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ADMINISTRATIVE LEAVE

(1) The administrative authority shall authorize use of administrative leave
with pay to court monitor/assistants within the limits specified below.

(2)  Administrative leave shall be available as follows:

Years Completed Days Allowed Per Year
0-5 3 days
5+-10 4 days
10+ 5 days

(3)  Administrative leave shall:
(a) not be included nor considered as annual leave;
(b) not be compensated upon termination;
(c) not be accrued from year to year; and
(d) be applied on a fiscal year basis.

4) Court monitor/assistants may substitute unused administrative leave
within a fiscal year for previously taken annual leave.

ANNUAL LEAVE

Annual leave shall be accumulated at specific rates per month and accumulated
according to the rates shown below. Prior years credit shall be included up to the
maximums shown.

Administrative

Years Time Earned Days Per Year/
Completed Per Month Maximum Days Allowed
0-2 1 1/2 days (11.250 hours) 18/ 24 days

2+-8 1 1/2 days (11.250 hours) 18/ 30 days

8+-15 1 3/4 days (13.125 hours) 21/ 36 days

15+ - 20 1 3/4 days (13.125 hours) 21/ 42 days

20 Plus 2 days (15.000 hours) 24 | 48 days



Annual Leave Provisions:

(9)

(10)

(A)

(1) A court monitor/assistant may use annual leave only when
authorized by the appropriate Administrative Authority or such
authority's designee. Each Administrative Authority may create
stipulations regarding minimum and maximum amounts of leave
time which may be taken at any time.

(2)  Annual leave may be taken when available and approved by
the Administrative Authority.

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

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

(5) Court monitor/assistants shall earn annual leave during
periods of leave with pay except that leave shall be credited only
when the court monitor/assistant returns to work, and leave earned
during such periods shall be forfeited if the court monitor/assistant
fails to return to work.

(6) Court monitor/assistants shall not earn annual leave during a
period of leave of absence without pay.

(7) Forfeiture of accrued annual leave as a disciplinary action
shall not be authorized.

(8) No regular court monitor/assistant shall lose accrued annual
leave when promoted, demoted or transferred provided that there is
no break in service. This includes a regular court monitor/assistant
who changes from the service of one Administrative Authority to
another.

A full-time court monitor/assistant who transfers from one position to
another position in the court system during his or her initial probationary
period shall be credited with any accrued time toward annual leave earned
in the first court and such earned leave time shall be recognized by the
receiving court.

If insufficient leave has been accumulated, the court monitor/assistant
shall be charged with leave without pay for time away from work.

APPEAL PROCEDURES

Appeal of Adverse Action:




(1) An appeal of an adverse action shall be in writing and delivered to the
Director within fifteen working days of the date of the action. The appeal
shall state the basis for the appeal, and shall indicate whether a hearing is
desired. If a hearing is not requested, the court monitor/assistant's right to
a hearing pursuant to this article is deemed waived. The appeal may be
submitted by the court monitor/assistant personally or on his or her behalf
by a personal representative.

(2) Upon receipt of the appeal, the Director shall do one of the following:

(a) If a hearing is requested: within ten working days from the day the
appeal is received, 1) recommend to the Administrative Judge
granting the relief without arranging for a hearing or, 2) begin
arrangements for a hearing after notice of the request for a hearing
is given to the Administrative Judge;

(b) If a hearing is not requested: within 20 working days from the day
the appeal is received, recommend to the Administrative Judge a
decision without a hearing.

The decision of the Administrative Judge with respect to the director's
recommendations in subsection A(2)(a) or (b) above shall be final.

(B) Selection of the Appeals Board: The Appeals Board shall be
composed of the following members:

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

(2) Anindividual chosen by the Association ; and

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

(4) None of the members shall be a member of the bargaining unit.

All travel expenses incurred by members of the board in the course of the board's
work shall be paid by the judicial branch.

(C) Procedure:
(1) The Director shall arrange for the hearing to take place no later than 20

working days from the date notice of the request for a hearing is given to
the Administrative Judge.



(@)

3)

(D)
(1)
(2)

3)

(4)

(5)

(6)

(7)

(8)

The Director shall provide written notice by personal service or by certified
mail, return receipt requested, at least ten working days prior to the
hearing, including the date, time, and place of the hearing, and a summary
of how the hearing shall be conducted under this policy. The appellant
shall sign a receipt for this notice and return it immediately to the Director.

Requests for postponement of the hearing shall be by mutual agreement
of both parties.

Conduct of the Hearing:

The appeals board shall conduct an independent, impartial hearing.

The jurisdictional burden shall be on the appellant to establish a prima
facie case that the imposing official did not follow proper procedure or
otherwise have justification for the sanction or that the sanction imposed
was not within the authority or discretion of the imposing official. Once
jurisdiction is established, the burden is on the appellant to prove his or
her case is more probable than not.

The appellant shall have the right to be present at the hearing, with a
representative provided at his or her expense. The appellant shall be in
duty status while in attendance at the hearing.

The Judicial Branch shall have the right to be present at the hearing and
be represented by the Attorney General's office if a request is made and
consented to under RSA 99-D:2 or its subsequent statutory counterpart or
by a court employee with such employee's consent. A court employee
providing such representation shall be allowed reasonable time for
preparation. Any court employee shall be in duty status while in
necessary attendance at the hearing.

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

All testimony shall be under oath or affirmation. For this purpose, the
appeals board is authorized to administer the oath or affirmation.

Witnesses may be presented by the parties if their testimony is considered
relevant by the chair of the appeals board or may be requested by the
appeals board. Witnesses may not be compelled to appear without a
subpoena issued by the chair of the appeals board. No witness may be
compelled by subpoena to appear unless, upon timely request, the chair
of the appeals board shall determine the witness's testimony will be
necessary and relevant.

The hearing shall be recorded. A party may request a transcript at his or
her expense.



(9)

(10)

(11)

(E)
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(F)

(©)

(1)

(2)

The chair of the appeals board shall decide on the admissibility of
evidence at the hearing. The hearing officer shall not apply the rules of
evidence strictly, but may exclude witnesses or matters which are
irrelevant, immaterial, or unduly repetitious.

Since all matters before the appeals board are personnel matters,
proceedings hereunder shall be private.

In a case of progressive discipline, the appellant may contest any and all
prior discipline that formed the basis of the action being appealed.

Withesses:

Witnesses who are court employees shall be in duty status during the time
they are participating in a hearing and supervisors shall provide for those
employees to be available.

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

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

Scope of the Appeals Board's Review: The appeals board shall review
the personnel action by determining the facts surrounding the adverse
action; the procedural and legal justification under the personnel rules and
under the standard of fundamental fairness and justice to the grievant; and
whether or not the sanction imposed was within the authority and
discretion of the imposing official. Management has discretion in applying
a sanction under Judicial Branch Rule 30. Before submitting a decision
for reversing or modifying the sanction imposed, there must be a finding
that:

The sanction was not legally or procedurally justified under the personnel
rules and under the standard of fundamental fairness and justice to the
grievant; or

That management abused its discretion in imposing the sanction.
Absent one or the other of these findings, the appeals board should not

substitute its judgment for that of management. It is not the intent of the
personnel policies to encourage appeals for the sake of mitigating
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sanctions. It is, however, the intent of the personnel policies to ensure fair
treatment of employees and to provide procedural due process in the
adverse action area.

Decision of the Appeals Board:

The decision of the appeals board shall be submitted to the Director and
respective Administrative Judge no later than 20 working days after the
end of the hearing.

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

Final Decision: The decision of the appeals board shall be final.

ASSIGNMENT/REASSIGNMENT/RELOCATION

For the purposes of this article only, court monitor/assistant assignments shall be
divided into divisions. These divisions shall be designated superior court
division; family division; and travel division. For purposes of this article, the court
monitor/assistant employed by the probate court shall be considered a part of the
travel division.

l. INITIAL ASSIGNMENT

1.

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

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

II. ASSIGNMENTS WITHIN HOME COURT

1.

Court monitors/assistants within the travel division are assigned to a home
court. These individuals are hired with the expectation that a substantial
portion of their assignments will be in courts other than their home court.
These individuals will receive their assignments from the Administrative
Judge of the assigning court and/or his/her designee. Court
monitors/assistants in the travel division will get their assignments with as
much notice as possible.



2. Superior court and family division assignments within the home court are
initially at the discretion of the Administrative Judge or designee, subject
to the daily direction of the clerk. That discretion may not be exercised in
an unreasonable fashion or in contravention of this agreement.

lll. ASSIGNMENTS OUTSIDE OF HOME COURT

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

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

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

IV. REASSIGNMENT/RELOCATION TO NEW HOME COURT

Because reassignments/relocations to a new home court location
may result in dramatic changes in a court monitor/assistant's life,
reassignments/relocations to new home courts will not be done unless the
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interest of justice so requires. In the rare occasion when
reassignment/relocation is necessary, the judicial branch will provide the
court monitor/assistant as much notice as possible. To this end, the
judicial branch will strive to give the court monitor/assistant at least 90
days notice of any reassignment/relocation. In the event that the
reassignment/relocation will be to a new home court that is more than 50
miles from that court monitor/assistant's current home court, the court
monitor/assistant may elect to be laid off. Such layoffs will entitle the court
monitor/assistant to the benefits of the contract as to layoff. In such
layoffs, the court agrees to cite the official reason for the layoff as being
“lack of work” within the facility.

V. TRANSFERS INTO FAMILY DIVISION

The provisions of this section are made necessary by the fact that
during the term of this contract the judicial branch family division will be
implemented in additional counties making it necessary for several court
monitor/assistants to transfer into the family division. The intent of these
sections is to make those transfers as smooth as possible for all parties.
The number of court monitor/assistants needed to transfer into the family
division in each affected county will correspond to the number of judicial
full time equivalents required to complete the marital casework previously
done in the superior court as that county is converted to the family
division.

1. If there are the corresponding number of court monitor/assistants
performing marital monitor functions that are due to be transferred to the
family division, the presumption is that these court monitor/assistants will
transfer to the family division.

2. If there are more court monitor/assistants performing marital monitor
functions than are due to be transferred to the family division, the court
monitor/assistant with the most seniority will have rights of first refusal to
transfer to the family division. For this paragraph only, performing marital
monitor functions will be defined in two ways. First, it will include those
court monitor/assistants who routinely rotate among judicial officers within
a court building such that they have marital expertise even if their current
rotation assignment does not have them working on marital cases.
Second, it will include court monitor/assistants in the court building who
have had at least 6 months of marital monitor experience in the past and
who were assigned to perform marital monitor functions within the court
building in the one year period before the opening day of county’s family
division, regardless of whether those Court monitor/assistants are
currently performing marital monitor functions.

