
REPORT ON THE WORK CARRIED OUT BY THE CGT UNION (February 2019 - January
2023)

After completing 4 years since the election of the current Workers’ Council in February 2019,
made up of representatives of the CGT (12 members), UGT (7 members) and CCOO (4
members), we think it’s a good time to highlight the actions and achievements of the CGT in
the representation and defense of the workers in CPM.

From the CGT we work with a fundamental mission: to represent the workers and defend
their interests and rights. For this, we divide the work into four fundamental axes: 1) work in
committees and 2) open negotiation tables in CPM (such as Working From Home, Equality
Plan or Health and Safety), 3) Daily support for doubts and queries from all the workers, and
4) Collaboration of the CGT Section at the local and state level and encouraging
participation and affiliation.

The following text is divided by years, in order to make it easier to read. However, we
encourage everyone to read the actions carried out in the years prior to the date you joined
CPM, since on many occasions, you will be able to find actions that have been beneficial,
even if you are not aware of it, since you joined CPM already with said benefits. This is
because many times, legal matters take some time and the effects of a specific action (for
example, a legal claim), can be reflected 1 year or even 2 or 3 years later. The first year,
2019, being this our first year, we have divided it by areas of work. You will see that the
following years are more of a list of the different points that we have addressed each year.
We also want to remind you that the list of tasks and duties carried out here is not
exhaustive, but it does give a global idea of our work throughout these years.

Without further ado, we thank you for your interest and we invite you to contact the CGT to
find out more about our work and our convictions, and to organize yourself in the union in
order to obtain a larger and stronger collective to continue ensuring the rights of our
colleagues at CPM.



2019

● Vacation pay - “Retribución en vacaciones” (art. 50 of the Collective Bargaining
Agreement) - Art. 50 establishes that when on holidays we are not paid some
amounts, such as, the extra amounts for night shift, for working on a sunday, etc., but
it also says that we are entitled to a percentage of these amounts if we normally get
them because of our shift, since holidays are not supposed to penalize a worker.
Because of this, companies have the obligation to regularize the previous year by
paying these amounts every first month of the current year. In the past these
amounts were never paid in CPM. It was thanks to the work of the CGT that these
were regularized. The salaries for 2018 were paid late (on the April 2019 payroll) and
partially and incorrectly, for which the CGT filed a legal claim. Thanks to the claim
made, the company also paid the corresponding amount for 2019 in the January
2020 payroll and has continued to pay it since then. In the event that non-compliance
or errors are detected, the CGT will open the complaint again.

● Permanent contracts - “Contrato indefinido” (art. 14 of the Collective
Bargaining Agreement) - As stipulated in the Agreement, 50% of the contracts of
the entire workforce must be permanent contracts. At CPM the minimum percentage
for permanent contracts required by law was not being respected, instead, temporary
contracts (3 months duration) were the most common type of contract. The CGT
required CPM to correct this and it was done and verified every year since February
2019. Currently the hiring trend is to get a permanent contract from the start. Today
the contracts at CPM are 90% permanent.

● Payment of settlements - “Finiquito” (art. 49 of the Workers' Statute) - In order
to streamline the settlement payment process, the CGT negotiated an internal
protocol in the event of delays in settlements (which allowed for urgent reporting of
errors) with the interest of avoiding these errors being made in the first place. In
addition, the delivery of a pre-settlement document was put into operation, so that the
worker knew the approximate amount to receive before leaving the company.

● PVD (Visual display pause/break, art. 54 of the Collective Bargaining
Agreement) - Taking into account that the Company has not respected this right for a
long time (despite the complaints made by the previous Committee), the current CGT
section has carried out several campaigns of information and communication
(through flyers) about the right of each worker to rest their eyes for 5 minutes every
hour, regardless of their scheduled breaks, personal breaks or lunch breaks. The
CGT requested the Company to establish a particular and specific status to enjoy
and reflect these breaks and thus avoid problems with schedules and productivity.
This is currently being done in all campaigns and any violation of this right is quickly
corrected.



