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The Town of Gilford, acting through its duly authorized Board of Selectmen (hereinafter referred 
to as the "Town") and Teamsters Local 633 of New Hampshire (hereinafter referred to as the 
"Union") agree as follows: 
 
 

ARTICLE 1 
 

Recognition and Bargaining Unit Description 
 
1.1 The Town recognizes Teamsters Local 633 of New Hampshire as the sole and exclusive 
bargaining agent for the members of the Union for the purpose of collective bargaining as to 
terms and conditions of employment pursuant to the provisions of RSA 273-A; in accordance 
with the certification and order issued by the New Hampshire Public Employee Relations Board 
by decision number 2007-142 dated October 5, 2007. 
 
1.2 The bargaining unit shall consist of the following regular full-time employees in the 
Gilford Police Department:  Clerks, Dispatchers, Patrol Officers and Corporals. 
 
1.3 The following Town employees are excluded from the bargaining unit and are therefore 
not subject to the terms of this Agreement:  Executive Secretary, Technical Assistant, 
Communications Specialist Supervisor, Sergeant, Lieutenant, Captain, Deputy Chief, and Chief. 
 
1.4 The Union will keep the Town informed of the correct names and addresses of the 
officers and stewards of Teamsters Local 633. 
 
 

ARTICLE 2 
 

Employee Rights 
 
2.1 The Town agrees not to discriminate against any employee covered by this Agreement in 
conditions of employment in order to discourage or encourage membership in the Union, or to 
discriminate against any employee because he/she had given testimony, or taken part in a 
grievance procedure, or any other Union proceedings. 
 
2.2 The Town and the Union agree not to discriminate in any manner against any employee 
covered by this Agreement because of race, religion, creed, color, age, handicap, national origin, 
or sex. 
 
2.3 Upon individual authorization signed by the employee requesting dues deduction(s) the 
Town agrees to deduct from the pay of the member the authorized dues and initiation fees for 
Union membership and voluntary D.R.I.V.E. contributions, as certified to the Town by the 
Teamsters Local 633.  Said deduction should be made each pay period provided, however, that if 
an employee has no check coming to him/her or if the check is not large enough to satisfy the 
deduction, then and in that event, no collection of dues will be made for that pay period.  The 
Town will send the amount so deducted once a month, prior to the 20th of the month for which 
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the dues are deducted, to the Secretary-Treasurer, Teamsters Local 633 of N.H., PO Box 870, 
Manchester, NH  03105.  The Union shall indemnify and hold harmless the Town should any 
dispute arise between the Union and the Town as a result of the administration of this Article. 
 
2.4 The Town will provide space for the Union to install a bulletin board for the purpose of 
posting Union notices and information. 
 
 

ARTICLE 3 
 

Management Rights 
 
3.1 Except as specifically limited or abridged by the terms of this Agreement, the 
management of the Town in all its phases and details shall remain vested exclusively in the 
Town and its designated agents. 
 
3.2 The Town and its agents shall have jurisdiction over all matters concerning the 
management of the Gilford Police Department, including, but not limited to: the exercise of all of 
the rights, responsibilities and prerogatives that are inherent in the employer or its agents by 
virtue of any statutes and/or ordinances, as well as all rights, responsibilities and prerogatives 
relating to, including, but not limited to, the direction of the work force, the establishment of 
rules and regulations, the establishment of qualifications for employment, the establishment of 
work and productivity standards, the right to hire, supervise, discipline or discharge, transfer, and 
relieve employees from duty, the right to decide job classifications, the right to abolish and 
create positions, the right to determine the methods, processes and manner of performing work 
and the general control of the operation of the Police Department in all its phases and details as 
well as all rights retained by virtue of, including, but not limited to, New Hampshire RSA 
Chapter 273-A, and any other provision(s) of the Revised Statutes Annotated or other laws. 
 
3.3 The Chief of Police shall retain full authority to direct personnel in an emergency 
situation, and the Board of Selectmen shall have the ultimate authority to approve, adopt and 
enforce Police Department operating procedures and all other terms and conditions of 
employment that are not specifically covered by this Agreement. 

 
 

ARTICLE 4 
 

Consultation 
 
4.1 Representatives of the Union may meet with the Chief of Police or his/her designee once 
a month to discuss matters of mutual concern, at a mutually agreed time and place, including 
those matters necessary to the implementation of this Agreement.  A written agenda shall be 
exchanged between the Union and Chief of Police (or his/her designee) no less than five (5) days 
before the scheduled date of the meeting.  At the discretion of the parties, additional matters for 
discussion may be placed on the agenda.  Nothing contained herein shall prevent the Chief of 
Police (or his/her designee) and the Union from meeting on a less frequent basis on mutual 
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agreement. 
 
4.2 Nothing contained herein shall prevent the Union from consulting with the Chief of 
Police or his/her designee at any time, if matters of mutual concern arise. 
 
 

ARTICLE 5 
 

Grievance Procedure 
 
5.1 A grievance is defined as a written dispute, claim, controversy or complaint which is filed 
and signed by the Union or a unit employee that alleges a violation of this Agreement.  (Note:  
An employee who has a complaint must take up the complaint with his/her immediate supervisor 
verbally before he/she can process the complaint as a formal grievance.  The immediate 
supervisor shall give his/her answer within five (5) days.  It is anticipated that nearly all 
complaints can be resolved informally without grievance.) 
 
5.2 Each grievance must be submitted in writing by the Union or the employee and must 
contain a statement of the facts surrounding the grievance, the provision(s) of this Agreement 
allegedly violated, the relief requested and the extent to which the grievant has sought an 
informal adjustment of the grievance. 
 
5.3 Grievance Procedures 
 
Step One  An employee desiring to process a grievance must file a written statement of the 

grievance to the Police Chief no later than ten (10) business days after the 
employee knew, or should have known, the facts on which the grievance is based, 
and in no case more than thirty (30) days from the occurrence of the act by the 
Town causing the grievance.  The Chief or his/her designee shall meet with the 
employee within ten (10) business days following receipt of the notice and shall 
give a written decision within ten (10) business days thereafter.  However, if an 
employee is suspended without pay or discharged they will be entitled to skip 
Step One of the grievance procedure and go directly to Step Two and the Town 
Administrator or his/her designee will make himself/herself available within five 
(5) business days.  If this does not occur the aggrieved employee can go directly 
to step 3. 

 
Step Two  If the employee is not satisfied with the decision of the Chief, he/she may file, 

within five (5) business days following the Chief's decision, a written appeal with 
the Town Administrator setting forth the specific reasons why he/she believes the 
Agreement is being violated by the Employer action in question.  Within twelve 
(12) business days following receipt of the appeal, the Town Administrator shall 
schedule a Hearing.  Said hearing shall be held no later than twenty (20) business 
days following receipt of the appeal and written decision shall be rendered within 
five (5) business days thereafter.  
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Step Three  If the employee is not satisfied with the decision of the Town Administrator, the 
Union or employee may file, within ten (10) days following receipt of the 
decision of the Town Administrator, a written appeal with the Board of Selectmen 
setting forth the specific provisions of the Agreement the Union believes has been 
violated by the Town.  Within ten (10) working days following receipt of the 
appeal, the Board of Selectmen shall either issue a written decision or schedule a 
hearing.  Said hearing shall be held no later than thirty (30) days, twenty (20) days 
if the issue involves a loss of pay for an employee, following receipt of the 
appeal.  A written decision shall be rendered no later than ten (10) days after the 
hearing. 

