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AGREEMENT

This Agreement is made and entered by and between the American Red Cross Blood Ser-
vices, Northern New England Region (hereinafter referred to as the “Region™) and the International Un-

ion, United Automobile, Aerospace and Agricultural Implement Workers of America (UAW), AFL-CIO
and its Local 2322 (hereinafter referred to as the “Union™).

Article 1 - Intent of Agreement

The parties recognize that it is the responsibility of the Region to provide a continuous
program of vital services essential to the health, safety and welfare of the people served by the Region.
The intent of this Agreement is to: assure that these services are rendered economically, efficiently and
without interference or interruption in a work environment that fosters mutual respect in a professional
atmosphere; provide harmonious relationships between the Region and the Union and provide fair and
equitable rates of pay, hours of work, benefits, working conditions and other conditions of employment.
To these ends, the parties mutually enter into this Agreement, which sets forth the terms and conditions
of employment of employees covered by this Agreement, and provides peaceful means for the adjust-
ment of differences with respect to the interpretation or application of this Agreement.

Article 2 - Union Recognition

Pursuant to the certification of the National Labor Relations Board in
Case No. 1-RC-22028 on September 5, 2006, the Region recognizes the Union as the sole collective bar-
gaining representative for all full-time and regular part-time collection technicians II, collection techni-
cians III, collection specialists I, collection specialists II, mobile unit assistants [, mobile unit assistants
II and technician instructors employed by the Region at its Manchester, New Hampshire facility, exclud-

ing all other employees, confidential employees, professional employees, guards and supervisors as de-
fined in the National Labor Relations Act.

Article 3 - Management Rights

Section 1. Except as expressly modified or restricted by a specific provision of this
Agreement, all statutory and inherent managerial rights, prerogatives and functions are retained and
vested exclusively in the Region, including, but not limited to the rights: to reprimand, suspend, dis-
charge, or otherwise discipline employees for cause; to determine the number of employees to be em-
ployed; to utilize part-time, per diem, and temporary employees and volunteers; to hire employees, de-
termine their qualifications and assign and direct their work; to assign on a temporary basis bargaining

unit employees to non-bargaining unit positions; to promote, demote, transfer and layoff employees; to

set the standards of productivity and the services to be rendered; to determine an employee's ability to
perform assigned work in a satisfactory manner; to determine the form of compensation for employees;
to maintain the efficiency of operations; to determine the personnel, methods, procedures, means and
facilities by which operations are conducted; to set the starting and quitting time, the number of hours
and shifts to be worked and the workweek; to require, schedule and assign overtime work; to establish
and change work schedules and assignments; to close down or relocate the Region's operations or any
part thereof; to expand, reduce, alter, combine, transfer, assign or cease any job, department, operation
or service; to require employees to submit to drug and/or alcohol tests and/or criminal background
checks and/or driving record checks as requested by the Region; to establish new job classifications and
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to determine job content; to control and regulate the use of machinery, facilities, equipment and other
property of the Region; to introduce new or improved service, testing and maintenance methods, materi-
als, machinery and equipment; to issue, amend and revise policies, rules, regulations and practices; and
to take whatever action is either necessary or advisable to determine, manage and fulfill the mission of
the Region and to direct the Region's employees. The Region will meet and discuss with the Union con-
cerning closing down or relocating the Region's operations or any part thereof, or expanding, reducing,
combining, transferring, or ceasing any job, department, operation or service that relates to the work of
the bargaining unit.

The Region's failure to exercise any right, prerogative or function hereby reserved to i,
or the Region's exercise of any such right, prerogative or function in a particular way, shall not be con-
sidered a waiver of the Region's right to exercise such right, prerogative or function or preclude it from
exercising the same in some other way not in conflict with the express provisions of this Agreement.

Section 2. No rules, customs, past practices or agreements, other than those expressly
contained herein, shall limit or restrict the Region's right to determine the staffing requirements for work
to be performed within the scope of this Agreement or the exercise of any other management right. No
rules, customs or past practices which limit or restrict productivity, efficiency, the individual and/or joint
working efforts of employees, the amount of work which an employee may perform or, in any other

way, the Region's right to manage its business shall be permitted. [Except as modified by the National
Addendum]

Section 3 Supervisors (and volunteers) may perform bargaining unit work in the circum-
stances outlined in Article 9, Section 3(A) and Section 8 of the National Addendum.

Section 4. The Region shall have the right to subcontract work in a manner consistent
with its past practices and when members of the bargaining unit do not have the skill and ability to per-
form the work. Otherwise, the Region will not subcontract work unless subcontracting does not result in

layoff of any bargaining unit employee (i.e., any employees whose jobs were eliminated being offered
other jobs within the Region).

Article 4 - Union Dues and Fees

All employees shall, as a condition of employment, become and remain a member of the
Union or an agency fee payer on the thirty-first (31*) day following the effective date of this Agreement
or the thirty-first (31%) day following the employee’s date of employment, whichever is later.

During the term of this Agreement, the Region agrees to deduct the regular periodic un-
ion dues, agency fees and initiation fees uniformly required as a condition of employment once each pay
period from the wages of each employee required to pay such dues or fees under the terms of this Agree-
ment when the employee has provided the Region a voluntary individual written authorization signed by
the employee to make such deductions. Initiation fees may be deducted in two equal monthly payments
at the request of the Union.

Such deductions when authorized shall be made from the net wages due a member for
each pay period as determined by the Region, and shall be transmitted to the Union’s office monthly no
later than twenty (20) days following the end of the month in which such deductions were made. In the
event a member either has no wages or the net amount of wages due for the pay period is less than the



portion due of the Union’s monthly dues/agency fees, the employee will have to make arrangements di-
rectly with the Union for the payment of dues/agency fees for that month.

The Union agrees to indemnify, defend and hold the Region harmless against any and all
claims, demands, lawsuits or other forms of liability that may arise out of or by reason of action taken or
not taken by the Region in complying with this Article, including making payroll deductions of Union
members or terminating employees.

Article 5 - Prohibitior of Discrimination, Sexual and
Other Prohibited Harassment

Section 1. Neither the Region nor the Union will discriminate against any employee be-
cause of the employee’s serving in the National Guard or Reserves. Any employee who believes that
he/she had been subjected to discrimination, or other prohibited harassment should immediately report
such conduct under the reporting procedures in the Region’s harassment policy. All bargaining unit em-
ployees are covered by the non-discrimination clause in Article 4 of the National Addendum.

Section 2. There shall be no discrimination against an employee based on his/her activity
in the Union.