3. In both circumstances in paragraph 2 above, if the court monitor/assistant
who is presumed to transfer to the family division does not want to
transfer, that person may ask the AOC personnel department to ascertain
if there is another court monitor/assistant anywhere in the judicial branch
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who wants to transfer to the family division. If there is a volunteer from
elsewhere in the judicial branch, the family division will accept that
volunteer if a) that court monitor/assistant’s strengths are compatible with
the family division’s initiative, and b) the switch of the original court
monitor/assistant who elected not to transfer to the family division into the
vacancy that is created when the volunteer transfers to the family division
is acceptable to the court in which the vacancy is created. Acceptance of
the transfers set forth in this paragraph will not be unreasonably withheld.

4. If there is no reasonably acceptable volunteer, the court monitor/assistant
who is presumed to transfer to the family division may elect to be laid off.
Such layoffs will entitle the court monitor/assistant to the benefits of the
contract as to layoff. In such layoffs, the court agrees to cite the official
reason for the layoff as being “lack of work” within the facility.

ASSOCIATION REPRESENTATION

Stewards: The Employer agrees to recognize at least two Stewards and one
alternate duly authorized by the Association. Of the two Stewards, one shall
come from the superior court and one from the family division.

Non-discrimination: The Employer agrees there shall be no discrimination
against any Steward because of his or her duties as an Association official or
member. The Association shall furnish the Employer a list of the Stewards
representing the Branch and keep the list current.

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

Training: The Employer agrees to authorize three (3) days off in the first
contract year, without loss of time or pay for the Steward(s) to attend an
Association training program. Thereafter, attendance at Association training
programs shall be limited to a total of two (2) Stewards or alternates. The
Association shall notify the Employer as soon as possible but not less than
twenty (20) work days in advance of such proposed training program.

Incur No Expense: The Employer will not bear any expense, other than with
respect to the Steward's time involved during regular duty hours, for the functions
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of any Steward. The Association shall reimburse the Employer for any other
expense to the state incurred as a result of the Steward's function.

Steward/Branch Meetings: Chief Justice of the Superior Court, or
Administrative Judge of the Judicial Branch Family Division, or the Administrative
Judge of the Probate Court or his / her designee(s) shall meet with steward(s)
upon written notice from the Association, including the purpose of the requested
meeting. Such meetings will be held within ten (10) working days from the
request date, unless it is mutually agreed to extend the time frame.

Representation of Employees: With the exception of probationary employees,
an employee shall be entitled to Association representation at an investigative
interview or meeting if requested by the employee when that employee
reasonably believes that the interview or meeting may result in disciplinary action
against him/her. The employee will be given specific notice regarding the
matters being investigated prior to the meeting. The Association representative's
role at an investigative interview or meeting is to consult with the employee. The
Employer is free to insist upon hearing the employee's own account of the
matter(s) under investigation. The Parties agree that in all cases the principles of
"Weingarten" and "Garrity" and other applicable case law shall be observed. The
provisions of this article shall apply to both full and part-time employees.

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

ASSOCIATION RIGHTS

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

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

In addition, the Employer shall notify the Association of all newly hired full-time
unit employees, the names and business addresses of all regular unit
employees, and unit employees who have terminated state service at least
monthly by electronic mail, or other mutually agreed format.
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These reports shall include, at least, the following:

- Court monitors / assistant's name

- Court monitors / assistant's home address (for Association members only)
- Court monitors / assistant's payroll number

- Court monitors / assistant's labor grade and step

- Court monitors / assistant's salary schedule

- Court monitors / assistant's business address

- Court monitors / assistant's job classification

- Court monitors / assistant's date of employment

Association Business: Full-time employees shall conduct the internal business
of the Association during their non-duty hours.

Association chapters may utilize the Employer's messenger service and, to the
extent that they do or may exist, electronic mail system(s) for the duration of this
Agreement for internal Association business, provided that said mailings are
clearly identified as the property of the Association.

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

Such Employer facilities are available and their use for such meetings would not
conflict with the Employer's business.

Such approval shall be subject to such other reasonable conditions as may be
imposed by the Employer.

Such approval, if given, will be limited to members of the committee, full and part-
time bargaining unit employees, Association staff members, and guests.

Nothing in this provision shall be construed as a limitation of the rights of the
Association, its chapters or committees to utilize the Employer's facilities that are
otherwise available for public use.

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

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

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

The employer shall approve reasonable preparation time for up to four (4)
members of the Association’s contract bargaining team.

Group Programs: The Association shall be allowed the use of seven (7) payroll
deductions for any group program(s) in addition to a dues deduction.

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

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

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

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

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

BASIC WORK WEEK

Basic Work Week:

The basic workweek for every court monitor/assistant in the judicial branch shall
be thirty seven and one half (37 ¥2) hours per week. The parties agree that the
court monitor/assistants will be considered administrative employees and will
receive all of the compensation benefits of this designation, including, but not
limited to those delineated in Rule 45 of the State of New Hampshire, Judicial
Branch Personnel Rules (dated March 4, 1996).

Normal Work Day: The normal workday shall consist of 7.5 hours per day with
work normally performed between the hours of 8:00 a.m. to 5:00 p.m. Monday
through Friday; however, the normal workday may be adjusted as the needs of
the court require. If the needs of the court require extension of the normal work
day, the needs of the court monitor/assistant shall be taken into consideration.

Breaks: No reduction shall be made from the basic workday for rest periods of
fifteen (15) minutes after approximately 90 to 105 minutes in the courtroom on
any keyboard, including digital/Sony note taking, computer/typewriter, and/or
mouse, or major fraction thereof. Such rest periods are required and shall be
taken in such a manner that the normal delivery of services will not be
interrupted. Reasonable rest periods/breaks are not prohibited while court
monitor/assistants are assisting in the clerk’s office.

Meal Periods: Every employee shall receive a lunch period of not less than one

half hour nor more than one hour. Such lunch periods shall not be considered
working time.

BI-WEEKLY PAY PERIOD

(A) All court monitor/assistants shall be routinely paid on every other Friday as is
the state practice.

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

(C) All court monitor/assistants became part of the payroll system by having the
state withhold no more than the first two weeks of pay. Compensation shall
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continue on a biweekly basis based upon hours worked and paid two weeks
in arrears.
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CONSULTATION and LABOR MANAGEMENT COMMITTEE

Consultation:

Obligation to Meet: The Parties recognize their mutual obligation to meet and
confer regarding problems arising out of the employment relationship between
the employer and full and part-time employees.

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

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

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

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

Labor Management Committee:

Composition: The Parties agree to establish a Labor Management Committee
consisting of not more than four (4) representatives of the Judicial Branch
Negotiating Committee and not more than four (4) representatives of the
Association's Bargaining Team. In addition to the four representatives, the chief
negotiator from each side may attend the meetings of the Committee.

Meetings: The Committee shall meet as frequently as may be necessary to carry
out its purpose and responsibilities as set forth in this Agreement.

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

COST OF LIVING
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COST OF LIVING INCREASES/RAISES AND HEALTH AND DENTAL
INSURANCE: In accordance with RSA 490:28, court monitor/assistants shall
receive all fringe benefits and salary increases as negotiated by the State
Employees Association of New Hampshire and as provided for classified state
employees, including health and dental insurance. Salaries for court monitors
during the term of this agreement shall be as provided in Appendix D. The health
insurance provisions of the State Employees Association of New Hampshire
master contract with the State of New Hampshire are attached hereto as
Appendix E. Included within Appendix E are appendices E and F of the master
contract which detail the health benefits effective January 1, 2009.

DEFINITIONS

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

A. ADMINISTRATIVE AUTHORITY:

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

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

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

B. ADMINISTRATIVE JUDGE: Administrative judge means a judge appointed
pursuant to Supreme Court Rule 54(2) as the administrative judge for the the
district court, the probate court, or the judicial branch family division, as the case
may be. For the superior court, the administrative judge shall be the chief justice.

C. CLERK: The use of the term "clerk” shall be deemed to include regional
clerks and registers of probate.

D. DIRECTOR: Director means the director of the administrative office of the
courts.
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E. ESSENTIAL FUNCTION: An in-court monitoring assignment or an
assignment outside of the courtroom deemed necessary by the clerk to the
adequate staffing of a particular court location.

F. HOME COURT: The “home court” of a court monitor assistant is the
courthouse to which the court monitor assistant is assigned on a regular basis for
work purposes. In the case of the court monitor assistant who does not have a
“home court” assignment for regular work purposes, the “home court” shall be the
court to which the court monitor reports when no other assignments are
available. The “home court” in either instance shall be the court from which
travel miles are computed.

G. SENIORITY: Seniority shall be calculated as follows:

A) Each year, or part thereof, as a court monitor/assistant or
stenographer shall be attributed to the court monitor/assistant for
purposes of seniority.

B) Each year, or part thereof, as a judicial branch employee other than as
a court monitor/assistant or stenographer shall be attributed one half (1/2)
of that time to the court monitor/assistant for purposes of seniority.

C) Each year, or part thereof, as a state employee other than in the
judicial branch shall be attributed one quarter (1/4) of that time to the court
monitor/assistant for purposes of seniority.

D) All seniority shall be calculated in accordance with subparagraphs A,
B. and C above without regard to any break in service.

DISCIPLINARY OR ADVERSE ACTION

The Administrative Office of the Courts shall not discharge or take other
disciplinary action-without adherence to the principles of fundamental fairness
and justice to the affected employee.

(A)  Court Monitor/Assistant Actions Warranting Disciplinary or Adverse
Actions: Examples of court monitor/assistant actions that may result in
disciplinary or adverse actions include, but are not limited to:

(1) submitting false travel, payroll or purchase vouchers;
(2) personal use of official vehicles;

(3) falsifying, destroying, mutilating or altering court documents or records;
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(4)

(5)

(6)

(7)

(8)
(9)
(10)

(11)

(12)

(13)

(14)
(15)

(16)

(17)

(B)

providing false information on any Judicial Branch job application;
willfully violating the policy against discrimination or sexual harassment;

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

causing loss or damage to court property through willful or grossly
negligent action;

theft occurring on court property;
insubordination, including failure to follow oral or written directives;

verbally abusing or physically assaulting any individual on court property
or in relation to official duty;

use of alcohol or drugs, while on duty or otherwise, to the extent that job
performance is adversely affected;

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

failure to report in writing to the Administrative Authority and the
Administrative Judge within three days any criminal charges and failure to
report in writing to the Administrative Authority and the Administrative
Judge within three days any criminal conviction, regardless of whether an
appeal is taken;

engaging in partisan political activity prohibited by law or by court policy;
conviction of any crime;

unsatisfactory performance of job responsibilities, including excessive
tardiness or absence from work; or

notwithstanding any of the above, violating employee standards of
conduct.

