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This collective bargaining agreement is entered into by and belween Grafion
County and Teamsters Local #633, This agreemnent supersedes any conilicting
provisions of the Grafton County Handbook. To the extent that there are terms and
conditions of employment not covered by this agreement, applicable provisions of
the Grafion County Handbaok will still apply and govern those employees -
included in the bargaining wnit, per Article I -~ Recognition below:

ARTICLE 1 — RECOGNITION

1.1 Grafton County recognizes Teamsters Local #633 as the exclusive
bargaining representative in the context of NH RSA 273-A, as amended, for all
members of the barga:mng unit for the purposes of o llectwe negotiations and
setflesnent of grievaucos for the following positions: Civil Administative
Agsistant; Criminal Administrative Assistant; Deputy Sheriff; Detective; Detective
Sergeant; Dispatcher; Dispatch Supervisor; Lientonant; and Sergeant. The -
following positions are excluded from this agreement; Sheriff; Director of
Communications; Deputy Director of Communications; and Captain. Employees
on probationary status will be excluded from the bargaining ynit untﬂ they have
completed their probationary status,

1.2+ The County shall not enter into any agreement tegarding conditions of
employment with atry other organization or individual purporting to represent any
group of employees in the bargaining unit and shall not furnish any facilities or-
engage in any type of condnet which would fmply recognition of any other
organization or individwal other than the Teamsters as a representative of the
employees in the bargaining unit, It is specifically agreed by the pariies hereto that
any rights, duties, or authority existing by virtue of the New Hampshire Revised
Statutes Annotated or other law shall in no way be abridged or limited by any of
the provisions of this agreement, and to the extent that any provision of this
agreement is tnconsistent with such law, the provision of law shall prevail.

13 Asused in this agreement, “Union” shall mean Teamsters Local 633,
1.4 Asused in this agreement, “County” shall mean Grafton County and if

required by law, shall also mean the Shertff of Graftonn County, whichever is
appropriate or applicable,




ARTICLE 2 - EQUAL OPPORTUNITY EMPLOYER

2.1 Grafton County is ati equal opportanity employer and does not discriminate
in recrudtment, advertiging, hiring, layofis, terminations, promotions, transfers,
rates of pay, fiinge bsnefits, {raining, or other foxms of compensation on the basis
of race, color, national origin, age, gender, sexual orientation, gender identity,
marital stafus, veferan or military status, genetic information, physical or mental
disability, religion, religious creed or any other statns which is protected by

applicable law.

ARTICLE 3&)1&0@&1‘1015@11}( PERIOD

3.1 New hires will serve a probationaryperiod of one (1) year from their date of
hire by the County. Newly hired duly certified New Hampshire lnw enforcoment
officers and dispatch employees with previons experience may, at the discretion of
theSheifl or the Communications Director (as applmables), or thelr designee, have
their probationary p eriod rednood to no less than six (6) months from thelr date of
hire by the County.

3.2 Probationery employees’ service with the County may be terminated for any
law{nl reason, at any time; at the discretion of the County;; and neither the
torpinated emplnyaa naor the Union will have any recourse under the terms of this
agreement concerning any stch iermmatmn

ARTICLE 4 - MANAGEMENT RIGHTS

4,1 The management and direction of the workfores of the Grafton County
Sheriff’s Department is vested exclusively with the County, Consistent with the
provisions of NHRSA 273-A:1, except whers exprassly abridged by a specific
provision afthis agreement, the County retains the exclusive right to manage all
fimctions, programs and methods ofthe Sheriff’s Department, including the use
of technology, the Departmeni’s organizational structure, and the selection,
direction and number ofits personnel. This listing of management rights is not
intended to be exhanstive but merely illustrative. Furthermore, this lsting of
management rights is not intended to benor shall it be considered a restriction of
or a waiver of any of the rights of the County not listed and not specifically
surrendered in this agreement, it being understood and expressly agreed by the
Union thatthe County’s ability to manage and control its operations is limited

2




only 1o the extent that there is a provision of this agreement which expressly
limits 2 management right.

ARTICLE 5 - UNION RIGHTS

5.1 The Union ot committees of the Union shall be allowed to use adequate
space for meetings when such facilities are available and when such meetings
. would not conflict with the business of the Connty.

5.2 Wiih the prior approval of the Sheriff or the Communications Director (as

_ applicable), or their desxgrme which prior approval will not be unreasonably
withheld, representatives of the Union will be allowed to visit the work areas of
employees covered by this agreement during work hours, to confer on condittons
of emeployment. The Union understands that any such visitation is not to disrupt
work activity.

5.3 The County will prowcie a bulletin board(s) or adequate acoess to 2 bulletin
board(s) for posting notices relating to Union organizational and adminisirative
activities, The bulletin board(s) will be in area(s) of COTMINON use to the amployeess
covered by this agreement,

6.1 The County will deduct an amount of Union dues as certified by the Union

Secretacy/Treasnrer, from the pay of each member of the Union'who has sibmitted .

am individual written authorization for such deduction, If an employec does not
have sufficient pay owed o cover the amount ofthe Union dues, no such deduction
will be made by the County and it will be left o the Union to recover any dues
owed directly from the employee, ‘

6.2 The Union agrees to indemmify and to hold the County harmless from any
claims or liability atisitg out of its deduction of dues and payment of dues to the
U nmn .

6.3  FEmployees will be allowed to participate in credit union automatic
deductions, The County agrees to deduct for the Local Union’s Credit Union, and
amount, on a per pay period basis, authorized in wriling by the employee to be
remitied to the Credit Union. .