● Organization of meetings at the campaign level - with each BUD (Business Unit
Director) - Seeing the limitations in negotiating some issues with HR, the CGT
section expressed the need to start meetings with each of the campaign managers in
CPM. In the first meeting with Tom Johnston (Airbnb's internal BUD) we discussed
topics such as salary increases, incentives for different departments or the issue of
visual breaks. Different meetings were scheduled with the new BUD (Louise McNab)
and the other BUDs in CPM.

Health and Safety Commission

● Measurements and required changes in the Felip II and Lepant buildings - The
necessary measurements were made in terms of temperature, C02 levels, lighting
brightness levels, air conditioning system; Measurements and evaluations were
carried out for the Pallars and Urquinaona buildings too.

● Complaint for lack of security measures in the building in Pallars - The
Commission carried out intense work to denounce and raise awareness regarding
the lack of security measures in the new building in Pallars, both with the staff and
those responsible, as well as with the competent institutions, which led to its
resolution.

● Study of psychosocial risks - At the request of the Commission, the Company
began the preparation of a study of psychosocial risks for CPM that had to be
delivered in the form of a questionnaire to each worker. The CGT was consulted and
participated in the review and improvement of said study that was to be carried out
during the month of March 2020. Unfortunately, due to the COVID pandemic, this
study had to be postponed until the present year 2022. It is currently proposed to be
put into operation in the first months of 2023.

● The Committee participated in the follow-up and dissemination of specific
cases of sanitary and immediate risks in the CPM offices. The Labor Inspection
was notified to intervene in the Pallars building due to the lack of an evaluation plan
on each floor and the necessary fire extinguishers in accordance with the law. This
was later fixed.

Training Commission

● Adoption of the training plan - after an evaluation and negotiation with the
Company's training representative, the Training Commission adopted the training
plan for CPM, agreeing on a more advanced negotiation and collaboration work for
the design of the next plan.

● Improvement of the individual training permits (PIFs) - The Training Commission
began negotiations with the Administrative Training Manager to review, confirm and



establish the conditions and enjoyment of the PIFs in CPM. These allow people who
are studying, or would like to do it, the right to have some paid hours to use for their
studies. In addition, awareness campaigns were carried out on the right to enjoy up
to 150 hours annually for said PIFs through communications and other means of
dissemination from the CGT to the workers. Today the right to PIFs is a reality and
workers can easily request it and enjoy it.

● Adoption of the company's first PIF (Individual Training Permit) - thanks to
mediation and pressure by the Commission, the Company accepted the first PIF
(individual training permit) for a person employed at CPM. Currently, the Commission
advises and monitors several current cases of PIFs.

● Rejection of the Excel training with the conditions established by the Company
- the Commission, after a long negotiation process without results, issued a
discrepancy report for the Excel training offered at CPM, which involved a discount
on paid hours for participants during their working hours.

Equality and Anti-Harassment Commission (CGT)

● Creation of the Equality Plan Negotiation Table - According to the new legislation
in force from 2019, each company has to set up a negotiation table to be able to
discuss, prepare and approve an Equality Plan. Since the arrival of the Committee in
February 2019, the Equality Plan has been claimed and after several meetings it was
concluded that CPM does not have a current and public Equality Plan. As a result, it
was possible to establish a negotiating table made up of the CPM Administration
(Human Resources) and representatives of the CGT and which began its work in
2021.

● Rejection of the diagnosis made by the Company and request for
improvements - as a result of the constitution of the negotiating table, the Company
has delivered the diagnosis made by an external contracted company (Grant
Thornton) and necessary for the preparation of the Equality Plan. After a detailed
review, the Equality and Anti-Harassment Commission has rejected this diagnosis,
considering that the latter is incomplete, incorrect and insufficient to constitute the
basis of an Equality Plan suitable for a Company of the size and specificities such as
CPM. Therefore, a detailed report with concrete proposals for improvements and
changes was prepared and shared with the company.