Article 6 - Definition of Employee

The definition of Employment Categories is set forth in Article 5 of the National Addendum; however,
per the National Addendum, the definition of full time employees under this Agreement shall continue
to be those employees classified as full time and who are regularly scheduled to work 35 hours or more
per week. Notwithstanding the above, an employee’s eligibility for benefits is controlled by the relevant
benefits provisions in the National Addendum.

Section 1. Regular full-time employees shall be defined as those employees who are
regularly authorized to work 35 hours per week or more. Regular full-time employees shall be entitled
to all benefits set forth in this Agreement.

Section 2. deleted

Section 3. deleted

Section 4. Per diem employees shall be defined as those employees who are not regular
full-time, regular part-time nor temporary employees, who are available to work for the Region indefi-
nitely on an “as-needed” basis. The following provisions of this Agreement do not apply to per diem
employees: Article 3 Section 1 and Article 11 Section 2 and 3 to the extent they reference the require-
ment of cause for reprimand, suspension, discharge or other discipline; Article 3 Section 4 to the extent
it limits layoffs of employees; Article 7 Sections 1 and 2; Article 10; Article 16 Sections 2-8; Article 17
Sections 1, 4 and 5; and Article 18 Sections 2 and 4 to the extent they reference ETO.



Article 7 - Seniority

Section 1. Layoffs will be by job classification. In the event of a layoff, employees will
be selected by inverse order of length of service with the Region, Recalls from layoff will be based on
recalling the most senior person on layoff in the job classification based on length of service with the
Region.

Section 2. Employees will lose all seniority rights for any of the following reasons:
(a) Resignation or discharge;
(b) Retirement;

(c) Layoff for a period of eighteen (18) months or for a period equal to the
employee’s Region seniority, whichever is less;

(d)  Failure to return to work upon the expiration of any leave of absence or by
accepting employment elsewhere during a leave of absence unless agreed to by the Region;

(e) If the employee is absent for three (3) consecutive days and does not call
out on any of those days, unless satisfactory reason for failure to call is given; or

(H Failure to notify the Region within five (5) days after a recall notice is de-
livered or failure to report to work within ten (10) days of such notice. Notice of recall will be
sent by certified mail, hand delivery or overnight courier. It is the employee’s responsibility to
notify the Region promptly of any change in address.

Section 3. Probationary period. New employees will be on probation for the first six (6)
months after hire or transfer from a non-bargaining unit position into a position in the bargaining unit.
Upon satisfactory completion of the probationary period, seniority will be credited from the date of hire.
During the probationary period, the Region may discipline or discharge the employee for any reason in
the sole discretion of the Region and such action is not subject to the grievance or arbitration provisions
of this Agreement.

Section 4. The term seniority when used in this Agreement means length of continuous
service in the bargaining unit, except that, for employees hired before November 18, 2007, seniority
means the employee's length of continuous service with the Region from the employee's most recent
date of hire.

Section 5. The Region shall furnish the Union with an up-to-date Seniority List twice a
year. The Region will also furnish the names of all new hires, transfers, promotions and terminations
monthly. [See Article 6, Section 4(c) of the National Addendum]|

Section 6. (a) Any employee who is permanently transferred to any position with the Re-
gion outside the bargaining unit shall retain all accumulated seniority up to the date of transfer, but shall
not accumulate additional seniority. Employees who are temporarily transferred to such positions shall
continue to accumulate seniority.



(b) In the event, any employee covered in (a) above is returned by the Region
within the first ninety (90) days to the bargaining unit, such employee shall be returned to his/her former

position. Afier ninety (90) days such employee may return to the bargaining unit by bidding on vacant
positions.

Article 8 - Union Representatives and Solicitation

Section 1. The Region recognizes the right of the Union to designate a Union Committee
composed of up to three (3) Representatives and up to three (3) alternates for the purpose of investigat-
ing and presenting grievances under this Agreement. The Union will furnish the Region with the name
of the authorized Union Representatives and the alternates and shall notify the Region in writing of any
changes thereto.

Section 2. If the Region requires the presence of a Union Representative during working
hours, the Union Representative shall not lose pay as a result. Union Representatives shall obtain the
permission of their supervisor before investigating or handling any grievances during work hours and
such permission shall not be unreasonably withheld. When the Region permits the Union Representa-

tive to investigate or handle grievances during work hours, the Union Representative will be on the
clock.

Section 3. [See Article 6, Section 4(a) of the National Addendum] Upon reasonable no-
tice to and prior arrangement with the head of Human Resources or designee, the Region will grant des-
ignated Union officers and/or business agents access to the Region’s Manchester facility during working
hours, within the limitations set out below, to discuss grievances or problems arising under this Agree-
ment with bargaining unit employees or management. Such visits shall not interfere with any em-
ployee’s work or work assignments and may not occur in any area where donors or the public are pre-
sent. Permission to meet with employees shall not be unreasonably withheld. When the Region permits
a Union Representative to meet with a designated Union officer or business agent during work hours,
the Union Representative will be on the clock.

Section 4. The unauthorized presence of an employee or a Union officer and/or business
agent at a Region facility or operation is prohibited.

Section 5. No employee may engage in solicitation of any kind while either the em-
ployee who is soliciting is on working time or the employee(s) who is being solicited is on working
time. No employee may distribute literature during working time. Working time does not include au-
thorized periods of off-duty times such as mealtimes or breaks.

Section 6. The three (3) Union Representatives shall be the last employees to be laid off,
irrespective of seniority, so long as the Representative is capable and qualified to perform the work.

Section 7. The Region will provide a Union bulletin board to be located at the Manches-
ter facility at an agreed upon location that will be used exclusively for authorized Union notices. No-
tices may not contain statements that are critical of the American Red Cross, the Region or any of its
employees. Nor may they contain political material or be of an offensive or inflammatory nature. No-
tices not posted in compliance with this Article may be removed by the Region. The Union will restrict
its postings to the Union bulletin board and will not place or post any notice at any other place on the



premises of the Region or at any working site, except in employees® mailboxes, subject to the same re-
strictions set forth above.

Article 9 - Filling of Positions

Section 1. The Region will post notice of vacancies of all bargaining unit positions for
seven (7) calendar days. To be eligible to apply for a posted position, unless the requirement is waived
by the Head of Human Resources, an employee must not have received a written warning or a more seri-
ous disciplinary action within the past twelve (12) months before the date of the posting and must have
been in his or her current position for at least six (6) months, The Region will consider written requests
submitted by the end of the posting period and will fill vacancies based on its determination of which
internal candidate is the best qualified candidate after considering the skill, ability, experience, perfor-
mance, quality of work, conduct, adherence to regulations and attendance of all applicants. If applicants
are relatively equally qualified based on the above criteria, then the most senior candidate will be se-
lected. All applicants will be notified whether or not they have been awarded the position. If there is no
qualified internal candidate, an external candidate may be selected.