 
Step Four If the employee is not satisfied with the decision of the Board of Selectmen, the 

Union or employee may file, within thirty (30) business days following the receipt 
of the Board’s decision, a request for arbitration to the American Arbitration 
Association under its rules and regulations.  The decisions of the arbitrator shall 
be advisory only, and shall not be binding on the Town.  Within ten (10) days of 
receipt of the arbitrator’s advisory decision, the Board shall issue a final decision 
on the grievance.  If the issue before the arbitrator involves discipline, the 
arbitrator shall determine only if the employee actually committed the offense that 
led to the discipline.  Once an arbitrator determines that an employee did commit 
an offense that led to discipline, the Town’s determination of the appropriate level 
of discipline will prevail. 

 
5.4 The cost of arbitration shall be borne equally by the Town and the Union. 
 
5.5 The foregoing time limitations may be extended by mutual agreement of the parties. 
 
5.6 The grievant may be present at all steps of the procedure. 
 
5.7 The grievant has the right to be represented at any step of the grievance procedure as 
outlined in Section 3 of this Article, by a representative of the Union, either a Steward or the 
Union Business Agent. 
 
5.8 Individuals called as witnesses shall be compensated by the party initiating the request 
for such service. 
 
5.9 No material related to the filing of a Grievance shall be placed in the employee's 
Personnel File. 
 
5.10 Time Limits 
 
Unless time limitations have been mutually extended as set forth herein, the failure of the Union 
or an employee to file a grievance as set forth in Section 5.2 within the allotted time frames shall 
void the grievance.  A failure on the part of the Town to respond within the allotted time frames 
shall constitute a denial of the grievance. 
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ARTICLE 5A 
 

Personnel Files 
 
5A.1 Employee Access to Personnel Files 
 
The rights of employees to access to their personnel file shall conform to RSA 275:56, provided, 
however, that employees may only review these files during non-working hours.  There shall be 
a charge of ten cents per page for copies of documents. 
 
5A.2 Public Access to Personnel Files 
 
The Town shall not provide copies of any documents from an employees’ personnel file to any 
person requesting such information except upon a signed written statement by the employee (to 
be confirmed verbally); or by court order or when such documents are being used by the Town 
for official purposes not otherwise prohibited by law. 
 
5A.3 Any record of disciplinary action shall remain part of the employee’s personnel file 
unless removed by decision of the Board of Selectmen or otherwise subject to removal upon 
request of the employee if set forth in the disciplinary notice. 
 
5A.4 The Union and the Town agree that if an employee does not incur subsequent discipline 
for similar misconduct or incompetence, the value of such discipline diminishes over time.  
Warnings, reprimands, and suspensions of less than five (5) days, shall, after three (3) years, no 
longer be admissible to establish a prior offense, but may be used in any proceeding to establish 
employee knowledge of departmental policies, procedures, and performance expectations. 
 
5A.5 Any and all unfounded complaints shall not be part of an employee's personnel file. 
 
5A.6 Investigative files shall not be part of an employee’s personnel file. 

 
 

ARTICLE 6 
 

Leaves of Absence 
 
6.1 Leave from duty with pay shall be granted to on-duty members of the Union's 
Negotiating Committee who attend meetings between the Town and the Union for the purpose of 
negotiating the terms of an agreement, provided that no more than two (2) employees shall be 
allowed to be absent from duty at a time. 
 
6.2 Leave from duty with pay shall be granted to an on-duty employee who files a grievance 
under Article 5 (Grievance Procedure) for the purpose of attending any hearing relating to the 
employee’s grievance. 
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6.3 Bereavement Leave 
 
Employees shall be granted up to three (3) consecutive work days of paid leave upon the death of 
a spouse, or any member of his/her immediate family.  Immediate family shall include the 
following:  (step) mother, (step) father, (step) son, (step) daughter, (step) brother, (step) sister, 
grandmother, grandfather, grandchild, ward, or relative residing in the employee’s home.  
Special leave of one (1) working day with pay shall be granted to an employee for the purpose of 
attending the funeral in the event of death of his/her sister-in-law, brother-in-law, mother-in-law, 
father-in-law, aunt or uncle.  Exceptions may be made by the Chief of Police or his/her designee 
in special circumstances. 
 
6.4 The Family Medical Leave Act (FMLA) will be provided in accordance with federal law 
and as otherwise outlined in the Town’s Personnel Plan. 
 
6.5 Military Leave 
 
The Town shall grant leaves of absence without pay to unit employees who enlist, are drafted, or 
are recalled to active service in the armed forces of the United States in accordance with the 
USERRA of 1994. 
 
6.5.A  Employees in the military reserve will receive the required time off to complete 
training and drill obligations, provided that a copy of the official orders or instructions are 
presented to the Police Chief (or his/her designee) as soon as possible.  This information shall be 
made a part of an employee’s permanent personnel record.  Employees who enlist or are recalled 
to active Armed Forces duty, for a time period beyond normal annual training and drill 
obligations, shall have all of the re-employment rights as allowed by applicable laws. 
  
6.5.B  Employees must notify the Police Chief (or his/her designee) of their availability 
to return to work as soon as possible, but no later than three (3) business days after receiving 
official notice from the military of pending discharge or release from duty. 
 
6.5.C  The Town reserves the right to use whatever means it deems necessary to fill a 
vacancy for the duration of a military leave of absence, including, but not limited to mandatory 
overtime, shift changes and/or the employment of qualified temporary employees. 
 
6.5.D  Upon return from military duty, employees will be placed in the position 
previously held with status and pay pursuant to this Agreement, provided the employee meets all 
fitness for duty and certification standards. 
 
6.6 Unpaid Leave of Absence 
 
The Board of Selectmen may, at its sole discretion, grant an unpaid leave of absence to an 
employee upon written request due to an emergency or extenuating circumstances not covered 
by FMLA or any other applicable law.  The decision of the Board and any conditions that may 
be imposed in approving such a request shall be final and not subject to any grievance 
proceedings.  No paid leave benefits will be allowed to accrue during an unpaid leave of absence 
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under this Section, and such time will not count towards years of service.  [See also Sections 
14.3 (short-term disability) and 14.4 (long-term disability)] 
 
6.7 Childbearing 
 
For the purpose of childbearing, a female employee shall be granted a leave of absence pursuant 
to the provisions of RSA 354-A:7,VI and the FMLA.  The employee will be paid for the period 
of disability provided the employee has sufficient accumulated vacation, holiday pay and/or sick 
leave available to cover such time off; otherwise the leave shall be unpaid pursuant to the 
provisions of Section 6.6 above. 
 
 

ARTICLE 7 
 

Probationary Employees 
 
7.1 Notwithstanding the provisions of Section 7.2 below, all regular full-time Police 
Department “civilian” employees whose positions are otherwise eligible to be in the bargaining 
unit shall be required to serve a six (6) month probation period upon being hired.  In addition, the 
Town reserves the right to extend the initial probation period for an additional three (3) months 
at its sole discretion. 
 