● Follow-up on current cases of harassment - since the arrival of the new
Committee in February 2019, several cases of harassment (mainly "mobbing" or
workplace harassment) have been reported in different campaigns in CPM. By
offering follow-up and support in said processes, the Commission has detected
shortcomings in the existing Anti-Harassment Protocol (officially part of the Equality
Plan), mainly because it stipulates that the management of these claims is done
exclusively by Human Resources and does not allow for the participation and the
right to be informed of the Equality and Anti-Harassment Commission on these



issues. This situation has been denounced to the Management and the Commission
will work so that the future Anti-Harassment Protocol is more transparent, impartial
and is set to defend human and labor rights.

Payroll Commission (CGT)

● Negotiations and communications with the Company - Since February 2019, one
of the key objectives of the CGT and the Payroll Commission has been to achieve
clear and well-paid payslips (according to the legal norm). Thanks to a series of
meetings and actions, the CGT received official confirmation from the Company (the
new Payroll team that comes to replace the work of Expertus) that the compensation
for sick leave has so far been paid incorrectly taking references from the old
Collective Bargaining Agreement (prior to 2015). Therefore, said team has
undertaken to correct this error and calculate these amounts according to the current
Agreement (2015-2019).

● Monitoring and personal advice on payroll issues - The main objective of the
Open Doors established by the CGT is to create an open, free and safe space to
support, listen to and guide workers. During these hours, most of the cases dealt with
have been related to Payroll and the members of the CGT have done a job of
calculation, explanation, defense and pressure at different levels to be able to assist
the affected person.

● Protocol adopted in case of errors with Payroll - The meetings with the Company
have allowed the CGT to agree on a Protocol of action by the Workers’ Council in the
event of detecting serious errors in payslips. Specifically, when the affected person
has not received an adequate response within 7 days, the Workers’ Council can
transfer the case directly to the human resources Payroll team and thus ensure direct
follow-up of the case and resolution. This agreement has been fundamental in being
able to resolve many cases quickly and directly.

● Preparation and dissemination of the Payroll Guide with the different
departments (WFM, RTA, Payroll, etc.) - The Payroll Commission has prepared a
Guide for the correct and adequate calculation of payslips according to the schedule,
the number of hours and the language market. This document has been
disseminated to each interested and affected worker as well as to the administrative
departments that are involved in the calculation, correction and payment of paylips.

● Launch of Payroll training during Team Meetings - At the end of 2019, the CGT
section has been able to carry out, at the request of several Team Leaders, short
trainings during team meetings, with information on the calculation and payment of
payslips in order to help workers calculate and verify their correct pay.

● Accompaniment of workers in SOJ and Ciutat de la Justicia to make a legal
claim or during mediation and with CGT lawyers - The CGT representatives have
offered support and guidance to around 20 workers who have decided to continue
with their legal claims against CPM, these cases have been resolved favorably for
the people affected.



● Establishment of the "Trip" concept as a separate one in the Airbnb campaign -
after several unilateral changes by the Company and at the insistence of the CGT,
the productivity bonus in the Airbnb campaign has been established as a different
"Trip" category and thus we have consolidated it as a complement. This means that
this cannot be changed anymore by CPM.

● Progress with the Floor Support team (Airbnb) - The Payroll Commission has
promoted the organization of meetings with the TL and the BUD of Airbnb to discuss
the issue of people in the position of Floor Support - officially non-existent job
position, no reflected in the payroll and not subject to any incentives or supplements.
A first step in this regard has been the agreement to introduce a performance-based
incentive, even taking into account that the Payroll Commission is soon seeking
recognition by the Company of said position and the change of the job category. to
consolidate it.

Legal Commission

● Filing and follow up of legal claims against CPM - Since the arrival of the
Committee in 2019, the Legal Commission has been established in order to take
action and follow up on the complaints brought against CPM. Specifically, in 2019 we
dealt with the following complaints:

Payslips and sick leave - was unfortunately lost by mistake because we didn’t get
the citation on time through the Post Office. Later, the issue was resolved through
negotiations.

Schedules - the fact that the Company offered a specific timetable (from 6:00 p.m. to
3:00 a.m.) that does not appear in the Collective Bargaining Agreement and without
an agreement with the Workers’ Council has been claimed. Although said agreement
was signed later, the complaint already filed was won, since the Inspection considers
that said schedule was exercised without a valid agreement for a while. CPM
received a fine of €6,000.