Section 2. The Region will notify employees in the appropriate job classification of op-
portunities for training where there is an increase in wage or a premium associated with such function.
The Region will consider written requests to participate in such training submitted by the deadline pro-
vided on the notice. The Region will select the necessary number of employees to participate in such
training based on the criteria set forth in Section 1 of this Article. Employees who are not selected will
be notified personally and provided a reason.

Article 10 - Discipline and Discharge
Section 1. The Region shall not discipline or discharge except for just cause.

Section 2. An employee may be discharged without notice for serious acts of miscon-
duct, including, but not limited to, falsification of a record, theft, gross insubordination, assault, posses-
sion or use of drugs or alcohol or reporting to work under their influence, recklessness that causes a seri-
ous accident while on duty, failure to report a vehicular accident that causes property damage or per-
sonal injury, willful destruction or damage to Region or a sponsor’s property or a serious violation of a

regulatory or safety rule. Committing a serious act of misconduct shall constitute just cause for immedi-
ate discharge.

Section 3. In instances of other misconduct or unsatisfactory work performance, the Re-
gion shall have the right to impose discipline, including oral warning, written warning, suspension or
discharge, for just cause. In all such instances of other misconduct or unsatisfactory work performance,
an employee will be notified at least once before being subject to discharge, provided that the requisite
notice is in the form of a final written warning or a suspension,

Article 11 - No Strikes - No Lockout Provisions

Section 1. In consideration of the Region’s commitment as set forth in Section 5 of this
Article, the Union, its officers, agents, representatives, stewards, committeemen and members, and all
other employees shall not, in any way, directly or indirectly, instigate, lead, engage in, authorize, cause,



assist, encourage, participate in, ratify or condone any strike, sympathy strike, slowdown, work stop-
page, picketing, interruption of work or any other interference with operations. The Union and its mem-
bers further agree that during the term of this Agreement, or any period of extension, they will not boy-
cott or do consumer hand-billing at any Red Cross location; at any sponsor location; or to any donor
group or sponsor who has scheduled a blood drive(s) with the Red Cross.

Section 2. The failure or refusal on the part of any employee to comply with the provi-
sions of this Agreement shall be cause for immediate discipline, including discharge. The failure or re-
fusal by a Union officer, agent, representative, steward or committee member to comply with the provi-
sions of Section 1 of this Article constitutes leading and instigating a violation of said Section 1, it being
specifically agreed that the Union officers, agents, representatives, stewards and committee members, if
employed by the Region, by accepting such positions, have assumed the responsibility of affirmatively
preventing violations of Section 1 of this Article by reporting to work and performing work as scheduled
and/or required by the Region.

Section 3. In any arbitration proceeding contesting discipline imposed on an employee
under this Article, the arbitrator's jurisdiction shall be limited to determining whether any conduct pro-
hibited in Section 1 occurred and whether the employee(s) whose discipline is the subject of arbitration
in any manner engaged in conduct prohibited by Section 1. If the arbitrator finds that the employee(s) in
any manner engaged in conduct prohibited by Section 1, the arbitrator shall deny the grievance(s) giving
rise to the arbitration and shall have no authority to modify or alter the discipline imposed by the Re-
gion.

Section 4. Upon notice from the Region of employee’s violation of Section 1, the Union
within one (1) hour or as soon as reasonably possible but in no event more than one (1) day shall: pub-
licly disavow such action; and go to the site of the work stoppage or other action to advise participants
that the work stoppage or other action is unauthorized, in violation of the current labor agreements and
direct that the participants return to work.

Section 5. In consideration of the Union's commitment as set forth in Section 1 of this
Article, the Region shall not lock out employees.

Section 6. In the event of an alleged violation of Section 1 of this Article by the Union or
violation of Section 5 of this Article by the Region, the Region or the Union, respectively, may institute
expedited arbitration proceedings regarding such alleged violation of Section 1 or Section 3, respec-
tively, by delivering notice thereof by hand delivery or facsimile to the Union or to the Region and to the
American Arbitration Association. Immediately upon receipt of such written or facsimile notices, the
American Arbitration Association shall appoint an arbitrator to hear the matter. The arbitrator shall de-
termine the time and place of the hearing, give notice thereof by facsimile and hold the hearing within
twenty-four (24) hours after the appointment.

The fees and other expenses of the arbitrator in connection with this expedited arbitration
proceeding shall be shared equally by the Region and the Union. The failure of either party or any wit-
nesses to attend the hearing as scheduled and noticed by the arbitrator shall not delay the hearing and the
arbitrator shall proceed to take evidence and issue an award and order as though such party or witness
were present. The sole issue at the hearing shall be whether a violation of Section I or Section 35 of this



Article has occurred or is occurring and the arbitrator shall not consider any matter justifying, explaining
or mitigating such violation.

If the arbitrator finds that a violation of Section 1 or Section 5 of this Article is occurring
or has occurred, the arbitrator shall issue a cease and desist order with respect to such violation. The ar-
bitrator's written opinion, award and order shall be issued within twenty-four (24) hours after the close
of the hearing. Such award.and order shall be final and binding on the Region and the Union.

Section 7. In the event of an alleged violation of Section 1 or Section 5 of this Article to
which Section 6 of this Article is applicable, the Region or the Union, respectively, may immediately
apply to the United States District Court for the District of New Hampshire or any other court of compe-
tent jurisdiction for injunctive relief, including a temporary restraining order, prohibiting the continua-
tion of such an alleged violation pending submission of the matter to arbitration and the issuance and
enforcement of the arbitrator's order.

Section 8. In addition to any other remedy set forth in this Article, the Region, or Union,
without submitting the issue of damages to arbitration, may institute, in any court of competent jurisdic-
tion, an action against the other party for damages suffered as a result of conduct by the other party
which constitutes a violation of this Article. The remedies set forth in this Article are not exclusive, and
the Region or Union may pursue whatever other remedies are available at law or equity.

Article 12 - Grievance Procedure/Arbitration

Any complaints or disputes involving terms and conditions covered by the National Addendum, shall be
governed by the national grievance and arbitration process in Article 21 of the National Addendum and
not the local grievance procedure outlined below.