7.2 All employees hired as a regular full-time Police Officer whose positions are otherwise 
eligible to be in the bargaining unit shall be required to serve a minimum twelve (12) month 
probationary period, except for employees who are already certified as a full-time Police Officer 
by the New Hampshire Police Standards & Training Council at the time of hire, in which case 
the minimum probationary period shall be six (6) months.  In addition, the probationary period 
shall be automatically extended until such time as the employee is certified by the State of New 
Hampshire as a full-time Police Officer and successfully completes a field training program. 
 
7.3 A probationary employee may be discharged as a Town employee at any time for any 
reason and shall not be entitled to any of the terms and conditions of this Agreement, except as 
otherwise noted in Section 8.3. 

 
 

ARTICLE 8 
 

Promotions and Special Assignments 
 
8.1 The Police Chief shall provide the Union with notice of all opportunities for Police 
Department promotions and special assignments for posting on the Union bulletin board. 
 
8.2 Promotions and special assignments shall be filled by the most qualified applicant as 
determined solely by the Police Chief; however, the Police Chief will make every effort to 
promote employees from within the bargaining unit who are deemed the most qualified for the 
available position. 
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8.3 An employee who is promoted to another position shall be placed in a probationary status 
in that position for ninety (90) days during which time the Police Chief shall evaluate the 
employee’s job performance as it deems necessary.  If an employee is a member of the 
bargaining unit and is found to perform the duties unsatisfactorily, (as determined solely by the 
Police Chief), then he/she shall be returned to the classification, pay grade and wage rate in 
effect prior to the promotion.  In addition, any member of the bargaining unit who is promoted 
shall be returned to his/her previous job classification and pay upon written request at anytime 
during the probationary period.  [NOTE:  nothing herein is intended to waive the probationary 
period and the requirement for certification in the event a civilian employee is promoted to a 
Police Officer position as set forth in Section 7.2.] 
 
8.4 Employees who accept a promotion or voluntarily transfer to a position that is not 
covered under this Agreement shall cease being entitled to the benefits and other conditions of 
employment as set forth herein. 
 
8.5 The Police Chief reserves the right to make lateral transfers and designate special 
assignments or duties within the bargaining unit at the same pay grade classification at his/her 
sole discretion, provided there is no reduction in base pay rate. 
 
8.6 The Town reserves the right to demote employees for just cause and to reduce the 
employees’ base pay rate to the equivalent step or proportion thereof for the pay grade applicable 
to the new position, subject to the provisions of the grievance procedures as set forth herein. 
 
8.7 Employees who are promoted to another position within the bargaining unit shall be 
entitled to a minimum five percent (5%) pay increase or the equivalent of Step 1 (per Appendix 
A) for the pay grade applicable to the new position, whichever is higher; except in the case of a 
Patrol Officer being promoted to the position of First Class Patrol Officer, in which case the 
minimum pay increase shall be two and one-half percent (2.5%); or a Patrol Officer being 
promoted to the position of Corporal, in which case the minimum pay increase shall be three and 
one-half percent (3.5%); or a First Class Patrol Officer being promoted to the position of 
Corporal, in which case the minimum pay increase shall be two and one-half percent (2.5%). 
 
8.8 A bargaining unit employee who is certified and utilized as a Field Training Officer or 
Communications Training Officer shall be eligible for temporary service out of rank pay as 
otherwise set forth in Section 16.6 of this Agreement. 
 
8.9 The Police Chief (or designee) shall administer a promotional examination process for 
the purposes of determining eligibility for promotion in the event of a vacancy in the position of 
Sergeant.  Such tests shall commence upon a minimum fifteen (15) day notice to the employees 
by posting on the Union bulletin board; and may consist of physical agility & fitness, written 
examinations, oral boards, personal interviews, and any other measure(s) of police leadership 
aptitude as may be determined by the Chief of Police.  The overall results of the completed test 
(comprehensive grade only) shall be published on the Union bulletin board and these results shall 
be in effect until the next testing process is completed.  Only those employees who meet the 
minimum qualifications (as determined by the Police Chief) that are set forth in the applicable 
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job description shall be eligible to take the promotional exam.  Employee participation in these 
exams shall be voluntary, (but shall be a requirement for promotion), however, time spent during 
the exam process shall not be subject to any compensation.  Test results shall also be used to 
determine eligibility for promotion to the position of First Class Patrol Officer, and Corporal.  
The final decision on all promotions shall be at the sole discretion of the Board of Selectmen, 
taking into account the examination results and other factors such as seniority, personnel records, 
job performance, training, education, experience, and the recommendation of the Police Chief. 
 
 

ARTICLE 9 
 

Overtime 
 
9.1 Police Officers covered by this Agreement shall be entitled to be paid at the rate of time 
and a half their regular pay rates for all time worked in excess of forty-four (44) hours in a seven 
day work period (Sunday through Saturday), or more than eighty (80) hours over the course of a 
two week tour of duty.  For the purposes of this Agreement, approved vacation leave and holiday 
time-off with pay shall be considered time worked for the calculation of overtime pay eligibility, 
but no other forms of compensation, including private details, sick leave, personal days, or 
bereavement pay shall be considered time worked for the calculation of overtime pay.  In the 
event of extraordinary circumstances, an employee may submit a request to the Police Chief to 
have authorized leave pay changed to vacation (if accumulated vacation time was otherwise 
available when the leave was taken) in order to receive overtime pay when extra hours are 
worked on a non-voluntary basis.  Such requests shall not be unreasonably denied. 
 
9.2 Communication Specialists (and CTO’s) covered by this Agreement shall be entitled to 
be paid at the rate of time and one half their regular pay rates for all time worked in excess of 
forty (40) hours in a seven day work period (Sunday through Saturday).  For the purposes of this 
Agreement, approved vacation leave and holiday time-off with pay shall be considered time 
worked for the calculation of overtime pay eligibility, but no other forms of compensation, 
including private details, sick leave, personal days, or bereavement pay shall be considered time 
worked for the calculation of overtime pay. 
 
9.3 All overtime must be approved by the Police Chief (or his/her designee).  Except in the 
event of an emergency, the Police Chief (or his/her designee) will attempt to provide employees 
with advance notice of the necessity for overtime work.  To the extent possible, the Police Chief 
(or his/her designee) will attempt to equally distribute overtime among employees. 
 
9.4 Any employee covered by this Agreement who has been called back to work during 
his/her off-duty time after being dismissed shall be guaranteed a minimum of (2) two hours of 
pay at time and a half.  Call back pay shall not apply in cases where an employee is required to 
extend his/her work shift on either end. 
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ARTICLE 10 
 

Court and Hearing Appearances 
 
10.1 Court Time 
 
Unit employees who are required to appear to testify in court on work related matters outside of 
their regularly scheduled work hours, shall be compensated at a rate of time and one-half for the 
actual time spent in court, with a three (3) hour minimum.  Travel time shall not count as hours 
worked, but employees shall be compensated for mileage or provided with a Town vehicle at the 
discretion of the Police Chief.  Employees shall sign over to the Town all forms of compensation 
received through the court system. 
 
10.2 Jury Duty 
 
The Town considers it a civic duty to serve on a jury if summoned and will grant employees 
leave in order to serve on a jury.  Employees summoned for jury duty will be paid their regular 
base pay as hours worked and shall sign over to the Town all forms of compensation received 
through the court system.  Employees must show their jury summons to the Police Chief as soon 
as they receive the notice.  In addition, the employee is expected to promptly return to their job if 
they are excused from jury duty during their regular working hours. 
 