Absorption of salaries (for the French and German markets in CPM and in
Airbnb in particular) - the Workers’ Council reopened the complaint and the
inspector abstains from a decision, although the Joint Commission (Comisión
paritaria) agreed with us. Therefore, the inspector recommended taking the issue to
the Court.

Settlements (Finiquitos) - the current Workers’ Council reopened the complaint and
the complaint was won since CPM paid the settlements erroneously and late.

Health and Safety - the Workers’ Council reopened a complaint about hygiene
conditions, psychosocial risks and the enjoyment of PVD at CPM.



Security measures - the Workers’ Council opens a complaint about the lack of
security measures (evacuation plans and water extinguishers) in the new CPM
building at Pallars 108. This was later resolved.

The enjoyment of 35 medical hours - the current Workers’ Council, following a case
of denial of the enjoyment of 35 medical hours for rehabilitation, files a complaint
against CPM to establish and recognize the right to enjoy said hours.

Information and Union Action Commission (CGT)

● Organization of assemblies with all departments at Airbnb campaign - to collect
feedback on demands and claims - after a few months of communication with the
Company and its administration, we concluded that it was necessary to present the
demands and necessary improvements in a more organized, firm and demanding
manner. Therefore, the Disclosure and Union Action Commission has organized a
series of assemblies with the different departments in the Airbnb campaign to collect
impressions, complaints, questions and thus establish the claim bases for a more
active and structured negotiation for next year 2020.



2020

● ERE (Employment Regulation File) or Collective Dismissal in Airbnb: At the end
of April 2020, CPM announced that it was going to dismiss 1000 workers from the
Airbnb campaign. During this process that lasted a few months, the CGT tried to
defend the interests of all workers, especially those most affected by the pandemic.
Eleven detailed communications were published on the evolution of the negotiations
for this collective dismissal. The CGT section, together with the other sections, was
negotiating with the company for a month. We are not going to explain everything
that happened here, but simply to say that in April 2020 the government had
prohibited collective dismissals due to COVID 19. Faced with this fact, the CGT, in an
effort to defend jobs, decided to fight for an ERTE, a temporary measure legally
authorized by the State, less harmful to workers since it allowed them to recover their
job position in case the company recovered after the pandemic process.

The company refused to even contemplate the measure proposed by CGT and
offered a maximum of 33 days of compensation per year worked for each person
affected by the dismissal. Since the vast majority of the workforce only had one year
of seniority or less, the company's offer seemed insufficient to us given the context of
the pandemic, the reduction of offer in the labor market and the uncertainty regarding
the duration of the situation, so we rejected the company's final offer of 33 days that
proposed to negotiate not only with those jobs, but with the well-being of our
colleagues during the unstable pandemic period, and no agreement was reached.
We claimed collective dismissal in Court and unfortunately we lost in the first instance
in October 2020, although, of the three magistrates who judged the case, one issued
a private vote in our favor, considering that our approach was the appropriate one.
For this reason we decided to continue and appealed the decision to the Supreme
Court in October 2020.

● WFH (Work From Home) Negotiation: In October 2020 the government
promulgated Royal Decree Law 28/2020 on remote work. From that moment on, from
CGT we elaborated a Working from Home proposal that we later agreed with the
UGT colleagues. Starting in November 2020, we repeatedly asked the company to
open negotiations with us in this regard. The answer was, unfortunately, always
negative throughout 2020.

● Payment of settlements (art. 49 of the Workers' Statute) - The pre-settlement
agreement was never finalized due to the pandemic. However, in the face of
repeated complaints from both the CGT section and the workers we accompanied to
the SOJ (legal assistance service), the company decided to change its payroll
manager. We moved from Expertus to A3HRGO at the beginning of 2020 and finally
to Meta4 at the end of 2020. The errors have been reduced although we continue to
identify some.



● Health and safety in the Pallars building: Upon arrival at the new Pallars building,
in 2019, the CGT section reviewed and observed that the building lacked an
emergency plan, as well as the fire extinguishers were not up to date. As always, we
tried to communicate with the company, but given its lack of reactivity and the
urgency of the situation, we had to report the problems to the Labor inspection
(ITSS). This allowed the health and safety commission to speak with the building
managers in 2020 and we were able to fix the problems quickly.