Section 1. A grievance is an allegation by an employee or the Union that the Region has violated
an express provision of this Agreement. Before seeking to file a written grievance, employees are en-
couraged to discuss the situation with their supervisor to try to resolve any issue informally.

Section 2. Step One. A grievance shall be presented in writing by the shop steward to the imme-
diate supervisor for adjustment within ten (10) calendar days following the day the grievant(s) either
knew or had reason to know of the event giving rise to the grievance. The grievance will be submitted
on a form provided or approved by the Region and it shall state the specific article alleged to have been

violated. The supervisor shall answer in writing within seven (7) calendar days of reecipt of the griev-
ance.

Section 3. Step Two. Within five (5) calendar days of receiving an answer from the im-
mediate supervisor (or within five (5) calendar days from the date the supervisor’s response was due if
the supervisor fails to provide a timely response at the first step), the shop steward may seek further ad-
Justment by presenting a written grievance appeal to the Manchester Director or his/her designee.

The Manchester Director or his/her designee shall have a meeting with the steward, and
the aggrieved party or parties if appropriate, at a time to be mutually agreed upon, before answering or
adjusting the grievance. Such a meeting shall be scheduled within ten (10} calendar days from the date



of filing of the appeal. The Manchester Director or his/her designee will answer in writing within seven
(7) calendar days of the meeting.

Section 4. Step Three. Within five (5) calendar days of receiving the step 2 answer (or
within five (5) calendar days from the date the Manchester Director’s response was due, if the Manches-
ter Director fails to provide a timely response at the second step), the steward may seck further adjust-
ment by appealing to the head of Human Resources or his/her designee, in writing. The head of Human
Resources or his/her designee shall have a meeting with the Union at a time to be mutually agreed upon
before answering or adjusting the grievance. Such a mesting shall be scheduled within ten (10) calendar
days from the date of the filing of the appeal. The head of Human Resources or his/her designee will
answer in writing within seven (7) calendar days of the meeting.

Section 5. Any grievance that is not presented or appealed within the time periods speci-
fied in this Article shall be forfeited and waived by the aggrieved party and the Union. The employer's
failure to respond within the prescribed time periods at any step of the grievance procedure shall be
deemed to be a denial of the grievance. All time limits may be extended by written agreement of the
parties.

Section 6. Except as expressly stated to the contrary in this Agreement, the grievance
and arbitration procedure of this Agreement shall be the sole and exclusive means available for resolv-
ing grievances arising under this Agreement.

Section 7. Any grievance that has been properly processed pursuant to the grievance pro-
cedure as set forth in this Article and has not been resolved at the conclusion thereof, may be referred to
arbitration before the American Arbitration Association for resolution under the Labor Arbitration Rules
then in effect by the Union filing a Demand for Arbitration with the American Arbitration Association
and serving written notice upon the head of Human Resources of the Region, both within thirty (30) cal-
endar days after the completion of Step Three of the grievance procedure. If the Union fails to file with
the American Arbitration Association and/or serve such notice on the Region of its intent to arbitrate
within the time limitation, the grievance shall be considered resolved on the basis of this Step Three an-
swer. No individual employee shall have the right to invoke the arbitration procedure with regard to
such grievance.

Section 8. The fees and expenses of the American Arbitration Association and the Arbi-
trator shall be born equally by the parties.

Section 9. The award of an Arbitrator hereunder shall be final, conclusive and binding
upon the Region, the Union and the employees.

Section 10. The Arbitrator shall have jurisdiction only over grievances after the comple-
tion of the grievance procedure. He or she has no power to add to, subtract from or modify in any way
the terms of this Agreement. The Arbitrator shall have no authority to award punitive or exemplary
damages.

Section 11. The arbitrator shall have authority to award relief only as to individuals who
have filed or are clearly identified by name in the written grievance as interested parties directly affected
by the contract violation alleged in the grievance.



Section 12. The Arbitrator shall not hear or decide more than one (1) grievance without
the mutual consent of the Region and the Unijon.

Article 13 - Hours of Work
Section 1. Deleted — see Article 14 of the National Addendum.

Section 2. Lunch Periods. The Employer shall provide meal periods and rest breaks to
employees in accordance with Article 8 of the National Addendum.

Section 3. Rest Periods. The Employer shall provide meal periods and rest breaks to em-
ployees in accordance with Article § of the National Addendum.

Section 4. Scheduling. Employees may express fixed preferences in the areas of geo-
graphic location, specific drives, days of the week and starting time on a form supplied by the Region.
Employees may request changes in their fixed preferences on a quarterly basis. If, in the future, the
scheduling program used by the Region has the ability to do so, the Region will consider seniority as a
factor in assigning staff who have the same preferences. The Region will assign staff as necessary to
meet the Region’s operational needs, giving consideration to preferences expressed by staff when practi-
cal. Once the weekly schedule of drives is posted, employees may switch shifts up to 48 hours in ad-
vance with other qualified employees with advance written permission from the Region, using the form
supplied by the Region. [See also Article 10 of the National Addendum]

The Scheduling Department will contact employees, who are not already scheduled, by seniority, to fill
needed roles based upon operational needs, including but not limited to, unplanned absences; or for any
other reasons a drive is or becomes understaffed pursuant to the National Addendum Article 9, Sec.3 ; or
to address issues that arise from the 45 45 45 initiative pursuant to the National Addendum Article 9,
sec. 9. Employees shall be contacted regardless of whether he/she has worked fewer than ten (10) hours
from their last hour worked; employees who elect to do so would waive turnaround time.

[See also Article 10 of the National Addendum]

Article 14 - Wages

Section 1, Wage Rates. The starting wage rates for each year of the contract will be in-
creased in accordance with Article 13 of the National Addendum as follows:

2018 2019 2020
Mobile Unit Assistant | $14.42  $19.29 $14.71  $19.68 $15.01 $20.07
Mobile Unit Assistant 1| 514.42 $19.32  $14.71  $19.71  $15.01  $20.10
Collection Technician 1| $14.72  $21.23 $15.01 $21.65 $15.31  $22.09
Collection Technician Ili $14.72 $23.34  $15.01  $23.81 51531  $24.28
Collection Specialist | $14.72 $27.05  $15.01 $27.59 $15.31 $28.14
Collection Specialist Il §15.91  532.77 $16.23 533.43  S16.55 534.10
Technician Instructor $16.02 $26.61 516.34 $27.15 $16.67  $27.69
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The Region will have the right to increase the minimum wage rates and to hire employees
at higher wage rates if the Region determines that the employee’s experience and/or education make it
appropriate to do so.

