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AGREEMENT IN PRINCIPLE: HIGHLIGHTS

This document contains all the changes that will be made to our collective agreement if the
agreement in principle reached on September 4 is adopted by the members of the STTRC-CSN.
But first, here is a non-exhaustive summary of the main gains.

JOB PROTECTION

A permanent job will now be gquaranteed after 24 months of continuous full-time work in the
same job title, not in the same position.

When a temporary employee reaches this threshold due to a temporary increase in workload,
the employer must create a permanent position and offer it to them. The 24-month counter is
also better protected.

A target of 25% of hours worked by temporary employees is now established by sector rather
than overall.

No more long-term job insecurity. A path to permanent employment will be created for tempor-
ary employees who accumulate 1,750 days of work. Approximately sixty people should obtain
permanent positions this year thanks to this new mechanism.

The maximum annual ratio of contract employees is reduced from 18% to 16% of the payroll. If
this ratio is exceeded, the employer must create permanent positions and post them or termin-
ate contracts, taking into accountthe different sectors where the work is performed. Among the
direct consequences of this change are:

o The creation of 17 permanent editor positions.

e The creation of 10 permanent researcher positions.

Inter-unit projects

« The number of hours worked by producers on tasks that fall under the purview of STTRC
members (camera, editing, journalism, etc.) will now be capped at 32,000 hours.

« Monthly reports will allow for monitoring inter-unit projects and analyzing the actual number
of hours worked for each project.

« To bring some of the work done by producers back in-house,
ten permanent positions are being created: eight editor-de-
signer positions (one in Moncton, one in Saguenay, and six in
Montreal) and two intermediate sound technician positions in

Montreal.

« When an employee performs producer tasks in addition to CBC/SRC
their reqular duties, the inter-unit bonus will increase from $20 IS NOTHING
to $25 per day. WITHOUT
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Assignments with guaranteed hours will provide greater stability for temporary employees.
These assignments correspond to full-time work for a specified period, with the same sched-
ule as permanent employees, and no possibility of being unavailable. These assignments must
be offered to those who have the required qualifications and skills according to their priority
ranking. A temporary employee who accepts guaranteed hours for eight consecutive periods (2
years) will be offered a permanent position.

Temporary employees will now be able to register on the call list of another city after complet-
ing their probationary or trial period. They can therefore be registered in two cities, without the
employer being able to object. The addition of a third city will, however, remain at the discretion
of the employer.

An employee who, after having their position eliminated, accepts an equal or lower position to
retain their employment will have a two-year priority for obtaining a position with the same job
title as the one lost, if it is posted again in the same administrative unit.

The person transitioning from permanent to temporary status will now retain their seniority,
continuous service, and completed service.

For the duration of the collective agreement, the union has secured a minimum number of jobs
to address the challenges posed by artificial intelligence. It is understood that Al is a work tool
that cannot replace human judgment.

ASSIGNMENTS, TEMPORARY PROMOTIONS, AND THE ALLOCATION
OF POSITIONS

The rules surrounding temporary assignments are now more clearly defined:

« From now on, an employee may be assigned to tasks in another job title of the same or lower
level for less than two hours per day.

« Beyond two hours, the assignment will be limited to a single other job title. An assignment
to a third job title will only be possible in cases of urgent need or when no other employee is
available.

« An individual may refuse an assignment that exceeds the established limits regarding the
number of hours or job titles, without incurring any penaltu.

« A 5% versatility bonus will now be paid when an individual performs two or more cumulative
hours of tasks in a group equal to or lower than their own.

Temporary promotions will be more closely monitored and may
contribute to professional development:

« For anticipated promotions lasting more than two months, a
call for applications must be issued to individuals within the
relevant administrative unit. CBC/SRC

« The temporary upgrade bonus is changing from $20 or $25 IS NOTHING
per day, depending on the job title, to 10% of salary. It applies WITHOUT
when an individual performs duties in a higher salary group for UsS




one or more cumulative hours, with a minimum protection of $25 per day.

« New protections will make it easier for an individual to obtain a position after 24 consecutive
months of temporary advancement in the same job title. These protections will make it much
more difficult to reset the counter when an individual has been on temporary advancement
for several years.

JOB DESCRIPTIONS

The updating of job descriptions has progressed rapidly in recent months. The agreement in
principle stipulates that this update must be completed by March 22.

A new salary scale, modeled on that of the Guild, will come into effect on March 22. If the pro-
cess is not completed, salary adjustments will be retroactive to that date.

Several guidelines must now be followed:

« The employer must now meet with the union 60 days before creating a new job description,
as well as for any job whose duties will be substantially modified or for any change that may
result in a re-evaluation based on the existing performance appraisal system. The parties
must discuss the content of the new or amended job description. In the event of a deadlock
at the joint job evaluation committee, the dispute may be submitted to the grievance and
arbitration process within 45 days.

« An employee or the union may request a re-evaluation when the duties are substantial-
ly modified and no longer correspond to the job description, or if they could lead to the
re-evaluation of a job description.

« To better guide the revision of job descriptions, the performance of related tasks is now de-
fined as an extension of the functions of a job title. Related tasks must be complementary
and serve to support the performance of the tasks specifically outlined in the job descrip-
tion.

Basic image capture and basic editing (strictly defined as carried out with “accessible and
low-specialized means™) will be included in the job descriptions of journalistic staff; in return,
journalists who perform these tasks will be placed in salary group 29 rather than group 26, and
their salary will be established at the same level as the one they previously held. Journalistic
staff members with more than 25 years of service will be able to be relieved of these duties until
their retirement; furthermore, the employer commits to maintaining the number of technical
positions for the entire duration of the agreement.

CBC/SRC
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Salary and Compensation

Salary increases total 14.5% over four years:
« 6% retroactive to March 23, 2026
« 3% on April 1,2027
« 3% on April 1,2028
« 2.5% on April 1,2029

Leave and Vacation

« Paid personal leave is increased from 3 days per year to 6 days. Two of these days may be
taken without providing a reason to the employer.