ARTICLE, 7 - HOURS OF WORK AND OVERTIME

7.1 For Civil Administeative Assistants, Crirninal Administrative Assistants, and
Dispatchers, the regular work schedule will consist of forty (40) hours per week.
Civil_Administrative Assistants, Criminal Administrative Assistants, and
Dispatchers will receive overtime compensation at the rate of one and one-half
(1.5) times their regular hourly rate oi pay for each hour worked over forty 40)
hours in a week.

7.2 For Deputies, the regular work schedule will consist of eighty-five (85)
hours every two {2) week period. In accordance with Section 7(k) of the Fair
Labor Standards Act, Deputies will receive overtime compensation at the rate of
one and ene-half (1 5) fimes their regular houly tate of pay for each hour worked
over elghty-five (85) hours in a two (2) week petiod.

7.3 Holidays and all propesly pre-scheduled use of Earned Time and Extended

Sick Leave will be considered hours worked when calculating ovettime
compensation, Other leave tims will not be considered hours worked when

caloulating overtime compensation.

7.4 No employee will be removed from duty dumxg a regular shift for the sole
purpose of reducing or offsetting overtime.

7.5 The County will provide as much notice as practicable when scheduling
otherwise unplanned overtime, For Deputies, all planned ov&rnme will be offered
on a rotating basis accmdmg to semonty

7.6 Fulldime employees who are called back to work without prior notice before
the start of theirnext scheduled shift will be paid for 2 minimum of three (3) hours
of work at the employee s regular base rate.

7.7 All special details must be authorized by the Sheriff, Employees working
special details will be guaranteed at least four (4) hours of work, at a rate of stity-
five dollars ($65.00) per hour. This hourly rate for special detall work will be
increased at the same time, by the same percentage, as any yearly cost of living
adjustrrents applied to wages under the terms of this agreernent. | '

7.8 Employees required to be on-call will be paid $3.00 per hour for each hour
spent in on-call status. If an employee who is on-call is called in to work, the
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ernployee will be paid for a minimum of thres (3) hours of work at the cmployee )
regular base rate of pay.

7.9 Employees will be allowed to swap shifts with the prior approval of the
Sheriff or Cummumcatmns Director (as applmble), ot their deqxgnea

7.10 Bach thlriy (30) day work schedule for Dlspatcher% will ba posted at least '
thirty (30) days prior to the start of that thirty (30) day period.

7.11 Unless a Dispatcher requests or specifically agrees to wotk a fum-around
shift, the County will make its best effort not to schedule Dispatchers for turn--
around shifis, o

ARTICLE 8 — EARNED TIME

8.1 Earned Time provides full-time and eligible pari-time employees with paid
time away from work fthat can be used for vacation, pemcnal time, illness, or time
off to care for dependents. Eamed Time must be scheduled in advance and have
supervisoty approval, except in the case of illness or emergency, All time away
from work will be deducted from an employee’s Bamed Time balance except for
County holidays and time off for jury duty, military duty, bereavement leave and/ur
FMLA leave, -

8.2 Inthe event of an emergency, the Sheriff or Communications Director, as
applicable, may cancel Eaned Time whcn unable to staff their department by other
MEeAns.

8.3  Full-time employees are eligible for Barned Time. Employees who are at
415 or 3/5 status shall be eligille for Rarned Time benefits at lower accrual rates,
on & pro-rated basis, '

8.4  Barmed Time begins aceruing on the first day of employment. Employees
mpy notuse Bamed Time until the first of the month after they have completed six
{6) months of employment. Employees may not take more than forty (40) -
consecitive hours of Barned Time until completion of one (1) year of employment.

8.5 Ifanemployee has no accrued Earned Time or is mehgnble: for Barned Time
and has time off due to illness or pre-approved vacation, the time oifis w1thoutpay
and is subject fo pre—appmval on 8 nase»by—case. basis,




8.6 If an employee is outof work for a full pay period without pay, there will be
no accrual of Barned Time.

8.7 Barned Time is paid at the employee’s cuurent base rate of pay, and it
includes 2nd and 3rd shift differentials if the employee is normally scheduled to
work 2nd or 3rd shifts. Weekend differential is notincluded in base rate of pay for
Earned Time purposes, :

8.8 Ifan employee’s status changes (e.g. per diem to full-time) and he/she has
completed thelr initial six (6) month waiting period, the employee’s Earned Time
benefits will begin aceruing immediately and the employee will be able to use the
Barned Time as it is acorued. However, the employee’s Anniversary Date for
benefit acemais will become the date their status change became effective and
there will be a full five (5) year waiting period before their acormal rafe increases.

8.9 TIf an employee haa exhansted histher accrued benefits they may be eligible
to receive donated time from other employees, If sn employee has exhausted all
accraed time, a coworker may xequest on the employee’s behalf, approval for
donated time. Requests must be submitted in writing to the Human Resources
Department. Donated hours are not guaranteed end will be considered on a cage-
by-case basis when exfreme and extenating circurastances exist.. This decision
will be at the sole diseretion of the Counly Adminisirator or the County
Administrator’s designee. If approved, employees may donate time to said
employee from their Eamed Time bank. If donated time is granted an employee
who is not eligible for FML.A may only receive a donation of up to five (5) days.
for their own iliness or family illness (as defined in the FMLA). Employess on
FMLA leave who have exhausted their aconmulated sick leave and earned time
may receive donated time only up to the number of hours they have remaining in
their FMLA entiflement. Farned fime may not be donated to probationary or per
diem employess, ‘

8.10 Earned Time will accumulate to three hundred nineteen (319) hours for full-
time Deputies; three hundred (300) hours for full-Hime Civil Administrative
Assistants, Criminal Administrative Assistants, and Dispatchers; two hundred forty
(240) hours for 4/5 employees; and one hundred eighty (180) howrs for 3/5
employees.

