the matter or conduct.

It Is the Administrative Authority's responsibility to point out the specific nature
of the.conduct and discuss in detail with the employee the correct actionto be
followed in the future. This responsibility may be delegated to the employee’s
immediate supervisor if appropriate,

The judicial branch is not precluded from issuing discipline for conduct, on or off
official duty, that adversely affects the integrity of the judiclal system.

(2) Written Reprimand;

{a} If the Administratlve Authority feels written warnings have been, are, or would
be ineffective or insufficlent in view of the nature or seriousness and/or
frequency of the conduet, a written reprimand may be prepared,

(b} Written reprimands must contain a complete description of the misconduct
alleged, the supporting factual data, detaiis of the corrective action to be taken
by the employee and a time frame in which it should occur, and the

. = --- consequences If corrective action does not occur, Written reprimands must

indicate that unless corrective action is taken the employee will be subject to

discharge.

(¢) The written reprimand shall be signed by both the Administrative Authority and
the employee. If the employee refuses to sign, the Administrative Authority
shall so indlcate on the form. The Administrative Authority, employee,
Administrative Judge, and Director shall each receive a copy of the signed

written reprimand.

(d) Each written reprimand shall expire as a basis of possible discharge three years
after its date but shall be kept in the employee's file.

{e} The judicial branch Is not precluded from Issuing discipline for conduct, on or off
official duty, that adversely affects the integrity of the judicial system.

{D)  Adverse Action: The Administrative Authority Is responsible for initiating or
taking adverse action against an employee where appropriate and, If appealed,
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following the appeal procedure. All adverse actions shall be approved by the
Adminlstrative Judge who shall consult with the Director before any action is
taken. Adverse actions include the following: :

{1) Suspension: Suspension is the temporary removal of an employee from a
position with or without pay.

{a) The decision to suspend an employee with or without pay shall be based on the
serlousness and nature of the matter or conduct. The judicial branch is not
precluded from issuing discipline for conduct, on or off official duty, that
adversely affects the integrity of the judicial system.

{b) An employee may be suspended with or without pay pending disposition of a
felony or misdemeanor charge or a serious violation as determined in the
discretlon of the Administrative Judge. If an employee is suspended without pay
and the suspension is set aside through the appeal procedures, the pay shall be
reinstated retroactive to the date of suspension.

{c) Suspension may be appealed through the appeal procedure set out in this
contract, but the suspension shall become effective when imposed.

{2) Discharge; Discharge isthe permanent removal of an employee from
employment with the judicial branch.

{a) The judictal branch is not precluded from Issuing disclpline for conduct, on or off
offictal duty, that adversely effects the integrity of the ju dicial system:

(b} Discharge may be appealed through the appeal procedure, but the discharge will
become effective when imposed. If the employee successfully appeals the
discharge, all pay denied during the perlod of discharge shall be reinstated
retroactive to the date of discharge, except for any period of suspension ordered

by the Appeals Board.

(E} Actions By Judges: Notwithstanding any provision set forth herein, any justice
or judge of any court may report or recommend disciplinary actions when they

become aware of activities or conduct which justify disciplinary action as set
forth under this Agreement.

(F}  Judicial Conduct Code: The court monitor/assistants and employees covered by
this agreement who are designated as deputy clerks acknowledpge that they are
subject to the Code of Judicial Conduct to the extent provided in section E of the
Application of the Code of Judicial Conduct in Supreme Court Rule 38,
Accordingly, they are subject to the jurisdictlon of the Committee on Judicial
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Conduct, The provisions of this collective bargaining agreement are not
intended to limit or enhance that jurisdiction,

DUES CHECK-QFF

Payroll Deduction: The Association shall be entitled to have payroll deductions for
membership dues and agency fee payments from its members and non-members.

Written Authorlzation: The Associatlon shall be entitled to have payroll deductions for
membership dues from any new member who indicates in writing that he/she wishes
such deductions to be made. The Association shall be entitled to have payroll
deductions for agency fee payments from any new employees that Indicate in writing
that he/she wishes such fee payments to be made.

Dues Change: When Association members vote for a change in Association dues, which
necessitates a modification of payroll deductions, and the Association wishes to
implement such modification, it shall furnish a certificate evidenclng the authorizing
vote to the Manager of Operations, Administrative Office of the Courts, together with a
written request for the modification in payroll deductions. The certificate shall be
signed and sworn to by the Secretary of the Association with Corporate Seal.

To the extent that action is necessary by the Employer to implement the dues
deductions and agency fee payments, the Employer shall make reasonable effort to
insure that the payroll deductions are put into effect as soon as practicable.

Maintenance of Membership: Employees who are members of the Association on the
effective date of the Agreement shall be notified in writing by the Association that they
must retain their membership throughout the period {term) of the Agreement, except
that each member shall have the opportunity annually to withdraw membership during
a fifteen-day period commencing with the member’s anniversary date of employment.
The withdrawal shall be in writing, and postmarked no later than the end of the fifteen

{15} day perlod and addressed to:

The State Employees’ Association of NH, Inc.
SEIU Local 1984

207 North Main Street

Concord, NH 03301

Agency Fee! Any court employee who is a member of a bargaining unit represented by
the Association and who is not a member of the Assoclation shall be required to pay a
fee to the Assodiation as a condition of employment. The fee shall not exceed an
amount that represents a prorated share of actual cost of negotiating and administering
this Collective Bargaining Agreement. This fee shall be taken from an employee's wages
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via an automatic payroll deduction within 30 days of employment or executlon of this °
agreement, whichever occurs first.

DUTIES AND RESPONS%BIUTI_ES

1. The duties and responsibilities of all employees shall be contained in Job- _
descriptions which as of the date of executlon of this agreement are attached as

Appendices as follows:

Superlor Court Monitor/Assistant — Appendix C
Circuit Court Court Monitor/Assistant — Appendix D
Superior Court Traveler Court Monitor/Assistant — Appendix E
Court Asslstant ii — Appendix F

Court Assistant ifl — Appendix G

Court Assistant IV — Appendix H

Courtroom Clerk — Appendix |

Case Manager ~ Appendix }

Service Center Coordinator — Appendix K

Child Impact Specialist — Appendix L

Family Divlsion Case Manager —Appendix M
Juvenile intake Officer — Appendix N

Call Center Representative | — Appendix O

Call Center Representative Il — Appendix P

Call Center Representative |ll —Appendix Q

2, No employee shall be required to perform any duties not contalned within the job
descriptions or substantially related to the described job duties. -

EMPLOYEE RECORDS AND RIGHTS

Access to Personnel Files: Employees shall be allowed access to their personnel files
during normal working hours for Inspection and/or copies of documents which will be
provided by the Employer. Such inspection shall be made subject to prior arrangement
with the Employer. Employees shall be entitled to a copy of their complete personnel
file without charge.

Copies of Letters: Employées shall be provided with a copy of any materlal concerning
work performance, commendations or discipline that are placed In the personnel file

within a reasonable time.

Employment Recommendations: If requested, upon termination employees will be
advised of any recommendation for rehire which has heen made a part of that

employee's record.
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Location of Files: Every employee shall be informed as to the existence and location of
all personnel files. Personnel file shall be defined as any file kept by a supervisor or
custodian of official records which relate directly in any way to an employee's status as

an employee.

pay and Leave Records: All records pertaining to time worked and leave earned and
taken shall be maintained and be available for inspection at a designated area.

Disciplinaty Investigations: Employees shall be informed when a disciplinary
investigation is complete and of the determination of said investigation.

Changes of Job Specifications: Employees and the SEA shall be notified in writlng of any
substantive changes in his/her job specifications and duties as contained in their job
descriptions upon recelpt of said changes from the Administrative Office of the Courts,
and/or from dlrectives from the Administrative Judge or any of his/her designated

representatives.

Privacy: The Employer agrees to make every reasonable effort to counsel and/or
reprimand employees in private and to limit discussion of any employee's problems by
supervisors to essential parties.

GRIEVANCE PROCEDURE

Purpese: The purpose of this Article is to provide a mutually acceptable procedure for
adjusting grievances and disputes arising with respect to interpretation or application of
any provision of this Agreement and matters of complaint, concern or dissatisfaction to

an employee. This grievance procedure may not be used, however, for matters -

involving discipline and adverse action.

intentions: It is intended that the procedure provided herein shall facilitate the
resolution of any such disputes at the lowest possible level, and the judicial branch and
the SEA agree to work together towards this end. Nothing in this article shall be
interpreted as preventing or discouraging employees from discussing any disputed
matter in an informed and Informal manner with the immediate supervisor, the
Administrative Judge, or AGC personnei. Such discussions will not, however, interfere
with the right to seek resolution of the dispute through the grievance procedure

provided herein,

Supervisory/Administrative Authority Responsibility: Supervisors and the Chief Justice
of the Supetior Court, the Administrative Judge of the Circuit Court, and ACGC and
Supreme Court personnel are to make a sincere effort to resolve grievances, and must
refrain from making any statement or taking any action that amounts to coercion or
intimidation, It is the responsibility of the supervisor and the Chief Justice of the
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Superior Court, the Administrative Judge of the Circuit Court, and AOC and Supreme
Court personnel to use sound judgment and to act promptly and fairly.

Investigations: The Steward, when requested by one or a number of employees whom
he/she represents, may investigate the basis for any dispute arising under this
Agreement and may, at any stage, assistthe employee(s) in seeking resoiution of such
dispute through the grievance or appeal procedure, provided herein, as may be
applicable. A staff representative of the Association may substitute in place of the
Steward at the second step or sooner if the judicial branch is represented by other than
the supervisor or intermediate supervisor.

Procedure: Any employee having problems concerning the Interpretation or application
of any provision of this Agreement subject to this grievance procedure shail seek
adjustment in the step order listed below. There shall be not less than two nor more

than five adjustment steps.

Time Limits: All time limits set herein may be extended by mutual agreement between
the grievant and the Employer.

Non-lnterventién: Nothing in this Article shall be construed as an abrogation of the right
of any employee to present a grievance without the intervention of the exclusive
representative.in accordance with RSA 273-A:11{a}.

Group Grievances: if a group of employees files a grievance, not more than three (3)
employees shail represent the group at any scheduled meeting provided for in the steps
listed below.

In any case where the rights of the Association, as opposed to rights of members, are
affected, the Association may file a grievance in its own name through any of its agents
or officers and shall be filed directly with the Chief Justice of the Superlor Court or the
Administrative Judge of the Circuit Courtor the Director or the Clerk of the Supreme

Court and shall be considered a Step Il appeal.

A grievance initiated by the Empioyer against the Assoclation or its members shall be
filed directly with the President of the Association and shail be considered a Step il
appeal. The deadlines and procedures provided in Step il below shall apply to a

grievance initiated by the Employer,

Fllings: A grievance shall be filed within thirty {30) work days of the time the grievant
knew or should have known of the alleged violation.

Written Notices: A copy of all grievances which have been reduced to writing shall be
forwarded to the Director and to the offices of the Association.
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Grievance Procedure - STEP | - Employee and Adminlistrative Authorlty

The employee and/or his/her Steward shall present the facts pertaining to the dispute
to his/her Administrative Authority at the employee's current location, The
Administrative Authority shaii resolve the dispute at once or notify the employee or
his/her répresentative of the decision in writing within ten (10} working days from the
day the problem was presented to him/her. Copies of any written decision shall be
forwarded to the respective Chief Justice or Administrative Judge and the Director.

Grievance Procedure - STEP 1 - Employee and the Respective Chief Justice of Superior
Court, or Administrative Judge of the Circuit Court, or the Director or the Chief Justice

of the Supreme Court

if, subsequent to the Administrative Authority's dectsion, the employee and/or his/her
Steward feels further review is justified, notification to that effect and a statement of all
the facts pertalning to the problem, specifying the Article(s) and Section(s} which have
been allegedly violated shall be made in writing to the respective Chief Justice or
Administrative Judge or the Director, as well as the Administratlve Authority, within
fifteen (15) working days from the day the employee was informed of the
Administrative Authority's decision.

The Chief Justice or Adminlstrative Judge of the Circuit Court or the Director shail
schedule a meeting with those concerned as soon as practicable after recelpt of the
written notification of appeal. Such meeting shall be scheduled within ten (10} working

days.

The Chief Justice or Administrative Judge of the Circuit Court or the Director shall notify
in writing the employee, the Administrative Authority, and the Director of the decision
reached within ten {10} working days after the meeting.

Grievance Procedure - STEP il — ARBITRATION

if the Association or the Employer is not satisfied with the decision rendered pursuant
to Step li, the Association may file within twenty (20} calendar days following recelpt of
the Chief justlce's or Administratlve Judge's of the Circuit Court or the Director's written
decision, or expiration of the time limit delineated therein, a request for arbitration to
the American Arbitration Association under its rules and regulations. The decision of the
arbitrator shall be final and binding upen the parties, except as provided herein.

Arbitrator’s Powers: The arbitrator shall be limited to interpretation or application of
the express terms of this Agreement, and all other complaints filed before him/her. To
the extent that a matter is properly before an arbitrator in accordance with this
provision, the arbitrator's decision thereon shall be final and binding providing it is not
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contrary to existing law or regulation nor reguires an appropriation of additional funds,
in either of which case It will be advisory in nature,

The Parties further agree that guestions of arbitrabillty are proper Issues for the
arbitrator to decide.

Cost of arbitratlon: If there is any expense charged by the arbitrator, it shall be borne
equally.

General Provisions:

Conslstency with Agreement: Any resolution of a grievance shall not be inconsistent
with the terms of this Agreement.

Missed Time Limits: Failure on the part of either party to comply with the time limit
requirement of this Artlcle shall elevate a grievance to the next step unless the Parties
have agreed to extend the time limit reguirement.

HOLIDAYS

(A} Regular full-time employees shall be entitled to 12 holidays annually as set forth in
an administrative order issued by the New Hampshire Supreme Court. Part-time
employees shall be compensated for the holiday based upon the employee’s
regular budgeted hours divided by 37.5 hours. If a part-time em ployee’s regular
weekly hours consistently exceed his or her regular budgeted hours, the employee
may regjuest the Manager of Operations to review the proration. The
adrinistrative office of the courts shall consult with the Association prior to the- -~
issuance of the holiday schedule.

(B) Anemployee shall be compensated for the holiday at the employee's rate of pay
in effect at the time of the holiday.

(C) An eligible employee shall receive haliday pay only if the employee is in pay status
{actually working or on approved paid leave) on the regularly scheduled work day
prior to and immediately following the holiday.

LAYQFES

Employee layoffs may become necessary because of a general reduction in work force, a
change in the organization, a decline in the workload, Insufficient funding, a change In
state law, or a change in federal requirements.

An employee who is laid off shall receive the fo I'lowing which shall be paid within thirty
(30} days after the effective date of the layoff:
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(1) Compensation for all unused accrued annual leave remaining to his/her
credit up to a maximum of fifty (50} days;

{2) Compensation for 50% of accumulated sick leave to his/her credit notto
exceed sixty {60) days; and

(3) Compensation for terminal pay for ad ministrative/exempt employees.

A bargaining unit employee who is lald off and who elects to continue on the health plan
shall not be requlred to submit a coniribution for coverage for the first three months
following lay off If the laid off employee Is not eligible to retire and receive post-
retirement benefits under RSA 21-1:26-36 or RSA 100-A:52-55, and is not eligible to
receive medical or healthcare coverage under another employer, as the spouse of a
person covered under the plan of another emplovyer, or the state plan as the spouse of a
state employee, This provision shall expire on June 30, 2013,

The Judicial Branch may seek employees in the bargaining unit who wish to volunteer to
be laid off. Any employee electing a lay off shall be entitled to the benefits of the Layoff
Provision except for the right to recall. .

in the event involuntary employee layoffs are initiated, for employees with less than seven
{7) years of seniority the layoff will be conducted on the basis of senlority, for court
monitor/assistants within the affected division as described in the article on
assignment/reassignment/relocation, and for all other employees within each judicial
branch group, i.e., the Supreme Court full-time employees, the AOC full-time employees,
the Superior Courtfull-time employees, the Circuit Court full-time employees, the
Supreme Court part-time employees, the AOC part-time employees, the Superior Court
part-time employees, the Clrcuit Court part-time employees, and the call center
employees. An exception to the seniority rule within each judicial branch group may be
made for court locations with fewer than three employees. In the event of a layoff, the
affected employees shall receive at least 21 days notice. Any layoffs shall be equitably

- apportioned among judicial branch groups.

However, in the event involuntary employee layoffs are continued beyond employees
with seven {7) years or more of seniority, the layoff will be conducted on the basis of
seniority with layoffs consisting of both part time and full time employees. The listsin
the preceding paragraph shall be eliminated and there shall be only two seniority lists,
one for the full time employees and another for the part time employees.

After the effective date of the layoff, the Judicial Branch shall post vacant bargaining
unit positions in groups on the 1%t and 15% of each month, or the first business day
thereafter, as vacant bargaining unit positions are approved for external recruitment.
The postings shall be placed on the JIBB, sent to all court sites, and sent by emall to all
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laid off employees who have provided the Manager of Operatlons wlth an email
address. The Manager of Operations will copy the SEA by email on all emall postings. i
a laid off employee does not have a personal emall address, the laid off employee must
notify the Manager-of Operations at the time of layoff that he/she will need his/her
notices sent by normal mail service. Each posting period shall last 10 days. .

in the event that the Judicial Branch elects to convert any vacant full-time position to a
part-time position(s), lald off full-time employees may express an interest in those
converted position(s). Laid off part-time employees may express an interest in the
converted positlon(s) after the recail list of full-time employees has been exhausted or
in the event no laid off full-time employee expresses an interest in the converted
posltion(s). A laid off full-time employee who elther accepts a converted position or
who does not express an interest in a converted position shall not be removed from the
recall list as a result but shall retain all recall rights outlined in this provision, The
method of recall shall be, in all other respects, as set forth in this provision,

Laid off employees interested in a posted position shall express that interest gither by
email or by letter to the Manager of Operations. To be timely, the emall or the letter
must be received by the Manager of Operations before the end of the 10 day posting
period, Laid off employees may express interest in only such positions that are of a
labor grade the same as or lower than the position from which the employee was laid
off. Except as set forth in the preceding paragraph, laid off full-time employees may
express interest in only full-time positions until the recall list of part-time employees has
been exhausted, and laid off part-time employees may express Interest in only part-time
positions until the recall list of full-time employees has been exhausted. Atthe
conclusion of each posting period, the Manager of Operatlons shall review the names of
the laid off employees expressing an interest in each position posted and shall recall to -
each position the most senior lald off employee who expressed an interest, considering
any priority expressed by the employee. An employee recalied to work shall report to
work within fifteen (15) days after the recall, falling which the employee shall be
removed from the recall list and the next most senior laid off employee who has yetto
be recalled and who had expressed interest in the position shall be recalled to the

positlon,

All 1aid off employees are free to express an interest in as many posted positions as they
desire during each posting period, and if expressing an interest in more than one, shall
provide the Manager of Operations with his or her priority of posted positions. The
right to recall shall end for an employee when the employee has been removed from
the recall list or three years from the date of the layoff, whichever occurs first,

In the event layoffs are initiated, the judicial branch agrees to enact an external hiring

freeze within positions covered by this agreement such that no external hiring shall
occur for bargaining unit positions until all efigible laid-off employees have been offered
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recall or have not expressed an interest in the positlons posted in accordance with the
precedlng paragraphs.

LONGEVITY COMPUTATION AND COMPENSATION

1. Any full-time employee who has completed 10 years of service for the state shall
be paid, In addition to the salary to which he/she Is entitled by the classification
plan, the sum of $300 annually and an additional $300 for each additional 5
years of state service. This proviston will change as necessary to reflect the
amount provided either In RSA 94:4 or the State Employees Association of New
Hampshire and State of New Hampshire Collective Bargaining Agreement. Part-
time employees who do not receive benefits from the New Hampshire
Retirement System shall receive a pro rated share. The proration shall be based
upon the regular budgeted hours as of November 30 of that current year for the
part-time employee divided by 37.5 hours and then multiplied by the fongevity
payment for the employee’s seniority. '

2. The additional compensation provided by the provisions of this section shall not
affect the maximums set by the classificatlon plan and the receipt of said long
sarvice payments shall not prohibit the reciptent from receiving the yearly
increments to which he/she may be otherwlse entitled within his/her
classification ranges.

3. Unless otherwise directed by adminlstrative payroll protocois, the longevity
payment will be made by separate paycheck on the first payday in December
and will reflect years of service as of November 30 of that current year,

4, Llongevity pay will be included in the payout of a terminating employee provided
the terminating employee has worked beyond his or her next anniversary date

following November 30.

MANAGEMENT PREROGATIVES AND RIGHTS

1, Rights Retained: The Judicial branch retains all rights to manage, direct and control
its operations in all particulars, subject to the provisions of law, personnel
regulations and the provisions of this Agreement, to the extent that they are
applicable. These rights shall include but not be limited to:

Directing and supervising employees;

Appointing, promoting, transferring, assigning, demoting, suspending, and
discharging employees;

Laying off unnecessary employees due to lack of work, for budgetary reasons, or

for other like considerations,
Maintaining the efficiency of governmental operations;
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Determining the means, methods and personnel by which such operations areto

be conducted;
Taking whatever actions may be necessary to carry out the mission of the judicial
branch in situations of emergency, the determination of such situationsto be

the prerogative of the judicial branch.

2. "Emergency” Defined: For purposes of this section "emergency” is defined as any
condition or situatlon out of the ordinary which requires immediate action to avold
danger to life, property, or to prevent losses affecting the judicial branch, the
employee or the general public.

MERIT ADVANCEMENT

1. If an employee reaches step six of a particular labor grade and remains at that
step for five consecutive years, that employee is eligible for a 5% increase In
salary at the conclusion of the fifth year upon approvai of the Ad ministrative
Judge, the Clerk of the Supreme Court, or Director, certifying that the
employee's performance Is satisfactory or better.

2. An employee who has reached step six of a particular labor grade and received a
merit advancement of 5% after completing five years satisfactory service at that
step is eliglble for an additional 5% increase after completing an additional five
years of service provided the Administrative Judge, the Clerk of the Supreme
Court, or Director agaln approves the increase and certifies that the employee's

performance is satisfactory or better.
3. All requests shall be filed with the Director.

4, No employee shall receive more than two such increases while serving in the
same position.

5. The parties agree to discuss possible revisions to the merit advancement plan
through the Labor Management Committee prior to the beginning of
negotiations on a successor collective bargaining agreement. If any possible
revisions agreed upon by the parties would cause an increase in judicial branch
personnel costs, agreement must be reached by September 2014 so that any
increased costs can be put in the judicial branch’s budget request for fiscal years

2016-17.

MISCELLANEQUS

1.) Blood Donations and Bone Marrow Registry Testing:
Employees shall not be unreasonably denfed time off without loss of pay or leave
for the purpose of making blood donations or undergoing bone marrow registry testing.
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2.) Clvle Duties
An employee who is late for work as a result of duties as a volunteer fire fighter

or licensed ambulance attendant or licensed rescue squad attendant, shall be granted
use of annual leave and/or accrued compensatory leave to cover the period of lateness,
provided that performance of said duties may be verified by the employer.

3.) Community Service
An employee is encouraged to participate in community service programs or

activlties outside of work hours provided such service does not impair the employee's
job performance, is not a conflict of interest with the employee's judicial branch work,
or does not present an appearance of impropriety. Employees are encouraged to
consult with their administrative authority before engaging In community service which
could conflict with this provision. If the employee's administrative authority belleves
this community service could conflict with this provision, the employee may requesta
Consultatlon under this agreement. The employee's Administrative Judge or the
Director, as the case may be, shall be present at the Consultation. Both the employee
and the administrative authority may present information to the Administrative
Judge/Director. The decision of the Administrative Judge or the Director shali not be

subject to the grievance procedure.

4.} Inclement Weather
While it may be reasonable to cancel jury trials, non-jury trials, and even some

hearlngs during inclement weather, the judicial branch strives to keep courthouses open
to serve the needs of lawyers, litigants, and the public during workdays. If inclement
weather prevents an employee from getting to work, the time away from work may be
charged as a day of accumulated annual leave, bonus leave, administrative leave, or
personal day awarded as a result of furlough days. Nonad ministrative/nonexempt
employees may take compensatory time or make arrangements with the administrative
authorlty to work compensatory time to cover the amount of time away from work due
to inclement weather. Such time must be worked within two pay periods of the date it
is taken.

Notwithstanding the above, truly exceptional circumstances may arise that
require that a court or several courts be closed for all or a portion of a workday due to
inclement weather. In the event of such a closure, employees shall receive their normal
compensation during the period of closure. Employees who do report to work during
periods of closure shall be entitled to only their normal rate of compensation and shall
hot receive additional leave or compensatory time. '

5.) Surveillance -
The parties agree to discuss any employee concefns with the use of surveillance

equipment in courthouses through the Labor Management Committee.
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NOTICES

Notice to Association: Whenever a written legal notice s required to be given by the
State to the Association, such notice shall be given to the state organization of the State
Em ployees Assoclation of New Hampshlre, Inc, with offices in Concord, New

Hampshire.

Notice to AOC: Whenever written legal notice is required to be given by the Association
to the Employer, such notice shall be given to the Director, Administrative Office of the

Courts, Z Charles Doe Drive, Concord, NH.

OTHER LEAVES

{A) Bonus Leave:

{1} All regutar full-time nonadministratlve/nonexempt employees will receive one
day of bonus leave for each consecutive three-month period during which the
eligible employee is not absent due to iliness, disability, whether paid or unpaid,
and unpaid leave of absence. The eligible employee will then receive one-third
day for each month thereafter within which the same conditions are met. An
eligible employee shall not earn bonus days while being paid under workers'
compensation. Earned bonus leave must be used during the fiscal year following
the fiscal year for which it was earned or it shall lapse.

(2) Use of sick leave for any purpose, unless otherwise exem pted, shall require an
eligible employee to complete a new three-month period of employment
without the type absence specifisdinsubsection (1) above, in order to receive

further bonus leave.

{3) Utilization of sick leave for bereavement of a death as defined by the provlsion on
sick leave shall not be counted agalnst the time accumulation as defined in this
rute. Utillzation of sick leave for dependent leave for up to six (6) days per year
shall not be counted against the time accumulation as defined in this rule,

(4) An eligible employee may use bonus leave at his/her discretion subject to
reasonable restrictions necessitated by legitimate business purposes.

(5) Bonus leave shall not be used during an eligible employee's probationary period.

(B} Military Leave: An employée of the State of New Hampshire who is a member of
any reserve component of the armed forces of the United States shall, upon
request, be entitled to not more than 15 days leave of absence with pay in any
one training year for the purpose of engaging in military drill, training or other
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temporary duty, in accordance with RSA ch, 112 or its subsequent statutory
counterpart.

{€) Workers' Compensation Leave;

(1) An employee must meet the stipulations of RSA ch. 281-A or its subsequent
statutory counterpart in order to be entitled to workers' compensation. Review,
notification, and appeal procedures are pursuant to RSA ch. 281-A or its
subsequent statutory counterpart.

