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Preamble

As a social jLrstice organization, SoLrthWest 0rganizing Project ISWOP) is committed to providing to
its stafl better than living \,vages, comprehensive be nefits, and fair conditions of entployment. The
relationship between thc SWOP member organization and its stalf should be one olcollaboration,
tlot cottfl ict. The Ilxecutive Dircctors / Co-Directors, Iloald of Directors and staff of, SWOP are
cornmitted to worl<ing togetlter to pursue the goals in the SWOP Mission Statement, as well as
ensuritlg that the principles in that statement are applied to the organizatiorl's owt.l employment
practices.

Enrployees in the bargaining unit recognize that building a social justice movement and organizing
otlr contmrtrtities to realize social and economic justice, racial and gender equality is the
organizatiolt's work and Itot lirnited by job duties and descriptions. In order to fulfill the mission of
SWOP, enrployees in the bargaining unit understand that dLre to the mission of SWOP and the needs
of its trentbet's ancl [he conrrnunity, ernployees r.nay be required to work long and irregular hours; to
rvorl< oti rveel<elttls and holiclays and to woll< away fronr home for extended periods. Entployees
ttttclcrstaltd that worl<ing toward socialjustice willrequire the kind of dedication and sacrifice the
[ounclers of the organization demonstrated in the earlyyears of SWOp.

ARTICLE T

RECOGNITION

1.1 SouthWest Organizing [)roject recognizes Communications Worl<ers of Anterica as t]re
exclttsive bargaining reprcsentative in respcct to rates of pay, hours of work and other
ternrs artd conditions ol'cnrploynrent of all regular f,ull-time and part-tinte entployees of SWOp.

Tenrporary I.)ntployees, Contract Enrployees, Interns and Students

1.2 All tentporary, contract, interns or work-study students are not included in the
bargaining unit.

L.2.7 'f he utilization of tetrtporary enrployee [s), contract employee [s), or students shall be to
support and / or aLlgntcnt tlte current bargained-for employees and not to replace thent.

7.2.2 Sttrdcnt Placentent -'fhe parties recognize the existence of,edLrcational and social
obligations to students regarding the provisions of temporary placement opportunities such
as internships, training, and co-ops. Nothing in this Agreement shall preclude SWOP from
providing tentporary worl< opportunities

L.2.3 The Union agrees to the placement of students on the following basis:

a. Thc stttclettt is enrolled in a recognized educational institution and / or educational
program.

b. swOP will provide the name of the temporary, contract, interns 0r student
errployees, the stated objectives of thc placement, and a description of,the work the
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tcmporary, contract, interns or student will be involved in to the Union prior to

conrnrencing thc assignrlent.

1.2.4 SWOP shall not cngage tenrporary, contract, itttertrs or students to
displacc a bargaining unit crnployee.

ARTICLE 2

UNION SECI.JRITY AND DUES CHECKOF'F /
coMMrrrEE oN Pot,rrlcAl. EDUCATION (C.O.P.E.)

AND DUES DEDUCTION AUTIIORIZATION CARD

2.7.7 AII crnployees coverr:d by this Agreernent shall be required as a cotrdition ol ernployntent to
becontc and rentain urcnrbers of the [Jnion in good standing by no later than thirty days

alter ernployntent or thirty days lollowing the effective date this Agreement, whichever is

sooner. 'l'ender of the perioclic dues and initiation fees uniformly required as a condition of
becoming and rentaining a nrember of the Union shall be considered Union membership in
goocl standing lor purposes ol this provisiolt.

2.1.2 The cntployer agrecs to deduct the antount o[ U n iort dues a nd in itiation fees, as

specriied by the Union, front the wages of all employees wlto have execltted a written
iruthorization for checl< ollolUnion dues and initiatiolt fees, attached hereto Article 2.3.

Such rlLres ancl initialion fees will be florwarcled rnonthly to the [Jnion.

coMM I'tTIi ri oN_Po r,lTI cAL IlpuCATIoN (c,o,P,E.)

2.2.1 'fhe F,ntployer anclthe Union shall provide for a program and procedure (subject to payroll
system capabilityJ rvhereby eligible employees of the Employer may make volttntary
contributions through payroll deduction to the Conrmittec on Political Education ("C0PE"),a
separately segregaterl polilical action cornrnittee sponsored by the Union.

2.2.2, Iiligibility to participatc in contributions to COPE through the payrolldeduction program is

restricted to those entployees of the Employerwho are certified bythe Union as eligible to
participate urtr.ler the lrederal lllcction Campaign Act of 1971, and any applicable state laws.

2.2.3 I)articipation by any sucl-r entployees shall be on a voluntary basis and enrployees shall be so

inforrned by the person soliciting their participation on behalf of the Uniort.

2.'2,+ Ilepresentatives of thc Uniorr uray solicit participation of enrployees who are Union
ntenrltcrs on Irntployel premises, but such solicitation shall not occttr dttring working hours
nor in worl< arcas. Any such solicitation shall be limited to small groups of ernployees and of
shorl duration so ;rs not to clisrupt the workplace.

2.2.5 Lirnployees wishing to participate nrust cornplete a payroll deduction aLrthorization carci

available fronr a represcntzrtive of the Union.The authorization card shall be in a fornt
acceptable to the F.ntployer. When conrpleted by the employee, tlte authorization card will
bc iorwarded by the [Jnion to the payroll offlice appropriate flor that employee. The Union
will br: responsiblt-. for satislying its own requirenrents for records retention.
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2.2.6 0n a monthly basis, the Eniployer shall remit t0 the Treasurer ol C0PE the futl amount 0f
attthorizcd deductions for the preceding rnonth, In addition, the Employer shall transmit to
the 'l'reasttt'er of C0PE tttonthly a list ol contributors through payroll cleduction showing the
contributor's natre and antount contributed.

2.2.7 Any enrployee's payroll cleduction shall cease upon the occurrence of any of the following;

(a) Terntination of a participating enrployee's ernployment with the Employer.

(bJ l{etirement of a participating entployee.

[c) 'l'r'ansfler of a participating employee out of the bargaining unit.

[d) Ileceipt in the payroll office olwritten notice to cancelcontributions to COPE signed by
the entployee.

(e) tleceipt in the payroll of,lice of written notice front the Union that an entployee is no
longer eligible to participate.

[f) Leave of abscncc (unpaid) of a participating employee.

2.2.8 L'ixcept:ts otherwisc provided herein, deductions shall continue for entployees while
receiving di.sability benefits, or while tentporarily promoted to management.

2.2.9 Dedttctiorts shall rtot bc made if the employee has insufflicient earnings to contribute to
COPE.

I}I,ANK ON PTJRPOSE
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2.3

DIJES DI'DI]CTION AUTHORIZATION CARD

Print Name fl,ast, F'irst, MiddleJ

Social Sccurity Number

Addrcss City State ZIP Code

AIJI'I t OR I ZA'IIO N O I. DEDU C'II O N ITROM SALARY

HQUIVALEN'| Otr UNION DUES - CWA
I hcreby authorize SouthWest 0rganizing Projcct to deduct each month from rny salary or wages,
sicl<ness or' .rcciclcnt disability paynrents, or vacation payments, except half pay disability payments,
thc anrount equal to regular rlronthly Union dues as certified to the Errployer by the Secretary-
Treasurer of the Cornurunicatious Workers of Anrerica. This authorization is voluntarily nrade and
is neither conditioned on nry present or future nrembership of the Union, nor is itto be considered
as a qLrid pro quo [or nrembership. Each amount so dedLrcted shall be rernitted by the Ernployer to
the Secrct;rry-Treasurcr of thc Colnrnunications Workers of Anrerica or their duly authorized agent.
If for any roason thc linrployer [ails to make a deduction, I authorize the En-rployer to make such
deduction in a subseclucnt payroll period. 'l'his authorization shall continue in effect until cancelled
by wrilten notice signed by nre, ancl individLrally sent by certified or rcgistered nrail to the Enrployer
ancl [o the [Jnion, postnrarkecl during the ten [10) calendar day period prior to each anniversary
date ol the current or any subscquent Collective bargaining agrecment, or during tlte ten [10J
calendar day period prior to the termination date of the current or any subsequent Collective
Ila rga ini n g Agreenrcn t.
Union nrenrbership dues and agency fees are not dedLrctible as charitable contribLrtions for Federal
ir.rcorne tax purposes. Dues ;rnd agcncy fces, however, may be dcductible in limited circumstances
srrbjcct to various restrictions inrposed by lnternal Revenrre Codc.

|lllploycc SignatLrrc [in ink) Date Tel. No.