8.11 Employees are permiited to exchange & maximum of forty (40) hours of
Harned Time for forty (40) hours of pay, caloulated at base rate, on the first payroll
in June and another forty (40) hours on the first payroll in December, Employees
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must have used o minfmum ofeighty (80) hours of pre-approved scheduled Earned
Time during the year (April to April) preceding (call outs, unscheduled Barned -
Time, FMLA and Holiday time shall not count towards the eighty (80) howrs) and a
mininmum of one hundred sixty (160) howrs must remain in the Barned Time
account, If extreme circumstances arise that prohibit an employee from taking
Barned Time that has been previously approved by a Department Head may
approve the time an employee is called back from previously approved leave
towards the eighty (80) hours. Request forms for the buy-~back may be obtained

~ from the Human Resources Office and must be snbmitted 1o the Human Resources

Office no later than May10 for the Jime buy-back and November 10 for the
December buy-b ack.

8.12 Eamed Time will be vsed for personal or family illness or accident, or for
vacation and/or personal reasons, The taking of Barned Time for vacation and/or
personal reasons must be scheduled in advance with the approval of the
employee’s Supervisor, excepl in an emergency. ‘When an employee is unable to
report for a shift due to personal or family illness, he/she will give at least two (2)
hours® notice, except in extreme and unforeseeable circumstances, to their |
Supervisor or the Diﬁpatmher in Charge prior to-the commencement of their shift.

8,13 Han emaployeeis ona pre~schedulcd vacatmn and becomes ilf ot has a death

of an immediate family member, the pre-scheduled vacation time must be wsed
before using other types of leave. If, in advance, an employf:e picles up an extra.

shift and/or fills a need on the schedule the same day they are scheduled for a pre- -

approved Bamned Time day, he/she will not be paid for both. The scheduled Famed
Time W111 remain in the Earned Time bank for use at another tlme

8.14 ForFMILA, medical iliness, or injury of three (3) consacuhve days or more,
or maternity leave of absences, the County has additional specific procedures on
usmg Baraed Time that the employee must i‘ullow

8.15 Famed Time combines traditional vacation, personal, and sick benefits into
one bank of Harned Time hours, Earned Time is accrued per year from the
employee’s Anniversdry Date for all hourly employess in accordance with the
schedule listed below. Atthe end of each five (5) year petiod the inorease in Earned
Time days for the next five (5) year period is added to the employee’s cnrrent
Harned Timo bank in & Jump sum and thé accrual raie inoreases to the new ,
rate. Bmployees should always be aware of their Earned Time balance to avoid
reaching maximum accrual amounts. Employees can check fheir Earned Time




balanee by reviewing the time on their pay stnbs or hy Iaggmg into 1helr UKG

account.
YEARS DEPUTIES DISPATCHERS, 4!5 STATUS .3/5 STATUS
L CIVILASSISTANTS, o :
AND CRIMINAL
_ ASSISTANTS

[-5 Famed Tie Earned Time Barned Time - |~ Barned Time
21 days/178.5 hrs. | 21 days/168 us, 17 days/136 fws. | 13 days/104 hxs.
6.87/pay period 6.47/pay period 5.23/pay period | 4.00/pay period

6-10 | Eamed Time Earned Time Earned Time Barned Time
26 days/221 hes, | 26 days/208 hrs. 21 days/168 hs, 16 days/128 hrs.
B.5/pay period |  8.00/pay petiod | 6. 4’?fpay period 4.93/pay period

i1-15| EBamed Time Barned Time Earped Time Harned Time
31 days/263.5 us. | 31 days/248 hts, 25 days/200 brs. | 19 days/1:52 hrs.
10.13/pay period |  9.54/pay period | 7.70/pay period 5.85/pay period

16-20| FEamedTime |  EamedTine Earned Tims;s Eurned Time
33 days/280.5 hus. | 33 days/264 his. 26 days/208 hrs, 20 days/160 hrs,
10.79/pay period |  10.16/pay period 8.00/pay period 6. lﬁ/pay period

20+ | | Bamed Time Barned Time “Barned Time Earned Time
35 days/297.5 hus, | 35 days/280 his. 28 days/224 hrs. 21 days/168 hrs,
11.45/pay perlod | 10.77/pay pexiod 8.62/pay period 6.47/pay period

Maximum accrual 365 hours for Depntws, 350 hours for Dispatchers/Civil
Assistants/Criminal Assistants, 280 hours for 4/5 employees, and 210 hours

for 3/5 employees,

8.16 Upon resignation in good stending (with two (2) wecks written notice and
not as a resuli of dxscxphnmy action), and having completed one (1) year of
service, an employee 1§ eligible to receive a lump-sum payment of all unused,
acoroed Earned Time at the current base rate of pay, excludmg any shift
differentials or ofher types of wages. This payment is paid to the employee with
their flnal paycheck.




8,17 Upon retirement, under New Hanpshire Retirement Systen, guidalines or at
age 65, an entployes is eligible to receive a lump-sum payment of all unused,
accrued Barned Time at their current base rate of pay.

