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ARTICLE 1: RECOGNITION 

 

The Board recognizes the Hanover Support Staff, HSS/NEA-New Hampshire, for purposes of 

collective negotiations according to RSA 273-A as the exclusive representative of support staff 

of the Hanover and Dresden School District(s) certified by the New Hampshire Employee 

Labor Relations Board, excluding the Registrar, Administrative Assistant to the Athletic 

Director, Administrative Assistant to the Principal, Administrative Assistant to Facilit ies, 

Administrative Assistant to the Dean, and Accounting/Payroll Assistant. 

 

If a new employee position is created during the life of this agreement and the parties cannot 

mutually agree on its inclusion in the bargaining unit, either party may request a clarification 

and determination from the New Hampshire Public Employee Labor Relations Board. 

 

Definitions: 

 

The following list of terms will be used frequently in this agreement and when they are used 

they will refer to the definitions described below unless otherwise stipulated. 

 

1. The term "support staff" and "employee" shall mean any individual who is employed by 

the board either on a school year basis or a calendar year basis and certified by the Public 

Employee Labor Relations Board to be represented by the Association in the bargaining 

unit. 

 

2. The term "full time" means scheduled employment during the school year or calendar year 

at a minimum of 30 hours per week. 

 

3. The term "calendar year" means scheduled employment during the full (52-week) year at a 

minimum of 30 hours per week. 

 

4. The term "part time" means scheduled employment during the school year or calendar year 

at less than 30 hours per week. 

 

5. The term "pro-rata" means percentage of full time; that fraction which is determined by 

dividing a part time employee's scheduled weekly hours by 30 (hours). (See Exhibit 1) 

 

6. The term "day" shall mean contracted workday. A typical day for full-time staff shall be 

between six (6) and eight (8) hours. Any reference to days or hours shall be pro-rated for 

part-time staff. 

 

7. The term "temporary position" means a job that the administration has created for the 

purpose of meeting a short-term, specific need. No temporary position shall exceed one 

hundred and twenty workdays. All job openings of this nature will be advertised as 

"Temporary" and the dates of such a position (based on the administration's estimate of the 

number of work days needed to complete the specific tasks advertised) shall be stated in 
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the notice. Extensions of temporary status may be made at the discretion of the 

Superintendent for up to 30 days. Temporary employees are excluded from this contract, 

and are not eligible for benefits nor can they be paid more per hour than employees with up 

to 5 years’ comparable experience. 

 

8. The term "district" means the Hanover/Dresden School Districts combined. 

 

9. The term "school" means any work location, 

 

10. The terms "School Board", "Board", and "Employer" mean collectively the School Boards 

of Hanover and Dresden or any of their agents unless the content indicates an individual 

Board. 

 

11. The term "Association" means the Hanover Support Staff/NEA-New Hampshire 

(HSS/NEA-NH). Whenever the singular is used in this agreement, it is to include the plural 

unless the context indicates otherwise. 

 

12. The term "Immediate Family," with regards to Bereavement Leave, shall mean the 

employee's spouse, partner, children, stepchildren, parents, grandparents, grandchildren, 

stepparents and siblings; or children, stepchildren, parents, grandparents, grandchildren, 

stepparents, and siblings of the employee's spouse/partner. The term "Partner" shall be 

construed to mean a relationship formalized under a state civil union statute or by marriage. 

(Note: "immediate family" is also referenced in sick leave). 

 

ARTICLE 2: ASSOCIATION RIGHTS 

 

The Board agrees that all employees shall have full freedom of association and self-organization 

and shall be free from restraint, coercion, interference, discrimination or reprisals by the Board 

for reasons of membership in the Association or participating in any of its activities or the 

exercise of individual rights under RSA 273-A. 

 

The Association and its representatives shall have the right to use the school building at all 

reasonable hours for meetings in accordance with established school policy. 

 

Representatives of the Association and their affiliates shall be permitted to transact Association 

business on school property at all reasonable times so long as the Association's activities do not 

interfere with (the) normal school operations. 

 

The Association and its representatives shall have the right to use school facilities and 

equipment, including but not limited to, computers, duplicating machines, etc. at reasonable 

times, when such equipment is not otherwise in use. Any costs incurred by such use will be 

borne by the Association. 

 

The Association and its representatives shall have the right to post notices of activities and 

matters of Association concern on staff bulletin boards and may use school mailboxes for 



Agreement between The Dresden/Hanover School Board and The Hanover Support Staff, July 2025 through June 2028 

5  

communications. 

 

At the beginning of every school year, the Association shall be credited with four days leave 

with pay to be used by and at the discretion of its officers or agents. The Superintendent shall be 

notified no less than two days prior to the commencement of such leave. 

 

Designated representatives of the Association shall be allowed to receive telephone calls and 

other communications concerning Association business at any time during school hours so long 

as these activities do not interfere with normal school operation. 

 

ARTICLE 3: MANAGEMENT CLAUSE 

 

The Association agrees that, except as specifically abridged or limited by the provisions of this 

agreement (or any agreement that may hereafter be made), all of the rights, powers, and 

authority of the Boards and their agents to manage, direct or supervise all of the operations of 

the Hanover and Dresden School Districts and all employees in all phases and details shall be 

retained by the Boards and their agents. 

 

ARTICLE 4: NEGOTIATION PROCEDURE 

 

Negotiation procedure will be consistent with New Hampshire RSA 273-A. 

 

All collective bargaining shall be conducted between the School Board and/or its 

representative(s) and the Association and/or its representative(s). 

 

On or before October 1 prior to the expiration of this Agreement, the Association will submit to 

the School Board written notice(s) of its intent to negotiate a successor agreement concerning 

wages, fringe benefits, and terms and conditions of employment, Actual negotiations will begin 

no later than November 1st of that year. 