Section 2. Wage Increases. [See National Addendum Article 13]

Section 3. Pavroll Errors. Recognizing that from time to time calculation errors or omis-
sions may occur, the Region will attempt to make corrections no later than the following paycheck once
the error or omission is known to the Region. See Also Article 17 of the National Addendum

Article 15 - Other Wages
Section 1. No Pyramiding see Article 14, Section 3 of the National Addendum.
Section 2. Evening Differential. See National Addendum, Appendix B.

Section 3. Night Differential. Employees shall be paid the premium rate outlined in Ap-
pendix B of the National Addendum.

Section 4. Weekend Differential. See Appendix B of the National Addendum.

Section 5. Overnight Differential. Overnight differential in the amount of $1.50 per hour
will be paid to compensate employees for hours not worked that are spent overnight on Region business.

Section 6. Donor Center Differential. This premium was eliminated as determined by
the process outlined in Article 14, Section 6 of the National Addendum.

Section 7. Apheresis Premium - see side letter agreement.

Section 8. Double Red Cell Premium — see side letter agreement.

Section 9. Training Premium. Training premium in the amount of $16 per shift will be
paid to employees in non-training job classifications for the period of time they are assigned by the De-
partment Director to train another employee or employees. This premium shall continue, however, the

premium for certified trainers is defined in the National Addendum Appendix B.

Section 10. Bus Premium. Eliminated as determined by the process outlined in Article
14, Section 6 of the National Addendum.

Section 11. Second Assignments. Eliminated as determined by the process outlined in
Article 14, Section 6 of the National Addendum.

Section 12. Mulitiple Functions — see side letter agreement.
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Section 13. Apheresis Bonus. Collection Specialists and Collection Specialist/TLPNs
working in Apheresis collections will receive a $34 bonus on a Saturday, Sunday or holiday if the Man-
chester location reaches its Apheresis collections goal plus the split rate plus one (1) unit for the day.

Section 14. Cancellation of Assignment. If a drive is cancelled with fewer than twenty-
four (24) hours. notice, employees assigned to work on that drive will be offered alternate work, which
may be outside of their usual classification, or, if no alternate work is offered, the employees will be
paid their scheduled, estimated hours for the cancelled drive. Employees who are offered alternate work
outside their usual classification shall have the choice of accepting the alternate work offered or using
PTO.

Section 15. Reporting Pay. An employee who reports to work, including to attend man-
datory meetings or training sessions, at the request of the Region, on the employee’s scheduled day off
or more than three (3) hours before the employee is otherwise scheduled to report to work that day, will
be paid for a minimum of three (3)hours. The employee may be assigned other work during those three
(3) hours, including work outside the employee’s regular classification.

Section 16. Meal Allowance. An employee who works more than twelve (12) hours in a
calendar day will be entitled to an $8.00 meal reimbursement. In order to receive the reimbursement,
employees must submit a receipt showing food purchased in an amount greater than or equal to the
amount of the reimbursement during their scheduled work hours.

Section 17. Promotional Increases/Demotions. Employees who are promoted or reclassi-
fied by the Region to a position within the bargaining unit with a higher grade will receive an increase in
their hourly rate of the better of 3.5% (5% if more than one (1) grade increase) of their current wage rate
or the minimum of the new grade. If the employee elects not to continue to perform the work of the
higher rated position or the employee is removed from performing that work by the Region as a result of
the employee’s failure to maintain acceptable performance standards, the employee will be demoted and
the employee's base hourly rate will be reduced by 3.5% (5% in the case of a two or more grade demo-
tion) to eliminate the promotional increase. Serving as a trainer for other employees or an on-the-job
instructor (OJI) shall not be considered a promotion or reclassification.

Section 18. Sunday Pay. See National Addendum Article 14 and Appendix B.
Section 19 Turnaround Time — Determined by the National Addendum Article 10.
Article 16 - Benefits

Section 1. Retirement Benefits shall be determined by Article 21 of the National Adden-
dum.

Section 2. Severance Pay. Employees in the bargaining unit will receive severance pay
under the American National Red Cross Severance Pay Policy in effect on October 2, 2015 for non-bar-
gaining unit employees in Manchester. The policy that will be applied is the one that the Red Cross had
in place on October 2, 2015,
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Section 3. Holidays. All holidays will be designated and administered pursuant to Arti-
cle 15 of the National Addendum. All floating holidays shall be scheduled in accordance with local
agreement(s) and practices for the duration of this Agreement. Employees may be required to work their
regularly-scheduled number of shifts during a holiday week. The Region will notify employees at least
ninety (90) days in advance if work will be needed on Thanksgiving Day or Christmas Day. The Region
will notify employees at least thirty (30) days in advance if work will be needed on any other holiday
recognized by the Region. If work is needed on a holiday recognized by the Region, the Region shail
first solicit volunteers to work. If there are an insufficient number of volunteers to work, employees will
be assigned to work in reverse order of seniority.

Section 4. Health Insurance Benefits.

Health insurance and related benefits shall be administered in accordance with Article 19
and 20 of the National Addendum.

Section 5. Other Benefits — deleted.

Section 6. Paid Time Off.

(a) See National Addendum for PTO provision.

(b) The parties agree that the first three times each calendar year that an em-
ployee is tardy, absent or leaves early shall not be counted as an occurrence under the Region’s
attendance policy.

Section 7. Earned lllness Bank. Red Cross and the Union had executed an MOA which
modifies this provision and which shall remain in effect.

Article 17 - Leave Benefits

For these Sections, the policies in place on October 2, 2015 will remain in place, even
where the Red Cross has subsequently changed the policy for non-bargaining unit employees in Man-
chester.

Section 1. Paid Leaves. The Region policies on funeral leave, jury duty and military
duty leave in effect on October 2, 2015 will apply to employees in the bargaining unit on the same basis
as they apply to hourly, non-bargaining unit employees in Manchester.

Section 2. Unpaid Leaves. The Region policy on Family and Medical Leave (“FMLA™)
leave in effect on October 2, 2015 will apply to employees in the bargaining unit on the same basis as it
applies to hourly, non-bargaining unit employees in Manchester. In addition, employees in the bargain-
ing unit will be eligible for other leave without pay under the same circumstances and on the same basis
as such leaves are available to hourly, non-bargaining unit employees in Manchester that was in effect
on Qctober 2, 2015.