Disciplinary Progression: The Administrative Authority shall be
responsible for taking appropriate intermediate steps and initiating
adverse action. Court monitor/assistants entrusted with supervisory
responsibility shall be required to expeditiously report to the Administrative
Authority any matters that require review, discipline and/or adverse action.
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(©)

(1)

(@)

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

Written or Oral Warning: Written or oral warnings may be given to the
court monitor/assistant by the Administrative Authority upon
recommendation by the court monitor/assistant's supervisor or on the
Administrative Authority's own initiative. Oral warnings should be noted in
a written memorandum. The number of warnings given prior to taking
further disciplinary or adverse action depends on the seriousness and/or
frequency of the matter or conduct.

It is the Administrative Authority's responsibility to point out the specific
nature of the conduct and discuss in detail with the court monitor/assistant
the correct action to be followed in the future. This responsibility may be
delegated to the court monitor/assistant's immediate supervisor if
appropriate.

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

Written Reprimand:

(a) If the Administrative Authority feels written or oral warnings have been,

are, or would be ineffective or insufficient in view of the nature or
seriousness and/or frequency of the conduct, a written reprimand may be
prepared.

(b) Written reprimands must contain a complete description of the misconduct

alleged, the supporting factual data, details of the corrective action to be
taken by the court monitor/assistant and a time frame in which it should
occur, and the consequences if corrective action does not occur. Written
reprimands must indicate that unless corrective action is taken the court
monitor/assistant will be subject to discharge.

(c) The written reprimand shall be signed by both the Administrative Authority

and the court monitor/assistant. If the court monitor/assistant refuses to
sign, the Administrative Authority shall so indicate on the form. The
Administrative Authority, court monitor/assistant, Administrative Judge,
and Director shall each receive a copy of the signed written reprimand.

(d) Each written reprimand shall expire as a basis of possible discharge three

years after its date but shall be kept in the court monitor/assistant's file.

(e) The judicial branch is not precluded from issuing discipline for conduct, on

or off official duty, that adversely effects the integrity of the judicial system.
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(D) Adverse Action: The Administrative Authority is responsible for initiating
or taking adverse action against a court monitor/assistant where
appropriate and, if appealed, following the appeal procedure. All adverse
actions shall be approved by the Administrative Judge who shall consult
with the Director before any action is taken. Adverse actions include the
following:

(1) Suspension: Suspension is the temporary removal of a court
monitor/assistant from a position with or without pay.

(a) The decision to suspend a court monitor/assistant with or without pay shall
be based on the seriousness and nature of the matter or conduct. The
judicial branch is not precluded from issuing discipline for conduct, on or
off official duty, that adversely effects the integrity of the judicial system.

(b) A court monitor/assistant may be suspended with or without pay pending
disposition of a felony or misdemeanor charge or a serious violation as
determined in the discretion of the Administrative Judge. At the discretion
of the Administrative Judge, an acquittal may result in the reinstatement of
all pay denied during the suspension period.

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

(2) Discharge: Discharge is the permanent removal of a court
monitor/assistant from employment with the judicial branch.

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

(b) Discharge may be appealed through the appeal procedure, but the
discharge will become effective when imposed. If the court
monitor/assistant successfully appeals the discharge, all pay denied
during the period of discharge may be reinstated.

(E) Actions By Judges: Notwithstanding any provision set forth herein, any
justice or judge of any court may report or recommend disciplinary actions
when they become aware of activities or conduct which justify disciplinary
action as set forth under these rules.

(F)  Judicial Conduct Code: The court monitor/assistants acknowledge that
they are subject to the Code of Judicial Conduct to the extent provided in
section E of the Application of the Code of Judicial Conduct in Supreme
Court Rule 38. Accordingly, they are subject to the jurisdiction of the
Committee on Judicial Conduct. The provisions of this collective
bargaining agreement are not intended to limit or enhance that jurisdiction.
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DUES CHECK-OFF

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

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

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

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

Maintenance of Membership: Full-time employees who are members of the
Association on the effective date of the Agreement shall be notified in writing by
the Association that they must retain their membership throughout the period
(term) of the Agreement, except that each member shall have the opportunity
annually to withdraw membership during a fifteen-day period commencing with
the member’s anniversary date of employment. The withdrawal shall be in
writing, and postmarked no later than the end of the fifteen (15) day period and
addressed to:

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

P.O. Box 3301

Concord, NH 03301-3303

Agency Fee: Any full-time court monitor/assistant who is not a member of the
Association shall be required to pay a fee to the Association as a condition of
employment. The fee shall not exceed an amount that represents a prorated
share of actual cost of negotiating and administering this Collective Bargaining
Agreement.
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DUTIES AND RESPONSIBILITIES

1. To the best of their abilities, court monitor/assistants shall record, by
means of recording equipment provided by the judicial branch, all court
proceedings to which they are assigned.

2. The duties and responsibilities of all court monitor/assistants shall be
contained in job descriptions which as of the date of execution of this
agreement are attached as Appendices A (superior court), B (family
division), and C (travel division) to this contract.

EMPLOYEE RECORDS AND RIGHTS

Access to Personnel Files: Court monitor/ assistants shall be allowed access
to their personnel files during normal working hours for inspection and/or copies
of documents which will be provided by the Employer. Such inspection shall be
made subject to prior arrangement with the Employer.

Copies of Letters: Court monitor/assistants shall be provided with a copy of
letters of complaint by a third party and letters of commendation at the same time
such letters are placed in the personnel file.

Employment Recommendations: If requested, upon termination court
monitor/assistants will be advised of any recommendation for rehire which has
been made a part of that employee's record.

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

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

Disciplinary Investigations: Court monitor/assistants shall be informed, upon a
written request, when a disciplinary investigation is complete and of the
determination of said investigation.

Changes of Job Specifications: Court monitor/assistants shall be notified in
writing of any changes in his/her job specifications and duties upon receipt of
said changes from the Administrative Office of the Courts, and/or from directives
from the Administrative Judge or any of his/her designated representatives.
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Privacy: The Employer agrees to make every reasonable effort to counsel
and/or reprimand court monitor/assistants in private and to limit discussion of any
employee's problems by supervisors to essential parties.

GRIEVANCE PROCEDURE

Purpose: The purpose of this Article is to provide a mutually acceptable
procedure for adjusting grievances and disputes arising with respect to
interpretation or application of any provision of this Agreement and matters of
complaint, concern or dissatisfaction to a court monitor/ assistant. This
grievance procedure may not be used, however, for matters involving discipline
and adverse action.

Intentions: Itis intended that the procedure provided herein shall facilitate the
resolution of any such disputes at the lowest possible level, and the judicial
branch and the SEA agree to work together towards this end. Nothing in this
article shall be interpreted as preventing or discouraging court monitor/assistants
from discussing any disputed matter in an informed and informal manner with the
immediate supervisor, the Administrative Judge, or AOC personnel. Such
discussions will not, however, interfere with the right to seek resolution of the
dispute through the grievance procedure provided herein.

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

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

Procedure: Any employee having problems concerning the interpretation or
application of any provision of this Agreement subject to this grievance procedure
shall seek adjustment in the step order listed below. There shall be not less than
two nor more than five adjustment steps.
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Time Limits: All time limits set herein may be extended by mutual agreement
between the grievant and the Employer.

Non-Intervention: Nothing in this Article shall be construed as an abrogation of
the right of any court monitor/ assistant to present a grievance without the
intervention of the exclusive representative in accordance with RSA 273-A:11(a).

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

In any case where the rights of the Association, as opposed to rights of
members, are affected, the Association may file a grievance in its own name
through any of its agents or officers and shall be filed directly with the Chief
Justice of the Superior Court or the Administrative Judge of the Family Division
or the Administrative Judge of the Probate Court and shall be considered a Step
Il appeal.

A grievance initiated by the Employer against the Association or its members
shall be filed directly with the President of the Association and shall be
considered a Step Il appeal.

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

Written Notices: A copy of all grievances which have been reduced to writing
shall be forwarded to the Director and to the offices of the Association.

Grievance Procedure - STEP | - Employee and Administrative Authority

The employee and/or his/her Steward shall present the facts pertaining to the
dispute to his/her Administrative Authority at the employee's current location.
The Administrative Authority shall resolve the dispute at once or notify the
employee or his/her representative of the decision in writing within five (5)
working days from the day the problem was presented to him/her. Copies of any
written decision shall be forwarded to the respective Chief Justice or
Administrative Judge and the Director.

Grievance Procedure - STEP Il - Employee and the Respective Chief Justice
of Superior Court, or Administrative Judge of the Family Division; or of the
Probate Court

If, subsequent to the Administrative Authority's decision, the employee and/or
his/her Steward feels further review is justified, notification to that effect and a
statement of all the facts pertaining to the problem, specifying the Article(s) and
Section(s) which have been allegedly violated shall be made in writing to the
respective Chief Justice or Administrative Judge, as well as the Administrative
Authority, within fifteen (15) working days from the day the employee was
informed of the presiding justice’s decision.
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The Chief Justice or Administrative Judge shall schedule a meeting with those
concerned as soon as practicable after receipt of the written notification of
appeal. Such meeting shall be scheduled within ten (10) working days.

The Chief Justice or Administrative Judge shall notify in writing the employee, the
Administrative Authority, and the Director of the decision reached within five (5)
working days after the meeting.

Grievance Procedure - STEP Il - ARBITRATION

If the Association is not satisfied with the decision rendered pursuant to Step II,
the Association may file within twenty (20) calendar days following receipt of the
Chief Justice's or Administrative Judge's written decision, or expiration of the
time limit delineated therein, a request for arbitration to the American Arbitration
Association under its rules and regulations. The decision of the arbitrator shall be
final and binding upon the parties, except as provided herein.

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

The Parties further agree that questions of arbitrability are proper issues for the
arbitrator to decide.

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

General Provisions:

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

Missed Time Limits: Failure on the part of either party to comply with the time

limit requirement of this Article shall elevate a grievance to the next step unless
the Parties have agreed to extend the time limit requirement.

HOLIDAYS

(A) Regular full-time court monitor/assistants shall be entitled to the legal
holidays set forth in RSA 288:1 or its subsequent statutory counterpart. The
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administrative office of the courts shall notify all court monitor/assistants of
any additional holidays applicable to the judicial branch.

(B) A court monitor/assistant shall be compensated for the holiday at the court
monitor/assistant's rate of pay in effect at the time of the holiday.

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

LAYOFFES

A court monitor/assistant who is laid off shall receive the following which shall be
paid within sixty (60) days after the effective date of the layoff:

(1) Compensation for all unused accrued annual leave remaining to
his/her credit;

(2) Compensation for 50% of accumulated sick leave to his/her credit not
to exceed sixty (60) days; and

(3) Compensation for terminal pay in accordance with New Hampshire
Judicial Branch Rule 45 E.