● Follow-up in the training commission: we informed the workers of the possibility of
obtaining a PIF (Individual Training Permit). Since then it has been regularized as a
regular practice in the company since several people are enjoying this right.

● CGT Gazette - "Half decent": In December 2019 we published the first issue of our
monthly gazette: The "Half decent". This informative and humorous gazette tried to
keep workers up to date with the latest news in the company, the rights of all, as well
as our progress/struggles and work as a section. The publications were made during
2020 until April of that year, until the start of the ERE (collective dismissal), since the
negotiation of the collective dismissal required all our attention and all our means.

● Psychosocial risk assessment: Due to the confinement by COVID 19, the
psychosocial risk assessment, prepared to be launched in March of this year, had to
be postponed. The necessary follow-up to the process was carried out and it was
decided to postpone it due to the circumstances.

● Covid 19 pandemic and Work from Home: Once the state of alarm was announced
in February 2020, we had to manage the coronavirus crisis and demand that the
company close the work centers and make it easier to work from home. During the
first months of 2020 we observed a huge lack of hygiene and poor preventive
measures, so we worked to correct that. Once the first people with symptoms were
confirmed, the company wanted to minimize the impact, declaring that it was not
Covid-19, so we had to follow up on these cases, demanding that the company close
the workplaces, especially to prevent contagion of the most vulnerable people
(people with other conditions like respiratory problems). Even so, the company tried
to keep the centers open, until in mid-March it was forced to close them permanently
until the end of the state of alarm.

● Communication and representation of workers during Work from Home: We
asked the company to provide means of communication between workers and the
Workers’ Council to ensure access to the advice provided by the unions. In the same
sense, we paid special attention to our blog and social networks (Instagram,
Facebook etc.), with the aim of keeping in touch. The company made the Slack tool
available to facilitate communication.

● Issuance of periodic statements on the evolution of the pandemic: We also
began issuing statements on the situation following the evolution of the Covid,
making sure that the different government and health measures were complied with
and everyone was informed.



● Delivery of Work from Home kits: As of March 19, remote work equipment began
to be delivered (120 kits from Pallars). We were actively helping to distribute these
work tools, and the members of the CGT attended the center in person to help in the
midst of a period of uncertainty due to Covid-19. As of the 20th, the kits began to be
distributed at home. One of our colleagues offered his personal van for this, to
facilitate the delivery of work tools.

● Layoff in ViaVan campaign: After a few weeks after the announcement of the
pandemic, we received the first bad news with the layoff of 19 workers from the
ViaVan campaign. We did an exhaustive follow-up on these people and put them in
contact with a lawyer so that he could take the case to them. The result was very
favorable for the people affected.

● Assistance to workers outside of Spain in a pandemic: At the same time, people
who were caught by surprise by the state of alarm outside of Spain were supported,
helped and advised, thus ensuring their remuneration and the information they
received.

● Control measures during remote work: As everyone is working remotely, the
company wanted to establish control measures to which we had to oppose. The
company wanted to increase control over productivity by implementing a draconian
sanction system in which not responding to a superior within 5 minutes meant a
sanction. These measures were not put into practice thanks to the contrary position
of the CGT section.

● Negotiation of the new Collective Agreement: Throughout these years and since
2019, the new Contact Center Collective Agreement is being negotiated. In order to
be constructive, it was necessary to work at the state level on the proposals for the
new agreement, even though we are not considered a major union at a national level.
In these processes, any affiliated person can make their proposals and these are
discussed in CPM section meetings, later, they are voted on in local assemblies, in
our case Barcelona, and finally, in state assemblies of the CGT contact center sector
in order to obtain a unitary proposal as an organization. You can see this book of
proposals here:
https://www.cgt-telemarketing.es/upload/document/CGT%20-%20Plataforma%20VI%
20Convenio%20de%20Contact%20Center%202020.pdf

With this book of proposals as a reference, people affiliated with the CGT, chosen as
representatives of our joint interests, were negotiating and informing us about the
different meetings with the employers' association (CEX) through communications,
the same ones that we were adapting and translating for all the CPM workers.

