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ARnCLE  ONE
Purpose

Tl'ie objectives  to this Agreement  are tlie promotion  of  harmonious  and cooperative
relations  between  tlie City,  tlie Union  and members  thereof;  and llie establishn'ient  of  an
equitable  and peaceful  procedure  for  tlie resolution  of  differences  arising  between  tl'iem
concerning  wages,  hours and otlier  conditions  of  employment  other  than managerial  policy
witliin  tlie exclusive  prerogative  of  tlie public  employer  as defined  in RSA  273-A.  This
statement  of  purpose  shall  not be subject  to the grievance  and arbitration  provisions  of  this
Agreement.

ARTICLE  TWO

Recognition

2.1 The City  liereby  recognizes  Teamsters  I,ocal  633 of  New  I-Iampsliire,  hereinafter,  the
"Union",  as the exclusive  representatiye  of  the bargaining  unit  for  tlie purpose  of  collectiye
bargaining  with  respect  to wages, hocirs ai'id otlier  terms and conditions  of  employment  other
than managerial  policy  within  the exclusive  prerogative  of  the public  en'iployer  as specified  in
RSA  273-A:1,  XI.  Such managerial  prerogatives  shall not be subject  to the grievance  aitd
arbitratiori  provisions  of  this Agreement.

2.2  The  bargaining  unit  is defined  as follows:

All  regular  fiill-time  emplo)iees  of  tlie Manchester  Welfare  r)epartment  in the
classifications  of  Accounting  Specialist  II, Administrative  Services  Manager,  aiid  Welfare
Specialist  I, II, III.

2.3 All  other  en'iployees  are excluded  from  the bargaining,  unit.  All  bargaining  unit  members,
however,  wlio  are not members  of  the union  will  be required  to pay agency  fees, in lieu  of  union
dues, to the union.

AR'rICLE  THREE
Management's  Rig,hts

The Board  of  Mayor  and Alderman  of  tlie City  of  Manchestcr,  and lhe Welfare  Director
shall continue  to have, whether  exercised  or not, all  the rights,  powers  and authority  theretofore
existing,  including  but  not limited  to the following:

Tlie City  of  Manchester  and tlie Welfare  Director  sliall  determine  the levels  and standards
of  service  to the offe,red  by tlie Welfare  Department,  determine  the standards  of  selection  for
employment  and promotion,  direct  the bargaining  unit  members,  take disciplinary  action,  relieve
bargainixig  unit  members  from  duty  becaxise of  lack  of  work,  budgetary  constraints  or for other
legitimate  reasons; issue and enforce  rules  and regulations;  maintain  the efficiency  of
governmental  operations;  determine  the means,  methods  and personnel  by which  tl'ie Welfare
Departments  operations  are to lre conducted;  determine  tlie content  of  job  classifications;
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exercise  complete  control  and discretion  over  its orgai'iization  ai'id tlie  teclinology  of  performii'ig

its work;  and fulfill  all of  its legal  respoi'isibilities.

All of  the rights,  responsibilities  and prerogatiyes  that  are inlierent  in  the Board  of  Mayor

and Aldermen,  and the Welfare  Director  by  viitue  of  statutory  and cliarter  provisions  cannot  be

subject  to any grievance  or arbitration  proceeding.

ARTICLE  FOUR

Contracting  and Subcontracting  Out

4.1 Tl"ierightofai'iypublicagencyofprivateixidiyidual(s)orbusiness(es),otherthanthe

Welfare Department, to contract for work of the nature ordinarily Iierformed  by the Welfarc
Department,  sliall  not  be affected  by tl'iis Agreement.

4.2  Tlie  City  of  Manchester  recognizes  the concern  of  the Union  in regard  to contracting  or

subcontracting  wiork  wl"iich  results  in a reduction  of  the work  force.

4.3 If the City of Manchester, or tlxe Welfare Ditector cliaxiges tlie metliod of olierations
which involves contracting orit work wliich is now being I:ierformed by bargaining unit
employees,  tlie  City  and/or  tlie  Welf'are  Department  will  give  notice  to the Union  of  its intention.

In those  cases wliere  bargaining  ruiit  members  are not absorbed  into  other  City  positions,  the City

and/or  Welfare  Director  will  provide  as much  advance  notice  of  impending  lay-off  as is

reasoi'iably  possible.

ARTICLE  FIVE

Stability  of  Agreement

5.1 ThisAgreementrepresentstl':ieentireagreementbetweentliepartieslieretoandmaynot

be modified  in whole  or in pait  except  by an instrument  in writing,  duly  executed  by both  parties.

5.2  Shoxild  axiy article,  sec'lion  or portion  tliereof  of  tl'iis Agreement  be determined  to be

invalid  because  it is in conflict  with  a Federal  or State law  or be held  to be unenforceable  by any

court of competent jurisdiction, such determination shall  apply  01ThlY to tlie specific  article,
sectio+i  or pottion  thereof  specified  iii  tlie  decision;  provided,  however,  that  all other  provisions

of  tl'iis Agreement  and tl':ie application  tliereof  sliall  remain  in  full  force  and effect.

ARTICLE  SIX

No Strike  or I,ockouts

6.1 Nobargarninginitmemliersliallengagein,induceorencourageanysirike,work

stoppage, sick-in, siclc-out, work  slowdown,  work  to rule,  or witbholding  of  services  from  the

City  of  Mancliester  or Welfare  Department.

6.2  The  Union  agrees tliat  neitlier  it, nor  any of  its officers  or agents,  national  or local,  will

call,  institute,  authorize,  participate  in, sanction  or ratify  any sucli  strilce,  work  stoppage,  sick-in,

sick-out,  work  slowdown,  work  to rule,  or witltholding  of  services  from  tlie  Ci'ty  of  Manchester
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or the Welfare  Department,  In  tlie  event  of  any sucl'i activity,  neitlier  (lie City  nor  tlie  Welfare
Director  sl'iall  be required  to negotiate  on the merits  of  tlie  dispute  wliich  gave rise to such
activity  until  any aiid all sucli  activity  lias ceased.