In addition, a court monitor/assistant who is laid off, who before the layoff was
receiving state-paid medical benefits under the provisions of RSA 21-1:26-36,
who is not eligible to retire and receive post-retirement medical benefits under
the provisions of RSA 21-1:26-36 or RSA 100-A:52-55, and who is not eligible for
employer-paid medical or health care coverage under the plan of any other
employer, or as the spouse of a person covered under the plan of any other
employer, or under the state plan as the spouse of a state employee, shall
continue to receive such state-paid benefits, as if continuing in active
employment, for a period not to exceed 6 months after the date of termination of
state employment. For the first 3 months of this 6-month period, the state shall
pay the full costs of continuing medical and health care coverage. For the latter
3 months of the 6-month period, the state shall pay %2 the cost and the laid-off
state employee shall pay %2 the cost of continuing medical and health care
coverage. This 6-month period shall be included in the calculation of the
entitlements required under the Consolidated Omnibus Budget Reconciliation Act
of 1986 and any amendments thereto.

In the event court monitor/assistant layoffs are initiated, the layoff will be
conducted on the basis of seniority within the affected division as described in
the article on assignment/reassignment/relocation. In the event of a layoff, the
affected employees shall receive at least 60 days notice.
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LONGEVITY COMPUTATION AND COMPENSATION

Any court monitor/assistant who has completed 10 years of service for the
state shall be paid, in addition to the salary to which he/she is entitled by the
classification plan, the sum of $300 annually and an additional $300 for each
additional 5 years of state service. This provision will change as necessary to
reflect the amount provided either in RSA 94:4 or the State Employees
Association of New Hampshire and State of New Hampshire Collective
Bargaining Agreement.

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

Unless otherwise directed by administrative payroll protocols, the longevity
payment will be included in the first paycheck in December and reflects years
of service as of November 30 of that current year.

Longevity pay will be included in the payout of a terminating employee

provided the terminating employee has worked beyond his or her next
anniversary date following November 30.

MANAGEMENT PREROGATIVES AND RIGHTS

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

Directing and supervising employees;

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

Laying off unnecessary employees due to lack of work, for budgetary
reasons, or for other like considerations;

Maintaining the efficiency of governmental operations;

Determining the means, methods and personnel by which such operations
are to be conducted;

Taking whatever actions may be necessary to carry out the mission of the
judicial branch in situations of emergency, the determination of such
situations to be the prerogative of the judicial branch.
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. "Emergency" Defined: For purposes of this section "emergency" is defined
as any condition or situation out of the ordinary which requires immediate
action to avoid danger to life, property, or to prevent losses affecting the
judicial branch, the employee or the general public.

MERIT ADVANCEMENT

If a court monitor/assistant reaches step six of a particular labor grade and
remains at that step for five consecutive years, that court monitor/assistant is
eligible for a 5% increase in salary at the conclusion of the fifth year upon the
written recommendation of the Administrative Judge, certifying that the court
monitor/assistant performance is satisfactory or better.

. A court monitor/assistant who has reached step six of a particular labor grade
and received a merit advancement of 5% after completing five years
satisfactory service at that step is eligible for an additional 5% increase after
completing an additional five years of service provided the Administrative
Judge again recommends the increase and certifies that the court
monitor/assistant's performance is satisfactory or better.

. All requests shall be filed with the Director.

. No court monitor/assistant shall receive more than two such increases while

serving in the same position.

NOTICES

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

Notice to AOC: Whenever written legal notice is required to be given by the
Association to the Employer, such notice shall be given to the Director,
Administrative Office of the Courts, 2 Charles Doe Drive, Concord, NH.
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OTHER LEAVES

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

(B) Workers' Compensation Leave:

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

(2) If a court monitor/assistant receives a personal injury as defined in RSA
281-A:2, XI (Supp. 1995) or its subsequent statutory counterpart, in the
course of employment, the court monitor/assistant shall report the injury
immediately to the Administrative Authority. The Administrative Authority
shall notify the Administrative Office of the Courts immediately of the
injury.

(3) If a court monitor/assistant is required to miss work and a decision has not
been reached regarding the workers' compensation claim, the court
monitor/assistant shall be compensated using accumulated sick and
annual leave time.

(a) If the workers' compensation claim is awarded, the portion of the sick
and annual days equivalent to the workers' compensation award will
be restored and credited to the court monitor/assistant's accumulated
leave.

(b) If the workers' compensation claim is denied, other leave time may
be used.

(4) A court monitor/assistant may choose to supplement workers'
compensation with sick or annual leave if accumulated leave is available.

(a) The combination of workers' compensation and sick or annual leave
benefits shall not exceed the court monitor/assistant's full pay.

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

(5) Sick leave and annual leave shall not accumulate to the extent the court
monitor/assistant is receiving workers' compensation.
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(6) Receipt of sick or annual leave pay by a court monitor/assistant shall not
affect the right to medical benefits, nor shall it affect the right to workers'
compensation benefits for permanent disability.

(C) Court Leave:

(1) A full-time court monitor/assistant who is subpoenaed for other than
judicial branch business to appear as a withess before a federal or state
grand jury or court, or before a federal or state agency, shall be entitled to
leave with pay for the required period. A court monitor/assistant who
appears as such on judicial branch business is not considered on leave.

(2) A full-time court monitor/assistant shall be entitled to leave with pay for
serving on a federal or state grand or petit jury.

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

(4) The court monitor/assistant shall be paid his or her current salary while on
court leave. Court leave shall not be a charge against any other
accumulated leave as prescribed in these rules.

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

(D) Eamily and Medical Leave:

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

(2) A court monitor/assistant shall be granted family medical leave:

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

(b) if a court monitor/assistant adopts a child or takes a foster child into
the court monitor/assistant's home;

(c) the court monitor/assistant must care for a spouse, child or parent
who is suffering from a serious health condition;

(d) if the court monitor/assistant's own serious health condition makes
the court monitor/assistant unable to perform their job.

(3) A court monitor/assistant may be required at any time to provide
verification of a serious health condition, where applicable, from either the
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attending physician or a neutral party selected from a list of physicians
compiled by the Director.

(4) A court monitor/assistant can take up to 12 weeks of paid or unpaid leave
during any rolling 12-month period for the reasons specified in subsection
(2) above.

(a) A court monitor/assistant shall have been employed for at least one
year and for at least 1,250 hours during the year proceeding the start
of the leave to qualify for this leave.

(b) A court monitor/assistant shall apply accumulated annual leave and
sick leave, where applicable, to cover this period of absence. Unpaid
leave may be used if all other leave has been exhausted.

(c) For an expected birth or adoption, and for planned medical treatment,
the court monitor/assistant shall provide the employer with 30 days
advance notice.

(5) The court monitor/assistant shall file with the Administrative Authority a
written statement of how accumulated time will be applied. This plan will
be forwarded immediately to the administrative office of the courts for
verification of time available for use.

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

(7) Following the leave, the court monitor/assistant shall be restored to his or
her job or to an equivalent position.

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

(E) Leave of Absence Without Pay: After consultation with the Director, the
Administrative Judge may grant the court monitor/assistant leave without
pay for personal reasons for a period not to exceed 12 months, provided
that any leave of absence without pay for reasons other than sickness or
maternity may not be granted unless justified and until a suitable
replacement has been found or adequate coverage has been arranged.

(1) Court monitor/assistants shall not be entitled to benefits if not in pay status
on the first work day of any month.
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(2) Any court monitor/assistant who requests a leave of absence without pay
shall be required to utilize all applicable accumulated leave before being
granted the leave of absence without pay.

(a) If the request for leave without pay is caused by sickness or injury,
the court monitor/assistant shall utilize accumulated leave in the
following order: sick, annual, and administrative.

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

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

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

(5) Exceptions to the leave of absence policy shall be submitted to the
Director for approval.

PERFORMANCE EVALUATION

(A) A formal written evaluation of each court monitor/assistant shall be completed
at least once each year for all court monitor/assistants. This performance
evaluation serves two purposes:

(1) to analyze the court monitor/assistant's performance during the past year,
to identify strengths and weaknesses, and to compare such performance
to previously set goals; and

(2) to establish performance goals for the following year, to determine the
steps necessary to achieve them, and to identify the standards on which
the court monitor/assistant's job performance will be rated.

(B) Performance evaluation ratings shall be considered in determining salary
increases, promotions, demotions, and dismissals. Probationary evaluations
excepted, written annual evaluations shall be completed prior to the court
monitor/assistant's anniversary date, in a manner prescribed by the Director.

(C) The initial rating of each court monitor/assistant shall be made by the court
monitor/assistant’s Administrative Authority, in consultation with any or all of
the judges or marital masters with whom court monitor/assistant works. The
performance evaluation will include a list of judges and marital masters whose
input was sought in the development of the evaluation.
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(D) The court monitor/assistant, and the Administrative Authority or designee,
shall sign the evaluation form. The signature of the court monitor/assistant
shall indicate only that the person has been informed of the rating and does
not signify agreement with the rating.

(1) Any modifications made after the court monitor/assistant's signature is
affixed must be read and initialed by the court monitor/assistant to indicate
awareness of the modifications.

(2) A copy of the entire performance evaluation, including the signature page,
shall be forwarded to the administrative office of the courts to be
maintained in the court monitor/assistant's personnel file.

(E) A court monitor/assistant shall receive a written evaluation indicating better
than satisfactory performance in order to receive an annual merit pay
increase.

(1) If any court monitor/assistant's evaluation is satisfactory or less than
satisfactory, the written evaluation shall be provided to the court
monitor/assistant. The court monitor/assistant's status and performance
shall be reviewed for a period not to exceed 90 calendar days with a
written evaluation of performance at the end of each 30-day period.

(2) At the end of the review period, if the court monitor/assistant's overall job
performance is evaluated as better than satisfactory, an annual merit pay
increase may be granted at that time. The judge/ master in conjunction
with the Administrative Authority may determine that a merit pay increase
is still not warranted. If a determination is made that a merit pay increase
is still not warranted, the question of merit pay increase shall not be
reconsidered for the current review period. If at any time after initial notice
the overall evaluation continues to be unsatisfactory, the court
monitor/assistant may be subject to demaotion, termination, or other
disciplinary action.

(F) In addition to the annual evaluation, a written evaluation of a court
monitor/assistant's performance may be initiated by the court
monitor/assistant’s Administrative Authority at any time during the year, in
consultation with the court monitor/assistant’s closely working judges or
masters. The written evaluation shall be provided to the court
monitor/assistant if the court monitor/assistant's evaluation is less than
satisfactory. The court monitor/assistant's performance may be monitored for
a period not to exceed 90 calendar days with a written evaluation of
performance at the end of each 30-day period. If at any time after initial
notice the court monitor/assistant's performance continues to be
unsatisfactory, the court monitor/assistant may be subject to demotion,
termination or other disciplinary action.
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(G) If a court monitor/assistant suffers an adverse consequence as a result of a
performance evaluation, the court monitor/assistant shall be provided a list of
those who provided input in the development of the evaluation.