 

ARTICLE 11 
 

Holidays 
 
11.1 Public safety employees in the bargaining unit shall be expected to report to work as 
scheduled at all times, regardless of holidays.  Such employees shall be compensated for holiday 
pay at the rate of one day (8 hours) per complete calendar month worked.  Payment for up to 12 
holidays per year shall be made with the first paycheck in the month of December, or upon 
separation at the pay rate in effect at that time.  In addition, bargaining unit members shall be 
compensated at time and one-half their pay rate for actual hours worked on Thanksgiving and 
Christmas. 
 
[NOTE:  time off for unpaid leaves of absence after FMLA or unpaid suspensions shall not count 
as time worked, but all other forms of leave shall constitute work time for the purposes of this 
Section.] 
 
11.2 Non-public safety employees in the bargaining unit who are allowed to take Town 
recognized holidays off shall be paid in accordance with the Town’s Personnel Rules. 
 
11.3 Optional Holiday Pay 
 
Employees who do not routinely work a patrol or dispatch shift may submit a written request to 
the Police Chief (or his/her designee) at least one week in advance to take a holiday off with pay.  
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Such requests shall not be unreasonably denied.  If approved, the employee shall have eight (8) 
hours deducted from their end-of-year holiday pay for each holiday that was taken off with pay. 

 
 

ARTICLE 12 
 

Vacation & Sick Leave 
 
12.1 Vacation 
 
Unit employees are eligible for paid vacation.  Each unit employee is required to take five (5) 
consecutive days off at least once per calendar year.  This time-off can be any combination of 
accumulated leave (except sick leave) and scheduled days off. 
 
Vacation time is granted to eligible employees based upon length of service and anniversary 
date.  If there is a break in service, eligibility for vacation will be based on the employee’s 
current hire date. 
 
If illness or injury occurs during a scheduled vacation, sick leave benefits will not begin until the 
employee is scheduled to return to work. 
 
If requested, an employee shall be paid his/her vacation pay before starting vacation, provided 
that such vacation pay is scheduled at least two (2) weeks in advance; otherwise, the employee 
shall be paid vacation pay upon return from vacation.  Advance pay will not be an option for the 
last two weeks of a fiscal year end, or the first week of a new fiscal year.  Vacation pay for a full 
week will be paid and deducted for 40 hours. 
 
Vacation is earned during the year and is accrued on a weekly basis for every completed work 
week according to the following schedule: 
 
Years of Continuous Service    Vacation Time Earned Per Week 
 1-5             1.54 hours (= up to 10 days) 
 6-10       2.31 hours (= up to 15 days) 
 11-20       3.08 hours (= up to 20 days) 
 21+       3.85 hours (= up to 25 days) 
 
[NOTE:  time off for unpaid leaves of absence after FMLA or unpaid suspensions shall not count 
as time worked for the purpose of calculating vacation leave earnings, but all other forms of 
leave shall constitute work time for the purposes of this Section.] 
 
12.1.A  Employees will be credited with vacation time earned during the initial 
probationary period upon the successful completion of the probationary period.  The Police Chief 
may, under extenuating circumstances, authorize the use of vacation leave during the 
probationary period upon written request of the employee. 
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12.1.B  Employees will only be allowed to carry-over one hundred twenty (120) hours of 
unused vacation time from one fiscal year to the next.  Unused vacation leave in excess of one 
hundred twenty (120) hours will be bought back at a rate of fifty percent (50%) payable with the 
last paycheck in the fiscal year at the pay rate in effect at that time, except in cases where a 
vacation leave request that was submitted prior to December 1 was denied or rescinded by the 
Police Chief for public safety reasons, in which case the employee shall be paid for one hundred 
percent (100%) of that unused leave. 
 
12.1.C  Employees shall receive one hundred percent (100%) of their accumulated 
vacation leave as part of their last paycheck upon separation, in the event of a layoff, voluntary 
resignation with at least two (2) weeks notice, death of the employee, or involuntary separation 
for medical reasons.  Employees who do not provide a minimum two (2) weeks notice or are 
discharged for any reason (other than medical) shall forfeit unpaid vacation leave. 
 
12.1.D  Employees who have utilized at least forty (40) consecutive hours of approved 
paid leave in a calendar year may thereafter cash in any amount of unused accumulated vacation 
leave at a rate of fifty percent (50%), with the remaining fifty percent (50%) to be deemed 
forfeited. 
 
12.2 Sick Leave 
 
Unit employees shall be entitled to sick leave with pay, which shall be earned and accumulated 
at the rate of eight (8) hours per completed month of actual work to a maximum of one hundred 
ninety-two (192) hours. 
 
Employees who are requesting the use of sick leave must call Dispatch to speak with the Patrol 
Sergeant or Officer-in-Charge at least four (4) hours prior to their scheduled shift to be eligible 
for paid leave except in the case of an emergency.  Such requests shall not be unreasonably 
denied provided the employee is actually sick or otherwise unable to work due to an 
unanticipated illness.  The Police Chief or Town Administrator may order the employee to 
submit to a physical examination by a physician employed by the Town if they have reason to 
believe an employee may be feigning illness or injury.  Proof beyond a reasonable doubt that an 
employee has been feigning illness or injury shall be cause for dismissal.  In all cases when an 
employee takes more than three (3) consecutive days of sick leave, they shall submit a doctor’s 
certificate or these days shall be deducted from vacation time, or in the event vacation time has 
been exhausted, he/she shall not be paid for such days.  Any employee may utilize sick leave to 
attend to an illness or doctor’s appointment for a member of the employee’s immediate family 
(spouse and children) in the event of an unforeseen emergency, however, leave requested for this 
purpose shall not exceed thirty-two (32) hours per year. 
 
Employees on extended sick leave (beyond 3 days) should apply for Family and Medical Leave, 
otherwise they may be placed on FMLA by the Town.  In the case of employees who are eligible 
and entitled to leave under FMLA, any sick leave taken under this Section will count towards the 
amount of leave permitted under the Act. 
 
Employees who have used sick leave (or other accumulated leave pay) while waiting for 
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disability insurance payments shall be required to buy back leave time upon receipt of such 
payments to ensure they do not earn more than one hundred percent (100%) of their pre-
disability income. 
 
Employees who are absent from work due to illness in excess of three consecutive work days 
may be required by the Police Chief to obtain certification from their physicians that they are 
able to return to work. 
 
Employees whose medical care does not require a full day off from work shall be expected to 
report to work as scheduled and return to work as soon as possible. 
 
12.2.A  Employees will be credited with sick leave time earned during the initial 
probationary period upon the successful completion of the probationary period.  The Police Chief 
may, under extenuating circumstances, authorize the use of sick leave during the probationary 
period upon written request of the employee and a doctor’s note. 
 
12.2.B  Upon voluntary employment separation with at least two weeks notice, employees 
shall be compensated for unused sick leave up to a maximum of one hundred ninety-two (192) 
hours to be paid in weekly increments of up to forty (40) hours as set forth in Section 19.5 at the 
wage rate in effect at that time as follows: 

 Years 1 -5  - 0% 
 Years 6-10   50% 
 Years 11+  - 100%  

 
12.2.C  Regular full-time employees who have accumulated the maximum amount of sick 
leave, (192 hours), may thereafter cash in unused accumulated sick leave at a rate of twenty-five 
percent (25%) – one hour of pay at straight time for four hours taken off the books.  Employees 
who are otherwise eligible for sick leave buy-back and have completed ten (10) years of regular 
full-time service to the Town shall be eligible to cash-in their sick leave at a rate of fifty percent 
(50%) – one hour of pay at straight time for two hours taken off the books.  Requests shall be 
submitted in writing to the Police Chief, to be passed onto the Finance Department. 
 