● Compensation for Work From Home: The CGT section requested to start a
negotiation with the company on compensation for expenses incurred during Work
From Home, we agreed on our proposal with UGT to propose it to the company
jointly. CPM, unfortunately, refused time and time again, and preferred to wait for the
completion of the negotiation of the new collective agreement.



2021

● Accompanying workers to the SOJ and the City of Justice - The CGT resumed
legal advice and accompaniment of colleagues to public legal assistance services, to
make legal complaints and during legal mediation processes.

● PVD (Pausa de visualización de datos, art. 54 of the Convention) - After much
discussion, the company finally recognized this right after a complaint to the ITSS
(labor inspection) filed by CGT. After the human resources manager declared for a
good part of 2019 and 2020 that: "while being on the phone each agent can very well
look to the side and thus enjoy this right", the inspector finally stated we were right
and the company had to recognize this basic right for the protection of our health. It
was agreed that an hourly reminder would appear on each of our computers,
informing us of our right to a visual break and that a specific status (Visual break)
would be created.

● Dismissal of the Turkish Dyson team - In July 2021 the company informed us that
the Turkish Dyson team would be terminated in December 2021. The company
ended up laying off 18 people at the end of December. The CGT union section at
CPM was in contact with these people at all times, advising and supporting them in
any way necessary. The case was subsequently resolved by a legal complaint in
2022, favorably for the people affected.

● Equality plan negotiations: After insisting for two years and claiming the lack of an
equality plan at CPM, the company was forced to initiate a process of negotiating it
with the Workers’ Council in June. To this end, a negotiating table was formed and
some representatives of the CGT union section were elected to participate in the
negotiation with the company. As usual, the company complicated and delayed the
negotiation process by sharing the mandatory documentation late and incomplete.
From the beginning, the company gave minimal importance to this negotiation by not
appointing competent personnel, not providing sufficient time and information to do
an efficient and complete job. All of this greatly delayed the negotiations.

● First instance of the trial for the collective dismissal in the now defunct
"Airbnb" campaign: In January 2021 the first instance of the Airbnb trial took place.
In this first phase three judges deliberated our lawsuit. The main judge of the lawsuit
said we were right in a long and concise particular vote, which forced the two other
judges to replace the first one in order to have a unitary judgment. Based on this
particular vote of the main judge and his legal reasoning, we appealed the contrary
and unitary decision of this first instance to the Supreme Court.

● Negotiation of the Work from Home policy 2.0: In February 2021, after having
previously sent in November 2020 our proposal for the Work from Home agreement
and the documentation on which it was based, we again updated our policy proposal



and once again asked the company to sit down to negotiate, but again the company
refused. Everyone was informed at all times of the company's refusal to negotiate. In
addition, a lawsuit was filed at the state level by CGT for expenses incurred for
Working from Home during the pandemic.

● New communication tools between the Committee and the workers - Yammer
appears: In February, after several months of insisting that CPM needed to comply
with its legal obligation to provide a telematic method of communication between the
Council and the workers, and after having reported it to the Labor Inspection, which
once again proved us right, the company made Yammer available.

● Furniture necessary for Working from Home: Once it became clear that remote
work would continue beyond the state of alarm announced by the Spanish State, the
CGT asked the company, in accordance with the provisions of the law on remote
work, to provide the workers with all the tools necessary to carry out their daily tasks,
such as chairs, tables, desktop screens, laptop stands, etc. Although the company
initially refused to do so, thanks to the insistence of CGT we managed to ensure that
all of us had the necessary tools to carry out our work and to prevent the
occupational hazards that our activity entails. In some cases where some colleagues
had purchased equipment before the publication of the Working from Home law and
had proof of purchase, we asked the company to reimburse the amounts. The
company also agreed to cover the management and transportation costs for both
shipping and collection of equipment. Today, if someone does not have any tool, they
can easily request it from their supervisor, and if they do not receive a response, they
can contact the CGT so that the issue can be resolved.