6,3 Should  any bargaining  rmit  mentber(s)  engage  iit  any activity  ptohibited  in Section  6,1,
above,  the Union  sliall  fortliwith  disavow  ai'iy sucl'i activity  in writing  and shall  take  all
reasonable  means  to induce  such  bargaining  ru':iit member(s)  to terminate  such activity  foit}iwith,
including  but  not  limited  to any and all  discipLinary  measures  which  may  be talcen pursuarit  to tl'ie
Union's Constitrition and By-laws, or similar govemin@  document.

6.4  In tlie  event  of  any acti'vity  ptohibited  'bu'ider Section  6.1, above,  bargainii'ig  rinit  members
participating  in  the same shall  be subject  to disciplinary  action,  including  irmnediate  termiiiation.

6,5 The City  of  Manchester  and the Welfare  Director  will  not  engage  in any lockout.

ARTICLE  SEVEN
Rules  and Regulations

Tlie  rules  and regulations  of  the Wclfare  Department  wlffcli  are now  in effect  or which
may  be promulgated  or amended  by the Welfare  Director  shall  be the prime  go'verning  factor  inthe conduct  and actions  of  all bargaining  unit  members  and every  sucli  member  shaH be
tliororiglily  conversant  with  them.

AR'rlCLE  EIGHT
Non-Discrimination

The Board  of  Mayor  and Alderman,  tlie  Welfare  Director  and the Union  agree  that  tl'iere
will  be no discrimination  against  bargaining  unit  members  on account  of  membership  or non-membership  in the Union.

The Union  officers  and members  agree not to bar bargaining  unit  members  from  joiningor remaining  in tlie  Union,  except  for  non-payinent  of  dues,

ARTICLE  NINE
Hours  of  Work  and Oveitime

9.1 Bargainingunitmembersshallbeassignedtoworkfiye(5)daysperweek,forty(40)

hours  per  week, Determination  of  the work  schedules  shall  be made  by the Wetfare  Director.

9.2 Bargaining  unit  members  shall  be paid  o'vertime  in accordance  with  the Fair  Labor
Standards  Act  (FLSA),

ARTICLE  TEN
Sick  Lea've  Accrual  and Payment
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10.1  Effectiveonthedateofratification,allbargainiiiguiitmemberssliallbeentitledtopaid

sick  leave  wl'iich  sliall  accrhie at the rate of  one and one-quarter  (1 'A)  work  days for  eacli

completed  month  of  service.  Accrual  sl'iall include  tlie  six  (6) montli  probationary  period,  but

employees  wiill  not  lye allowed  to use sick  leaye  until  they  have  satisfactorily  completed  the

probationary  period,  Unused  sick  lea've may  be accumulated  rip to a maximum  of  one hundred

twenty  (120)  WOl'k days.

10.2  Bargaining  uiit  members  eligible  for  sick  leave  with  pay  may  yise SIICII sidc  leave  for

absence  due to tlieir  illness  or injury;  or the illness  or injury  of  a spouse,  cl'ffld  or otlier  blood

relative  or ward  residing  in the same liousehold  when  FMLA  leave  is approved;  or for  Toe

bargaining  ru'iit  member's  exposure  to contagioris  disease.

Bargaining  unit  members  shall  be required  to substantiate  sick  lea've in excess  of  tliree  (3)

days witli  a letter  from  a qualified  pliysiciaix  or any other  exause  acceptable  to the Welfare

Director.  In  tlie  case of  chronic  absenteeism  or if  the Welfare  Director  has reason  to believe  tliat

a bargaiiiing  ruiit  member  is abusirig  liis/her  sick  leave,  he/she  shalI  give  tlie  bargainii'ig  unit

inember  a written  warning.  If  the suspected  abuse continues,  the Welfare  Director  may  tequest  a

doctor's  certificate  for  each period  of  illness.

If,  after  a written  wai:ning  lias  been  issued,  t}"iere is a substantial  impro'vement  in the

bargaining  unit  member's  siclc leave  record  for  twelve  (12)  months,  the written  warning  shall  be

removed  from  the bargaining  rinit  member's  record,

10.3  Whenabargainingunitn'iemberterminateshis/hei:employmentwiththeCity,allsick

leave  credits  shall  be canceled,  except  in cases of  paid  retirement,  paid  duty  disability  retirement

or deatli.  In such cases, accrued  sick  leave  sliall  be payable  to the bargaining  unit  member  or

liis/lier  designated  beneficiary;  provided  however,  tl'iat  payment  shall  not  exceed  eighty  (80)

days,  plus  one quarter  of  tlie  balarice  of  tlie  days accrued  over  80 but  not  more  tlian  120 days.

10.4  Bargaining  unit  members  sliall  also  be ei'ititled  to tlie  benefits  under  city  Ordinance

33.081  (H)(4)(b),  as it may  be amended  from  time  to time,

10.5  Bargainingbuiitmembersmustusealloftlieiraccruedsickleave,anysickleavebank

benefits  to wliich  they  are entitled  and all other  accrued  paid  Leave before  they  will  be allowed  to

use unpaid  leave  for  personal  illness  or injury  or exposure  to contagioris  disease.

10.6  Sick  Leave  Incentive

Effective  July  1, 2010  or the date of  ratification,  whichever  come  later,  bargaining  unit

meinbers  who  hised forty-eight  (48)  hours  of  sick  leave  or less in the preceding  calendar  year  will

qualif'y  for  two  (2)  personal  leave  days to be scheduled  by the Welfare  Director,  Personal  leave

days must  be used during  tlie  calendar  year  to wliichthey  are credited  and sliall  not  accumulate

or be carried  over  to the following  year,

10.7  AbsenceWithoutLeave

Any  bargaining  unit  member  who  is absent  from  duty  sliall  report  'the reason  therefore  to

tlie  Welfare  Director  prior  to the date of  abseixce wlien  possible  ai'id in 110 case later  than  the
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second day of  absence, cmless tlicre  are extenuating  circumstances.  All  rinauthorized  and
unreported  alisence shall be considered  absence witliout  leave and ded'pction of  pay  shall  bemade for tlie peiiod  of  absence. SLICII absence may be grounds for disciplinary  action.