(2) If an employee receives a personal injury as defined in RSA 281-A:2, X1 (Supp.
1995) or its subsequent statutory counterpart, in the course of employment, the
empioyee shall report the injury immediately to the Administrative Authority
and to the New Hampshire Retirement System. The Administrative Authority
shall notify the Administrative Office of the Courts immediately of the Injury.

{3) If an employee Is required to miss work and a decision has not been reached
regarding the workers' compensation claim, the employee shall be compensated
using accumulated sick and annual leave time.

(a) If the workers' compensation claim Is awarded, the portion of the sick and
annual days equivalent to the workers' compensation award will be
restored and credited to the employee’s accumulated leave.

{b) If the workers’ compensation claim is denled, other leave time may be
used. '

(4) An employee may choose to supplement workers' compensation with sick or
annual leave if accumuiated leave is available.

{a) The combination of workers' compensation and sick or annual leave
benefits shall not exceed the empioyee's full pay.

(b) Compensation made using annual and sick leave benefits are sutbject to
payroll deductions.

(5) Sick leave and annual leave shall not accumulate to the extent the employee is
receiving workers' compensation.

(6) Receipt of sick or annual leave pay by an employee shall not affect the right to
medical benefits, nor shall it affect the right to workers' compensation benefits

for permanent disability.
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{D} Court Leave:

{1} An employee who is subpoenaed for other than judicial branch business to
appear as a witness before a federal or state grand jury or couri, or before a
federal or state agency, shall be entitled to leave with pay for the required
period. An employee who appears as such on judiciai branch business Is not
considered on leave.,

(2} An employee shall be entitled to leave with pay for serving on a federal or state
grand or petit jury.

{3) Fees received for service as a juror or witness earned during the normal work
day, excluding reimbursement for travel, shail be remitted to the employer.

{4) The employee shall be pald his or her current salary while on court ieave. Court
leave shall not be a charge against any other accumulated leave as prescribed in

these rules.

{5} Court leave applies only to the time actually served in court and the time
required to return to work.

{(E} Family and Medical Leave:

(1) This subsection Is intended to comply with the federal Family and Medical Leave
Act of 1993, effective August 5, 1993, and regulations promulgated thereto, to
the extent they are applicable. Any interpretation of the subsection is intended
to be consistent with the act and regulations,

(2) An employee eligible for Family and Medicai Leave pursuant to section {4)(a)
below shall be granted family medicalieave:

(a) because of the birth of a child, and/or to care for that child;

{b) if an employee adopts a child or takes a foster child into the employee's
home; :

{c) if the employee must care for a spouse, child or parent who is suffering
from a serious health condition;

{d) if the employee's own serious health condition makes the employee unable
to perform their job.
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(3) An employee may be required at any time to provide verification of a serious
health condition, where applicable, from elther the attendlng physician or a
neutral party selected from a list of physicians compiled by the Director.

(4) An employee can take up to 12 weeks of paid or unpéid leave during any rolling
12-month period for the reasons speclfied in subsection (2) above.

{a) An employee shall have been employed for at least one year and for at least
1,250 hours during the year proceeding the start of the leave to qualify for

this leave,

(b} An employee shall apply accumulated annual leave and sick leave, whete
applicable, to cover this period of absence, Unpaid leave may be used if all
other leave has been exhausted,

(¢} For an expected birth or adoption, and for planned medical treatment, the
employee shall provide the employer with 30 days advance notice.

(5) The employee shall file with the Adminlstrative Authority a written statement of
how accumulated time will be applied. This pfan will be forwarded immediately
to the administrative office of the courts for verification of time available for use.

(6} During the leave, the judicial branch shall continue to pay its share of the health
insurance premiums for the employee on family medical leave. If the employee
does not return to work, the judiclal branch shall recapture from the employee
the cost of the health care premiums paid during the leave,

(7) Following the Ieaveﬂ, the empioyee shall be restored to his or her‘job or to an
equivalent position.

(8) Leave beyond 60 days, whether paid or unpaid, may be granted by the
- Administrative Judge after consultation with the Director.

{9) Within five (5} business days of designation or receipt of a fully executed
Certification of Health Care Provider for Employee’s Serious Health Condition
form, the judicial branch human resources department will notify the employee
whether leave will be desighated as FMLA leave and count towards the

employee’s FMLA leave entltlement,

{(F) Leave of Absence Without Pay:

After consuitation with the Director, the Administrative Judge may grant the
employee leave without pay for personal reasons for a period not to exceed 12
months, provided that any leave of absence without pay for reasons other than
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sickness or maternity may not be granted unless justified and untli a suitable
replacement has been found or adequate coverage has been arranged.

(1) Medical benefits for employees who have been granted a ieave of absence
without pay shail be governed by the Medical Benefits Eliglbility Rules provided
by the Department of Administrative Services.

(2) Any employee who requests a leave of absence without pay shall be required to
utilize all applicable accumulated leave before being granted the leave of

ahsence without pay.

(a) If the request for leave without pay Is caused by sickness or injury, the
employee shall utilize accumulated leave in the following order: sick,

annual, and administrative.

{b) If the request for leave without pay is not caused by sickness or injury, the
employee shall utilize accumulated leave in the following order: annual
and administrative.

(3) No annual leave or sick leave shall be accumulated during a leave of absence
without pay. ‘

(4) Leave of absence without pay Is counted as state service for purpose of
computing longevity pay.

{5) Exceptions to the leave of absence policy shall be submitted to the Director for
~ - . approval T S

PERFORMANCE EVALUATION

{A) A formal written evaluation of each employee shall be completed at |east once each
year for all employees. This performance evaluation serves two purposes:

{1) to analyze the employee’s performance during the past year, to identify
strengths and weaknesses, and to compare such performance to previously set

goals; and

(2} to establish performance goals for the following yeaf, to determine the steps
necessary to achieve them, and to identify the standards on which the
employee's job performance will be rated.

{B) Performance evaluation ratings shall be considered in determining salary increases,
promotions, demotions, and dismissals. Probationary evaluations excepted, written
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annual evaluations shall be completed prlor to the employee's annlversary date, in a
manner prescribed by the Director. ‘

{C) The initial rating of each employee shall be made by the employee's immediate
supervisor, by the Administrative Authority, or by another qualified person
designated by the Administrative Authority. For court monltor/assistants, the
performance evaluation shall be conducted In consultation with any or all of the
judges or marital masters with whom court monitor/assistant works. if an
employee’s performance evaluation is less than satisfactory, it will include a list of
individuals whose input was considered in the development of the evaluation.

{D) The Administrative Authority shall review each performance evaluation and
approve, disapprove or modify each evaluation.

(E} The employee, and the Administrative Authority or designee, shall sign the
evaluation form. The sighature of the employee shall indicate only that the person
has been informed of the rating and does not signify agreement with the rating.

(1) Any modifications made after the employee's signature is affixed must be read
and initialed by the employee to Indicate awareness of the modifications.

{2) A copy of the entire performance evaluation, including the slgnature page, shall
be forwarded to the administrative office of the courts to be maintained in the
employee's personnel file and shall be provided to the employee.

(£} An employee shall receive a written evaluation indicating at least satisfactory

* performance-in order to receive an annual merit pay increase, ' S

{4) If any employee’s evaluation is less than satisfactory, the employee's status and
performance shall be reviewed for a perlod not to exceed 90 calendar days with
a written evaluation of performance at the end of each 30-day period.

(2) At the end of the review period, if the employee's overall job performance is
evaluated as at least satisfactory,'an annual merit pay increase will be granted at
that time prospectively. If at the end of the review period, the overall evaluation
continues to be unsatisfactory, the employee may he subject to demotion,
termination, or other disciplinary action. :

{G) in addition to the annual evaluation, a written evaluation of ah employee’s
performance may be initiated by the Administrative Authority at any time during the
year, or in the case of a court monitor/assistant, by the Administrative Authority in
consultation with the court monitor/assistant's closely working judges or masters.
The written evaluation shall be provided to the employee. The employee's
performance may be monitored for a period not to exceed 90 calendar days with a
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written evaluation of performance at the end of each 30-day period. If atany time
after initial notice the employee's performance coritinues to be unsatisfactory, the .
employee may be subject to demotion, termination, or other disciplinary action.

POLITICAL ACTIVITY

Employees may participate in political activity during non-duty hours as long as It does
hot create a conflict of interest, is consistent with the United States and New Hampshire
Constitutions and existing statutes, and does not interfere with an employee's assigned
duties. Participation must also be within the limlitations set by other sections of this

artlcle.

(A) Activities prohibited during working hours include, but are not limited to:
distribution of campaign materials, display of campaign materlals within a
Judlcial Branch building, including political buttons and bumper stickers,
solicitatlon of contributions for a political candidate or party, and soliciting
signatures for political candidacy.

(B) Employees who participate in political activity during their off-duty hours shall hot
use their position title, except persons running for the office of register of
probate, as influence in such acthvities,

(C} Employees shall not use court supplies, equipment, or facHities in conhection with
any political activity.

{D) Employees shall not use or promise to use, directly or indirectly, any official

authority or influence, whether possessed or anticipated, for the purposeof .. . -~ -

influencing the vote or political action of any person.

(E) Employees shall not seek or hold elected office in the New Hampshire legislative or
executive branches.

(F} Nothing in this rule shall be construed to limit the right of an employee to hold
offlce in a constitutional convention, to express opinions, to register a party
preference, and to cast a vote. Nothing in this rule shall be construed to limlt
the right of an employee to contribute voluntarily to a political party or
candldate, the right to belong to a partisan political club, or to attend political
party meetings and functions. Nothing in this rule shall interfere in any way with
the right of freedom of speech, full criticism, or disclosure by any unlt mem ber.

PROBATIONARY OR TRAINING PERIOD

(A} Probationary Period — newly-appointed or re-appointed employees. Any hewly-
appointed or re-appointed employee shall serve a six-month probationary
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period in the position to which he or she is appointed or re-appointed. A
hewly-appointed or re-appointed empioyee is not eligible to apply for any
vacant Judicial Branch position while in probationary status, unless approved
by the employee's current Administrative Authority. A reappointed employee
shall not include an employee recalled under the Layoff article of the
Agreement provided that the recalled employee completed a probationary
period.

{1) Any newly-appointed or re-appointed employee on probationary status may be
dismissed or demoted by the Administrative Authority, the respective
Administrative Judge, or the Directar, if applicable to employees uhder
his or her authority, at any time. :

{2) Dismissal or demation of a newly-appointed or re-appointed probationary
employee by the Administrative Authority, the respective Administrative
Judge, or the Director, if applicable, shall be in writing and shall be final.
The Administrative Authority, the respective Administrative Judge, or the
Dlrector, if applicable to employees under his or her authority, does not
heed to give a reason for such a dismissal or demotion.

{B) Probationary Period — promoted or demoted employees or an employee recalied or
hired to a materiaily different position. Any promoted or demoted employee
or an employee recalled or hired to a materlally different position shall serve a
three month probationary period in the position to which he or she is
promoted or demoted or recalled or hired.

{1) Noannual Increment shall Ge approved whiie such employee Isin probationary _ __

status. Upon successful completion of the probationary period in the
new position, the annual increment that the employee wouid have been

entitled to receive shall be paid.

{2} Such employee is not eligible to apply for any vacant Judicial Branch position
while In probationary status, unless approved by the employee's current
Adminlstrative Authority.

(3) This Agreement shall apply during the probationaty period of such employee
except that the Judicial Branch may determine in its sole discretion that
the employee is not an appropriate fit for the position.

{4) A promoted employee may return to his or her previous position or to a similar
vacant position at any time during the probationary perlod if such a
position Is available. A position shali be considered available If it has
been posted and not filied by or offered to and accepted by an applicant
within five working days of the offer.
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(C) Extension of Probatiohary Perlod. At any time prior to the completion of the
probationary period, the Administrative Authority may extend the probationary
period of an employee in a probationary status one time, for an additional

maximum of three months.

{1} The Director and employee shall be notified in writing of the reasons for the.
extension of a probationary perlod and the Iength of the extension

period.

{2) Any interruption of service during the probationary period shall not be counted
toward accumulation of time required to satisfy the probationary period.

(D) Waiver of Qualifications. Any employee who is hired by the Judicial
Branch and who lacks some necessary entry level requirements may be
placed in a training status for a period not to exceed 12 months. Hiring
employees who need to be placed in a training status sho uld only occur
where there are ho qualified applicants or the position is belng filled by a
reciassified Judicial Branch employee, Positlons for which a training
period is established shali be downgraded in labor grade for the term of
the training period. The amount of downgrading shall be determined by

the Administrative Authority and the Director,

RECOGNITION AND UNIT DESCRIPTION

Recognition: The Employer recognizes the Association that shall serve as exclusive
representative of all employees In the following bargaining units: a unit consisting of aii
full-time and part-time:-Court-Assistants {Grades’ll, ii, and 1V), Courtroom Clerks, Case
Managers, Service Center Coordinators, Child Impact Specialists, Famlly Division Case
Managers, Family Division Court Assistant {l, Family Division Court Assistant iil, luvenlie
intake Officer, Call Center Representative 1, Call Center Representative Il, and Call Center
Representative ill, and a unit consisting of Court Monitor/Assistants. The Association
recognizes the responsibility of representing the interest of all employees in the units
without discrimination for the purpose as set forth in this Agreement. Attached hereto
as Appendices R and $ are the certifications from the Pubiic Employee Labor Relations
Board of the respective bargaining units. Appendix R consists of the initial certification
and two subsequent modifications. The parties agree that upon creation of a new
position title, the Employer will notify the SEA for the purpose of discusslon concerning
the appropriateness of the inclusion of the posltion title in the bargaining unit.

Other Agreements: The Employer shall not enter into any agreements, regarding
employment relations matters with any other organization or individual purporting to
represent any group of employees in the bargaining units, and shall not furnish any
facilities or engage in any type of conduct, which would Imply recognitlon of any group
other than the Associatlon as a representative of the employees in the units.
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Assoclation: Reference to the "Association” as exclusive representative of the
employees, means the state organizatlon of SEIU Local 1984 the State Employees’
Association of New Hampshire, Inc., as appropriate under the authority of RSA 273-A,
and the Employer shall have no obligation to bargain with and shall not bargain or enter
into agreements with any committee, chapter or district organlzation of the Association
in matters covered by this Agreement, unless such persons or bodies are specificaily
deslgnated by the Association as authorized representative for such purposes. Further
references to the Association in this Agreement means the State Employees Assoclatlon
of New Hampshire, Inc., as appropriate under the authority of RSA 273-A,

Equal Application: The provisions of this Agreement shail be applied equaliy to all
employees in the hargaining units in accordance with state and federal law,

REDUCTIONS IN HOURS

As provided in the Supreme Court order of March 22, 2010, any employee, who
retires after the execution of this agreement at a time when the reductions in hours of
work will impact the employee's pension, may utilize, at the employee’s sole discretion,
sick days to the extent avallable to replace the number of hours reduced. This election
shail be made at time of retirement and applied retroactively by the Judicial Branch.
The payment of sick days pursuant to this section shall be In addition to the number of
sick days paid pursuantto the section of this Agreement on payments to retiring

employees,

RESIGNATION, ABANDONMENT, DEPARTING EMPLOYEES

A. An employee who wishes to resign shall submit a written letter of resignation to the
Administrative Authority at least ten {10) working days prior to the effective date of the
resignation, The Administrative Authority shall forward a copy of the resignation letter
to the Administrative Judge and to the Director. '

B. An employee shall have the right to withdraw a resignation before the effective date
only upon the recommendation of the Administrative Authority and the approval ofthe
Administrative Judge. Recommendation of the withdrawal of a resignation by the
Administrative Authority shall be immediately conveyed to the Administrative Judge.
Approval of the withdrawal by the Administrative Judge shall be conveyed to the

Director.

C. An employee shall be deemed to have abandoned employment if absent from work
for three consecutive working days without notifying the Administrative Authority of the
reason for absence and receiving approval for the leave unless physically or mentally
unable to do so. Such atermination shall be administered as a dismissal.
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D. The pay computation for an employee who resigns from the employ of the New
Hampshlre ludicial Branch shall be as follows:

(1)

A reslgning employee shall be compensated for all unused accrued
annual leave remaining to his/her credit up to a maximum of fifty (50}
days. :

All unused accrued sick leave shall lapse upon the resignation of an
employee.

A resigning administrative/exempt employee shall be com pensated for
terminal pay.

A resigning employee shall be compensated for legal holidays occurting
on a workday if he/she s in pay status the workday prlor to and the
workday following a legal holiday,

A resigning eligible employee shall be paid bonus leave compensation
for days accrued prior to resignation.

The reslgning employee shall be paid all compensation as sooh as
possible but no later than thirty (30} days from the date of resignation.
in the event that any compensation is not paid within this period of
time, the judicial branch agrees that the non-payment is neither at the
consent nor the fault of the resigning employee. The judicial branch
agrees to cooperate in taking those steps necessary t0 have this

---eompensatlon included in the "eamable compensation® for calculation =

of benefits with the New Hampshire Retirement System {See RSA 100-
A, xvi).

E. The pay computation for an employee who Is dismlssed from the employ of the New
Hampshire Judicial Branch shall be as follows:

(1)

(2)

A dismissed employee shall be compensated for all unused accrued
annual leave remalning to his/her credit up to a maximum of fifty (50}

days.

All unused accrued sick leave days shall lapse upon dismissal of an
employee,

A dismissed administrative/exempt employee shall be compensated for
terminal pay.
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(4) A dismissed employee shall be compensated for legai holidays occurring
on a workday if he/she is in pay status the workday prior to and the
workday following a legal holiday.

(5)  Adismissed eligible employee shaii be pald bonus leave compensation
for days accrued prior to dismissal, '

F. The pay computation for an employee who retires from the employ of the New
Hampshire Judicial Branch shall be as follows:

(1) Aretlring employee shali be compensated for all unused accrued annual
leave remaining to his/her credit up to a maximum of fifty {50) days.

(2) An employee retiring under the provisions of RSA 100-A, the New
Hampshire Retirement System, shali be compensated for 50% of
accumuiated sick leave at the time of retirement not to exceed 60 days.

{3) A retlring administrative/exempt employee shaii be compensated for
terminal pay.

(4) A retlring empioyee shali be compensated for legal holidays occurring
on a workday if hefshe is in pay status the workday prior to and the
workday following a legal holiday,

(5) A retiring eligible employee shall be paid bonus |leave compensation for
days accrued prior to retirement.

(6) The retiring employee shall be paid all compensation as soon as possible
but no later than sixty {60) days from the effective date of retirement in
accordance with the New Hampshire Retirement System. In the event
that any compensation is not pald within this period of time, the judicial
branch agrees that the non-payment is neither at the consent nor the
fauit of the retiring employee. The judicial branch agrees to cooperate
in taking those steps necessary to have this compensation included in
the “"earnable compensation” for calculation of benefits with the New
Hampshire Retirement System (See RSA 100-A:1, XVIi).

G. The pay computatlon for an employee who dies whiie in the employ of the New
Hampshire Judicial Branch shall be as follows:

(1} A sum equal to the unused accrued annual jeave remaining to the

empioyee's credit, up to a maximum of fifty (50) days, shali be paid to
the employee's estate.
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{2} " Asum equal to the unused accrued sick leave remalning to the
employee’s credit shall be paid to the employee's estate.

(3) The estate of a deceased administrative/exempt employee shall be
compensated for terminal pay.

{4} An employee's estate shall be compensated for legal holidays occurring
on a workday If the employee was in pay status the workday prior to
and the workday followlng a legal holiday.

(5) An eligible employee's estate shall be paid honus leave compensation
for days accrued prior to the employee's death.

SEPARABILITY

in the event that any provision of this Agreement at any time after executlon shall bhe
declared to be invalid by any court of competent jurisdiction, or abrogated by law, such
decision or law shall not invalidate the entire Agreement, it being the expressed
intention of the Parties hereto that all other provisions not thereby Invalldated shall
remaln in full force and effect. .

SICK LEAVE

Administrative/Exempt Employees

One and one-half days (11.250 hours) sick Jeave shall be earned each month by all

- regular full-time administrative/exempt employees from the date of their Initial
employment. Part-time regular administrative/exempt employees shall earn sick leave
on a prorated basis.

(1) Administrative employees wlil have 20 sick days credited to their accrued sick leave
upon employment with the judicial branch.

(2) The 18 days earned per year plus the 20 days initially credited to
administrative/exempt employees may accumulate to a maximum of 120 days for all

regular full-time employees,
Nonadministrativef/Nonexempt Employees

One and one-quarter days {3.375 hours) sick leave shall be earned each month by all
regular full-time nonadministrative/nonexempt employees from the date of their initial
employment, The fifteen days earned per year may accumulate to a maximum of 120
days for all regular full-time employees. Part-time regular .
nonadministrative/nonexempt employees shall earn slck leave on a prorated hasis,
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Sick Leave Provisions:

{1} An employee's sick leave allowance may be utllized upon approval of the
Administratlve Authority on the basis of proper application In writing.

(a) Sick leave absences may be due to lliness or disabllity of the employee, medical
and dental appointments with prior approval except when such approval is not
practical, illness of an immediate famlly membery requlring the care of the
employee, [njury, exposure to contagious diseases endangering the health of
other employees when requested by the attending physician, or death in the
employee's immediate family. Immediate family is defined in section (4) below.

(b) Sick leave used shall be deducted from the employee’s allowance on the basis of
workdays and not calendar days. All sick leave must be reported on the biweekly
payroll report and shall be deducted from avallable accumulated balances.

{c} An employee who is unable to report to work due to the reasons stated ahove
and who wishes to utilize sick leave shall make a good faith effort to notify the
Administrative Authority of the employee's court as early in the day as posslble
to report the reason for the.absence and the expected date of return to work. If
the employee is unable to call, another person should contact the court with the

same information.

(d) The employee shall continue to advise the Administrative Authority each day of
absence unless an extended absence has been indicated and an alternative call
- schedule has been established.~Failure to report to the Administrative Authority

may be grounds for disciplinary action.

{2) Sick leave may be utilized only to the extent that it has been earned.

{3) For purposes of utilization, sick leave shall be converted to hours (example: 1 1/4
dqys equals 9.375 hours).

(4) An employee may use sick leave for a death in the employee's immediate family or
such other persons as the Administrative Authority approves. Immediate family is
defined as: spouse, children, mother-in-law, father-in-law, parents, step-parents,
step-chiidren, step-brother, step-sister, foster child, grandparents, grandchildren,
brothers, sisters, legal guardian, daughter-in-law, and son-in-law.

When using sick leave for bereavement leave, an eligible employee shall not lose
credit toward bonus leave,
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{5) Sick leave taken for the lliness of an immediate family mem ber requiring the care of
the employee shall not exceed six (6) days per year unless such leave is taken
pursuant to the family and medical leave provisions contain ed in the Cther Leaves
artlcle. Additional sick leave for the illness of an immediate family member may be
granted with approval from the Administrative Judge, or the Director if applicable to
employees under his or her authority. When using sick leave for tlependent leave
for up to six (6) days per year, an eligible employee shalinot lose credit toward

bonus leave.

(6) Employees shall earn sick leave during periods of leave with pay except that leave
shall be credited only when the employee returns to work, and leave earned during
such periods shall be forfeited if the employee fails to return to work,

{7) Employees shall not earn sick leave during a period of leave of absence without pay.
{8) Forfeiture of accrued sick leave as a disciplinary action shall not be authorized.

{3) No regular employee shall lose accrued sick leave when promoted, demoted or
transferred provided that there Is no break in service. This includes a regular
employee who changes from the service of one Administrative Authority to another,

{10) A full-time employee who transfers from one position to another posltion in the
judicial branch during an Initial probationary period shail be credited with any
accrued time toward sick leave earned in the first position and such earned leave
shall be recognized by the receiving Administrative Authotity on the basls of proper

application in writing.

(11) Payment: Upon retlrement under the provision of RSA 100-A:5 and RSA 100-A:6
only, or upon eliglbility under RSA 100-A:5 but electing to receive a lump sum
payment in lieu of an annuity, or upon a layoff, an employee shall receive payment
in a sum equal to 50% of the number of sick leave days remaining to the employees
credit. However, the total number of days eligible for payment shall not exceed

sixty (60) days. :
(12) All employees are entitled to participate in the NH Judicial Branch Supplemental
Sick Leave Plan attached hereto as Appendix T. The parties agree to discuss the

Supplemental Sick Leave Plan through the Labor Management Committee prior to
the beginning of negotiations on a successor collective bargaining agreement.

TRAINING

INITIAL COURT MONITOR/ASSISTANT TRAINING:
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All newly hired court monitor/assistants shall be assigned by the Administrative Judge or
designee to an experienced court monitor/asslstant for an introductory period of at
least five {5) days to train on the in-court aspects of the court

monltor/asslstant position. Dependent upon workload of the trainer, the newly hired
court monitor/assistant may be assigned to more than one expetienced

court monitor/assistant for training. At the completion of the in-court training, the
trainer(s) shall provide a written report of the training provided and an

assessment as to whether the new employee has sufficiently gained the

expertise necessary to allow the new employee to go into the courtroom alone.
Should the new court monitor/assistant not be ready for courtroom duty, the
Administrative Judge shall assign additional training. The experienced court
monitor/assistant shall train the new employee on all aspects necessary to take

the record inthe courtroom.

The Administrative Judge or designee shall assign the new court monitor/assistant to a
court location or locations for at feast five {5) days of case processing training, except for
new court monitor/assistants who have case processing experience. Upon completion
of the case processing training, the clerk of the assigned court{s) shall provide the
Administrative Judge with a written assessment of the tralnlng and any
recommendations for additional training. ‘

The Administrative Judge or designee shall determine the order of the in-court and case
processing training segments depending upon the strengths/needs of the new court
monitor/assistant and the availability of suitable trainers.

ANNUAL COURT MONITOR/ASSISTANT TRAINING:

" Subject to available funds, annual continuing education classes shall be provided-tc alf
court monitor/assistants on work skills needed to perform their job sufficiently
including, but not limited to, the Judicial Conduct Code,

TRAINING FOR OTHER EMPLOYEES:
Training for new employees who are hired for the first time into the judicial branch shall

be a minlmum of three {3) days in length.

Training for employees who transfer from one trial court to another shall be on an as
needed basis to meet the needs of the transferring employee and the new assigned

court,

TRAINING FOR ALL EMPLOYEES:
New Employees: in addition to any necessary payroll and benefits information, each

new employee shall receive information on the following topics:
Introduction to the New Hampshire Judicial Branch
Anti-Discrimination Policy and Procedure
Antl-Fraternization Policy
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Americans with Disabilities Act
Collective Bargaining Agreement
Equal Employment Opportunity Policy
Internet Access and Email Use Pollcy
Loading Software on Court Computers
Password Privacy

Ongoing Training: In-person, video, online, or telephonic training events shall be held
on the following topics as resources allow:

Customer Service

Court Rules, Policies, and Forms

Computer Trainlng

Ethics in the Judicial Branch Workplace

Benefits Update :

Other Topics as Cireumstances Warrant

EXPENSE REIMBURSEIMENT:

Each employee wha is selected and authorized by the Employer to particlpate in any
organized training, retraining or staff development program offered by the State during
on-duty hours will be reimbursed for expenses incidental to such training.