● May 1st events: On the occasion of the 1st of May, we participated in several events
organized by the CGT. We commemorated the Canadenca strike of 1919, which led
to the establishment of the 8-hour workday in Spain. On this occasion we met in
Plaza Joanic and various interventions were made by the different union sections of
each company. For our part, we made a public speech highlighting the problems
experienced during the pandemic in our company.

● Salary absorption at CPM: Since its inception, CPM has attempted to absorb the
annual salary increases we are entitled to by law by proportionately reducing our
incentives (bonuses, voluntary improvements, etc.). In practice, this means that we
do not see a real increase in our salaries, since what was marked by law as an
increase was then absorbed from our bonus payments. For this reason, we
questioned the company for the illegal management of salary increases with
absorption. To our credit, already in 2017 a Joint Commission requested by the
company confirmed that this was an illegal practice. Since 2021, thanks to CGT's
management, this practice was eliminated from CPM.

● Campaign to protect Working From Home compensation rights: In June 2021,
since the company never offered financial compensation for the expenses incurred
by everyone during the pandemic, the CGT, with the intention of defending the right
to Work From Home compensation under Covid-19, prepared a standardized



document and recommended workers to mail it to the company to safeguard their
compensation rights. Currently, these rights are maintained and we are awaiting the
Supreme Court's decision on the complaint filed by CGT.

● CGT’s legal complaint on Working from Home expenses: In July 2021 we
reported on the complaint claiming the right to retroactivity of the Working from Home
compensation from March 2020. At present we are still waiting for a resolution due to
the slowness of the justice system in Spain.

● System to register the start and end of our workday: Due to the legal obligation
of companies to establish a system to register the start and end of our workday, to
avoid unpaid extra hours. CGT requested the company to set up a time register
through the clock-in/clock-out system in Meta4. Its operation and application is jointly
agreed upon.

● A new attempt to regulate Working from Home: In November 2021, thanks to the
insistence of CGT, the second attempt to negotiate the regularization of Working from
Home began, seeking to regulate this new form of work for the future. CGT again
submitted a proposal, which we agreed with UGT, where different conditions are
established, including economic compensation, the right to digital disconnection, care
for safety and health at home, and the rights of the most vulnerable groups, among
other things.

● Possible violation and complaint to the Labor Inspection regarding public
holidays on days-off: In December 2021, a possible violation of the right to public
holidays and their compensation was detected, as some workers saw their weekly
rest day on a public holiday. This situation is reported to the Labor Inspection for
review.



2022
● Psychosocial risk assessment - Since the previously prepared assessment had to

be put on hold due to the arrival of the pandemic in 2020, meetings were resumed to
put it into operation. The company hired the services of an external provider and the
meetings were restarted. Despite having an absolute majority in the Workers’
Council, the CGT agrees to collaborate with the UGT as a gesture of good faith,
providing three delegates, leaving room for two UGT delegates, to carry out the
negotiations and the preliminary study together, in addition to having advisors with
experience in the field. The company proposed to launch this evaluation at the end of
2022, or at the beginning of 2023, due to the fact that a partial return to face-to-face
was expected, something that has not yet fully materialized and that is yet to be
defined, in addition to the coincidence of union elections to be carried out in March
2023, for which reason it was decided to keep the Psychosocial Risk Assessment on
pause and it will be resumed by the next elected Workers’ Council for its launch in
2023.

● Dismissal of the Turkish Dyson team (18 people) - Thanks to the advice of the
CGT, the 18 workers affected by the termination of the Turkish team in the Dyson
campaign claimed the circumstances of their dismissal with our trusted lawyer and
got what they asked for and what they were owed according to the law in terms of
financial compensation. Thanks to the claim made, of the 20 days of compensation
per year worked that the company initially offered them, the people affected obtained
the 33 days according to the law.

● Sectoral and state congresses: Two important congresses were held by the CGT
at a national level, one for the Contact Center sector (in Seville) and another state
wide (in Zaragoza). In these instances, organizational agreements were reached and
future work was coordinated. In accordance with the organic functioning and the
principle of internal solidarity of our organization (CGT), some delegates attended
and participated in these congresses.