ARTICI,E 3
MANAGEMENT RIGTITS

3.1 lixcept as expressly nrodilied or rcstricted by a specific provision of this Agreement, all
statulory and inherent nranagerial rights, prerogatives, and functions are retained and
vested cxclusively in SWOP.

3,2

3.2.1

Specific rights of nranagernent, but ir-r no way to be construed as a limitation, are the ability
to:

Deterrnine prograrrs to be renclercd; deternrinc SWOP's budget and budgetary process;
rnanage-and nraintain the ef,ficiency of the operation.
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3,2.2 The linrployer has the right hire and direct the working force; discipline, suspend, or
discharge entployees lor cause; promote, transfer, or lay off entployee; and to make such
rules and regulatiorts as the lirnployer considers necessary or advisable for the orderly and
efficie nt cotrduct of its business, The Enrployer will review with the Union any rules ancl
regulatior-rs changes with the Union prior implementing.

ARTICT,E 4
NON-DISCRIMINATION

ln carrying out its obligation Ltnder this Agreenrent, thc enrployer shallnot discriminate because of
race, color, creeci, national origin, sex,;rge, sexual orientation, gender identity, religion, ancestry,
nrarital status, Union activity, political afliliation or disability.

AR'IICI,E 5
COMPI,IANCE WITII I,AW

Should any ledera[, Stale or locallaw or the finaldeterntination olany boarcl of court of cornpetent
jtrrisdiction be in conflict with any provision olthis Agreentent, the provision so allected shall not be
enforceable, but the retn:rinde r of this Agreentent shall continue in full force and effect.

ARTICLE 6
NO S'TRIKE

6.1 'f he [Jniort agrees there shall be not strikes, work stoppages, sympathy strikes, slow-downs
or other concertcd disrtrptions with normal operations during the term of this Agreement or
any cxtension or contiltuation of this Agreement.

6.2 Upon notification the Union shall take immediate steps to halt the stnke, work stoppage, or
other concerted disruption inrmediately. Should the Union fail to make a good faith effort to
halt the strike, work stoppage or other concerted disrutption, the Union shall be deemed to
have violated thi.s Article and SWOP shall be entitled to seek all remedies available.

6.3 SWOP ntay inrpose any level of discipline upon any Employee for violating this Article.

ARTICLE 7
PICKET LINES AND STRUCK WORK

No enrployee will be required to perforrn work normally perfornted by a participant in a labor
dispute, nor will any ernployec be required to cross a picl<et Iine in a bona fide labor dispLrte.
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ARTICLE B

DISCIPI,INE

8.1 Disciplinary actior.rs are dcfined as follows:

1. Written reprinrands
2. Dernotions
3. Srrspensiorr
4. Terminations

8.2 Disciplinary actions ntust include specific detail[s) of the allegation(s), identify witness (es)

(ilany), and provide all docunrents [if any) that willbe uscd to support the proposed
disciplinary action.

8.3,1 At any tlecting bctwcen a representative of the Employer and an entployee in which
discipline (including reprinrands, suspension, demotion, or terrninations, which are going
to be recorded in tlte personnel iile, for jLlst caLrse) is to be tal(en, a local uniou
representative shall be present if the employee so I'eqLlests.

A3.2 If'the affcctcd cnrployce did not request local union representation, and such action was
tal<en, notice olthe disciplinary action shallbe given to the appropriate local union
rcp rcscn tativc.

8.3.3 ln tlte event an enrployee is terminated, suspended, demoted or had a written
warning put in their pcrsonnel file, a grievancc nray be filed in accordance with Article 9

of this Agreenrent.

8.4 For the purposcs olthis Agreement, the following definitions apply:

[1) A terminated er-nployee is one whose service is involuntarily ternrinated fron-r

the llnrployer flor any reasor] other than layoff, resigned, retirement or death.

[2) A suspended crlployee is onc who is prospectively prohibited by the Employer
lronr worl<ing flor a specilic period of tirne for disciplinary reasons.

(3) Written Warning could result in further disciplinary action if the employees
conduct or worl< docs not improve

(4) Denrotion occurs when an employee is reduced to a lower classification and
whose pay is also rcduced as a result of inability to perforr-r-r at the higher
cl a ssi li cati on.

8.5 [rr order to assist thc eurployee to improvc the supervisor ntay work with the employee to
create a "Plan for Irnproventent" that provides for adclitional supervision and clearly details
thc responsibilities of both the enrployee and the supervisor.
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ARTICLE 9

GRII]VANCE PROCEDURE
and Arbitration

ln the cvcnt 0f a dispute between the employer and the Union arising out of a violation,
ntisinterpretation, and/or rnisapplication of a term or specific provision of this Agreement, the
[Jnion nray file a grievancc in the manner provided herein:

GIlNERAI,

9.7.1 The Ilntployer and the Uttion recognize the right of any individual enrployee or group of
entployees to presentgrievances to the Employer. Itshallbe thc objective of both the
Iintployer and the Urtion to scttle grievances formally or informally at the lowest step
possible, If a settlcnrcnt is reached informally, it shallbe non-precedentialand non-
referable. Settlenrettts to the grievance shall be in writing and signed by both parties.

9'1.2 The time pcriods under this Article may be extended by written, ntutual agreement of tire
parties.'l'ime lirnits willautomatically be extencled when either party is out of the office lor a
full day[s).

9.1,:l Iloth the [intployer and the Union have the right to investigate the facts relating to a
dispute between the parties and the Ernployer and the Union agrees to assist each
other itt the conduct of such investigations. 0n a case by case basis, the parties will
provide to one another any requested documentation relevant to the dispute or issue
raised in the grievatrce, subject to established policy, procedures or legal constraints
regarding the protection of entployee privacy.

9.1.4 I)aid tinte for handlinggrievances: Managenrent will arrange at times consistent with
wot'l< reqttiremettts to nteet with ernployees who are authorized local Union representatives
to discttss grievances, for a rcasonable period oltime. The above time [including necessary
travel tintc) for the local Union representative(s), as well as the employee or employees
having the grievancc, if spent during their scheduled working hours, shall be without loss of
pay provided that not morc than two (2) employees, including local Union representative,
shall be eligible for the paid time. Where rnutLrally agreeable, more than two [2) employees
may be authorized to attend the grievance discr.rssion without loss of pay.

GIi.IIIVANCE FORMAT

9.2 Gricvances which are filed nust be in typewritten/legible forum and must contain:

a) 'l'he nante or names of the employees aggrieved,
b) '['he specific section or sections of this Agreement which are claintcd to

have been violated and a brief description of the circumstances out of
wltich it arose; and

c) 'l'he local unior.r's proposed settlement.
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GBIII'yANCE PR0CIiSS

Steu one

9.3.7 'l'he local union representative must file a grievance with the supervisor or nlanagenlent

representative who allegedly violatcd the contract within ten [10) work days after the

evept[s) giving rise to thc gricvance'lhc supervisor or managentent representative may

designate who will hear the grievance.