 

During such negotiations, the School Board and the Association will present relevant data, 

exchange points of view, and make proposals and counter-proposals. 

 

Either party may, (if it so desires,) utilize the services of outside consultants and may call upon 

professional and lay representatives to assist in the negotiations. 

 

Any agreement reached shall be reduced to writing and signed by the negotiating teams for the 

School Boards and the Association and submitted to the Boards and Association for ratification. 

All cost components of the agreement must be presented to the voters of both districts in a 

manner consistent with legal requirements. Any agreement, which requires the approval of the 

Districts' voters shall be placed on the warrant in a timely fashion and shall become final only 

when approved by the voters of both Districts. (Failure to secure the Association's ratification or 

gain approval of the Board or voters in either District shall cause the parties to re-open 

negotiations and return to the bargaining table.) A copy of the agreement shall be filed with the 

New Hampshire Public Employee Labor Relations Board within fourteen days of the signing. 
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The School Board, within thirty days of the signing of this agreement, shall be responsible for 

reproducing and distributing copies of the agreement to all current bargaining unit members and 

new hires. In addition, one copy of the agreement shall be available for reference in the main 

office at each school and on the District website. 

 

ARTICLE 5: VACANCIES 

 

Notices of vacancies within the Hanover and Dresden School District shall be posted on the 

SAU website and sent to the Association as soon as they are aware of the existence of such 

vacancies. A list of all vacancies in the District shall be sent via email to the Association 

President each week, for as long as vacancies are posted. 

 

Postings will contain a description of the position, name and location of the school, and 

requirements for the position. The period between posting of a position and closing of 

applications shall be no less than four days. 

 

When a vacancy arises in any support staff position, the Administration will first attempt to fill 

the vacancy with a qualified individual from within the bargaining unit. If more than one 

candidate from the bargaining unit is equally qualified, then seniority will be given priority 

consideration in filling the vacancy. The School Board retains the right to hire someone from 

outside of the District if that individual is better qualified for that position. 

 

If a position is to be reclassified during the life of this agreement and the parties cannot 

mutually agree on its inclusion in the bargaining unit, either party may request clarification and 

determination from the New Hampshire Public Employees Labor Relations Board. 

 

ARTICLE 6: REDUCTION IN FORCE 

 

The rights and benefits of this article are granted exclusively to employees who have completed 

two or more years of service in the District. 

 

If the Board determines it necessary to decrease the number of staff, eliminate any position or 

reduce hours in a position, the Board may lay-off the necessary number of staff or reduce their 

hours, but only in the inverse order of seniority of the support staff of the District. In the case of 

a tie in seniority, the administration will decide whom to retain based on the needs of the district 

and the qualifications of the support staff who are "tied". (Less senior staff members will be 

subject to lay-off or reduction in hours before more senior staff members.) A bargaining unit 

member with low seniority may be passed over in a layoff or reduction circumstance if they 

possess special skills that are presently needed and uncommon among other bargaining unit 

members. An example of such skills is sign language for the hearing impaired. The School 

Administration retains the right to determine assignments while applying the reduction in force 

procedures. A staff member being laid off who is qualified for another position may displace a 

staff person in another area or position with less seniority within the District. Under this article, 

no staff person may be prevented from securing other employment during the period the staff 

person is laid-off. When a (new) staff position becomes available, laid-off staff members of the 
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district shall be offered re-employment in the inverse order of their having been laid-off, 

provided that they are qualified to assume the available position(s) in accordance with Article 5. 

 

Recall rights shall remain in effect for fifteen (15) months from the date on which the lay-off 

notice became effective. A recalled staff member's credit for previous years of service in the 

district and benefits (e.g. step, longevity, accrued leave) shall not be lost as a result of a lay-off 

if a member is recalled within 18 months of their last contract's end date. 

 

The Administration shall prepare a seniority list each school year, which indicates the hire date, 

step, and track for each bargaining unit member and provide it to the Association president on 

or before October 1st. 

 

ARTICLE 7: FAIR TREATMENT JUST CAUSE 

 

Right to Representation: 

A staff member shall at all times be entitled to have a representative of the Association present 

at any meeting when they are being disciplined for any infraction or deficiency in performance, 

- unless the Board or its agent determines that the infraction or deficiency warrants immediate 

discharge or suspension. In all cases not demanding immediate action, the staff member shall be 

given at least three days' notice of any such meeting. 

 

Statement of Reasons: 

No staff member who has been employed for more than one year shall be discharged, 

suspended, warned in writing, or reduced in rank, hours, or compensation without just cause. In 

addition a written statement that provides the reason(s) for such action shall be provided. All 

written material forming the basis for such disciplinary action will be made available to the staff 

member and the Association unless dissemination is controlled by statute. 

 

Oral Communications: 

This article shall not apply to oral communications between supervisors and staff members in 

the regular management of the schools as suggestions, corrections, directives, advice or oral 

warnings. 

 

ARTICLE 8: EVALUATION 

 

It is recognized by the parties that evaluation of performance is the responsibility of the 

administration or a staff member who is designated to supervise the employee (e.g. Director of a 

Department or Department Chair). The employee will be informed of the person responsible for 

his or her supervision at the start of the school year or on the date of hire, whichever is later. 

The supervising staff member will not be a member of this bargaining unit. The administration 

or designee shall complete evaluation for each support staff employee prior to May 15 of each 

year. Employees new to the District shall receive two evaluations, one by December 20 and one 

by May 15. Failure to complete the evaluation prior to the deadline shall result in no evaluation 

being provided that year. While the administration may delegate preparation of evaluations to 

teaching staff members who have knowledge of the employee's performance, ultimate 
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responsibility for evaluation shall rest with building administration, and each evaluation shall be 

signed by a building administrator. The completed evaluation form will become part of the 

employee's personnel file. An employee who believes that they have been unfairly evaluated 

may file a grievance. The parties agree that grievances arising from evaluations are limited to 

evaluation procedures and methods of implementation. 