● Negotiations of the Equality Plan: The work carried out for the drafting and
application of the first Equality Plan of CPM continues, but the company has been
inconsistent, very sporadic and slow to advance, which has delayed the process and
the negotiations a lot, for which the maximum time limit of 1 year, established by law
as a maximum to negotiate and apply an Equality Plan, was exceeded. For this
reason, the CGT made a legal claim to the Labor Inspection that the legal limit was
exceeded. However, in the meantime, we continue to negotiate with the company to
achieve a beneficial Equality Plan that, among other things, establishes an effective
anti-harassment policy and truly protects workers and their right to equal treatment.

● Post-covid remote work (WFH) negotiations: After almost two years requesting to
start a negotiation to regularize remote work at CPM, as many have claimed, the
company finally agreed in 2022, two years after the start of the Covid-19 pandemic,



to sit down and talk. Negotiations began with the hope that a clear, transparent and
beneficial agreement would be obtained for both parties, however, from the beginning
of the negotiations, the company gave indications that it had no intention of reaching
an agreement. In the first meeting, the company stated that it did not know how to
organize a negotiation process with the social part (the unions), for this reason, we
had to explain the procedure to set up a negotiating table. Likewise, the company
asked the unions that the negotiations be carried out in English, since the people in
charge of negotiating from the company’s side were not fluent in Spanish, to which
we had to reply that since the policy would be legally applicable in Spain, it had to be
negotiated, drafted and published in Spanish. The company agreed, not without
resistance, to hire a translator for the negotiations.

During the negotiations, the CGT union section in CPM received the support and
advice of colleagues from the sector with experience in the matter, as well as
lawyers. These people helped throughout the process to ensure that it ran smoothly.
Unfortunately, this negotiation process turned out to be a farce on the part of the
company, since from the start this wasn’t set up as a real negotiation. The company
misinterpreted the negotiation process and understood that it was a pantomime that
would end with the imposition of its conditions. Week after week the company
presented practically the same document without concessions to the comments,
suggestions and demands of the unions, pretending to make their expectations final
conditions without opening to debate. At the end of the "negotiations" the company
even eliminated the few favorable aspects included in previous writings. Given this,
the CGT evidenced what was happening and the company decided to end the
negotiations unilaterally. There is currently no collective agreement for remote work
at CPM, so our current Work from Home conditions continue to be governed by Work
from Home under Covid-19.

● Final resolution of the ERE (collective dismissal) of Airbnb: In April 2022 we
received the final resolution from the Supreme Court regarding the collective
dismissal of nearly 1,000 people carried out by the company CPM during the
Covid-19 pandemic. Unfortunately, the resolution of the conflict was not favorable for
the people affected, so the case was closed. Although this decision was a hard blow
for all the work carried out by the CGT, it did not change our initial position, which
was to avoid the destruction of nearly 1,000 jobs and propose a temporary measure
like the ERTE.

● General strike March 8: A strike was organized and disseminated on March 8 for
the International Working Women’s Day.

● Negotiation of the new Contact Center Collective Agreement: Since 2020 our
colleagues at the state level have been negotiating with the Employers Association
(the CEX) the future contact center collective agreement. During the year 2020 the
negotiations were stopped but they were resumed in 2021. We proposed from CGT
to explain how the negotiation of an agreement works as well as the different bodies
involved. From CGT we did not sit idly by and we called a series of strikes in CPM
throughout 2022 to fight for our rights. There were numerous flyers, communications
on Yammer, as well as on our blog in this regard.



In addition to this dissemination work, we were communicating about the different
advances, as well as the different proposals of the Employers Association (CEX)
throughout the negotiation. This led us to inform you of the betrayal of the UGT and
CCOO unions which, after asking all the workers to go on strike on different
occasions, signed a pre-agreement almost identical to the one they claimed was
unsignable months ago.

● Possible violation and complaint to the Labor Inspection about holidays on
days-off II: After our complaint in 2021 about this possible abuse, we were
summoned by the Labor Inspection who did not agree with us, understanding that the
company's interpretation was the correct one. However, a few months later, a first
instance judgment filed by our colleagues from the Unisono Contact Center on the
same issue ruled in our favor. This is why this cannot happen again at CPM.