8.18 Earned Tine abuse is based on, but not limited to, a track record of -
excessive use and unexcused absenteeistn, repeated use with days off, holidays,
vacation, efe, Abuse of privileges is subject to warning and other appropriate
disciplinary action. The Sheriff or the Communications Director, as applicable,
may deny pay for unwarranted wse of Eammed Time where a pattern of abuse is
prevalent,

8.19 Ian employee is detormined o Iﬁlava abused Earned Time, a waming may
be Issued 1mmcdiatc1y If the abuse is not correvted, the employee will be. subyact
to suspension end/or involuntary termination of employment,

é&TIQI;E 9. EXTENDLI) MIIDICAL LEA}{

9.1 Eanded Medmal Leave is a hank of time full-time and eligible part-time
employees accrne and are authorized to use only for qualifying medical reasons —
Family and Medical leaves, maternity leaves, personal medical leave, wortker's
compensation. leave, Extended medical leave may also be utilized after three (3)
days, with a doctor’s nofe, if the leave is longer than three (3) days but does not
qualify for FMLA or personal medical leave. .

9.2 Full-time Deputies will accrue ten (10) days of Extended Medical Leave per
year - 3.27 hours pert pay petiod, Full-time Dispatchers, Civil Administrative
Assistants, and Criminal Administrative Assistants will accrue ten (10) days of
Extended Medical Leave per year - 3,08 hours per pay period. Hours for part-time
staff' are pro-rated as follows: 4/5 staff acerue sight (8) days of Extended Medical
Leave per veat - 2,46 hours per pay period; and 3/5 staff accre six (6) days of
Extended Medical Leave per year ~ 1,85 hours per pay petiod.

9.3  Extended Medical Leave will accunmlate to six hundred fcrty (640) hours
for finll-time employees; five hundred twelve (512) hours for 4/5 employees; three
himdred eighty-four (384) hours for 3/5 employees.

94  Accruals begin on first day of employment but will not be available for use
until the first of the month after the employee has completed six {6) months of
employment, » - :




9,5 Ifanemployeeis outof work for a full pay period without pay, there wzll be
no acerual for Extended Medical Leave acerued for that period,

9.6 Upon resignation in good standing (with two (2) weeks written notice and
not as a result of disciplinary action) howly employess are eligible to receive
payment of up to 1/4 the number of days remaining in histher Extended Medical
Leuve Bank ‘at the current base rate of pay, excluding any shift differentials or
other fypes of wages, not to exceed sixteen (1 6) dayb This payment is paid to the
employee with their final paycheck. | .

9.7 Uponretirement, under New Hamxpshire Retirement System guidelines or at
age sixty-five (65), an eligible employwa it also eligible to raceive payment of up

_ 10 1/3 the number of days remammg in his/her Extended Medmal Le.ava Bank as
follows: .

- 0-9 years of service, not to exceed twenty (20) days; and
“ 10 or more years of service, noi io exceed twenty-seven (27) days

ARTICLE 10— HOLIDAYS
10.1 The follmw.ing are the official holidays recognized by the County:

«  New Year’s Day
-~ Civil Rights Day
- Presidents Day
~  Memorial Day
~  Juneteenth
- Independence Day
- = Labor Day
-« Columbus Day.
- Veterans Day
- Election Day*® (even years only)
~ - Thanksgiving Day
~ Day after Thanksgiving Day
- Christimas

10.2 Holiday pay shall be paid to all employees according to the following sub-
sections, To be eligible for holiday pay, an employee must have worked the last full
scheduled day before and the last full scheduled day after the holiday unless on
pre-approved, pre-scheduled time off, or at the discretion of the department head
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uponreview of the individual circumstance (documentation may be required). Any
call outsituation, exceptthe above, will void holiday pay, Ifthe employee was off
on the holiday, carned time will be substijuted for holiday pay. If there is no
earned time available, the day is without pay.

10.2.1 Holiday pay will be paid at the employee’s regular rate (base)
plus applicable differentials for their regularly scheduled hours for that day.

1022 When g holiday falls onan employee’s regulariy scheduled day
off the employee will be paid an additional day’s pay, for their regularly scheduled
hours for that day, at the employee’s regular rate plus applicable shift dﬂferentmls
These holiday hours do not count towards cveﬂune |

10,23 ‘When an employeeis regularly scheduled fo work on a holiday,
the employee shall receive payment for the holiday at the regular rate plus
applivable differentials and, in addition, shall be paid at the straight time rate for
hours wotked on the holiday. Thanksgiving and Christmas holidays are paid at

time and one-half,

10.3 Election Day (even years only) will be a floating hlollday- If an employee
works on Election Day, their work hours will be antomatically rolled over into their
Barmed Time Bank. ‘ :

10.4 Ifa Imhday falls on an employee’s approved pa;d leave, the holiday will not
be charged against the employee’s leave. This provision does not include FMLA
leave.

10.5 Employees shall observe the holiday on the actual calendar holiday, If the
holiday falls on a Saturday, it shall be observed on Friday, If the holiday fulls on a
Sunday, it shall be abserved on Monday for those employees who wotk a Monday
through Friday schedule,

10.6 Whena shift bridges two calendar days, one of which is a holiday, the actual

howrs worked on the acinal calendar holiday will be recognized for the holiday
outlined in 10.2.3,
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ARTICLE 11 . BEREAVEMENT LEAVE/FMLA AND
RNITY LEAVE/MILITARY LEAVE

11.1 BEREAVEMENT LEAVE

11.1.1 Employees are entitled to five (5) days of bereavement leave for
the death of a spouse/domestic partner, parent (step) ot child (step).

11.1.2 Employees are entitled to. three (3) days of bereavement Jeave
for the death of an “Immediate family member.” Immediate family member is
- defined as a sibling {step), son-in-law, daughter-in-law, legal guardiam,
grandparent, great-grandparsnt, grandchild, sister-in-law, brother-in-law,
spouse/domestic partner’s parent, and spouse/domestic partner’s grandparent.