9.3.2 'l'he locaI union and Iinrployer shall meet within ten (10J work days after the grievance was

lilect. 'l.he Irntployer shall present its typewritten/legible respoltse within five [5) work days

alter the grievance nteeting. lf the Employer's response is not presented within this time

framc, the local uniott llay proceed to the next step of this process.

Stcp Two

If the grievance is not resolved at Step one the Union nray file an appeal to the Chair of the

Board of SWOP within five (5) work days of receipt ol the Employer's dispositiotr at step

o1e.'l'[c board shall aLrthorize a contnrittee to hear the grievance. The comnlitte e shall meet

within ten workdays of having received the grievance.'l'he comttlittee shall render a

responsc to the [Jttion within five [5) work days of the meeting.

9,3.3 I1 tfte eveut the griev:rnce is not resolved at step two, the Union will have twenty one (21)

worl< clays to notily the trrlployer o[their intent to appeal the grievance to arbitration.

9.4 ARRITRATION

9.4.7 1'hc parties shall sclect an arbitrator by using either a narnc from tlte nttttttally agreecl tlpon,

stancling Iist of arbitrators or frorn a panel provided by the ["ederal Mediation and

Conciliation Scrvices..lf the parties are unable to mtttually agree upon the selection of the

arbitrator, then each party shalladvise the 0ffice of Arbitration Services (0AS) of its order of
prelerence by nurrbering each narre on the panel and subntitting the numbered list in
writing to 0AS.

9.4.2 'fhe arbitratiort ltearing shall be scheduled as soon as possible'

9.4.3 l'[e arbitrator shall hear ancl acccpt pertinent evicletrce subrlitted by both parties ar-rd shall

rencler a rlecision in writing to both parties within thirty (30) calendar days olthe
conrpletion of the hcariltg.

9.4.+ 'f hc cxpensc ol thc arbitration shall be borne cqually by the Employer and the [Jnion.

9,4.5 l.he arbitrator shall cottsider:

a) 'l'he Collcctive Bargaining Agreement between Union and employer, and
the employer's internal policies ancl procedure.

b) Jr.rst CaLrse
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c) Where the Collective Bargaining Agree ment and the employer's p0licies

and procedures are silent, contnton-sense fairness shall be applied.

9.4.6 The arbitrator's decision shall be final and binding on all parties.

9.4.7 l'he following shall not be ;rrbitrable under thrs Article:

a) Te rnrination involving employees still under probation.

9.5 Mediation

9.5.1 Upon mutual agreenrcnt olthe parties Mediation may be utilized in an attempt to settlc the
grievancc.'l'he parties nray utilize the services of the FMCS. The request for nrediation may
be ntade at any tinre during the grievance procedure.

9.5.2 Disciplinary grievances are not subject to mediation.

9.6 Union Internal Process

9.6.1' 'l'he Union shall notif,y the trrnployer in writing of its request for an extension for arbitration,
attd the Ernploycr lor the purpose of addressing the Union's internal process willgrantthe
exten s i on.

9.6.2 'fhe [Jnion shall notif,y the Enrployer if the internalappeal is denied or upheld. lf tire appeal
is trpheld the gricvartce will proceed to the arbitration process as outlined in scction 4 (four)
of the Agreenrent. lf the appeal is denied, the Union will notify the Employer if thc grievance
is closed.

9.6.3 l'hc Uniolt understands that during this process the step two decision stands.

ARTICLE 1O

WAGES / IOB CLASSTFTCATION

10.1 Eflfective July 1, 2019, the following minimum starting salary of $ 40,200 per year will be in
effect for the classi[ications listed below:

1. Irield Stafl - Organizcrs
2. Office Stalf

lO.2 General Wage Increase - ln accordance with Article 19.2 of this Agreement, the
classification in Section One [1) will be open for discussion and modification for a general
wage increase in April 20223 and April 2025.

Wagc increase is contingcnt upon the budget.

1.O.2 Bonus - The Enrployer will continue the practice o[a year-end bonus based on the
linancials of SWOl'. l.his bonus has to be approved by the SWOP Board.
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Name I Title 202I-2022 Wage 2022-2023 Wage

.f uan Reynosa I DepLrty Director $ 59,740.00 $ 63,921.80

Anrbcr l)iaz. | Oifice Manager'

nrrrrrncla callcgos - 
| o *;;er'- YouLlr-- -
I Ilights

$ 40,000.00 $ 42,800.00

$ 41,634.84 $ 44,549.28

Iiodrigo Ilodrigucz I Organizer'- YoLrth

1J,,,=ti."

l,isa I'}ariillr 2022 - 
| o;*";rzc,'-Ce,ra.i

Yalr.ir.a 2023 | 
ILrsticc

$ 46,614,71 $ 49,877 .7 4

$ 41,2oo.oo $ 44,084.00

Joc Stacey Organizcr [MI]PO) $ 4i.,22i,.71 $ 44,1.07.23

Mil<yle Gray 
] 

Organizer'- Salary

lCornrntrnications
$ 41,200.00 $ 44,084.00

Alciandria [,yons 
| 

0r'ganizcl'- l.,l

Matco Cirrasco I ttrgarrizc,'- t,;

$ 41,200.00 $ 44,084.00

$ 41,200.00 $ 44,084.00

anellc Astorga-[{arnos I Developrncrrt

lCoordinator
$ 40,000.00 $ 42,800.00

Sort;ti l)crcz I Salarv Grants

lndn',i,',ir,,'.,o,
$ 40,000.00 $ 42,800.00

Seven per cent wage increase for each member of the bargaining unit on fuly 1, 2022;
Iexcluding the three individuals identified above receiving the partial restoration of salary
reductions).

ARTICLE 11
PRO I]ATIONARY EMPLOYEES

\l.l I'robationary-Period: Ernployees shall be hired on a probationary period for the f,irst one
Itundred twenty [120) calendar days. Termination without cause is permissible during the
probationary period and shall not be subject to the grievance provisions of this Agreernent.
Iior purposes of this Agreemcnt, the employer agrees to credit current employees with
seniority eflfcctivc to their dates of hire. SWOP, at its sole option, may extend the
probationary period for an additional 90 days. ll an employee's probationary period is
cxtencled, SWOP will givc written notification to the union and the employee detailing the
spr:cific reasons for the cxtension and an agrecd upon plan of action for improvement.
lirnployees wltose probationary period is extencled shall receive a performance evaluation
every 30 days.
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tL.2 Perforntance Evaluation: SWOP shall give an ernployee a written evaluation of her/his
perfortttattce 60 days after the beginning of her/his probationary period.

11.3 Altcr colnplction of thc probationary period, Ernployees shall not be disciplinecl or
discharged except with just cause, or due to a lay-off due to SWOP's progrant needs.

ARTICI,E 12
IIOTJRS OTI WORK

LZ.7 Workweek:

12.l.l SWOP's worl<wce I< ltegins ott Monday and ends on Sunday. Full-time employees may be
reqLrired to work forty (40) or more hours per week including evenings and weekends. All
othcr employees are required to worl< the number of hours and at the tintes agreed to upon
with thcir Supervisor'.

lZ.l.3 Patt't tinte enrployees are not eligible for flex tinre. Part tirne entployees shall be paici 1 %
tirncs their rcgular hourly wage for hours worked in excess of 40 in a work week,

72.Z Timesheets: Ilach enrployee, regardless of classification, will maintain a time sheet. lt is the
resportsibility of the entployec to present accurate tinte sheets to their supervisor twice each
tttontlt according to the schedule in SWOP's policies and procedures, and any other required
iltformation. 'l'he entployee shall not include as hours worked those hours taken for personal
ruse, such as but not lirnited to lunch or doctor's appointments.