EDUCATION SCHEDULE ADJUSTMMIENTS:
The Employer shall allow, when practical, for an employee to make adjustments in
his/her work schedules to complete previously approved job-related courses.

TRAVEL/MILEAGE/EXPENSES

1. Itis expected that an employee shall report to a home court location at the normal
start of the workday and remaln at the home court location untll the court closes at the

normal end of the workday.

2. When an employee is assigned to other than a home court location and that
assignment is within 45 minutes of his/her hame, the employee must arrive at the
assigned court at the normal beginning of the court day, unless such arrival is impossible
due to the lateness of the assignment, and must remain at the court location untii the
court closes at the end of the workday. The time it takes an employee to drive from the
employee’s home to the assigned courtlocation Is computed under normal driving
conditions. Exceptions may be made for abnormal driving conditions (snow,
construction, paving, traffic demands).

3. If the employee lives farther than 45 minutes away, the employee may arrive at the -
assigned court location later than the normal court apening time, and may leave the
court location prior to the end of the normal workday, subject to paragraph 4 below.
The amount of time the employee may arrive later than the normal court starting time
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and leave earlier than the normal court closing time will correspond to the amount of
time In excess of 45 minutes that it takes for the employee to get to the court location

in the morning and return home from the court location at the end of the day. The later
start time and earlier leaving time must be approved by the clerk in the superlor court
or a court administrator in the circuit court, as the case may be. The superior court clerk
or court administrator in the circult court, as the case may be, shall use his or her best
efforts to allow employees, when not doing essential functions, to leave the assigned
court at such time that the employee will arrive home at the employee’'s normal home

arrival time,

4. The above notwithstanding, If the employee is serving an essential function on a
particular day as determined by the clerk of court or court administrator, the employee

may not arrive late or leave early.

5. in the event an employee travels to a court location away from the employee's home
court and such travel time outside the normal seven and a half hour workday exceeds
100 hours in a calendar quarter, the employee shall receive one additional
administrative day, Employees shall be responsible for all record keeping pursuant to

this paragraph.

6. If an employee is assigned to travel for more than one day away from their home
court location, and the cost of mileage reimbursement exceeds the cost of an overnight
stay, the employee shall be given the option of staying overnlght in the area of the
assignment In a facllity approved by the judicial branch with the expense of the
overnight stay paid by the judicial branch. The judicial branch shall reimburse the costs
of meals associated with an overnight stay un der the following conditions:

With receipts: Reimbursement for actual meal expenses, including tax and
gratuity, shall be paid with the submission of valid recelpts, but under no circumstances
shall meal expenses in excess of $45 per day in-state be paid.

Without receipts: Relmbursement for actual meal expenses, Including tax and
gratuity, shall not exceed the following limits if not accompanied by a valid receipt:

Maorning .$ 8.00
Noon 512.00
Evening $21.00

" Out-of State Travel: When associated with court business outside of New
Hampshire, employees may be reimbursed for lodging, meals, and incidentals at rates
consistent with the General Services Administration (GSA} Travel Per Diem Rates in
effect at the time of travel, without a receipt. GSA per diem rates are available on their

website {http://www.gsa.gov).
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Should the above with receipts or without receipts limits be increased by the State or
the judicial branch, the new limits will be substituted.

7. Mileage/Expenses: All employees shall be assigned a home court, which shall be the
judicial branch site to which the employee most often reports for work, and shall be
paid mileage when traveling to their non-home court location. Mileage shall be pald
from the home court location, or from the employee’s home, to a hon-home court
destination, whichever is less. Mileage shall be paid at the rate paid to executive branch
employees. All tolls incurred during travel conducted for court business shall be
reimbursed except for any tolls that would have been Incurred in commuting from

home 1o the home court location.

8. Employees shall be reimbursed for their travel expenses within twenty-one {21} days
of the date the employee/administrative authority submits the expenses to the AGC,
The administrative authority shall submit to the AQC all travel reimbursement requests
within five {5) days of receipt of the employee submission.

WAIVER

Walver by either Party of the other's non-performance 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, -
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DURATION

Except as otherwise specifically provided herein, this Agreement as executed by the
parties is effective as of ratification, and shall remain in full force and effect until June
30, 2015 or until such time as a new Agreement is executed.

Renegotiation of this Agreement will be effective by written notice by one party to the
other not later than October 15, 2014 or earlier by mutual agreement. Negotlations
shall commence within fifteen (15) days after receipt of such notice.

IN WITNESS WHEREOF, the Parggs hereto by thelr authorized representatives have
executed this contract on thel§ day of {2014,

Donald D. Goodnow, Director Diana Lacey, Presiceht
Administrative Office of the Courts State Employees’ Association, SEIU Local

1984, AFL-CIQ, CLC

Linda §. Dalianis, Chief Justice
New Hampshire Supreme Court

Judicial Branch Negotiating Committee SEA Negotiating Committes
Howard Zibel, Chief Negotiator John Krupski, Chief Negotiator
Jeff Smith Court Monitor/Assistants Unit
Gina Apiceli Angela Bemis

Marshall Buttrick
Court Asslstants Unit

Debra Balcom
Elizabeth Chase
Kearston Crutchfield
idit Hancock
Jennifer Hunt
Jennifer Kubat
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' SECTION 19.8.1 OF SEA-EXECUTIVE BRANCH CBA

19.8. Health Insurance:

19.8.1. The Employer shall make available to employees and their dependents 4 Network
health benefit plan (i.e. HMO) and a Point-of-Service (i.e. POS) health benefit
plan both with site-of-service components. An employee's eligibility and
.opportunity to elect available bealth care options shall be in accordance with the
“Benefits Highlights” set forth in Appendix F and G and the enrollment
conditions of the respective plans. Appendices F and G are incorporated by
reference into the health provisions of this Agreement. The Employer shali make
available a complete listing of site of service providers and shall keep the listing

curtent.

The Association acknowledges that the HMO plan and POS plan provider(s) shall
be chosen by the Employer, and that the election by any employee(s) to
participate in either plan shall not entitle said employee(s) to any further benefits

" not expressly provided for by this Agreement.

The level of benefits, cost-sharing, dependent coverage and Employer premium
contributions, of the HMO and POS health plans offered under this provision
shall be in accordance with the following provisions and with the specifications
for a competitive bid. All services and procedures shall be subject to medical

necessity.

a. All employces who subscribe in either the FIMO or the POS plan sball pay
$20.00 per pay period for crployee only coverage, $40.00 per pay period -
for two-person coverage, or $60.00 per pay period for family coverage.

b. The HMO plan design shall be as described in Appendix . Additional
benefits, terms of coverage, exclugions and limitations not described in
and not inconsistent with-Appendix I shall be comparable to those set out
in the Benefits Booklet for active state employees in effect on the day
preceding the effective date of this agreement, The office visit co~
payments for the HMO Plan shall be $15.00 per visit for Primary Care
Physicians and $30.00 per visit for Specialists. A $100.00 per occurrence
co-payment shall apply to emergency room services which shall be waived
if the person for whom the service is provided is admitted, $50.00 per
occurrence co-payment shall apply to urgent care services and $30.00 per
occurrence co-payment shall apply to walk it centers.

¢. The POS plan design shall be as described in Appendix G. Additional

benefits, termus of coverage, exclusions and limitations not described in
and not inconsistent with Appendix G shall be comparable fo those set out
in the Benefits Booklet for active state employees in effect on the day

preceding fhe effective date of this agreement. The office visit co-
payments for the POS Plan shall $15.00 per visit for Primary Care
Physicians and $30.00 per visit for Specialists. A $100.00 per occuitence
co-payment shall apply to emergency room services which shall be waived
if the person for whom the service is provided is admitted, $50.00 per
occutrence co-payment shall apply to urgent care services and $30.00 per
occurrence co~payment shall apply to walk in centers.
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d. Subscribers in either the HIMO or POS plans shall be eligible to participate

annually in 2 health reimbursement arrangement established by the
Employer, upon annual completion and proper submission of the health’
risk appraisal provided for vmder the respective plan, The arrangement
shall provide funds for the payment of any out-of-pocket casts associated
with health care services, to include reimbutsement for deductibles
incurred and products obtained under the health plan, mcludmg vision

-exams and eyewear, up to the amount of $200.

The Employer shall provide coverage under the health plans consistent
with Chapter 321 of the Laws of 2006, and known as Michelle's Law and

codified in RSA 415.

Utilization of Cost-effective Providers, The Emplayer shall provide a
voluntary employee incentive program that offers taxable cash payments

_{o employees who utilize cost-effective health care providers. The

Employer shall consult with the Association regarding the design and
implementation of the program. This provision shail remain in effect until
it can be shown that it is no longer effcctive as a cost-saving measure or
until the plan administrator ceases to administer the program. -

Health Promotion, Effective January 1, 2014, the Employer shall provide a
voluntary employee incentive program thal offers payments not to exceed
$300 per employee per calendar year to employees who participatc in
health promotion activities and programs offered by the Employcr, The
BEmployer shall establish the specifios of the programs through the Health
Benefit Cammittee. Health promotion awards sliall be made as &
contribution to the employee’s HRA., The award for CY 2014 may be
ralled over until December 31, 2015, This provision shall expire on Junc
30, 2015 unless mutually agreed otherwise by the parties. All approved

vendors contracted with the heakth plan administrator shall be permitted to
provide services on state premises for employees.

i, Prescription Drugs — The prescription drug plan shall include the following:

1, Mandatory Mail Order for Maintenance Drugs after three (3) retail

. purchases per prescription, with employee opt out.

2. Mandafory Generic Substitation with DAW 2 (i.e,, the only exception is
physician ordered “Dispense as Written”)

3, Co-payments:

a, Retail Co-payments - $10 for each generic medicine/ $25 for
each preferred brand rame medicine/$40 for each non-
preferred brand name medicine.

b. Mail Order Co Payments - $1 for each generic medicine/ $40
for each preferred brand name medicine/$70 for each non-
preferred brand name medicine.

4. Exclusive Specialty Pharmacy
5. Traditional Generic Step Therapy
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6. Quantity Limits

7. Pharmacy Advisor

8. Maximum out of pocket expenses shall be $750.00 per individual per
calendar year and $1,500.00 per family per calendar year.

A Smoking Cessation Program will be maintained.
Coverage shall be ﬁrqvided for dependents to age twenty-six (26).

Employees shall patticipate in working rate suspensions carried out by the
Departent of Administrative Services. Employee “pteminm”
contributions shall be treated the same as other sources of revenue into the
employce benefit risk management fund for purposes of the working rate

suspension,

A bargaining unit employee who is laid off and who elects to contimue on
the health plan shall not be required to submit a contribution for coverage
for the first three months following lay off if the laid off employee is not
eligible to retire and recetve post-retirement benefits under RSA 21-1:26-
36 or RSA 100-A:52-55, and is not eligible o reccive medical or
healthcare coverage under another employer, as the spouse of a person
covered under the plan of another employer, or the state plan as the
spouse of a state employee, This provision shall expire on June 30, 2015.

No individual may be covered as a dependent of more than ote employee
and no employee can be covered as both an employee and as a dependent.

Site of Service Locations: As Site of Service locations are added they will be
added to the list of accessible locativiig:™ ="

1. Bmployees or their family members who live or reccive services
outside the State of New Hampshire are subject to the deductibles
if they do not go to a Site of Service location.

2, This provision shall take effect on January 1, 2014,

Additionally, all full-time émployees, and pari-time employee subscribers
in the health plan, will receive two lump sum Health Benefit Savings
Tneentive payments of $300 each that shall be made in the first paychecks

of Jarwary 2014 and 20135,

The parties agrec that the Legislature has approved a certain amount of
funds for employee compensation, including health insurance. This
provision shall include a "Healthcare Savings Goal." In the event that
health insurance costs for active employees (excluding NHTA. & retirees)
are less than anticipated or are greater than necessary, the remainder shall
be redistributed uniformly to all active employee subscribers to the healih



plan in the form of a Health Benefit Savings Incentive payment. The
savings shall be determined in January 2015 by identifying the surplus
dollars based on an accrnal method of accounting for active employee
subscribers that are beyond the required reserves required by law for the
calendar year ending December 31, 2014, These surplus dollars will be
paid out in quarter 1 of 2015, This elause shall expire June 30, 2015, The
distribution to employees excludes the preseription dimg savings from the
most recent PBM contract negotiation as those dollars were used to help

satisfy the $25M reduction.

“For the biennium ending June 30, 2015, the Employer sball not carry out
working rate suspensions except for the purpose of funding employee
Health Benefit Savings Incentive payments referenced in 19.8.1 (p) and
(q). If any funds remain in Fund 60, in excess of statutory reserves, afler
all such Health Benefit Savings Incentive payments are made, the parties
agrec that, consistent with RSA 21-1:30-¢, the funds shall remain in Fund

60 and be used for employee healih care costs,

19.8.2. Health Benefit Committee: There shall be a health benefit committee composed
of seven members appointed by the Employer, four members appointed by Local
1984 of the Service Employees International Union (Association), one member
appointcd by the New England Police Benevolent Association (NEPBA), one
rember appointed by the Teamsters Local 633 (Teamsters) and one member
appointed by the NH Troopers Association (Troopers). One Association
appointee, chiosen by the Association, shall be placed on the evaluation teams
responsible for scoring the responses to the Employer’s solicitations for health
plan administzators, dental plan administrators and pbarmacy benefit plan
administrators. The Association appointee shall agree to be bound by RSA 21-I:
13-a, II and any other confidentiality obligation as may be imposed on the

Employer.

a. The purpose of the committee is: (1) to work with the Employer on all issues
related to the purchase and administration.of health benefit plans authorized
ot required by this agreement; and (2) to make recommendations to the
Employer for changes in benefit design, utilization management, and/or
provider payment policies that will preserve the continued viability of the
health plan by limiting the growth in claims costs while smprovmg the quality
of care, including, but not limited to, recommendations concerning health
education, wellness incentives, incentives to utilize "centers of excellence” or
more efficient providers, preventive medical services, case managenent,
discase management, high-risk intervention, aligning provider payment
policies with quality improvement, and providing consumer information on
treatment alternatives and provider cost-effectiveness.

b. .The Employer shall make available to the committee such expert advice and
assistance as is reasonably necessary to accomplish its mission and the
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aalghawa Integrated Compensation Plan UNOFFICIAL
Program: D030 Current Values on File
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Merit 1 Merit 2
0l. Yeaxrly: 20,728.50 21,723.00 22,7%6.30 23,848.50 24,960.00 26,149.50 27,397.50 28,723.50
Biweek: T87 .25 835.50 875.258 817 .25 260.00 1,005.7% 1,053.75 1,104.75
Houxrly: 10.6300 11.1400 11.6700 12.2300 12.8000 13.4100 14.0300 14,7300
oz Yearly: 21,235.50 22,230.00 23,283.00 24,394.50 25,564.50 Mm,qmu.oo 28,080.00 25.,425.50
Biweek: 8l6.75 855.00 8985.50 238.25 283.25 1,030.50 1.080.00 1,131.75
Houxrly: 10.8390¢0 11.4000 11.%400 12.5100 13.1100 13.7400 14.4000 15.63200
03. Yearly: NH~qu-oo 22,776.00 23,848.50 24,979.50 26,169.00 27,417.00 28,743.00 30,108.00
Biweek: 835.50. 876.00 917.25 960.75 1,006.50 1,054.50 1,105.50 1,158_.00
Hourly: 131.3400 11.68060 12.2300 12.8100 13_.4200 14.0800 147400 15.4400
04. Yearly: 22,249.50 23,302.50 24,414.00 25,584.00 26,812.50 28,080.00 29,445.00 30,849.00
Biweek: 835.75 8296.25 939,00 884 .00 1,031.25 1,080.00 1.,132.50 1,186.50
Hourly: 11.4100 11.95%00 12.5200 13.1200 13.7500 144000 15.2000 15.8200
05. Yearly: 22,776.00 23,868.00 24,979.50 26,188.30 27,436.50 28,743.00 30,127.50 31,590.00
Biweek: 876.G0 518.00 960.75 1,007.25 1,085.25 1,105.50 1,188.75 1,215.00
Hourly: 11.6800 12.2400 12.8100 13.4300 14.0700 14.7400 15.4500 16.2000
06. Yemrly: 23,322.00 24,432.50 25,603.50 26,812.50 28,0989.50 29,445.00 30,868.50 32,350.80
Biweek: g87._.0¢ 839.75 %84.75% 1,031.25 1,080.75 1,132.50 1,187.25 1,244.25
Houxrly: 11.59600 12.5300 13.1300 13.7500 14.4100 15.1000 15.8300 16.5500
07. Yearly: 23,887.50 24,999.00 26,188.50 27,456.00 28,782.50 30,147.00 31,609.50 33,150.00
Biweek: 918.75 - 961.5¢ 1,007.25 1,0558.00 1,106.25 1,159.50 1,215.75 1,275.00
Hourly: 12.2500 12 .8200 13.4300 14 0800 147500 15.4600 16.2100 17.0000
08. Yearly: 24,433.5¢ 25,603.50 26,832.00 28,118.00 29,464.30 30,888.00 32,370.00 33,930.00
Biweek: 829.75 284.75 1,032.00 1,081.50 1,133.25 1,188.00 1,245.00 1.305.00
Hourly: L2.5300 13.1300 13.7400 14 .4200 15.1100 15.8400 16.6000 17.4000
09. Yearly: 25,018.50 26,208.00 27,475.50 28,782.00 30,166.50 31,609.50 33,150.00 34,7435.00
Biweek: 262.25 1,008.00 L, 0858.75 1,107.00 1,160.25 1,215.75 1,275.00 1,336.5¢0
Fourly: 12.8300 13.4400 14.0500 1£.7600 15.4700 16.2100 17.000C0C 17.8200
10. Yearly: 25,623.00 26,851.50 28,138.50 29,484.00 30,207.50 32,389.50 33,949.50 35,587.50
Biweek: 585.5¢ 1,032.758 1,082.25 1,134.00 1,188.75 1,245.75 1,308.75 1,368,758
Hourly: 13.1400 13.7700 14.4300 i5.1200 15.8500 17.4100 18.2500

16.6100
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aalshawa Integrated Compensation Plan UNOFRICIAL
Program: CD03S0 Current Values on File
Step 3 Step 2 Step 3 Step 4 Step S Step & Merit 1 Merit 2
1l. Yearly: 26,227.30 27,475.50 28,801.50 30,186.00 31,629.00 33,169.50 34,768.50 36,445.50
Biweek: 1,008.75 1,056.75 1,107.75 1,161.00 1,216.50 1,275.75 1,337.25 1,401.75
Hourly: 13.4500 14.0%040 14£.7700 15.4800 162200 17.0100 17-.8300 18.69900
12. Yearly: 26,871.00 .28,158.00 29,503.50 30,927.00 32,409.00 wwkmm%.oo 35,607.00 37,342.50
Biweek: 1,033.50 1,083.00 1,134.75 1,189.50 1.246.50 1,306.50 1,362.50 1,436.25
Hourly: 13.7800 14 4400 15.1300 15.8600 16.6200 17.4200 18.2600 19.1500
13. Yearly: 27,495.00 28,821.00 30,205.5¢ 31,648.50 33,18%.00 324,788.00 36,465.00 38,232.50
Biweek: 1,057.50 1,108.50 1,161.75 1,217.25 1,276.50 1,338.00 1,402_50 1.,470.75
Hourly: 14 _L000 1a.7800 15.4%00 16.2300 17.0200 17.8400 18,7000 12.6100
14. MWNHHKH 28,158.00 29,523.00 30,%46.50 32,428.50 33,988.50 35,626.50 37,362.00 3%,175.50
Biweek: 1,083.00 1,135.50 1,180.25 1,247.25 1,307.25 1,370.25 1,437,090 1,506.75
Bourly: 14.4400 15.14400 15.8700 16.6300 17.4300 18.27400 1$.1600 20.90900
1%. Yearly: 28,840.50 30,225.00 321,668.00 33,208.50 34,807.50 36,504.00 38,259.00 40,131.00
Biweal: L,102.25 1,162.50 .H~NHm-oo 1,277.25 1,338.75 1,404.80 1,471.50 1,543.50
Hourly: 14._.7200 15.5000 16.24900 17.0300 17.8500 18.7200 19 .6200 20.5800
16. Yearly: 29,542.50 30,946.50 32,448.00 34,008.00 35,665.50 37,381.50 39,195.00 41,106.00
Biweelk: 1,136.25 1,180.25 1,248.00 1,308.00 1,371.75 1,437.75 1,507.50 1.,581.00
Houwrly: 15.1500 15.87040 16,6400 17.4400 18.2%00 18.1700 20.10090 21.0800
17. Yearly: 30,244.50 31,707.00 33,228.00 34,827.00 36,523.50 38,298.00 40,150.50 £2,100.50
Biweek: 1,163.25 1,218.50 1,278.00 1,339.59 1,404£.75 1,473.00 1,544 .25 1,619.25
Houxrly: 15.51900 16.2600 17.049¢C 17.8600 18.7300 19.6400 20.3900 21.59%00
18. Yearly: 30,966.00 32,467.30 34,027.50 35,685.00 37,401.00 39,214.50 41,125.50 43,114.50
Biweek: 1,181,090 1,248.75 1,308.75 1,372.50 1,438.50 1,508.25 1,581.75 1,658.25
Hourly: 15.8800 16.6500 17.4500 18.3000 1%.18040 20.3100 21.0%040 22,7300
19. Yearly: 31,726.30 33,247.50 34,846.50 36,543.0C 38,317.50 40,170.00 42,3120.00 44,167.50
Biweek: 1,220.25 1,278.75 1,340.25 1,405.50 1,473.75% 1, 54% .00 1,620.00 1,698.75
Hourly: 16.2700 17.0500 17.8700 18.7400 19.6500 20.¢000 21.6440 22.6500
i
20. Yearly: 32,487.00 34,047.00 35,704.50 37,420.50 39,234.00 41,145.00 43,153.50 45,259.50
Biweesk: 1,2482.50 1,309.580 1,373.28 1,438.25 1,302.00 1,582.50 1,6858.75 1,740.75
Hourly: 16.6600 17.4600 18.3%00 18.1%00 20,1200 21.1000 22.132090 23.21409
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Administrative Office of the Courts

YTearly:
Biweek:
Hourly:

Yearly:
Biweek:
Hourly:

Yearly:
Biweek:
Hourly:

Yeaxrly:
Biweek:
Hourly:

Yearly:
Biweek:
Houxly:

Yearly:
Biwgek:
Hourly:

Yearly:
Biweek:
Houxrly:

%@WHH%u
Biweek:
Hourly:

Integrated Compensation Plan UNCFFICIAL
Cuxrrent Values on File

Step 1 Step 2 Step 3 Step 4 Step 5 Step &6 Merit 1 Merit 2
33,287.00 34,866.00 36,562.50 38,337.00 40,1B9.50 42,139.50 4£4,206.50 4£6,351.50
1,2792.50 1,341.00 1,406.25 1,474 50 1,845.75 1,620.75 1,700.25 1,782.75
17.0800 17.8800 18_7500 12.6600 20.6100 2L.6100 22.8700 237700
34,066.50 35,724.00 37,459.50 139,253.50 £1,184.00C £3,173.00 45,279.0C 47,482.50
1,310.25 1,374.00 1,440.75 1,508.75 1,584.00 1,680.50 1,741.50 1,826.25
17.£4700 18_3200 12.2100 20.1300 21.1200 MM.%moo 23.2200 24 _3500
34,885.50 36,582.00 38,3856.50 40,209.00 42,159.00 mm,mmw.oo 46,320.50 48,8633.00
1,341.75 1,407.00 L, 478.28 1,546.50 1,8231.5¢0 1,701.00C 1,784.25 1,870.50
17.8900 18.7800 18.6700 20.6200 21.6200 22,6800 23.7900 24.8400
35,743.50 37,479.00 39,272.00 £1,203.50 43,192.850C 45,298.50 47,502.00 49,822.50
1,374.75 1.,441.50 1,510.50 1,584.75 1,681.25 1,742.25 1,827.00 1l,8le.25
18.3300 19.2200 20.14060 21.1300 22 .1500 23.2300 24 .3600C 28 _5500
36,601.50 38,395.5C 40,248.00 42,178.5C 44,245.50 46,410.00 4£8,672.00 B51,051.00
1,4207.75 1,476.75 1,548.00 1l,822.258 1,7C1.75 1,785.00 1,872.00 1,%63.50
18.7700 12.8300 20.6400 21_8&300 22.6%00 23.8000 24.9600 26.18040
37,498.50 39,312.00 41,223.00 43,212.00 45,337.850 47,541.00 49,861.30 52,29%.00
1,442.25 1,512.00 1l,585.50 1,8662.00 1,743.75 1,828_50 1,917.75 2,011.50
19.2300 20.1600 21.1400 22.1600 23_2500 24 .3800 25.5700 26.8200
38,415.00 40,267.50 42,217.50 44,284.50 46,44%.00 48,691.50 51,070.50 83,566.50
1,477_.80 1,548.75 1.6823.758 1,703.25 1,786.50 1,872.75 1l,864_25 2,060.25
15.7000 Z0.86500 2L.6500 22.7100 23_.820¢C 24 9700 26.180¢C 274700
39,331.50 41,242.50 43,251.00 45,357.00 47,580.00 49,881.00 52,318.50 54,892.50
1,512.75 1,586.25 1,683_.50 1,744 _50 1,830.00 1,918.50 2,012.28 2,111.25
20.1700 21.1500 22.1800 23_2600 24.4000 2% _5800 26.8300 28.1500
40,287.00 42,256.50 44,304.00 4§,468.850 48,711.00 51,108.50 53,605.50 56,238.00
1,549.580 1,628.25 L.704 .00 1,787.25 1,873.50 1,885.78 2,061.75 2,183.00
20.6600 21.8700 22 _.7200 23.8300 24 .59800C 26.2100 2748900 2B8.8400
41,262.00 43,270.50 45,376.50 47,599.50 49,%20.00 52,357.80 54,912.00 57.603.00
1,587.00 1,664.28 1,745.25 1,830.758 1l,%20.00 2,013.75 2,112_0¢ 2,215.58¢
21.1s00 22.1800 232700 244700 25.6000 28.1600 29 _85400