 

Support staff employees will be provided with job descriptions on their initial day of work on 

the job or in the event of a change in position. 

 

No disciplinary action, or reprimand arising out of the evaluation shall be made unless a support 

staff employee has had an opportunity to first discuss his or her evaluation with the assistant 

principal or principal. 

 

Each building shall have a standard evaluation form to be used for all support staff evaluations 

in that building. The evaluation form will provide lines for the signatures of the employee, the 

evaluator, and the building administrator or designee. Each individual shall sign the completed 

evaluation. The signing of the evaluation by the employee is an acknowledgment by the 

employee that they have been informed of the contents of the evaluation; the signature of the 

employee does not necessarily indicate that the employee concurs with the evaluation. The 

employee may attach to his or her evaluation form, a written statement or a copy of the 

evaluation form as they believe it should be completed. 

 

No material pertaining to a staff member's job performance or behavior will be placed in their 

personnel file unless the staff member has been given a copy of the material. The staff member 

and their representative will be allowed access to their personnel file consistent with SAU 70 

Policy GBJ-R. 

 

ARTICLE 9: GRIEVANCE PROCEDURE 
 
"Grievance" shall mean a written complaint issued by a staff member, a group of staff members, or the 
Association, which asserts that the terms and/or conditions of this Agreement have been violated. 

 

An "aggrieved person" is the person or persons making the complaint. The term "day", when 

used in this article, shall mean school day(s), except at the close of the school year when "day" 

shall mean each of the weekdays, Monday through Friday, excluding holidays. 

 

A grievance shall be considered only if submitted in writing to the principal of the school in 

which the affected employee or employees work before the expiration of twenty (20) days from 

the day on which the "aggrieved person" first knew or reasonably should have known of the 

alleged act, omission to act, or occurrence giving rise to the grievance. 

 

If said employee or employees work in more than one school, the grievance shall be submitted 

to the principal of the school or schools where the grievance originated. Such writing shall 

briefly state the nature of such act, omission to act, or occurrence as well as the alleged harm 

suffered as a result. 
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By mutual agreement, the parties may surpass Level One and file with the Superintendent 

where the grievance is filed on behalf of the entire union, or when the violation is due to a 

decision made by or resting with the Superintendent, and where building administration does 

not have the authority to override the Superintendent. 

 

The aggrieved person shall continue to observe all assignments and applicable rules and 

regulations of the school district during the grievance process. 

 

The meetings with the principal(s) and the Superintendent shall not be open to the public. The 

hearing(s) before the Board or its committee shall be closed to the public unless an open hearing 

is requested by the employee or is required to be open by law. 

 

Failure by the aggrieved person at any step of this procedure to appeal a grievance to the next 

level within the time limit specified shall be deemed a waiver of further appeal of the decision. 

 

Level One - The Principal 

The aggrieved person may discuss the issues with the principal in an attempt to resolve the 

matter informally at that level. If, as a result of the discussion, the matter is not resolved to the 

satisfaction of the aggrieved person, then the grievance shall be set forth in writing and 

submitted to the principal specifying: 

 

1.  The nature of the grievance, 

2. The provision of this contract being grieved, 

3. The action required. 

 

The principal shall communicate a decision in writing to the aggrieved person and to the 

president of the Association within ten days of receipt of the written grievance. Failure of the 

principal to communicate their decision on the grievance within this time period shall permit the 

grievance to move to Level Two. 

 

Level Two - Superintendent 

The aggrieved person, no later than five days after receipt of the principal's decision, may 

appeal that decision to the Superintendent of Schools. The appeal must be made in writing, 

including the matter submitted to the principal, as specified above, and the dissatisfaction with 

the decision previously rendered. The Superintendent shall meet with the aggrieved person to 

attempt to resolve the matter as quickly as possible, but within a period not to exceed ten days. 

The Superintendent shall communicate their decision in writing to the aggrieved person and the 

president of the Association within ten days after the meeting. Failure of the Superintendent to 

meet with the aggrieved person or communicate their decision on the grievance within the 

prescribed time periods shall permit the grievance to move to Level Three. Deadlines may be 

modified by mutual agreement. 

 

Level Three - School Board 

If the Superintendent's decision does not resolve the grievance to the satisfaction of the 

employee, the decision may be appealed to the appropriate School Board(s) within five days of 

receipt of the Superintendent's decision. The aggrieved person shall have the right to appear 
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before the School Board, or a committee thereof, to present evidence and argument for the 

School Board's consideration within twenty days of submitting the appeal to the School 

Board(s). The decision of the School Board shall be made and transmitted in writing to the 

employee no later than thirty days from the time of submission of the grievance to the School 

Board. 

 

Level Four - Arbitration 

If the decision of the School Board(s) does not resolve the grievance to the satisfaction of the 

aggrieved person and a third-party review is desired, the employee shall so notify the 

Association within five days of receipt of the School Board's decision. If the Association 

determines that the matter should be arbitrated, it shall advise the School Board in writing 

within ten days of receipt of the aggrieved person's request. 

 

The parties will then initiate a request for arbitration according to the rules of the American 

Arbitration Association. The decision of the arbitrator shall be final and binding on both parties. 

The arbitrator shall not, in any way, add to or subtract from this agreement. The fees and 

expenses of the arbitrator will be shared equally by the two parties. Either party may appeal the 

arbitrator's award in accordance with RSA 542. 

 

Rights of Staff Members. Association. Principal(s). Superintendent & School Board(s): 

1. An aggrieved person may be represented at all stages of the grievance procedure by 

themselves or by the Association. 