ARTICLE  TEN  (Al
Sick  I,eaye  Bank

Bargaining  unit  members shall be eligible  to participate  in tlie City's  Non-Affiliated  SickLeave Bai'ik under its rbiles and regulations  as tliey may be ainended froin  time to time.
Decisions  of  the Non-Affiliated  Sick Leave Banlc Committee  shall not be grievable.

ARTICLE  ELEVEN
Discipline

11.1 Allbargainingunitmemberssliallberequiredtoattendanyinvestigatoryinterviews
schedules by tlie Welfare  Director.  If  a bargaining  cinit member has a reasonaMe fear thatdiscipline  may rest'ilt from the investigatory  interview,  he/slie shall be entitled  to union
representation  if  he/she mal<es sucl'i a reqriest. If  a union  representatiye  is present at theinvestigatory  interview  he/she may not interfere  witli  the investigatory  interview.  Theinvestigatory  interview  shalf not be unreasonably  delayed because of  the unavailability  of  aspecific  iuiion  representative,

11.2  No bargaining  unit  member  shall be disciplined  without  just cause. Disciplinary  decisionsmay be grieved  under  Article  13 of  the Agreen'ient;  proyided  however,  an arbitrator  may  notsubstitute  his/her  judgment  for that of  the Welfare  Director  in the exercise of  rights graiited  orretained  by this agreement.

ARTICLE  TWELVE
Union  Rights

12,1 Withtlieexceptionofprocessinggrievancemattersa'ndnegotiatingcontractstheUnion
will  not be allowed  to transact any lyllSiness on City  time. The Union  steward sliall be allowedreasonable amounts of  City time  for the handling  of  grievances,  The City shall bave  noobligation  to pay the steward for time spent in grievance matters when he or she is not  scheduledfor  work.

12.2 The Union  shall be allowed  to use facilities  for off-duty  meetings concerning  matterscovered by tl'ffls Agreement  when such facilities  are ayailable  and such meetings  would  not
conflict  wiith the business of  the We]fare  Department.  Requests for use of  Welfare  facilities  sl'iallbe made to the Welfare  Director  at least seven (7) days prior  to thc date of  the requested use. TlieWelfare  Director  shall respond to tlie request witIiin  four  (4) days.
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,'!'.RTICLE  THIRTEEN

Grievaiice  Procedure

1. Defirutions

A "grievai'ice"  is a claim  based  upon  the interpretatioi'i,  meaiting  or application  of  any  of
tlie  provisions  of  tl'iis Agreement.  Oi'ily  claims  based  upon  tlie  interpretation,  meaniiig  or
applicatiot'i  of  any of  the provisions  of  tliisAgreemenC  sliall  constitute  grievances  under  this
Agreen'ient.

The ten "days"  when  used in tliis  Article  sl'iall  mean  Monday  tlirough  Friday  excluding
holidays  or other  days wlien  tl'ie Welfare  Departnient  is closed.

2, Purpose

The purpose  of  tlie  procedure  is to secure,  at the lowest  possible  administratiye  level,
equitable  solutions  to problems  which  may,  from  time  to time,  arise affecting  the welfare  or
working  conditions  of  any bargaining  unit  member  having  a grievaiice.  Botli  putties  agree  that
tlie  proceedings  will  be kept  as informal  aiid  confidential  as may  be appropriate  at any level  of
tlie  p-rocedure,  which  shall  be liandled  as provided  in this  Article.

Nothing  herein  contained  will  be construed  as limitiiig  tlie right  of  ariy  bargaining  unit
member  liaving  a grievance  to discuss  tlie  matter  informally  with  aiiy  appropriate  superyisor  and
to liave  tl'ie grievaiice  adjusted  without  tl'ie iiitervention  of  tl'ie Union,  proyided  tliat  SIICII
adjustment  is not  inconsistent  with  the terms  of  the Agreen'ient.  The Union  sball  liave  tlie  right  to
communicate  its concerns  to the Welfaiae  Director  relative  to any  interested  party;  however,  this

right sliall not extend to lyeing I:iresent at any meeting, unless the grievant wants tlie Ui'iion  to be
there, Any  adjustment  reacl'icd  without  tlie  presence  of  a designated  representatiye  of  tlie  Union
sliall  not  be precedential  in any way.

3. Procedures

Sincc  it is anticipated  tl'iat nearly  all grievances  can be resolved  inforinally  at level  one, it
is important  that  tlie  complaint  be processed  as rapidly  as possible.  Tlie  timelii"iess  contained
herein  The time  lines  contained  herein  shorild  be considered  maximum.  The  tin"ie limits  may  be
extended  by mutual  agreement,  in  writing,

Bargaining  unit  members  shall,  notwitlistanding  the pendency  of  any grie'vance,  continue
to observe  all assigni'nents  and applicable  rules  and regulations  until  tlieir  grievance(s)  is
resolved.

A, Level  One-Discussion

If  the grievance  is not broright  to tlie  attention  of  a bargaining  unit  men'iber's  Supervisor
witl'iin  twenty  (20)  days after  the grievant  knew  or should  liave  known  of  the act or condition
ripon  wliicli  the grievance  is bascd,  tlien  the grievance  shall  be considered  waived,  An  aggrieved
person  sliall  give  a written  notice  to the Welfare  Director  and a brief  explanation  of  tlie  alleged
grievance.  Such  aggrieved  person  will  informally  discuss  tlie  complaint  the Welfare  Director
eitlier  directIy  or through  the Union  representative  with  the object  of  seelcing  resoIution.  Tlie
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Director  shall hold a discussion witli  the grievant and l'iis/her Union  representative, if  tlie
representative is reqttested by the grieyant, Tl'ie Welfare Director sliall 5,'riyc an answer witliin  five(5) days from the date that the grievaiicc is informally  received,

B, Level Two-Formal  Grievance

If  the grievant is not satisfied with  the disposition  of tlie grievance at Level Oi-ie, or if  xio
decision has been rendered within  ten (10) days after tl'ie informal  meeting at Levcl  One, the
grievant may file  the grievance, ixi writing,  witli  the Welfare Director. The grievance axid its
speci-fics shall be subn'iitted on the form contaixied in Appendix  A of  this Agreement.