Nmemoo
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aalshawa Integrated Compensation Plan UNCFFICIAL
Program: CD090 Current Values on File
Step 1 Step 2 Step 3 Step 4 Step B Step 6 Merit 1 Merit 2
31. Yearly: 42,276.00 4£4,323.50 46,488.00 48,750.00 51,129.00 53,644.50 56,257.50 53,026.50
Biweelk: 1,626.00 1,704,735 1,788.00 1,875.00 1,966.50 2,063.25 2,163.75 2,270.25
Hourly: 21.6800 22.7300 23.8400 25.0000 26.2200 27.51090 28.8500 30.2700
32. Yearly: 43,290.00 45,415.50 47,638.50 49,939.50 352,377.00 54,9$51.00 57,642.00 690,465.50
Biweelk: 1,665.00 1l,746.75 1,832.25 1,920.75 2,014.50 2,113.50 2,217.00 2,325.75
Hourly: 22.2000 23.2900 24.4300 25.6100 26.8600 28.18090 28.56400 31l.0300
33. Yearly: 44,343.00 46,527.00 48,769.50 51,168.00 532,664.00 56,296.50 59,045_00 61,%51.80
Biweek: 1,705.50 1,789.50 1,875.75 1,.968.00 2,064.00 2,165.25 2,271.00 2,382.75
Hourly: 22.7400 23.8600 25.0100 26.2400 27.5200 28.8700 30.2800 31.7700
34. Yearly: 45,435.00 47,658.00 49,959.00 52,416.00 54,970.50 57,681.00 60,485.00 63,472.50
Biwesk: 1,747.50 1,833.00 1,921.50 2,016.00 2,114 .25 2,218.50 2,326.50 2,441.25
Hourly: 23.3000 24.4400 25.6200 26.8800 28.18400 22.5800 31.0200 32.5500
35. Yearly: 46,546.50 48,808.50 51,187.50 53,703.00 56,335.50 59,085.00 61,971.00 65,032.590
Biweek: 1,790.25 1,877.25 1,968.75 2,065.50 2,166.75 2,272.590 2,383.50 2,501.25
Hourly: 23.8700 25.0300 26.2500 27.5400 28.85%00 30.3000 31.7800 33.3500
36. Yearly: 47,677.50 49,998.00 52,435.50 55,009.50 57,700.50 69,528.00 63,511.50 68,631.50
Biweek: 1,833.75 1,923.00 2,016.75 2,115.75 2,219.25 2,328.00 2,442.75 2,562.75
Hourly: 24.4500 25.6400 268300 28.2100 29.5200 31.0400 32.5700 34_.17090
37. Yearly: 48,847.50 51,226.50 353,722.50 356,355.00 59,124.00 62,010.00 65,07L.50 68,269.50
Biweek: 1.878.75 1,970.25 2,066.25 2,1e7.50 2,274.00 2,385.00 2,502,758 2,625.75
Houxly: 25.0500 26.2700 27 .5500 28.2000 30.3200 31.8000 33.3700 35.0100
38. ¥early: 50,017.50 52,474.50 mmﬁopm.mo, 8%,738.50 69,567.00 63,550.50 66,670.50 69,927.00
Biweek: L, 823.75 2,018.25 2,117.25 2,220.75 2,328.50 2,444 .25 2,564 25 2,689.50
Hourly: 25.6500- 26,2100 28.2300 29.6100 31.0600 32.5900 34 .1300 35.8600
i
33. Yearly: B51,246.00 353,761.50 56,394.00 5%,143.50 62,068.50 65,110.50 68,308.50 971,662.50
Biweek: 1,971.00 2,067.75 2,169.00 2,274.75 2,387.25 2,504.25 2,627.25 2,756_.25
Hourly: 26.2800 27.57090 28.9200 30.3300 31.8300 33.3%00 35.0300 36.7500
49. Ygarly: 52,513.50 55,068.00 B57,778.50 60,606.00 63,58%.50 66,702.50 70,005.00 73,437.00
Biweek: 2,012,758 2;118.00 2,222.25 2,331.00 2,445.75 2,565.75 2,6%2.50 2,824.50
BEourly: 26.2300 28.24900 29.6300 31.0800 32.6100 34.2100 35.8000 37.6600
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Administrative Office of the Courts

aalshawa Integrated Compensation Plan UNOFFICIAL
Program: CDOSO Current Values on File |
Step 1 Etep 2 Step 3 Step 4 Step 5 Step 6 Merit 1 Merit 2
4%1. Yearly: ©53,781.00 56,433.00 59%,182.80 €2,107.50 65,149.50 6€8,347.50 71,721.00 75,250.50
Biweek: -2,068.50 2,170.50 2,276.25 2,388.75 2,505.75 2,628.75 2,758.50 2,884.25
Hourly: 27.5800 28.8400 20.3500 31.8500 33.4100 35.0500 36.7800 38.5500
42. Yearly: 55,107.00 57,798.00 60,645.00 63,628.50 66,748.50 70,044.00 73,476.00 77,083.50
Biweek: 2,118 .50 2,223.00 2,332.50 2,447_25 2,567.25 2,6594_00 2,826.00 2,564.75
Hourliy: 28_2600 29.6400 31.1000 32_6300 34 2300 35.8200 37.6800 38.5300
43. Yearly: 56,452.50 59,221.50 62,146.50 65,188.50 68,386.50 71,760.00 75,289.50 78,975.00
Biweek: 2,171.25 2.,277.75 2,390.25 2,507.2% 2,630.25 2,760.00 2,885.75 3,037.50
Hourly: 28.5500 30.3700 31.8700 33.4300 35.0700 36.8000 38.6100 40.5000
44, MWWWH%" _57,837.00 60,664.50 63,667.50 £6,787.50 70,083.00 73,515.00 77,.142.00 80,944.50
Biweek: 2,224 .50 2,333_.25 2,448.75 2,56B.75 2,685.50 2,827_.50 2,967.00C 3,113.25
Hourly: 29.6600 3L_1100 32.6500 32.2500 35.9400 37.7000 38.5600 41..5100
45. Yearly: 59%,260.50 62,185.50 65,227.50 68,425.50 7L,799.00 75,328.50 73,033.50 82,8%33.50
Riweek: 2,279_25 2,391.75 2,508.75 2,631.75 2,761.50 2,897.25 3,039.75 3,188.75
Hourly: 30.3500 31L.8800 33.4500 35.0300 36.8200 38.6300 40.5300 42.5300
46. Yearly: 60,723.00 63,706.50 66,826.50 70,122.00 73,554.00 77,181.00 80C,583.50 84,5%81.00
Biweek: 2,335.5¢ 2,450.25 2,570.25 2,687.00 2,829.080 2,268.50 3,114.75 3,268.50
Hourly: 31.1408 32.6700 34£.2700 35.5600 37.7200 35_5800 41..5300 43.5B00
47. Yearly: 62,205.00 65,266.50 68,464.50 71,83B.00 75,387.00 7%,072.50 82,%72.50 87,067.50
Biweek: 2,382.50 2,510.25 2,633.25 2,763.00 2,885.50 3,041 .25 3,181.25% 3,348.7%
Hourly: 31.8000 33.4700 35.1100 36.8400 3B_.B66Q0 40 _.5500 42 5500 44.6500
48. Yearly: 63,745.50 66,865.50 70,161.00 73,583.00 77,220.00 81,042.00 85,020.00 89,212.50
Biweek: 2,451.75 2,5871.75% 2,658._.50 2,830.50 2,970.00 3,1L7.00 3,270.00 3,431.25
Hourly: 32.6%00 34.2900 35.38800 37.7400 39.6000 41 .5600 43.6000 45 7500
. |
49, Yearly: 65,305.50 68,503.50 71,877.00 75,426.00 79,111.50 83,031.00 87,126_00 81,435.50
Biweek: 2,5811.75 2,634.75 2,764.50 2,801.00 3,042.75 3,183.50 3,351.00 3,516.75
Hourly: 33.4900 35,1300 36.8600 38_6800 40.5700 42 _5800 44 _6800 46.8900
50. Yearly: 66,904£.50 70,200.00 73,632.00 77,278.50 81,081.00 85,078.50 §%,271.00 ‘ww~mqm.oo
Biweek: 2,873.28 2,700.00 2,832.00 2,872.25 3,118.50 3,272.25 3,433.50 3,603.00
moﬁHH%“ 34 .3100 36.0000 37.7600 35.6300 415800 43.6300 45.7800 PW.DMOO
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Yearly:
Biweek:
Hourly:
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Yeaxly:
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Hourly:

Yearly:
Biwesk:
Hourly:

Yearly:
Biweek:
Hourly:

Yearly:
Riweek:
Hourly:

Yearly:
Biweek:
Hourly:

Yearly:
Biweek:
Hourly:

Yearly:
Biweek:
Houxly:

Integrated Coupensation Plan UNOFFICIAL
Current Values on File

Step 1 Step 2 Step 3 Step 4 Step 5 Step & Merit 1 Merit 2
68,542.50 71,216.00 7%,485.00 79,170.00 83,070.00 27,184.50 91,474.50 9%,998.50
2.,636.25 2,766.00 2,902.50 3,045.00 3,195.00 3,383.25 3,518.28 3,692.25
35,1500 36.8800 38.7000 4£0.6000 42 .8000 44 7100 £6.9100 49.2300
70,239.00 73,690.50 77,317.50 81,120.00 85,117.50 89,329.50 93,756.00 98,377.50
2,701.50 2,834.25 2,973.78 3,120.00 3,273.78 3,438.78 3,606.00 3,783.75
3E.0200 37.7900 39.6500 4L.6000 43.6500 45_8100 43 0800 50.4500
71,955.00 75,504.00 79,228.50 B83,109.00 87,243.00 91,533.00 96,057.00 100,795.50
2,787.50 2,904.00 3,047.25 3,186,850 3,358_50 3,520.50 3,694 .80 3,876.78
36.98000 38.7200 40.6200 42.6200 44 7400 45_.9400 49._.2600 51.6200
73,729.80 77,356.50 81,178.50 85,176.00 89,368.350 93,795.00 98,416.50 103,291.50
2,835.75 2,975.28 3,122.25 3,276.00 3,437.258 3,6807.50 3,785.25 3,872.78
37._.8100 38.6700 41L._6300 43,6300 45,8300 48.3.000 50.4700 52.9700
75,543.00 79,267.50 83,187.00 87,282.00 91,591.50 96,096.00 100,884.00 105,846_00
2,8%08.50 3,048.78 3,199.850 3,387.00 3,522,758 3,6%8¢6.00 3,879.0¢C £,071.00
38.7400 40.6500 42 .6800 44,7600 46,8700 42_2800 51.7200 54.2800
77,395.50 81,217.50 85,234.50 B89,427.00 93,853.50 $8,475.00 103,350.00 1l08,478.50
2,97¢.75 3,123.78 3,278.25 ., 3,439.50 3,609.75 3,78%.580 3,975.00 4,172.25
29.6900 41L_.6500 43 _.7100 45.8600 48 .1300 50.5000 53.0000 55.6300
79,326.00 83,226.00 87,340.50 91,6%0.00 96,154.50 100,912.50 105,904.50 111,150.00
3,081.00 3,201.00 3,3B9.28 3,525.00 3,898.25 3,88L.25 4,073.28 4,275.00
40.6800 42 6800 44 _7900 47.0000 49.3100 51L.7500 54.3100 B7.0000
81L,276.00 85,273.50 89,485.30 93,912.00 98,533.50 103,408.50 108,5327_00 113,899.50
3,326.00 3,279.78 3,441 .75 3,6812_00 wﬁﬂmm.qm 3,877.28 4,174 .80 4,380.75
41.6800 43_.7300 45.8%800 48 .1600 50.5300 53.0300 EE_6800 58.4100
83,284.50 87,379.%0 91,689.00 96,213.00 100,971.00 105,982.50 111,208.50 1i6,727.00
3,203.25 3,360.75% 3,526.50 3,700.50 3,883.50 4,076.28 4,277.25 4,439.50
42 7100 448100 47.0200 49_.3400 B1.7800 54 _3500 57.0300 59.8800
85,332.00 88,8524.50 93,870.50 .mmﬁmmm.oo 103,467.00 108,5985.50 113,977.50 119%,613.00
3,282.00 3,443 .25 3,614 _ 25 3,792_00 3,8798.5%0 4,176.75 4,383.7% 4,600.80
43.76090 43 _9100 43,1900 50.5600 53.0800 5%.6900 58.4500 61.3400

Page: &
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6/03/2014

Administrative Office of the Courts

zalshawa Integrated Compensation Plan UNOFFICIAL
Program: CD020 2.250% Hourly Adjustment From Digplayed Values
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Merit 1 Merit 2
0l. Yearly: 21,684.00 22,737.00 23,808.50 24,%60.00 26,110.50 27,3%8.50 28,665.00° 30,049.50
Biweek: 834.00 874 .50 815.75 £260.00 1,004.25 1,0B62.25 i,102.50 1,155,758
Hourly: 11.1200 11.8800 12.2100 12.8000 13.3900 14.0360 14.7000 15.4100
02. Yearly: 22,230.00 23,2863.50 Nﬁ\wmm.mo memwm-mo 26,754.00 28,021.5C 28,386.50 30,77L.00
Biweek: 855 .00 824 .75 836.75 981.75 1,029.00 1,077.75 1,130.25 1,183.50
Hourly: 11.4000 1l.8300 12.4800 13.0900 13.7200 14_.3700 15.0700 15.7800
ow..MmNHH%“ 22,737.00 23,829.00 24,960.00 26,13C.C00 27,378.00 28,684.50 30,069.00 31,482.50
Biweek: 874 .50 916_580 960.00 1,005.00 1,053.C0 1,103.25 1,156.50 1,211.25%
Bowrly: 11.6600 12.2200 12.8000 13.4000 14.0400 14.7100 15.4200 16.1500
04 . MmmﬂHW" 23,283.00 24,375.00 25,545.00 26,773.50 28,041.00 29,386.50 30,730.50 32,272.50
Biweek: 895 . BO 937.50 982.50 1,029.75 1,078.50 1,130.25 1,184.25 1,24%.25
Hourly: 11.8400 12.5000 13.10cC0 13.7300 14.3800 15.40700 15.7800 "16.5500
05. Yeaxriy: 23,829.00 24,878.50 26,130.00 27,397.50 28,704.00 wo~omw-oo 31,5812.00 33,082.50
Biweek: 916.50 860.75 1,005.00 1,053.75 1,104.00 1,156.50 3,212.00 1,271.28
Hourly: 12,2200 12.810¢C 13.4000 14.0500 14.7200 Hm-ﬁwoo 16.1600 16.8500
06. Yearly: 24,394.50 25,564.50 26,793.0C 28,041.00 29,406.00 30,780.50 32,282.00 33,852.00
Biweek: 938 .25 983 .25 1,030.50 L,078.50 1,131.00 1,184 28 1,242_.00 1,302.00
Hourly: 12.8100 13.1100 13.7400 14.3800 15.080¢C 15.7800 16_5600 17.3600
07. Yearly: 24,899.00 26,149.50 27,397.50 28,723.50 30,088.50 31,531.50 33,072.00 34,620.50
Biweek: 861.50C 1,005.75 1,083.758 1,104.75 1,157.2b6 1,212.78 1,272.00 1,334.25
Hourly: 12.8200 13.43100 14.0500 14.7300 15.4300 16.32700 16.8600 17.7900
08. Yearly: 25,564.50 26,793.00 28,060.50 29,425.50 30,810.00 32,311.50 33,871.50 35,509.50
Biweek: 883.25 1,030.50 1,078.25 1,131.75 1,185.00 1,242.75 1,302.75 1,365.75
Hourly:- 13.12C0 13.7400 1i£.3900 15.8800 15.8000 16.5700 17.3700 18.2100
02. Yearly: 26,169.00 27,417.00 28,743.00 30,108.00 31,551.00 33,072.00 34,690.50 36,367.50
Biweek: 1,006.50 1,054 .50 1,105.50 1,188.00 1,213.50 1,272.00 1,334.25 1,388.75
Hourly: 13.4200 14.0600 14.7400 15.4400 16.1800 16.9600 17.7900 18.6500
lc. Yearxly: 26,812.50 28,080.00 29,445.0C 30,849.00 32,331.00 33,89L1.00 35,529.00 37,245.00
Biweek: 1,031.25 1,080.00 1,132.50 1,186.50 1,243.50 1,303.50 1,386.50 1,432.50
Hourly: 13.7500 14.4000 15,1000 15.8200 16.5800 17.3800 18.2200 19.1000

Page: - 1
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5/03/2014
aalshawa
Program:

11. Yearly:
Biweek:
Hourly:

13.

15.

16. Yearly:
Biweek:
Hourly:

17.

18.

19.

20.

oo

Administrative QOffice of the Courts

Yearly:
Biweelk:
Hourly:

Yearly:
Biweek:
Hourly:

Yearly:
Biweek:
Hourly:

Yearly:
Biweek:
Hourly:

Yearly:
Biweek:
Hourly:

Yearly:
Biweek:
Hourly:

Yearly:
Hourly:

Yearly:
Biweek:
Houxrly:

Integrated Compensation Flan UROFFICIAL
2.250% Hourly Adjustment From Displayed Values

Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Merit 1 Merit 2
27,436.50 28,743.00 3¢,127.50 31,570.50 33,091.50 34,710.00 36,387.00 238,142.00
1,055.25 1,105.50 L,158.75 1,214 .25 1,272.75 1,335.00 L1,388.50 1,4567.00
14.0700 14.7400 15.4500 16.1200 16.9700 17.8000 18.6800 19.5600
28,119.00 29,464.50 30,868.50. 32,350.50 33,910.50 35,548.50 37,264.50 39%,078.00
1,081.50 1,133.25 1,187.25 1,244.25 1,304.25 1,367.25 1,433.25 1,503.00
14.4200 15.1100 15.8300 16.5300 17.3900 18.2300 12.1100 20.0400
28,762.50 30,186.50 31,590.00 33,111.00 34,729.50 36,406.50 38,161.50 40,014.00
1,106.25 1,160.25 1,215.00 1,273.30 1,335.75 1,400.25 1,467.75 1,539.00
14.7500 15.4700 16.2000 16.2800 17.8100 Hm-%ﬂoo 12.5700 20.5200
29,464 .50 30,888.00 32,370.00 33,830.00 35,568.00 wq~wmw.ao 38,087.50 40,989.00
1,133.25 1,188.00 1,245.00  1,305.00 1,368.00  1,434.00 1,503.75 1,576.50
15.1100 15.8400 16.6000 17.4000 18.2400 19.1200 20.0500 21.02C0
30,186.00 31,609.50 33,130.50 34,7492.00 36,426.00 38,200.50 40,033.50 ﬁwhwww.mo.
1,168%.00 L,215.75 1,274.25 1,336.50 1,401.00 1,469.25 1.,539.75% 1,614.75
15.4800 16.2100 16.2800 17.8200 18.6800 12.53%00 20.5300 21.5300
30,907.50 32,370.00 33,94%.50 35,587.50 37,323.00 32,117.00 41,008.50 42,9%7.50
1,188.735 1,245.00 1l,308.75 L,368.75 1,435.50 1,504.50 1, 5877.25 L,653.75
15.8500 16.6000 17.4100 18.2500 19.1400 20.0600 21.0300 22.0500
31,629.00 33,169.50 34,768.50 36,445.50 38,220,00 40,072.50 42,C003.00 4£4,031.00
1,216.580 1,275.78 1,337.25 1,401.75 1,470.00 1,541.25 1,615.50 1,623.50
16.2200 17.0100 17.8300 18.6200 182.6000 20_8500 21.5400 22.5800
32,388.50 33,962.00 35,607.00 37,342.50 392,136.50 41,028.00 43,017.0C 45,084£.00
1,245,785 1,306.50 1,369.50 1,436.25 1,505.25 1,578.400 1,654.50 1,734.00
i6.68100 17.4200 18.2600 13.1500 20.07C0 21.0400 22.0600 23.1200
33,189.00 34,788.00 36,465.00 38,239.50 40,092.00 42,022.50 44,050.50 46,185.50
1,276.50 1,338.00 3,402.50 L, 470.75 1,542.00 1,616.25 1,694.25 1,776.7%
17.0200 17.8400 L8.7000 12.6100 20.5600 21.5500 22.5900 23.6300
33,988.50 35,626.50 37,362.00 3%9,156.00 41,047.50 43,036.50 45,123.00 47,346.00
1,307.25 1,370.25 1,437.00 1,506.00 1,578.75 1,6%5.25 1,735.50 1,821.00
17.4300 18.2700 19.1800 20.0800 21.0500 23.1400 24,2800

22.0700

Page:
Time:

2
9:03:43




6/03/2014

Administrative Office of the Courts

aalshawa integrated Compensation Plan UNOFFICIAL
Program: D00 2.250% Eouxly Adjustment From Displayed Values
Step 1 Step 2 Step 3 Step 4 Step 5 Step & Merit 1 Merit 2
21. Yearly: 34,807.50 326,484.50 38,259.00 4£0,111.50 42,042.00 44,070.00 46,25£.00 48,477.00
Biweek: 1,338.75 1,403.25 1,471.50 1,542.75 1,617.00 1,695.00 1,772.00 1,884.50
Eourly: 17.8500 18.7100 1le.6200 20.5700 21.5600 22.4000 23.7200 24.8800
22. Yearly: 35,846.00 37,381.50 329,195.00 41,087.00 43,075.50 &m~w®u.mo 47,365.50 49,666.50
Biweek: 1,371.00 1,437,775 1,507.50 1,573.50 1,856.75 1,736.25 1,821.75 1,8160.25
MOSHH%“ 18.2800 12.1700 20.1000 21.0800 22.0%00 ww.#moo 24 .25%00 25.4700
23. Yearly: 36,504.00 38,278.50 40,131.00 42,061.50 44,089.50 485,273.50 48,516.00 50,875.50
Biweek: 1,404.00 1,472.25 1,543.50 1,6L7.78 1,625.75 1,779.75 1,886.00 1,856.75
Hourly: 18.7200 12.6300 20.5800 21.5700 22.6100 23.7300 24.8800 26.0900
24. Yeaxrly: 37,401.00 39,214.50 41,086.50 4£3,095.00 45,162.00 47,385.00 49,686.00 52,104_.00
Biweek: 1,438.50 1,508.25 1,580.25 1,637.5¢ 1,737.00 1,822.50 1,911.00 2,004.00
Hourly: 19.1800 20.1100 21.0700 22._.1000 23.15600 24,3000 25.4800 26.7200
25. Yearly: 38,298.00 mokHwo,oo 42,100.50 44,109.00 4£5,293.00 48,335.50 50,914.50 53,3$1.00
Biweek: 1,473.00 1,545_00 1,612.25 1,626.50 1,780.50 1,85686.75 1,9258.25 2,083.50
Hourly: 12.6400 20.6000 21.5900 22.6200 23.7400 24.8500 26.1100 27.3800
26. Yearly: 39,234.00 41,125.50 43,114.30 45,181.50 47,424.00 4%,725.00 352,143.00 54,5%7.50
Biwegck: 1,309.00 1,581.75 1,658.25 1,737.75 1,824.00 1,212.50 2,005.50 2,103.75
Hourly: 20.1200 21L.0800 22.1300 23.1700 24 .3200 25.5000 26.7400 28_.0500
27. Yearly: 40,189.50 4£2,320.00 44,148.00 46,332.00 48,572£.50 50,934.00 53,410.50 56,023.50
Biweek: 1,545.75 1,620.00 1,698.00 1,782.00 1,868.25 1,952.00 2,054.25 2,154.7%
Hourly: 20.6100 21.6000 22.6400 23_.7600 24.8100 Nm.HMoo 27.3200 28.7300
28. Yearly: 41,745.00 43,134.00 45,240.00 $4m$mw.mo 49,764.00 B2,162.50 54,717.00 57,408.00
Biweelk: 1,582.50 1,659.00 1,740.00 1,824.75% 1,914.00 2,006.25 2,104.590 2,208.00
Bourly: 21.1000 22.31200 23.2000 24.3300 25.5200 26.7500 28.0800 29.4400
i
29. Yearly: 42,139.50 44,187.00 4§,351.350 48,594.00 50,953.30 53,443,500 55,0682.50 58,812.00
Biweek: 1,8620.75 1,682.50 1,782.75 1,869.00 1,959%.78 m~omﬁ.qm 2,156.23 2,282.00
Hourly: 21.8100 22.6600 23.7700 24 .8200 26.1300 27.43100 28.7500 30.1500
-l
i
30. Yearly: 4£3,153.50 45,25%.50 47,4563.00 4%,783.50 52,201.50 54,756 .00 57,427.50 6£0,235.50
Biweek: 1,689.75 1,740.75 1,825.50 w~pr-qm 2,007.75 2,106_.00 2,208.75 2,316.75
Hourly: 22.1300 23.2100 24 .3400 25.5300 26.7700 28.0800 29.4500 30.8800
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6/03/2014

Administrative Office of the Courts

aalshaws Integrated Compensation Plan | UNOFFICIAL
Program: €D0OSO 2.250% Eourly Adjustment From Displayed Values
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Mexit 1 Merit 2

31. Yearly: 44,206.30 46,371.00 4£8,613.50 50,992.50 53,469.00 mmswo%-mo 58,831.5¢ &1,737.00
Biweek: 1,700.,2% 1,783.50 L,865.75 1,961.25 2,086.50 2,157.7% 2,262.7% 2,374.50
Hourly: 22.670G0 23.7800 24.9300 26_.1500 27.4200 28.7700 30.1700 31.6600

32. Yearly: 45,279.00 47,502.00 49,822.30 352,221.00 54,775.50 B57,.4656.50 60,294.00 63,238.50
Biweek: 1,741_50 1,827.60 1,91l6.25 2,008.50 2,108 .75 2,210.25 2,319.00 2,432.25%
Hourly: 23.2200 24 3600 25.5500 26.7800 28.0500 29.4700 30.5200 32.4300

33. Yeaxrly: 46,380.50 48,6532.50 51,012.00 53,527.50 56§,121.00 58,870.50¢ 61,756.50 64,798.50
Biweek: 1,784.25 1,871.25 1,962.00 2,058.75 2,158.50 2,264.25 2,375.25 2,492.25
Hourly: 23.7900 24 _5500 26.1600 27.4500 28.780¢0¢ 30.1500 31.8700 33.2300

34. Yearly: 47,521.50 49,842.00 52,240.50 354,814.50 57,486.00 60,333.00 &3,258.00 66,378.00
Biweek: 1i,827.75 1,917.00 2,008.258 2,108.25 2,211.00 2,320.50 2,433.00 2,553.00
Hourly: 24 .3700 28 .5800 26.75%00 2g.1100 29,4800 30.5400 32._.4400 34.0400

35. Yearly: 48,672.00 351,051.00 53,547.00 56,160.00 58,%09.50 61,795.50 64,818.00 68,016.00
Riweek: 1,872.00 1,963.50 2,055.50 2,160.00 2,265.75 2,376.75 2,493_00 2,616.00
Hourly: 24.9600 26._1800 27.4600 28.8000 30.2100 31.6500 33.2400 34 _8800

36. Yearly: 49,881.00 52,279.50 54,834.00 57,5325.00 60,332.30 63,297.00 66,417.00 69,673.50
Biweek: 1,218.50 2,010.75 2,162.00 2,212.50 2,321.25 2,434.50 2,554 .50 2,675.75
Hourly: 25 _5800 26.8100 28.120%0 29.5000 30.9300 32_4600 34.0600 35.7300

37. Yearly: 51,090.00 53,586.00 56,179.50 58,948.50 61,834.50 64,857.00 68,055.00 71,389.50
Biweek: 1,365.00 2,061.00 2,160.75 2,267 .25 2,378.25 wsmm@.mo 2,617.50 2,745.75
Hourly: 26.2000 27.4800 28.8100 20.2300 31.71C0 33.2600 34.5000 36.6100

38. Yearly: 52,318.50 54,873.00 57,564.00 60,391.50 63,336.00 mm~»mw.oo 69,712.80 73,125.00
Biweek: 2,012.25 2,110.50 2,214.0¢0 2,322.7% 2,436.00 wsmMW‘oo 2,681.25 2,812_50
Houxrly: 26.8300 28.1400 29.5200 30.9700 32.4800 34.0800 35.7500 37.5000

_

39. Yearly: 53,605.50 056,238.00 58,987.50 61,854.00 64,915.50 €8,0594.00 71,428.50 74,938.50
Biweek: 2,081L.75 2,163.00 2,268.75 2,379.00 2,486.75 2,619.00 2,747.25 2,882.25
Hourly: 27.4500 28.8400 30.2500 31.7200 33.2500 34.9200 36.6300 38.4300

40. Yearly: 54,912.00 57,583.50 60,430.50 63,375.00 66,514.50 69,751.50 73,203.00 76,7%1.00
Biweek: 2,112.00 2,214.75 2,324 .25 2,437.50 2,558.25 2,682.7% 2,815.50 2,883.50
Hourly: 28 1600 29.5300 30.5900 32.5000 35.7700 37.5400 3%.3800

3&£.1100
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6/03/2014
aalshawa

Brogram:

41. Yearly:
Biweek:
Hourly:

42. Yearly:
Biweek:
Hourly:

43. Yearly:
Biweek:
Hourly:

45.