2. An individual employee may present an oral grievance to Level One 

3. No resolution of a grievance shall be inconsistent with the terms of this Agreement. 

4. The Principal(s), the Superintendent, and the School Board(s) or a committee thereof may 

be represented at all stages of the grievance procedure by themselves and the school's 

attorney, or their designee. 

 

Grievance Documentation: 

All documents, communications and records dealing with the processing of a grievance shall be 

filed separately from the personnel files of the participants and shall not be forwarded to any 

prospective employer of the grievant, nor shall such documents be revealed or such grievance(s) 

be alluded to in any communication(s) between the administration and said prospective 

employer. 

 

ARTICLE 10: INSURANCE 
 

In this Article, the insurance coverage and premiums described are those to which full time 

support staff are entitled. 

 

Support staff personnel who work at least 25 hours per week are entitled to coverage, but the 

District's contribution to the premium for such eligible employees will be on a pro rata basis as 

defined in definition #5, Article I. 
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New hires shall be able to participate in the insurance benefits provided in this article on the 

first day of the month following commencement of employment. 

Any employee enrolled in district-sponsored insurance plans are responsible to pay the co-pay 

outlined in this agreement for each month that they are enrolled.  Employees’ co-pays shall be 

based on adjusted rates received by the District for any discounts or premium holidays. 

Health Insurance: 

Full time support staff will be able to participate in a SchoolCare Yellow Open Access 

with Choice Fund health care plan found in Attachment 3. 

Employees who elect to participate in the medical benefit shall contribute the following 

percentages towards the premium for the selected coverage (individual, two-person, or family): 

2025-2028: 7.5% 

The District will pay the balance of the premium costs based on the participating employee's 

coverage level (individual, two-person, or family). 

If available under the group health insurance plan(s) for this bargaining unit, employees who 

retire after working ten (10) or more consecutive years shall be allowed to purchase health 

insurance under the group plan at no cost to the school district. 

Dual-insured Reimbursement Program: 

Support staff personnel who work at least 25 hours per week who choose not to accept the 

medical insurance benefit will receive an opt out payment of $1,500 to be paid out over the 

course of the contract year in the employee's regular payroll (part time employees on a pro rata 

basis). A continuing employee must declare their intent to decline participation in the district's 

health insurance plan by July 1st of each contract year. 

If the employee finds that they must return to the district's health insurance plan, the employee 

must satisfy the health insurance provider's re-entry requirements, if any, and the employee 

must repay the district for a portion of the reimbursement fee. Repayment percentage would be 

calculated by counting the number of months that the employee would actually be "on" the 

district's health insurance plan and dividing that number of months by twelve (months). 

Health insurance on Termination of Employment: 

Health Insurance for employees who terminate their employment after complete fulfilment of 

their annual contract will expire on August 31. For those employees who do not fulfill their 

annual contract, their health insurance shall terminate at the end of the month in which they 

separate from employment. 

Life Insurance: 

Support staff personnel who work at least 20 hours per week are entitled to term life insurance 

and accidental death and dismemberment policy coverage in the amount of $50,000. The 

employing school district shall pay the full premium. 
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Disability Insurance: 

Support staff personnel who work at least 20 hours per week are entitled to disability insurance 

coverage. 

 

A disabled employee shall be paid seventy per cent of their monthly earnings after ninety (90) 

calendar days of absence due to disability. Once the disability coverage begins, it shall continue 

until the employee reaches the age of 65. 

 

An employee who becomes totally disabled is considered an employee of the District for the 

remainder of the contract year in which the disability occurred plus one additional contract year. 

To return to work during this period, the employee must provide documentation from their 

physician validating their change in disability status and their fitness to return to work, with or 

without accommodation. 

 

The District will provide the medical, dental and life insurance coverages under the same co-

pay provisions described in this contract until the end of the contract year in which the 

employee became eligible for disability benefits. If the employee has worked for at least three 

full years in the District, the District will provide single medical coverage under the applicable 

co-pay provisions for the remainder of the contract year in which the disability occurred plus 

one (1) additional contract year with the beneficiary having the option to reimburse the District 

for the additional premium for 2 person or family coverage. 

 

The benefit contributions of this Disability Plan will be prorated for the employee whose 

contract was less than full-time as of the date of their disability. 

 

The premium shall be paid by the employing District. 

 

Dental Benefits: 

The employing District shall provide full premium payment for full time employees under Delta 

Dental Plan IS - for the individual employee only (Coverage "A" (100%), Coverage "B" (80%), 

Coverage "C" (50%), Coverage D 50%; $2,000 maximum per person per plan year, ($1,000 

Orthodontic Lifetime Maximum). Support staff personnel who work at least 25 hours per week 

are entitled to coverage, but the District's contribution to the premium for such eligible 

employees will be on a pro rata basis as defined in definition #5, Article 1. 

 

ARTICLE 11: DEDUCTIONS 

 

The Board agrees to deduct from the wages of individual members of the support staff, dues for 

membership in the Hanover Support Staff (HSS/NEA-NH), the New Hampshire Education 

Association, and the National Education Association as provided herein. Association members 

shall voluntarily authorize the Board to deduct the dues in equal instalments (based on the 

employee's work year) and to transmit the HSS/NEA-NH dues monies to the HSS/NEA-NH 

within five (5) days of the last paycheck each month, starting in October. 

Employees who elect to have dues deducted may authorize these deductions by completing the 

appropriate form (to be provided by the HSS/NEA-NH) and submitting it to the SAU business 
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office. Those support staff members who choose continuing deductions shall be required to 

submit the appropriate form and the district shall place the form on file. This authorization for 

deductions shall continue in effect from year to year unless revoked by the employee in writing. 