Section 3. Union Leaves. Employees who are authorized Union Representatives may,
subject to scheduling requirements, be excused without pay or granted leaves of absence without pay by
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the Region at the request of the Union to attend official Union meetings, conventions and training pro-
grams up to a combined total for all such Union Representatives of fifteen (15) days per fiscal year. The
Union will make all requests for such excused absences or leaves of absences as far in advance as possi-
ble, but in no case later than three (3) weeks before the first day for which such absence is requested.

Section 4. Medical Leaves. Eligible employees may be granted medical leave on the
same basis as hourly, non-bargaining unit employees in Manchester that was in effect on October 2,
2015. Employees on such a leave will retain their seniority for up to fifteen (15) months.

Section 5. Workers Compensation Leaves. Eligible employees may be granted workers
compensation leave on the same basis as hourly, non-bargaining unit employees in Manchester that was

in effect on October 2, 2015. Employces on such a leave will retain their seniority for up to twenty-four
(24) months.

Section 6. Voting. Employees will be provided time off to vote in accordance with Re-
gion policy in effect October 2, 2015.

Article 18 - Miscellaneous

Section 1. Safety Committee. The Union may appoint two (2) representatives to the Re-
gion Safety Committee, one (1) of whom is either a Collection Technician II. Collection Technician 111,
Collection Specialist I, Collection Specialist II or Technician Instructor and one (1) of whom is a Mobile
Unit Assistant I or Mobile Unit Assistant IL.

Section 2. Weather Emergency. When the Region declares a weather emergency for a
particular location, employees who are requested by the Region to work are expected to do so whenever
possible. Employees who report to work when requested by the Region to do so during a weather emer-
genocy declared by the Region at their location will be paid in accordance with the Region policy in ef-
fect October 2, 2015. If an employee believes that hazardous weather conditions make it unsafe for the
employee to travel and no weather emergency has been declared, the employee may use PTO or unpaid
time, if the employee has no PTO available. Any such time shall be treated as an occurrence in accord-
ance with the Region’s attendance policy and Article 16 Section 7(b).

Section 3. Incentives. The Region, in its discretion, may offer incentives to employees
in the bargaining unit from time to time. The Region will provide the Union with notice of the incen-
tives at the time that they are offered.

Section 4. The Region shall make reasonable efforts to have mobile drives conducted at
sites with reasonable temperature. If an employee gets sick during a drive, he or she shall inform the
charge nurse and shall take PTO time for the remainder of the employee’s scheduled hours that day. If,
because of the temperature at the drive, the employee believes that it is too difficult for the employee to
continue working, the employee shall inform the charge nurse and shall use PTO to cover the remainder
of the employee’s scheduled work hours. Any such time shall be treated as an occurrence in accordance
with the Region’s attendance policy and Article 16 Section 7(b).

14



Article 19 - Severability

The provisions of this Agreement are deemed to be separable to the extent that if and
when any provision of this Agreement is determined to be in conflict with any law, rule or regulation,
such decision shall not effect the validity of the remaining provisions of this Agreement, but such re-
maining provisions shall continue in full force and effect. In the event any provision of this Agreement
is determined to be void or to conflict with any law, rule or regulation, the Agreement shall be reopened
for negotiations limited to the subject of the provision declared to be invalid.

Article 20 - Scope of Agreement

During the negotiations resulting in this Agreement (which includes the National Adden-
dum, the Region and the Union each had the unlimited right and opportunity to make demands and pro-

posals with respect to any subject matter as to which the National Labor Relations Act imposes an obli-
gation to bargain.

Except as specifically set forth elsewhere in this Agreement (which includes the National
Addendum), during the term of this Agreement (as extended by the National Addendum), the Region
expressly waives its right to require the Union to bargain collectively, and the Union expressly waives
its right to require the Region to bargain collectively, over all maiters as to which the National Labor
Relations Act imposes an obligation to bargain, where: such matters are specifically referred to in this
Agreement; such matters were discussed between the Region and the Union during the negotiations
which resulted in the Agreement; or such matters were within the contemplation or knowledge of the
Region or the Union at the time this Agreement was negotiated and executed.

As used in this Article, the waiver of the right to “bargain collectively” includes the
waiver of the right to require the other party to negotiate, and the right to obtain information from the
other party except in regard to enforcement of this Agreement.

This Agreement (which includes the National Addendum), contains the entire under-
standing, undertaking and agreement of the Region and the Union, after exercise of the right and oppor-

tunity referred to in the first sentence of this Article and finally determines all matters of collective bar-
gaining for its term.

This Agreement revokes all and every previous agreement, practice, privilege and benefit relating to the
employees or any one or more of them covered by this Agreement, which were in effect prior to the exe-
cution of this Agreement. This Agreement and any amendments or supplements thereto become effec-
tive following ratification by the membership. [National Addendum]

Article 21 — Term of Agreement
Section 1. This Agreement shall be in full force and effect from October 2, 2018 until

midnight on September 30, 2021 and shall be renewed or reopened consistent with Article 24, Section 1
of the National Addendum.

Section 2. In the event the parties do negotiate for an amendment or termination of this
Agreement, the Union agrees to provide the Region with a written notice with any intention to strike at
least ten (10) days before any strike commences. This notice shall contain the date and time the strike
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shall begin, though the notice may be extended by written agreement of the parties. This requirement to
provide a ten (10) day strike notice shall survive the expiration of this Agreement and any renewal or
extension thereof.

IN WITNESS WHEREOF, the parties hereto have caused their names to be subscribed
by duly authorized officers and representatives.

FOR-THE UNION: FOR THE REGION:

ey g IRl VAN VR

Date: Date:

{signatures on file]
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Side Letter re Drive Committee

I. The Region and the Union acknowledge that the Region currently has in place a
business practice on Mobile Collection Operation Site Assessment and Planning (current version is BP
NEI5.003 and BP NE15.003-frm01 Rev. 09/10) that includes procedures for the selection and inspec-
tion of sites for mobile collection operations.

2. The Region agrees that for the term of the 2010-2013 contract, the Region will
not make changes to this business practice without giving the Unjon notice of the planned change. It is
anticipated by the parties that changes to the business practice will be intended to improve the screening
of sites.

3. When the Team Supervisor on location questions the suitability of a site he/she
shall call the Manager of Collections or his/her designee unless a different procedure is announced by
the Region after providing notice to the Union of the new procedure. After such consultation, the Team
Supervisor shall follow the direction given and document it accordingly. The Team Supervisor will rec-
ord issues related to site suitability in accordance with the business practice.