11.1.3 Bereavement leave must be approved by the Shetiff or
Communications Director (as apphcabie), or their designes. Such approval will
not be unreasonably withheld.

11.2 FMLA AND MATGRNITY LEAVE

The parties agree io follow the County’s policy on leave under the Family and
Medical Leave Act (“FMLA”), in compliance with the FMLA.

The partics agree to follow the County’s policy on Maternity Leave, in compliance
with NH RSA 354-A~7. ¥ the employes is eligible for leave under the FMLA,
time off may be taken consistent with the County’s FMLA Policy.

113 MILITARY LEAVE

The parties agree to follow the County’s pelicy on Military Leave, in compliance
with the provisions of the Uniformed Services Employment and Reemployment
Rights Act *TISERRA™).

ARTICLE 12— WAGES

12.1 Effective upon the final exeoution of this agreement, the wage schedule
attached in Appendix A willbe implemented. Current employees only will receive
this wage increase refroactive to July 1, 2025, to be paid in a separate payroll
check.
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OnJuly 1, 2026 and July 1, 2027, a COLA percentage increase will be applied to
all base wage schedules. The COLA percentage increase will be the ten-year
rolling average of the annunal CPI-1J for Boston-Cambridge-Newton, MA-NH - all
items index as compuied by the Bureau of Labor Btatistics of the U.S. Department
of Laborfor Novemberto November. Thereforence baseis 1982-1984 equals 100
until the BLS updaies the reference base at which time the parties agree to adopt -
the official reference based as wsed by the BLS. Purther, these July 1, 2026 and
July 1, 2027 COLA. percentage increases will have a floor of 2.0% and cap of
4,0%,

Collective bargaining unit members will be eligible to receive step inctenses on
their anniversary dates during both FY 2027 (July 1, 2026 to Jume 30, 2027) and
FY 2028 (uly 1, 2026 to June 30, 2027). |

12.2 Employees hired by (h'aﬁ:on Couaty prior to September 7, 2010, will be
paid, in addition to their normal wages, an annual longeyity bonus in the amount of
$100,00, plus an additional $100.00 for each subsequent year of continuous fill-
time service with Grafton Comnty.

12.3 Employees hired by Grafton. County afier September 7, 2010, who have
oompleted five (5) years of continuous fiull-time service with Grafion County s of
November30, will be paid, in addition to their noral wages, an annusl longevity
bonus based on the following schedule:

.x. LARS 0]3‘ SERVICE . BONUS AMOUNT
59 ' $300.00
10-14 $400.00
- 15-19  $500.00
20-24 875000
25+ $1,000.00 -

12.4 The longevity bonus will be paid on or before December 31 of each year,

12.5 Eligible employees will be paid a pro-ated 110fticm ofthe longevitjrbonus at

the time of their separation from employment with the County, provided that the -

separation from employment is not a termination for cause; provided that the
employee is in good standmg at the time of separation from employment; and
provided that the employes gives at least two (2) weeks advance written. notice of
sepatation from employment if the employee is the patty initiating separation.

13




12,6 The caleulation of Years of Sel"vice will be based on the smployee’s date of
cmployment not the eroployee’s job anniversm*y date.

127 In the.-. evontofa rehire, the employes’s previous tenure with the County will
not count in the calevlation of Years of Serwce

ARTICLE 13 — JINSUE

13.1 HEALTH INSURANCE

13.1.1 All fulltime employees covered by this agt‘emﬁent will be
provided with health insurance coverage for themselves, their spouses, and their
dependents through the Allegiant Care OAP 1 plan.

13.1.2 ~ Health insurance coverage will take effect the first day of the
month after the employee’s date of hire,

13.1.3 Palt«tﬂnehenbﬁtted employees (fhose who are guaranteed a 3/5
schedule) may elect insurance coverage but will bear Lhe Full cost of such
coverage, _ _

For ﬁ111~t1ma emp Ia'yees, effective July 1, 2025 thruugl"l Tune 30, 2026, the
County will pay 80% of the total 2026 health insurance:premium for the health
msurance coverage elected by the employee under the Allegiant Care Plan and the
employee will pay 20% ofthe total 2026 health insurance premium for the health
insurance coverage elected by the employee under the Allegiant Care Plan.

For fuli~time employees, effective July 1, 2026 through June 30, 2027, the
County will pay 80% of the total 2027 health insurance premivm for the health
insurance coverage elected by the employee underthe Allegiant Care Plan and the
emp loyee will pay the remaining 20% of the total 2027 health insurance premium
for the health insurance coverage elected by the emp_loyee under the Allegiant Care
Plan provided that thetotal 2027 health insurance premimmn does not increase more
than 10% over the total 2026 health insurance premium, If the total 2027 health
msumncepremunn increases morethan 10% over the total 2026 health inswrance
premium, the County’s coniribution will be capped at and will not exceed an
amountequal to 80% ofthe of the total 2026 health ingurance premium plus any
increaseup to, but no more than, a 10% increase firom the County’s 2026 premium
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health insurance comrlbutian, and the employee will pay the entlre remaining
balance.