To comply with the NEA membership agreement, it is understood that the School District shall 

deduct the balance of a member's dues for the school year if/when that member leaves the 

Association during the school year. 

 

Upon appropriate written authorization from the bargaining unit member, the employer shall 

deduct from the wages of any such bargaining unit member and shall make appropriate 

remittance for other programs (charitable donations, for example) jointly approved by the 

Association and the employer. Such authorization shall continue in effect from year to year 

unless revoked by the employee in writing. 

 

ARTICLE 12: LEAVES OF ABSENCE 
 

All leave entitlements described in this section are prorated for part-time employees. 

 

Leave time is calculated by hours worked according to the Employee’s letter of agreement.  For 

example, a 35/hour week employee shall be provided with 105 hours of sick leave time at the 

start of each year (7 hours/day x 15 days = 105 hours). 

 

Bereavement Leave: 

For death in the immediate family an employee will be allowed up to five (5) days leave per 

occurrence. Leave will be taken during the fiscal year, except in special circumstances reviewed 

and approved in advance by the Superintendent or designee when arrangements are delayed. 

The leave is to be used to grieve the loss, prepare for and attend a funeral, and/or attend to any 

other immediate post-death matters. For the death of a more distant relative or friend, an 

employee may be allowed one (I) day per occurrence with the prior approval of the building 

principal. The denial of a more distant relative or friend bereavement leave shall not be subject 

to the grievance process. Bereavement leave is also granted for pregnancies not carried to term. 

The Superintendent may grant bereavement leave to accommodate unusual or unforeseen 

circumstances requiring the employee's absence from work. Bereavement leave may be 

extended at the discretion of the Superintendent. 

 

Emergency Leave: 

Support staff personnel who work at least twenty-five (25) hours per week are entitled to three 

(3) days non-accumulative emergency leave per year. Part time support staff personnel who are 

entitled to this benefit are entitled to it on a pro rata basis as defined in definition #5, Article I. 

 

Employees may be granted emergency leave with pay under circumstances which are 

unforeseen and are beyond the control of the employee. 

 

As soon as practicable after each occurrence, the employee shall submit to the Superintendent a 

signed statement indicating that the days taken are to be charged against the employee's 

emergency leave. Such leave shall be granted at the discretion of the Superintendent. If 

emergency leave is denied, it will default to the appropriate category of leave or be treated as 
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unpaid if no leave is available. 

 

Family Medical Leave Act: 

All leave time granted the employee under this article will run concurrently with any leave time 

the employee may be entitled to under the Family Medical Leave Act (FMLA). 

 

Holidays: 

All calendar year support staff shall be entitled to thirteen paid holidays during the calendar 

year. 

 

These holidays are: New Year's Day, Martin Luther King/Civil Rights Day, Presidents Day, 

Memorial Day, Independence Day, Labor Day, Veterans' Day, Thanksgiving (two days), 

Christmas (two days), and two other days to be mutually agreed upon between the employee 

and the employee's supervisor. 

 

All school year support staff shall be entitled to eight (8) paid holidays during the school year. 

These holidays are: Labor Day, Veteran's Day, Thanksgiving (2 days), Christmas Day, New 

Year's Day, Martin Luther King/Civil Rights Day, and Memorial Day. 

 

Jury Duty: 

All members of the support staff summoned to jury duty are entitled to jury duty leave for the 

period required to perform this duty. 

 

Immediately upon receipt of jury duty notice, the employee shall notify the building 

administrator and Superintendent. 

 

During the period of such required jury duty, the employee shall be paid that portion of their 

wages, which, together with jury duty compensation, will equal the usual wages for the same 

period. 

 

Leave of Absence: 

The Superintendent, at their sole discretion, may grant extended leaves of absence without pay 

for up to one year. Upon return from a leave of absence, the employee will be placed in the 

same or a comparable position for which the employee is qualified. The employee will be 

entitled to the same benefits they had accrued at the commencement of leave. 

 

The employee shall be notified of the requirement to notify the Superintendent in writing by 

February 1 concerning her/his intention to return. If the employee fails to notify the 

Superintendent regarding their intent to return by February 1st, the District will assume the 

employee has resigned and their employment will end on June 30th. 

 

Any employee who has worked in the District for 10 consecutive years with no intervening 

leaves of absence shall be granted, upon notification by April 15, a leave for up to but not more 

than one year with the understanding that the employee must notify the building administration 

in writing by February 1 concerning her/his intention to return. 

 



Agreement between The Dresden/Hanover School Board and The Hanover Support Staff, July 2025 through June 2028 

15  

Military Leave: 

An employee who is inducted into the military service shall be entitled to a leave of absence, 

without pay, for the duration of such service in accordance with State and Federal law. 

 

National Guard or Reserve Leave: 

An employee who is a member of the National Guard or the Armed Forces Reserve who is 

called to active duty shall be entitled to a leave of absence without pay. 

 

Parental Leave: 

All leave time granted to the employee under these provisions A, B, and C will run concurrently 

with any leave time the employee may be entitled to under the Family Medical Leave Act 

(FMLA). 

 

The employee shall notify the Superintendent of the anticipated start of leave at least eight (8) 

weeks in advance, except in cases of emergencies. 

 

A. Child Bearing Leave: 

The period of disability resulting from pregnancy, childbirth or related medical conditions 

shall be treated as personal illness under this Article. The employee must provide a written 

statement from the treating health care provider certifying the period of temporary 

disability. For the purpose of this provision, it is understood that to use sick leave under this 

provision, the employee must be unable to work. 

 

B. Paid Child Rearing Leave: 

 Ten (10) days of paid parenting leave shall be granted to an employee when that employee's 

child is born. An employee who adopts a child shall be granted ten (10) paid leave days at 

the time of the adoption. Such leaves shall be deducted from the employee's available sick 

leave. 