12.3 Reports: Fiach employcc, regardlcss o[classilication, will providc reports on their work to
SWOP using the reportirtg fornrat outlined in the policies and procedures,

ARTICLE 13
PAID AND UNPAID LEAVE

13.1 'fhe following holidays shall be designated as Paid Time Off [PTO), which shall be granted
witlt no redttction in salary in accordance witl'r the provisions olthis Article:

Ilolidays

. New Year's Day january 1

o Martin l,uthcr King Jr.'s Birthday [falling on federally designated day)
. Menrorial Day [falling on federally designated day)
o Independence Day July 4h
. l,abor Day [falling on federally designated day)
. Thanl<sgiving Day
. Dayalter'l'hanksgiving
o Christntas Ilve Dccer.nber 24
r Christntas Day Decentber 25
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13.Z 'l'he SWOP offices shall be closed between Christmas Eve and January 1. Employees shall
reccive no reduction in salary during this time frame. If the office is closed for additional
weel<s at the discrction of the Iixecutive Director/Co-Directors with approval flroni the
lloard ol Directors, enrployees shall have no reduction in salary in accordance with the
provisions of this Article.

13,3 If any of the aforementioned holidays fallon a Saturday, the holiday will be the preceding
Friday. IftheholidayfallsonaSunday,thefollowingMondayshall beconsideredthe
holiday,

73.4 In the event an [rnrployec works on a holiday specified in the Agreement, an additional paid
day of,f shall bc taken.

13.5 I'aid Time Off [PTO)

13,5.1 l.intployeeseligibleforbenefitsshallaccruePTOdaysattherateofl.5dayperntonth.
Bcginning with tlrc date olhire, ernployees willaccruc paid time off (PTO), with a pro-rated
benclit flor a partial beginning month. Entployees s]ral] not accrLre more than twenty lour
(24) Pl'O days and no nrore than eighteen [18) PTO days may be carried ovcr to the
lolloivingyear. Anegativebalanceofuptofive(5)daysmaybeallowedatthediscretionof
the ED/CD. lintployees ntust reqllest in writing for PTO days from their direct supervisor,
with ;rpproval conditioned on ensuring the work of SWOP isn't hindered by the employee's
abscnce. Requests for tinte off in excess of three (3) days should be submitted in writing for
approval to thcir Supcrvisor two weeks in advance.

13.5.2 lrnrployecs who re.sign, are laid off, or terminated will be paid out for any remaining PTO

tir-ne, pro-rated for partial uronths worl<ed, and minus any outstanding moncy owed to
SWOI'.

L3.6 llereavement l,eave An timployee, suffering a death in his/her immediate family, shall be

allowed up to three (3) worl<ing days leave from work with pay at the regular rate.
Mernbers of tlte inrmediate familyare delined as parent or step-parent, sibling, spouse, child
or stepchild, domestic partncr, grandchild, grandparents, mother-in-law, father-in-law, or
otlter utenrber o[thc enrployee's household. Should an employee need additional time they
nray request I'}'l'O or unpaid leave.

13.7 Personal Leave ryithout Pay: l}nployr:es rnay each be granted extended leaves of absence
without pay, not to excee d ninety [90) days for valid reasons.

13.8 Maternity/Paternitl'/Adoption Leave

13.8.1 F,nrployees may take an additional four (4) weeks of unpaid leave and / or use accrued
leave. l,eave in total may not exceed 12 weel<s. Employees nray request the use ol
telecor.t'rr.r.ruting and worl<ing from honre during thc f,irst nronth of returning to work alter a

birth or adoption. In no circunrstances may these provisions interfere with the employee's
cxecution of thcir job responsibilities.

13.U.2 t.Jport return to work, the employee is entitled to return to her/his originalposition.
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13.8,3 Any leave must be utilized during the flirst twelve [12) months after the birth, adoption, or
f,oster care placentent of a child. During any paid or unpaid Parental [,eave, the Employer
shall rlraitttain thc cttt'rent levelolhcalth care benelits and the Employee willaccrue
settiority. Wltile ott unpaid leave, employees do not accrlle vacation or sick time, nor will
they receive ernployer'-paid retirernent fund contributions. Ernployees are guaranteed
reinstatentent to the sante job at the sarne rate of,pay including contractual increases.

13.9 lury Duty Leave - Ilnrployees who are called to serve on jury duty at the federal, state, or
local level, will receive full pay f,or the days served. The employee will remit payments given
by the courts for jury scrvice to SWOP. Employees who are "on call" for jury duty are to
report to worl< as usuitl until they are required to attend jury duty itself.

13.10 Sabbatical

13.10.1 tiligible entployees nray be granted a two-morlth paid sabbaticalleave of absence after
cotttpletiot"t of each contir.ruous seven-year period of service, for purposes of reflection.
'lllere shall be sevelt year itttervals between sabbaticals before another sabbatical shall be
considered. If a sabbatical is approved then the scheduling of paid sabbatical leave will be by
nrutttal agreeutent of the Executive Director/Co-Directors and tlte en-rployee based upon the
ttccds of thc orgatrization and the ability to accommodate the enrployee's absence during the
reqttestecl tinte periocl. All efforts shall be macle for the sabbaticalto occur within one (1)
year ofthe sabbatical ltaving becn requcsted. The entployee understands that the sabbatical
will be schcduled in light o[other eligible sabbaticals and leaves of absence. The leave nray
be contbined with anotlter leave oIabsence or employces'accrued tinte off; however, the
total time off,for both thc paid sabbaticaland other leave may not exceed three consecutive
tlonths.

13.10.2The uraxinrunt paid sabbatical leave at any given tirle is two (2) months. The paid
sabbatical lcave ntust be tal<cn at one time, and may not be split up into increments. Ilealth
insttrallce beltef,its are continued ancl cmployees also accrue vacation and sicl< leave cluring
this tinre period.

13.10.3An enrployec Iuay request an extension of a sabbaticalleave on an unpaicl basis, without
benefits or accrual of tirne off and other benefits. l'he request for an extension must be
tnade no later tltan the effcctive date of the paid sabbaticalleave. Approval of an extension
is at the c'liscretion of the Executive Director/Co-Directors.

13.10.4The ernployee's positiort shall be available to the entployee upon return fronr the paid
sabbatical leave of absence.

13.10..5An entployee who does not return to work for at least six montlts after her/his sabbatical
shall reimburse SWOP for tlte wages and insurance prentiums paid by SWOP, unless the
cttlployee is nredically ttnable to return to the dutiesolher position. Such condition shallbe
verilied by a ntedical certification.

13.11 A doctor's certificate nray be required for absences of five (5) or ntore consecutive days if
the enrployee is unable to work because of illness.

13.72 - [Jttiolt Leave - If an entployee is selected to perfornt worl< for the Communications Workers
of Atlterica, incltrding conventions and con[erences, the ernployee shall be granted
reasotlable tinte off by rnutual agreernent, without pay, to conduct Union business

13 lPage



ARTICI,E 14
BENEFITS

HEALTII, DISABII.ITY and 401K

74.1 Ilealth InsUrance - SWOP will provide a health ir"rsurance plan f,or all employees who work
zL0 or ntore hours per week. SWOP nt:rnagclnentand operations staff will Form a labor/
lnanagentcnt contmittce to review the insurance plan otl an anlltlal basis for the

organizirtion.'fhe [Jnion will appoint at least two mentbers to the comnlittee. The committee
will discuss the health insurance plan and rnake adjLrstments that:

1. Ensure the insurance plan is the best plan possible givert the annual budget

constraints. All staff of the organization shall be covered by the same insurance
plan.

2. Ilclgde uredical aud dental insurance. lnclude short and long-ternt disability
insrrrancc provisions at the discretion of the comnrittec on an annual basis,

ba.scd on btrdgct cotrstraints.

3. Include a provision for a SWOP fund in addition to the insurance plan that helps

employees defray the cost of, deductibles, co-pays, and/or alternative health
remedies not covered by the insurance plan. This fund will be evenly divided
antong entployees and be capped at $750.00-per employee per year. The

entployee may utilize the designatcd annual fund amount for thentselves or their
dependertts.