46.

47,

48.

£9.

50.

CDog0

Administrative COffice of the Courts

Integrated Couwpensation Plan

UNOFFICIAL

Yearly:
Biweek:
Hourly:

Yearly-:
Bilwaek:
Bourly:

Yearly:
Biweek:
Hourly:

Yearly:
Biweek:
Hourly:

Yearly:
Biweek:
Bourly:

Yearly:
Riweaek:
Hourly:

Yearly:
Biweek:
Hourly:

2.250% Hourly Adjustment Frowm Displayed Values
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Merit 1 Mexrit 2
56,257.50 3592,026.50 £1,893.00 64,%54.%0 68,123.00 71,467.50 74,997.00 78,682.50
2,163,785 2,270.25 2,380.50 2,488.25 2:620.50 2,748.75 2.884.50 3,026.25
28.8500 30.2700 31.7400 33.31.00 24.9400 26.6500 38.4600 40.2500
57,642.00 &0,450.00 632,414.00 66,5532.50 69,810.00 73,242.00 76,830.00 80,593.50
2.,217.00 2,325.00 2,433.00 2,889.758 2,685.00 2,817.00 2,955.00 2,098.758
28.%800 31.0000 32.5200 34 .1300 35.8000 37.5600 38.4000 41 .3300
59,046.00 €1,932.00 6€4,993.50 &8,172.00 71,506.50 75,036.00 78,721.50 82,602.00
2,271.00 2,382.00 2,499.75 2,622.00 2,750.25 2,88&8.00 3,027_.75 3,177.00
30.280¢0C 31.7600 23.2300 34 9600 36.6700 38.4800 40.3700 42 3600
60,489.00 63,433.50 66,592.50 69,849.00 732,281.00 76,8692.00 80,691.00 84,649.50
2,226.50 2,439.75 2,561.25 2,686 .50 2,818.50 2,956_50 3,103.50 3,285.75
31.0200 32.5300 341500 35.8200 37.5800 39.4200 41_3800 43 .43100
61,971.00 &5,032.50 £8,211.00 71,545.50 75,075.00 78,760.50 82,660.50 86,716.50
2,383.50 2,501.25 2,623.50 2,751.75 2,887.50 2,029.25 3,178.25 3,3358.258
31.7800 33.3500 34.9800 36.6900 38.5000 £0.3%00 42.3800 44 4700
63,511.50 66,631.50 &£9,.888.00 73,320.00 76,908.00 mo‘qwé.oo 84,688.50 88,881.00
2,442.75 2,562.75 2,688.00 2,820.00 2,858.00 3,105.060 3,257.25 3,418.50
32.5700 24.1700 35.8400 37.6000 39.4400 ﬁw-ﬁooo 43,4300 45 5800
i

65,052.00 6€8,26%.50 71,384.50 75,114.00 78,819.00 82,699.B0 86,755.50 81,045.50
2,502.00 2,625.78 2,753.25 2,88%.00 3,031.50 3,180.75 3,336.75 3,501.75
32.3600 35.0100 36.7100 38.5200 40_4200 42.4100 44 43500 46.6800
66,670.50 69,927.00 73,3582.00 76,947.00 80,769.00 84,747.00 88,820.00 93,288.00
2,564_25 2,68B8.50 2,821.50 2,959.50 3,106.50 3,28%.50 3,420.00 3,E588.00
34.1900 35.8600 37.6200 39.4800 41 _4200 43,4600 45.6000 47 8400
€8,308.50. 71,6432.00 75,133_.00 78,897.00 82,738.50 wmswwﬁ-oo 91,104.00 ©5,608,50
2,627.25 2,755_.50 2,890.50 3,034.50 3,182.25 3,339.00 3,504.00 3,677.28
35.0300 36_.7400 38.5400 40.4500 42 4300 44 _5200 46.7200 49_.0300
69,966.00 73,398.00 76,986.00 80,827.50 84,785.00 88,978.50 93,266.00 97,968.00
2,691.00 2,823.00 2,961.00 3,108.75 3,261.00 3,£22.25 32,591.00 3,768.00
35.8800 37.6400 39.4800 41.4500 434800 45 _.6300 47 8800 50.2400
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aalshawa Integrated Compensation Plan UNOFFICIAL
Program: CDOSO 2.250% Hourly Adjustment From Displaved Values
Step L Step 2 Step 3 Step 4 Step 5 Step & Merit 1 Mexrit 2
51. Yearly: 71,682.00 75,192.00 78,%36.00 82,797.00 86,872.50 91,162.50 85,647.50 100,386.00
Biweek: 2,757.00 2,8582.00 3,036.00 3,184.50 3,341.25 3,506.25 3,678.75 3,8581.00
Hourly: 36.7600 38.5800 40.4800 42.4600 44 .5500 467500 45_0500 53.4800
2. Yearly: 73,456.50 77,064.00 80,866.50 B84,825.00 8%,017.80 93,424.50 958,046.00 102,882.00
Biweek: 2,825.25 2,964.00 3,110.25 3,262.50 3,423.75 3,583.25 3,771.00 3,857.00
Hourly: 37.6700 38.5200 41.4700 43.5000 45.6500 47.81C0 50.2800 52.7600
53. Yearly: 75,250.50 78,975.00 82,855.50 86,911.50 ©91,221.00 mm~40w-oo 100,444 .50 105,397.50
Biweek: 2,894.25 3,037.50 3,186.75 3,342.75 3,508.50 3,681.00 3,863.25 £4,053.75
Hourly: 38.53200 £40.5000 42.4300 44 5700 46.7800 42.0800 51.5100 54.0500
54. Yearly: 77,122.50 80,905.350 84,883.50 89,076.00 23,453.50 58,085.00 102,521.00 LOB,0L0.50
Biweek: 2,966.25 3,111.75 3,264.75 3,426.00 3,584 .75 3,772.50 3,558.50 4,154,25
Hourly: 38.5500 43..4900 43 .5300 45._.6800 47 .8300 50.3000 52.7800 55.3980¢0
55. Yearly: 79%,014.00 82,8%4.50 86,989.50 91,260.00 95,784.00 100,483.50 105,4556.00 110,682.00
Biweek: 3,038.00 3,188.25 3,345.75 3,510.00 3,684.00 3,864.75 &,058.00 4,257.00
Hourly: 40.5200 £2.5100 44.6100 46 .8000C 45 .1200 51.5300 54.0800 56 .7600
56. Yeaxrly: 80,544.50 84,922.50 82,134.30 93,522.00 98,143.50 102,979.50 womhomwhoo 113,431.50
Biweak: 3,113.25 3,266.25 3,428.25 3,597.00 3,774.75 3,260.75 4,156.50 4,362.75
Hourly:- 41.5100 43 .5500 457100 47.2600 50.3300 52.8100 55.4200 58.1700
57. Yearly: 82,853.00 87,048.00 21,338.00 95,842.50 100,542.00 105,534.00 110,740.50 116,239.50
Biweek: 3,180.50 3,34£8.00 3,513.00 3,686.25 3,887.00 4,052.00 4,255.25 4,470.75
Hourly: 42 .5400 44 6400 46.8400 45.1500 51.5600 54 _1200 56.7500 58.6100
5. Yearly: 84,981.00 89,173.50 93,580.50 98,202.00 103,038.00 108,147.00 113,505.50 112,106.00
Biweek: 3,268_50 3,428.75 3,588.25 3,777.00 3,363.00 4,159.50 4,365 75 4,581.00
Hourly: 43.5800 45.7300 47.9800 50.3600 52 _.8400 55.4500 58.2100 61.90800
59. Yearly: 87,106.50 21,377.00 95,881.50 100,620.00 105,592.50 110,838.00 116,288.00 wa~omo.mU
Biweek: 3,350.25 3,514.50 3,687.75 3,870.00 4,061.25 4,283.00 4,473.00 4,624.25
Hourly: 44 .6700 46.8600 45_1700 51.6000 54.3500 56.8400 598.5400 £€2.5900
60. Yearly: 82,232.00 23,612.50 98,260.50 103,0%6.50 108,205.50 113,568.00 119,184.00 125,092.50
Biweek: 3,432.00 3,600.75 3,778.28 3,865.25 4,16L.75 4,368.00 4,584 _00 4,811.25
Hourly: 45.7600 48.0100 50.3200 52.8700 55.4200 mwmwmoo £1.1200 64.1500
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Administrative Office of the Courts

aalshawa Integrated Compensation Plan UNCOFEICIAL
Program: D020 Current Values on File
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Merit 1 Merit 2
| .

01. Yearly: 21,136.50 22,230.00 23,283.00 24,394.50 25,525.50 26,754.00 28,021.50 29,386.50
Biweek: g15.25 855.00 885.50 8938.25 2981.75 H~0Nw-oo L,077.75 1,130.25
Hourly: 14.8700 11.4000 11.9400 12.5100 13.0800 13.7200 14.3700 15.0700

02. Yeaxrly: 21,723.00 22,737.00 23,809.50 24,960.00 26,149.50 27,397.50 28,723.50 30,088.50
Biweek: 835.50 874.50 915.75 $60.00 1,005.75 1,083.738 1,10&4.75 1,157.25
Hourly: 11,1400 11..6600 12.2100 12.8000 13.4100 14.08500 14.7300 15.4300

3. Yeaxrly: 22,230.00 23,302.50 24,3%4.50 25,545.00 26,773.50 28,041.00 29,406.00 230,780.50
Biweek: 855.00 896.25 938 .25 982.50 1,0298.75 1,078.50 3,131.00 1,184.25
Hourly: 11.4000 11.8500 12.5100 13.%1000 13.7300 14.3800 15.0800 15,7800

04. Yearly: 22,756.50 23,829.00 24,979.50 26,169.00 27,417.00 28,723.50 30,108.00 371,551.00
Biweek:, 875.25 $16.50 960,75 1,008.50 . 1,054.50 1,104.75 1,158.00 1,213.50
Houxly: 11.6700 12 .2200 12_8100 13.4200 14 _0800 14 .7300 15.4400 Hm.Pmoo

05. Yearly: 23,302.50 24,414.00 25,545.00 26,75%3.00 28,080.850 29,406.00 wosmwo-oo 32,31%.50
Biweek: 8o .25 832.00 agz2 .50 1,030.50 1,079.25 1,131.00 1,185.00 1,242.75
Hourly: 11.9500 12_5200 13.1000 13.74Q¢C 14 _3%00 15_0800 15.80060 1€.5700

06. Yearly: 23,848.50 24,999.00 26,188.50 27,417.00 28,743.00 30,108.00 31,5370.50 33,091.50
Biweek: 817.25 961.50 1,007.23 1,054.5¢C 1,105.50 1.158.900 1,214.25 1,272.75
Hourly: 12.2300 12.8200 13.4300 14.0600 14.7400 15.44900 18.1900 16.2700

07. Yearly: 24,433.50 25,564.50 26,793.00 28,080.00 25,425.50 30,825.50 32,331.00 33,210.50
Biweek: 838.75 283.25 1,030.50 1,080.00 1,131.75 1,185.75 1,243.580 1,304.25
Hourly: 12.5300 13.110¢0 13.7400 14£.4000 15.0900 HmeHoo i6.5800 17.3800

08. Yearly: 24,922.00 26,188.50 27,436.50 28,762.50 320,127.50 wwhva.oo 33,111.00 34,710.00
Biweek: 86L.50 1,007.25 i,085.25 1,106.25 1,158.75 1,235.00 1,273.50 1,335.00
Hourly: 12.8200 13.4300 14.0700 14.7500 15.45Q0 Hm-wooQ 16.2800 17.8000

09. Yearly: 25,584.00 26,812.50 28,089%.50 29,445.00 30,849.00 32,331.00 33,9210.50 35,548.50
Biweek: g4 _ o0 1,031.25 1,080.75 1,132.50 1,186.50 1,243.50 1,304.25 1,367.25
Hourly: 13.1200 13_.7500 14.4100 15.1000 15.8200 16.5800 17.3900 18.2300

10. Yearly: 26,208.00° 27,456.00 28,782.00 - 30,166.50 31,609.50 33,130.50 34,729.50 36,406.50
Biweek: L,008.00 1,056.00 1.,107.00 1,160.25 1,215.75 1,274.25 1,335.75 1,400.25
Hourly: 13.4400 14.0800 14.7600 15.4700 16.2100 1&6.9200 17.8100 18.6700
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Administrative Office of the Courts

aalshawa Integrated Compensation Plan UNOFFICIRL
Program: CDO20 Current Valuss on File
|
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Merit 1 Merit 2
11. Yearly: 26,832.00 28,099.350 29,464.50 30,868.30 32,350.50 33,930.00 35,568.00 37,284.00
Biweek: 1,032.00 1,080.%5 1,133.25 1,187.25 1,244.25 1,305.00 1,368.00 1,234.00
Hourly: 13.7600 14.4100 15.1100 15.8300 16.5900 17.4000 158.2400 192.1200
12. Yearly: 27,495.00 28,801.50 230,186.00 31,629.00 33,150.00 34,7492.00 36,426.00 28,200.50
Biweek: 1,057.50 1,107.78 1,161.00 1,216.50 1,275.00 1,336.50 1,401.00 1,46%.25
Eourly: 14 .1000 14_7700 15.4800 162200 17.0000 17.8200 18.6800 18 _.850C
13. ¥Yearly: 28,11%.00 29,484_00 30,888.00 32,370.00 233,949_.50 33,587.50 37,303.50 39%,117.00
Biweelk: 1,081.50 1,134.00 1,188.00 1,245.00 1,305.75 1,368.75 1,434.75 i,504.590
Hourly: 14.4200 15,7200 15.8400 16.6000 17.4100 18.2500 12.1300 20.0600
14, Yearly: 28,801.50 230,205.50 31,648.50 33,169.50 34,768.50 36,445.50 38,220.00 40,072.50
Biweek: 1,107.75 1,161.75 1,217.25 1,275.75 1,337.25 1,403.75 1,470.00 1,54%L.25
Houxrly: 14.7700 15.43500 16.2300 17.0100 17.8300 18.69200 19.6000 20.5500
15. Yearly: 29%,503.50 30,%07.50 32,389.50 33,969.00 35,607.00 37,342_.50 39,136.50 41,047.50
Biweek: 1,134.75 1,188.75 1,245.75 1,306.50 1,362.50 1,436.25 L,505.25 1,578.75
Hourly: 15.1300 15.8500 16.6100 17.4200 18.2600 19.1500 20.0700 21.05G0
le. Yearly: 30,225.00 31,648.50 33,189.00 34,788.00 26,484.50 38,232.50 40,0922.00 42,042.00
Biweek: 1,162.50 1,217.25 L,276.50 1,338.00 1,403.28 1L,470.75 1,542.00 1,617.00
Hourly: 15.5000 16.2300 17.0200 17.8400 18_.7100 19.6100 20.5600 21.5600
17. Yearly: 30,927.00 32,428_.50 33,988.50 35,826.30 37,362.00 3%,175.50 41,067.00 43,056.00
Biweek: 1,189.50 1,247.25 1,307.25 1,370.25 1,437.00 1,50&5.75 1,572.50 1,656.00
Hourly: 15.85800 16.6300 17.4300 18.2700 19.1600 20.0900 21.0600 22.0800
18. Yearly: 31,868_.00 33,208.50 324,807.50 236,504.00 38,25%2.00 mo~HHﬁ.mo 42,061.5¢ 44,089.50
Biweek: 1,218.00 1,277.25 1,338.75 1,404_00 1,471.50 H~m®ﬁ.um 1,617.75 1,685.75
Eourly: 16.2400 17.0300 17.8500 187200 18.8200 20.5700 21.5700 22.6100
19. Yearly: 32,448_.00 34,008.00 25,646_.00 37,381.50 39,195.00 41,085.50 43,075.50 45,162.00
Biweek: 1,248.00 1,308.00 1,371.00 1,437.75 1,507.50 1,580.25 1,656.75 1,737.00
Hourly: 16.640¢0 17.4400 18.2800 19.1700 20.1000 21.0700 22.0800 23.1600
20. Yearly: 33,228.00 34,827.00 36,523.50 38,278.50 40,131.00 42,081.00 44,128.80 46,293.00
Biweealk: 1.,278.00 1,335.50 1,404.75 1,472.25 i,543.50 1,618.50 1,697.25 1,780.580
Hourly: 17.0400 17.8800 18.7300 19.6300 20.5800 21.5800 22.6300 23.7400
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aalshawa Integrated Compensation Plan UNCFFICIAL
Program: C(DOS0 Current Values on File _
Step 1 Step 2 Step 3 Step 4 Step 5 Step & Merit 1 Merit 2
21. Yeaxrly: 34,027.50 35,565.50 37,401.00 39,2314.50 41,106.00 43,085.00 45,220.50 47,404.50
Biweek: stom.qm 1,371.75% 1,438.50 1,508.25 i1,581.00 1,657.50 1,7392.25 1,823.25
Heourly: 17.4500 18.2900 19.1800 20.11c0 23.0800 22.1000 23 .1800 24.3100
22. Yeaxrly: 34,846.50 36,543.00 38,317.50 40,150.50 42,120.00 44,148.00 46,312.50 48,555.00
Biweek: 1,340.25 1,405.50 1,473.75 1,544.25 1,820.00 1,688.00 1,781.25 3,867.50
Houxrly: 17.8700 18_.7400 12.6500 20.5800 21.5000 22.6400 23.7300 24 _3000
23. Yearly: 35,685.00 37,420.50 39,234.00 41,125.50 43,114.50 45,240.00 47,443,500 49,744_50
Biweek: 1,372.50 1,438.25 1,508.00 1,581.78 1,658.25 1,740.00 L,824.75 1,813.25
Hourly: 18.3000 15.1900 20.1200 21.0800 22.1300 23.2000 24 .3300 25.5100
24. Yearly: 36,562.50 38,337.00 40,170.00 4£2,138.50 4£4,167.50 45,332.00 48,574_50 50,853.50
Biweek: 1,406.25 1,474.50 1,545.00 1,820.75 1,888.75 1,782.0¢C 1,868.25 1,855.75
Hourly: 18.7500 19.8600 20.8000 21.8100 22_6500 23.7600 24 .8100 26.1.300
25. Yearly: 37,440.00 39,273.00 41,164.50 43,3134.00 45,25%.50 47,463.00 4%,783.50 52,201.50
Biweek: 1,440.00 1,.510.50 1,583.25 1,65%.00 1,740.75 1,825.50 1,514.75 2,007.75
Houxrly: 18.2000 20.1400 21.1100 22.1200 23.2100 24.3400 25_.5300 26,7700
26, Yearly: 38,356.50 40,209.00 42,159.00 44,187.00 46,371..00 48,613.5¢ 50,992.50 53,488.50
Biweek: 1,475.25 1,546 .50 1,6821.50 1,689.50 1,782.50 1.,868.75 1,%81.25% 2,057.25
Hourly: 19.6700 20.6200 21.6200 22.68C0 23.7800 24.9300 26.1500 27.4300
27. Yearly: 38,2%2.50 41,184.00 43,173.00 45,298.50 47,502.00 49,803.00 52,221.00 54,775.30
Biweek: 1,521.25 1,584_00 1,660.50 1,742.25 1,827.00 1,5%15_50 2,008.50 2,106.75
Eourly: 20.1500 21.1200 22.1400 23.2300 24,3500 25.5400 26.7800 28.08200
28. Yearly: 40,228.50 42,178.8B0 4£4,226.00 46,3%0.50 48,652.50 $51,012.00 53,508.00 56,140.50
Biweek: 1,547.25 1,622.25 1,701.00 1,784.25 1,871.25 1,982.00 2,058.00 2.159.25
Houyxly: 20.6300 231.6300 22 _5800 23.78500 24 .32500 26.1600 27.4400 28.7800
29. Yearly: 41,203.50 43,212.00 45,318.00 47,521.50 49,822_.50 52,260.00 54,814.50 57,505.50
Biweek: 1,584.75 1,682.00 1,743.C0 1,827.75 1,518.25 2,020.00 2,108.25 2,211.75
Hourly: 21.1300 22.1680 23.2400 24.3700 25.550¢0 26.8000 28.1100 25.4500
30. Yeaxly: 42,198.00 44,245.50 46,410.00 48,672.00 51,051.00 53,547.00 56,160.00 58,503.50
Biweek: 1,623.00 1,701.75 1,785.00 1,872.00 1,563.50 2,085.50 2,180.00 2,265.75
Hourly: 21.8400 22.5300 23.8000 24 _.9600 25.1800 27.4600 28 _8000 30,2100
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Administrative Office of the Courts

aalshawa Integrated Compensation Plan UNOFFICTIAL
Program: CD0OS0 Current Values on File
Step 1 Step 2 Step 3 Step 4 Step S Lep 6 Merit 1 Merit 2
31. Yearly: 43,231.50 45,337.50 47,541.00 49,851.50 52,279.50 54,853.50 57,525.00 6&0,372.00
Biweek: 1,662.75 1,743,735 1,828.50 1,817.75 2,0310.75 2,109.75 2,212.50 2,322.00
Hourly: 22,1700 23.2500 24 .3800 25.5700 Z6.8100 28.1300 29.3000 30.8600
32. Yearly: 44£,265.00 46,449.00 48,711.00 51,070.50 53,566.50 56,19%.00 58,948.50 61,834.50
Biweek: 1,702,580 1,786.50 1,873.50 1l,964._25% 2,060.23 2,181.50 2,267.25 2,378.25
Hourly: 22.7000 23.8200 24_9800 26.1500 27.4700 28.8200 30.2300 31.7100
33. Yearly: 45,357.00 47,580.00 49,881.00 52,338.00 54,873.00 57,564.00 50,391.50 63,355.50
Biweek: 1,744.50 1,830.00 1,918.50 2,013.00 2,110.50 2,214.00 2,322,758 2,436.75
Hourly- 23.2600 24 4000 25.5800 26.8400 28.1400 29.5200 30.8700 32.£900
34. Yeaxrly: 46,468.50 48,730.50 351,080.00 53,805.50 56,218.50 358,987.50 61,854.00 64,515.50
Biweek: 1,787.25 1,874.25 L,865.00 2,061L.75 2,1582.25 2,268.75 2,372.00 2,496.75
Hourly: 23.8300 249500 26.2000 27.4900 28.8300 30.2500 31.7200 33.2900
35. Yearly: 47.,599.50 49,8%20.00 G52,357.50 54,912.00 57,603.00 60,430.50 63,375.00 66,514.50
Riweek: 1,830.75 1,820.060 2,013.73 2,112.00 2,215.50 2,324.25 2,437.50 2,558.25
Hourly: 24,4100 25.6000 26.8500 28 .1600 29.5400 wo-mmoo 32.5000 34.11080
36. Yeaxly: 48,769.50 351,129.00 53,625.00 35,257.50 39,007.00C mHKmmM-oo 64,854.50 68,133.00
Biweek: 1,875.7% 1,56¢6.50 2,062.50 2,183.73 2,269.50 2,380.50 2,498.25 2,620.50
Houxly: 25.0100 26.2200 27.5000 28,8300 30.2600 31.7400 33_.3100 34.5400
37. Yearly: 492,959.00 52,396.50 54,%31.50 57,642.00 60,469.50 mw‘mwm.oo 66,553.50 69,810.00
Biweek: 1,821.50 2,015.25 2,112.75 2,217.00 2,325.75 2,435.00 2,559.75% 2,685.00
Hourly: 25.6200 25.8700 28.1700 28.5600 31.0100 32.3200 34.1300 35.8000
38. Yearly: 51,148.50 33,66£4.00 56,286.50 359,046.00 61,932.00 64,993.50 6£8,172.00 71,506.30
Biweek: 1,867.25 2,0564.00 2,165.25 2,271.00 2,382_.00 2,488.75 2,822.00 2,750.25
Hourly: 26.2300 27.3200 28.8700 30.2800 31L.7600 - 33.3300 34_580Q0 36.6700
32. Yearly: $2,416.00 54,920.00 S57,681.00 60,489.00 63,472.50 66,592.50 65,849.00 73,281.00
Biweelk: 2,016.00 2,115.00 2,218.50 2,326.50 2,441.25 2,561.28% 2,686.50 2,818.50
Hourly- 26.8800 28.2000 29.5800 31.0200 32.3500 34.135Q0 35.8200 37.5800
40. Yearly: 53,703.00 56,315.00 59,085.00 61,971.00 65,032.50 68,211.00 71,584.50 75,094 .50
Biweek: 2,065.50 2,166.00 2,272.50 2,383.50 2,501.28 2,623.50 2,753.25 2,888.28
Hourly: 27.5400 ZB.BEOO 30.3000 31.7800 33.3500 34.9800 36.7100 38.510¢C
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Step 1 Step 2 Btep 3 Step 4 Step 5 Sten & Merit 1 Merit 2
41. Yearly: 55,002.50 57,720.00 60,528.00 63,511.50 66,631.50 £9,888.00 73,339.80 76,947.00
Biweek: 2,115.75 2,220.00 2,328.00 2,442.75 2,562.75 2,688.00 2,820.75 2,959.50
Hourly: 28.2100 29.6000 31.0400 32.5700 3417060 35.8400 37.6100 39.4£600
42. Yearly: 56,355.00 59,104.50 62,010.00 &5,071.50 68,26%.50 71.,623.50 75,133.850 78,819.00
Biweek: 2,167.50 2,273.25 2,385.00 2,502.75 2,625,758 2,754.75 2,889.75 3,031.50
Houxly: 28.9000 30.3100 31.800¢ 33.3700C 35.0100 36.7300 38.5300 40.4200
43. Yearly: 587,739.850 60,567.00 63,550.50 66,670.50 69,927.00 73,378.50 76,886.00 80,769.00
Biweek: 2,220.75 2,329.50 2,444 .25 2,564.25 2,688.50 2,822.25 2,961.00 3,106,850
Hourly: 29.6100 31.0600 32.5800 34.1%00 35.8600 37.8300 39.4800 41.4200
44 . Yearly: 359,143.50 82,029.50 65,110.50 68,308.50 71,662_.50 qm~wqw-mo qm\wwq-oo, 82,777.50
BiweeXk: 2,274.75 2,385.75 2,504.25 2,627_.25 2,756.25 2,881.25 3,034.50 3,183.78
Hourly: 30.3300 31.8100 33.3900 35.0300 36.7500 38.5500 40.4600 42.4500
|