RECOGNITION and UNIT DESCRIPTION

Recognition: The Employer recognizes the Association that shall serve as
exclusive representative of all court monitors /assistants in the bargaining unit.
The Association recognizes the responsibility of representing the interest of all
employees in the unit without discrimination for the purpose as set forth in this
Agreement.

Other Agreements: The Employer shall not enter into any agreements,
regarding employment relations matters with any other organization or individual
purporting to represent any group of employees in the bargaining unit, and shall
not furnish any facilities or engage in any type of conduct, which would imply
recognition of any group other than the Association as a representative of the
employees in the unit.

Association: Reference to the "Association" as exclusive representative of the
employees, means the state organization of SEIU Local 1984 the State
Employees’ Association of New Hampshire, Inc., as appropriate under the
authority of RSA 273-A, and the Employer shall have no obligation to bargain
with and shall not bargain or enter into agreements with any committee, chapter
or district organization of the Association in matters covered by this Agreement,
unless such persons or bodies are specifically designated by the Association as
authorized representative for such purposes. Further references to the
Association in this Agreement means the State Employees Association of New
Hampshire, Inc., as appropriate under the authority of RSA 273-A.

Equal Application: The provisions of this Agreement shall be applied equally to
all employees in the bargaining unit in accordance with state and federal law.

RESIGNATION, ABANDONMENT, DEPARTING EMPLOYEES

A. A court monitor/assistant who wishes to resign shall submit a written letter of

resignation to the Administrative Authority at least ten (10) working days prior to

the effective date of the resignation. The Administrative Authority shall forward a
copy of the resignation letter to the Administrative Judge and to the Director.

B. A court monitor/assistant shall have the right to withdraw a resignation before

the effective date only upon the recommendation of the Administrative Authority
and the approval of the Administrative Judge. Recommendation of the
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withdrawal of a resignation by the Administrative Authority shall be immediately
conveyed to the Administrative Judge. Approval of the withdrawal by the
Administrative Judge shall be conveyed to the Director.

C. A court monitor/assistant shall be deemed to have abandoned employment if
absent from work for three consecutive working days without notifying the
Administrative Authority of the reason for absence and receiving approval for the
leave unless physically or mentally unable to do so. Such a termination shall be
administered as a dismissal.

D. The pay computation for a court monitor/assistant who resigns from the
employ of the New Hampshire Judicial Branch shall be as follows:

(1)  Aresigning court monitor/assistant shall be compensated for all
unused accrued annual leave remaining to his/her credit.

(2)  Allunused accrued sick leave shall lapse upon the resignation of
a court monitor/assistant.

(3)  Aresigning court monitor/assistant shall be compensated for
terminal pay in accordance with New Hampshire Judicial Branch
Personnel Rule 45 E.

(4)  Aresigning court monitor/assistant shall be compensated for legal
holidays occurring on a workday if he/she is in pay status the
workday prior to and the workday following a legal holiday.

(5)  The resigning court monitor/assistant shall be paid all
compensation as soon as possible but no later than ninety (90)
days from the date of resignation. In the event that any
compensation is not paid within this period of time, the judicial
branch agrees that the non-payment is neither at the consent nor
the fault of the resigning court monitor/assistant. The judicial
branch agrees to cooperate in taking those steps necessary to
have this compensation included in the "earnable compensation”
for calculation of benefits with the New Hampshire Retirement
System (See RSA 100-A:1, XVII).

E. The pay computation for a court monitor/assistant who is dismissed from the
employ of the New Hampshire Judicial Branch shall be as follows:

(1) A dismissed court monitor/assistant shall be compensated for all
unused accrued annual leave remaining to his/her credit.

(2)  Allunused accrued sick leave days shall lapse upon dismissal of
a court monitor/assistant.
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®3)

(4)

A dismissed court monitor/assistant shall be compensated with
terminal pay in accordance with New Hampshire Judicial Branch
Personnel Rule 45 E.

A dismissed court monitor/assistant shall be compensated for
legal holidays occurring on a workday if he/she is in pay status the
workday prior to and the workday following a legal holiday.

F. The pay computation for a court monitor/assistant who retires from the
employ of the New Hampshire Judicial Branch shall be as follows:

(1)

(2)

(3)

(4)

(5)

A retiring court monitor/assistant shall be compensated for all
unused accrued annual leave remaining to his/her credit.

A court monitor/assistant retiring under the provisions of RSA 100-
A, the New Hampshire Retirement System, shall be compensated
for 50% of accumulated sick leave at the time of retirement not to
exceed 60 days.

A retiring court monitor/assistant shall be compensated with
terminal pay in accordance with New Hampshire Judicial Branch
Rule 45 E.

A retiring court monitor/assistant shall be compensated for legal
holidays occurring on a workday if he/she is in pay status the
workday prior to and the workday following a legal holiday.

The retiring court monitor/assistant shall be paid all compensation
as soon as possible but no later than ninety (90) days from the
date of retirement. In the event that any compensation is not paid
within this period of time, the judicial branch agrees that the non-
payment is neither at the consent nor the fault of the resigning
court monitor/assistant. The judicial branch agrees to cooperate
in taking those steps necessary to have this compensation
included in the "earnable compensation” for calculation of benefits
with the New Hampshire Retirement System (See RSA 100-A:1,
XVII).

G. The pay computation for a court monitor/assistant who dies while in the
employ of the New Hampshire Judicial Branch shall be as follows:

(1)

(2)

A sum equal to the unused accrued annual leave remaining to the
court monitor/assistant's credit shall be paid to the court
monitor/assistant’s estate.

A sum equal to the unused accrued sick leave remaining to the

court monitor’s credit shall be paid to the court monitor/assistant's
estate.
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(3) The estate of a deceased court monitor/assistant shall be paid
terminal pay as described in New Hampshire Judicial Branch Rule
45 E.

(4) A court monitor/assistant’s estate shall be compensated for legal
holidays occurring on a workday if the court monitor/assistant was
in pay status the workday prior to and the workday following a
legal holiday.

SEPARABILITY

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

SICK LEAVE

One and one-half days (11.250 hours) sick leave shall be earned each month by
all regular full-time court monitor/assistants from the date of their initial
employment.

(1) As administrative employees, court monitor/assistants had 20 sick days
credited to their accrued sick leave upon employment with the judicial branch.

(2) The 18 days earned per year plus the 20 days initially credited to court
monitor/assistants may accumulate to a maximum of 120 days for all regular
full-time court monitor/assistants.

Sick Leave Provisions:

(1) A court monitor/assistant's sick leave allowance may be utilized upon
approval of the Administrative Authority on the basis of proper application in
writing.

(a) Sick leave absences may be due to illness or disability of the court
monitor/assistant, illness of an immediate family member requiring the
care of the court monitor/assistant, injury, exposure to contagious
diseases endangering the health of other employees when requested by
the attending physician, or death in the court monitor/assistant's
immediate family. Immediate family is defined in section (4) below.
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(b) Sick leave used shall be deducted from the court monitor/assistant's
allowance on the basis of workdays and not calendar days. All sick leave
must be reported on the biweekly payroll report and shall be deducted
from available accumulated balances.

(c) A court monitor/assistant who is unable to report to work due to the
reasons stated above and who wishes to utilize sick leave shall make a
good faith effort to notify the Administrative Authority of the court
monitor/assistant's court as early in the day as possible to report the
reason for the absence and the expected date of return to work. If the
court monitor/assistant is unable to call, another person should contact the
court with the same information.

(d) The court monitor/assistant shall continue to advise the Administrative
Authority each day of absence unless an extended absence has been
indicated and an alternative call schedule has been established. Failure
to report to the Administrative Authority may be grounds for disciplinary
action.

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

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

(4) A court monitor/assistant may use sick leave for a death in the court
monitor/assistant's immediate family or such other persons as the
Administrative Authority approves. Immediate family is defined as: spouse;
child; parent; mother-in-law; father-in-law; sibling; grandparent; grandchild;
stepchild; stepparent; or legal guardian.

A court monitor/assistant may use up to five days per year for bereavement
leave with authorization as described above. Additional bereavement leave
may be granted with approval from the respective Administrative Judge.

(5) Sick leave taken for the illness of an immediate family member requiring the
care of the court monitor/assistant shall not exceed fifteen days per year
unless such leave is taken pursuant to Judicial Branch Personnel Rule 36(E).
Additional sick leave for the illness of an immediate family member may be
granted with approval from the Administrative Judge.

(6) Court monitor/assistants shall earn sick leave during periods of leave with pay
except that leave shall be credited only when the court monitor/assistant
returns to work, and leave earned during such periods shall be forfeited if the
court monitor/assistant fails to return to work.

(7) Court monitor/assistants shall not earn sick leave during a period of leave of
absence without pay.
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(8) Forfeiture of accrued sick leave as a disciplinary action shall not be
authorized.

(9) No regular court monitor/assistant shall lose accrued sick leave when
promoted, demoted or transferred provided that there is no break in service.
This includes a regular court monitor/assistant who changes from the service
of one Administrative Authority to another.

(10) A full-time court monitor/assistant who transfers from one position to another
position in the judicial branch during an initial probationary period shall be
credited with any accrued time toward sick leave earned in the first position
and such earned leave shall be recognized by the receiving Administrative
Authority on the basis of proper application in writing.

(11) Payment: Upon retirement under the provision of RSA 100-A:5 and RSA
100-A:6 only, or upon eligibility under RSA 100-A:5 but electing to receive a
lump sum payment in lieu of an annuity, or upon a layoff, an employee shall
receive payment in a sum equal to 50% of the number of sick leave days
remaining to the employees credit. However, the total number of days
eligible for payment shall not exceed sixty (60) days.

TRAINING

INITIAL COURT MONITOR/ASSISTANT TRAINING:

All newly hired court monitor/assistants shall be assigned by the Administrative
Judge or designee to an experienced court monitor/assistant for an introductory
period of at least two weeks to train on the in-court aspects of the court
monitor/assistant position. Dependent upon workload of the trainer, the newly-
hired court monitor/assistant may be assigned to more than one experienced
court monitor/assistant for training. At the completion of two weeks training, the
trainer(s) shall provide a written report of the training provided and an
assessment as to whether the new employee has sufficiently gained the
expertise necessary to allow the new employee to go into the courtroom alone.
Should the new court monitor/assistant not be ready for courtroom duty, the
Administrative Judge shall assign additional training. The experienced court
monitor/assistant shall train the new employee on all aspects necessary to take
the record in the courtroom.