+. Iirrsure all insurance and associatcd costs to the organization fitwithin SWOP's

anuual buclget [or health and disability insurance.
74.2 Disability

L4.2.1 If atr ernployee who is unable to work due to a short or lottg-ternt disability must provide

docuntentation front her/his medical provider that the employee is unable to work and the

enrployees anticipatecl date of retllnt.

14.2.2 t)isability prentiurls shall not increase the cost of the health insuratrce budget.

74.2.3 Short terrn Disability tlenefit: lf the labor/nranagenrent committee agrees to provide

sfiort-tcrm disability irrsurance in a given fiscalyear, any ernployee who is absent from work
clue to illness or a tron-job-related disability shall receive short-term disability payrnents

after a waiting period of seven continuolrs calendar days has been satisfied. This benefit will
be available upon rcceiirt ola physician's verification of the illness or disability,'l'he
crnployce may usc arccumulated annual lcave or Lrnpaid leave to off,set the loss in salary of
thc initial waiting period. tintployec fringe bertefits will contintte to be provided during the
period of,sltort-term disability. The ernployee nray retilrn to their ctlrrent positiotl at any

tinre during the short-ternt disability period.

l+.2.4 l,ong term I)isability llenefit: If the labor/management committee agrees to provide long-
tcrm disability insurance in a given tiscal year, alter an employee's short-term disability
bcncfits are exhausted, long-ternt disability insurancc benefits may be triggered if the
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employee qualifies for such bene[its, i,e, medical provider verification and any other plan
requirements/r'estrictions. Benelits will continue to be provided to employee for up to 90
days of long-terrn disability. After 90 days sLrch benefits will cease.
'l'lle ernployce may rcturn to work during the long-term disability period for up to 270 clays.
[]owever, the entployee will not be guaranteed that they ntay rcturn to t]rcir original
position after their short-tcrnt disability benelit period has passed.

14.2,5 401K Retirement Account: SWOP provides a 401K Plan for their employees. SWOP will
make a contribution to eligible ernployees'401k Plan in the amount of 5 0/o of an entployees'
salary. Irligible errtployees may voluntarily rnake a contribution of up to 1 0% of their salary
into their 401k Plan which will be deducted from their regular paychecl<s. SWOP will match
thc voluntary contribution up to 30/o of,the entployccs'salary.

ARTICLE 15
REIMBURSEMENTS

15.1 To be reintbursed for a business-related expense, employees must submit a receipt and a
clescription of the purchase to SWOP within thirty [30] days of purchase. Receipts subrnitted
t.trore thatr thirty (30) days after the date of purchase will be reintbursed only with approval
oltheir sttpervisor'. All purchases and reimbursable expenses ntust be approved ahead o[
tirrre by tlrcir strpervisor'.

75.2 'Iravel Policy: AII staf'f, as part of their conditions of employment, willon occasion travel
both in state and out of state. Alltravel condLrctcd on SWOP's behalf byan employee ntllst
be approved in advance by their supervisor. Employees traveling on business have the
responsibility to ensure that their travel expenses are appropriate and reasonable.
Travclers should use good business judgment and common sense at all times.

t5.2.1 Lodging: When travcling on SWOP's behalf, entployees ntay receive lodging either in
private hontes or in contntercial enterprises, depending on the circumstances o[the travel.
AII costs of lodging witlbe paid in advance by the organization.lt is the responsibility of the
entployee to arrange the lodging and to ensure the organization pays for the lodging in
advance. In cases in whiclt the lodging is notpaid in advance, the employee willreceive full
reintbttrsentetrt for Iodging costs fronr SWOP. All reimbursed costs require the presentation
ofa receipt.

L5.2,2 Meals: Ernployees shall be paid a per diem for separate ntealperiods as establishecl by
I"ederal Guidelines "U.S General Services Administration [GSA) while perfornting duties and
/ or lttnctions otr behaliof SWOP. llmeals are provided as part of a hosting party, request
shotrld only be nraclc to cover the cost of nteals that the employee pays out of pocket.

L5.2.3 Miscellaneous expenses: I'irnployees will be provided reinrbursement for one checl<ed
lLrggage when traveling by air. Taxi and other transit fees necessary to the reason for the
travel will be reinrbursecl Llpon presentation of a receipt.

75.2.4 Mileage: Entployees may request mileage reimbursement for use of their personal vehicle
dtrring the cottrse of carrying out SWOP related brrsiness. Mileage reirnbursentent must be
appt'oved itt advattce by thcir supcrvisor. Mileage incurred front travelling to ancl from worl<
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and horne is not eligible for reirnbursement. The mileage rate will be tied to the federal rate

and reviewed anntrally.

15.3 Fees and Ilonoraria: When sta[f nrentbers consult, lecture, counsel, or advise outside
individuals or organizations on behalf of SWOP, all fees, donations, or cash honoraria must
bc paid to SW0P.

ARTICI,E 16
I,AYOF'F'AND RECALL

16.I Layoflshall occLrr in reversc order of seniority within the bargaining unlt. Seltiority is

clefined as tinte as a perr.nancnt eurployee. Seniority for part-time perntatrettt ernployees

shall be calculateci on a pro-rata basis.

76.2 On July 1't cach year the Iintployer shall provide the Union with a seniority list of the
bargainirtg itnit.

16.3 l,ay-off:A four [4) rveel< notice of layoff or four [4J weeks'pay in ]ieu thereof shallbe giverr

in releasing a regular e nrployee from employment. This does not apply to tertninations or
resignations) In addition, the regular ernployee shall be given an Involuntary Separation

Payntent flSP) as follows;

a. Two wcel<s of,salary for everyyearworl<ed, notto exceed a total ofB (eight)

weeks.

b If a lay-oflfl involves one employee the Employer shall provide Six months of

Itealth care benefits at thc current level. The ernployee is reqtrired to inform

SWOP if he/she is able to obtain health care benefits fronr another soLlrce witltottt
any additional cost to the laid-off entployee. (i.e. Medicaid, UNMII, partner,

spor.rse) 'l'hc laid-off en-rployee is required to actively pursue other health care

options ancl shall provide proolof application or notice of ineligibility within the

first two wccl<s of lay-off. [i.e. copy of an application, notice of appointmettt to any

of the abovc or evidence of ineligibility) lf such inflormation is not provided,

witliout good reason, the ernployee may risk loss of the health insurance benefit.

Should a lay-off occur of more than one entployee the Union and the Enlployer

shall negotiate regarding health care benefits. Should there not be sufficient

resoLrrces to provide health care the Entployer shall provide the necessary

financial docurnents as evidence.

C.

16.4 A laid off ernploycc shall retain recall rights based on seniority fora period of one (1) year.

16.5 During the one-year period it is the enrployee's rcsponsibility to keep SWOP informed o[any
changes in the ernployees contact itrformation.
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ARTICLE 17

STAFF DEVELOPMENT

17.1 'l'he [}nployer shall be rcsponsible for providing orientation to new employees.

17 .2 'l'he I'intploycr shall nrake funds available lor staff training and development opportunities.

a. 'f he enrployee shall request in writing a training or development opportunity and the
related cost [travel expense and cost oftraining, ifany) to the ED / Co-Directors.

b. During the employce evaluation the ernployer and employee ntay identify the need for
pat'ticular training artd devclopment. 1'he process to pursue opportunities related to the
neccl for additional training will be documented in the evaluatior-r.

c. 'l'hc clttploycr nray assign the ernployee to represent the organization at identified network
convenittg's, tnovenrent gatherings, conferences, meetings or other events.

77.3 All training or devcloprnent opportunities must be approved by the Director/Co-Director, If
the training ancl devclopnrent opportunity is denied by the Employer, tl-re Director' / Co-
Director Employer will rcview with the employee the reason why the opportLrnity is being
den ied.