45. Yearly: B0,606.00 63,58%.50 66,709.50 £9,566.00 73,417.50 qqﬁowm‘oo 80,827.50 B84,805.50
Biw=ek: 2,331.00 2,445.75 2,565.75 2,681_00 2,823.75 N‘mmm-mo 3,108.75 3,261.758
Houzly: 31.0800 32_.8100 34.2100 35.8800 37.6500 3%_5C00 41..4500 43.4900
46. Yearly: 62,107.50 65,149.50 68,347.50 upaqow.mo 7%,231.50 78,%36.00 82,816.50 86,911.50
Biweek: 2,388.75 2,505.75 2,628.75 2,757.75 2,892.75 3,036.00 3,185.25 3,342.75
Hourly: 31.8500 33.4100 35.0500 36_7700 38.5700 &#0.43800 42_.4700 44 5700
47. Yearly: 6£3,609.00 66,748.50 70,005.00 73,456.50 77,083.50 80,868.50 84,844.50 mm‘owq-oo
Biweek: 2,446.50 2,567.25 2,892.5¢ 2,825.25 2,984.75 3,110.25 3,263.25 3,424.30
Hourly: 32.6200 34 .2300 35.9000 37.6700 39.5300 41,4700 43 .5100 45 6600
48, MmeHMu 65,188.50 68,388.30 7V1,740.50 75,250.80 78,5%75.00 82,875.00 885,950.50 91,221.00
Biweek: 2,507.258 2,630.25 2,7585.25 2,894.25 3,037.50 3,187.5C 3,344.25 3,508.50
Hourly: 33.4300 35.0700 36.7200 38.5900 40.5000 42 .500C0 44 _5900 46.7800
49. Yearly: 66,787.50 70,063.5C 73,495.50 7F7,142.00 80,505.50 84,503.00 89,085.50 $3,502.50
Biweek: 2,568.75 2,694.75 2,826.758 2,967.00 3,111.75 3,265.50 3,426.75 3,5%6.25
Hourly: 34,2500 35.9300 37.6900 35.5600 £1_.4200 43.5400 456800 47.9500
50. Yearly: £8,425.50 71,772.50 75,289.50 79%$,033.50 82,914.00 87,002.00 91,29%.00 $5,803.50
Biweak: 2,631.75 2,760.75 2,885.758 3,039.78 3,185_Q¢C 3,346_50 3,511.50 3,684.75
Hourly: 35.0900 36.8100 38.6100 40.530C0 42 5200 44 6200 46,8200 49_1300

Fage:
Time:

5
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Step 1 Step 2 Step 3 Step 4 Step S Step & Merit 1 Merit 2

51. Yearly: 70,102.850 73,534.50 ,ﬁqﬁymy.oo 80,5%64.00 84,5%42.00 89,154.00 &3,541.50 58,163.00
Biweek: 2,6586.25 2,828.25 2,968.50 3,124.00 3,267.00 3,422.00 3,527.7% 3,775.50
Hourly: 35.8500 37.7100C 39.5800 431 8200 4£3.5600 45,7200 47.8700 50.3400

52, Yearly: 71,838.00 75,367.50 7%,072.50 82,953.00 87,048.00 91,387.80 95,881_50 100,600.50
Biweek: 2,763.00 2,898.75 3,041.28 3,1%0.50 3,348.00 3,513.78 3,687.78 3,8695.25
Hourly: 36.8400 38.6500 40 .8500 42 5400 44 _6400 46.8500 49.1700 51.53900

53. Yeaxly: 73,593.00 77,220.00 81,022.50 84,981.00 §89%,212.50 93,600.00 98,221.50 103,077.00
Biweek: 2,830.50C 2,870.00 3,116.258 3,268.50 3,431.25 3,600_00 3,777.78 3,%64.50
Houxlys 37.7400 39.6000 43.5500 43.5800 45_.7500 48_0000 50.3700 52.8600

54 . Yearly: 75,406.80 79%,111.50 83,011.50 87,106.50 ©81,396.50 285,9%20.50 100,639.50 105,631.50
Biweek: 2,800.25 3,042,758 3,182,758 3,380.28 3,518.25 2,685.258 3,870.75 4,062.75
Eourly: 38.6700 405700 428700 44 .6700 £46_8700 4% .19C0C 51.6L00 g4 .1700

[

55 Yearly: 77,259.00 81,061.50 85,059.0C 89,251.50 §3,658.50 ©8,260.50 103,135.50 108,244_50
Biweek: 2,871.50 3,117.75 3,271.50 3,432.78 3,602.28 3,779.258 3,966.75 4,163.25
Hourly: 3%.6200 41.5700 43.6200 45, 7700 48.0300 50.3900 82.8%00 55.5100 ~

856. Yearly: 79,150.50 83,050.50 §7,165.00 mwrmmm.oo 95,9792.00 100,698.00 105,690.00 110,935.50
Biweek: 3,044.25 3,.184.28 3,352.50 3,517.50 3,691.50 3,873.00 4,0685_00 4,266,758
Hourly: 40.5800 42.5800 44 .7000 46.2000 45.2200 82.8400 54 _2000 56.8800

57. Yearly: 81,3120.00 85,117.50 89%9,310.00 93,717.00 98,31%.00 103,194.00 108,302.00 113,665.50
Biweek: 3,120.00 3,273.78% 3,435.00 3,604.80 3,781.50 3,96%.00 4,165_850 4,371.78
Bourly: 431.6000Q 43,6500 458000 48_0600 50._.4200 52.8%200 55_5400 58.28500

58. Yearly: 83,10%.00 87,204.00 mHﬁmww.mo 96,037_.850 100,756.50 105,748_80 110,594 .00 116,473.50
Biweek: 3,196.50 3,354.00 3,818.78 2,683.75 3,875.25 2,0867.25 £,262.00 4,479 .75
Eourly: 42.6200 447200 46 _5300C 49_.2500 51.6700C 54 2300 569200 58_7300

59. Yearly: 85,176.00 89,34%.00 93,756.00 98,397.00 103,252.80 108,381.00 113,724.00 119,355.50
Biweek: 3,276.00 3,436.50 3,606.00 3,784.50 3,97L.28 4,168.50 4,374.00 4,590,798
Hourly: 43 6800 458200 48.0800 50.4600 52.82500 55.5800 58.3200 61.2100

60. Yearly: 87,262.50 91,552.50 9$6,096.00 100,815.00 105,807.00 111,052.80 116,551_50 122,323.50
Biweek: 3,356.25 3,821.25 3,686.00 3,877.50 4,069.50 4,271.25 4,482_75 4,704.78
Bourly- 44 7500 46.9500 45.2800 51.7000 54 .2600 56.9500 59.7700 S 62.7300




COURT MONITOR/ASSISTANT

Regular, full-iime position working In the New Hampshire Goutt System, subject

io the sufficlent and continued funding of the Judicial Branch by the Legislature.

DERINITION OF WORK

Under direct supetvision of the clerk of court OF register of probate,
this position provides and-performs a variety of setvices assoctated
with the monitoring, logging and recording of testimony ha
couttroom, and maintenance of equipment. Provides extensive
administrative support 1o assigned judictal officar, Position
procasses court cases, enters and upcates Case data, assists and
works withrthe public, attorneys, {aw enforcement representatives
and other persons having husiness with.the court at the counter
and/or in the courtroont, May perform assigned tasks in one OF
more courts and/or in the office of one or more clerksfregisters.
Positlon requires honesty, integtity, trustworthiness, accuracys and
- attention to detail. Employeas in this position wlil be required 1o
yravel during the reguiar gourse of business, and are subject 0
fransfer of reassignment at the discretion of the Administrative

Judge.
o EXAMPLES OF WORK PERFORMED

(Essential functions, as defined by the Americans with Disabllities
Act, may include, but are not limitad to, the foliowing tasks,
knowladge, sKills, and other characterlstics. This list of tasks
isILLUSTRATIVE ONLY, andis nota comprehensive listing of all
functions and tasks performed fyy positions in this class.)

Travels to trial courts as assigned; operates and maintains various
recording equipment used in the courtroom; checks microphones,
oabling, recording hoads and other items required to racord
tastimony; monliors recording of court testimony; determines an
_directs changes in microphone position, adjusts volurne O
recording equipment, oreates and maintains logs of proceedings;
marks and presetves exhibits; maintaing recordings in filing system;
malntalns Inventory of media, forms and other tems used in court
proceedings; perfarms basic preventatlve maintenance services. -

APPENDIX




Types and prepares court orders, memoranda, and-other court-
related documents as instructed; prepares transcript excerpts as
required by judicial officer, Prepares transoript estimates,
duplicale recordings and log notes of proceedings for transcription

by third parties,

Performs various clerical and support tasks by direstion of the clerk
or ragister; asslsts clerk in courtroom dutles as required; trains

“other employees as nesded.

May assume departmental rasponsibllities by working In the office
of the clerkfragister; processes court cases; provides assistance to
the public by responding to inquiries at the counter, by. telephone
and in writing; verifies records and documents, checking for clerical
and mathematical accuracy and completeness, and processes for
further action; creates new files; enters Information Into the court’s
case management system; prepares flles for judicial review;
requests additional iInformatlon frorn the fillng or other partles;
aocepts and/or assists in collecting, processing, and recording
monies recelved/pald to the court.

Sorts, indexes, and flles cases according to established
procedures; enters new case dates and updates case files as
required; performs records management tasks including retriaving
and filing cases and material for use by the Judge, staff, law
enforcement agencles, atlormeys or other authorized petsonnel;
provides Information in compliance with state law; conducts time

- starelards to identify case status; identifies cages within and ouiside . ==

of time standards; prepares juror fists and performs related work
retative to juror questionnalres, summonsas, appearances, and
paymsnts; assists with the preparation of perlodic records and
statlstical reports; petforms other dutles as assigned or required.

KNOWLEDGE, SKILLS, OTHER CHARACTERISTICS;

L

Knowledge of State of New Hampshire statutes, rules, administrative
orders, policles and procedures, applicable Federal rules and
roquirements. .

Knowledge of the basic principles and practices of record keeping,
bookkeeping, files, records and case managemsnt. .
Knowledge of court processes and legal terminology.

kil In providing assistance and sevices to a variety of users of the
court's services, including using effective oral communlcation skills.
Skill in working under pressure handling significant problems and tagks

simultaneously.




Skill In operafing a compuiter utllizing a variety of sofiware applications
with partioular competency in word processing.

Proficiency in the use of Engilsh grammar, spelling and compaositlon.
Ability to edit material for grammatical, apeliing and puncluation accuracy.
Abillty to prepare documents using dictation equipment.

DESIRABLE EDUCATION AND EXPERIENCE

High School diploma or GED required, additional education and
training preferred. :

Five years of relevant, responsible court, law office, business,
medical or general office clerical, secretarial of related . support

 expetlence involving public contact, working with files and records,

patforming data entry or closely related responsibilities; OR,

Any equivalent combination of experience andfor education from
which comparable knowledge, skifls and abilifies have been

achlevead,

Additional Requirements.

This classification requires the applicant to pass criminal

. background and reference checks.

Requires performance of job functions in a potentially stressful
enviranment involving the tisk of exposure to hostile situaions,

* infectious diseases and the possibllity of extended keying o writing,—:. -

prolonged sitling and/or standing and the need to |Iit and/or carry

" heavy, bully boxes, file folders, office supplies and ather

squipment/materialg.




COURT MONITOR/ASSISTANT -

Regular, full-ime posltion im:vrkihg in the New Hampshire Gourt System, subjest
to the sufficient and continued funding of the Judicial Branch by the Legisiature.

DEFINITION OF WORK RS

Under direct-supervision of 1he Family Division Administrator, this |
position provides and performs a varlety of services assoclated with
the motitoring, fogging and recording of testimony in a courtroom,
and maintenance of equipment. Provides extensive administrative
support to assigned Judicial officer, Posttion pronesses court
cases, enters and updates case data, assists and works with the
publlc, attorneys, law enforcemant ropresentatives and gther
persons having Business with the court at the gountet and/orin the
courtroom. May perform assigned tasks in one or MOTS courls
and/ot in the office of one or more clerks/registars: Position
requires honesty, integrity, trustworthiness, accuracy, and attention

to detail.

REPORTING LINES : i b

The Court Monitor/Assistant reporis directiy.to the Family Divislon
Administrator for assignments. While assigned to specifio court
- |ocations, the Court iMonitor/Assistant recelves dally direction from
the court empioyee designated as ihe lead employee.in that-court
location.  The.Gourt Moriltor/Assistant dogs not supetvise of '
 provide dirgction to any employees. ‘ :

EXAMPLES OF WORK PERFORMED

{Essential functlons, as defined by the Americans with Disabiiities
Act, may Inolude, ut are not iimited to, the foltowing tasks,
knowledge, skiils, and othet characteristics. This list of tasks Is
ILLUSTRATIVE ONLY, and is not 8 compreherisive listing of all.
functions and tasks performed by positions i this clags.)

Travels to trlal courts as asgigned; operatés and malntains various
_ racording equipment used in 1he courtroom; checks microphones;

cabiing, recording heads and other items required to record

testimony; monliors recording of court festimony; determines and

APPENDIX D




directs changes In microphons position; adjusts voiume or
recording aquipment; creates and maintains fogs of procaading;
marks and preserves exhibits; rmaintains recordings in filing system;
malntalns fnventory of media, forms and othet ltems used In court
-proceadings; pertorms basic preventative malntenance garvices.

Types and prepares court orders, memoranda, and other courtr
related documents as insfructed; prepares transcripl excetpls as
raquirad by judicial ofticer, Prepares transctipt pstimates,
duplicate recordings and log nofas of proceedings for fransoription

by third parties. .

Performs various cletlcal and support tasks by direction of thé clerk
or register; assists clerk in courlroom dutles as required; raing
other employees as needed. .

May assume deparimental responsibilities by working In the office
of the oleri/ragistar; processes courl cases; provides assistarics 10
the pubilo.by tesponding to inqulries at the counter, by leisphone
and ihwiiting; vetifies records and documents, checking for clerical
and mathematical accuracy and compleleness, and pracesses for
further agtion: croates new flles; enters information into tho cownt's
casa managament systom; prepares files for judiclal review;
requests additional information from the fliing or other partles;
accopts andfor assists in sallecting, processing, and racording
monjes received/pald to the court, ' .

Sotts, indexes, and flles cases according to established
procedutes; enters new case dates and updates case flles a8
required; performs rocords management fasks including-retrigving - -
and filing cases and material for use by the judge; staff, law '
anforcament agencies; attomays o7 othar authorized personnei;
provides information in complianca with state law; conducts time
standards 1o identity case status; identifles cases within and outside
of tima standards; prepares juror lists and performs related work
relative 1o juror questionnalres, SUIMMONses, appearances, and
payments; assiste with the prapargiion of periodic vecords and

-« gtatistical reports; perfarms other duties as agsigned ot ratjuired. .
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KNOWLEDGE, SKILLS, OTHER CHARAGTERISTICS;
Knowledge of State of New Hampshire statutes, ruies, administrative orders,
policies and.proqeduz’es, appilcabie Federal ruies and reguirerments.

v Knowledge of the baslc principles and praclices of record keeping,
bookkeeblng, files, records and case management, ‘
« Knowledge of court processes and logal terminology.

s . 3.°_.'.- "t
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s SKkift in providing ssslstance and-gervicss o a vatlety of users of the
court's services, Including using effactive oral communication skilis.
. Bkill In worklng undler pressure handiing significant problems and tasks

simuitansously. )
« Skillin operating & computer ulilizing a variety of software applications

with.particular competency In word processing. i .
. Proficiency In the use of English grammal, gpeliing and composition. *

«  Ablllty to edit matertal for grammatical, spelling -and punciuation accuracy.
» Abllity to prepare doouments using dictation equipment. :

DESIRABLE EDUGATION AND EXPERIENCE,

High School diploma or GED required, additional éc;!ucailon and
ralning preferred. . .

Five years of relevant, responsible court, law office, businéss, . .
medical or goneral office cleridal, secretarial of yalated suppdrt
experlence Involving public sontact, working with files and o00rds,
pertorming data entry oF olosely related responsibliities; OR,.

Any equivalenz'combinat!on of experience andfor pducation from
which cornparable knowledge, skills and ablitles have been
achieved. _

Additional Requirements: -

This classification requires the gppllcant o pass eriminal
hackground and reference checks, S i

Requires performance of job functions In a potentially strossiul
environment Involving ihe fisk of expostre 1o hostile situations,
Infectlous diseases and the possibility of extended keying or writing,
prolonged sitiing andfor standing and the need fo i angiior garry
heavy, bulky boxes, flle folders, officé supplies and other R
stuiprnent/matetials. , :




GOURT MONITORIASSISTANT (TRAVELER) -~

Note : Court Moriltor/Assistant positions must haye the flexibility to accept
agsignments throughout the Superior Courl systeim, Gare will he taken 1o
mininlze travel and to provide adequate fead4ime when making assignments o
1o cour locations, however, the Supertor Gourl reserves the right to assign wox
Court Monitor/Assistants a8 neade'd to any of the 11 coutt sites in the Superior

Coutt system,
Regular, fuli-ime pogition working In the New Hampshire Gourt Sysiem, subject
to the sufficlent and conﬁnped funding of the Judiclal Branch by the: Legistature.

DEFINITION OF WORK

Unider dirsct supervision of the clerk of court, this posltion'
provides and performs & varlety of wervices associated with the
monitoring, logging and recording of testimony In a courlrooim,

and maintenance of equipment. Provides extensive administrative won o
support to assigned judiclal officer. Posltion processes court. i

cases, snters and updates ¢ase data, asslsts and works with the
public, attorneys, law enforoement representatives and other .
persons having pusingss with the court &t the counter and/or In
the gourtroom. May perform assigned tasks In one or.mpre cours
and/or In the office of one or MoIG tlerks, Posttlon requirés
honasty, Integrity, trustworthiness, accuracy, and attention to
detall, Employees In this position wili be fequlred to travel during
the reguiar course of business, and are subject 10 transfer or
reassignment at the discretion of the Administrative Judge. -

EXAMPLES OF WORK PERFORMED

(Essential functions, as defined by the Amerlcans with Disabilllles
Act, may Include; but are not irmited to, the fellowlng tasks,
knowladge, skilis, and other characteristics. This fist of tasks is
ILLUSTRATIVE ONLY, and Is not & comprehensive.fisting of ali
functions and tasks performed by positions in this class.} .

T'ragvets‘io trlal courts as assigned; pperates and maintains
various recording equipment used in the couriroom; checks

microphones, cabling, tecording heads and other tems.requied ;
to record testimony; monltors recording of court testimony;
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determines and directs changes in microphone position; adjusts
volume of recording oguipment; croates and maintalns fogs of
proceadings; marks and preserves axhibits; maintains. recordings
n flling system; maintains inventory of media, forms and othet
items.used In court proceedings; performs basic preveniative
maltenance sbrvices. ' ' .

Typog.and prepares court orders, memoranda, and other court-
rolated dosuments as Instruoted; prepares transoript exoRrpis a5
required by judicial ofticer. Prepares {ranscript estimates,

Parforms varlous clerical and suppott taske by direotion of the
olerk or tegister; assiste plerkin courtroom duties a8 roquived;
tralns other employoes as neaded.

May assurmne departental rasponslbilities by working in the office
of the dlerk/register; processes court casos; provides assistance
to the public by responding to inquiries at the counter, by

 telophiong and In writing; vorifies records and documents,

checking for clerical and mathematical accuracy and - :
completeness, and processos tor further action; creates NEW flles;

enters information-into the court's ¢ase management system;

prepares flles for judiclal review; roquests addittonal information

from tho fliing or other parties; accapts andlor asslsts In collecting,
progessing, and focording-monies received/pald to the court.

Sorts, Indexes, and flles cases acoording to Gstablished
procedures; onters now case dates and updates 6aso filles as
required; performs records management tasks ingluding retrleving

“and filing cases and matetial for use by the judge, staff; law -

anforcement agoncies, attorneys or other authorized personnel;
provides informatlon in compliance with state law; conducts time
standards to identify case status; Identifies cases within and
outside of tirie standards; prepares Juror flsts and performa
ralatod work relative to jutor questionnalres, summonses,
appoarances, and payments; assiate with the preparation of
periodic records and statistical roports; petforms other dutiés as
assigned or requirecl. : . .

KNOWLEDGE, SKILLS, OTHER QHARACTEH}STSCE‘::

Knowledge of State of New Hampshire statutes; rules, adminlairative
orders, policies and procedures, applicabie Fedarai-rules.:and .
requirements. ~ '

:

duplicate recordings and log notes of proceedingsofor‘transcrlption , .
by third partles. C '




« Knowledge of the basio princlples and practipes of record keeping,
bookkaepling, files, racords and case management. )

. Krowledge of court processes and laga! terminology.

« Skl in providing assistance and sarvices to a variety of users of the
court's services, including using offoctive oral communication gkills,

v  Skill inworking under pressura handiing atgn!ficant_gmbiems and tasks
simultaneously. _

« Skill In operating & comptter utilizing a vatlety of software appllcations
with patticular corpétancy in word processing. * :

+  Proflclency In the use of English grammar, spelling and compasition, |

«  Abllity to edit materlat for grammatical, gpalling and punctuation

goeuracy. - , .
s+ Abllity to prepare documents using dictation equlpment.

DESIRABLE EDUCATION AND EXPERIENCE

High School diploma or GED required, additlonal eduéatlon and
training p(eferred. ' -

. Five years of relevani, responsible cour, law office, business,
medical or general office clerlcal, secretarlal ot related support
exparience involving pubiic contaot, working with files and
g:agords, performing data entry or closely related responsibilities;
Any equivalent cornbination of experience and/or education from

~ whioh comparable knowledge, skills and abilities have been

achleved. —
Additional Requirements:

This classification requires the applicant to pas orlminal )
baokground and refarence cheoks. S

Requiras parformance of [ob-functionsIn an gnvironment
invoiving the rlsk of exposure 1o nostile shuations, infectious
diseases and the possihllity of extended keying or wiiting,
prolonged sltiing and/or standing and thie need to It and/for cary
heavy, bulky boxes, file folders, offlce suppiies and other
aguipment/matetials. ‘




NH Judicial Branch

JOB DESCRIPTION

COURT ASSISTANT §i — Regular, full-time position workiﬁg in the New Hampshire Court System, subject to
the sufficient and continued funding of the Judicial Branch by the Legislature.

DEFINITION OF WORK
This Is general clerlcal work in the New Hampshire Court System, Work inyolves performing varied pier@pgl
functions requlring the application of Independantjudgment and regular application and limited interpretation of
ives, and rules. Advice and assistance wilt normally be provided as requested; however

routine policies, practi i
most functions ave performed with minimum supervision. Positions in this class require ihe need for gpecialized

knowledge of court processas, regular interactlon with the publlc, bar, agendies, other courts, and unils of
government, and groater consequence of error if work is not parformed accurately. Employees in thls position

may be required to travel during the reguiar course of business, and are subject to transfer of reassignment at

the discretion of the Administrative Judge.

REPORTING LINES o :
This position reports-to the Clerk of Court and has no supetvisory responsibllity.

EXAMPLES OF WORK PERFORMED
(Any orie position may not include all of the duties |

isted, nor do the examples cover all the dutles that may be
performed.} .

Opens, date stamps, sorts and distributes mail, , '
R

Checks and reviews Incoming and outgoing documents fof completeness arid acburacy of Informatiah; -éss‘fgﬁs'
general case category, and processes documents as required in accordance with court rules. W |
' &6z
o0

Asslghs dacket numbers and records Information as required In the appropriate flles,
R T

Files court records using chronological, alphabetical, and numerical filing systems; ratrleves and disti{ibﬂ-ieé t’
. fites fo court personnel, the pubite, and atfomeys.

Type notices, orders and decrees, correspondence, hearlng and tilal lists.

Answers {elephons, prepares copies, and assists the publle.

Prepares sUmmonses, notlces, warrants, subpoenas and similar processes; computes applicable dates for
service and retum of setvics, affixes court seal, and preperes coples of docurnents.

Operates electronic recordlng machine to record court proceedings.
Prepares juror lists, and performs related work relative to juror quesi!onnaires,@'ti_;mmcmsas( appearéhcéé'sdﬁ\di
. . A :.f 1’)"';"1 ki

payments. - }
& tnoped

r

Recelves and records court revenue and may malntaln and prepare other financial records and repoits és
, W B

LN

required. . :
: tof

Answers Inguiries and furnlshes informatlon by reviewing court recotds.

performs related work as required.

: APPENDIX F
DESIRABLE EDUGATION AND EXPERIENCE

Graduation from high school and two years court clerical expetlence; or any aquivalent combination of
aducation and experience which provides the following knowledge, ablities and skills:
cotirt.

we e
. i

Knowledge of court procedures and policies, iegal _ciocumenis. statutes, and rules per_fggmmg fothe
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Knowledge of the organization, operations, functions, and scope of authority of the court or activity i whlch -
assigned. . :

Knowledge of effeolive and offlclant office practices and procedures,

Ablfity to understand and follow oral and written insiructions.

Abliity to make work decisions fn accordance with laws, regulations, and policies and procedures.

Abliity to maintain a vartely of records and prepare reports from such records.