« The vacation policy has been revised. After 7 years of service instead of 8 years, an employ-
ee receives 20 days of leave; after 17 years instead of 18 years, they receive 25 days; and
after 24 years instead of 25 years, they receive 30 days.

« Leave for bereavement has been adjusted to reflect the realities of medical assistance in
dying, to allow employees to be with a loved one at the end of their life.

« Leave for medical appointments has been improved. There is now a paid day off for medical
appointments requiring travel of more than 250 km.

Bonuses, compensation, and salary conditions

- A new language bonus of $1,200 per year has been introduced for employees who reqularly
use a language other than English or French.

« The car allowance for sales representatives increases from $475 to $550.

« The allowance for a second meal during shifts longer than 10 hours increases from $12 to $25.

« The compensation for benefits for temporary employees increases from 7% to 12.5%.

« All work clothing allowances are increased.

« The training bonus increases from $20 to $25.

« The war zone allowance increases from $50 to $100 for foreign correspondents.

« The coordination bonus for production assistants will be a minimum of 5% of their base salary.

« The taxi reimbursement increases from $20 to $25.

- The workshop bonus for ambassadors increases from $12 to $20.

« Columnist-researchers move from group 17 to group 26.

« Commentator-interviewers move from group 21 to group 26.

« Upon being placed on leave, the basic allowance increases
from $2.
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SUMMARY OF THE AGREEMENT IN PRINCIPLE

Here is the complete list of collective agreement clauses that would be modified by the agree-
ment in principle, if it is adopted at the general assembly on September 27, 2026.

Article 8 (Union Leave and Rights of the Union)

Each new Employee will now be entitled to a 30-minute welcome meeting with a union represen-
tative. The timing of the meeting will be agreed upon between management and the local repre-
sentatives.

Article 12 (Labour Relations Committees)

Local Labour Relations Committees (LRCs) in the regions are now integrated into the collec-
tive agreement. Union representatives will be released for one dauy, at the union’s expense, to
prepare for the LRC and meet with members. In Montreal, the implementation of the local LRCs
continues through a letter of agreement. For the next 18 months, the employer will continue to
cover the cost of the representatives’ preparation days. Furthermore, the deadlines for filing
grievances following the local LRCs and the national LRC are now harmonized.

A new Organizational Change Information Committee is being created. Its mandate will be to
discuss decisions likely to impact the organization of work and it will meet at least four times a
year. Consider, for example, the changes made to RDI’s work schedule during the US trade war:
many people were presented with a fait accompli, with significant consequences for their pro-
fessional and personal lives. This new committee will allow the union to be informed in advance
of major changes, to advocate for the issues affecting Employees, and to seek solutions.

Article 15 (Inter-Unit)

The inter-unit bonus increases from $20 to $25 per day when you perform production tasks in
addition to your reqular duties.

For inter-unit projects, we have obtained a better framework for
the number of hours worked by producers on tasks that fall under
the STTRC (e.g., camera work, editing, journalism). A comprehen-
sive review has identified inter-unit projects that were not being
reported by the employer. In 2025, a total of 36,000 hours of work
under the STTRC unit were completed by members of the Associa-
tion des réalisatrices et réalisateurs (AR). The negotiated limit for CBC/SRC
the following year will be 32,000 hours. IS NOTHING
WITHOUT

A much more rigorous monitoring mechanism is now in place. us




Monthly reports will track inter-unit projects and analyze the actual number of hours worked for
each project. Adjustments can be made as needed. If the hour limit is exceeded, a mechanism
outlining the consequences will be implemented.

To bring some of the work done by directors back into the STTRC unit, we secured the creation
of 10 permanent positions: eight editor-designer positions (one in Moncton, one in Saguenay,
and six in Montreal) and two intermediate sound technician positions in Montreal.

Article 18 (Disciplinary Measures)

Improved union support is now available for members subject to an administrative follow-up
plan. A union representative will be able to accompany them from the beginning and at all sub-
sequent formal meetings. Previously, support was only provided at the beginning and end.

Article 19 (Grievance Procedure)

Written notices from the employer, which constitute disciplinary measures, will no longer have to
be systematically challenged by grievance. Members will, however, retain all of their rights. This
new approach will reduce the number of disciplinary grievances and expedite the resolution of
other important grievances that have been pending for too long.

Regarding the numerous payroll issues since the implementation of Workday, we have made
progress.

When an Employee reports an irreqularity in their earnings to their employer and no correction is
made within a reasonable timeframe, the employer will no longer be able to reclaim any overpay-
ments for the period following the report.

When an employer error results in an Employee being owed money, the Employee will now be
able to reclaim the amounts accumulated during the six months preceding the filing of a grie-
vance. This is a significant improvement over the current situation, where recovery is limited to
the 45 days preceding the grievance filing.

Article 20 (Arbitration Procedure)

A review of grievances will now be conducted three times a year to
determine, in consultation with the employer, which grievances are
a priority for arbitration. This process will cover grievances other

than those of a disciplinary nature or related to termination of em-
ployment. The objective is to expedite the handling of disputes. CBC/SRC
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Article 22 (Seniority)

We have agreed on the format of the seniority validation process. The employer will publish both
the individual seniority of each member and the overall list indicating the seniority rank of all
Employees. The validation and appeal period will be 45 days. At the beginning of the process, an
institutional email will be sent to each Employee.

Article 23 (Postings)

When job openings are posted, there are now quidelines to follow if the employer wishes to mo-
dify the requirements and experience as outlined in the job descriptions.

Article 24 (Recruitment)

Job applicants will now have more time to prepare for the selection process. At least 48 hours’ notice
will be required for practical tests and interviews, and at least 5 days’ notice for written tests. When
practical and written tests are scheduled for the same day, the notice period will also be 5 days.

Seniority will now be a determining factor for certain Category B positions. For job titles such as
TV Production Assistant, Administrative Officer, Image Control Technician, and Media Librarian,
when two candidates have equivalent experience, the employer must select the candidate with
the most seniority. For the purposes of this comparison, each year of experience acquired at
CBC/Radio-Canada will count as two years of experience acquired elsewhere.