77.4 [:ntployees are responsible for pursuing any grants and scholarships that ntight be available
to cover the cost of attending opportunities they identify,

17.5 'f hc employee will provicled a written report to the Employer detailing the way in which the
knowledge gained with the impact their work and shared with others in the organization to
strcngth the work.

ARTICI,E 1B
PERF'ORMANCE EVALUATIONS

18.1 Purpose and Goals

18.1.1 Ernployeeperfornranceshall beevaluatedonayearlybasis. Thepurposeofperformance
evaltrations is to discuss the employee's performance and set goals and expectations for the
following year, Management nray r,rtilize performance evaluations on a more frequent basis
if the employee is experiencing difficulty meeting job expectations and goals.

78.1.2 J'he r:valuation shall inclucle, but is not linrited to;

1. IrvalLrating the timployee's worl< of the previous year in order to provide clear
conlnltttticatiort as to strengths and weaknesses, maintain or improve overall
effectiveness of performance;

2. Delineating spccific goals and establishing steps f,or achieving those goals;

3. Providing a fair, accut'ate, writteu record ol the work of each Entployee;
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4. Rcviewing and arnending the Employee's job description, as necessary;

5. Set goals and expectations for the following year;

6. Identify training and clcveloprnent oppol'tullities tleeds.

18.2 Flvaluation Tinte Franre; Iivaluations shall be conrpleted within 30 days of the employee's

annivcrsary date of hire.

18,3 Procedure for Flvaluation: Thirty-days [30) prior to the employee's anniversary date the

Director/supervisor shall send the cmployee SWOP's evaluation packet The Employee and

the Director/Co-Director(sJ or supervisor shall then have three [3) weeks to fill out the

evaluation f,orms and gathcrs the necessary rnaterials as specified in subsection below.

18.3.1 'fhe supervisor shall gatlter the following materials ior ttse in the evaluation nteeting:
a) 1'hc nrost recent job description;

b) the prior year's perfbrmance evaluation;

c) the supervisor's cotnpleted evaluation forn-r(s);

d) any materials which the supet'visor wishes to include irl the process

including inforntatiott regardiltg tlte enlployee's performance, solicited or
runsolir:ited, providcd by individuals impacted by the employee's worl<.

78.3.2 'fhe [}nployec shall gather the following materials for use in the evaluation nteeting:

a) the lrmployce's completed self-evzrluation form;

b) any supplerrentary ntaterials which the Ernployee wishes to inclr.rde in
the evaluation.

18.3.3 'l'he supervisor ancl thc lrmployee shall exchange copies of all these ntaterials at least one [1)
weel< prior to the evaluation meeting, and they shall review these materials before the

cvaluation ntceting. Failurc of the IJmployce to gather her/his materials shall not delay the
cvaluartion rneetit.rg, ttnless r-rtutually agreed to by both parties.

78.4 Evaluation Meeting: 'fhe supervisor is responsible for scheduling and convening the

evaluation meeting. A good faith effort shall be made to schedule the meeting at a mutually
convenient time. Discussion in this rneeting shall focus on the purposes outlined in Section 1.
'f he supervisor sltall be responsible for taking notes during the evaluation nteeting. To

irrsure accuracy, these notes shall be read back at the end of the rleeting with an

oppoltLtrtity for the trnrployee to suggest cltanges and/or additions.

18.5 WrittenFlvaluation:

18.5.1 'fhe employee shallbe provided with a finalwritten evaluatiot-t.lIthe entployee disagrees
with the evaluation she/he ntay include written objections and attach them to the
evaluation.
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18,5.2 'fhe entployee may sign tlie evaluation to acl<nowledge receipt.

18.5.3 'f ltc evaluation shall be l<ept in the enrployees personnel file along with other relevant
docunrcnts used in the cvaluation.

ARTICLE 19
TERMINATION AND RENEWAL

19.L This Collective Bargairting Agreement shall be in full force and effect from
July 2022 through midnight the 30tt, of June 2025.

1't of

79.2 Ncgotiations lor modif,ication, renewal or extcnsion of this Agreement ntay be initiated by
either party no latcr than sixty [60) days prior to its expiration.

19.3 'l'his Agreernettt sltall bc opened for wages and bcnefits only in the month of April 2023,and
again in the nronth of April, 2024.

79'4 Uither party may also open two articles during the rnonth of April 2023and 2024.

Irt witness whereof, the parties hereto actirt.tl by and through their duly authorized
Representatives, hove executed this Allreement and qgree to be so bound.

Q*.qpZ fleaq<,t
//_JL_ ,4____4_
"fu:cprt (/. €uigel -'lltruu .€rfua f,afr tln/eru - SAC.? ea-ertlzh

./?r,[er/ fi,*:abt - e%/O letzl 7(/// t\erulst ,f teu .fa/a gt - .f ?/) (r? Ct - Cfraiz

feo,rge lt4art -.fAC.? etzlrtkte gt/ectoz
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I'}aid Sick Leave

SWOI' adhcres to thc Nerv Mexico llealthv Workplaccs Act and is committed to

supnorting a healthy rvorkrlLrcc. Starting on.luly 1,2022. in arlr/rliarl to the other Daid

Icavc nrovided, all enrnkryccs shall begin to accrue Daid sick leave ("Paid Sick Leave" or

"PSL") th:rt ruay be used lirr thc reasons specified belolv. Nelv emDlovees hired after.Iuly
1.2022 u'ill bcgin nccruing PS[, on their first dav of emplovment.

Every cnrployee rvill accrue I'SL at a rate of one (1) hour per everv thirtv (30) hours

n'orkcd and such PS[, mav bc used immcdiatelv upon accrual. Emplovees who are exemDt

from the ovcrtime rcquircmcnts of thc FLSA shall accrue PSL assuming that thev lvork
lirrtr, (40) hours in cach rvork rveek rrlless their norntal lvork wcck is less than fortv (40)

hours. in w,hich case PSI- rvill accrue bascd on their normal rvork rveck.

All accruetl but unusrrd I)aid Sick Lcavc shall carrry ovcr from yeitr-to-vear. During cvcrY

calendar t,ear, fronr .lanuarv lst through I)ecember 30th. an emrrloYee maY use up to
sixtr,-lour (64) hours PS[,. [Jnon scp:rration of employment rvith SWOP. emplovees shall
not bc cntitlctl to anv Dnvrnent for any accruetl Paid Sick Leave. If the emnlovec is re-
hired at SWOP n,ithin trvelvc (12) rnonths of serraration of ernplovment. all accrued but
unused PS[, rvill be reinstatctl. :rnd an enrplovee rnav immediatelv use such PSL and lvill
also imrnedi:ttcly besin to accrue acldition:rl PSL,. Furthcr. in the cvent of a transfer or
succcssion of thc comDanv's ot,ncrshiD/oDcration. cntployees shall retain all accrued but
runusctl Paitl Sick Lcave.

Ilmlrlovccs nrav usc accrued I)aid Sick Leave for thc follorving DurDoses:

. 'l'hc ernDloyee 's orvn Dhysical or mental illness. iniury, or health condition,
inclutling for mcdical tliagnosis. care, treatmcnt and Dreventative mcdical carei

o 'J'o care lbr the cnrployce's family mcmbers (dcfined as the cmplrlyee's sltouse.

rlonrcstic D:rrtncr, chiltl. D:rrent. qrantlDarcnt. grandchild, sibling. spouse/dontestic
partner of ir lirmilv mcmbcr. or other person lvith such close family relationship):

o 'l'o attcnd mectings at the cmployee's child's school or place of care relatecl to the
chiltl's hc:rlth or disability; or

o [,-or neccssarry absenccs due to domestic abuse. sexual assault, or stalking regarding
thc cmployec or cmnloyee's family member, as further defined bv the Ilealthv
Workpl:rces Act.