Ability to establish and malntain effective working relationships with others, Jf o
' POCES N d 4. &2
Skill tn the operation of a computer and ofhor standard office equipment. ;',}' 'f~ L
SPECIAL REQUIREMENTS e
Must have a valid driver’s license . s A
: ot
Must successfully pass a criminal record check ’
" DISGLAIMER STATEMENT
This posttion desaription represents general dufles and is not Intended to fistevery apecific function of this
position . _




NH Judicial Branch-

"

JOB DESCRIPTION

COURT ASSISTANT ili - Regular, fullktime pasition working in the New Hampshire Gourt System,
subject fo the sufficlent and continued funding of the Judiclal Branch by the Legislature.

DEFINITION OF WORK '
This Is full-time experienced clericat work In the New Hampshire Court System. Work Involves
perfarming & varlety of clerical fundlions and requires exerclsing considerable independent
judgment. Individuals In this class recommend procedures and Interpret rules and regulations.
Persons In this class are distinguished from Court Asslstant || by the need for considerabie
specializad knowledge, the limlted supervisory review of work, the moderate to high consequence
of error, and regular interaction with the public, bar, agencies, other courts,-and units of £
government. Persons in this class also have limited courtroom responsibllity, signature authority,”" 7
scheduling responsibliity, and may regularly supervise up to one full-ime Court Assistant It or have
occaslonal supervision of more than one full e court assistant. Employees In this position may
be redulred fo travel during the regular course of buslness, and are subject to ransfer or :

il

reasslgnment at the dlscretion of the Adminlstrafive Judge. .l

REPORTING LINES :
This poslilon reports to the Clerk of Court and has limited supervisory responsiblilty,

EXAMPLES OF WORK PERFORMED : '
(Any ona positlon may not Indlude alf of the dulles listed, nor do the examples cover all the dufles,

which may be performed or supervised.)

Opens,.daie stamps, sorts and distributes maill,

Checks and reviews Incoming and oulgoing documenis for corpleteness and accuracy of
Informatlon; asslgns general case categorles and processes documents asrequlred In accordance

with the court rules, : it
hoe

R

Assigns docket numbers and records information as requlred in the approprlate flles.

Files court recards using chronologlcal, alphabetical, and numerical flling systems; retrleves and

distributes files for court parsonnel, the public, and attorneys.

Types noticas, orders and decrees, correspoﬁdence. hearing and frial lists,

Answers felephone, prepares coples, and asslsts (he pubtle.

Prepares summonses, notices, warrants, subpoenas and similar processes; computes appllcable
dates for service and refurn of service, affixes court seal, and prepares copies of documents.

Operates electronlc recording maching; serves as couriroom cletk as required; prepares juror lists,

and performs related work relative to questionnalres, summeonses, appearances, and paymentof
jurors. Schedules Wlals, heatlngs, conflinuances and other matters. v e ¢ )
. ‘e . " . -,';..

g

Answers Inquirles and furnishes information by reviewing courl records.

APPENDIX G




R
Performs a varlety of hookkeeping functions which may Include receipt and disbursement of @ &

revenues, journal maintenance, sank recongcillation, and preparation of tinancial reports. ey
T

Signé court documents as required in ihe absence of the dlerk.

Performs limited supervision of up to ona full-time lower-levei court assistant including assignment’

of work, responding to guestions, and limited training.

Perorms related work as required,

DESIRABLE EDUCATION AND EXPERIENCE

Graduation from figh school and five years court Glerical experienge; or any equivalent
combination of aducation and experlence which provides the followlng knowledge, abliities and

skills: )

Conslderable knowledge of court procedures and policies, legal documents faws and legal faotors

pertaining to the courl, _ vy

PR T . o
. e

Conglderable knowledge of court organization, operations, funclions, o

1 1
v 3

Considerable knowledge of effective end effident office practices and procedures.
Ablilty o understand and follow oral and written instructions. w b
Abllity to make work decisions In accordance with taws, regulations, palicles and procedureé._
Abllity to maintain a variety of complex records and prepare reports from such racords.
Abiiity fo plan, assign, and supervise the Work of a subordinate employee.

Abliity to express ideas conclsely and clearly-orally and in.writing.

Ability to establish and maintain effective working relationshlps with others. .
Skl In the operation of a typewriter and other standard office equipment. . " ' i. ¢

SPECIAL REQUIREMENTS
Must have a valld driver's license.

Must successiully pass a criminal records check.
DISCLAIMER STATEMENT,

This position description represents general dulles and is not intended to list every specific function
of this position.




NH Judicial Brench

COURT ASSISTANT IV ~ Regular, ful-time

DEFINITION OF WORK

JOB DESCRIPTION

position working In the New Hempshire Gourt System, subject to
the sufficient and continued funding of the Judicial Branch by the Legislature. -

o

This Is experlenced cletical and supervisory work in the.New Hampshire Court Systein. Work Involvés -
performing or supervising a varlety of clerical functions which requires the exercise of considerable judgment
and e demonstrated eblity to interpret and apply court rules and applicable statutes and to recommend and

fmplement Improved operating procedures. Positions in this class are

by supervision of fwo or more full-ime court

reguiar course of business,
Judge,

REPORTING LINES

Position reports to the Clerk of Court and has direct supervt

assistants.

EXAMPLES OF WORK SUPERVISEDIPERFORMED
(Any cone position may ot Include all of the dutles listed,

be supetvised or performed.)

distinguished from the Court Adslstant 1l

asslstants including essignment of work, review of work,
answering routine questions,-and iraining. Employees in this position may be required to travel duting the

4

Opens, date stemps, soris and distribute mall,

Checks and reviews incoming end ouigoing

and are subject to fransfer or reassignment at the discretion of the Administrative

sory responsibility over multiple subordinate court

-

nor do the examples cover ell of the duties which may
Lo " w7

x;}.

vowou

documents for completeness and accurecy of information; gssigns

general case categories and processes documents as required in accordance with court rules.

Asslgns docket numbers and records inforrm

Flles céﬁrt’fzaéér&é using chronalogical, aiph

ation as required in the appropriate files.

y o4

abetical, and numerical filing systems;retrieves and distributes
flles for court personnel, the public, and ettorneys. .

Types nofices, orders and decrees, correspondence, hearing and trial lists.

Answers telephong, prepares copies and assists the public.

Prepares summonses, notices, warrants, subpoenas end similar processes; computes applicable
service and return of service; affxes court seal, and prepares coples of documents.

Operates electronic recording maching, serves as courtroom clerk as

performs related work relative to questionna

datesdorn: '

required; prepares juror st and *

[res, SUMMONSES, appoarances and payment of jurors. 4

Schedules trials, heatings, continuances, and ofher matters.

Answers Inquiries and furnishes information

Performs a varlely of bookkeeplng' functions

by reviewing court reodrds.

o SRR

, which may Include receipt, and disbursement of revenues, joum'al
maintenance, bank reconciflation, and preparation of financial reports. '

Signs court documents as required In the absence of the clerk.

Performs regular supervision of two or more rli-ime Tower-Tevel court assistants including assign

raspending to questions, and fimited fralning., .

ment of work, _

APPENDIX H




performs relaled work as required.

DESIRABLE £DUCATION AND EXPERIENCE ‘ :
Graduation from high school and five years court olerical experlence including axperience in superviston; of

any equivalent combination of education and experience that provides the following knowledge, abilittes, and -
skills: .
)

al doouments, 1aws and legal factors pertalning

Congiderable knowledge of coutt procedures and policies, leg
T N

{o the court.

Considerable knowledge of court organizatlon, operations and functions.

Considerable knowledge of offective and efficlent office practices and procedures.

S :‘B“‘:_EI-'

SPECIAL REQUIREMENTS
Must have a valid driver's llcense.

Must successfully pass a criminal records check,
DISCLAIMER STATEMENT

This position deseription represents genera
position,

I duties and Ts not Intended to iist every specific function of this

Uy e

7
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NH Judiclal Branch

JOB DESGRIFTIO

COURTROOM GLERK;- Regular, full-ime position working in the New Hampshire Court System, subject to:
e sufficlent and continved funding of the Judiclal Branch by the Leg&s!ature,. _

DEFINITION OF WORK

This Is full-time experienc

varlety of courtroom related functions,

courtroom. Individuals in this class preparc and handle all paperwork during arralgnments and Hrials.

Responsiblities may also include schedufing, calendaring and sacutity speclal/acting justices when needed.
rform a varlety of other clerlcal of court

During courtroorm frials or at other times, persons in this class may pe
related functions as assigned by the Clerk of Coust, Courtroom Clerks of large multl-judge couris may also

traln and supervise new courtroom personnel or have occasional supervision of ons or more court employees
s required. Employees lo thls position may be requlred to travel during the regular course of business, and
are subject to transfer or reassighment at the discretlon of the Administralive Judge or the Director of the

Administrative Office of the Courts if appropriate.

ed cleriéa! work In the New Hampshire Court System. Waork Involves performing @
which are necessary for the efficient processing of cases In the

REPORTING LINES
This positlon roports to the Clerk of Court and has ho supervisory responsibility. :
. “ H

EXAMPLES OF WORK PERFORMED
{Any one position raay hot include a
be performed or supervised.) .

TSI

Prepare and arrange for all courtroony analgnments and trials. . 3

Prepare arralgnments and tilal dockets. : \

‘Assssts the judge In conduciing arraignments and/for tdals; sort, recard and dlstribute paperwork as required.,

“gecures substitute or additional judges as needed and maintaln all related records.

" “Frains new personnel to parform courtroom duties.
Schedules frials, hearings, continuances and other roatters. : .

Parforms other court rélated work as required and asslghed.
. )

DESIRABLE EDUCATION AND EXPERIENGE , . -
Graduation from high school and five years court clerical experience; or anhy equlvalent combinationdf v i-a;

aducation and experence which provides the followIng knowladge, abllittes and sklits:
1

Considerable knowledge of court procedures and bolicies, legal documents, laws and legal factors pertaining
o the court. -

Conslderable knowlsdge of court organization, operatlons, and fuﬁctlens,

Considerable knowledge of sffective and efficient courtroom practices and procedures,

Ability to understand and follow oral and written Instructions,

Ability to make work decisions in accordance with faws, regulations, and policies and procedwes,

Ability to plan, assign and supetvise the work of subordinate employes or occasionally more than one
employee. . .

3

APPENDIX |

i of the duties listed, nor do the examples-cover all the duties, which may *

R




Ability to exmeés ideas vonclsely and c!earifq, orally and in writing,
Abllity to eslablish and malntain effective working relationships with others.

Skifi in the operation of a computer and other standard office equipment.

§PEGIAL REGUIREMENTS
Must have valld driver’s license

.
S N
A * [\ At e

Must successfully pass a criminal records check
DISCLAIMER STATEMENT L !
Fhis position description represents general dutles and s not infended to list every specific funciion of the

position.

Y I3
i LU a
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NH Judicial Branch

JOB DESCRIFLILN |

OB DESGRIPTION

CASE MANAGER ~ Regular, full-time position working In the New Hampshire Court System, subject to the
sufficient and continued funding of the Judicial Branch by the Legislature.

DEFINITION OF WORK - .
This Is experlenced administrative, clerical and public retalions work in the New Hampshire Court System.
ing actions, filed n

Work involves managing individual domestic cases with an emphasis on divorce and parenti
the Family Division to ensure that they are processed In an afficient and timely manner. The Case Manager
ihat will help them complete court documents and understand the *

will provide information to-pro se litigants.
judiclal process parficularly with respect to child support lssues, This person will asslst judges and masters by
ansuring that cases and litigants are prepared for hearlngs as scheduled. The Case Manager must alhtaln
an understanding and working knowledge of the varlous statutes, administrative policles, chiid support
quidslives, and rules and procedures, Work is performed with considerable latiiude for the exercise of .-
independent judgment. The person In this position must maintain an effective and cooperative working '
retationship with members of the legal professlon, social service agency personnel, staff, and judiclal
‘personnel, Employees In this position may be raquired to fravel during the regular course of business, apd dre-
subject to transfer or reassignmert at the discretion of the Admiristrative Judge. B

REPORTING LINES
This position reports 1o the Regipnal Clerk andfor on-slte su

supervision.

pervisor and has no smployees under his/her direct

EXAMPLES OF WORK PERFORMED ' .
{Any one position may ol include all of the duties fisted, nor do the examples cover all the duties, which may

be performed.)
Ensure that itigants receive education and assistance in the court process and in completing documlgnis: k.
‘ e foatn

Conduct in-psrson conferences with pro se litigants to ensre that they have cb&iﬁl’etéd all necessay steps
. . [

{forms) and are ready for hearings. ) LA

Foster communication between & pro s€ fitlgarit and c.)ouns‘el.represenﬂng fhe other fitigant.

FOE R
Ensure that all financial information is gathered, organized and exchanged prior to the hearing, so that the time
spent before the judge/master is used efficiently. . X

Schedule cases, flle-court documents, maintair{ records of court proceedings, and performs related duties as
required, 3

Assist judgeéimaslersfchﬂd support referaes on hearing days. .
. N ‘

Ensure that the court s accessible to pro se litigants and all who need the services of the court; identify cases
that require judiclal attention; direct litigants fo medlation and other services. ;

. % 9 L,
Exervise sound Independent judgment and initiative, while maintaining an effective and cooperative Wworking
relatlonship with staff, judiclal offlcers, members of the bar and other social servide agency personng Wi

work In the court system,
Coordinate mediation in appropriate cases and monitor progress on cases refeired to mediatlon, Interface with
_mediators for scheduling purposes and fo ensure court procedures and expectations are met, S
. - "

Worls with focal service providers to develop community programs needed by users of the family division.

APPENDIX J
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Keep dally, weekly, and/or monthly time sheets.

Assist with child support ptoject record keeping, data compliation, and raport generation.

DESIRABLE EDUGATION AND EXPERIENCE /
18

Bachelar's Degree, with five to fen years experience in & judicial setting above the antry level, preferably In
family law case processing. Collegs training of exporience in soclal work or eounseling is desirable.

oA A
3
v

Thorough knowledge of caurt.procedures, palicies, legal doeuments_, court arganlzation, operalions and .

functiong Is required.

Thorough knowledge of the NH Child support Guidelines, inciuding the ability to calculate guidsline support
amount, K

Thoroué;h knowledge of the pracedures involved with requesting, establishing, and modifying child suppott (
| A N

orders. ) . 5

v . 2y by A 0 J

Demonsirated abillty o perfarm work with considerable latitude while exercising independent Judgméhitiat
: 4

Ability 10 exprass ldeas ciearl); and conclsely, orally and in wrlting. . T
) oo

fEn

3
t.

~ OF m

SPECIAL REQUIREMENTS
Must have a valid driver's licenaa.

Must successiully pass & crirninal racords chéck.

DISCLAIMER STATEMENT

This position desorlption raprosents general dutles and 1s not Infended to tist every specific funciion of this
position, : . H

ok
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NH Judiclal Branch -
- JOB DESCRIPTION

SERVICE CENTER COORDt{\fATOR — Regular, ful-time position working in the New Hampshire Court
1 Branch by the Legistature,

System, subject to the sufficient and cohtinued funding of the Judicia

DEFINITION OF WORK

- This Is experienced administrative, clerical and public relations work in the New Hampshire Court
Systarn. Work Involves providing pro s8 litigants, attorneys and others with case processing
information far all case types In the probate court to help them complete court docurnents and
understand the judicial process. The coordinator will assist people who come to the service center and

also who contact the center by {elophone of other means.

o of the various statutes,

adrinistrative policies, rules and procadures refating 1o Gourt operations, “Work I8 performed with
considerable iatitude for the exercisa of independent judgrent. The person in this position must

maintain effective and cooperative working relationships with members of the logal profession, soclal.

sarvice agency personhel, staff, judiclal personnel and the general public. Travel to other courts wilbe - -+ -

a regular requirament of the position,

The position is subject to transfer or reassignment at the discretion of the Administrative Judge if
. appropriate.

REPORTING LINES ,
The Service Cehter Coordinator reports to the Register of Probate and has no employees under his/her

direct superviston.

EXAMPLES OF WORK PERFORMED h

{Any one position may not include all of the Sutles listed, nor do the examples cover all the dutles that may be
performad.) . : B} v

“

Ensure that litigants and other mermbers of the public using the center recelve education and ;
assistance irrthe court process and In completing documents. . ‘

Identify training needs of those using the center and propose programs fo address those needs.

Moot with pro se [itigants and others to ensure that they have compleled all necessary steps (forms)
aid are ready for hearings. Explain ovarall court process as nesded.

Schadule meetings with pro sé Iitigants and others who are referred by court personnel in general or
pacause of spedific fifing problems with documents.

Malntain informational material by updating and/or writing new materials to be used in all probate
couris, including library materials such as fegal dictionary, appropriate statutes, court rules, probate

procedures and policles. .
.-'p;' oyt o ’ gl oar I3

Provide notary services,
gchedule cases, fiie court documents, maintain records of court proceedings, and perform refated
duties as required.

i
Enstire that the court Is accessible to pro se litigants and all who need the services of the court; identify. -
cases that require judiclal attention; provide Information on rnediatlon and other sarvices.

Exercise sound independent judgment and initiative, while mainlalning effective and cooperative
working relationships with staff, judiclal personnel, membars of the legat profession, social seivice

agency personnel who work in the court system ar_l__d the _genera! public.
R APPENDIX K
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o atiomeys to assist in the service center. s~ : _ "

. Goordinate the scheduling of pro bon |
lop communily programs needed by users of the courts.

Work with local service providers {0 deve

DESIRABLE EDUCATION AND EXPERIENCE , o
Bachelor's degree, with five fo ten years expetlence in a judicial setting, preferably In probate case

processing.

Thorough knowledge of court procedures, policies,
functions le required:

Demonstrated ability to perform work with considerable latitude whi
nclsely, both orally and in writing.

jegal documents, court organization, operations and
ie exercising independent judgment,

Ability to express Ideas cleatly end €O

Experlence dealing extensively wlth the public, sometimes in difficult situations.

Good computer skills required. s1he B

Bl-lingual skills heneficial,

SPECIAL REQUIREMENTS '
Must have valid driver's license . .:{
. b}

Must successiully pass a ariminal records check

DSCLAIMER STATEMENT
This position desaription represen
position.

is genera) dutles and is not intended to list every specific fundlion of the




NH Judicial Branch

JOB DESCRIPTION
CHILD IMPACT SPECIALIST - Regular, fult-fime position working in fhe New Hampshire Court Systéni;: P
subject to the sufficient and continued funding of the Judiclal Branch by the-Legislature, W
DEFINITION OF WORK : '
osition In the New Hampshire Superior Gourt. Work involves perfarming.

This ts a full time experienced clerical p 1
a variety of clerical and administrative functions and raqulres considerable indspendent judgment. individuals

in this class recommend procedures and interpret rules and regulations as they relate lo the child impact
d agencies, Persons

program, Persons will have a high degres of cantact with the public, ber, other courts an
in this class may have some courtroom responsibliities, signatute authority and may regularly supervise one
full-time CA Il Individuals in this position will be responsible for coordination of all procedures related o the
child impact prograt, Employees i this position may be required to travel during the regular course of
business, and are subject to transfer or reassignment at the discredion of the Chisf Justice of the Supetior

Coutt,

REPORTING LINES
This position reports {0 the Clerk of Courtand has no supervisory rasponsibility.

EXAMPLES OF WORK PERFORMED o & owe
{Any one position may not include all of the duties listed, nor do the examples cover ali the duties, whichmay

_be performed or supervised.)

‘Opens, date stamps, sorts end distributes matl, . o ui« lll )
. AU SV TGRS

Checks and reviews incoraing and outgoing docurnents for compleleness and accuracy of Information ab It

relates to the chlid (mpact program E

Racords information in appropfiate files and enters data in the courts gomputer system.

Flles cour! records, retrieves énd dlstributos files for the court, public and attorneys.

Training other court employess in the procedures and practices as they relate o the child impéot program in

thelr court

Types and sends notices, orders, coryespondence and lists. . o ;

H wh H
Record data and information as it relates {o the child Impact program, malntain mionihly reporis reprisentiig

cumisiative data on the child Jmpact program.

Answers telephons, prepares coples, and assists the public. . W i
) * RINE (eI B

Answers inquiries and-furnishes information by reviewing court records. : i

Performs fimited supervision of up to one full-time courl agsistant inciuding asslgnmant of work, responding to
guestions and limited training. - ‘

performs related work as required.

DESIRABLE EDUCATION AND EXPERIENCE -

Graduation from high school and five years court clerical experlence; or any equivalent combination of
sducation and experience which provides the following knowledge, ablliles and sklis:

Conelderable knowledge of court procedures and policies, legal documents jaws, and legal factors péﬁéir}ing io

the court, o - - | APPENDIX L




_ Considerable knowledge of court organization, operations, functions.

Considerable knowledge of effactive and efficlent office practices and procedures.

Abifity to understand and follow oral and written instructions.

Abllity to make work declsions in accordance with laws, regulations, policles énd procedures.

m such records.

Abllity to malntain a variety of complex records and prepare raports fro a; o
‘ y o g i

~ Abliity to plan, assign, and sﬁpervtse the work of g subordinate employee. A B WY
Abiliity fo express ideas concisely and clearly, orally and In writing, s
Ability to establish and malntain effective working relationships with others, R
Skl In the operation of a typewriter and other standard office equipment. ‘
SPECIAL REQUIREMENTS
Must have valid driver's license
Must successful!ytpass a criminal records check
DISCLAIMER STATEMENT
This position description represents general duties and Is not intended to iist every specific function of the
position. : ' .
Hodteng bl
e wh oy
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NH Judiclal Branch

JOB DESCRIPTION

EAMILY DIVISION CASE MANAGER - Regular, full-time posttion working in the New Hampshire Court
Sysiam, subject fo the suificient and continued funding of the Judicial Branch by the Legislature.

DEFINITION OF WORK

This Is experiencad administrative, clerical and public relations work In the Family Diviséon of the New

Hampshire Court System. Work involvas managing individual domestic cases with an emphasis on divoree
and parenting actions, filed In the Family Division to ensure that they are processed in an efficlent and timely
manner. The Case Manager wil provide Information Lo pro S€ litigants that will help them complete court
documenis and understand the Judiclal process parficularly with respect to child suppott issues, Thisperson
wiil aissist judges and masters by snsuring that casas and lligants are prepared for hearings as sohepiulgtl. g
individual must be avaliabie to {ravel o other court locations a8 asslgned. M- 3

The Case Manager must malntain an undatstanding-and working knowledge of the varlous statutes,..
administrative policies, chiid support guidelines, and rules and procedures relating to Family Division, Lo
operalions. Work ls performed with considerable latitude for the exerclse of Independent judgment. The ...
parson In this position musl rnaintaln an effective and cooperative working relationship with members of the |

legal profession, soclal service agency personnel, staff, e_und judicial personnel.

REPORTING LINES - _
This posltion reports fo the Family Division Reglonal Clerk and/or on

under histher direct supervision.

-site supervisor and has no employees

EXAMPLES OF WORK PERFORMED . '

(Any one posiiion may not include sl of the duties listed, nor do the axamples cover all the duties, which.may

be performed.) gr f;v C
A 3 lﬁ_-_‘ﬂ

Ensure that liligants receive aducation and assistance in the court pro'csés and ih completing documg‘nlgsi .

Gonduget In-person conferences with pro se litigants 1o ensura that they have completad all necessary stops
(forms) and are ready for hearings. - - '
’ A b

»

Eoster cormimunication between a pro se litigant and counsel rapresenting the olher Hitligant,

Ensure that afl financlal Information I8 galhered, organizad and exchanged prior to the hearing, so that the Ume
spent bfora the Judge/master Is used officiently.

Schedule cases, file court doguments, maintaln records of court procaedings, and performs relaled duties as
required,

Assist jques!maslersfchild support referees on hearing days. ,

. : : ' 2o
Ensure thal the court Is accessible {0 pro se Iitigants and all who need {he sarvices of the court; ideniifyitases
| ‘ §

that require judicial altantlon; divect itlgants to mediation and other services, - M # A
: k7 N

Eyercise sound independent judgment and Initlative, white maintaining an effecﬂve and cooperative Wor}j(lng“;
relationship with glaff, judlcial officers, members of the bar and other social service agency personne} who

work in the court systom.

Coordinata mediation in appropriats cases and monitor progress On casas reforred to mediation. Interface with
mediators for scheduling purposes and to ensure court procedures and expeclations are mek

Work with local service providers to develop sommunlily programs needed by users of the family division.

. APPENDIX M




Keep daily, weekly, andior monthly time sheats. -
i &

Asslst with child support pro]eci record keeping, data compitation, and report generation.
' ¢ 3

DESIRABLE EDUCATION AND EXPERIENCE o
Bachelor's Degree, with five to ten ysars experlenca in a judiclal sefting above the entty level, preferably in
family law case processing. College tralning or experience in social work or counseling Is desirable. ’

Thorough knowledge of court procedures, policies, jegal documents, court organizatlon, operations and

functions is required.
Thorough knowledge of the NH Child Support Guidelines, including the abllity to calcutate guideline support
amount, =
' - 3
Thorough knowledge of the procedures involved with requesting, establishing, and modifylng child stippoit-&
orders. ' SRS CHEE
PO \

Demonsirated ability to perform work with considerable latitude whils exercising Independent judgmé;nt,'jff"-l
' B -

Abliity to express ideas clearly and conclsely, orally and in witting,

SPECIAL REQUIREMENTS
Must have a valld driver's license.

Must successfully pass & criminal records check.

DISCLAIMER STATEMENT
This position description represents generat duties and is not intended to fist every spacific function of this
position. :

iy e
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SJUVENILE INTAKE OFFICER

' 'DEEINITION OF WORK

phis ig a full-time position in the New Hampshire Court System
involved in performing juvenile sexvices exalusively, This :
position reguires exercising considerable independent judgement as
well as performing SOme clerical fupnctlons related L0 juvenile
cases, Individuals in this class recommend procedurss and
jntérpret rules and regulations. Positions in this clags are
distinguished from Court pesistant IIL positlons by the need for
conaiderahle specialized knowledge and demonstrated expertise in

the juvenile services field, by the limited gupervisory review of
work, by the moderate tO high conseguence -4

nd significance of
error, and regular interaction with juvenile offenders, parents,
the public, members of the bax, agencles, other courts, and units
Cof government. Pergons in this elass alsa nave assigned
responaibility in the juvenile courtroom. goheduling
regpongibility for juvenile cases. and may supervise & full-time
Court Assistant I or II or gecretary I or II or have occaslonal

“gupervision of more thap one full time coutrt employee.

EXAMPLES OF WORK PERFORMED (Any one position may not include all
f the duties

of the duties listed, nor do the examples cover 811 o
which way be performed ok gupervised.) .

' dchedules hearings, continuances, apnd other matterxs in ~
juvenile cases. '

gible for the creation, maintenance and

Maintains and ig respon
ds in juvenile

control of all case files, dookets and rslated recor
cases, i

court hearings and provides the court with

Attends juvenile
to 'juvenile matiels before the count.

information relative
Monitors the progress of juvenile cases and thée provision of
aervices ordered by the gourt.

