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IN THE MATTER OF COLLECTIVE BARGAINING FOR A RENEWAL AGREEMENT,
APRIL 1, 2024 - MARCH 31, 2027

MEMORANDUM OF SETTLEMENT
BETWEEN:

Canadian Broadcasting Corporation
(IICBCII)

-and -
The Canadian Media Guild
("CMG")
(Collectively the "Parties")

WHEREAS THE CBC AND CMG have worked collaboratively in order to renew their collective
agreement, which expires on March 31, 2024;

NOW THEREFORE the undersigned representatives of the CBC and the CMG unanimously
and irrevocably agree to recommend to their respective principals the terms of a renewal
collective agreement for ratification, as outlined below:

{1 The revised collective agreement shall be effective from April 1, 2024 to March 31, 2027,

(2} The revised collective agreement shall include the provisions of the previous collective
agreement which will expire March 31, 2024, as well as all items agreed between the Parties
since negotiations commenced on October 16, 2023 as follows and as attached hereto:

- MOA dated December 6, 2023 re: Harassment, Violence, and Workplace Conflict

- MOA dated December 6, 2023 re: Telework

- MOA dated December 7, 2023 re: Dispute Resolution

- MOA dated January 17, 2024 re: Equity, Diversity and Inclusion

- MOA dated January 19, 2024 re: Additional Remuneration (Article 53.6)

- MOA dated February 1, 2024 re: Freelancers

- MOA dated February 5, 2024 re: Technology & Infrastructure

- MOA dated February 7, 2024 re: Appendices and Letters of Agreement

- MOA dated February 7, 2024 re: Temporary Employees

- MOA dated February 8, 2024 re: Process Madernization

- MOA dated February 23, 2024 re: MOA’s on Auxiliary Agreements




(3) The following adjustments to base salary have been negotiated in accordance with a
wage reopener that was triggered pursuant to the Memorandum of Agreement dated February
15, 2019:

e FEffective April 1, 2022: Additional 2.0%

e Effective April 1, 2023: Additional 2.0%

The following adjustments reflect increases to base salary according to the foilowing schedule:
e Effective April 8, 2024: 2.0% ,
e Effective March 24, 2025: 1.5% (subject to a reopener on base salary in the event that
the Treasury Board funding rate is greater than 1.5%)
e Effective April 6, 2026: 1.5% (subject to a reopener on base salary in the event that the
Treasury Board funding rate is greater than 1.5%)

Active employees as of April 1, 2024 will be eligible for salary retroactivity. Employees who are
no longer employed by the Corporation (including resignations, retirements, etc.) as of April 1,
2024 will not be eligible for salary retroactivity or salary increases.

4) The following provisions apply to freelancers:

Freelance Contributors:

(a) With respect to the 2022-23 and 23-24 retroactive adjustments pursuant to the wage
reopener in the Memorandum of Settlement dated Feb 15, 2019, retroactivity will be paid to
Freelance Contributors who were paid minimum rates during those fiscal years.

(b) With respect to negotiated increases for the term of this collective agreement, minimum
rates will be adjusted in accordance with the schedule described in paragraph 3 above for
Freelance Contributors, except for Syndication, Text Contribution and Technical Freelancers. In
the event of a wage reopener in 2025-26 and/or 2026-27, these rates will aiso be adjusted
accordingly.

Technical Freelancers:
The Technical Freelancer rate shall be amended from $280 to $400.
For all other categories, status quo prevails.

(5) The parties have executed an MOA dated February 24, 2024 re: Artificial Intelligence,
not to be attached to the collective agreement.

(8) Amend the taxi and parking rates in Article 43.10 as follows:
e increase taxi rate from $20.00 to $25.00
e Increase parking rate from $7.00 to $10.00




(7) Add Article 58.2.4 as follows:
The Corporation agrees to abide by the rest period provisions of the Canada Labour
Code.

(8) Add the following as Article 10.5:
Article 10 stays in effect until a Pay Equity Committee including at least one CMG
bargaining unit member is established under the federal Pay Equity Act.

(9 Amend Article 23 (Union Leave) of the CBC/CMG collective agreement as follows:

23.1 Employees, with the exception of employees covered in Article 24 (Leave of Absence for
Union Work), shall be granted leave without pay to attend executive committee meetings, fabour
conventions, and other legitimate Union activities. A request for such leave shall be received in
writing or electronically by the appropriate Corporation representative. The union will make
the request at least twelve (12) business days in advance, unless stch time limit is mutually
waived by the Parties. In situations where urgent union leave is required, the request will
be marked as priority by the CMG office, and management will not unreasonably deny it
based on not meeting the twelve (12) day notice. For any union request for thirty (30)
members and above for one event, including labour conventions, the Union shall make
the request at least forty-five (45) calendar days in advance. The Corporation reserves the
right to limit the number of employees granted such leave in order to meet its operational
requirements. Such leave will not be unreasonably withheld and will take into account
when committees need to reschedule meetings by mutual consent. A response to the
requests will be given as soon as practicable.

Note: National Convention, Presidents Council, and National Committees requests for
leave due to emergency replacements shall be given no later than ten (10) business days
in advance.

23.2 The Corporation shall release, without loss of regular pay or leave credit,
Union representatives to atfend negotiations, grievance meetings, and other national joint
committee meetings established under the Collective Agreement. The Corporation will release
up to: |

e seven (7) employees for negotiations

s five (5) employees for grievance committee meetings consistent with Article 16 (Dispute

Resolution and Grievance Procedure )
o five (5) employees for workforce adjustment committee meetings.

The number of employees released to attend other national joint committee meetings will be by
mutual agreement, unless the number is determined by the Collective Agreement.

23.3 The release notice for negotiations and a national joint committee meeting shall be
submitted to the appropriate Corporation representative at least ten (10) business days in




advance, unless otherwise mutually agreed. A request for release for negotiations, Dispute
Resolution or other local meetings, and national joint committee meetings will, where
possible, be submitted by the Union at the time the meeting is scheduled.