[,],ntDlovccs rnay t:rke I'aitl Sick Lcavc in incrcrnents of one (1) hour. Ilcqucsts for Paid Sick
Lcavc mav be matle to the llxecutivc Director and m:rv be rvritten or verbal. Plannctl
:rbscnccs fronr ryork must bc rcquestctl in:rdvance:rs far as Dossiblc. but at least onervcek
in advancc. ln thc case of an unexDccted absence. emplovees must notifv his/her direct
suDcrvisor/Iixccutive I)irector as soon as Dracticable undcr the circumstances. When

nossiblc. requcsts for Paid Sick l,eave should include the cxnectcd duration of thc leavc
nbsence.

20 lPag,e



Unon requcst, cmployees must in a timely manner provide reasonable documentation
suDDortin{ the use of Paid Sick Leave for use of hvo (2) or more consecutive rvorkdays. All
infornration provided relnting to the reason(s) for takins such leave shall be trealed as
confidcntinl. kept in a scparate file from other employment inform:rtion. ancl not discloscd
cxccDt rvith pcrmission of the cmployee or otherwise :rs nccessar-v, lbr valitlation DurDoses
for insurancc disabilitv claints. accommodations consistent rvith the Americans lvitlr
I)isabilities Act. as amenclecl. as required by the l{ealthy WorkDlaces Act. or as otherwise
rcquircd by Court order.

SWOI' strictlv prohibits and will not toleratc any retuliation asainst ernployees relating to
thc use of Paid Sick Leave or for r:rising concerns relatinq to violntions of the l{ealthy
Workpl:rces Act. Ilmnlovccs have the right to file a cornpl:rint lvith the Labor Relations
Division of thc Nerv Mcxico Workforcc Solutions Dcpartnrent if the emnloyee believes that
s/hc has bccn thc subicct of rctali:rtion or has bccn tlenied rr:ritl leave for purposes covered
bv the IIe:rlthv Worknlaccs Act.'I'he Dcpartment rnav imposc civil rlenaltics inclucling
fincs for anv viol:rtions of tltc Ilealthv Workplaces Act.

Oucstions rcg:rrding paitl lc:rvc or this nolicy shoultl be directecl to the Exccutivc Director.
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Letter of Aqreement

lle; .Ioint Strntcgic Planning and Ilcdesign Committec

,lure 26,2022

Ilrik ltivcr:r and Steve'fafbya:

During thc 2022 Bargaining for SWOP, rvc discussed the changes at SWOP due the

dcrrarturc of senior staff ancl the impacts of COVID l9 on the rvorknlace.

As u'e discusscd these mattcrs. rvc rcvicwecl somc recent history rvhich rve lvere able to be

:tnricabh, rcsolvc our conccrns and issucs. We discussed during 2016 bargaining wc lvere
:rble to crc:rtc the CFO's iob function and correct a "rvage disparity" issue.

As for thc bnrgaincd-ltrr iob function of CF'O and Office Manager. CWA is DroDosing to

extcnd thc employrnent of a Contract [imployce for an interim Dcriod of time in accnrdance

rvith (lllA.

(lWA rcvie*'ccl thrce (3) rc:rsons lbr an intcrinr Contr:rct Fl,rnplovce for the barqainctl-tor
iob lirnction r)l' C-FO.

l.'l'o cvaluate the currcnt iob dutics of the CFO. Devclonment Coordinator.:rnd
Otlicc Nlj.rnagcr antl lrroposc rcalignrnent of iob duties to fit the current needs of
swolr.

2. T'o cvaluate if a nrcn.rber of the current llargaining Unit is ablc to perfbrm the iob
dutic:s olJ]F-() oullincq! in the pronoscd aerccd to iob [rrief of CiFO.

3. -l-o have thc Contract [irnplot,ce to pcrform thc lrargaincd-for iob dutics of CFO ryith
thc assistancc of a rncnrber of'thc llargaining Unit.

'l'lrc CWA proposcs a .loint Stratetic Plannins and Job Redesign Cornmittce. The CWA

and SWOP u'ill appoint trvo nrcrnbcrs c:rch to this cornmittee. In acldition. CWA [,ocal

701I antl SWOI' Ir\ccutivc IJoards n,ill appoint a representative of their respective

Iixccutivc Iloards to the Conrmittec.'l'he C-'onrrnittce lvill rliscuss nnd resolve issues for
thc all iob titlcs. firnctions. and rvorh florv at SWOI).

'l'hc Cornmittee u'ill nrcct not latcr than August 31.2022 to start this nrocess of Strateic

l)lanninq and .f oint .lob l{crlcsigrr

221



1'hc 'loirlt Sf ['litttning antl ,[uh llctl n (, ornrnittcc shall

,,,r,r,.,,',.,1 br ntemlters.0l'the L,rtit,tt ltitrgititlittg ttnit lrntl thc Br)'tl'(l ol'S!!',ol'' lt is

lin'thcr un(lct'stoo(l tlr(j itlt('|1'illt ( olltl'llct Irabor C:[iO \]ilt lrork ]1ith tltc 'JoiIlt 'l(]l)

l{crle siurr ( 'orn ttt ittce .

.,\tlct' ciu'clul rtviell ol'thc stitte(t reilsolls for SWOI' utiliziltg il f'otltrdct ElllDlovoc f0l'

nn int.r'irn Dg'iotl ol'tirnc:lntt rvitlt a clt'itr untlcrstantlinq tlte CFO:rrl(l Ollicc NIilIlf,get'

inlr.luli., ^tt,l 
l,r,r.ti,r,rr rrill ,'.,,,,,i,r,i,t,,tt1,. Iln''g'ti'ti'tg [ 'tit"rrld 

thc restructut'e of

i,,lr,luti.* nlilt,t,rt rlinrlrirh th".t,,'r'e,rtr;.t'r'* a"tl n"V u[tl'e it't"ltlti"s ol'thc ('FO ("'

Ot'|i.. N,l,,,ruu.,r, tlr" (:W,.\ *,illc.ncurlirith the hiring of a (.'ont.act EInol()\'ee tl)t lltl

int",.iu, n"rio,l of tirn. nnf to 
"*...,1 

urr* r.,,. f.rrr-, tlte date of hi,'e of the contract

[rr*rlorec.'fhc intililr ,r*.in,l ,f ti,r',..un lr. 
"*te,r,letl 

rvitl, n'utttaI of agt'ec'rtettt

bet*'ecrr (.!Vr\ antl SWO['.

.loe G osigtrr - CWA Staff Representative

Concur:

I tlrc brtitt'tl ot' SIVOP.

Iirik llirlera, Co-Chair

l--, I

Sirtcerc.b'.



MEMORANDUM OF AGREEMENT

Between

SouthWest Organizing Project

and

COMMUNICATIONS WORKERS OF AMERICA

lune 31,2022

l. Wages - effective July 1't, 2022

Seven per cent wage increase for each member of the bargaining unit on July 1, 2O22;

Name Title 2OZt-2022 Wage 2022-2023 Wage

Juan Reynosa Deputy Director S 59,740.00 5 o:,gzt.go

Amber Dia Office Manager S 4o,ooo.oo $ 42,8oo.oo

Amanda Gallegos Organizer - Youth

Rights

5 qt,6z+.8q 5 44,s49.28

Rodrigo Rodriguez Organizer - Youth

iustice
S q6,6tqtt S qg,8lt.tq

Lisa Padilla 2022

Yahaira 2023

Organizer -Gender

J usti ce

S 41,2oo.oo 5 44,084.00

Joe Stacey Organizer (MBPO) 5 qt,zztlt 5 qq,tol.zz

Mikyle Gray Organizer - Salary

Communications
S +t,zoo.oo $ ++,08+.oo

Alejandria Lyons Organizer - EJ S 41,2oo.oo S 44,oB4.oo

Mateo Carrasco Organizer - FJ S +t,zoo.oo S 44,084,00

Janelle Astorga-

Ramos

Development

Coo rd in ato r

S 4o,ooo.oo S 42,8oo.oo
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Sonai Perez Salary Grants s 40,000.00

Administrator

l. Paid Sick Leave - New Mexico Healthv Workplaces Act

SWOP adheres to the New Mexico Healthy Workplaces Act and is committed to supporting a

healthy workplace. Starting on July 1,,2022,in addition to the other paid leave provided, all
employees shall begin to accrue paid sick leave ("Paid Sick Leave" or "PSL")that may be used
forthe reasons specified below. New employees hired afterJuly 1,,2022, will begin accruing
PSL on their first day of employment.