Upon completion of the court monitor aspect of training, the Administrative Judge
or designee shall assign the new court monitor/assistant to a court location for at
least two weeks of case processing training. Upon completion of the two weeks
of training, the clerk of the assigned court shall provide the Administrative Judge
with a written assessment of the training and any recommendations for additional
training.

ANNUAL COURT MONITOR/ASSISTANT TRAINING:
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Annual continuing education classes shall be provided to all court
monitor/assistants on work skills needed to perform their job sufficiently
including, but not limited to, the Judicial Conduct Code.

EXPENSE REIMBURSEMENT:

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

EDUCATIONAL DISCOUNT:

Any full-time unit employee who has completed one year of continuous full-time
service shall be entitled to a fifty percent (50%) discount on the tuition of up to
three (3) courses that bear credit per fiscal year (limited to one course per
semester) on a space available basis, at any of the state regional community
technical colleges.

a. Courses, for the purposes of registration, will be made available
three (3) days prior to the start of classes.

b. The institution offering the course may, at its discretion, cancel the
course.
C. The institution offering the course shall be the sole determining

agent as to whether or not space is available.

d. Decisions regarding the availability of space, course cancellations
and other administrative decisions are not grievable.

e. When payment for a course is being made by the Employer or
person(s) other than the employee, or, a course is taken on other
than a space available basis; there will be no discount in the tuition.

f. An employee is not eligible for this benefit in a semester in which
he/she has withdrawn from a credit bearing course.

g. This provision shall remain in effect only for the biennium ending
June 30, 2009 and nothing in this agreement implies a commitment
to continue this discount beyond June 30, 20009.

EDUCATION SCHEDULE ADJUSTMENTS:

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

TRAVEL/MILEAGE/EXPENSES
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1. Itis expected that a court monitor/assistant shall report to a home court
location at the normal start of the workday and remain at the home court location
until the court closes at the normal end of the workday.

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

3. If the court monitor/assistant lives farther than 45 minutes away, the court
monitor/assistant may arrive at the assigned court location later than the normal
court opening time, and may leave the court location prior to the end of the
normal workday, subject to paragraph 4 below. The amount of time the court
monitor/assistant may arrive later than the normal court starting time and leave
earlier than the normal court closing time will correspond to the amount of time in
excess of 45 minutes that it takes for the court monitor assistant to get to the
court location in the morning and return home from the court location at the end
of the day. The later start time and earlier leaving time must be approved by the
clerk in the superior court, the register in the probate court, and a family division
administrator in the family division, as the case may be. The superior court clerk,
register of probate, or family division administrator, as the case may be, shall use
his or her best efforts to allow court monitor/assistants, when not doing essential
functions, to leave the assigned court at such time that the court
monitor/assistant will arrive home at the court monitor/assistant's normal home
arrival time.

4. The above notwithstanding, if the court monitor assistant is serving an
essential function on a particular day as determined by the clerk of court/regional
clerk/register of probate, the court monitor assistant may not arrive late or leave
early.

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

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

With receipts: Reimbursement for actual meal expenses, including tax
and gratuity, shall be paid with the submission of valid receipts, but under no
circumstances shall meal expenses in excess of $45 per day in-state or $60 per
day out of state be paid.

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

Morning $5.00
Noon $8.00
Evening $15.00

Should the above with receipts or without receipts limits be increased by the
State or the judicial branch, the new limits will be substituted.

7. Mileage/Expenses: Court monitor/assistants shall be paid mileage when
traveling to their non-home court location. Mileage shall be paid from the home
court location, or from the court monitor/assistant's home, to a non-home court
destination, whichever is less. All tolls incurred during travel conducted for court
business shall be reimbursed except for any tolls that would have been incurred
in commuting from home to the home court location.

8. Court monitor/assistants shall be reimbursed for their travel expenses within
twenty-one (21) days of the date the court monitor/assistant submits the
expenses to the AOC.

WAIVER

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

DURATION

This Agreement as executed by the parties is effective as of July 1, 2007, and
shall remain in full force and effect until June 30, 2009, or until such time as a
new Agreement is executed.

Renegotiation of this Agreement will be effective by written notice by one party to

the other not later than October 15, 2008, or earlier by mutual agreement.
Negotiations shall commence within fifteen (15) days after receipt of such notice.
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IN WITNESS WHEREOF, the Parties hereto by their authorized representatives
have executed this contract on the day of July, 2007.

Donald D. Goodnow, Director Gary Smith, President
Administrative Office of the Courts State Employees’ Association, SEIU
Local 1984, AFL-CIO, CLC

John T. Broderick, Jr., Chief Justice
New Hampshire Supreme Court

Judicial Branch Negotiating Committee SEA Negotiating Committee

Howard Zibel John Krupski

Hon. William Groff Angela Bemis

Jeff Smith Murielle Bonenfant
Holly Aquizap Kearston Crutchfield
Gina Apicelli Janet Cyr

APPENDIX A

COURT MONITOR/ASSISTANT

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

DEFINITION OF WORK

Under direct supervision of the clerk of court or register of probate,
this position provides and performs a variety of services associated
with the monitoring, logging and recording of testimony in a
courtroom, and maintenance of equipment. Provides extensive
administrative support to assigned judicial officer. Position
processes court cases, enters and updates case data, assists and
works with the public, attorneys, law enforcement representatives
and other persons having business with the court at the counter
and/or in the courtroom. May perform assigned tasks in one or
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more courts and/or in the office of one or more clerks/registers.
Position requires honesty, integrity, trustworthiness, accuracy, and
attention to detail. Employees in this position will be required to
travel during the regular course of business, and are subject to
transfer or reassignment at the discretion of the Administrative
Judge.

EXAMPLES OF WORK PERFORMED

(Essential functions, as defined by the Americans with Disabilities
Act, may include, but are not limited to, the following tasks,
knowledge, skills, and other characteristics. This list of tasks
iSILLUSTRATIVE ONLY, and is not a comprehensive listing of all
functions and tasks performed by positions in this class.)

Travels to trial courts as assigned; operates and maintains various
recording equipment used in the courtroom; checks microphones,
cabling, recording heads and other items required to record
testimony; monitors recording of court testimony; determines and
directs changes in microphone position; adjusts volume or
recording equipment; creates and maintains logs of proceedings;
marks and preserves exhibits; maintains recordings in filing system;
maintains inventory of media, forms and other items used in court
proceedings; performs basic preventative maintenance services.

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

Performs various clerical and support tasks by direction of the clerk
or register; assists clerk in courtroom duties as required; trains
other employees as needed.

May assume departmental responsibilities by working in the office
of the clerk/register; processes court cases; provides assistance to
the public by responding to inquiries at the counter, by telephone
and in writing; verifies records and documents, checking for clerical
and mathematical accuracy and completeness, and processes for
further action; creates new files; enters information into the court’s
case management system; prepares files for judicial review;
requests additional information from the filing or other parties;
accepts and/or assists in collecting, processing, and recording
monies received/paid to the court.

Sorts, indexes, and files cases according to established
procedures; enters new case dates and updates case files as

47



required; performs records management tasks including retrieving
and filing cases and material for use by the judge, staff, law
enforcement agencies, attorneys or other authorized personnel,
provides information in compliance with state law; conducts time
standards to identify case status; identifies cases within and outside
of time standards; prepares juror lists and performs related work
relative to juror questionnaires, summonses, appearances, and
payments; assists with the preparation of periodic records and
statistical reports; performs other duties as assigned or required.

KNOWLEDGE, SKILLS, OTHER CHARACTERISTICS;

« Knowledge of State of New Hampshire statutes, rules, administrative
orders, policies and procedures, applicable Federal rules and
requirements.

« Knowledge of the basic principles and practices of record keeping,
bookkeeping, files, records and case management.

« Knowledge of court processes and legal terminology.

« Skill in providing assistance and services to a variety of users of the
court’s services, including using effective oral communication skills.

o Skill in working under pressure handling significant problems and tasks
simultaneously.

« Skill in operating a computer utilizing a variety of software applications
with particular competency in word processing.

« Proficiency in the use of English grammar, spelling and composition.

« Ability to edit material for grammatical, spelling and punctuation accuracy.

« Ability to prepare documents using dictation equipment.

DESIRABLE EDUCATION AND EXPERIENCE

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

Five years of relevant, responsible court, law office, business,
medical or general office clerical, secretarial or related support
experience involving public contact, working with files and records,
performing data entry or closely related responsibilities; OR,

Any equivalent combination of experience and/or education from
which comparable knowledge, skills and abilities have been
achieved.

Additional Requirements:

This classification requires the applicant to pass criminal
background and reference checks.
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Requires performance of job functions in a potentially stressful
environment involving the risk of exposure to hostile situations,
infectious diseases and the possibility of extended keying or writing,
prolonged sitting and/or standing and the need to lift and/or carry
heavy, bulky boxes, file folders, office supplies and other
equipment/materials.
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APPENDIX B

COURT MONITOR/ASSISTANT

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

DEFINITION OF WORK

Under direct supervision of the Family Division Administrator, this
position provides and performs a variety of services associated with
the monitoring, logging and recording of testimony in a courtroom,
and maintenance of equipment. Provides extensive administrative
support to assigned judicial officer. Position processes court
cases, enters and updates case data, assists and works with the
public, attorneys, law enforcement representatives and other
persons having business with the court at the counter and/or in the
courtroom. May perform assigned tasks in one or more courts
and/or in the office of one or more clerks/registers. Position
requires honesty, integrity, trustworthiness, accuracy, and attention
to detail.

REPORTING LINES

The Court Monitor/Assistant reports directly to the Family Division
Administrator for assignments. While assigned to specific court
locations, the Court Monitor/Assistant receives daily direction from
the court employee designated as the lead employee in that court
location. The Court Monitor/Assistant does not supervise or
provide direction to any employees.

EXAMPLES OF WORK PERFORMED

(Essential functions, as defined by the Americans with Disabilities
Act, may include, but are not limited to, the following tasks,
knowledge, skills, and other characteristics. This list of tasks is
ILLUSTRATIVE ONLY, and is not a comprehensive listing of all
functions and tasks performed by positions in this class.)

Travels to trial courts as assigned; operates and maintains various
recording equipment used in the courtroom; checks microphones,
cabling, recording heads and other items required to record
testimony; monitors recording of court testimony; determines and
directs changes in microphone position; adjusts volume or
recording equipment; creates and maintains logs of proceedings;

50



marks and preserves exhibits; maintains recordings in filing system;
maintains inventory of media, forms and other items used in court
proceedings; performs basic preventative maintenance services.

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

Performs various clerical and support tasks by direction of the clerk
or register; assists clerk in courtroom duties as required; trains
other employees as needed.