12.2.D  The Police Chief (or his/her designee) reserves the right to relieve employees 
from duty and place them on sick leave (to be paid if accumulated time is available) upon a 
determination that an employee is too sick to work safely or poses a risk of spreading a health 
condition to other employees.  An employee who is aggrieved by this decision must provide the 
Town with a doctor’s note indicating they are healthy enough to work and/or do not pose a threat 
of contaminating others, in which case the leave time shall be restored as if it were worked. 
 
12.2.E  The Police Chief may require employees who are absent from work on a holiday 
due to an illness to provide a doctor’s note in order to be eligible for eight (8) hours of holiday 
pay. 
 
[NOTE:  time off for unpaid leaves of absence after FMLA or unpaid suspensions shall not count 
as time worked for the purpose of calculating sick leave earnings, but all other forms of leave 
shall constitute work time for the purposes of this Section.]  
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12.3 Sick Leave Donations 
 
12.3.A  Town employees may voluntarily donate accumulated sick leave for the benefit of 
a bargaining unit member who is unable to work due to an illness or injury and has exhausted all 
previously earned vacation and sick leave. 
 
12.3.B  In order to donate and/or receive sick leave under this policy, an employee must 
submit the following to the Town Administrator: 
 

(1)  A written statement signed by the employee requesting authorization to receive 
donated sick leave, indicating the commencement date when all other forms of leave 
have been or will be exhausted.  (The Town Administrator may waive this 
requirement in the event that the employee is incapacitated.) 

 
(2)  A written statement signed by the employee indicating a voluntary donation of sick 

leave, to include the amount of time being donated (in 8 hour increments only) and 
the name of the recipient. 

 
12.3.C  Donations of sick leave shall be deducted from an employee’s accumulated sick 
leave account and transferred into the recipient’s account immediately upon receipt of the 
required paperwork.  The value of donated sick leave days shall be calculated at the recipient’s 
regular rate of pay at the time of disbursement.  Unused donated sick leave shall remain in the 
recipient’s account. 
 
12.3.D  The maximum amount of sick leave to be donated to any employee shall be 
seventy-two (72) days total (576 hours) and ten (10) days (80 hours) per donor, to be disbursed at 
a maximum rate of five (5) days per pay period.  Extensions may be approved at the sole 
discretion of the Board of Selectmen. 
 
12.3.E  The use of donated sick time shall not serve to change any existing conditions of 
employment or extend the member’s tenure in position, nor shall it impact the accrual of sick 
leave or the eligibility for sick leave bonus pay as otherwise set forth in the Agreement. 
 
12.4 Personal Day 
 
Employees shall be eligible for one regularly scheduled shift as a personal day off with pay per 
calendar year upon one week notice to their Supervisor, except in the event of an emergency, 
whereby approval shall not be unreasonably withheld.  Personal days cannot be used in hourly 
increments. 
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ARTICLE 13 
 

Worker’s Compensation 
 
13.1 The Town shall provide workers’ compensation insurance for all employees covered by 
this Agreement in accordance with the provisions of RSA281-A. 
 
13.2 During such time as an employee is unable to work due to a worker’s compensation 
injury claim, the injured employee may use his/her accumulated leave (or portions thereof) in 
order receive his/her regular weekly pay (up to 40 hours per week).  Such leave may include 
vacation, holiday and/or sick leave. 
 
13.3 Employees may buy-back used leave at their sole discretion when receiving worker’s 
compensation insurance payments. 
 
13.4 An employee injured at work who fails to immediately report back to work (in 
accordance with the work schedule in effect at that time) upon a “fit for duty” medical diagnosis 
or an employee found to be working for someone other than the Town while on paid 
administrative leave due to a worker’s compensation injury shall be discharged. 
 
13.5 The Town reserves the right to have any employee who is out of work due to a workers’ 
compensation claim evaluated by a medical professional(s) of its choice at Town expense 
(including mileage reimbursement) at mutually convenient times. 
 
13.6 The Town, at its discretion, may require injured employees to report to work for 
temporary light duty assignments if such work is approved by a medical doctor.  Employees who 
refuse are subject to discharge. 
 
13.7 An employee out of work due to a bonafide work place injury shall be considered to be 
on administrative leave for a period not to exceed eighteen (18) months from the date of injury.  
During this period he/she shall continue to be eligible for all benefits as set forth in this 
Agreement.  If an employee is unable to return to his/her normal duties within eighteen (18) 
months from the date of the injury, the Town shall have the right to discharge the employee for 
medical reasons, and to disburse any accumulated leave time the employee may have available 
up to the maximum amounts as set forth herein.  However, the availability for continued benefits 
and eighteen (18) month leave period shall not be applicable if the injury: 
 

(a) occurs while in the employ of someone other than the Town; 
 
(b) is the result the employee’s own gross negligence or horseplay; 
 
(c) is a condition that existed prior to being employed by the Town.  
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ARTICLE 14 
 

Insurances 
 
14.1 Health Insurance 
 
The Town will provide unit employees with the ability to enroll in either the AB20IPDED with 
RX 10/20/45 (Access Blue) plan or the ABSOS20/40/1KDED with RX 10/20/45 (Site of 
Service) plan as offered through the New Hampshire Health Trust.  The Town shall pay ninety 
percent (90%) of the premiums.  As an alternative, employees may choose the Allegiant Care 
Standard Plan as offered through the Teamsters Union which includes dental and vision benefits 
in lieu of all other plans being offered through the Town.  The Town shall pay eighty percent 
(80%) of those premiums effective 7/1/23.  (See Appendix C for Plan Descriptions and Rates) 
 
Employees may select the plan of their choice, to include single, two-person or family coverage, 
in accordance with the eligibility rules of the provider.  Employee contributions shall be on a 
pre-tax (per IRS Section 125) weekly payroll deduction basis.  The Town may substitute these 
policies for comparable or better coverage upon sixty (60) day written notification to the Union.  
[NOTE:  comparable or better coverage shall be defined as no increase in out-of-pocket 
employee expenses for prescriptions, deductibles and co-payments.] 
 
14.1.A  Health Insurance Opt-Out Plan 
 
If a bargaining unit employee has health insurance coverage that is not paid for by the Town, the 
Town shall pay that employee fifty percent (50%) of the premiums for the Access Blue plan 
offered based on the annual cost (July 1 – June 30) for a single plan.  (In situations where two or 
more family members working for the Town are eligible for insurance coverage under the same 
policy, the Town shall only provide one policy per family and the other family member shall not 
be eligible for an opt-out payment.)  Such payments shall be made as a weekly stipend equal to 
1/52 of the total amount due.  This stipend will be considered income for tax purposes but not for 
base wage, retirement or overtime pay calculations.  To be eligible the employee must show 
proof of said coverage upon request of the Town.  Employees who lose outside coverage due to 
divorce, death of a spouse or spouse’s termination will be allowed back onto the insurance plan 
paid for by the Town in accordance with the terms of the carrier, provided that such coverage 
does not result in any financial cost to the Town for coverage prior to the 1st day of the month 
following written notification by the employee to the Selectmen’s Office of their loss of 
coverage. 
 