Some job titles that were previously in category C are now being reclassified to category B for
recruitment purposes.

Group 17
« Re-speaker / close-captioner

Group 19
« Sales agent
« Training agent
» Communications agent (broadcasting)
« Copyright agent
- Research analyst (surveys)
« Data and reporting analyst
» Sales and marketing analyst
« lllustrator
« Telecommunication and it support network agent

« Advertising code agent CBC/SRC
IS NOTHING
Group 20 WITHOUT
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A new approach will also allow for a review of the recruitment rules for journalistic positions.
Within 60 days of the signing of the agreement, the Parties will meet to discuss the reasons why
all journalistic positions fall under category C. Discussions will focus in particular on the trans-
ferability of skills and qualifications of journalistic staff from one position to another, evaluation
methods, and the validity period of tests.

Article 25 (Temporary Assignment and Advancement)
Temporary Assignment

The rules surrounding temporary assignments are now much more controlled. Previously, the
employer demanded that Employees could perform any tasks equal to or lower than those of
their assigned position, and that these tasks were not limited in time.

Now, an Employee may be assigned to tasks of another job title of the same or lower level for
less than two hours per day. Beyond two hours, the assignment will be limited to only one other
job title. An Employee may be assigned to a third job title only in cases of urgent need or when
no other option is available.

An Employee may refuse an assignment that exceeds the limits regarding the number of hours
or job titles without penaltu.

A 5% versatility bonus will be paid when an Employee performs tasks of a salary group equal to
or lower than their own for two hours or more.

« Due to the principle of ‘overlapping’ job titles found in job descriptions, individuals with
higher job titles may perform duties of a lower salary group without receiving the bonus.
However, they must possess the required skills and qualifications, and these duties must be
a continuation of their primary job title.

- For example, for journalistic staff, a regional or national assignment editor or copy editor
who performs the duties of a reporter does not receive the bonus.

- Similarly, for technical staff, a chief technician may perform the duties of a technician
without receiving the bonus.

« Radio hosts may, however, receive the bonus if they put themselves on air, for example, as
these are not considered duties of the same nature.

« Individuals in a union-recognized merged position (in regional areas) may claim the bonus
if they perform duties of another job title in addition to their
merged position. (Example: A sound editor/technician asked to
act as a cameraman)

« Researchers in Radio-Canada’s audio-radio sector are subject
to specific conditions outlined in a letter of agreement that
maintains existing practices and the current work organization.
A researcher may therefore be assigned tasks of equal or lower CBC/SRC
level for two other job titles, for a cumulative total of less than IS NOTHING
three hours per day. (For example, tasks such as production WITHOUT
assistant, administrative assistant, editor, or ambassador for us




greeting guests). The 5% versatility bonus is paid if the individual agrees, at the employer’s
request, to perform more than two job titles or to carry out these tasks for more than three
cumulative hours. Researchers may, however, refuse these additional assignments without
penalty. If workload issues arise, the situation will be referred to the Workload Committee. For
the duration of the collective agreement, the employer undertakes not to lay off any Em-
ployees due to the possibility for researchers to perform tasks under other job titles.

Until the very end of negotiations, we maintained our demand for a multi-platform bonus for
journalists, but ultimately, the employer asked us to deduct it from everyone’s salary increases,
which we refused. Unfortunately, we therefore obtained nothing regarding the versatility re-
quired to handle multiple content formats within the same shift.

Temporary Upgrade

Temporary upgrades will be more closely requlated and can contribute to professional develop-
ment. Before granting a promotion, the employer must consider the Employee’s development
objectives and support their success.

For upgrades expected to last more than two months, a call for applications must be issued to
Employees in the relevant administrative unit.

The temporary upgrade bonus is being increased from $20 or $25 per day to 10% of salary. It ap-
plies when an Employee performs duties from a higher salary group for one or more cumulative
hours, with a minimum of $25 per shift.

We requested that the promotion be a pensionable salary, but the employer refused, citing
administrative complexities. However, since the bonus is now calculated as a percentage, it will
automatically increase at the same rate as salaries, rather than remaining a fixed amount. This
affects more than two-thirds of members who are on temporary promotions.

There is a special provision for JE/VL camera operators temporarily assigned to one or more
journalistic duties. Many have received training in creating visual narratives without narration.
When a camera operator with this training is assigned to a journalistic role, they receive a 10%
bonus for all hours worked, starting from the very first minute, regardless of the time required to
complete the task.

Creation or Filling of Temporary Upgrade Positions

It will now be easier to obtain a permanent position. An individual
who has accumulated 24 consecutive months of temporary ad-
vancement in the same job title will be hired to fill the position if it CBC/SRC
becomes vacant, thanks to two new protections: IS NOTHING
WITHOUT

If the employer assigns the individual to another need, at their us
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request, the 24-month period continues to accrue, up to a maximum of three months in total.

The 24-month period is not interrupted by several types of leave provided for in the collective
agreement, including compensatory leave, statutory holidays, vacations, special leave, leave for
judicial duties, and sick leave, excluding short- and long-term disability.

In other words, it will be much more difficult to reset the counter when a person has been on
temporary advancement for several years already.

Related Tasks

To better quide the revision of job descriptions, we defined related tasks as an extension of the
duties of a job title. Related tasks must be complementary and serve to support the execution
of the tasks specifically outlined in the job description.

Basic Filming and Editing by Journalists

The employer had the power to modify journalists’ job descriptions and force them to perform
filming and editing. We therefore negotiated to limit the scope of these tasks as much as pos-
sible while protecting technical positions.

Basic filming and editing will be included in journalistic staff job descriptions according to the
following definitions:

« Basic filming refers to production carried out with readily available and low-specialization
equipment, without requiring experience or knowledge related to the operation of advanced
technical equipment.

» Basic editing refers to a simple audio or visual editing process performed with minimal
specialized equipment, as opposed to complex editing, which requires advanced techni-
cal knowledge and incorporates in-depth work on pacing, narration, effects, and image and
sound processing.