May assume departmental responsibilities by working in the office
of the clerk/register; processes court cases; provides assistance to
the public by responding to inquiries at the counter, by telephone
and in writing; verifies records and documents, checking for clerical
and mathematical accuracy and completeness, and processes for
further action; creates new files; enters information into the court’s
case management system; prepares files for judicial review;
requests additional information from the filing or other parties;
accepts and/or assists in collecting, processing, and recording
monies received/paid to the court.

Sorts, indexes, and files cases according to established
procedures; enters new case dates and updates case files as
required; performs records management tasks including retrieving
and filing cases and material for use by the judge, staff, law
enforcement agencies, attorneys or other authorized personnel;
provides information in compliance with state law; conducts time
standards to identify case status; identifies cases within and outside
of time standards; prepares juror lists and performs related work
relative to juror questionnaires, summonses, appearances, and
payments; assists with the preparation of periodic records and
statistical reports; performs other duties as assigned or required.

KNOWLEDGE, SKILLS, OTHER CHARACTERISTICS;
Knowledge of State of New Hampshire statutes, rules, administrative orders,
policies and procedures, applicable Federal rules and requirements.

e Knowledge of the basic principles and practices of record keeping,
bookkeeping, files, records and case management.

« Knowledge of court processes and legal terminology.

« Skill in providing assistance and services to a variety of users of the
court’s services, including using effective oral communication skills.

« Skill in working under pressure handling significant problems and tasks
simultaneously.
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« Skill in operating a computer utilizing a variety of software applications
with particular competency in word processing.

« Proficiency in the use of English grammar, spelling and composition.

« Ability to edit material for grammatical, spelling and punctuation accuracy.

« Ability to prepare documents using dictation equipment.

DESIRABLE EDUCATION AND EXPERIENCE

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

Five years of relevant, responsible court, law office, business,
medical or general office clerical, secretarial or related support
experience involving public contact, working with files and records,
performing data entry or closely related responsibilities; OR,

Any equivalent combination of experience and/or education from
which comparable knowledge, skills and abilities have been
achieved.

Additional Requirements:

This classification requires the applicant to pass criminal
background and reference checks.

Requires performance of job functions in a potentially stressful
environment involving the risk of exposure to hostile situations,
infectious diseases and the possibility of extended keying or writing,
prolonged sitting and/or standing and the need to lift and/or carry
heavy, bulky boxes, file folders, office supplies and other
equipment/materials.
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APPENDIX C

COURT MONITOR/ASSISTANT (TRAVELER)

Note : Court Monitor/Assistant positions must have the flexibility to accept
assignments throughout the Superior Court system. Care will be taken to
minimize travel and to provide adequate lead-time when making assignments
to court locations, however, the Superior Court reserves the right to assign
Court Monitor/Assistants as needed to any of the 11 court sites in the Superior
Court system.

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

DEFINITION OF WORK

Under direct supervision of the clerk of court, this position
provides and performs a variety of services associated with the
monitoring, logging and recording of testimony in a courtroom,
and maintenance of equipment. Provides extensive administrative
support to assigned judicial officer. Position processes court
cases, enters and updates case data, assists and works with the
public, attorneys, law enforcement representatives and other
persons having business with the court at the counter and/or in
the courtroom. May perform assigned tasks in one or more courts
and/or in the office of one or more clerks. Position requires
honesty, integrity, trustworthiness, accuracy, and attention to
detail. Employees in this position will be required to travel during
the regular course of business, and are subject to transfer or
reassignment at the discretion of the Administrative Judge.

EXAMPLES OF WORK PERFORMED

(Essential functions, as defined by the Americans with Disabilities
Act, may include, but are not limited to, the following tasks,
knowledge, skills, and other characteristics. This list of tasks is
ILLUSTRATIVE ONLY , and is not a comprehensive listing of all
functions and tasks performed by positions in this class.)

Travels to trial courts as assigned; operates and maintains
various recording equipment used in the courtroom; checks
microphones, cabling, recording heads and other items required
to record testimony; monitors recording of court testimony;
determines and directs changes in microphone position; adjusts
volume or recording equipment; creates and maintains logs of
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proceedings; marks and preserves exhibits; maintains recordings
in filing system; maintains inventory of media, forms and other
items used in court proceedings; performs basic preventative
maintenance services.

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

Performs various clerical and support tasks by direction of the
clerk or register; assists clerk in courtroom duties as required;
trains other employees as needed.

May assume departmental responsibilities by working in the office
of the clerk/register; processes court cases; provides assistance
to the public by responding to inquiries at the counter, by
telephone and in writing; verifies records and documents,
checking for clerical and mathematical accuracy and
completeness, and processes for further action; creates new files;
enters information into the court's case management system;
prepares files for judicial review; requests additional information
from the filing or other parties; accepts and/or assists in collecting,
processing, and recording monies received/paid to the court.

Sorts, indexes, and files cases according to established
procedures; enters new case dates and updates case files as
required; performs records management tasks including retrieving
and filing cases and material for use by the judge, staff, law
enforcement agencies, attorneys or other authorized personnel;
provides information in compliance with state law; conducts time
standards to identify case status; identifies cases within and
outside of time standards; prepares juror lists and performs
related work relative to juror questionnaires, summonses,
appearances, and payments; assists with the preparation of
periodic records and statistical reports; performs other duties as
assigned or required.

KNOWLEDGE, SKILLS, OTHER CHARACTERISTICS;

o Knowledge of State of New Hampshire statutes, rules, administrative
orders, policies and procedures, applicable Federal rules and
requirements.

« Knowledge of the basic principles and practices of record keeping,
bookkeeping, files, records and case management.

« Knowledge of court processes and legal terminology.

o Skill in providing assistance and services to a variety of users of the
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court's services, including using effective oral communication skills.
Skill in working under pressure handling significant problems and tasks
simultaneously.

Skill in operating a computer utilizing a variety of software applications
with particular competency in word processing.

Proficiency in the use of English grammar, spelling and composition.
Ability to edit material for grammatical, spelling and punctuation
accuracy.

Ability to prepare documents using dictation equipment.

DESIRABLE EDUCATION AND EXPERIENCE

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

Five years of relevant, responsible court, law office, business,
medical or general office clerical, secretarial or related support
experience involving public contact, working with files and
records, performing data entry or closely related responsibilities;
OR,

Any equivalent combination of experience and/or education from
which comparable knowledge, skills and abilities have been
achieved.

Additional Requirements:

This classification requires the applicant to pass criminal
background and reference checks.

Requires performance of job functions in an environment
involving the risk of exposure to hostile situations, infectious
diseases and the possibility of extended keying or writing,
prolonged sitting and/or standing and the need to lift and/or carry
heavy, bulky boxes, file folders, office supplies and other
equipment/materials.
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APPENDIX D

Administrative Office of the Courts
Listing of Prior Salary Matrix and Three Upcoming Salary Matrices

July 2007
Prior to July 6, 2007
Labor Grade 20 1 2 3 4 5 6 Merit 1 Merit 2
Annual $28,296.20 $29,711.01 $31,196.56 $32,756.39 $34,394.21 $36,113.92 $37,919.62 $39,815.60
Bi-weekly $1,088.32 $1,142.73 $1,199.87 $1,259.86 $1,322.85 $1,389.00 $1,458.45 $1,531.37
Hourly $14.5109 $15.2364 $15.9982 $16.7981 $17.6381 $18.5200 $19.4460 $20.4183
Labor Grade 22 1 2 3 4 5 6 Merit 1 Merit 2
Annual $29,728.70 $31,215.14 $32,775.90 $34,414.70 $36,135.44 $37,942.21 $39,839.32 $41,831.29
Bi-weekly $1,143.41 $1,200.58 $1,260.61 $1,323.64 $1,389.82 $1,459.32 $1,532.28 $1,608.90
Hourly $15.2455 $16.0078 $16.8082 $17.6486 $18.5310 $19.4575 $20.4304 $21.4519
Effective July 6, 2007
$0.51 Increase
Labor Grade 20 1 2 3 4 5 6 Merit 1 Merit 2
Annual $29,290.76 $30,705.48 $32,190.99 $33,750.80 $35,388.80 $37,108.50 $38,914.20 $40,810.19
Bi-weekly $1,126.57 $1,180.98 $1,238.12 $1,298.11 $1,361.11 $1,427.25 $1,496.70 $1,569.62
Hourly $15.0209 $15.7464 $16.5082 $17.3081 $18.1481 $19.0300 $19.9560 $20.9283
Labor Grade 22 1 2 3 4 5 6 Merit 1 Merit 2
Annual $30,723.23 $32,209.71 $33,770.49 $35,409.27 $37,129.95 $38,936.63 $40,833.78 $42,825.71
Bi-weekly $1,181.66 $1,238.84 $1,298.87 $1,361.90 $1,428.08 $1,497.56 $1,570.53 $1,647.14
Hourly $15.7555 $16.5178 $17.3182 $18.1586 $19.0410 $19.9675 $20.9404 $21.9619
Effective January 4,
2008
3.5% COLA
Labor Grade 20 1 2 3 4 5 6 Merit 1 Merit 2
Annual $30,315.94 $31,780.17 $33,317.67 $34,932.08 $36,627.41 $38,407.30 $40,276.20 $42,238.55
Bi-weekly $1,166.00 $1,222.31 $1,281.45 $1,343.54 $1,408.75 $1,477.20 $1,549.08 $1,624.56
Hourly $15.5466 $16.2975 $17.0860 $17.9139 $18.7833 $19.6961 $20.6545 $21.6608
Labor Grade 22 1 2 3 4 5 6 Merit 1 Merit 2
Annual $31,798.54 $33,337.05 $34,952.46 $36,648.59 $38,429.50 $40,299.41 $42,262.96 $44,324.61
Bi-weekly $1,223.02 $1,282.19 $1,344.33 $1,409.56 $1,478.06 $1,549.98 $1,625.50 $1,704.79
Hourly $16.3069 $17.0959 $17.9243 $18.7941 $19.7074 $20.6664 $21.6733 $22.7306

Effective January 2,
2009
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5.5% COLA
Labor Grade 20
Annual
Bi-weekly
Hourly

Labor Grade 22
Annual
Bi-weekly
Hourly

1 2 3 4 5 6 Merit 1
$31,983.32 $33,528.08 $35,150.14 $36,853.34 $38,641.92 $40,519.70 $42,491.39
$1,230.13 $1,289.54 $1,351.93 $1,417.44 $1,486.23 $1,558.45 $1,634.28
$16.4017 $17.1939 $18.0257 $18.8991 $19.8164 $20.7793 $21.7905

1 2 3 4 5 6 Merit 1
$33,547.46 $35,170.59 $36,874.85 $38,664.26 $40,543.12 $42,515.88 $44,587.42
$1,290.29 $1,352.72 $1,418.26 $1,487.09 $1,559.35 $1,635.23 $1,714.90
$17.2038 $18.0362 $18.9102 $19.8278 $20.7913 $21.8030 $22.8653

Merit 2
$44,561.67

$1,713.91

$22.8521

Merit 2
$46,762.46

$1,798.56

$23.9807
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APPENDIX E

19.8 Health Insurance:

19.8.1 The Employer shall make available to employees and their dependents a
Network health benefit plan (i.e. HMO) and a Point-of-Service (POS)
health benefit plan. An employee's eligibility and opportunity to elect
available health care options shall be in accordance with the “Benefits
Highlights” set forth in Appendix F and G and the enrollment conditions of
the respective plans.