14.2 Dental Insurance 
 
The Town shall provide unit employees with the ability to enroll in the Delta Dental Option 1 
insurance plan.  Employees may select single, two-person or family coverage, in accordance with 
the eligibility rules of the provider.  The Town shall pay ninety percent (90%) of the premiums.  
Employee contributions shall be on a pre-tax (per IRS Section 125) weekly payroll deduction 
basis. 
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The Town may substitute this policy for comparable or better coverage upon sixty (60) day 
written notification to the Union. 
 
14.3 Short-Term Disability Income Protection 
 
The Town will provide short-term [up to twenty-six (26) weeks] disability income protection for 
unit employees, at no cost to the employee, in accordance with the terms of the carrier.  
However, it shall be understood that such payments do not obligate the Town to maintain an 
employees’ status and benefits except as otherwise set forth in this Agreement.  [See also Section 
6.6] 
 
14.4 Long Term Disability Income Protection 
 
The Town will provide long-term disability income protection for unit employees, at no cost to 
the employee, in accordance with the terms of the carrier.  However, it shall be understood that 
such payments do not obligate the Town to maintain an employees’ status and benefits except as 
otherwise set forth in this Agreement.  [See also Section 6.6] 
 
14.5 General Liability Insurance 
 
The Town agrees to protect and indemnify unit employees pursuant to the provisions of RSA 
31:105-108.  In addition, the Town will provide a general liability insurance policy for all 
employees covered by this Agreement. 
 
14.6 Life Insurance 
 
The Town shall provide unit employees, with fully paid group life and accidental death & 
dismemberment insurance in an amount equal to (1.65) times the annual base salary, up to a 
maximum of two hundred thousand dollars ($200,000) in accordance with the terms of the 
carrier. 
 
14.7 Flexible Benefit Plan 
 
The Town will offer unit employees an IRS recognized Flexible Benefit program to include a 
health care reimbursement plan and a dependent care reimbursement plan in accordance with 
rules established by federal law, subject to such limitations as may be set by the Town. 
 
14.8 IRS Taxable Benefits for Insurance 
 
The Town will tax all insurances (health insurance for some dependants, life insurance over 
$100K, etc.) and other fringe benefits as otherwise required by federal law. 
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ARTICLE 15 
 

Private Details 
 
15.1 Unit employees who are certified by the New Hampshire Police Standards & Training 
Council as full-time police officers and otherwise qualified (trained) to work special private 
details shall be eligible to volunteer for such work during off-duty times on a first-come, first-
served sign-up basis, provided, however, that requests for specific officers will be honored to the 
extent possible. 
 
15.2 All employees who work a private detail will be paid at a rate of sixty dollars ($60.00) 
per hour, except for the Bank of New Hampshire Pavilion which shall have a paid detail rate of 
seventy dollars ($70.00) per hour.  The minimum pay shall be four (4) hours.  Employees who 
have signed up for a private detail that is canceled within twelve (12) hours of the scheduled start 
time shall be paid for two (2) hours.  Employees who have signed up for a School District detail 
that is canceled within two (2) hours of the scheduled start time shall be paid for two (2) hours. 
 
15.3 Travel time to a private detail work site shall not count as hours worked, but employees 
shall be compensated for mileage (from the Police Station to the detail site) or provided with a 
Town vehicle at the discretion of the Police Chief. 
 
15.4 Notwithstanding the provisions of Article 15.5 below, the Police Chief shall have the 
ultimate authority to develop and implement a private detail sign-up system, assign specific 
personnel, (including supervisors), cancel details, decline a request to provide a detail officer or 
mandate detail coverage as deemed to be in the best interests of public safety.  Details other than 
Bank of New Hampshire Pavilion will be arranged via a rotation that allocates two-thirds (2/3) of 
all detail assignments to bargaining unit members and the remaining one-third (1/3) shall be 
assigned to non-bargaining unit members to the greatest extent practical. 
 
15.5 If no volunteers sign-up or in the event a private detail assignment becomes available 
with less than seventy-two (72) hours’ notice, the Police Chief may assign qualified employee(s) 
who are not otherwise scheduled to work, to be distributed on an equitable rotating basis to the 
greatest extent possible. 
 
 

ARTICLE 16 
 

Wages 
 
16.1 Pay Plan 
 
All employees whose positions are subject to this Agreement shall be paid an hourly wage 
pursuant to the pay classification plan attached hereto as Appendix A.  Said plan shall be in 
effect as of the first pay period in January 2023.  The Town shall provide all non-probationary 
employees as of January 1, 2023, with a thirteen point five percent (13.5%) wage rate increase.  
All probationary employees as of that date shall receive a three dollar ($3.00) per hour wage rate 
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increase.  It shall be understood that the plan consists of minimum and maximum pay rates to be 
in effect for all unit employees, but the steps shall serve only as a guide for the placement of new 
employees as set forth in Section 16.3. 
 
16.2 Wage Rates 
 
Current employees (as of the date this Agreement is ratified by the parties) shall be assigned an 
employee classification and a specific step position (pay rate) in accordance with the pay 
classification plan referenced herein effective during the first pay period in January 2023, 
pursuant to the wage schedule attached hereto as Appendix B. 
 
16.3 Initial Pay Rates 
 
For new employees hired after the date this Agreement is ratified, the Town reserves the right to 
assign the initial pay rate (step) based on experience and qualifications and the availability of 
budgeted funds as determined solely by the Board of Selectmen.  However, any existing 
employee in the same pay grade with similar (or greater) qualifications and experience may 
utilize the provisions of Section 16.5 below, to seek a step reclassification. 
 
16.4 Merit Pay Increases 
 
All bargaining unit employees shall be subject to job performance evaluations in accordance 
with the Town’s Personnel Policies which shall be used to determine (a) whether or not a 
probationary period has been completed satisfactorily; and if so how much of a pay increase has 
been earned; (b) the extent to which an employee is meeting his/her job expectations and goals as 
established by his/her supervisor on an annual basis; and if so how much of a pay increase has 
been earned; and (c) the extent to which employee conduct or behavior has been modified upon 
identification by a supervisor of a need for improvement.  A copy of this policy and the 
evaluation form to be used is attached hereto as Appendix D. 
 
16.5 Extraneous Pay Rate Adjustments 
 
The Union may submit written requests to the Police Chief to increase an employee’s step 
classification or reclassify an employee’s job title (upward but not downward) for good cause.  In 
addition, the Union may request the Police Chief approve a step adjustment (upward, but not 
downward) for any employee whose compensation rate is at least ten percent (10%) lower than a 
compilation of comparable employees from other municipalities in Belknap County.  The Police 
Chief may request the Union provide such justification as he/she deems necessary to submit a 
recommendation to the Board of Selectmen.  It is understood that the Board of Selectmen has the 
final authority on such requests, which shall not be unreasonably denied. 
 
16.6 Temporary Service Out of Rank 
 
A unit employee who performs the duties of a higher rank for a period of forty (40) hours or 
more upon authorization of the Police Chief, shall be paid an additional five percent (5%) of 
his/her wages while performing such duties.  (However, it shall be understood that nothing in 
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this Agreement shall be construed to prevent or limit the ability of supervisors from performing 
the duties of subordinates whenever necessary upon the direction of the Police Chief.) 
 