Witliin  (10) days of  the receipt of il'ie written  griavai'ice,  tlie Welfare Director  shall  meet
with the aggrieved person in an effort  to resolve it. The Welfare Director  shall  render  l'iis/her
decision  within  five  (5) days aft.er the meeting.

C. Level  Three-Pre-Arbitratioi'i

If  the grievant is not satisfied witli  the disposition of  t}ie grievance at Level Two or no
decision has been rendered within  the time fran'ies specified in Level Two, the grievant may  refer
the matter, in writing,  witl'iin  five (5) days after tbe decision at Level Two, or twenl'y-five  (25)
days after the complaint  was referred to Level Two to the City's  Chief  Negotiator/Contract
Administrator,  who shall schedule a pre-arbitration  meeting within  fijteen  (15) days a-f'er
receiving  the reqriest.

Representatwes of  tlie Union,  tlie grievant, the Welfare  Director  and the Chief
Negotiator/Contract  Administrator  will  attend tl'ie pre-arbitration  meeting, The purpose  of  this
meeting is to determine if  the grievance can be resolved witliout  Arbitration.  If  no satisfactory
resolution is reacl'ied as a result of  tlie meeting, the Union  may submit a written  demand  for
arbitration,  with a copy of the Chief  Negotiator/Contract  Administrator,  to the N.H. Public
EmpIoyee Lalyor Relations Board witliin  ten (10) days after the pre-arbitration  meeting.

D, Level Forir-Arbitration
The Arbitrator  sliall schedule the arbitration liearing at a time and place mutually

agreeable to the parties. Tl'ie Arbitrator  shall have no authority to hold a hearing on more than
one grievance at any hearing ur>Iess the paities mutually  agree to the submission of  multiple
grievances to one arbitrator.

The Arbitrator  sball not liave the power to alter, add to, or subtract from the terms  of  the
Agreement. The Arbitrator  shall bave no autliorily  to render a decision wbich  requires  the
payment for retroactive wages or adjustmerits whicli  extend prior to tlie date when  an aggrieved
employee knew or should liave known of  the act or condition  upon  wliich  the grievance  was
based,  as specified  in Sec.tion  3A of  this  Article.

The  decision  of  the arbitrator  shall  be final  and binding,

The cost for the services of  the Arbitrator,  including  reasonable expenses,  shall be bome
equally by the parties in cases of suspension aiid termination,  only. In all other  cases, tbe
expenses of  tlie arbitrator  shall be bome by the losing party, It shall be incumbent  upon  the
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arbitrator  to designate  tlie  losing  Party.  Tlie  parties  agree that  tlie  party  wl'io  requests  a

postponei'i"ient  of  any arbitration  liearing  shall  be obligated  to pay  any related  Postponement  costs

or fecs.

B, Miscellaneous

1. Failure  at any level  of  tlie  grievance  procedure  of  "management"  to render  a decision

witl"iin  the specified  time  limits  sl'iall  permit  tlie grievai'ice  to proceed  to tbe next  level.

2. Failure  of  tlie grievant  aiid/or  tlie  Union  to abide  by the time  limits  set forl:li  in this  article

shall  result  in  the grievance  being  dismissed  without  fuither  action  beirig  taken  with  respect  to

sucli  grievance.

3, No  reprisals  of  any lcind  will  be taken  by "management"  or tlie  Union  against  any party

of  interest,  ai':iy Union  representativc  or any other  participant  in the grievance  procedure  by

reasoi'i  of  such  paiticipation.

4. The  Welfare  Director  may  initiate  a grieyanc.e  against  ai'iy  bargaining  rinit  member  or tlie

Union  under  tlie  terms  of  tliis  Article  by specifying  to tlie  Union,  in writing,  tlie  specific  name(s),

date(s)  alleged  violation(s)  or misapplications(s)  aiid  tlie  provision(s)  of  tlffs  Agreen':ient

involved.  Such  a grievance  shall  be comn'ienced  at Level  Three,

If  sucl'i  a grievance  is not  filed  witliin  forty-five  days of  tl'ie date(s)  of  the alleged

violatioi'i(s)  or misapplication(s),  tl'ien  the grievance  sliall  bc considered  waiyed,

5. The  Welfare  Director  agrees to allow  a Union  Grievance  representative  aiid  an aggrieved

employee(s)  reasonable  time,  without  loss of  pay, during  regular  working  lxours for  the purpose

of  processing  grievances  only,  provided  such  time  away  from  work  does not  interfere  with  tl'ie

work  of  tlie  area(s)  involved.  Sucli  time  will  not  be withheld  unreasonably.  The  Union  grievance

representative  will  obtain  prior  permission  to absent  him/herself  fron"i work  before  leaving  a

work site and sliall obtain prior permission of tl'ie apl:iropriate supervisor in'volved before
interrupting  tlie  work  of  ai'i  aggrieved  employee(s).  Employees  sliall  not  be entitled  to vehicle

reimbursement  if  they  travel  for  grrevance  purposes.

ARTICLE  FOURTEEN

Salaries

NOTE:  Tlie  bargaining  unit  members'  worlc  weeks  are specified  in Article  9.

14.1

2018-19: Steps and Longevities  (including  2017-18-No  retro)  plus  1.O% COLA.

2019-20: Steps and Longevities  plus 1,5%  COLA.

2020-21: Steps and Longevities  plus  1.5%  COLA.
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14.2  Bargaixiing  xutit  members  will  receive  a step increase  on tlieir  anniversary  date of  current
position.  This  step increase  will be su$ject to a satisfactory perfonnance  evaluation,  Evaluationstep increases  will  stop when  a bargaining  unit  member  reaches  Step 13 on the included  SalarySchedule.

14,3  Batgaining  member  appeals  of  their  annual  peif'ormance  evaluations  will  be conductedaccording  to the process  agreed  to by the Union  and the City.  See Appendix  B.