Answers inquizies and furnishes information pertaining to
juvenile matters by reviswing court records. :

ile matters as required

A

. $igns court documents relating to juven
in the absence of the clerk.
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Checks and reviews incoming and outgeing documents £or
completeness and accuracy of information; asslgns general casa
categories and processes documents as raquired in agcordance with

court rules. .

2assigns docket pumbers and records information as reguired in
the appropciate files, ‘

Filez court records using chromological, alphabetical, and
numerical f£iling systems; retrieves and distributes files for
court personnel, the public, and attorneys. -

; Types hotices, orders and degrees, gorrespondence, and hearing
lists. .

Ahswers telephone, prepares copies, and assiste the public.

Prepares summonses, notlces, warrants, gubpoenas and similar
processes; computes applicable dates for service and return of
service; affixes court seal, and prepares dopies of documehts,

 May perform limited supervision of lower-level court
assistants including assignment of work, responding to gquastions,

and limited training.
Performs related work as reguired.

DESIRABLE EDUCATION AND EZPERIENCE

.- Graduation from high school and five years court or youth
service experlence with demonstrated skills in daaling with
juveniles; graduation from an aceredited four year college with
major course work in soclal or youth serviece desirabls, or any
equivalent combination of education and experience which provides
. the following knowladge, abilities, and skills:

edures and policies, legal

considerahle knowledge of court proc
the court and juvenile

documents, laws and rules pertaining to
matters. : :

Ability to express lideas concisely and ¢learly, orally and in
writing. :

Ability to establish apnd maintain efféctive working
relationships with others.

8kill in operation of a Qypewriter and other standard officse
equipnment, . : N
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Jop DESGRIPTIDN

CALL ‘GENTER REPRESENTA’TNE | - Regular, par-time position working in the New
Hampshire Court System, subject to the sufficient and continued funding of the Judiclal Branch

by the Legislature. This may hecome & union position.

DEFINITION OF WORK .
This is experlenced, administrative, telephone and computer—based work in the New

Hampshire Court System. Work mvolves providing answers to general and gpacific case |
related ¢uestions for all ase types inthe cirouit court (family, district and probate divisions} to
self-represented parties, attorneys and others. The Represantative will asslst catlers by

telephone and possibly by glectronlc means.

The Call Center Representative | {CCR 1) must acquire and maintain an
undeystanding and working knowledge of court process regarding clrouit court case
types and administralive policies, Odyssey case management data enfry, and rules
and procedures related 1o court operations. The CCR must understand the Impact of
attitude in handing calls professionally and must effectively deal with distressad
cellars. ‘The person in this position must maintain effective and cooperative working
relationships with raembers of the logal profession, saclal service agency personnei,
court personnel and the general public. Posltion requires accurate dlerical deta entry
for calt follow-up recording purposes. Position may require transcrption of court
orders at the circult court dictation center during non-peak call periods. individuals In
this position may be required o travel to other locations as & necessary requirement
. of the position. individuals in this position are stibject to {ransfer oF reassigniment at
the discretion of the Administrative Judge of the Gircult Court, of the Director of the

_ Administrative Office of the Courts, If approptiate.

This posltion is distinguished from the Call Center Representative 1l nosition by the
- amount of couit experience possessed and by the amount of knowladge of court
policies, rutes, procedures and forms, N

REPORTING LINES .
The Call Cenler Representallve reports to the Call Center Manager and has no employees

under his/her direct supervision.

EXAMPLES OF WORK PERFORMED ) :
{Any one position may not inolude all of the duties fisted, nor do the examples cover all the

dutles which
may be perforiied.)

Supports and provides superior {elephone service by responding to questibns directed to the
call center. . :

Works collaborafive!y with other call centet personnel 1o resolve caller Inquiries. Works
collaboratively with court staff to dlaiify information and provide information 1o caliets.

Maintalns confidentiailty relaled o cases and partles.

identifies and rasponds to priority Issues ralsed by caliers,

APPENDIX O




Uses questioning and listening skills that support effective telephone communication.
Applies elements of building positive rapport with different types of callers.

Encurporatés appropriate voice skiﬁs. to enhance pesitiye telephone diatogué.
Processes calls efficlently and respecifully and In keeping with the required timeframes.

Effectively identifles calls requiring further information and faciiitates wansfer to local courts by
accurately summarizing callers’ Ingulries for the local cout staft.

Recognizes and documents trends'in calls. Maintains professlonal knowledge and stays cutrent

on changing forms and court procedures.

Performs various tasks and related duties, as neaded, to meet goals of axcellent cusiomer
service.

identlfies local court data eniry consistencies and inconsistencies which impact availabliity of

accurate and imely information for callers, ' ‘

Tralns and coaches new call centor representatives and new court employees as requested.

Enters data for call follow-up recording purposes.

Potentlally sends written correspondence vla email, fax or teguiar méil 10 court users In
response fa Inquiries.

Transcribes court orders at the circuit court dictation center during nan-peak call periads when
necessary. -

Exercises good judgment In the peﬁormaﬁ&é of duties.
performs other duties as-assigned.

DESIRABLE EDUGATION AND EXPERIENCE
r service experience

High School diploma, with call center or custorme

Must have e
telephone communication.

Must have excellent problem analysls and problem solving skills,
Must be able o express ideas olearly and concisely, both orally and in writing.

Musl be proficient In the use of computers, web based systems, and wiih accessing and

diresting callers to Information as needed from Internel webshes.

Must have excelient organizational sklils with the ability to prioriiize and mest deadlines
effectivaly. :

Must display time ﬂexibility'towards shifts as cail center workio'ad requirements change.

xcellent Interpersonal, tistening and customer service skiils that suppo:’c sffective




Must use an effective approach In handiing telephone tasks such as call transfers, call backs,
hold, Interruptions and unintentlonal disconnects.

Bi-lingual skils are beneficlal.

SPECIAL REQUIREMENTS
Must have a valid driver's license.

Must successfully pass a criminal record check,

MSCLAWIER STATEMENT,
This posltion dasaription represents general dulies and Is not intended to list avery specific

function of this position.




OB DESCRIPTION
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CALL CENTER REPRESENTATIVE I~ Regular, full-time position working In the New
Hampshire Coutt Systerm, subject to the sufficient and continued funding of the Judiclal Branch

by the Leglsiature.

DEFINITION OF WORK ' ' .
This is experlenced, administrative, telephone and computer-based work in the New Hampshire
ated questions

Court System. Work involves providing answers to general and spedific case rel
for all case types In the cireuit court (family, district and probate divisions) fo self-represented
parties, attorneys and others. The Representative will assist callers by telephone and possibly

by electronic means.

The Call Center Representative CCR) miust possess and maintain an understanding

. and working knowledge of court process regarding circult court case types and
administrative policies, Odyssey case management data entry. and rutes and
procedures refated to court operations. The CCR must understand the impact of
attitude in handiing calls professlonally and musteffectively deal with distressed callers.
The person in this position must maintaln effective and cooperative working relationships
with members of the legal profession, social service agency personnel, court personnel
and the general public. Position requires accurate clerical data entry-for call follow-up
recording purposes. Position may require transcription of court arders at the clroult court
dictation ¢enter during non-peak call periods, individuals in this position may be
required fo travel to other locations as a necessary requirement of the position.
Individuals In this postlion are subject to transfer or reassignment at the discretion of the
Adminlstrative Judge of the Cireuit Court, or the Director of the Administrative Office of

the Courls, If appropriate.

This position s distinguished from the Call Center Representative | position by the

amotunt of court experience possessed and by the amount of kpowledge of court

policles, rules, procedures and forms.

REPORTING LINES
The Call Center Reprasentative reports to the Call Genter Manager and has no employees

under hisfher direct supetvision,

EXAMPLES OF WORK PERFORMED
{Any one position may not Include all of the duties istad, not do the examples cover alf

the dutles which may bie petformed.)

Supports and provides superlor télephone service by responding to questions directed 0

the‘call cenler.

Works colfaboratively with other call center personinel to resolve caller inqulrigs.
llaboratively with court staff to clarlfy Information and provide information to

“Works co
callers,

Mdlntains confldentiality related to cases and partles.
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Identifies and responds to priority issues ralsed by callers,

Uses questioning and listening skills that suppori effective telophone communication.
Applles elements of building positive rapport with different types of caflers.
Incorporates appropriate voice skilis to enhance positive telephone dialogue.
Processes calls efficlently and respectiully and In keeping with the required ilmefr-ames.

Effactively identifles calls requiring further Information and facilitates transfer to local
courts by accurately surnmarizing callers’ inguirdes for the locat court staff.

Recognizes and documents trends in calls.

. Malntains professional knowledge and siays current on changing forms and court
procedures. : .

Performs varlous tasks and related duties, as needed, to mest goals of excellent
customner sefvice,

1dentifles local court data entry conslstencies and inconslsienciés which fmpact
avallability of accurate and timely informatlon for callers.

Tralns and coaches new call cenier reprasentatives and new gourt employees as '
requested,

Enters data Jor call follow-up racording purpases

- Potentlally sends writien correspondence- via emall, fax or regular mali to court users n
response to inquiries. e

Transcribes court orders at the eircutt court dictation center during non-peak call periods
when necessary.

Exerclsas good judgraent In the performance of dutles.

Performs other duties as assigned.

DESIRABLE EDUCATION AND EXPERIENCE
High School diploma, with five years experience In court case processing.

Must have excellent interpersonal, Iistening,and customner servico skills that support
effective ielephone coramunication.

Must have excellent problem analysis and problem solving skilis,

Must possess thorough knowledge of ceurt procedures, policies, gourt organization,
operations and functions.




Must be abio to express Ideas clearly and conclsely, both orally and in willing.
Experience deaiihg affectively with court users, sometimes in diffieudt situations, Is
required.

Must be proficient In the use of the Odyssey case management system, and with
accessing and directing callers to information as needed from intemet websltes.

‘Must have excellent organizational skills with the abllity to priotitize and meet doadlines -
sffectively. '

Must display time flexibility towafds.shlﬁs as call center workload requirements change.

Must use an effective approach In handling telophona fasks stch as call transfers, call
backs, hold, Interruptions and unintentional disconnacts. .

Bi-lingual skills are beneficial,

SPECIAL REQUIREMENTS
Must have a valid driver's license.

Must successfully pass a crimlnal record check,

DISCLAIMER STATEMENT
This position descripiion represan
function of thtg position.

ts genetal duties and Is not intended to list every specific




JOB DESCRIPTION
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GALL GENTER REPRESENTATIVE li - Regutat (ullfrne position working i the New
Rampshire Court System, subject 1© the sufficient and continued funding of the Judicial Branch

by the Legisiature.

DEFINITION OF WORK . o '
This Is experienced, administrative, telephone and compuier-based work In the New Hampshire

Court System, Work involves providing answers to general and specific case ¢olated questions
for all case types in the ciroult court {family, district and prohate divislons) to self-represented
parties, attorneys and others. The Representative will assist callers by {elephone and possibly

by electronic means,

The Call Center Representative (COR) must possess and malntain an understanding
and working knowledge of court process regarding clreult court case types and
adminlstrative policies, Odyssey ¢ase reanagement data entry, rules and progedures
rolated to court operations, The GOR must also understand the impact of atitude In
handling calis professionally and must effectively deal with distressed callers, The
person in this position must malntain effective and cooperative working refationships with
members of the legal profession, social service agency personnel, court personnel and
the general public. Posliion requires accurate clerical data entry for call follow-up
recording purposes. posilion may require transcription of court orders al the circult court
dlotation center during non-peak cal periods. individuals in this position may be
required to travel to other locations as a necessary requirement of the postiion.
Individuals In this position are subject to transter o reassignment at the discretion of the
Administrative Judge of the Circuit Count, or the Director of the Administrative Office of

the Courts, it appropriate.

— This position ls distingulshed from the Call Cenler Representatlve.ll position by the
amount of court experlence possesséd and by the amount of knowledge of court
policies, rules, prqcedures and forms, particularly with regard to at least one division In

the clireuit court,

REPORTING LINES ' ‘
The Call Center Representative 1 reports fo the Call Center Manager and has no direct
ter Manager with the

supervision-of ermployees, howevet, this position will assist the Call Cen
supervision of several Call Center Service Representative 1s and lls.

EXAMPLES OF WORK PERFORMED ' .
(Any one position may not include: all of the duties listed, nor de the examples cover all

the dufies which may be performed.)

Serves as the subject matter expert or development of call center fraining and
informational materials for the public and &s & resouree for guestions pertaining to cases
in at least one of the circult court divisions (district, famlly or probate).

. Works closely with the Call Center Manager, Cireult Court Administrators and Court
Service Representafives 10 malntain skiis In and knowledge of that division’s case types

and case processing expeclations.
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Supports and provides superior telephone service by responding to questions dlrected to
the call center.

Works collaborativety with other oall center parsonnel fo resolve caller inquiries.

Waorks collaboratively with court staff to clarify Information and provide Information to
callers,

Malntains confidentiallty related to cases and parties.

Identifies and respor)ds to priority lssues raisecf by callers,

Uses questioning and listening skilis that support effectivo telephone communication.
Applies slements of bullding positive rapport with different types of callers.

incorporates appropriate volee skills o enhanceposlﬁve telephone dialogue.
Processes calls efficlently and respectfully and In keeping with the requirad timeframes.

Effeclively Identifies calls requlring further information and facllitatos transfer to local
courts by accurately summarizing callers’ inquiries for the local court staff.

Recognlzes and documents trends In calls.

Malntains professional knowledge and stays ourrent on changing forms and court
procedures,

performs various tasks and reiated dutles, as needed, to meet goals of excellant
customer service. '

Identifles iocal court data entry conslstencles and inconsistencles which impact
_ availability of accurate and timely Information for caliers.

Trains and coaches new call center representatives and new court employees as
requested. : '

Enters data for call follow-up racording purposes

potentially sends witten correspondence via emal, fax o regular mall to courf users In
responsé to inquiries. '

Transcribes court orders at the clreuit court dictation center during non-peak call periods
when necessary. :

Exercises good judgment in the parfc'irmance of dufies.
Performs other duties as.assigned,

" DESIRABLE EDUGATION AND EXPERIENGE,
High School diploma, with five years experienq_;e‘ in court case processing.




Must have excelient interpersonal, listening and customer service skilis that support
effective telephons communication.

Musf have excellent problem analysis and problem solving skills.

Must possess thorotgh knowledge of colirt procedures, policies, court organization,
operations and functions in at least one division of the olrcult court and be able 10
trainfassist other Call Center Representatives in issues pertaining to that clrouit court

division.

Must be able to prepare call center training materials and publlc information matedals
relaled to a clreuit court division. . '

Must be able o express Ideas clearly and conalsaly, both orally and in writing.

Experience deallng offectively with gourt users, sometimes in diffleult situations, is
required.

Must be proficient In the use of the Odyssey case management system, and with .
accessing and directing callers to Information as needed from internet websltes.

Must have excellent organizational skilis with the ability to prioriiize and meet deadlines

sffectively.

Must dispiay time flexibility towards shifts as call center woikload requirements change.

Must use an effecilve approach to handie telephone tasks such as call transfers, call
backs, hold, interruptions and unintentional disconnects.

Biingual skills are beneficial.

SPECIAL REQUIREMENTS
Mus{ have a valld diiver's {icense.

Must successfully pass a criminal record check.

DISCLAIMER STATEMEN],
This posilion description represents general duties and s not Intended to list every specific

function of this position.
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State of New Hampshire,
PUBLIC EMPLOYEE LABOR RELATIONS BOARD

STATE EMPLOYEES ASSOCIATION OF N.H,
SEIU, LOCAL 1984

CASE NO, G-0102-1

. AND DPECISION NO. 2009-133

NEW HAMPSHIRE JUDICIAL BRANCH

CERTIFICATION OF REPRESENTATIVE AND ORDER TQ NEGOTIATE

Pursuant to the suthority vested in the Board by the Public Hmployee Labor Relations
Act, (RSA 273-A) and In accordance RSA 273-A:1, XIE 273.A:10, T%; and Pub 301,05, 1T 15
HEREBY CERTIFIED that the State Employees Association of N.H,, SEIU Local 1984 has been
designated and selected by a majority of the employees of the above named public employer, in
the unit described below, as-their representative for  purposes of eollective negotiatlons and

settiement of grievaiees.

UNIT: All full Bme Court Assistants (CGrades 1L, I and 1V), Courtroom Clerks, Case
Managérs; Service Ceuter Coordinators, Child_ Impact Speclalists, Family
Division Case Managers, Family Division Court Assistant Il and Family Dlvision
Court Assistant 11T employed by the New Hampshire Judicial Branch

* Further, TT 1S ORDERED that the above named public employer shall negotiate
collectively with the exclusive representative named herein on terms and conditions of

employment for the members of the bargaining unit, as herein described, and shall recognize the
right of such exclusive representative 1o represent employees in the settfement of grievances.

June 30, 2009,
) —
(h SAA et/ CSTA
Dofiglas L. J5gers 5.
Hearing Offiqer
Distribution:

Glean R, Milner, Esq.
Howard 1. Zibgl, Bsg.
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AMENDED CERTIFICATION

State of New Hampshire
PUBLIC EMPLOYEE LABOR RELATIONS BOARD

State Banployees Association of New 'I-Iampshire, SEIU Locsl 1984
C S ¥,
Now Humpshire Judisial Branch

. Case No, G-0102-2
Decigion No, 2011-096

CERTIRICATION OF REPRESENTATIVE AND ORDER TO NEGOTIATE

Pursuatt to RSA 273-A and PELRB Deoision. No, 2011095 granting the Association’s

petition for modification, the existing certification set forth In PELRB Deolsion No. 2009-133 1s
amended; and it is heroby certified that the State Employees® Association of NH, SEIU Local

1984 i the exolusive representative of the employees of the above named public employer, in the
unit described below, for purposes of collective negotiations and seitlement of griovances,

UNIT:  All full tirme and part time Court Assistants (Grades 11, Il and IV), Conrtroom Clerks,
Case Managers, Service Cepter Coordinators, Child Tmpact Specialists, Family
Division Case Managers, Family Division Court Assistant 1T, Family Division Court
Assistent T0,.and Juvenile fntake Officer employed by the New Hampshire Judicial

Branch.

Further, it is ordered that the above named public employet shall negofiate with the
exolusive roprebentative named herein ox terms and conditions of employment for the membets

" of the batgaining valt, as herein desciibed, and shall recognize the ight of such exclusive

representative fo ropresent omployess in the settlement of grievances,

“Kavina A, Mozgovaya, Es@) ¥
Staff Counsel/Hearing Officer

. Aptil 6, 2011 o : li 2 2 M/( :

Distribution:
John 8, Kxipski, Bsq,
Howsrd Zibel, Bsq.




. AMENDED CERTIFICATION

State of New Hampshire ‘
. “PUBLIC EMPLOYEE LABOR RELATIONS BOARD .
. State E;npléyees’ Associntion of New Hampshire, STIU Looal 1984
. v, ’ . e
New Hampshire Judicial Branch . '

Case No. G-0102-3
Deeision No, 2001-281

CRRTIFIGATION OF REPRESENTATIVE AND ORDER TONEGOTIATE

Pussuant to RSA 273-A and PELRB Decision No, 2011280 granting the Association’s
petition for modification, the existing certification set forfh in PELRB Decision No. 2011-096 is
amended; and it is hereby cextified that the State Employess’ Assoclation of NH, SEIU Logcal
1984 is the exclusive representative of the employees of the above named public emaployer, i, the
unit described below, for purposes of colleotive negotiations and settlement of grlovances,

UNIT: Al folf fime and part time Cowst Assistants (Grades 11, 100, and TV), Courfroom
Clerks; Case Managers, Servles Center Cootdinators, Child Impact Specialists,
Family Divislon Case Managers, Family Division Court Assistants [, Farnily
Dlyision Court Assistants X, Juvénile Intake Officers, Call Center Representatives 1,
* Call Centor Representafives TT, and Call Center Repregentatives 11,

Furthet, # i ordered that the above named public employer shall negotiate with the
exolusive representative named hetein on terms and conditions of employment for the members
of the bargaining upit, as hevein described, and shall recogtize the right of suoh exclusive
- reprosentative to reptesent employees inthe settlement of gricvances, ) .

Novetnber 9, 2011 o L

Yaring A, Mozgovays, B4 (J
Steff Counsol/Hearing Officer

Distribution:
John 8. Krupsld, Bsq. ]
Howard Zibel, Bsg. - ’ N .




State of New Hampshxre |
PUBLIC EMPLOYEE LABOR RELATIONS BOARD

State Employees Association, SBIU Local 1984 .
Case No. 5-0427

Pealitioner

and Diecision No, 2006-050

Administrative Office of the Courts

K K X R W X FE X K

" -Respondent

CERTIFICATION OF RBPRESENTATIVE AND ORDER TO NEGOTIATE,

Pursuant to the authority vested in the Board by the Public Employee Labor Relations
Adt, (RSA 273-A) and in accordance RSA 273-A:10 and Pub 303, IT IS HEREBY CERTIFIRD
that the State Employees Association, SBIU Local 1984, has been designated and selécted by a
majority of the employees of the above named public employer, in the unit described below, as
their representative for purposes of collective negotiations and settlement of grievances,

UNIT; .All full-time court monitors/assistants employed by the Judicial Branch. '. .

Further, IT IS ORDERED that the sbove named public employer shall negotiate
collectively with the exclusive representative named herein on tetms and conditions of
employment for the members of the bargaining unit, as hereln described, and shall recogmze the
nght of such exclusive representative to represent employees in the settiement of guevances‘

s §, et

DONALD B. MITCHELL, 750,
Executive Director

Signed this 20" day of March, 2006.

sttributxon Brad Asbury, Organizer SEIU Local 1984
Howard J. Zibel, Esq., General Counsel
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Donald D, Gonduow, Esq,

The State of Nefw %am;mh&a

ADMINISTRATIVE OFFICE OF THE COURTS

Two Charles Doe Drive
Concord, NH 03301
{603) 271-2521
Fax: (603) 513-5434
eMail acc@oouris.statenhng
*.- SFTY/TDD Relay: (800) 7352564

Director

. NH JUDICAL BRANCH
SUPPLEMENTAJL SICK LEAVE

Plan

The New Hampshire Judieial Branch hereby establishes a Supplomental Sick Leave Plan
(Plan) that allows court employees to donate sick leave to a contralized account for the use of court
smployees who have exhausted their own sick leave accounts,

Comunittee
m ni 1%

LN

The Judicial Branch acknowledges that there are mrcumstanoes in wlnoh court employef:s e

may be foreed fo utilize all aconmulated leave time as a result of sexfous or life-threatening lllnesses,
injuries, or impairments, For those clrcumstances, the Judioial Branch will allow a court employee
to apply to the Supplemental Sick Leave Committee (Committee) and, once approved, the
Committee will suthorize a tvansfor of sick leave from the Sick Leave Baik (Bank) to the sick leave

account of the employes.

The Cominittee shall be comprised of one representative cach from the Supreme Court,
Superior Court, Disttict Court, Probate Court, Family Division, and Administrative Office of the
Courts. The representative fiom (he Supreme Court shall be appointed by the Chief Justios; the
ropresentatives from the Supmior Court, the District Court, the Frobate Court, and Family Division
shall be appointed by the respective Administrative Judge; and the representative from the
Administrative Office of the Courts shall be appointed by the divector,

The members of the Committee shall appoint one member as a chairperson who shall gall,, ;
moetings when necessary. The naembers of the Comtittee shall serve one-ygat, terms and shall be il
eligible for reappointment by their administrative judge, The Manager of Gpetations-shall pr wd“e
staff to the Committee and shall not have vohng tights. L
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Donations to Slek Leavq Bank

Any non-judicial sourt employee may donate accurnulated sick Jeave to the Bank. The
employee’s intent to donate time from accumulated sick leave must be in writing and must identify
the number of hours the employee wishes to donate to the Bank. Once notified, the Manager of
Operations will compile a list of employees who wish to donate time, When the Commitiec has
approved an appHeation for sick loave, the Manager of Operations will contact the donor employses
to tnsuro that they ate still willing to donate time. When willingness is confitmed, Human Resouroes
will transfer time from the donating employee’s sick leave account to the Bank for use by the
seriously ill or injured employes,

o

Applicailon Process . l } ;}t :;s -

O

Court employees applying for sick leavo from the Bank may request no moye then 90 .f;f,‘ay‘é',_of
sick time in any one application, There is no limit on the mumber of times a court employee may .«
apply to the Committee for consideration,

. i
The administrative authority of the requesting employee will be asked if there are any special
cirenmstances or conditions that should be part of therequest, Additionally, the administrative
authority will be asked if there are any accommodations that would allow the employee to temain
working or retnm to work eartier, The administrative authority’s recommendation shall be made
known only to those who will act upon the request.

The employee’s physician or tnedical practitioner will be requived to fill out a form
providing information regarding the illness oz injury to the Committee. The employee’s request, the
administrative authority’s recomnmebdation, dnd the medical information will be forwaided fo the -

Comimittes, which will approve ot deny the request in whole or in part. S,
‘ . ) " :‘3._-; . :j':& I‘{ . Foy
The Manager of Operations shall transmit the Commiitec’s dgoision to the requesting}f: 'y
. I

WL

eraployee.

A subsequent request for additional sick leave fiom the Bank may be forwarded from the
court employee to the Manager of Operations stating the reason(s) for the request and the amount of.
additional sick leave requested following the same procedure as the initial request, "

The Applicatlon

The Application for Supplemental Sick Leave is a three-step prooess and includes three
founs:

The first step requires the conrt employse, or hisfher designse, 'to complete Part X of the
Application for Supplemental Sick Leave form . .

s v




The second step requires the administrative authonty, or his/her designes, fo complete
PartII of the Application for Supplemental Sick Leave, , _ R
' o

The third step requires the employee’s physiclan or medical pr actitioner to complete Part’”
I of the Application for Supplemental Sick Leave providing the Committee with Information -
regarding the medical condition of the requesting smployes, g

Conditions

The Comzmitiee shall conalider only those instances where the employee has a serfous or
life-threatening iliness, injury, impairment, or mental ot physical condition. The additional sick

leave required must be for a signiﬁcant perioci of time.

All court employees have a respons;bihty to pradently manage sick leave to provide for
coverage of ordinary illness and injury. The Commnittee may considor the past management of
sick leave lime by the requesting employee when evaluating the request.

A contt employee must exhaust, or expect fo exhanst, all paid leave.prior to recewmg
supplemental sick leave, Paid leave includes sick leave, anmal leave, administeative leave, bqus

days, and gompensatory time, : . &

v
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The court empioyee who will use ‘the supplemental sick lsave, or the enployes’s
designee, must complete the applioation, No thxrd party applications or recommendations will be”

considered.

Supplemental sick leave will only be granted for serious oy life-threatening illnesses,
injuries, impairments, or mental or physical conditions that have caused, or are likely to cayse,
the employes to take leave without pay, Supplementa] sick leave will not be granted for common._
or minor illnesses, injwies, impairments or physical or menial conditionss.

Rffective: Novembor 1, 2001 : R i
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