The Association acknowledges that the Network plan and POS plan
provider(s) shall be chosen by the Employer, and that the election by any
employee(s) to participate in either plan shall not entitle said employee(s)
to any further benefits not expressly provided for by this Agreement.

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

a. Except as provided in subparagraphs (1) and (2) of this section, the
Employer shall pay the full premium or premium equivalent cost for
employee only, two person and family coverage.

1. Effective with the pay period beginning July 6, 2007, all
employees who subscribe in either the Network or the
POS plan shall pay $25.00 per pay period.

2. Effective with the pay period beginning January 2, 2009,
all employees who subscribe in either the Network or the
POS plan shall pay $30.00 per pay period.

b. The Network plan design shall be as described in Appendix F.
Additional benefits, terms of coverage, exclusions and limitations
not described in and not inconsistent with Appendix F shall be
comparable to those set out in the Benefits Booklet for active state
employees in effect on the day preceding the effective date of this
agreement. The office visit co-payments for the Network Plan shall
increase to $10.00 per visit for Primary Care Physicians and $20.00
per visit for Specialists effective January 1, 2009.

c. The POS plan design shall be as described in Appendix G.
Additional benefits, terms of coverage, exclusions and limitations
not described in and not inconsistent with Appendix G shall be
comparable to those set out in the Benefits Booklet for active state
employees in effect on the day preceding the effective date of this
agreement. The office visit co-payments for the POS Plan shall
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increase to $10.00 per visit for Primary Care Physicians and $20.00
per visit for Specialists effective January 1, 2009.

d. Effective January 1, 2008, subscribers in either the Network or POS
plans shall be eligible to participate annually in a health
reimbursement arrangement established by the Employer, upon
annual completion and proper submission of the health risk
appraisal provided for under the respective plans. The
arrangement shall provide funds for the payment of any out-of-
pocket costs associated with health care services and products
obtained under the health plan up to the amount of $200*.

e. Domestic partners of employees who are the same sex as the
employee shall be eligible for coverage under the Employer's
available health benefit plans as though they were married
spouses. Dependents of such domestic partners shall be eligible
for coverage under the health plans as if they were dependents of
the employee. Requirements for domestic partner benefit eligibility
shall be in accordance with Appendix E. Employees meeting such
requirements shall then be authorized by the Employer to enroll
their domestic partners and dependents.

f. The Employer shall provide coverage under the health plans
consistent with Chapter 321 of the Laws of 2006, and known as
Michelle’s Law and codified in RSA 415.

*This section shall only be enforced if the information obtained from the
Health Risk Appraisal is privileged and protected from discovery.
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Appendix E

Appendix F

BENEFIT HIGHLIGHTS

Network (HMO)

Point of Service

Point of Service

Benefits In-network Benefits Out-of-network
Benefits
Primary Care Physician (PCP) Office Visit:
Preventive Care for children and adults No charge No charge 80% Coinsurance*
Immunizations No charge No charge No charge

Medical Care for lliness or Injury
Surgery Performed in the Physician’s Office

$10 Co-pay per visit
$10 Co-pay per visit

$10 Co-pay per visit
$10 Co-pay per visit

80% Coinsurance*
80% Coinsurance*

Routine Mammograms, PSA, Pap Test

No charge

No charge

No charge

Specialty Physician Office Visit:

Office Visits: Consultant and Referral Physician Services
Allergy Treatment/Injections

Surgery Performed in the Physician’s Office

$20 Co-pay per visit
$10 Co-pay per visit
$20 Co-pay per visit

$20 Co-pay per visit
$10 Co-pay per visit
$20 Co-pay per visit

80% Coinsurance*
80% Coinsurance*
80% Coinsurance*

Inpatient Hospital Services —

Includes Semi-Private Room and Board No charge No charge 80% Coinsurance*
Diagnostic/Therapeutic Lab and X-ray
Inpatient Hospital Doctor’s Visits/Consultations
Outpatient Facility Services:
Operating and Recovery Room No charge No charge 80% Coinsurance*
Diagnostic/Therapeutic Lab and X-ray No charge No charge 80% Coinsurance*
Physician & Outpatient Professional Services No charge No charge 80% Coinsurance*
Laboratory and Radiology Services:
MRIs, CAT Scans and PET Scans No charge No charge 80% Coinsurance*
Other Laboratory and Radiology Services
Outpatient Hospital Facility No charge No charge 80% Coinsurance*
Independent X-Ray and/or Lab Facility No charge No charge 80% Coinsurance*

Short-Term Rehabilitative Therapy
(includes cardiac rehab, physical, speech and
occupational therapy)

$10 Co-pay per visit

$10 Co-pay per visit

80% Coinsurance*

up to $3,000 per calendar
year for all therapies
combined

Chiropractic Services
20 visits maximum per calendar year

$10 Co-pay per visit

$10 Co-pay per visit

80% Coinsurance*

Prescription Drugs
Retail (per 31 day supply):
Generic drugs
Formulary brand drugs
Non-formulary drugs
Mail Order Drug: generic, formulary brand, or non-formulary

(per 90 day supply)

$5 Co-pay

$10 Co-pay

$15 Co-pay

2 x the applicable 31 day
Co-pay

$5 Co-pay

$10 Co-pay

$15 Co-pay

2 x the applicable 31 day
Co-pay

N/A

Emergency and Urgent Care Services:
Physician’s Office — PCP or Specialty Physician

Hospital Emergency Room/Urgent Care Facility

$10 Co-pay per visit to
PCP, $20 Co-pay per visit
to Specialty Physician
$50 Co-pay per visit
(co-pay waived if

$10 per visit to PCP, $20
per visit to Specialty
Physician

$50 Co-pay per visit (co-
pay waived if admitted)

$10 per visit to PCP, $20
per visit to Specialty
Physician

$50 Co-pay per visit (co-
pay waived if admitted)

Ambulance admitted) No charge No charge
No charge
Inpatient Services at Other Health Care Facilities No charge No charge 80% Coinsurance*

Skilled Nursing, Rehabilitation and Sub-Acute Facilities

100 days combined
maximum per calendar
year

30 days combined
maximum per calendar
year

30 days combined
maximum per calendar
year

Maternity Care Services:

Initial Office Visit to Confirm Pregnancy $10 Co-pay $10 Co-pay 80% Coinsurance*
All other office visits No Charge No Charge 80% Coinsurance*
Delivery
Hospital Charges No charge No charge 80% Coinsurance*
Physician Charges No charge No charge 80% Coinsurance*
Home Health Services No charge No charge 80% Coinsurance*
Hospice Care Services No charge No charge 80% Coinsurance*

Family Planning Services
Office Visits (tests, counseling)
Vasectomy/Tubal Ligation (excludes reversals)

$20 Co-pay per visit
$20 Co-pay

$20 Co-pay per visit
$20 Co-pay

80% Coinsurance*
80% Coinsurance*
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BENEFIT HIGHLIGHTS

Network (HMO) Benefits

Point of Service
In-network Benefits

Point of Service
Out-of-network
Benefits

Infertility Services:
Office Visit (Tests, Counseling)
Hospital Charges
Coverage will be provided for the following services:
Testing and treatment services performed in
connection
with an underlying medical condition.
Testing performed specifically to determine the cause
of
infertility.
Treatment and/or procedures performed specifically to
restore fertility
Artificial Insemination

$20 Co-pay per visit
No charge
No charge

No charge
No charge

No charge

$20 Co-pay per visit
No charge
No charge

No charge
No charge

No charge

80% Coinsurance*

80% Coinsurance*

80% Coinsurance

80% Coinsurance
80% Coinsurance

80% Coinsurance

TMJ - Surgical and Non-Surgical — case-by-case
basis. Always excludes appliances and orthodontic
treatment. Subject to medical necessity.
Physician’s Office

$20 Co-pay per visit

$20 Co-pay per visit

80% Coinsurance*

Hospital Charges No charge No charge 80% Coinsurance*
MENTAL HEALTH SERVICES:
Inpatient No charge No charge 80% Coinsurance*
Outpatient $10 Co-pay per visit up to $10 Co-pay per visit 80% Coinsurance*

20 visits per calendar yr.

SUBSTANCE ABUSE SERVICES

Inpatient -No charge up to
20 days per calendar yr.

Outpatient- $10 Co-pay per
visit up to 20 visits per
calendar yr.

Inpatient — No charge
limited to $5,000 per
calendar year

Outpatient $10 Co-pay
per visit limited to $5,000
per calendar year

Inpatient/Outpatient
80% Coinsurance*/
80% Coinsurance*
both limited to
$5,000 per calendar
year

Durable Medical Equipment/External Prosthetic
Appliances

No charge

No charge

$100 per member
deductible then
80% * Coinsurance

VISION CARE
Eye exam

Exam Frequency
Under age 19 — limited to one exam every calendar
year
Age 19 and over — limited to one exam every two
calendar years

Hardware

$10 Co-pay per visit
One exam every calendar
year

One exam every two
calendar years

$100 every two years for
each member

$10 Co-pay per visit

One exam every calendar
year

One exam every two
calendar years

80% Coinsurance*

HEALTH CLUB/EQUIPMENT REIMBURSEMENT

The cost of approved
Health Club membership

NOTE: THIS IS A TAXABLE BENEFIT Sl per employee or N/A N/A
up to $200 reimbursement
for approved exercise
equipment
ANNUAL DEDUCTIBLE
Individual None None $150
Family None None $400
Annual Out-of-Pocket Maximum (OOPM) for
Prescription Drugs
Individual $500 $500 N/A
Family $1,000 $1,000
Annual Out-of-Pocket Maximum (OOPM) for covered
medical costs**
Individual $ 500 $ 500 $1,500
Family $1,000 $1,000 $3,000
Lifetime Maximum None None None

*Deductibles apply
network OOPM

**Credits toward the in-network OOPM accrue separately from credits toward the out-of-

*»**Current plan design (as of 6/30/07) remains in effect until 1/1/09. The co-pays referenced herein become

effective 1/1/09.
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Benefit Maximums apply to in-network and out-of-network combined.
All out of network services limited to reasonable & customary limitations

Benefit Exclusions:
Your plan provides coverage for medically hecessary services only.
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