14.4  Tlielongevitywaitingperiods[orbargainingunitmemberssltaube5-10-15-20-25-30-
35-40-45  years  of  service,  An  increase  of  three  percent  (3.0%)  will  take  effect  on tl'ie bargaining
unit  member's  anniversary  date of  employment,  Employees  hired  after  September  ], 2018,  shallnot be entitled  to tl'ie 5 or 10  year  longevity  increase.

14.5  Bargainingunitmemberswhoarepromotedtoahigliergradesliallbeplacedonthe
lowest  step of  the new  grade  whicli  will  provide  a minin'ium  of  a ten percent  (lO.O%)  increase  insalary.

14,6  Bargaining  unit  members  wlio  have  attained  the reqriiremcnts  of  the achieyement  grade(A-Step)  associated  witli  theiv  positions  will  be placed  on tlie  corresponding  step on the
achievemei'it  grade.

ARTICLE  FIFTEEN
Ten'iporary  Duty  in  a Higher  Classificatioi'i/Promotions

15.1  Inanycasewlienabargainingunitmemberisqualifiedforandistemporarilyrequiredto
serve  regularly  in and accept  the responsibility  for  work  in a liigl'ier  class of  position,  such
bargaining  unit  member  shall  receive  tl'ie entraitce  rate of  that  class or one rate step above  his/herpresent  rate, wl'iichever  is higher,  while  so assigned,  subject  to tl'ie approval  of  tlie  Humai'i
Re.sources  Director,  Such  temporary  assignment  to a higlier  class  of  positions,  to qualify  .f'or theliiglier  rate of  pay,  sliall  be regular  and continuous  in  character  for  at least  one work  day,

15.2  A  bargaining  unit  member  may  be temporarily  assigned  to the work  of  any  position  of  thesame or lower  pay  grade  witliout  a change  in pay.

15.3  Wlienever  possible  promotions  or assignment  of  a new  position  shall  be made  from  theregular  employees  who  are employed  by  the department,

AR'nCLE  SIXTEEN
Hospital/Medical  Insurance

16,I  Effective  December  1, 2018,  the City  will  offer  the Site of  Service  and I-ISA  healthii'isurance  plaiis  detailed  in the attaclied  benefits  explanation  sheets,  Eligilile  employees  sliall  payfifteen  percent  (15%)  of applicable  premiums  (except  those  paying  20%  pursuaiit  to Article16.2).
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Effective,  July 1, 2020, employees  eligible  for health  insuraiice  coverage  sliall  pay sixteen

percent  (16%)  of  tlie  relevai'it  premiun'is  (except  for  those  paying  20%  pursuarit  to Article  16.2).

16.2  Eligible  employees  hired  after July 1, 2012,  may  enroll  in tlie liealtli  insuraiice  plans

detailed in tlie attaclied benefits explanation shects witli the City payii':ig eiBltty  percent (80%) of
tlie  premi'iuns  and the employee  paying  twenty  percent  (20%).

16.3 IEligible  employees  hired  after  September  1, 2018,  are limited  to I-ISA  plan  with

$1 500/$3000 contribution  from  tlte City  annually  to an HSA  or an altemative  new  1250  HMO

plan  for  tl'iose wlio  do iiot  otlierwise  qualify  for  tlie  I-IS.z\. plan.

16.4  It is agreed  by all parties  concerned  that  the City  reserves  and shall  l'iave  tl"ie right  to

change  insurance  carriers  provided  tliat  tl'ie benefits  are i'iot  decreased  and tlie  percentage  costs  to

bargairxiitg  unit  members  do not  increase.

16.5  Ef[ectiye  July  1, 2010,  the City  sliall  provide  all bargaining  unit  members  a Nortl'ieast

Delta  Dental  plan  equiyalent  to other  City  employees  iiaving  sucli  a benefit.  The City  sliall  pay

eight-five  (85.Oo/o) percent  of  eacli  nqoi'itlily  premirim  for  the cntire  yeaia for  tlie  coverage  selected

by each employee.  The City  agrees to provide  coverage  uider  Delta  Dental  Insurance  Plan

Coverage  A, B, and C as set forth  in Appendix  E attaclied  hereto  and made  pa'it  of  tliis

Agreement,  The City  shall  pay an ainount  not  to exceed  eighty-five  (85.0%).  Effective  July  1,

2007,  tlie  total  yearly  maximr'in'i  will  be $1,500.00.

16.6  Effective  on July  1, 2012,  the City  will  pay four  tliousand  dollars  ($4,000,00)  to any

bargainixig  unit  member  wlio  terminates  his/her  existing  healtli  insurance  coyerage  yuider  the

City's  or School  Districts'  plans  ai'id 'VVIIO also provides  satisfactory  e'v'idence  tliat  he/she  has

valid  alternative  health  insurance  coverage  elsewliere.  This  amount  sliall  be paid  ai'inually  as long

as a bargaining  ui'iit  member  who  previorisly  terminated  health  insiraixce  co'verage  declines  to

reenroll.

16.7 Bargaining unit men'ibers sliall be entitled to full particiliation in tlie City's Employee
Assistaiice Program (RAP). The liarties agree tl'iat if  tl'ie RAP is terminated by the City, this
benefit  will  lapse.

ARTICLE  SEVENTEEN

Vacation

i7.1  All  bargaining  hu"iit members  sliall  be entitled  to vacation  leaye  with  pay  in accordance

with  the following  schedule:

a. Accrual  rate for  two  (2) calendar  weeks  begins  on date of  liire,

b. Accrrial  rate for  three  (3) calendar  weeks  begins  at the beginning  of  six (6)  years of

contimious  service.
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c. Accrualrateforfour(4)calendarweeksbegiiisatthebeginningoften(10)yearsof
Continuoris  service.

d. Accrual rate of  (5) calendar weeks begins at tl'ie beginning of  fifteen  (15) years of
contiruious  service.

e. Accrual rate of (6) calendar weeks begins at the beginning of twenty (20) years of
continuoris  service,

17,2 Vacationcreditsshallaccrueduringthefirstsix(6)workingmonthsofemployment,but
an employee shall not be eligibie to yise such 'vacation credits until tlie successM completion  of
his/her six (6) month probationary period. If  an employee leaves or is terminated for  aiiy  cause
during his/he.r probationary period, lie/she sliall not have earned any vacation  credits and sliall
not be eligible for payment for any vacation credits, Employees who are initially  employed  in  a
fuli-time  temporary status arid wlio are subsequently appointed to a pern'ianent  status, without
break in service as determined by the Human Resorirces Department, sliall be allowed  credit  for
the time served in temporary status towards  accrual  of  vacation  benefits.