(10) Amend Article 27.5.11 (Temporary Employees) of the collective agreement as follows:

Temporary employees who work fifty percent (50%) of their straight full-time hours or more
per week in any position for thirteen (13) consecutive weeks will:

a. Subject to any restrictions contained in various benefit plans, the Collective Agreement
or legislation, enjoy the benefit plans related fo this Colfective Agreement. Benefits wilf
commence no fater than four (4) weeks following the qualification period and will be
active for two (2) bi-weekly pay periods. Employees will be notified in writing when
benefits will commence. Salary-based benefits will be based on a fixed amount;

b. Benefits will continue as long as the employee works fifty percent (50%) or more of their
straight full-time hours, # over the prior two (2) pay periods, provided that time cards
are submitted on time. In the event that time cards are submitted late resulting in loss of
benefits eligibility in the following pay period, benefits eligibility will be reinstated
provided that the time cards are submitted no later than the next two (2) pay periods.
The appropriate pay revisions would be applied.

c. Not be required to re-qualify for the benefits plans if they are reengaged in a CMG
position within a thirteen (13) week period following their previous engagement, subject
to the provisions of the plan. For clarity, any CMG employee with benefits will not need
to re-qualify if they are engaged within the foflowing thirteen (13) weeks provided they
work a minimum of fifty percent (50%) of their straight full-fime hours over the next two
(2) bi-weekly pay periods upon their return. Benefits will continue thereafter for two (2)
bi-weekly pay periods in which they have worked a minimum of fifty percent (50%) of
their straight full-time hours in over the prior two (2) pay periods. Paid and unpaid
authorized absences and statutory holidays will be included in the hours required for
qualification and maintaining benefits;

d. Since these employees will be deemed to have continuous service of thirteen (13)
weeks for benefits purposes, the STD entitlement is ten (10) days at 100% and
seventy-five (75) days at 66 2/3%, at the salary of the last position occupied by the
employee before proceeding on sick leave during the period they had been assigned to
WorK.

e. Employees who do not qualify for benefits will receive an amount equal to
twelve-and-a-half percent (12.5%) of their salary in accordance with Article 27.5.9.
Employees who qualify for benefits will receive an amount in fieu of pension equivalent
fo the Corporation’s current service cost contributions to the pension plan.

All authorized absences (paid or unpaid) will be included as part of the qualification period
except that, in the initial 13-week qualification period, Annual Leave will only be included as part




of the qualification if it has been applied for and authorized prior to the commencement of the
qualification period.

(11)
(12)
(13)

(14)

Replace “$25” with “$30” in Article 82.5.
Replace “home telephone numbers” with “personal phone numbers” in Article 20.4.
Replace Addrem spelling with adrem throughout the collective agreement.

The parties have agreed to the following Action ltems:
(a) Dispute Resolution:
(i) A joint email sent out via CBC HR Directors to line managers on new
grievance procedure. CMG agrees to post joint message regarding the
grievance procedure on CMG.ca;

(i}  Ajointly developed flowchart of grievance process, inciuding entry point of

any type of dispute.

(i)  Collective agreement language change - “Canadians” changed to “People
living in Canada”, where applicable
(i)  Collective agreement language change - “Visible Minorities” changed to
“Racialized People”, where applicable
(i)  Collective agreement language change - “Personnes handicapées”
changed to "Personnes en situation de handicap”, where applicable
(iv)  Collective agreement language change - “he/she, him/her, she/he,
her/him, his/hers, hers/his” changed to “they/them, theirftheirs”, where
applicable.
(v)  Add a space to create a new paragraph at the end of Articles 1.1
(vi)  The Corporation shall explore converting the Employee Self-ldentification
Form into more plain language text
(vii)  Simple, updated post about Blanket Exercise on iO
(viii)  Local Joint Committee discussions to be considered with an EDI lens

(c) Temporary Employees:
(i)  Input contract conversion language (27.6.3) within the standard contract

template
(i)  Establish the National Joint Temporary Commitiee

(d) Disability Management:
(il  Communication roll out for education and awareness for employees,

managers, Human Resource Business Partners and union
representatives, as applicable, on the following topics:




(i)

(1) Cover page for the Medical Absence Report (MAR) including
infarmation on steps to follow when ill, what the employee and
doctor will need to complete in the MAR, reminder about
confidentiality of medical information, reminder about services of
third party administrator, and that an intake call will be part of all
sick leave requests. Once complete, the cover page will be
available in English, French, and Inuktitut.

{2) Create documentation and videos that inciude step-by-step guides
to support employees through the process.

(3) On the Sick Leave process page on iO, translate this page to
Inuktitut and include a link to the Virtual health care provider
(“Maple”). Include information about Maple in Disability
Management (DM) communications and explain how Maple can
be helpful for certain absences.

(4) Include finks to weli-being offerings in DM communications.

(5) Review the "9 day letter” template from HR/Managers to
employees to ensure consistency and plain fanguage.

{6) Provide managers with templates on what to communicate to
employees when they go on sick leave.

(7) Ensure communications are clear on eligibility for
CBC/Radio-Canada sick leave vs other types of leave (ie: Canada
Labour Code (CLC) leave).

(8) Educational/awareness material will be shared with CMG, with the
aim of making it available to CMG employees on the union's
website.

Education and awareness for new third party DM provider and its case
managers, on the following topics:

(1) Awareness of mental health impacts on employees when on
disability.

(2) Awareness of clauses in the collective agreement applicable to
DM, and the involvement of union representatives, as required
and upon employee consent.

These DM action items will be completed by December 31, 2024. If this
deadline cannot be met, the parties will meet {o discuss and agree
another date.

(e) Miscellaneous/Housekeeping

(i)

The CMG will complete a survey of small locations with no management
by September 2024 in order to determine any gaps in the following
categories: ‘

-Infrastructure — Maintenance/Health and Safety




-Support — List of support contacts specific to the location
-Predictable schedule of management site visits

The CMG will provide the resulis {0 local and regional joint commitiees to
resolve any issues arising from the survey.

(i)  Delete LOA entitled “Indigenous Employee Wellness” (redundant)

The Parties indicate agreement with this Memorandum of Agreement and have signed this
Agreement in Toranto on this 24th day of February, 2024.

SIGNED AT PORT CREDIT, ONTARIO THIS 24th DAY OF FEBRUARY, 2024

m —7 7
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Memorandum of Agreement

Between:
Canadian Broadcasting Corporation
("CBC")
-and-

The Canadian Media Guild

("CMG")
(Collectively the "Parties")

The Parties have discussed the following collective agreement language regarding Harassment,
Violence, and Workplace Conflict:

Article 7 Harassment and Violence
Article 8 Workplace Conflict Respeetinthe-Werkplace
Article 11 Discipline

The Parties have agreed to the collective agreement revisions attached hereto as Appendix "A".

The Parties agree that nothing is agreed until everything is agreed, therefore this MOA is an
agreement in principle only.