4. The parties will create a Drive Committee to discuss possible solutions to per-
ceived problems regarding site suitability of mobile unit operations. This could include reviewing issues
that have arisen with sites for mobile unit operations in the past and reviewing upcoming mobile unit
operations with an eye towards identifying and avoiding potential problems. The Committee shall con-
sist of three (3) bargaining unit members selected by the Union and three (3) management representative
selected by the Region, one of whom will come from the Donor Recruitment Department. The Commit-
tee shall meet monthly for the first six (6) months following ratification of the collective bargaining
agreement at mutually agreed upon times, places and durations, and thereafter on a schedule determined
by the Committes. Unless decided otherwise by the Committee, it is intended that the Committee will
have a “pre-season” meeting sufficiently in advance of the start of summer and winter to discuss issues
that may be anticipated during those seasons. Minutes will be kept of all Committee meetings and made
available to all Committee members, including any action items agreed to by the Committee. The Com-
mittee shall develop recommendations to be presented to the Director of New Hampshire Operations for
review. The Region’s decision not to implement a recommendation will not be subject to the grievance
and arbitration procedure.
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Side Letter re Employee Reclassification — July 2014

1. Employees will have their positions reclassified based on the tasks for which they have
been trained and are certified. Except as provided in the 2014 Memorandum of Agreement, em-
ployees will generally retain their existing pay rates when they move to the new job titles. Em-
ployees who were certified in both double red cells and apheresis and are moved to the position
of Collection Specialist I but received only a single 3.5% increase previously will receive an in-
crease of 3.5% when the reclassification occurs. Employees who were certified in apheresis but
not double reds and received a 3.5% increase at the time that they were certified in apheresis and
are moved to the position of Collection Specialist I will receive an increase of 1.5% when the re-
classification occurs. The list of resulting pay rates as a result of these adjustments and the ad-

justments in Article 14 Section 1 in the July 2014 Memorandum of Agreement was provided by
the Region.

2. The existing employees in the position of charge (Collection Specialist II) in Manchester
will be made a part of the bargaining unit. These employees will not receive the wage increase
and lump sum payments specified in Article 14 Section 2 of the July 2014 Memorandum of
Agreement as a result of having already received a wage increase in 2014.
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LETTER OF UNDERSTANDING RE MUA I

The parties understand and acknowledge that the following wili apply regarding the tran-
sition of staff from MUA I to MUA II:

1. Effective with the date of this letter, the Region will have the discretion to hire all new em-
ployees into MUA positions as MUA ITs.

2. Employees who are employed by the Region in an MUA I position as of the date of this let-
ter, will have the opportunity to transition to MUA 11 positions. Employees will be selected for this
transition using the following order of selection: volunteers, in order of seniority, followed by re-
maining employees in reverse order of seniority.

3. MUAs who were employed by the Region on June 30, 2013 will not be separated from em-
ployment as a result of their unwillingness to participate in training to become an MUA IT until at
least November 30, 2014.
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SIDE LETTER AGREEMENT
This Side Letter Agreement addresses the issues of the skill premiums for “Charge” and for

performing “Double Red Cells/DRC” (also known as “Power Reds”) in the National Addendum to

the Collective Bargaining Agreement between the ARC and UAW Local 2322 in Manchester,
NH.

1. CS Il [Charge] - 5% increase when an employee becomes a CSH, plus $2.50 per the
National Addendum when assigned charge. [CS Il would also get the $1.50 per hour for
performing DRC (see par. 5 below)].

2. Current CT IIl’s will be grandfathered in at their current rate. They will get no premium
for doing DRC as per the National Addendum.

3. When a CTll becomes a CT [ll, he/she will get a 3.5% increase and no premium for
doing DRC, in accordance with the National Addendum.

4, When a CT Ill becomes a CS |, s/he will not get 3.5% but will get the $1.50/hr. for doing
DRC. .

5. When a CS | becomes a CS I, sthe will receive a 5% increase in and $1.50/hr. for doing
DRC as per the National Addendum.

6. When a CT Ill becomes a CS |l, s/he will get a 5% increase and $1.50/hr. for doing DRC
as per the National Addendum.

7. When a CS |l is doing charge, s/he will get $2.50/hour per the National Addendum.

8. A CSlI staff member who is not working as Charge on a drive, but is doing DRC, would
get paid the DRC premium but not the Charge premium.

9. A CSll staff member who is assigned to work as Charge on a drive, will get the Charge
premium, but not the DRC premium, even if they are assisting or covering for a staff member
who has been assigned to do DRC that day.

This agreement will be applied retroactive to July 2, 20186.

Tentatively Agreed October 24, 2016:

For ARC: For UAW Local 2322

Tor Christensen Kevin Boutin

[signatures on file]



MEMORANDUM OF AGREEMEN

The American Red Cross Northern New England Region and the UAW L 2322 enter inia the following
agreament remﬂdmg the Upion's grievance Nationa! Grievanee number KNE 20160001,

The Union agrees to withdraw the grievance.
The NNE Region agrees to the following:

Mabile Operations:

Effective June 1, 2016 incumbent staff hired before January 1 2014, and were previously on an every
third weekend rotation will be moved back to an every third weekend rotation with 2 nublished
¢alendar for the remainder of the year.

Staft hired after January 1, 2014 will remain oo the evary other weekend rotation.
All new hires moving forward will be hired with the understanding they will work every gther
weekend. In accordance with the National Addendum, if the region has an operational need for
additional shifts to be eavered on Saturday or Sunday, it will be fifled as follows:

The shifts will be posted and filled on a first come first serve basis

Yolunteers will be solicitad

if an insufficient number of voluntears are identified the shift will be filled by reverse seniority
of those staft mémbers on an every third weekend rotation,

Weekend work is defined as hoth Saturday and Sunday, If it is a staff person’s weekend to work they
could be sehetuled for one or hioth days pending the avaitable drives.