 

C. Unpaid Child Rearing Leave: 

 Maternity Infant child care and /or Adoption Leave without pay is granted, upon request, to 

employees for period not to span more than two (2) school years. Under this provision, 

leave ma/be granted for the balance of the school year in which the leave begins and for the 

entire succeeding school year. Requests for leave which span into a second school year will 

be approved only for the first semester or the entire school year, as requested by the 

employee. 

 

During the course of Maternity, Infant Child Care, and/or Adoption Leave, the employee may 

continue participation in group insurance programs with the understanding that the Board will 

continue to pay the Board's portion of the premium(s) for three (3) months. 

 

Upon return from leave, the employee will be placed in a comparable position for which they 

are qualified, according to provisions of state and federal guidelines. Requests for extension or 

reduction of leave may be granted at the discretion of the Superintendent. 
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Personal Leave: 

Support staff personnel who work at least 25 hours per week are entitled to three (3) days 

personal leave per year with the provision that at least 2 days' notice is given to the principal of 

the building. Part time support staff personnel who are entitled to this benefit are entitled to it 

on a pro rata basis as defined in definition #5, Article 1. As of June 30 of any year, no more 

than one year's unused personal leave-up to three (3) personal days--may be carried forward to 

the next school year, so that the employee may start the new year with not more than six (6) 

personal days total to be used in the new year. 

 

School Emergency Days: 

No employee shall suffer a loss of pay due to a delayed start or early release that occurs due to 

inclement weather or other emergencies. In the event of a delayed start, employees will not be 

required to report to work more than fifteen (15) minutes prior to the opening of the school in 

which they are assigned. In the event of an early release due to an emergency, employees will 

not be required to stay past the completion of required duties for the day, as determined by the 

Principal or their designee. 

 

Sick Leave: 

Sick leave shall be used for the personal illness or injury of the employee or the employee's 

spouse, son, daughter or parent. The Superintendent may require, at their discretion, an 

employee to submit medical evidence substantiating the employee's need to be absent from 

work. More immediate family sick leave may be granted at the discretion of the Superintendent 

provided appropriate documentation of illness is submitted. If no leave is available, it will 

default to leave without pay. 

 

Support staff personnel who work at least 25 hours per week shall receive 15 sick days at the 

start of the contract year. For the purposes of accrual for employees who work a partial year, 

days are accrued as follows: 

 

School-year:   1.5 days per month (15 days per year) 

Year-round:    1.25 days per month (15 days per year) 

 

Part time support staff personnel who are entitled to this benefit are entitled to it on a pro rata 

basis as defined in definition #5, Article I. 

 

The accumulation of sick leave begins with the first month of employment. Sick leave may 

accumulate to a maximum of 90 days per employee. Any employee who has more than 90 sick 

days accumulated as of June 30, 2019 shall not accumulate additional days unless their sick 

leave falls below 90. 

 

Vacations: 

Calendar year support staff shall become eligible for paid vacation time as follows: 

• Two weeks annually in each of the first three years worked in the school district. 

• Three weeks annually upon completion of three consecutive years of service in the school 

district. 

• Four weeks annually upon completion of seven consecutive years in the school district 
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Vacation leave accruals will run from July I to June 30. Up to 10 days of vacation time not 

taken in the fiscal year in which eligibility was established may be carried over into the next 

fiscal year, but must be used up not later than December 31st• Any remaining days from the 

prior year beyond this period will be forfeited. In the initial ten months of employment, the 

employee shall be eligible for a paid vacation at the rate of one day per month of service 

following the fourth month of continuous employment. Vacations shall be taken at a time 

mutually agreeable to the employee and to the employee's supervisor. Upon separation 

employees shall only be paid for any unused vacation time that they actually accrue based upon 

the above schedule. 

 

Vacation Leave Credit: 

Support staff personnel who are transferred from school year positions to full calendar year 

positions shall receive one year's credit for each full school year of service to the District 

provided that the service was for thirty hours or more per week. Service between twenty and 

thirty hours per week shall be credited at 5/12ths of a year for each full school year of service. 

 

ARTICLE 13: COMPENSATION 

 

Hourly wage rates effective July 1, 2025, July 1, 2026, and July 1, 2027 will be as shown in 

Attachment 2. Effective each July 1, all eligible employees will move one step on the wage 

schedule. The Administration shall provide the HSS NEA/NH a listing of wage rates for all 

Bargaining Unit Members by October l of the school year. On request, the Administration shall 

provide HSS NEA/NH wage rate information for any Bargaining Unit Members hired after 

October 1 of the school year. 

 

Placement on Wage Schedule: 

In all cases of placement on the wage scale, the determination of previous work experience is to 

be verified by the Superintendent or her/his designee. 

 

New Hires: 

The Superintendent will award steps on the pay scale to new hires based on the combination of 

previous related work experience and a relevant college degree. For the start of the 2025-2026 

school year, any eligible employees employed in the District as of June 30, 2025, shall be 

moved to a step that equates to their years of experience in the District, plus any prior 

comparable experience relevant at the time of hire, some of which may not have been credited 

at the time, due to the language, herein removed, that limited the placement of new hires to no 

higher than step 4 (five steps total, including step 0).  Any employee that disagrees with their 

placement shall have the opportunity to meet with the Superintendent and a union representative 

to review experience and placement.  This meeting shall occur no later than June 30, 2025, and 

shall be initiated by the employee.  Employees shall be notified of a change in step placement 

for the 2025-2026 school year on or before May 1, 2025.  After July 1, 2025, the placement of 

employees in this paragraph shall not be grievable. 