Signed at Port Credit, Ontario
December 6, 2023

For the CBC: For the CMG:

T

Mediator:
\;/
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7 HARASSMENT AND VIOLENCE

7.1
The Parties recognize the right of employees to work in an environment free of harassment and
violence,

7.2
Harassment and wolence will have the same meaning as defined in the Canada Labour Code
Raian-bume Aekand as applied in the context of the Canadian Human Rights
aoe-abem-Gode. For clarity, Hharassment and violence means any action,
conduct or comment, including of a sexual nature, that can reasonably be expected to
cause offence, humlllatlon or other physwal or psychological injury or illness to an

For clarification, sexual harassment means any conduct, comment, gesture or contact of a
sexual nature:

a. that is likely to cause offence or humiliation to any individual,

b. that might, on reasonable grounds, be perceived by that individual as placing a
condition of a sexual nature on employment or on any opportunity for training or
promotion.

Sexual harassment is generally comprised of objectionable and offensive behaviour which may
occur once or repeatedly. Unwelcome sexual advances, requests for sexual favours, and other
verbal, pictorial or physical conduct of a sexual nature constitute sexual harassment.

It is a discriminatory practice, in matters related to employment, to harass an individual on any
of the prohibited grounds of discrimination: race, national or ethnic origin, colour, religion, age,
sex, sexual orientation, gender identity or expression, marital status, family status, genetic
characteristics, disability, or conviction for an offence for which a pardon has been granted or in
respect of which a record suspension has been ordered It mcludes any comment or conduot

chlldblrth and pregnhancy is covered under the category Sex.

7.3
The normal exercise of management rights, in particular the right to assign tasks and the right to
reprimand or impose discipline under the terms of this Agreement, is ase-not defined as

harassment.
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An employee alleging harassment and/or violence aadieryislensein the workplace, as
described above, has the right, after informing theiriiss wisor-er manager, to be
assigned other suitable work, if available, until an investigation has been completed
oRderalen:

7.5
When a complaint is filed alleging harassment and/for violence, the Corporation will

rmediately-nvestigate-expeditiously address-e-reseive the issue and to protect the rights
and well-being of all the parties involved. The complaint will be dealt with in accordance with the
Corporation's Policy on Harassment and Violence (currently SEC-4 Prevention of Workplace
Harassment and Violence), which will be deemed amended in the event of a substantive

ot s TR NP WGP TORT S T=NR L S P LR T | R ) Ty

7.6

(a) The principal party, as defined by the federal Work Place Harassment and Violence
Regulations, may choose one of the following options:

(E) a negotiated resolution (which may include, but is not limited to,
facilitated conversations); or

(ii) a conciliation (i.e., formal mediation); or

(iii) an investigation, in which case the Corporation will assign a
qualified investigator, as defined in the Regulations, from the jointly
developed list of investigators. At any point during the investigation,
the principal party may elect to pause or end the investigation and
proceed by way of option (i) or (ii).

If a resolution is either negotiated or reached through conciliation, the terms of any
resulting agreement will be kept confidential, except in order to implement it, and will not
be placed in the employee file. The principal party and the responding party will confirm
in writing that the process is completed and that they are satisfied with the resolution.

7.7

if the allegations of harassment and/or violence are substantiated, the investigator’s
recommendations will be reviewed at the local workplace health and safety committee,
and any jointly agreed recommendations will be implemented. Furthermore, the
Corporation may also take corrective or disciplinary measures.

7.8

No employee risks reprisals as a result of filing a complaint in good faith, or being a party to the
investigation of a complaint. In cases where it is determined that a malicious complaint was
filed, Human Resources representatives will make recommendations for remedial action,
which could include various forms of apology or the full range of disciplinary action.



7.9
Each employee will be advised of their kas-the-right to have a Union representative as their

support person present throughout this process.







8 WORKPLACE CONFLICT RESPECT4N-FHEWE

8.1

The Corporation and the Union recognize the dignity and worth of every individua! and are
committed to a climate of understanding and mutual respect in the workplace. The Parties
agree that the best workplace conflict resolutions are achieved early, informally, and with
the full participation of those involved, insofar as the nature of those conflicts may make
that possible.

8.2

This Article does not apply to allegations of harassment and/or violence, which will be
dealt with in accordance with Article 7. This article addresses the process with respect to
potential violations of CBC’s Code of Conduct.

8.3

The Parties agree that they will not tolerate, ignore or condone-pullying: improper comments,
conduct, actions or gestures directed towards a specific individual that would be reasonably
considered to create conflict in the workplace an-intimidating=humiliating-hestile-er-offensive-

TIg S VR

Improper comments, conduct, actions or gestures:

ab. must not be a trivial occurrence that could reasonably be expected to take place in a work
environment; and

be. do not include the good faith exercise of supervisory or management duties or
responsibilities and/or do not serve any other legitimate workplace purpose,

eenfidenee:
8.4 Each employee will be advised of their has-the-right to have a Union representative
present throughout this process.

8.5 The following options are available to employees to address workplace conflict:




(1) Where possible, an employee who believes this Article is being violated shouid attempt
to resolve the matter by discussing objectionable behaviour with the alleged offender
and making it clear that the behaviour is unwelcome.

(2) If the matter preblem is not resolved as a result of this discussion, or if the employee is
not comfortable ralsmg it wnth the alleged offender, they are encouraged to e

the|r hl%ep |mmed|ate manager as soon as possible-afterthe-alleget-vielntients:
matterresee relates to the immediate manager’s behaviour -bek
meaieie-manager, it should be discussed by the employee
maﬁewwnh the next higher level of management.
(3) The manager: and/or a representatwe of Human Resources, together with the
employee-and-a-representative-ef-Fuman-Rese s, will then develop a plan of action
i ~BRa-reseive-the-isere-in as timely-a
i Thls could lnclude a facilitated

conversation and/or medlatlon

8 6 Medlatron

The Human Resources representative is empowered to work with the=parties in confllct te-the-
eewlem@-to effect a mediated resolution at any time, if the parties involved eemplainantangs
fe-00 mea-erare agreeable4e-mediatien. If an agreement is reached, its terms
will be kept confidential, except in order to implement it, and will not be placed in the
employee file. The parties will confirm in wrltmg that the process is completed and that
they are sat|sfled with the resolutlon Hetha AR e ER S FRRFeaERtEk et mlmm .
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8.8-49-7 Remedlal Action

SIHISR=F0=3AR

coachmg ewﬁeeﬁmg for either or both of the partles adjustments to the work environment,
various forms of apology, transfer of the person complained of if improper conduct has been
found to have occurred, or the full range of disciplinary action under the terms of this Collective
Agreement, TAkthe reqeie st-efthe-complainants=hefshe may also request to be transferred to a
different department or location,

—




Management, in exercising its responsibilities, may choose to vary the recommended remedial
action for legitimate reasons. This is acceptabie provided the desired result can be achieved.