Future changes to weekend schedules will be discussed with the Union and not implemented until there
it agraement,

Date: I’f l?‘ fj-é‘

For NNE Regipr For the Ynion
E5lin Fref.: ' Kevin Boutin

[signatures on file]



MEMORANDUM OF EGDEEMENT

The American Red Cross Northern New England Repion and the UAW L 2322 enter into the fofi

agreement regarding the Apheresis Departmen:

ﬂ\\'ing

The Urion agrees that this agrecment resolver the scheduling issues of the Apberesis Department raised in

leu ofa grievance in March 2014,
The NNE Region agrees o the feliowing:

Fixed Site ( Anheresis Operations

* Sl will remain on an every other weekend rotation

*  Any subseguent 2tafl hired into the unu, either new or incumbent, will do ep

they witl werk every other weekend.

ith the urdurranding tha

T A webare into the deparonent, either fenm axigting =128 or in the event there is not & gualificd

candidate a new employee. starting with the most senior stalf, an ¥ Incumbent apheresis staff

taseayeawd o

cutteaty in the dopartient st the Sime of this sgrecment will wiove back o an avery thivd

]

weekend rotation

5 Sl have the opiion of clecting W wark every weekend if iy s

* A calendar would be published for she remainder of the year

*  In conjuncton with this change, the current wemplates redflecting 7115 AM will continue until she site
wnegrates. Changes to the shifts required for integration will be discussed with the Usion and not

wiplemented ot there & apresmens,

wenaplates are active ot the 7:15AM start time.

Date: _eyi1ines

Far NNE Raginn For the Usion

We would work on a (one- e, nan-precedent serting) sohstion for janet for the three months the

Jeimiter Ruggiero Kevin Boutin

{signatures on file]



MEMORANDUM OF AGREEMENT BETWEEN AMERICAN RED CROSS AND UAW 1.2322

Article 13 Section 4 Scheduling
Management withdrew its proposed changes.

The Union will withdraw its proposed change to this paragraph provided the APS or SAG will endeavor
to address scheduling by seniority and based on the NA Article 10, Section 4.

And add the following paragraph to Article 13 Section 4

The Scheduling Department will contact employees, who are not already scheduled, by seniority,
to fill needed roles based 'lbrperational needs, including but not limited to, unplanned absences; or
for any other reasons a drive is or becomes understaffed pursuant to the National Addendum
Article 9, Sec.3; or to address issues that arise from the 45 45 45 initiative pursuant to the
National Addendum Article 9, sec. 9. Employees shall be contacted regardless of whether he/she
has worked fewer than ten (10) hours from their last hour worked; employees who elect to do so
would waive turnaround time.

[See also Article 10 of the National Addendum]

Side Letter Agreement - Reopener:
The Union may reopen negotiations if either or both of the following occur:

1.The Red Cross and any local union in the Northern New England Region make an agreement
that employees who work on Sundays will receive time and a half pay;

2. The Red Cross and any local union in the Northern New England Region make an agreement
that the minimum wage for any or all positions shall be $15.00/hour or more.

For AMERICAN RED CROSS For UAW Local 2322

Date: Date: ‘7! '2] —-\ zo\ &

{signatures on filef



Letter Agreement: infroduction of 4-10’s in Apheresis and Resolution of

MUA Cross Training Issues

Date: June 14, 2019

ARC and the UAW have reached agreement on the issues below and wish to
memorialize the Parties understanding and agreement.

Introduction of 4-10 hour schedules in Apheresis: The Parties have agreed o

move to 10 hour employee schedules (4-10's) and agreed to the following
terms/practices and treatment of specific individuals.

1.

2.

3.

With the extension of the day, employees will be provided with a 39 break’
during the day.

Holidays for 10 hour per day employees will be paid at 8 hours. Employees
may add up to 2 hours of PTO to bring the holiday pay to 10 hours.
Floating holidays are accrued and used in hour increments per the National
Addendum (16 hours in January, 16 hours in July).

Unscheduled employee absences and daily PTO requests will be
charged/paid at 8 hours per day. The employee may add up to 2 additional
PTG hours to bring the PTO fo 10 hours for the day. Weekly PTO will be
charged at 40 hours (e.g. employee takes a week for a vacationy).

Several individual employee schedules are unique and the Parties agree they
will be handled as follows.

a. Lisa Raynes — Currently a part time employee typically working 30
hours per week, will be moved to full time regularly scheduled to work
4-10's.

b. Mohammed Abdulmutaleb - Currently a full time employee typically
working 20 hours per week , will be moved to part time regularly
scheduled to wark 2-10's.

¢. Rosa Moran — Currently a full time employee typically working 32
hours per week, will be moved to part time (full time for benefit
purposes) regularly scheduled fo work 3-10's.

Resolution of outstanding MUA cross training issues: Two MUA's did not cross

train per the prior National Addendum. ARC did not exercise the terms of the
contract related to employees who refuse or are unable to cross train during the
period of the former National Addendum. The Parties have agreed to resolve the
cross training issue as follows:

1.

The 2018-21 National Addendum Article 9 Section 7 provides relaxed fraining
requirements for multi union locations MUAs. The Parties agree to apply
these relaxed standards (MUA can train in VP or HH but not required to train
in both) to the two MUA’s who have not cross trained as of this date.

The MUA’s will still be required to train and perform in the other functions
previously required; Donor disconnect; Donor Care and Post Collection.




3. If the MUA's refuse to cross train, or fail to complete or pass training, the
Union and ARC will meet to discuss actions to eliminate the MUA position,
Alternate placement for the individuals, bidding for open positions and a
timetable for action that will be no less than three (3) months (per the 2015
National Addendum).

The Parties agree to this letter of Agreement this _/ of7 day of June, 2018,

[signatures on file]



. American
# / RedCross

To: Collections Staff
Date: Friday, February 5 2018
Regarding: All Hands on Deck Days

Periodically, there will be days where we need all staff to work to support a particular blood drive (example,
Singer Memorial Drive) or a particular day where the blood drive staffing need exceeds the available staffing on

the day. These dates/drives are the only exceptions to your two consecutive day off (2CDO) schedules and this
memo will explain how this will work and list the upcoming dates.

All Hands On Deck Days: The drives below will require all of us to be successful. Please mark your calendars.

AP&S will provide an alternate day if the drive falls on a day you normally would have off. PTO slots will be
blacked out.

Upcoming All Hands on Deck Days*:

o  WMUR Channel 9, Manchester NH: 6/1/18
o WZID Chill & Grill, Nashua NH: 7/11/18
* Gail Singer Memorial Blood Drive, Manchester NH: 8/28/18 & 8/29/18

Days where staffing need exceeds available staff: We will look for volunteers in advance to meet the need. If
we do not get the needed volunteers we will assign staff in reverse seniority.

Upcoming Additional Staffing Need Days*:

* Compassionate Friends, Manchester NH: 4/14/18
e Cinemagic, Westbrook ME: 8/18/18

Please reach out to Scheduling if you would like to volunteer in advance for any of these drives.

Thank you!

Timothy Washburn
Director of Acquisition Planning and Scheduling, Northeast

*All blood drives subject to change dates and staff needed as they are confirmed
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