For full-time employees, effective July 1, 2027 through June 30, 2028, the
County will pay 80% of the fotal 2028 health insurance preminm for the health
insurance coverage elected by the employeaunderthe Allegiant Care Plan and the
employeewill pay the remaining 20% of thetotal 2028 healih ingurance premivin
for the health insurance coverage elected by the employeeunder the Allﬁgmnt Care
Plan provided that the total 2028 health insurance premium does netincrease more
than 10% over thetotal 2027 health insurance premivm. If the total 2028 health
insurancepremiom increases morethan 10% over the total 2027 health ingurance
premium, the Couaty’s contribution will be capped at and will not exceed an -
amount equal to 80% ofthe of the total 2027 health msurance premium plus any
increageup to, butno morethan, a 10% increase from the Connty*s 2027 premlum
bealth insurance contribution, and the employee will pay the entn e wmammg

balance,

13,14 If'an employee is covered by a group health insurance plan
other than a plan provided by the County and therefors opts out of the health
insurance offered under the terms of this agreement, the smployee will receive an
annual opt-out stipend o£$1,800. Tobeeligible to receive this opt-out stipend, the
emp‘loyw st provide the County with proof of coverage by a group health
insurance plan other than a plan provided by the County.

13.1.5 Retiree Coverage: Once an employes retires and is at least 65
yveas of age, {he retiree must convert to the Supplemental Medicare Plan offered .
by Allegiant Healthcare, Retirees should contact Allegiant Hf:all,hcart: at 1~800-
258-9732,

13.1.5.2  Employees hired priorto 6/30/2009 and have complefed
ten (10) years or more of continuous full-time service dmmg which the employee
was eligible for County-paid medical benefits may receive County-paid medical
benefits up on reurement at age 62 or thereafier.

13, 1 55 Bmployees hired on or after 6/30/2009 and have
comp leted twenty (20) years or more of contirtuous full-time serviee during which
the employee was eligible for County-paid medical benefits may receive County-
paid medical benefits upon retivement at age 62 or thereafter.

13.1.5.¢ Emp loyees who have completed thirty (30) or more years
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of continpous full-time service during which the employee was eligible for
County-paid medical benefits may receive County—paad miedical benefits upon

retlrement at aga 60 or thereai’cer

~ 13.1.5.d . The County will pay 100% for mume only, as it applies
in 13 1.5.a,b,orc. At age 65 it is mandatory for the retiree to enroll in Medicare,

Per Allegiant Healthears, Medicare retiree plans are smgla tiet cmly and -
depﬂndentq cannot be covered .

13.1.5.¢ iroup 1 categm*y emplnyees who retn'e through the NH

Retirement System may be entitled, if they meet specific oriteria as set by the NH
Retirement System, 1o receive a medical subsidy toward their health insurance,
Determination for the medical subsidy is made by the NH Retirement System.

13.2 DENTAL/VISION INSURANCE

1321  All fulltime employees covered by this agreement will be
offered dental and vision insurance coverage for themselves, their spouses, and
dependents, through Allegiant Care.

13.2.2 Coverage talms offect the first day of the month after the
employee’s date of hire, : .

1323 The employee will contribute 100% of the cost of the tovel of
dental and vision covaragc, selected by the emp loyee.

13.3 LIFE INSURANCE

- 13.3.1 All full-time employees covered by this agreement will be
provided with term life insurance coverage for themselves in the amount of
$50,000, through Allegiant Care. :

13.32 For full-time emp loyees, the County will contribute 80% of the

premium cost ofthe life insurancepolicy, andthe employee will contribute 20% of
the premium cost of the life insurance policy.
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ARTICLE 14 - PROMOTIONS AND/OR' RANSFF

14,1 Pmmotions and/orimn:fers ofall persolmel in the bargaining unit Wlll be on
the following terms:

14.1.1 - When an open position ocours, the County will have the sole
discretion to determing whether to fill the open, position, and the sole dlsmanon 10
determine the: quahﬁoatmns for the open position.

14,12 Tf' the County determines that an open position will be filled by
a permaneént employee, the County will post a written notice deseribing the open
position; the rate of pay; the qualifications required; and the normal working houss.
This written notioe wilt retnain posted for at least five (5) days. All employecs in
the bargaining vnit will be eligible to indicate their interest in filling the open
position,

14.1.3 After the closing date for applications, or after the posting
period of five (5) days, whichever is longer, the County will conduct whatever
process it deems appropriateto determine the bast qualified candidate for the open
position, :

1414 If the County detarmmcs that two (2) Q1 Iore lntamal
candidates are the best qualified for the open position, and if the County
determines that these two (2) or more internal candidates are also equally qualified
for the open position, the County will offer, the open position to the internal
candidate who has the most seniority with the County.

- 14,15 Ifan employee transfers to a position in the same labor grade,
the employee will maintain the same step and rate of pay.

14,16 Ifan employee transfers oris. pmmoted to a positionin a hagher
labor gxade, ihe employes will be placed on the step in the new labor grade that is
closest to what the employee is currently being paid, provided this new atep aiso
results in an increasedn pay. The County also has the discretion to add one (1)
additional step af the titne of transfer or promotion,

14,17 An employee who transfets or is promoted will retain the same
anmverbary date for the purposes of step increases, However, if an employee who
is transferred or promoted has an anniversary date that falls during their triat
petiod, as defined in 14.1.8 below, the employee will not be eligible for the siep
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increase until the trial period is completed. Onee the trial period is completed, if
the employee Is otherwise eligible for the step increase bused on satisfactory
performance, the employee will receive the step increase retroactive to the first full
pay petiod in the month of the employee’s anniversary date, :

. 1418 . Ifan employee fransfers or is promoted, the employee will have
a twelve (12) month trial period in their new position. During this trial period, the
County may transfer the employee back to their former position if the standards of
the position have not been met. Further, the employee may choose to retum to
their former position during fhis trial period if the employee’s former position
remaing open, unfilled; and available as o posxtion that the County intends o reﬂll
with a pmnanent employee.