In cases where it is determined that an-unfeunded-er malicious complaint was filed, Human
Resources representatives will make recommendations for remedial action. This Remedia}
aetior could include various forms of apology or the full range of disciplinary action.

8.98

Nothing herein precludes the Corporation from investigating an alleged breach of the
Code of Conduct in accordance with Article 11 and determining the appropriate remedial
action, if any.



11 DISCIPLINE

11.1

The Parties agree that the purpose of discipline is correction. Its primary purpose is to ensure
employees perform their duties in a manner that does not interfere with the Corporation's right to
conduct its business or rights of other employees. It is agreed the Parties will deal promptly with
matters of discipline. :

11.1.1 _

Discipline Is any action taken by the Corporation concerning an employee's work or conduct,
which may be detrimental fo the employee's position within the Corporation. Disciplinary
measures taken against employees shall be for just and sufficient cause. It is understood that all
measures of discipline will be contained in the employee's Status and Pay file.

11.2

The following outlines the process that must be followed when the Corporation decides to
investigate a matter which may result in discipline. diseipline-is-te-be-irmpeosed:

11.2.1

Prior to any discipline being imposed, the employee will be given notice in writing to attend a
meeting. The Union shall be provided with a copy of the notice in advance. This notice will
contain the subject matter to be discussed at the meeting and the employee shall be advised of
their histher right to have a Union representative from the location attend. The unavailability of a
Union representative wil! not delay the meeting for more than five (5) business days from the
date of notification to the employee. A Union representative may attend any discipline
hearing/meeting at their location.

11.2.2
At the meeting there shall be a full discussion between the employee, the employee's supervisor
and/or other designated management representative and the Union representative.

11.2.3

Following this meeting, any disciplinary action that is taken shall be communicated to the
employee in writing, outlining all the pertinent details and reason(s) for imposing discipline. Such
written notice must be sent fo the employee within twenty (20) business days of the discussion.
A copy will be sent to the local Union representative.

11.2.4

If the twenty (20) day time limit referenced above cannot be met, it may be extended by a
further ten (10) days provided the employee and the national office of the Union have been

notified in writing of the reason for the delay and exiension.




11.2.5 ‘
If this procedure is not followed, such discipline shall not become part of the employee’s record
or be used against them himfher at any time.

11.2.665¢0)

When any discipline is found to be unjustified, all documents related to the imposition of
discipline and action taken shall be removed from the employee's record and destroyed.
Furthermore, any and all records of the unjustified discipline shall not be used against the
employee at any future time. :

1.3

Management reserves the right to remove employees from the workplace with pay, pending a
final decision, for serious misconduct or i the presence of the employee will cause or continue a
disruption in the workplace. Such action shall not be considered discipline.

1.4
In cases of harassment and violence, the Corporation's Policy on Harassment and Violence
will be followed except when the incident is so serious that discipline would be an appropriate
response. Under the Corporation's Harassment and Violence Policy, discipline, if warranted,

will not occur until an investigation and subsequent recommendations are complete. ~emif

SHBWCR R G-beRIe B R e Comniiee-las-describeadnetiamarammamod Yadiayia.
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11.5

There shall be no dismissal of permanent/continuing employees who have completed their
probationary period except for just and sufficient cause. The Corporation shall notify the Union
of all dismissals. This notice shall include the reasons for the employee's dismissal,

11.6
No dismissal of an employee, except in the case of gross misconduct, shall take place unitil the
procedures outlined in this Article have been followed.

11.7

In addition to the employee's rights under the Grievance Procedure, the employee has the right
to reply in writing to any discipline imposed. The employee's reply, if received within twenty (20)
business days after they he/she haves been given notice of such discipline, shall become part
of theirkisther record.

11.8
All documents referring to discipline shall be remaved from the employee’s Status and Pay file
when the employee has completed two (2) years with no further infractions.

11.8.1



ar Status and Pay file or other files

Upon written request, an employee may review theirkisis
of a supervisor or designate.

consistent with Federal Privacy Legislation in the presence







Memorandum of Agreement

Between:
Canadian Broadcasting Corporation
' ("CBC")
-and-

The Canadian Media Guild
("CMG")

(Collectively the "Parties")

The Parties have discussed the following collective agreement language regarding Telework:
Article 16.9 Telework Dispute Resolution Process

Article 36.2 Posting of Vacancies

Article 62.1 Alternative Work Arrangements

Article 62.4 Telework Woerk-at-Home

The Parties have agreed to the collective agreement revisions attached hereto as Appendix "A".

The Parties agree that nothing is agreed until everything is agreed, therefore this MOA is an
agreement in principle only.

Signed at Port Credit, Ontario
December 6, 2023

For the CBC: For the CMG:




16.9 Telework Dispute Resolution Process

From time to time, disputes may arise when Telework requests under Article 62.4 are
denied.

Where an employee or group of employees asserts that the Corporation, in denying their
Telework request, exercised its discretion in a manner that is inconsistent with the
provisions of the collective agreement andfor the Corporation’s policies and guidelines
on teleworking, the employee(s) will meet with their manager and, if they wish, a union
representative, within three (3) business days of the denial. Every effort will be made to
resolve the dispute locally.

If the matter remains unresolved, the employee(s) may initiate the Telework Dispute
Resolution Process by providing notice of the dispute, in writing, to:

e their manager;
¢ a local human resources representative; and,
e a national union representative

within five (5) business days of the meeting described above.

Telework Appeal Panel

If there is no resolution at the local level within fifteen (15) business days of the
employee(s) filing the written dispute, the national union representative will refer the
dispute to a three-person Telework Appeal Panel (the “Panel”) composed of:

¢ a Union Staff Representative;
¢ a representative determined by the Corporation; and,
e a third-party neutral agreed to by the Corporation and the Union.

The members of the Panel will be different from those who directly handled the file at
earlier stages of the process. The Panel will convene within twenty (20} business days of
the referral to the Panel unless otherwise agreed.

The employee(s), and the mahager who denied the employee’s Telework request, will
provide brief written submissions regarding relevant facts, which shall not exceed one
(1) page. All other aspects of the process will be determined by the Panel.

The Panel’s scope is limited to deciding, based on the information before it, whether the
Telework denial is inconsistent with the provisions of the collective agreement. lts
decision, with brief written reasons, will be delivered to the manager and the employee(s)
within fifteen (15) business days of the hearing unless otherwise agreed. The Panel’s
decision shall be final and binding and will have no precedential value.

If the Panel upholds the Telework denial, the dispute will be closed. No recourse to the
grievance procedure nor arbitration is available and the Panel’s decision shall not be
subject to judicial review.