17,3 Vacationpaysliallbebasedupontheemployee'sregulardailyrateofpay.  Upoii
tertnination, permanent employees shall be paid for all unused yacation time based yipon their
then current  rate of  pay,

17.4 Noemployeesshallbepermittedtoaccrueinexcessoftwo(2)timeshis/herannual
vacation; i.e. employees who earn ten (10) days of  yacation  per year shall  liaye  not  more  than
twenty  (20) days earned vacation  to their  credit  at any one time.

17.5 Absence on account of sickness, injury or disability in excess of leave authorized  in other
atticles may, at the request of the employee and witliin  tlie discretion of  the Welt"are Director,  be
cliarged  against  earned vacation  leave allowaiice.

17.6 IntheeventthatapaidlegalholidayasprescribedirxArticlel8fallsdriringtheweekan
employee  is on vacation,  such holiday  shall not be charged  against  tlie vacation  time.

The right to take vacation shall not be unreasonably withheld, however, tlie Welfare
Director shall determine the number of emplo)iees allowed to take vacation in ariy one (1) week.
Employees may reqriest to use vacation time in increments of one (1) hour or more.

ARnCLE  EIGHTEEN
Holidays

18,1 Pemianentfull-timeemployeesshallreceivetheirregularcompensationforthefollowing
named  holidays:

Memorial  Day
NewYear'sDay  ForirtliofJuly
Martin  Luther  King  Day
President's  Day
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Labor  Day

Columbus  Day

Biennial  Election  Day

Veteran's  Day

Tliaiiksgiving  Day

Christmas

18.2  If  a holiday  falls  on a Sunday  and is celebrated  ori ll'ie following  Monday  or if  a l'ioliday

falls  on a Saturday  aiid  is celebrated  on khe previoris  Friday,  all eligible  en'iployees  will  be paid

for that  day.

18.3  Any  employee  shall  forfeit  his/her  rigl'it  to payinent  of  aiiy  holiday  if  he/slie  has an

ruiexcused  absence  011 tlie  last  day preceding  such  lioliday  (or the alternative  day ui'ider  section  2,

above)  or the next  regular  work  day following  sucli  holiday  (or  such  alternative  day).

18.4  Eligibleemployeeswlioarerequiredtoworkonalioliday(ortliealternativedayunder

section  2, above)  wl':ien the holiday  falls  on a sclieduled  ay off  sliall  be allowed  to take  another  day

off  druaing tlie  same work  week,  all  stibject  to the operational  needs  of  tlie  Welfare  Department.

ARTICLE  NINETEEN

Bereavement  Leave

19.1  Bereavement  leave  of  five  (5) working  days  witli  pay between  tlie  date  of  dcatli  and tl'ie

date of  tlie  funeral,  inclusive,  shall  be granted  to bargaining  ruiit  members  in the event  of  the

death  of  tlieir  spouse,  father,  motlier,  grai'idmotlier,  grandfather,  sister,  brotlicr,  cliild,  father-in-

law,  mother-in-law,  daughter-in-law,  soii-in-Jaw  or a blood  relative  or ward  residing  in the same

household.

19.2 Underextenuatingcirci.unstances,two(2)additionaldayswithl:+aymaybegrantedau'ider
section  1, with  the written  approval  of  the Welfare  Director;  sucl'i  days to be charged  to tlie

bargaiinng  binit memlzer's  accrued  sidc  leave.

19.3  At  the request  of  the bargaining  ru'iit  member,  a special  leave  of  one (1)  working  day with

pay, for tl'ie pur1:iose of attending the fiineral shall be granted tlie bargaining unit member in tlie
event  of  the deatli  of  liis/her  grandclnld,  sister-in-law,  brotlier-in-law,  aunt,  uncle,  great

grandparents  or an ex-spouse  provided  tliere  are minor  cliildren  at the time  of  the deatli,

19.4  Under  110 circumstances  shall  bereavement  leave  be paid  on an overtime  basis.

AR'nCLE  TWENTY

Jury  Duty/Special  Leave

20.1  AnybargainingunitmemberwhoiscalledforjurydutyshallnotifytheWelfareDitector

or his/her  designee  within  five  (5) workdays  after  being  summoned  to appear  for  jury  drity.

Notificatiori to tlie Welfare Director must be made in advance of the jury duty assiBrunent  witl'i
supporting  documentation.  Upon  proper  notification,  the employee  called  will  be paid  the

difference  between  tlie  fee received  for  jury  duty  and tlie  an'iount  of  straight  time  earnings  lost  by
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reason of  the jury  duty. Satisf'actory evidence of actuaL jury duty must be submitted to the Welfare
Director.

Bargaining  unit members wl"iolc excused from jury duty for a day or days shall  be
responsible to report to tlieir  assignment. Employees, serving as jurors in the courts  of
Rockingham, Merrimack  or Hillsborough  Coruities shall, if  there are more than two (2) liours
remaining in ttte nominal work day, be responsible to report to tlieir  worlc site as soon as possible
after bei+tg released. Failure to repor( will  disqualify  tlie employee from tlie City's Jury Duty
Leave payment, In this case, tlie employee will  retain tlie daily stipend paid by the Corirt in wliich
the employee  serves  as a juror.