15.1 For purposes of this provision, senjority is défined as an employee’s length
of continwous service (pro-rated for part-time service) with: the Sheriff’s Ofice,

152 Tn the event of a return to work after a layoff, the returnimg emﬁluyee will
retain the seniority fhat he/she acerned prior to the layoff but will ot be credifed
with any additional time served during the period of the layoff,

15,3 Tnthe event of a réturn o work afler any other break in service, theretnning
employee will lose the seniority that he/she acerned prior 1o the break In service
and will not be credited with any additional time served during the period of the
break in service, : .

15.4 When implementing z layoff, the employer will statt by laying off part-time
employees in the atfected job classification, Ifadditional layoifs are still
necessary, the employer will la'y off full-time employees in the affected job
clagsification by seniority, meaning fidl-time employees wrrh the least amount of
geniority will be laid Off first,

15.5 The employer wﬂl provide at least iomteen (14) days wnttan notice to
affected employees of any layoff.

15.6 If, within eighwen (18) months of a layoff in an affected job classification,
the employer engages in rehiting in that same job classification, the employer will
attempt to recall, in writing by certified mail, available laid off employees in
reverse order of senjorily, meaning laid off former full-time employees who had
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the most accrued seniority at the time of their layoff will be recalled first, To be
eligible for recall pursuant fo this provision, an employee must maintain, in good
standing, all certifications necessary to perform their Job or be able {o pursue
recertification as expedumusly g8 possible,

ARLIQLE 16— DI“;CIPLINARY ACTIUN

16.1 Disciplma;ty sotion w111 be for gust Ccanse.

16.2 Disciplinary action will be taken Withinl a reasonable time after the alleged
violation of established workuplmzc rules and/or work-place misconduct,

16.3 ‘The County will angage in pro gmssiva dmcnplme, the steps of Whmh will
typically include: , -

- Documenic..d verbal wammg '
- Written warnmg/Admmlstratwe letter of reprimand -
w. Suspension
- Dermotion
- Dismissal

The parties agree that depen ding on the seriousness of the miseonduct, the County

may, at its discretion, skip any of these steps. | . .

16.4 Reasonable efforts will be made to issue discipline in a confidential setting,

16.5 Employees have the right to réquest Union representation. during any
investigatory interview and during any meefing at which discipline is issued.

16.6 Disdipliﬁary documentation will be maintained in an ernplﬁyae’s personnel
file,

16.7 Documented verbal warnings will not be considered in determining fiutare
discipline afler one (1) year, provided thete have been no similar infractions duting
that one (1) year period. Written warnings will not be considered in detetmiining
foture discipline after two (2) yeats, provided there have been no similar
infractions during that two (2) year period. Suspensions and/or demotions will not
be considersd in determining future discipline after three (3) years, provided there
have been no similar infractions during that three (3) year. Nothing in. this

provision will affect any external reporting obligations that the Sheriff may have. |
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16.8 Ifan eraployse is placed on administrative leave pending an internal .
investigation into allegations of violation of established work-place roles and/or -
work-place misconduct, the employes will continue to receive their regular base -
pay and employment benedits during any such period of administrative leave,

ARTICLE 17 - GRIEVANCE I’RQCFDURE

17.1 The purpose of this article is to provlde a mumally accepiable procedure for
resolving disputes 1nvolv111g t‘ne mterpretanon or applwatlon of any provwmn of

this agreement.

17.2 Htis intended thet the procedurss outlined in this article will facilifate the
resolution of any grievance at the lowest possible level, and the County and fire
Union agree to work togother ioward this end. Accordingly, nothing in this acticle
will be interpreted as preventing or discouraging any employee and/or the Shop
Steward from disnuﬁsmg any disputed matfer in an infornal manner with their
immediate supervisor. Such discussion will not intecfere Wlth the right to seek
resolution through the grievance procedure. . .

173 Asused in this article, “working days” shall mean wealcda,?s (Monday-—
Friday) and shall exclude Satorday and Sunday anci any heliday recogmzad in this
Agreement,

174 Time Hinits may be exiended by mutual agresment between thie County and
the Union. Ifthe County fails to act in accordance with the applicable steps below,
the Union will have the right to proceed to the next step in the pmcedure

17.5 Grievances bmught by members of the bargmnmg umt will proceed as
follows: :

17.5.1 Step #1: To initiate a grievance, a written statement of the
grievance must be submifted to the Sherlff or Communications Director (as
applicable) for consideration. A grievance will list the alleged violation; the date
of the alleged violation or the date the grievant first knew about the alleged
violation; the specific contract provision alléged to have been violated; and the
specific relief requested, The grievance must be submitted within ten (10) working
days from the date ofthe alleged violation or the date the grievant first knew abont
the alleged violation, Upon receipt of the grievance, the Sheriff o
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Communications Director (as applicable) will meet with the grievant, Shop
Steward, and/or Union representative within five (8) working days to listen to the
Union’s argiument(s) as to the basis for the grievance, The Sherlff or
Communications Director (as applicable) will issue 4 written decision on the
grievance within ten (10) working days afier this meeting, .

175.2 Step #2: If the grievance i3 not resolved at Step #1, the Union
may request in writing a hearing with the County Commissioners within five (5)
working days after receipt of the Step #1 decision. The Commissioners will
schedule a hearing to be held within fifieen (15) working days of the Union's
request. The Commissioners will issue a written decision within ten (10) working
days of the hearing.