16.7 Heroic or Meritorious Effort Pay 
 
The Board of Selectmen, upon recommendation of the Town Administrator and Police Chief, 
may award an employee an extra day’s pay for an exceptionally heroic or meritorious 
performance of duty, not to exceed five hundred dollars ($500) or three (3) days pay, to any one 
employee in a year. 
 
 

ARTICLE 16A 
 

Hours of Work 
 
16A.1  Work times, tours of duty, and shift schedules shall be established by the Chief of 
Police, provided, however, that employees shall be notified of any changes to their hours of work 
at least two weeks in advance or as soon as practical, except in the event of an emergency.  
Standard work shifts for Police Officers who are members of the bargaining unit shall be eighty 
(80) hours over the course of a two week tour of duty in shifts of eight (8), ten (10), or twelve 
(12) hours per day.  The Town shall strive, in so much as reasonably possible, to provide all 
members of the bargaining unit with a minimum of two (2) consecutive days off per week. 
 
16A.2  It shall be the exclusive prerogative of the Chief of Police, (upon approval of the 
Board of Selectmen), to establish minimum shift staffing levels or to fill vacant shifts with 
members of the bargaining unit. 
 
16A.3  Work schedules for special assignment personnel, (to include Detectives, 
Prosecutors, K-9 Handlers and School Resource Officers), may be on a fixed shift basis, (non-
rotating, but subject to periodic adjustments), as determined by the Chief. 
 
16A.4  Rotating Shifts 
 
Employees who are assigned to dispatch and patrol duties shall be required to work rotating 
shifts as determined by the Police Chief.  The Union, and its affected members, shall be notified 
of changes in the rotation or deviations from the current practice at least two (2) weeks in 
advance in so much as possible, except in the event of an emergency.  The Union shall work 
informally with the Police Chief on behalf of all its members in the event that it has suggestions 
on changes or improvements to the shift rotation system.  The parties acknowledge that any 
substantive or permanent changes in the current system must be negotiated and agreed upon in 
writing. 
 
16A.5  Employees may, upon written notice to the shift supervisor(s) at least 24 hours in 
advance to the greatest extent practical, voluntarily swap shifts within the same pay period for no 
more than seven (7) times per calendar year, provided that such shift swapping will not result in 
any additional overtime costs to the Town or call-back pay.  The written notice must be signed 
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by all affected employees.  In the event of extenuating circumstances, the limit of seven (7) shift 
swaps per year may be extended upon approval of the Police Chief (or his/her designee) and all 
affected employees. 
 
16A.6  In the event of special circumstances that may result from an unanticipated event 
such as a family medical emergency, the need for reasonable accommodations under ADA, post 
traumatic stress, bereavement, military deployment, professional development opportunity or 
some other urgent situation, employees may request a long-term change in shift assignments 
and/or a waiver of the requirement to work a complete cycle, provided that such a request is 
submitted in writing, identifies a volunteer who is willing to swap shifts (if applicable) and is 
signed by all affected employees.  Such requests shall be subject to the approval of the Police 
Chief (or his/her designee) and shall not be unreasonably denied. 
 
16A.7  Printed schedules of shift assignments shall be provided to the Union Steward for 
posting on the Union bulletin board. 
 
16A.8  In the event of a permanent shift vacancy resulting from an employee separation, 
the Police Chief shall provide written notice to the Union Steward and thereafter meet with a 
Union representative upon written request within ten (10) days to discuss opportunities for 
current members of the bargaining unit to bid on a vacant shift assignment on the basis of 
seniority and qualifications.  If the parties are unable to reach a mutually acceptable resolution, 
the next step will be a discussion involving the Union Business Agent and Town Administrator. 

 
 

ARTICLE 17 
 

Retirement 
 
17.1 All unit employees and the Town shall participate in the New Hampshire Retirement 
System under such terms and conditions as may be applicable under state law and in accordance 
with NHRS rules.  In addition, employees may voluntarily contribute such funds as allowed by 
law towards an IRS recognized Section 457 plan as administered by the ICMA. 
 
 

ARTICLE 18 
 

Safety & Training 
 
18.1 The Town will establish and maintain a Joint Loss Management Committee (JLMC) as 
required by the New Hampshire Department of Labor.  The Union shall delegate participation of 
one its members to serve on the JLMC and an alternate to serve when the regular delegate is 
unable. 
 
18.2 The parties mutually agree to participate in a joint labor-management safety committee 
for the purpose of developing recommendations for a random drug testing program for police 
officers and dispatchers as well as any other employee safety and/or health issues.  The 
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committee shall submit such recommendations to the Board of Selectmen for a final decision at 
their sole discretion. 
 
18.3 It is understood that the Town shall have the right to make and enforce regulations for the 
safety and health of its employees during their hours of employment.  Employees shall comply 
with all safety rules and regulations established by the Town at all times, to include the use and 
care of such safety devices as may be assigned in accordance with their intended purpose.  
Employees who violate Town safety policies or willfully engage in unsafe conduct during work 
hours shall be subject to disciplinary proceedings, up to and including discharge. 
 
18.4 The Town reserves the right to require employees to undergo and successfully complete 
training programs as may be mandated by law or otherwise required by the Police Chief.  Such 
training will be at Town expense, (including mileage, travel, course materials, meals and 
lodging), subject to IRS guidelines and written Town policies; unless an employee requests to (a) 
participate in a training activity that falls outside his/her normal duties or (b) takes college 
courses; in which case Town reimbursements shall be as otherwise set forth in the Town’s 
Personnel Rules. 
 
18.5 The Town may, at its sole discretion, approve reimbursements for training and 
educational programs, including college courses that take place outside of the work day.  
Requests shall be submitted in writing at least ninety (90) days in advance (to the greatest extent 
possible) to the Police Chief for consideration based upon the availability of budgeted funds, the 
benefit to police department operations and the employees’ work performance.  If approved, 
such reimbursements shall be limited to seventy-five percent (75%) of the cost of tuition and 
books as documented in a reciept, (not including any grants), with a limit of up to one thousand 
dollars ($1,000.00) per employee per calendar year, conditioned upon the attainment of a “B” or 
better grade.  Requests for tuition, books and program reimbursements under this policy must be 
submitted within thirty (30) days of course completion. 
 
18.6 The Town may, at its sole discretion, require employees to sign an agreement to either 
stay in the employ of the Town for up to twelve (12) months or reimburse the Town (on a pro-
rated basis) for its expenses as a condition of paying for training and education as set forth in 
Section 18.5 of this Agreement. 
 
18.7 The Town agrees to grant time-off from work for the Union Steward to attend Union 
designated labor training opportunities upon notification to the Police Chief at least two (2) 
weeks in advance, (to the greatest extent possible), provided that the employee has available 
leave time on the books, otherwise the Town shall allow up to five (5) days of Union training per 
year to be taken as unpaid leave.  The Police Chief may, at his/her sole discretion, deny or 
revoke such requests in the event of an unforeseen public safety emergency or upon a 
determination that such leave would disrupt the Police Department’s operations due to a staffing 
shortage.  
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ARTICLE 19 
 

Miscellaneous Provisions 
 
19.1 Mileage Reimbursement 
 
An employee who has approval from the Police Chief (or his/her designee) to utilize a private 
vehicle to conduct departmental business shall be reimbursed at the Town’s reimbursement rate 
from the Police Station or his/her home, whichever is closer to the destination of the assignment. 
 