If the Panel overturns the Telework denial, the Panel will render a full decision and direct
CBC/RC on the remedy after hearing submissions from the Employer and the
employee(s). Its decision, with brief written reasons, will be delivered to the manager and

‘/@
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the employee(s) within fifteen (15) business days of the hearing unless otherwise agreed.
Its decision will be final and binding and be without precedential value.

In certain cases, the Panel may decide that a hearing is not appropriate and the issues
raised in the dispute are such that the matter would be appropriately dealt with at
arbitration, in which case the dispute may be directly referred to arbitration by either
party following notice to the employee(s) and their next level manager.
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36.2

All job postings will contain the following information: the Statement of Qualifications
(Appendix XXE), classification, status of employment, salary band, location, affiliation,
expiry date, whether the assignment may be telework-eligible at the time of the
posting, and whether future mobility may be required as a condition of employment.




62 ALTERNATE WORK ARRANGEMENTS
Alternate Work Arrangements

62.1

The Parties recognize the intent of Alternate Work Arrangements is to improve work-life balance
for employees. Alternate Work Arrangements may etse be of benefit to the Corporation.
Furthermore, Alternate Work Arrangements can be a useful tool to increase the diversity
of the Corporation's workforce by supporting a culture of inclusion. The Parties agree
employees should have access to a variety of Alternate Wiwork Arrangements=; however, no
employee will be obliged to accept such an arrangement (except where there is a compressed
work week and a majority of the affecied employees have agreed to the compressed work week
arrangement).

62.1.1

Requests for Alternate Work Arrangements can be initiated in writing by either the employee or
by management. The Corporation will make serious efforts to accommodate an employee's
request for an Alternate Work Arrangement, considering each request on a case-by-case
basis. Final approval of such arrangements is subject to operatlona[ fequwements and the
Corporation's discretion. If denied, the s employee whese eabie-demieds and the Union
will receive the reasons fes § in writing.

2T Pakathe

62.1.2

All details of an Alternate Work Arrangement will be committed to in writing and signed by the
employee and employer prior to the commencement of the Alternate Work Arrangement, Those
details will include start and end dates of the arrangement and the employee’s corporate
email address.

If the cancellation or significant modification of an Alternate Work Arrangement is
contemplated by either a manager or an employee, they must first discuss the situation.
Canceliation or modifications of such arrangements will be subject to operational
requirements, However, serious efforts will be made to maintain the Alternate Work
Arrangement prior to notice of canceliation being provided.

Canceliation of an Alternate Work Arrangement may occur with a minimum of sixty (60) days'
written notice from either the employer or the employee {(or a majority of the employees where
there is a compressed work week schedule for a group of employees) except where other\lee
specified in this Article.

The Union must be notified in writing of all Alternate Work Arrangements and any canceliations
or significant modifications of such agreements, including applicable reasons,




62.1.3

It is understood that any Alternate Work Arrangement agreed to by an employes and their
misier manager will only be applicable to the employee's assignment at the time the
arrangement is approved. Such arrangements are not automatically transferable in the event
the employee changes their hiefaer assignments; however, a continuation may be discussed.

It is also understood any Alternate Work Arrangement should avoid incurring extra cost or
penalties to the Corporation. It is further understood that there shall be no pyramiding of any
premiums or benefits to any employee under such an arrangement,

62.1.4
All provisions of the Collective Agreement apply to employees with Alternate Work
Arrangements except where otherwise set out in this Article.

62.1.5
Alternate Work Arrangements may include any of the following:



ome Telework

62.4

An employee may work from a location other than a CBC station or bureau, including at
home either at the request of the employee or the Corporation in accordance with the
Corporate Policy and related guidelines on teleworking, as they may be amended from
time to time.

62.4.1

ieat-heme= Such a telework arrangement may consist of either full-time telework at-heme
ora comblnatlon of felework at-heme and work in the employee's reporting location.

62.4.2

With approval, employees may be permitted to work from home or remotely, without a
formal teleworking agreement, on an occasional, ad hoc basis, while providing notice
appropriate to the circumstances.

62.4.32

Where an employee teleworkshe-werlcat-heme-arrangementis at the Corporation’s request,
the Corporatlon shall provide equment and services necessary for the employee to perform
telework-at-heme. The employee shall exercise reasonable care in the security of such
equipment. The Corparation will be responsible for the insurance of such equipment.

— R-2e80 ting-the-empleyee: Such an arrangement shall not result in any
addltional expenses to the Corporation.

62.4.43

Where the Corporation requests a teleworkwerleat-heme arrangement, the employee will be

prowded with a monthiy allowance to compensate for expenses related to that arrangement
redng-a-heme. Such allowance will be reviewed after an initial three (3) month period to

ensure it is approprtate.

62.4.54

The Corporation shali provide=e the Union individual telework e-eepy-clany-werk-at-home
agreements, which mcludefﬁg the phone number and corporate e-mail address of the
teleworking employee-werking-at-home, and the number of days per week/month to be
teleworked.




62.4.6 &

Employees with a telework agreement at the request of the Corporation shall be granted
travel time with pay to attend in-person Union membership meeiings or ratification votes in their
reporting location when such activities are scheduled during their shift. This will not result In
overtime,

A able-ereunds-to-reguesi-an-erd-ta-the= A telework agreement
mgement=wit: may be ended W|th less than the minirum-sixty (60) day

eaﬁeeﬂeﬁeﬁ notice peﬂod pursuant to Article 62.1.2, as long as the employee and thelr

manager mutua!ly agree in wrltlng, subject to review by the Union, the-Gerpers ks

62.4.8
Empioyees with telework agreements may be required to be present at their reporting

location for:
a. Last-minute changes such as emergencies, breaking news, and critical staffing
levels affecting business continuity;
b. Planned events and programming, such as elections, special broadcasts, and
planned maintenance with sufficient notice;
¢. In-person meetings, with sufficient notice; and,
d. in-person training, with sufficient notice.

62,49
once a year.

=will be reviewed at least

62.4.10 #
Any employee with a telework agreement wetles

by BN o T T S N wi" be deemed to be
working from the location to which they@mp!wee reporte

624118
Employees shall have the right toef Union assistance in negotiating the terms and conditions of
any teleworkwerneat-home agreement.

62.4.12

The Corporation will share with the National Union in a timely manner any new or
updated telework Policy and guidelines, whether at a corporate, departmental or other
level.

62.4.13

Any disputes relating to telework will follow the dispute resolution process outlined in

Article 16.9,



62.4.14

Implementation of telework must take into account specific local, regional, and
departmental needs of each CBC/Radio-Canada workplace, and must ensure that the
Corporation maintains a presence and visibility within each community it serves,







Memorandum of Agreement
Between:

Canadian Broadcasting Corporation/Radio-Canada
(IICBCI!)