Transitional measures, outlined in the letter of agreement, will be implemented upon signing the
collective agreement to allow journalists to perform these tasks, once they have received the
necessary training, they will be integrated into salary group 29, rather than group 26. Their sala-
ry will be established at the same level as their previous one.

The employer commits to protecting technical positions for the
duration of the agreement and therefore will not lay off any Em-
ployees simply because journalistic staff may be performing basic
filming or editing.

CBC/SRC
Furthermore, the employer must organize work in a way that reco- IS NOTHING
gnizes the complementary skills, contributions, and expertise of WITHOUT
both technical and journalistic staff. Thus, journalists will be able us
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to shoot footage and perform basic editing for their own journalistic work, but a journalist can-
not be assigned to film another journalist, for example.

According to the principle of overlapping roles, higher-level journalistic positions will be able to
perform journalistic tasks, including shooting and basic editing.

Furthermore, any journalistic staff member with more than 25 years of service will have the right
to be exempt from these tasks until their retirement.

The Workload Committee will examine any issues related to the workload resulting from these
changes.

A training and reskilling fund of $250,000 has been allocated to these transitional measures.

Article 29 (Training)
The bonus for the Employee who provides the training increases from $20 to $25.

The definition of familiarization is tightened to prevent managers from passing off training as
familiarization in order to avoid paying the bonus: “Familiarization designates a situation where
an Employee already has the qualifications and skills required for the position and has already
performed the tasks of this same position. Familiarization only requires the instructions to be
able to apply practical knowledge in a new work environment, otherwise it is training.”

Article 30 (Use of both official languages and linguistic bonus)

A new bonus of $1,200 per year has been introduced for Employees who reqularly use a lan-
guage besides one of the official languages in the course of their work. It is paid to people who,
for half or more of their week, occupy a position that requires the continuous use of French and/
or English, and another language. The bonus is paid every two weeks.

Article 32 (Abolition of position and dismissal)

If your position is abolished and you accept an equal or lower po-
sition to keep your job, from now on you benefit from priority for
two years to fill a position with the same job title that you lost, if it
is posted again. The only condition is to have at least two years of
seniority.

CBC/SRC
Article 33 (Technological Change) IS NOTHING
WITHOUT
An Employee who becomes redundant as a result of a technologi- UsS
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cal change will now receive severance pay equivalent to one and a half weeks of salary (rather
than one week) for every six months of service.

Article 34 (Jurisdiction, Subcontracting, and Outsourcing)

We will maintain our current practice regarding the maintenance or upgrading of equipment
under warranty by suppliers.

It is understood that the use of these suppliers cannot replace the work normally performed
by salaried Employees, nor result in layoffs, the elimination of positions, or a reduction in Em-
ployees’ working hours.

Service agreements must not restrict the creation of additional positions.

Article 35 (Working Hours)

Salary groups will be reviewed once the job monograph evaluation is complete.

Article 36 (Meal Break)

The allowance for a second meal during shifts exceeding 10 hours is increased from $12 to $25.

Article 37 (Daily and Weekly Rest Periods)

The right to a minimum rest period of 11 hours is now better protected. Employers must take the
necessary steps to prevent rest periods of less than 11 hours between two workdays from beco-
ming a recurring practice. A rest period of less than 11 hours may only be imposed when required.

The threshold for recognizing the 11-hour rest period is also improved. The schedule must now
include three or more days off, rather than two, for the 11-hour rest period to be considered
fulfilled.

Article 38 (lWork Schedule)

Schedule changes will now be communicated directly to Em-
ployees. When a schedule is changed no later than 24 hours be-
fore the start of the shift, the employer must notify the Employee
by email or text message. Email will be preferred, unless the Em- CBC/SRC

ployee requests another method of communication. IS NOTHING
WITHOUT
us
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Article 41 (On-Call Availability)

The basic allowance increases from $2 per hour to $2.50 per hour for administrative staff who
are available remotely outside their regular working hours to answer calls. The maximum is two
thousand (2,000) hours of on-call availability per year.

A letter of agreement provides for a pilot project where staff from the Technology and In-
frastructure component based in Montreal can also make themselves available on a voluntary
basis and receive the same allowance. The job titles concerned are:

« Chief Technician;

« Technical Coordinator, Central Control and Management Center;

« General Maintenance Technician;

« Chief Maintenance Technician;

« Advanced Maintenance Technician;

« Master Maintenance Technician;

« Systems Management Maintenance Technician.

Article 43 (Special Conditions for Ambassadors)

The maximum amount allocated for the purchase of shoes increases from $100 every two years
to $250 every three years.

The daily bonus for any assignment of at least four hours to lead workshops or labs increases
from $12 to $20.

The deadlines for an ambassador to confirm their acceptance of a shift have been extended and
aligned with those of temporary Employees.

Article 44 (Sales Representatives)

The monthly allowance to cover vehicle expenses increases from $475 to $550.

The maximum taxi or parking reimbursement allowance increases from $20 to $25.

Section 44.3(c) has been removed to prevent a sales representa-
tive who is absent from work for a full year from incurring a debt if
they received the monthly allowance as a lump sum at the begin-

ning of their absence but returned to work before the scheduled
date.

CBC/SRC
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Article 45 (Special Conditions for Correspondents)

The allowance for correspondents assigned to war zones is increased from $50 to $100 per day.

Tax Situation

The Employer also commits to summoning foreign correspondents and to address the various is-
sues related, in particular, to the management of tax matters. The Parties agree to give themsel-
ves six months, following the signing of the collective agreement, to try to find and implement
solutions to these problems, which have been raised for years.

Article 46 (Special Conditions for Part-Time Permanent Employees)

Part-time permanent Employees have priority over temporary Employees when they possess the
required qualifications and skills, provided that this does not result in overtime and that opera-
tional needs permit. The Employer must first complete the work week of the part-time Employee
with the longest tenure.

For part-time permanent Employees, life and disability insurance benefits, including short-term
disability benefits, will be prorated based on hours paid during the 52 weeks preceding the start
of the absence, excluding overtime.