19.2 Drug Free Workplace 
 
Employees are prohibited from reporting to work or working under the influence of any illegal 
drugs or controlled substances not medically authorized in his/her system or under the influence 
or impaired by alcohol or other substances which impair job performance or pose a hazard to the 
safety and welfare of the employee, the public or other employees while on Town property or on 
Town time or Town business.  Employees may not enter onto Town property in possession of 
any illegal drugs or controlled substances not medically authorized, except as otherwise 
necessary in the performance of the duties of a Police Officer upon the confiscation of such 
substances. 
 
19.3 Uniforms 
 
The Town shall provide employees with uniforms to be worn whenever conducting official 
business, except when civilian attire is required by the Chief of Police for more than thirty (30) 
days per year, in which case the Town shall provide for a reimbursement of up to three hundred 
dollars ($300) per calendar year for the purchase of civilian clothing that is worn while 
performing authorized Police duties.  In addition, the Town shall provide employees with all 
insignia, equipment, safety devices, footwear and gear (including jackets, weapons and 
ammunition) as determined necessary by the Police Chief for use in the course of duty.  All such 
items shall remain property of the Town, except footwear.  Employees shall be expected to 
maintain and care for all Town property to the standards established under Department rules and 
regulations, but the Town shall pay for cleaning costs.  The Town shall replace such items as 
necessary absent employee abuse (in which case the employee shall replace the item) at the 
discretion of the Police Chief. 
 
19.4 Health & Wellness 
 
Unit employees shall be eligible for reimbursement of up to three hundred dollars ($300) per 
calendar year for a health club membership, durable fitness equipment, smoking cessation 
programs, weight loss programs, insurance deductibles, office visit co-payments, prescriptions 
and any other medical expenses that are recognized as being tax deductible by the IRS; (to 
include dental, vision, and durable goods) upon proof of payment. 
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19.5 Extended Paid Leaves 
 
During such time as a member of the bargaining unit is being paid for vacation and/or sick leave 
as the result of a voluntary resignation or retirement, such payments shall be made in weekly 
increments that do not exceed the regular weekly base pay amount, but employees shall not be 
eligible for any other benefits as set forth in this Agreement, except for the continuation of all 
insurances and holiday pay as otherwise set forth herein.  Employees who give a minimum two 
(2) weeks notice of a pending resignation or retirement shall be notified in writing by the Town 
Administrator of the amounts of leave to be disbursed.  Sick time shall be paid first until depleted 
and then vacation leave.  In lieu of extended payments, an employee may request a lump sum 
payment equal to fifty percent (50%) of the total amount that would otherwise be due as of the 
effective date of separation. 

 
 

ARTICLE 20 
 

Separability 
 
20.1 If any provision of this Agreement is subsequently declared by legislative or judicial 
authority to be unlawful, unenforceable, or not in accordance with applicable statutes, laws, 
ordinances and regulations of the United States of America and/or the State of New Hampshire, 
all other provisions of this Agreement shall remain in full force and effect for the duration of this 
Agreement and the parties shall meet as soon as possible to agree on a substitute provision. 
 
 

ARTICLE 21 
 

Entire Agreement 
 
21.1 The parties acknowledge that during the negotiations which resulted in this Agreement, 
each had the unlimited right and opportunity to make demands and proposals with respect to any 
subject or matter not removed by law from the area of collective bargaining, and that the 
understandings and agreements arrived at by the parties after the exercise of that right and 
opportunity are set forth in this Agreement.  Therefore, the Town and the Union, for the duration 
of this Agreement, each voluntarily and unqualifiedly waives the right, and each agrees that the 
other shall not be obligated to bargain collectively with respect to any subject or matter referred 
to, or covered in this Agreement, or with respect to any subject or matter not specifically referred 
to, or covered in this Agreement, even though such subjects or matters may not have been within 
the knowledge or contemplation of either or both of the parties at the time they negotiated or 
signed this Agreement.  This Agreement may only be amended during its term by the parties’ 
mutual agreement in writing. 
 
21.2 Both parties agree that the increased economic obligations negotiated under this 
Agreement over those obligations previously received by members of the bargaining unit are 
subject to the approval of the legislative body (Gilford Town Meeting) as otherwise set forth in 
the provisions of RSA 32:5-a and any other applicable laws.  In the event that the legislative 
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body fails to approve the cost items and appropriate the funds necessary to pay for the increased 
obligations as negotiated herein, then this entire Agreement shall be null and void. 

 
 

ARTICLE 22 
 

Duration of Agreement 
 
22.1 The terms of this Agreement shall be effective commencing January 1, 2023, through 
December 31, 2024.  Upon expiration, the terms and conditions of this Agreement shall remain 
in effect to the extent required by law. 
 
22.2 Retroactivity 
 
The terms and conditions of this amended Agreement shall be retroactively applied to January 1, 
2023, as otherwise set forth in this Agreement, (except where specifically noted), based upon the 
ratification of the cost items by the voters at the March 2023 Town Meeting and the provisions 
of status quo for the ensuing year.  No other retroactivity shall apply.  
 
 
IN WITNESS WHEREOF, the parties have hereunto set their hands and seals on the dates noted 
below.  ATTEST: 
 
For the Teamsters Local 633 of NH:   For the Town of Gilford: 
 
______________________________  ____________________________ 
Business Agent     Selectman, Chair 
 
______________________________  ____________________________ 
Secretary-Treasurer     Selectman, Vice-Chair 
 
______________________________  ____________________________ 
Steward      Selectman, Clerk 
 
______________________________  December 19, 2022 
Committee Member     Ratification Date 
 
______________________________ 
Ratification Date 
 
 
Cost Items Approved by Vote on Article 5 at the 2023 Annual Town Meeting held on the 28th 
day of March, 2023.  ATTEST: 
 
______________________________ 
Danielle LaFond, Town Clerk-Tax Collector 





2/3/2023

TOWN OF GILFORD
TEAMSTERS LOCAL 633

APPENDIX B

Wage Schedule

Employee Anniv 12/31/2022 1/1/2023
Position Date Rate Rate % CHG $ CHG

Police Officer Sep-17 $25.14 $28.53 13.50% $3.39

Arsenault, Curtis

Police Officer Apr-15 $24.27 $27.55 13.50% $3.28

McNeil, Jerecho

Police Officer (Det.) Jan-05 $23.93 $27.16 13.50% $3.23

Wallace, Troy

Police Officer Oct-25 $24.17 $27.43 13.50% $3.26

Brewer, Richard

Police Officer Oct-25 $24.29 $27.57 13.50% $3.28

Tomasetti, Logan

Police Officer Apr-10 $23.00 $26.11 13.50% $3.11

Briggeman, Hunter

Police Officer Jun-26 $23.00 $26.11 13.50% $3.11

Gentile, Anthony

Police Officer May-08 $23.00 $26.11 13.50% $3.11

Johnson, Connor

Police Officer Nov-14 $23.58 $26.76 13.50% $3.18

Ayotte, Nathan

Communication Specialist Apr-01 $26.69 $30.29 13.50% $3.60

Craver, Karen

Communication Specialist Jan-01 $26.58 $30.17 13.50% $3.59

Crowell, Charlene

Communication Specialist May-09 $20.42 $23.42 14.69% $3.00

Carrier, Jennifer


























