 

Rehire: 

The rights and benefits of this article are granted exclusively to employees who have completed 
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two or more years of relevant service in the District and left the position in good standing. The 

rehired (returning) employee will be placed on the wage scale according to their completed 

years of previous service in the District. (Example: employee worked for the District for seven 

years, resigned on step 6, returned two years later; placement on the wage scale will be step 7.) 

Seniority of a rehired employee will be based on the date of the most recent hire. 

 

Transfers: 

An employee who transfers between any of the four schools in SAU 70 (i.e., the Bernice A. Ray 

School, the Richmond Middle School, Hanover High School, and the Marion Cross School) , 

providing they are in good standing, will be placed at the same step on the pay scale as they 

would otherwise be eligible for prior to their transfer and will retain all rights of seniority. 

 

Intensive Special Needs Differential: 

A differential of twenty-five percent (25%) will be added to the hourly rate for educational 

assistants who accept assignments working one-on-one with students with intensive special 

needs; for example: combative students, students with behavior problems, students who require 

competence in sign language, or medical assistance such as toileting, hypodermic injections, or 

catheterizations, or students with severe autism, as determined by the Director of Special 

Services. 

 

Such determination may be appealed to the Superintendent of Schools, but is not subject to the 

grievance procedure. This differential will be paid for those hours that the student is in school. 

 

A differential will also be applied to the hourly rate of an educational assistant who rides the 

bus with a student with intensive special needs. The differential will be paid for the entire time 

the employee is on the bus and assists with pick up and drop off. 

 

Employees being paid in Category 2, if subbing for an EA who has a one-on-one differential 

eligible assignment, will be eligible for the same rate of pay on the EA schedule with 25% 

differential. Employees being paid in Category 3 if subbing for an EA who has a one-on-one 

differential eligible assignment, will not be eligible for any differential. 

 

Substitute Differential: 

A differential of fifty percent (50%) will be added to the hourly rate for employees in Category 

I and 2 who substitute for a teacher. Substitutions of less than one-half hour at the elementary 

level and for less than one period at the middle or high schools will not be eligible for this 

differential. A time sheet must be submitted by the employee to request payment of the 

substitute differential. The administration will not be obligated to provide a substitute for the 

educational assistant. If an education assistant substitutes for a teacher for a full day they will 

not be expected to also perform regularly scheduled EA duties, such as recess duties, unless 

doing so will not result in a loss of regular lunch or break times. Category 3 employees are not 

eligible for the teacher substitute differential. 

 

Temporary Assignments: 

Employees shall not be assigned outside the scope of their job descriptions except temporarily. 

In the event that an employee is assigned by the Administration, to perform the majority of the 
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responsibility of a higher paid bargaining unit position for at least one full work day, they shall 

be compensated retroactively for all work performed at their same step on the higher pay 

category. 

 

Good Faith Errors: 

The Hanover and Dresden School Districts and the Hanover Support Staff NEA-NH agree that 

when a good faith error is made in the placement or compensation of a bargaining unit member, 

the error will be corrected. 

 

Pay Periods: 

As allowed by RSA 275:43 and upon approval from the Department of Labor, school year 

employees may choose between the options below: 

 

1. Bi-weekly, for hours worked. 

2. Bi-weekly, in equal pay amounts prorated on their annualized wages, resulting in 22 pay 

periods, 21 equalized pay periods and a final pay period with the equalized pay amount plus 

or minus any over or under payment of wages that occurred during the year ("Equalized 

Pay). Equalized Pay shall be calculated on the employee's base pay alone. Any additional 

compensation earned (e.g. overtime, differential pays, substitute pay, etc) will be recorded 

on the employee's timecard and paid out in the next pay period. 

 

Employees shall notify HR of their election above on a form provided to them at the same time 

as their letter of agreement. This election form is due to the District on or before June 15th for 

year round employees and June 30th for school year employees. When new employees are 

hired, they shall make their election at the time of hire. Employees who do not make an election 

by the applicable deadline will be paid bi-weekly for hours worked. 

 

Overtime: 

The hours and overtime provisions for employees covered by this agreement shall be governed 

by the provisions of the Fair Labor Standards Act.  Employees will be paid for all hours they are 

required to work. When Support Staff are requested to attend meetings by the SAU, Principal, 

or authorized designee, the employee will be paid for the additional hours after reporting the 

approved time in the District’s time and attendance system. 

 

Longevity Payments: 

Longevity payments shall be determined by the number of years employed with the district and 

shall be paid to the employee in December of each year as follows: 

 $1,000 upon completion of 5 - 9 years 

 $1,500 upon completion of 10 - 14 years 

 $2,000 upon completion of 15 - 19 years 

 $3,000 upon completion of 20 or more years 

 

Employed by the “district” means, at a minimum, that the employee is a) a current member of 

the bargaining unit, and b) that the employee has had an uninterrupted tenure within the 

Hanover-Dresden School District (and/or SAU70 pursuant to the transfer language) of such a 

number of years that the employee qualifies for longevity as described above. 
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Employees who have exited the District for any reason and subsequently returned to the 

bargaining unit will not receive credit for prior years of service.  Any employee who submits a 

letter of resignation that is accepted by the District, and which is not due to having accepted 

another District position, shall be considered to have “interrupted” their tenure with the District 

for the purposes of calculating longevity. 

 

Years spent as a teacher, substitute teacher, tutor, long-term substitute, or coach, or in any other 

position that is not included in this bargaining unit, do not count toward years of service to the 

District. 

 

Retirement: 

Bargaining Unit Members may make contributions to a 403b/Tax Sheltered Annuity plan 

through payroll deductions as soon as employment begins. Bargaining unit members who work 

at least 30 hours per week but less than 35 hours per week, and who therefore do not qualify for 

NHRS participation through their employing district, and who choose to contribute to a 403b or 

TSA plan, will have their contributions matched by their employing district up to a maximum of 

4% of the member's annual earnings as determined by their Letter of intent. These earnings will 

not include "other" income such as insurance buybacks, stipends, and extra hours' pay. It is 

understood that if the employee's working hours as described in their Letter of Intent change, 

these changes will be reflected in the implementation of this provision. 