Every employee will accrue PSL at a rate of one (1) hour per every thirty (30) hours worked
and such PSL may be used immediately upon accrual. Employees who are exempt from the
overtime requirements of the FtSA shall accrue PSL assuming that they work forty (40) hours
in each work week unless their normal work week is less than forty (40) hours, in which case
PSL will accrue based on their normal work week.

Allaccrued but unused Paid Sick Leave shall carry overfrom year-to-year. During every
calendar year, from January 1st through December 30th, an employee may use up to sixty-
four (64) hours PSL. Upon separation of employment with SWOP, employees shall not be
entitled to any payment for any accrued Paid Sick Leave. lf the employee is re-hired at SWOp
within twelve (12) months of separation of employment, all accrued but unused PSL will be
reinstated, and an employee may immediately use such PSL and will also immediately begin to
accrue additional PSL. Further, in the event of a transfer or succession of the company's
ownership/operation, employees shall retain all accrued but unused Paid Sick Leave.

Employees may use accrucd Paid Slck Leave for the following purposes:

The employee's own physical or mental illness, injury, or health condition, including for
medical diagnosis, care, treatment and preventative medical care;

To care for the employee's family members (defi ned as the employee's spouse, domestic
partner, child, parent, grandparent, grandchild, sibling, spouse/domestic partner of a

family member, or other person with such close family relationship);

To attend meetings at the employee's child's school or place of care related to the child's
health or disability; or

For necessary absences due to domestic abuse, sexual assault, or stalking regarding the
employee or employee's family member, as further defined by the Healthy Workplaces
Act.

Employees may take Paid Sick Leave in increments of one (1) hour. Requests for Paid Sick

S +z,goo.oo
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Leave may be made to the Executive Director and may be written or verbal. Planned absences

from work must be requested in advance as far as possible, but at least one week in advance,
ln the case of an unexpected absence, employees must notify his/her direct
supervisor/Executive Director as soon as practicable under the circumstances. When possible,
requests for Paid Sick Leave should include the expected duration of the leave absence.

Upon request, employees must in a timely mannerprovide reasonable documentation
supporting the usc of Paid Sick Leave for use of two (2) or more consecutive workdays. All
information provided relating to thc reason(s)for taking such leave shall be treated as

confidential, kept in a separate file from other employment information, and not disclosed
except with permission of the employee or otherwise as necessary for validation purposes for
insurance disability claims, accommodations consistent with the Americans with Disabilities
Act, as amended, as required by the Healthy Workplaces Act, or as otherwise required by
Court order.

SWOP strictly prohibits and will not tolerate any retaliation against employees relating to the
usc of Paid Sick Leave or for raislng concerns relating to violations of the Healthy Workplaces
Act. Employees have the right to file a complaint with the Labor Relations Division of the New
Mexico Workforce Solutions Department if the employee believes that s/he has been the
subject of retaliation or has been denied paid leave for purposes covered by the Healthy
Workplaces Act. The Department may impose civil penalties including fines for any violations
of the Healthy Workplaces Act.

Questions regarding paid leave or this policy should be directed to the Executive Director.

ll. Letter of Agreement - Joint Strategic Planning and RedesiRn Committee

During the 2022 Bargaining for SWOP, we discussed the changes at SWOP due the departure
of senior staff and the impacts of COVID 1"9 on the workplace.

As we discussed these matters, we reviewed some recent history which we were able to be

amicably resolve our concerns and issues. We discussed during 20i.6 bargaining we were able
to crcate the CFO's job function and correct a "wage disparity" issue.

As for the bargained-for job function of CFO and Office

the employment of a Contract Employee for an interim

Manager, CWA is proposing to extend

period of time in accordance with CBA.

Employee for the bargained-for jobCWA reviewed thrce (3)

function of CFO.

rcasons for an interim Contract

1. To evaluate the current job duties of the CFO,

Manager and propose realignmcnt of job duties

Development Coordinator, and Office

to fit the current needs of SWOP.

)_t)? 53ll);lilc 20)_2



2. To evaluate if a member of the current Bargaining Unit is
of CFO outlined in the proposed agreed to job brief of CFO.

able to perform the job duties

3. To have the Contract Employee to perform the bargained-for job duties of CFO with the
assistance of a member of the Bargaining Unit.

The CWA proposes a Joint Strategic Planning and Job Redesign Committee. The CWA and SWOP

will appoint two members each to this committee. ln addition, CWA Local 7011 and SWOP

Executive Boards will appoint a representative of their respective Executive Boards to the

Committee. The Committee will discuss and resolve issues for the all job titles, functions, and

work flow at SWOP.

Thc Committee will meet not later than August 31,2022 to start this process of Strategic

Planning and Joint Job Redesign

The Joint Strategic Planning and Job Redesign Committee shall meet regularly and issue

quarterly progress report or as needed, to the CWA and the board of SWOp.

The understanding final approval of any agreement to resolve these issues will be approved

by members of the Union bargaining unit and the Board of SWOP. lt is further understood

the interim Contract Labor CFO will work with the loint Job Redesign Committee.

After careful review of the stated reasons for SWOP utilizing a Contract Employee for an

interim period of time and with a clear understandingthe CFO and Office Manager job
duties and functions will remain part of the Bargaining Unit, and the restructure of job
dr-rties will not diminish the current scope and pay of the job duties of the CFO or Office
Manager; the CWA will concur with the hiring of a Contract Employee for an interim period
of time not to exceed one year from the date of hire of the Contract Employee, The interim
period of time can be extended with mutual of agreement between CWA and SWOP.

4l
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Communications Workers of Am,erica
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loseph A, Gosiger - CWA Stoff Representotive

ec!cuL:

S o u t [W-e*s-t -O 
r ga n i z i rrB P roj q c t

Erik Rivera - SWOP Board Co'Choir

Steve TofoYa - SWOP Board Co'Chair
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March 14,2023
George Lujan

211 10th st sw
Albuquerque, NM 87102

Re: 2023 Wage Reopener

Mr. Lujan,

(Arrrr.r,rf nr; rvrrLr AIrL-CIO)

1 608'l'uuu,rr'r SIl,Artruqulnrlur, NM 87 1 08

(505) 266-5876
F,rx (505) 266-596j

Enclosed is tlre 6% wage opener that was discussed with the Union for an effective date
of April 1,2023. lt is also understood that after review of the Budget in Septemberof
2023 that up to an additional wage increase rmaybe possible up to 25% at that time,

President

CWA Local 7011

Ernail: cwaT 011 . president@gmail com
Phone: 505-440-0587

Lor;,rr- 7011

Robert Gonzales

Conrmunications

6'11/,4

ln solida



2023 WAGE INCREASE AGREEMENT

G ra nts Adrni nistiiior lSonaiP;iar)
Organizer [-oren Gomez
Orgarrizer Xiuy Soto

2 0 2 3 W a fe_Llrllg: atg_-
effective 04/otl2023,

six percent (6%) across the board wage increase

- l
__l

s44, s2 o.00

{4 t/rt /t"',

Salary wl 6% raise

s66,490,62

S46,33 8.96

5+s,gs5. oo

Sas,aEs.60

$45,85 5.60

$4s,8ss.60
Developrnent Coordinator (Janelle Astorga-Ramos)

Saa,sio.oo

l!1,41!.0q
s29,398.50