Article 47 (Special Conditions for Temporary Employees)

The employer wanted to increase the number of days worked during the probationary and trial
periods for temporary Employees and to raise the minimum availability requirement. They also
wanted to impose a graduated system of penalties for failing to meet minimum availability requi-
rements: deducting 10% of accumulated days, then 25%, and finally, terminating the Employee.
These requests were ultimately withdrawn.

Peak Periods

In addition to the required availability during the holiday season,
Easter, and Spring Break, a peak period is now added during the
summer to facilitate vacation time for permanent Employees.
Temporary staff in the news department or at a regional station
(including CBC Employees) will be required to be available for the
equivalent of two full weeks of work during the last two weeks
of July and the first two weeks of August. Initially, the employer CBC/SRC
wanted maximum availability for the entire summer period, but we IS NOTHING
were able to limit it to the vacation weeks most problematic for WITHOUT
finding replacements. us
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Assignments with guaranteed hours

Assignments with quaranteed hours will provide greater stability for temporary workers. This is
modeled after the assignment system used during the last Olympic Games. An assignment with
guaranteed hours will correspond to full-time work for a specific assignment period (summer,
fall, winter, spring) with the same schedule as permanent Employees, without the possibility

of requesting time off. The employer will initially offer these assignments, based on priority, to
those with the required qualifications and skills. They will attempt to offer a choice between two
assignment options in different job titles. The employer will aim to stabilize the workforce and
the length of shifts, rather than distributing the same assignment among several people.

A path to permanent employment is being created: a temporary Employee who accepts gua-
ranteed hours for eight consecutive periods (2 years) will be offered a permanent position.

Following the guaranteed hours assignment process, the employer will offer predictable assign-
ment blocks by job title, based on the callback priority ranking on the counter. For both as-
signments with guaranteed hours and assignment blocks, Employees will now have 24 hours to
accept or decline offers.

Working in More Than One City

To help Employees complete their hours, temporary staff can now register on the callback list
for another city after completing their probationary or trial period. They can be registered in
two cities, and the employer cannot object, whereas previously this was at their discretion.
Adding a third city will remain at the employer’s discretion. Employees working at more than one
station must offer additional availability to avoid scheduling the same days in multiple cities,
unless otherwise agreed upon by the managers involved. (e.g.: an Employee can complete their
hours between Montreal and Sherbrooke)

Maintenance of Benefits and Other Rights

An Employee transitioning from permanent to temporary status will now retain their seniorituy,
continuous service, and completed service.

Weekly Rest

At the temporary Employee’s request and with their manager’s
approval, weekly days off may be granted individually.

CBC/SRC
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Permanence

Permanence will now be guaranteed after 24 months of continuous full-time work in the same
job title, but not necessarily in the same position. When a temporary Employee reaches this
threshold due to a temporary increase in workload, the employer must create a permanent
position and offer it to them. It will also be harder to re-set the 24-month counter. It will not be
interrupted if, at the employer’s request, the Employee is temporarily assigned to another need,
up to a total of three months. It will also not be interrupted during several types of leave (vaca-
tion, public holidays, compensatory leave, special leave, sick leave), excluding short- and long-
term disabilities.

A target of 25% of hours worked by temporary Employees is now established by sector rather
than overall. Each year, the National Labour Relations Committee will analyze the ratio of jours
worked by temporary Employees to total hours worked in each sector. When the ratio is not met,
the Committee will determine the measures to be implemented to correct the situation. The
data will be analyzed by job title and by administrative unit. When a new position is created as

a result of this process, permanent employment will be offered to the most senior temporary
Employee in the job title, sector, and station concerned.

After years of job insecurity, the most experienced temporary Employees will finally have a real
path to permanent employment. Those who have accumulated 1,750 days or more (6 years and 8
months) in the same city will now be reviewed four times a year for potential permanent posi-
tions if they maintain stable, full-time employment. Should they decline an initial position, ano-
ther opportunity for permanent status will be offered after 2,000 days. Currently, approximately
sixty people are affected by this measure.

Article 48 (Special Conditions for Contract Employees)
The maximum annual ratio of contract Employees is reduced from 18% to 16% of the total payroll.
If this limit is exceeded, the employer must create permanent positions and post them or termi-
nate existing contracts.

Permanent Positions for Researchers and Web Editors

Access to permanent positions will be facilitated for web editors
and researchers. The total annual hours worked by contract re-
searchers remains capped at 80% of the total regular hours wor-

ked by all researchers (contract and permanent).

The same applies to web editors. The total hours worked by contract

web editors must still represent a maximum of half of the total requ- CBC/SRC
lar hours worked by all web editors (contract and permanent). IS NOTHING
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into account the sector where the hours were actually worked and allocates positions accor-
dingly.

Since the ratio is now calculated by sector, it will be possible to create permanent positions in
areas that were previously lost within the overall payroll.

The employer has also committed to creating 17 permanent positions for editors and 10 perma-
nent positions for researchers (including 3 at CBC).

Traffic Commentators

We have secured permanent positions for traffic commentators. Temporary needs and replace-
ments can still be covered by contractors.

Contract Termination

Contract termination must now be done in writing. This avoids situations like those we’ve expe-
rienced in the past, where someone had their contract terminated verbally by a manager wit-
hout formal notice stating the reasons. The arbitrator had ruled that this verbal termination was
valid, and we lost our appeal. This will no longer be the case.

When the contract of an Employee with three years of service is terminated mid-term or is not
renewed for one of the stipulated reasons, the employer must make every effort to offer them
another contract before hiring someone from outside the organization, for a period of 12 months
following the expiry of the non-renewed contract. This process is carried out by department,

by city, and by job title. What is new is that the Employee wishing to exercise this right must
confirm it in writing and indicate to the employer the city or cities where they wish to work.

Minimum Pay

Another new requirement is that, regardless of the contract length, the Employee will be paid for
a minimum of four hours per dauy.

In the case of columnists, it was noted in the contracts that many
were not being paid for their preparation time. Preparation time
must now be specified in the contract, be compensated, and be
subject to an agreement between the employer and the Employee.
For this job title, the minimum compensation for four hours per
day cannot be less than a total of two hundred dollars ($200).