=and-

Canadian Media Guild
(IICMGII)

(Collectively the "Parties")
The Parties have discussed the following coilective agreement language regarding dispute
resolution:
Article 16 Dispuie Resolution and Grievance Procedure
Article 25 Labour Relations Education

The Parties have agreed to the coliective agreement revisions attached hereto as Appendix "A".

The Parties agree that nothing is agreed until everything is agreed, therefore this MOA is an
agreement in principle only.

Signed at Port Credit, Ontario, December 7, 2023

For the CBC: For the CMG:

‘(‘...t’j\./

Mediator:

i}/}j/ igwf’ﬂ/




APPENDIX “A”



UNION / MANAGEMENT RELATIONS
16 DISPUTE RESOLUTION AND GRIEVANCE PROCEDURE
16.1 Purpose

The purpose of the Dispute Resolution and Grievance Procedure is to ensure that disputes
arising out of the application, interpretation or alleged violation of this Agreement are dealt with

in a timely ea-ergerly and expeditious manner.

The Parties' common goal is the promotion of local and early dispuie resolution, mutual respect
in the workplace and good labour relations. To accomplish this, the Parties agree to give prompt
and serious attention to disputes and to explore innovative solutions to resolve disputes prior fo
grievances being filed and at any point thereafter.

The Parties further agree that it is in their mutual interest to settle grievances at the local level,
as early and as quickly as possible, seeking out creative and culturally appropriate
solutions whenever possible.

The Parties agree not to use technical arguments to impede the resolution process.
[Language regarding Grievance Procedure Arbitrator has been moved to Arf. 16.8]
16.2 Complaint Stage: Local and Early Resolution

Employees are encouraged to speak to their immediate manager to resolve disputes as
quickly and amicably as possible.

If an employee or a group of employees has a complaint arising out of the application,
interpretation or alleged viclation of the Collective Agreement, the employee or group of
employees must, before flhng a gnevance discuss the complaint with the e

.é‘—.. LA oY W S
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At-the-request-af-either-Rarty:- If a further meeting is required, or if the employee cannot
resolve the dispute amicably with their immediate manager, then a Union representative
will schedule the meeting with Human Resources and declare that it is a 16.2 meeting.
This Union representative will attend any further discussions with respect to this
complaint, which may may-be-in-altendanse-at-sueh-g-discussion-er-diseussions=Apy-staeh-
complaint-may-be subject to consideration and adjustment. as-previded-in-this-Article-an-the-
B@&eﬁe@e%@mﬁdﬂ@ﬂme ce=-RProcedures=\Vithere-the-eomplaint-conversation-tosle-place:
superviser-ofthe-employee(s)-and-was-net-reselved-the-empleyee{si-must-discuss-the-
@emﬁ@ﬁwm%e%mmge@beﬁe%hﬁmﬁ%ﬁe@

This complaint must be brought to the attention of the-superviser/manager within twenty (20)
business days of the event giving rise to the complaint or the knowledge thereof.




The supervisermanager and the employee(s) shall make a sincere and genuine effort fo resolve
the complaint prior to a grievance being filed. Unless otherwise agreed, the Partles have twenty
(20) business days, from the date of the 16.2 declaration date -the-complaint-islodged

resoive it. If no resolution is achieved, Human Resources the-supervisermanag

communicate their decision to the employee and the local Union, in writing, within the
above-noted time frame,

16.3 nfermal- Alternative Dispute Resoiution

At any point during the complaint stage or the grievance process, the Parties may attempt to
resolve the dispute through any mutually agreed upon means, including informal dispute
resolution meetings and/or witheut-prejudiee-mediation. Informal dispute resolution meetings are

to provide the Parties a further opportunlty to actively work on a satisfactory resolution to a
dispute. Any settlement reached will be on a without prejudice or precedent basis, unless
otherwise agreed in writing.

Should a settlement not be attainable through these means, any discussions or attempts to
settle shall not be used in arbitration and-infermal-dispute-reselttion the process will not
prejudice either Party's right to pursue the sueh-grievance(s) at arbitration. Any mediator or
other third party will be selected by mutual agreement and the Parties will equally share the
cost.

16.4 Grievance Procedure: Step One

If the dispute is not resolved at the Article 16.2 complaint stage-deseribed-abeve, a grievance
may be filed within ten (10) business days from the date that the Article 16.2 outcome was
communicated in writing by the HR representative. Furthermore, if Human Resources
does not provide their written response to the 16.2 meetmg within this tlme the Union
may file the grievance. the-gispute-was-unsuseessiuliv-dealtwith-at-the-
grievance must be filed in writing in the form prescnbed at Appendix e toth
must be submitted fo the employee's immediate=manager, copying the Local Grievance
Committee Co-Chairs. The grievance form must provide sufficient particulars, including article
violations alleged and the particulars of the violation(s), to allow the responding Party to fully
understand the allegations against it.




The Parties wilkattempt=and-have the full authority to settle grievances at the- any local level.
Hewever-sSetilements reached at the local level will be made without prejudice or precedent
and will not be referred to or imposed by either Party to this Agreement unless the national
representatives for the Corporation and the Union jointly agree otherwise in writing.

The national representatives of the Parties may review local level settlements and, where the
settiement is deemed to be in violation of the Agreement or the Canada Labour Code, ask-the-

Fievanee-eommitiee-de- the National Grievance Committee will have the authority to
resolve such a violation.

At each place of employment, local grievance meetings shall be held as required, or at mutually
agreed upon regularly scheduled intervals. Unless the Parties agree otherwise, a local
grievance meeting must take place within twenty (20) business days from the date of the filing of
the grievance.

Upon notification to the Industrial Relations department, National Union representatives may
attend local meetings. F+he- An Industrial Relations Officer may also attend. Further, by mutual
agreement of the Local Co-Chairs, the manager and/or the grievor(s) and/or subject matter
expert(s) involved in the particular grievance may attend. The Local Co-Chairs will set agenda
items five (5) business days in advance, along with any requests for information.

The local Union grievance commitiee shali not exceed three (3) members except as otherwise
agreed and they shall suffer no loss in regular salary for time spent during their normal working
hours attending such meetings. The local Union members will be given adequate access at the
workplace to the grievor(s) and other involved employees and reasonable working time to
conduct their investigations.

At the local meeting, the Parties will exchange relevant information relating to the issue(s) in
dispute and will make a sincere effort to resolve the dispute. Decisions of each party made
during the local meeting will be communicated to the other party in writing within ten (10)
business days.