AR7I'ICLE  TWENTY  (B')

Leaves  of  Absence

A, In addition  to other leaves arithorized by tliis Agreement, the Welfare  Director,  may
authorize an employee to be absent witlioriL pay for personal reasons for a period or periods not  to
exceed  ninety  (90)  days  in a rotating  year,

B. The Board of  Mayor  and Aldermen  may autliorize special leaves  of  absence  with  or
without  pay for any period or periods not to exceed one calendar year for tlie following  purposes:
Attendance at college, university  or business school for the ptrrpose  of training  in subjects rehding
to t}ie work of  the employee and which will  benefit tlie employee and the Welfiire Department,
'iirgent personal busixiess requiring  the employee's attention for an extended  period,  such  as

settling estates, liquidation  of  business, attending court as a witness, and for purposes  other  than
the above  that  are deemed  beneficial  to the city  service.

C, MILIT  ARY  LEAVE

Military  leave shall be governed by applicable State and Federal  law,

D. MATERNITY  LEAVE

Maternity  leave  shall  be governed  by applicable  law,

ARTICLE  TWENTY-ONE
Education Incenti've Reimbursement

21.1 EffectiveJulyl,2010,thefollowingeducationincentivereimbursementprovisionswill
apply  to bargaining  unit  members,

21.2 The City agrees to provide reimbursement to bargaining unit  members  who  complete
approved courses relating to tlieir current responsibilities  or as part  of  an approved  career
developmentprogrambasedupontliefollowingstandards:  Paymentofseventy-fivepercent
(75%) of  the costs of such courses but not to exceed $2,000.00 per employee  per  fiscal  )tear. Such
payments will  be made from  the non-affiliated  employee fund and they will  cease when  tl':ie fund
is exha'isted.
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21.3  All  courses  mrist  be approved  in advance  by tlie  Welfare  Director,  as meeting  tlxe

requirement  that  the course  is related  to the bargaining  init  member's  job  or is part  of  a career

developmerit  prograin.  Approyal  must  be obtained  througli  the Human  Resources  Department  for

payment  of  tlie  corirse,  under  its procedures.

21.4  0nce  a course  has been approved,  an ad'vance  will  be n'iade to tlie  bargaining  ru'iit  member

of  one-half  (1/2)  of  the ahithorizcd  seventy-five  percent  (75%)  of  tlie cost  of  the course  tuition  and

books.  The  remainder  of  the reimbursement  will  be paid  to the bargaining  unit  member  upon

presentation  of  a certification  of  tl'ie satisfactory  completion  of  the course.

21.5  Approvalforcourseswillbec.onsideredonthebasisofrelevancyofthecorirse,tlie

iuunber  of  bargaining  unit  meinbers  applying  and the fiuids  a'vailable.

21.6  If  a course  is paid  for  in whole  or in part  through  a State or Federal  program  tlien  tlie  City

will  not  reimburse  for  such  amount,  it being  the intent  of  tliese  provisions  to preclude  double

payment  for  aiiy  course.

ARTICLE  TWENTY-TWO

Layoffs

22. 1 In the event  of  El layoff,  the Manchester  Welfare  Director  reserves  the sole riglit  to

determine  whicl'i  classification(s)  sliall  be affected.  Employees  sliall  be laid  off  in the ir'v'erse

order  of  their  classification  seniority,  i,el,,  the employee  with  tlie  least  time  in the affected

classification  shall  be laid  off  first.

No employee  sliall  have  the right  to replace  another  employee  in any classification  by

virtue  of  Departinent  Seniority  alone,  except  tliat,  in tlie  event  of  a permaiient  lack  of  work  in aiiy

classification,  employees  affected  ii'i tl'iat classification  shall  be assigned  to tlie  next  lower

classification  for  wliich  they  are qualified  proyided  tliey  have  more  Department  Seniority  tl'ian an

incumbent  in the Lower classification.

Displaced  employees  in the lower  classification  sliall  l'iavc  tlie  same rights  of

reassigrunent.

22.2  In tlie  event  of  a layoff,  tlie  Welf'are  Director  shall  give  written  notice  to the employee(s)

affectcd  at least  fourteen  (14)  calendar  days prior  to tlie  effective  date of  tlie  layoff.

In layoffs  associated  with  the contracting  or sulrcontracting  of  work,  the City  and/or

Department  will  provide  as mucli  advance  notice  of  the  impendixig  layoff  as is reasonably

possible.
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ARTICLE  TWENTY-THREE
Dues Dedriction

23. l Effective  on the date of  ratification,  the City agrees to autliorize  tl'ie deduction  of  Union
dues form cach bargaining  unit  tnember  who has signed an authorizatioxi  card and to remit  same
to "l'eamsters Local  No. 633 of  New  Hampshire  on a n'iontlily  baSis.

23.2 If  any bargaining  unit  member  lias no clieck coming  to him/lier,  or if  his/her check is not
large enough to satisfy  the dues then 110 deduction  will  be made, In no event will  tlie City  be
required  to deduct fines or assessments lreyond  tl'ie regular  monthly  dues.

23.3 The City and the Welfare  Department  arid all of  their eniployees  and agents shall be held
harmless in any dispbite wl'iatsoever  arising  between the Union  and tlie bargaining  rmit n'iember(s)
regarding  the payment  of  Union  dues.

23,4 The City  will  notify  Teamsters Local  633 of  New  Hainpshire  in writing  within  ten  (10)
working  days of  the canceIlation  of  Union  dues deductions  by a bargaining  rutit member  who had
previously  signed an autliorization  card.

23,5 The city agrees to a D,R.I.V,E.  clieck-off  for bargaining  unit  members, Upon  written
authorization  by the employee,  the City  shall deduct tl'ie amount specified  by the employee  on a
weekly  basis and shall remit  same to tl'ie Grai"iite  State Teamster's  D.R.I.V.E.  account. Tl'ie
employee shall provide  written  autl'iorization  in tl'ie form  required  law.

ARTICLE  TWENTY-FOUR
Life  Insurance

24.1 Effectiveontliedateofratification,tlieCitywillproGideforaLifeInsurancefundto
provide  for tl'ie payment  of  a deatli benefit  of  aii amoruit equal to tlie bargaining  rmit member's
last yearly  base pay, but not to exceed $50,000.00  to the named beneficiary  or estate of  any
member of  tlie bargaining  rinit wlio  dies from  any cause wl'iile  employed  by the City or within
thirty  (30) calendar days after resignation  for health reasons,

24.2  The City  reserves tlie right  to contract  with  a qualified  insurance carrier  of  its choosing  to
provide  tlie  benefits  specified  above.