We have obtained the reclassification of columnist-researchers CBC/SRC
and commentator-interviewers to group 26 pending the comple- IS NOTHING

tion of the reviewing of job descriptions. W|THOLLJJ-S|_
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Contributors

The concept of a contributor and their compensation have also been defined. A contributor is
someone who is called upon to contribute because they possess expertise in a particular field.
The mandate given to the contributor allows them a certain autonomy regarding the topics
addressed. The contribution must be limited to their expertise, and they cannot act as a colum-
nist when acting in their capacity as a contributor.

The remuneration paid to the Employee can no longer be less than $125.

Article 49 (Special Conditions for Journalistic Staff)

The professional autonomy of journalistic staff is now clearly recognized in the collective agree-
ment. It is defined as the ability to produce information free from undue pressure, within the
framework of the Journalistic Standards. The parties also recognize the importance of collabo-
ration to protect journalistic integrity and the public interest.

A new obligation is added. Individuals covered by the Journalistic Standards must receive the
necessary training and support to apply them in their work.

Journalists also gain protection. An individual may refuse to sign an article when their editorial
or

journalistic contribution has been altered from the original intent of their work, or when the col-
laborative nature and source of the information do not justify exclusive attribution.

Furthermore, journalistic staff may now refuse to participate in promotional activities or perform
promotional tasks.

Article 51 (Annual Leave)

Until the very last week of negotiations, we maintained our demand to revise the vacation policy
to make it more competitive with the market, allowing for faster accrual of annual leave. Howe-
ver, the employer would have deducted the cost of this request from salary increases, which we
refused. Nevertheless, we succeeded in correcting the setback experienced since the imple-
mentation of Workday, which had delayed taking the additional

week of vacation by a year.

Therefore, an Employee will be entitled to 20 days of leave after
7 years of service instead of 8; 25 days after 17 years of service
instead of 18; and 30 days after 24 years instead of 25.

CBC/SRC
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Article 52 (Special Leave)

The 5-day or 3-day bereavement leave will be adjusted to reflect the new reality of medical as-
sistance in dying. When medical assistance in dying is planned, the leave begins on the day the
death is expected, rather than the day after the death.

We have also clarified that, for bereavement leave, if the funeral takes place more than 250 km
away, a minimum of one additional day of leave is granted.

Personal Leave

Personal leave is now more flexible. It is increased to 8 days of leave, including 6 paid days, for
obligations related to the health or care of a family member, the education of a child, an urgent
family situation, or to attend a citizenship ceremonu.

Two of the 6 paid days can be taken without having to provide a reason to the employer. The
Employee chooses which two days to take.

For other personal leave, the employer may request supporting documentation, but a written
statement will suffice when it is impossible to obtain or provide a document. The employer
cannot then refuse leave solely on the grounds that no supporting documentation has been
provided. The Employee also retains the right to determine what constitutes an urgent situation,
except in cases of manifestly non-urgent circumstances or obvious abuse.

In return, leave for unforeseen events and emergencies, which was previously granted arbitrarily,
is eliminated, as is leave for swearing in as a Canadian citizen.

Leave for Medical Appointments

We have secured a paid day off for medical appointments requiring travel of more than 250 km,
which will prevent Employees from having to use their leave bank to receive medical care.

Article 56 (Maternity, Adoption, Co-parental, Parental, Childcare, Caregiver,
Compassionate Care, and Other Leaves)

Progress has been made regarding the possibility of implementing
preventive leave for pregnant Employees, which is not common
practice at the federal level.

A joint committee will be established to determine measures to CBC/SRC
protect pregnant Employees when their duties or medical limita- IS NOTHING
tions related to their pregnancy pose arisk to their health or that WITHOUT
of the unborn child. us




The committee must meet within 30 days of the signing of the collective agreement. It will be
tasked with identifying best practices and preventive leave programs at the federal level.

Within twelve months of the collective agreement coming into effect, the work of the joint com-
mittee must lead to the adoption of a policy by the Employer to protect pregnant Employees.

In the meantime, the committee will be able to assess situations where a pregnant Employee
cannot perform the duties outlined in their job description and plan a reassignment. If the
manager is unable to find a suitable alternative, the Employee will be removed from work while
continuing to receive their salary until a decision is made by the members of the joint com-
mittee.

The parties also agreed to review Article 56 in light of applicable public policy legislation to bring
it into compliance no later than six months after the signing of the new collective agreement.
Article 57 (Sick Leave and Insurance)

Section 57.3 of the agreement has been amended to reflect the provisions of the Labor Code.
An Employee who has taken at least five consecutive days of sick leave must present a medical
certificate at the employer’s request. Previously, this was three days.

Article 5712 has also been amended to confirm that long-term disability benefits are calculated
based on the Employee’s base salary on the date the disability began.

Non-Elective Surgeries

The concept of disability now applies to individuals undergoing non-elective surgeries (e.q.,
laser vision correction, vasectomy, fertility treatment). For example, in the case of a planned me-
dical procedure requiring a period of convalescence, the day of the procedure can be taken as a
day off for a medical appointment, while the recovery period can be taken as sick leave.

In the past, the employer forced Employees to take vacation days, and we filed several grie-
vances to challenge this.

Article 59 (Dental Insurance)

We have made a gain for Employee benefits by reducing the cur-
rent 8-year difference in the rate guide to 6 years.

2021 Rate Guide effective January 1, 2027. CBC/SRC
2022 Rate Guide effective January 1, 2028. IS NOTHING
2023 Rate Guide effective January 1, 2029. WITHOUT
2024 Rate Guide effective January 1, 2030. us
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Article 60 (Job Evaluation Process)

The employer must now meet with the union 60 days before creating a new job description, as
well as for any job whose duties are substantially modified or for any change that may resultin a
re-evaluation based on the existing points system. The parties must discuss the content of the
new or amended job description.

In the event of a deadlock at the Joint Job Evaluation Committee, the dispute may be submitted
to the grievance and arbitration process within 45 dauys.