Based on their discussions at the local level meeting, and as soon as is practicable following the
meeting, the Pariies will jointly prepare a Summary and Status Form for each grievance (in the
‘manner prescribed at Appendix 7B). A copy of each Summary and Staius Form will be
forwarded to the Industrial Relations Officer and the National Union representative, at the time
the grievance is referred to the national level. The Parties agree that the Summary and Status
Form is without prejudice; neither Party can rely upon the Form or its content in any arbitration
or any other legal proceeding.

16.5 Grievance Procedure: Step Two

N




in the event the grievance is not settled at Step 1, it shall be referred to the national level within

ten (10} business days of the last day it was discussed at the local grievance meetmg, unless

otherw:se mutually agreed. Agenda items and requests for information er-diseussion-atthe-
2 be exchanged ten (10) business days in advance of the scheduled meet[ng,

There will be a regular schedule for national grievance meetings. Such meetings will be held for
two (2) full consecutive days quarterly, and will be scheduled no later than January 31 in
each year unless otherWIse mutuaily agreed

& duted: There will be at least one full day “touch-point” meeting between scheduled
National Grievance Committee Meetings with a maximum of three (3) Committee
members per side,

At the National Grievance Committee meeting, the Parties will review, for each grievance, the
Summary and Status Form and will discuss their respective understanding of the issue(s) in
dispute. The Parties will exchange relevant information and will make a sincere effort to resolve
the dispute. To assist them in efficiently managing outstanding grievances, the Parties will
prepare and sign concise minutes. The Parties will sign off on the minutes at the beginning
of the next National Grievance Committee meeting. A copy of such minutes will be
forwarded to the Industrial Relations Officer and the national Union representative.

It is understood that the jeimt-=National Grievance Committee has the full authority to resolve the

issues in dispute. Settlements will be imposed in the location where the grievance arose and will
be binding on all concerned. However, all settlements are without prejudice to any position
the parties may take in any other matter, unless otherwise agreed.

The National Union grievance committee shall consist of up to five (5) persons. Such persons
shall be released from duty with no loss of pay or leave credits to attend such meetings. The
Union shall request a release of such persons at least feur-(43- ten {10) business days in
advance of the posting date for the week in question. threugh-the-industriat-Re

deparment:

16.6 Union or Corporation Grievance

Either the Corporation or the Union may, on its own behalf, file a grievance at the national level
concerning any dispute arising from the interpretation, application, administration or alleged
contravention of this Agreement. Such a grievance must be filed within twenty (20) business
days of knowledge of the events giving rise to the grievance.

16.7 Grievance Procedure: Step Three - Arbitration



The National Grievance Committee will leave a grievance pending for discussion only where
both Parties agree that a resolution may be possible through further discussion.

If, following the first National Grievance Meeting, either party does not believe that the
matter can be settled or closed that party must mform the other,-a~dispute-addressed-

D ebycmmaitnto e th oot o n Do cont. o bl adion evanee-Cemmittee-meeting-er in writing, of
its desire to have the issue(s) m@%@&ﬁ referred to@y arbitration. The written referral to
arbitration must be submitted within ten (10} business days of the National Grievance
Commiitee meeting.

Prior to referring a grievance to arbitration, the Parties may consider resolution of the dispute
through mediation.

16.7.1 List and Jurisdiction of Arbitrators

By mutual agreement, the Parties will compile a list of seventeen (17) arbitrators fifleen- v
arbitraters, nine (9) of whom shall be based in Toronto and at least two (2) of the seventeen
{17) of whom shall be bilingual. When a grievance is referred fo arbifration, the next arbitrator
in the rotation who is available to hear the case within the relevant time frame (as defined
below) shall be assigned the case and the hearing scheduled within the relevant time frame,

The initial order of the list of arbitrators shall be alphabetical by last name unless otherwise
agreed. When an arbitrator is assigned a case, their name shall move to the bottom of the list
except that all arbitrators on the list who are based in the city where the hearing is to take place
shall be considered before the other arbitrators on the list are to be considered.

When more than one grievance is referred to arbitration on the same day, arbitrators will be
assigned to the cases chronologically based on the dates of the grievances unless the Parties
agree otherwise.




avatlabthty of arbltrators from the Parties' list, shatl select from the llst of arbltrators and the

Each January, the Parties will review the list of arbitrators and may, by mutual agreement, add

or delete names, but must maintain seventeen (17)fifteen-t4&} names. In addition, each
January, either Party may unilaterally remove one (1) arbitrator who will be replaced by mutual
agreement.

Where a mediation-arbitration or full arbitration hearing is scheduled, each Party will submit to
the arbitrator a brief Statement of Facts outlining the issue(s) in dispute. The Statement of Facts
must be submitted to the arbitrator and other Party, by 5pm, at least two (2) business days prior
to the first date of the heanng The Parties can ne:ther submit nor amend a Statement of Facts

shalt render a demsmn accordmg to the terms and provisions of this Coliective Agreement The
arbitrator shall not in any way amend, modify, extend or change any of the provisions of this
Collective Agreement.

16.7.2 Full Arbitration

A hearing shall be held at a time and place to be determined by the arbitrator. The arbitrator
shali give theirhis-erker decision in writing within three (3) months of the completion of the
hearing. The arbitrator's decision will be final and binding on all Parties.



16.7.3 Mediation-Arbitration

Where the Parties agree, a dispute may be submitied to a mediator-arbitrator. The Parties’
mutual selection of a mediator-arbitrator will be restricted to the Parties' list of arbitrators and the
procedure in 16.7.1 and must be made within fifteen (15) business days of the referral to
arbitration. The mediator-arbitrator witl attempt to assist the Parties in reaching a negotiated
settlement. Either Party may withdraw from the mediation process at any time and the matter
will then be resolved by the mediator-=arbitrator using the arbitration processes outlined in this
Article.

16.7.4 Dismissals

Grlevances related to dismissal shall be referred directly to the National Grievance Committee
jem, which will be an expeditious process.

The process for a full arbitration will be followed if the grievance cannot be settled within
two National Grievance Committee meetings. :

In circumstances where there are a large number of grievances pertaining to layoffs, the Parties
will meet for the purpose of determining, by mutual agreement, how the grievances will be
addressed.

16.8 Accelerated resclution process

The accelerated resolution process will address disputes on the application of:
* Qutside Activities (Article 12),

* Leave without pay (Article 71);

. Spemal Leave (Artlcle ?2)

» Where the Partles mutua[ly agree fo use this process.

Where an employee disagrees with a decision made regarding the application of one of the
above articles, the employee must escalate in writing to their manager, local human resources
and a local union representative within five (5)three~{8) business days. Every effort should be
made to resolve the dispute locally.