1753 . Step #3: If the prievance is not resolved at Step #2, the Union
will give written notice to the County of its intont to move the grievance fo -
arbifration, within fifteen (15) days of receipt of the Step #2 decision. The matter
will be submitted to arbitration before an Arbitrator selected according fo the rules
of the NH PELRB. The parties agree that the jurisdiction and authority of the
arbitrator and their opinions as expressed will be confined exclusively to the
interpretation of this Agreement, The arbitrator will not have the authority to add
to, subtract from, alier, amend, or modify any provigion of this Agreement or
impose any limitation or obligation not specifically provided for under the terms of
this Agreement,

1754 The atbitrator’s fees/costs will be shared equally by the parties.

17.5.5. Rither party may appeal the arbitrator’s decision in accordance
with the provisions of NH RSA 542, : .

ARTICLE. 18 - UNIFORMS/EQUIPMENT

18.1 The Coumty will provide all bargaining wnit members with all
uniform/equipment ifems necessary to perform thair jobs, For Deputies, this will

~ include up fo one (1) pair of boots per year. For Dispatchers, this will include
continuation of the County’s practice of providing County “polo shirts.”

18.2 The County will timely repazr or replaca uniform/equipment items that ave
damaged or that wear out in fhe regular conrse of duty.
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19.1 It shall be considered titne worked when an employee is subpoenaed to-
appear before a court, public body, or commission on behalfof the County or when
appearing as a witness for the County. Employees performing said services on
behalfof the County on their regularly scheduled day offwill be paid for all hours
worked, with a minimum of three (3) hours at the employee’s base rate of pey.
Any compensation paid to the employes by said court, public body, or commission
shall be surrendered to the County within seven (7) days of receipt by the
smployee,

19.2  An employee called fo serve on a County, state, or federal jury must give
advance notice of the need for time off for jury duty. A.copy of the stmmons muost
accompany the request, Employees must request from the court a certificate of
juror’s attendance stating the dates the employee served as a juror and the amounts
that will be paid to the employee. Absences for j Juxy duty are not counted as hours
wotked and, therefore, do not count toward overtime. The employee ghall be
reimbursed at the employee’sregular rate of pay. Any per diem juror’s fee for any
day the employee is scheduled to work shall be turned over to the County within
sevetl (7) days of receipt, The employee refains any mileage fee from the coust.
HEmployees are expected to report for work when not needed for jury duty.

ARTICLE 2(

20.1 I any provision of this agreoment at any time afler execution shall be
declared invalid by any court of competent jurisdiction, or abrogated by law, sach
decision shall not invalidate the entire agreement, it being the expressed intention
of the parties hereto that all other prowsmn not declarﬁd invalid shall remain i full

force and effect.

ARTICLE 21 — SHIF ;-,‘_,_j FFERENTIALS AHD STIPENDS

21,1 The County will continue to pay the shift differentials listed in Appendix A
to the County’s Employee Handbook, Shift differentials will be added to the
etiployee’s base rate. A minimum of one (1) hour of work time by the employee
during work time that entafls a shift differential is required to receive the shift
differential for the time worked in the shift difforential period. AII hours worked
on the weekend will receive a shift differential.

22




21.2 Daylight Savings: Empioyees will be paid for actual howrs bvorked on the
H1:00 PM to 7:00 AM and midnight to 8:00 AM shifis covering devlight savings
hour changss.

213 The County will pay an annual stipend of five hundred dollars ($500.00) to
swori persounel who complete physical fitness testing and score n at least the 507
Percentile of the Cooper Standards, The County and the Unlon will work together

to schedule annuel physioal fitness testing.

This agreement is hereby entared into this 13% day of February, 2026, and wilt
roriain in firll force and effect vl Juno 30, 2028,




firafton Connty

P

APPENDIX A

Cht Administrative Asst,
Criminal Administrative Asgt

i

Wage Scale
Effective June 15, 2625 )

Step i Stenfd  StepS  Step6& Step? StepS Stepld Stenil

3255 $25.209 53703 8837 835,11 120 54224 34351
D Feenant _ ,
Cperations fieutenant :

mwa.am‘ - 43283 . 3337 B3 53557 $37.57 58B5%T 53955
Detective Sergeant | |

3888 $31.38 S$32327 $333F $Ba.0m $35.87 5387F S37.87
Cornmnicati -Oﬂhm‘umﬁmmﬂmmcw. .

$27.41 Z3n08 .mwa.w.u. Si8p 53255 $3826 33513 53638
Deputy SherfF ,

- 52398 §25.18  £2592 $EEE S284m $2%29 33063 43155
$21.51 £23.62 S2433  sEmps SESTS $2735  §27.86  %2E5E
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Appondix T8
FISCAL YEAR 2026 HEALTIN DENTAL, AND VISION, COSTS
Deducted from 24 pay periods. not trlen 3% pay eheel of 9 mongl if applloahln

Wiilen-insurincegpropiiums forFisoal Yea 2026 are as follows for alf employoos u 3/5, 4/5 vx full-time stiuss

Employes $3.07 por puyroft
Emnployee & Epouse $6.26 por payrol
Bmployee & Child(ren) $5.43 per poyroll
Family $8.15 pre payroll

Dentul insutaedipéaniiuns for Bischl Yoar 2026 are as follows for all smployess in 3/5, 4/5 or tull-tme atte:

Bingle $23.43 perpaywoll
Employes & Sponse/civil union pariner  § 48,74 parpayroll
Employee & Child{ren) 5 5157 perpayroll
Fumlly $71.35 perpayroll

Henlﬂﬂgsl_l_nmég_.nﬁmiqnw Jor :_Fi,suiil“‘ﬁeax: 2076 ere as follows for Null-tinte employ pes:

Coniributlons are 20% of iofal promiuvm

Singln Plen $107.10 pet payroll
Bmployeo nind Spouse $234.10 per payroll
Employas apd Child $174.20 perpayroll
Family Plan $289,70 per payroil