This represents a significant change to prevent a recurrence of the situation with outdated job
descriptions and the need to wait for another drawn-out review process, such as the one cur-
rently underway since 2018. From now on, an Employee or the union may request a re-evaluation
when their duties are substantially modified and no longer correspond to the job description,
or if the changes could lead to a re-evaluation of the job description. A written request must be
submitted to the employer.

The 90-day statute of limitations has been eliminated. The job description review process can
therefore be conducted continuously. The Joint Job Evaluation Committee, a joint union/em-
ployer committee, will now be responsible for this process on an ongoing basis.

Article 61 (Retroactivity And Salary Increases)

We obtained salary increases of 14.5% over four years. We know this is less than the mandate
entrusted to us, but we are convinced that we obtained the maximum possible through negotia-
tions. Our mobilization efforts were very helpful and allowed us to improve the offers.

We agreed to recommend the agreement in principle, since the employer made it a condition
for improving its offer by 0.5%, thus bringing the salary increases from 14% to 14.5%. You remain,
of course, entirely free to vote for or against the agreement. For our part, leaving money on the
table was out of the question. 0.5% represents $1 million.

As negotiations with the Guild are approaching and the employer is also seeking increased
federal funding, Radio-Canada did not want to grant us 6% directly in the first year. Alternative
methods had to be negotiated to achieve this.

For the first year of the agreement, from March 23, 2026, to April
4,2027: we obtained a 2.25% increase on the salary scales, plus
1.64% as compensation for what the Treasury Board could have
provided in 2025. An additional 2.11% was added to begin the
catch-up process with the Guild.

CBC/SRC
In total, the increase for the first year is 6%. We then obtained 3%, IS NOTHING
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Within 60 days of the signing of the collective agreement, the Employer will pay the retroactive
salary increases to Employees who were employed at the time the collective agreement was
signed. The 6% retroactive salary adjustment applies to base salary and variable bonuses from
March 23, 2026.

It should also be noted that the updated job descriptions, the new salary grid, and pay equity
measures will also improve salaries in the coming year.

Article 62 (General Salary Provisions)

Upon hiring, the Employer places the Employee in the salary group to which they are assigned,
taking into account their education and experience. Subsequently, salary adjustments are made
based on their years of service within that group.

Article 63 (Job Groups, Working Hours, and Salary Grid)

The work to update job descriptions has progressed rapidly in recent months. A completion date
for the process has now been set!

Regardless of the progress of the Joint Job Evaluation Committee’s work, the new salary scale
will come into effect no later than March 22, 2027. The planned salary adjustments will be re-
troactive to this date.

Should the work be completed before the date of signature of the new collective agreement,
the new salary scale will be in effect on the date of signature of the new collective agreement.

If the work of the Joint Job Evaluation Committee is completed after the signature of the new
collective agreement, but before the March 22, 2027 deadline, the Parties acknowledge that the
new salary scale will be applicable on the date agreed upon by the Parties.

Furthermore, the Parties have agreed that the new salary scale should be comparable to that
of the Guild. There will therefore be fewer salary groups, which should lead to higher salaries.
The four-year gaps for technicians, during which no salary increases were planned, will also be
eliminated.

Article 64 (Recovery Of Overpayments Or Amounts Owed)

This is a new article, created in part due to the numerous collec-
tion issues that have arisen since the implementation of Workday.

CBC/SRC
As soon as an overpayment exceeding $200 is brought to the IS NOTHING
attention of the Employer, the Employee is informed of the amount WITHOUT
to be reimbursed and receives written confirmation of the details us
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before the recovery process begins.

To establish the appropriate reimbursement terms, the individual’s specific financial situation
must be taken into account.

Information provided to the union

When, for the same reason and for the same pay period, more than 100 Employees have received
an overpayment, the Employer informs the union as soon as possible and provides its represen-
tatives with the reasons justifying the recovery of the amounts owed.

Irregularity Raised by the Employee

If an Employee has raised an irreqularity concerning their pay statement with an Employer
representative and no adjustment has been made within a reasonable timeframe, the Employer
can no longer claim an overpayment for any period following the date the irreqularity was re-
ported.

Amounts Owed to the Employee

If an Employee is owed amounts due to an error by the Employer, the Employee who files a grie-
vance will be able to recover the amounts owed that accrued during the six months preceding
the filing of their grievance. Under the current collective agreement, this period cannot go back
more than 45 days.

Article 67 (Bonuses for Coordination Assistants)

The bonus paid to TV production assistants and radio production assistants for coordination
responsibilities is now provided as a percentage of base salary, rather than a fixed amount. It is
5%, prorated to the length of the assignment. A higher amount or percentage may still be nego-
tiated when the scope of the assignment justifies it. The main benefit: the bonus will automa-
tically increase with future salary increases. Another new provision is that if coordination tasks
are added to their regular duties, without a designated coordina-

ting director, the bonus also applies.

Article 68 (Occupational Health and Safety)

Regarding local OHS committees, in addition to the committee CBC/SRC
members stipulated by the Canada Labour Code, the Union may IS NOTHING
designate one person as an observer if there is no union represen- WITHOUT
tative. us
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Article 69 (Workload Committee)

Previously, the Employer refused to allow the Workload Committee to obtain information beyond
what was provided on the Employee’s completed form to assess whether or not there was an
excessive workload.

Now, a representative from the Employer and a representative from the Union meet with the per-
son who completed the form to validate the information and supplement it if necessary. Subse-
quently, and before the Committee’s decision, any relevant information may be shared with the
Committee members.

Before the first meeting of the Workload Committee, the manager, the Employee, and represen-
tatives from both the Union and the Management Committee meet to discuss the situation and
determine, if necessary, any solutions that can be implemented until the Committee’s decision is
reached.

Filing a Grievance

A disagreement can be established when the parties have shared their main arguments, actively
sought to resolve the situation, and, despite exchanging information, cannot reach an agree-
ment.

The Union may file a grievance. The grievance is then considered a priorituy.

The workload form has also been revised. It is simpler and quicker to complete.