 

ARTICLE 14: STAFF DEVELOPMENT 

 

Support staff who work at least twenty (20) hours per week shall be able to apply for Staff 

Development Funds through the staff development activity approval process of the Staff 

Development Committee (SOC), Full time support staff may individually apply for up to $500 

in staff development funds per year. Part time support staff who work twenty (20) hours or 

more per week shall be entitled to staff development funds on a pro rata basis as defined in 

definition #5, Article l. Any staff development funds not used by a support staff member during 

the school year for which those funds were allocated may be accumulated and carried over to be 

available for the next school year only. Substitute pay will be paid for by the appropriate 

district. 

 

ARTICLE 15: MENTORSHIP 
 

For employees in their first year of employment with the District, Administration shall appoint a 

mentor for the staff member. Mentors may also be appointed to other staff members who are in 

transition or otherwise in need of assistance. 

 

Mentoring must occur during school hours.  Any mentor appointed pursuant to the above 

paragraph shall receive a semester stipend of $250 or a total of $500 for the school year, per 

mentee. Any mentor serving at the request of an employee will receive no stipend. In order to 

promote trust between a mentor and staff member, discussions between them are to be 

confidential unless the staff member requests that the information be shared with a supervisor. 

The supervisor may give suggestions and discuss concerns with the mentor that might be 

helpful in the mentor's work with the staff member. Confidentiality shall not apply to any 
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matters concerning a mentor's duty to report abuse, unethical or illegal activity related to the
employee's job, or any obligation to report pursuant to Policy GBEAB.

ARTICLE 16: WORKDAY

The District agrees to follow the Federal Fair Labor Standards Act in regards to work day hours
and paid breaks.

All school year employees shall work all student instructional days and between zero (0) and (5)
in-service days as dictated by their individual letter of intent. Employees shall work additional
in-service days to make up for any student instructional days waived by the District.

ARTICLE l7z DURATION CLAUSE, SIGNATURE PAGE

This agreement will be in force for the three (3) year period commencing July 1,2025, and
ending June 30, 2028.

For the For the

L

kz
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rn

Date: Date:

4l>l7o L{ 3-ll- 20a{

2l
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EXHIBIT 1: Method of Pro-rating personal leave time for Dresden 

and Hanover Support Staff 

 

30 hours = full time employment 

3 days personal leave for full time employment 

Pro-ration method for all part-time employees: 

Number of personal days divided by percentage of full time employment (numbers of hours 

worked per week divided by 30) rounded up to the nearest half day. 

 

Example I: 

 

For an employee who works 28 hours a week or 93%: 28/30 = 0.93 

3 X 0.93 = 2.79 days rounded up to nearest 1/2 day= 3 days personal leave. Example 2: 

For an employee who works 20 hours a week or 67%: 20/30 = 0.67 

3 X 0.67 = 2.0 l days round up to the nearest ½ day = 2 days personal leave.
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Attachment 2: Support Staff Hourly Salary Schedules 
 

DRESDEN/HANOVER SUPPORT STAFF SALARY SCHEDULE 2025-2026 

 

 
 

 

DRESDEN/HANOVER SUPPORT STAFF SALARY SCHEDULE 2026-2027 

 

 

 
 

 

 

 

 

 

Increase 10.00% 10.00% 10.00% 1.50%

EA OFFICE ABA/SAFETY COTA

Yrs Experience 2025-26 2025-26 2025-26 2025-26

1 2 3 4

1 19.05 20.00 26.10 34.18

2 19.53 20.50 26.75 35.03

3 20.01 21.01 27.42 35.90

4 20.52 21.54 28.11 36.79

5 21.03 22.08 28.81 37.72

6 21.55 22.63 29.52 38.66

7 22.09 23.20 30.26 39.64

8 22.65 23.77 31.02 40.63

9 23.21 24.37 31.80 41.65

10 23.79 24.98 32.59 42.69

11 24.39 25.61 33.41 43.76

12 24.99 26.25 34.24 44.85

Increase [All] 4.50%

EA OFFICE ABA/SAFETY COTA

Yrs Experience 2026-27 2026-27 2026-27 2026-27

1 2 3 4

1 19.91 20.90 27.28 35.71

2 20.40 21.43 27.96 36.60

3 20.91 21.96 28.66 37.52

4 21.44 22.51 29.37 38.45

5 21.98 23.07 30.11 39.41

6 22.52 23.65 30.85 40.40

7 23.08 24.24 31.62 41.42

8 23.67 24.84 32.42 42.46

9 24.25 25.46 33.23 43.52

10 24.86 26.11 34.06 44.61

11 25.48 26.76 34.91 45.73

12 26.12 27.43 35.78 46.87
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DRESDEN/HANOVER SUPPORT STAFF SALARY SCHEDULE 2027-2028 

 

 

Increase [All] 4.50%

EA OFFICE ABA/SAFETY COTA

Yrs Experience 2027-28 2027-28 2027-28 2024-25

1 2 3 4

1 20.81 21.84 28.51 37.32

2 21.32 22.39 29.21 38.25

3 21.85 22.94 29.95 39.20

4 22.40 23.52 30.69 40.18

5 22.97 24.11 31.46 41.19

6 23.53 24.71 32.24 42.22

7 24.12 25.33 33.05 43.28

8 24.73 25.96 33.87 44.37

9 25.35 26.61 34.73 45.48

10 25.98 27.28 35.59 46.62

11 26.63 27.96 36.48 47.78

12 27.29 28.66 37.39 48.98
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