ARTICLE  TWENTY-FIVE
Miscellaneous

A. SAFETY  COMMITTEE

There sliall  be established a Safety Committee  to work  with  the Director  on safety issues
that pertain  to the Welfare  office  and its staff.
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ARTICLE  T',VENTY-SIX

Duration

Upon  ratificatioi':i  by tlie  respectrve  parties,  this  Agreement  shall  be in effect,  with  effective

dates for  specific  provisions  as stated  in the varioris  Articles,  tlirough  .huie  30, 2021 at whicli  time

it sliall  automatically  expire.

Pursuant  to RS A 273-A:3,  II(a),  if  eitlier  party  desires  to bargaii'x  a successor  agreement,  it

must  give  written  notice  to the other  party  no later  tliait  December  1, 2020  or the anniversary  date

tliereof,  sucl'i date being  one hundred  twenty  (120)  days prior  to tl'ie budget  submission  date.

APPENDIX  A

Grievance  Form

(JRIEV  ,ANT CLASSIFI(JTION

WORJ(  LOCATION SUPERVISOR TITLE

ST  /1.TEMEI%JT OF GRIEV  ANCH

STATE  ALLEGED  VIOLATTON;  DATE,  TnVIE,  loLACB,  PERSONNEI  INVOLVHJ),  CONTRACT

,AI',TICLES/SECTIONS  VJOLAI"ED

ST  ATI.  REMEDY  REQUESI"ED

GR[EV  ANT'S  SIG'NATURE DATE

I .AUTHORJZE  TEAMSTERS  LOCAL  No. 633 or  N.H.  TO ACT  AS MY  RIEPRESENTATIVE  IN TT-JE
DISPOSITION  OF T}IIS  CiRIEV  ANCE.

DATE GRIEV  ANT'S  SIGNATURE

DATE  PRESENTED  TO MANAGEtVIENl"  REPRESENT  AnVE



MANAGEMENT  RHPRESENTATJVE'S  SIONAal'URE

DISPOSnlON  OF GRIEV  ANCE:

CC
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API)ENDIX  B

Employee  Developmei'it  Ap.peals  Process

Only  ex'i'iployees  wlio  are denied  a merit  step iiicrease  on their  aiu':iiversary  due of  position

due to a sub-standard  performance  evaluation  may  file  an appeal.  All  appeals  shall  be ii'iitially

filed  witli  the employee's  department  liead.  Alal'% employees  receiying  a satisfactory  performai'ice

evatuation  shall  not  liave  tlie  riglit  to appeal  or grieve  tlieir  e'vahiatioii,  tlieir  pay step or the

supervisor's  cominents.  In the event  tliat  tliere  is a disagreement  between  the employee  and

his/her  supervisor  over  the EDP  goals,  the employee,  after  discussing  tlie  disagreement  with  the

Department  Head  or liis/l'ier  designee  may  witli  the concurrence  of  the Uiiion,  file  a gricvance.

If  tlie  department  head rules  iii  tlie  employee's  favor,  the employee  shall  recei-ve  liis/her

n'ierit  step as of  their  anniversary  date  of  position.  If  the department  liead  rules  against  tlie

employee,  the employee  sliall  liave  tlie  riglit  to appeal  the decision  to the citywide  appeats

committee,

Employees  will  liave  tliirty  (30)  days fron'i  tlie  date or  denial  by  tlieir  department  head to

file  an appeal  with  tlie  Hu'iian  Resoruaces Director  or tlieir  right  to appeal  shall  be forfeited,

,"Sin appeals  comtnittee  shaU be comprised  of  tlie  following  representatives:

Two  uiion  representatives  appointed  by the unions  (witli  two  alternates),

One department  liead  (witli  one altemate).

One non-affiliated  (with  oi'ie  alternate).

All  independent  neutral  paity  to act as tie  brealcer. Tliis  person  to be selected  through

agreement  between  the City  and the unions.  If  no decision  can be reaclied,  the neutral  sliall  be

appointed  by the P.E.L.R.B.  Any  costs associated  witli  tlie  neutral  party  hearing  appeals  shall  be

borne half lyy the City aiid half proportionally sl':ilit amongst the unions whose members are
appealing.  The  unions  shall  not  be responsible  for  ariy costs  incurred  iyi appeal  hearings  from  non-

affiliated  employees.  Tlie  Human  Resor'trces  Director  as non-voti'i'ig  cliairman  to provide  staff

resources.  Members  cannot  sit iii  on appeals  where  the appellant  is a member  of  the sm'ne

department  or union.

arerms of  tlie  members  on tlffs  committee  sliall  be staggered  with  two  (2) year  terms  and

members  cannot  serve  more  tlian  two  consecutive  terms.  Members  must  talce at least  one year  off

after  setaving two  temis  before  being  allowed  to serve  on tlie  committee  again.  Alternates  shall

have  no term  limitations.

Unless  agreed  to by the appellant  and the Human  Resources  Director  the committee  shall

haye sixty  (60)  days from  receipt  of  tlie  appeal  to condrict  a liearing  on tlie  matter.

Tlie  committee  sliall  liave  tliirty  (30)  days to render  a decision  on the matter.
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A majority  vote sliall  rcile and all decisions  are final,  binding  arid non-grieyeable,  A
decision  favorable  to the employee  means tlie employee  sliall  receive  their  merit  step effective
(including  retro-active  pay) to tlieir  date of  position.  Evaluation  step increases  will  stop when  an
employee  reaches Step 13 on the included  pay matrix.

Tlie  provisions  of  tliis  Article  slialf  expire  on tlie last day of  tliis  Agreement,  pro'vided  tliat
any  employee  denied  a merit  pay increase  during  tlte duration  of  tbis agreement  slxall be entitled
to an appeal under  this Article.
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FOR  THE  TEAMSTERS  LOCAL  633 FOR  CITY  OF MANCHESTER,  NH

Jeffr  y  PAdellaro

Sec-Treasurer
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