Article 70 (Continuous Improvement Committee on Organizational Climate)

A new joint union-employer committee is being created to take concrete action on the organi-
zational climate at Radio-Canada/CBC. This measure is all the more important given that one in
five Employees reports working in a toxic environment. The objective is to foster a healthy and
respectful work environment and to prevent situations that could affect the health and well-
being of Employees.

The committee will be able to analyze various risk factors, such as
work organization, autonomy, recognition, organizational justice,
support from managers and colleagues, and information and com-
munication. This new permanent mechanism will allow for proac-
tive measures, rather than waiting for climate issues to escalate
into conflicts or more difficult situations.

CBC/SRC
The committee will be able to make recommendations, particularly IS NOTHING
regarding measures to be implemented and monitoring mecha- WITHOUT
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experience in organizational climate analysis will support the committee in carrying out its man-
date. Their services will be at the Employer’s expense, and they may also formulate their own
recommendations on prevention and any other matter within the committee’s mandate.

This committee will meet once a month or at the latest within 15 days of a request from either
party.

Article 71 (Teleworking)

We now have a new article in the collective agreement regarding teleworking.

An Employee who has been employed for at least six months may request a teleworking agree-
ment from their manager.

When reviewing a request, the manager assesses several factors, including: the nature of the
work and its potential impact on the quantity and quality of work, the impact on other Em-
ployees, other agreements granted by the Employer for similar work, health and safety, and
other operational requirements. If the request is denied, the manager will briefly explain the
decision to the Employee by email.

The Union may request that the Employer provide the teleworking guidelines adopted by the
various departments within the organization.

Article 72 (Work Clothing Allowance)

The allocated amounts have been increased.

Reporters Assigned to Field Work

The work clothing allowance is now available to all reporters required to work in the field, re-
gardless of frequency or type of coverage. It will therefore no longer be limited to live television
reporters. Furthermore, the allowance has increased from $600 to $670 every two years.

Conditions for Technicians and Arts Employees
The annual allowance for Employees permanently assigned to the

technical equipment center, the stagecraft workshop, and mecha-
nical maintenance has increased from $420 to $470.

CBC/SRC
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Allowances

The allowance for protective clothing previously paid to technicians, based on their job title and
practice, is increasing from $420 to $470 per year.

Local health and safety committees may also identify individuals holding job titles not listed in
this article who present similar exposure risks.

Following an agreement reached by the local committee, the expanded work clothing allowance
may be implemented.

Article 73 (Driver’s License Fees)

The employer will now reimburse the driver’s license renewal fees for Employees who work 400
hours per calendar year in one or more job titles where they are required to drive Radio-Canada/
CBC vehicles. Reimbursement is not provided for fees related to motorcycle classes, demerit
points, or any other fees unrelated to license renewal.

Article 74 (Travel Allowance)

The allowance for taxi travel is increased when a person must travel to or from work at a time
when public transportation is unavailable. It is now $25 instead of $20 upon presentation of a
receipt.

Letter of Agreement No. 16 (Special Conditions For CBC North, Espaces autoch-
tones, and CBC Indigenous)

Within 60 days of the signing of the collective agreement, the Parties will establish a Joint
Working Committee to assess and propose initiatives addressing the issues raised by the Union
regarding working conditions for Employees of CBC North, Espaces autochtones, and CBC Indi-
genous.

They will, among other things, examine the following topics:
« the recruitment process (including consideration of expe-
rience other than that specified in job
« descriptions);
« access to the Employer’s offices;
« teleworking;
« housing options;

« cost of living; CBC/SRC
« training and development; IS NOTHING
« payment for cultural leave; WITHOUT
» taxation. us
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The Working Committee is composed of three representatives from the Employer and three re-
presentatives from the Union, including one Employee from an Indigenous communituy.

The Committee must submit its recommendations no later than 18 months after its first meeting.

Letter of Agreement No. 19 (Artificial Intelligence)

For the first time, the use of artificial intelligence is requlated in the collective agreement.

Principles

The employer recognizes the value of Employees’ work and that Al is a work tool that cannot
replace human judgment. It rigorously applies Journalistic Standards and Practices and ensures
that it takes the necessary measures to guarantee the protection of personal data. It must also
protect data and sources related to journalistic practice. The employer is transparent with the
public about its uses of Al. It must provide Employees who use artificial intelligence tools with
the necessary training for their safe, ethical, and effective use.

Artificial Intelligence Committee (CIA)

To facilitate knowledge sharing regarding Al projects, an Al Committee is established. The CIA
is composed of three (3) representatives of the Employer and three (3) representatives of the
union.

During the first year following the effective date of the collective agreement, the CIA will meet
ten (10) times. For subsequent years of the collective agreement, the Parties will determine the
frequency of meetings necessary to achieve the objective outlined in the preceding paragraph.

Each Party may invite a resource person after notifying the other Party. For example, the Em-
ployer may invite the person responsible for the initiative that is to be discussed on the Com-
mittee’s agenda.

The agenda will be exchanged between the Parties at least five (5) daus before the start of each
meeting.

In its discussions, to ensure the responsible use of Al, the Com-
mittee is guided by the following principles: human responsibility,
transparency, ethics, respect for copyright, security, and confi-
dentiality.

CBC/SRC
The Al Committee is mandated to receive information on Al-related IS NOTHING
projects, monitor them, assess their impact on Employees, jobs, WITHOUT
work organization, working conditions, ethical issues, and training US

28



needs, and formulate any recommendations deemed relevant.

When an Al-related project results in a significant change to the working conditions and work
organization of a substantial number of Employees, the Employer must inform the Al Committee
members sixty (60) days before the scheduled implementation date. In this case, the Employer
specifies the nature of the project, the date on which the project is implemented, the approxi-
mate number and category of Employees affected, and the likely impact of the project on the
affected Employees.

The Al Centre monitors the projects and, if necessary, provides support throughout their deve-
lopment, implementation, and use.

If necessary, the Al Centre may suggest improvements to the various Al projects.

The Al Centre ensures that Employees who will be using Al receive the appropriate training.

Job Protection

The Employer agrees not to dismiss any Employee as a result of a project involving Al, for the
duration of the collective agreement.
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