Accelerated Resolution Appeal Panel




If there is no resolution at the local level within five (5) further business days of the employee
filing the written dispute, the local union representative will immediately refer the dispute to an
Appeal Panel composed of a CMG Staff Representative and a representative determined by the
Corporation. The members of the panel will be different from those who handled the file at
earlier stages of the process. The Panel will make every effort to resolve the issue.

The hearing process will be determined by the Appeal Panel. It is understood that the purpose
of the Appeal Panel is to render an expedited decision. Unless otherwise agreed to by the
members of the Appeal Panel, decisions will be made as soon as possible but not later than
fifteen (15) business days of the complaint being referred by the local union representative. If
the Panel reaches a decision, this decision shall be final and binding and will have no
precedential value.

Accelerated Resolution Arbitration

In the event the Appeal Panel is unable to come to a decision, the parties agree to submit the
matter to a designated arbitrator who shall be seized for the life of the Coliective Agreement and
who will hear such matters not later than ten (10} business days after submission. Where a
designated arbitrator is not available, the Parties will jointly agree to an alternative. the-
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The Parties will submit a joint statement of facts to the arbitrator along with any facts in dispute
prior to the scheduled arbitration. Each party may also verbally present its position which will be
considered on its merits. The arbitration may take place by conference call hearing or as
otherwise agreed by the Parties.

The arbitrator will render a decision within five (5) business days of the hearing, with written
reasons to follow if requested by either Party, and it will be final and binding, The decision will
have no precedential value.

16.9 Telework Dispute Resolution Process

[Text in MOA of Dec. 6, 2023]

16.108 Cost of Mediation and Arbitration

The cost and expenses of an the-arbitrator or mediator under any of the arbitration or
mediation processes shall be borne equally by the Corporation and the Union.

Except by express consent, neither Party will be required to share the cost of stenographic
transcript or simultaneous translation,

A Party that seeks to adjourn a mediation or en arbitration will bear the costs associated with
the adjournment.



16.118 Extension of Time Limits

The time limits outlined in this Article are mandatory and shall exclude Saturdays, Sundays and
holidays. The time limits may be extended by mutual agreement in writing.

16.124: Release of Employees

Employees shall suffer no loss in regular salary for time spent during their normal working hours
attending meetings with the Corporation, under this Article. If a meeting occurs outside normal
working hours, the employee's hours will be rescheduled so that the meeting takes place during
their working hours. If such rescheduling is not possible, any time spent outside the working
hours will be compensated as time off in liewu,

16.13 “Grievance Procedure Arbitrator” Process

The Parties agree to assign a "Grievance Procedure Arbitrator."s The Grievance Procedure
Arbitrator shall be seized for the life of the Collective Agreement to determine, by virtual
nferepee-eall hearing or as otherwise agreed by the Parties, any disputes that arise under this
Article concerning the exchange of relevant information, referrals of grievances to the national
level, setting agenda items for discussion at the national level, referral of grievances to
arbltratlon asmgnment of arbitrators andlor the process for compilation of the list of

VirtualGsnrtereree-eall hearings under this provision shall take place within forty-eight (48)
hours of being requested by either Party and the Grievance Procedure Arbitrator will render a
decision within twenty-four (24} hours of the hearing, with written reasons to follow if requested
by either Party.

Partles agree that the Grrevance Procedure Arbltrator
shall not be utilized to hear prellmmary matters or arguments that are of a legal nature that and
would normally be heard by the arbitrator hearing the merits of the case, on a preliminary
basis,

In the event that the agreed upon Grievance Procedure Arbitrator resigns or is otherwise unable
to continue as the Grievance Procedure Arbitrator, the Parties will immediately, by mutual
agreement, select another Grievance Procedure Arbitrator, or if the Parties are unable to agree
on a replacement, the Parties shall request the Minister of Labour to appoint one forthwith.







25 LABOUR RELATIONS EDUCATION

Where the Parties agree that it is in their mutual best interests, the Corporation agrees to grant
leave with pay for employees to attend training specifically related to the understanding and
application of Collective Agreements in order to meet the Purpose and Intent of this Agreement
as described in Article 1 (Purpose and Intent of Agreement). The focus of such training may
include, but is not limited to, courses on the operation of joint committees, dispute resolution,
effective grievance handling and arbitration. The type and duration of such training courses are
to be mutually agreed on an annual basis.

These training opportunities will highlight the importance of an interest-based approach
to dispute resolution, so that representatives of the Corporation and the Union are best
equipped to resolve disputes, both generally and under Article 16.







Memorandum of Agreement
Between:

Canadian Broadcasting Corporation/Radio-Canada
(llc Bcll)

-and-

Canadian Media Guild
(IICMGII)

(Collectively the "Parties")

The Parties have discussed the following collective agreement language regarding Equity,
Diversity & Inclusion:

Article 4 DEFINITION OF TERMS

Article 9 EMPLOYMENF EQUITY, DIVERSITY &, INCLUSION & ACCESSIBILITY IN THE
WORKPLACE

Article 46 WORKFORCE ADJUSTMENT

Article 73 BEREAVEMENT LEAVE

The Parties have agreed to the collective agreement revisions attached hereto as Appendix "A".

The Parties agree that nothing is agreed until everything is agreed, therefore this MOA is an
agreement in principle only.

Signed at King City, Ontario, January 17, 2024

For the CBC: For the CMG:

[

Mediator:

Ay
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4 DEFINITION OF TERMS

Accommodation

Reasonable and appropriate measures to adapt work arrangements or facilities to
provide a diverse and inclusive workplace environment, free of discrimination against
individuals or groups on the basis of a prohibited ground under the Canadian Human
Rights Act, and in accordance with legislated obligations such as those under the
Employment Equity Act and the Accessible Canada Act. Although often associated with
the removal of physical barriers or the provision of technical devices, accommodation is
not restricted to persons with disabilities.

Anniversary Date

The date of appointment or promotion to a particular salary level. Subject to the terms of this
Agreement, salary progression to the next step on the salary scale will occur on the first day of
the first pay period in the month in which the employee was appointed or promoted to the salary
level.

Day
A 24-hour period beginning at 00:00.01 and ending at 24:00.00 (midnight).

Where the term "business day" is used, it shall mean any day from Monday to Friday, excluding
statutory holidays.

Diversity
Diversity is the range of similarities and differences of individuals — for example, by

national origin, language, race, colour, disability, ethnicity, gender, age, religion, sexual
orientation, gender identity, socioeconomic status, and family structure. Diversity also
encompasses geographic or regional differences, accents, diversity of thought and life...,
experiences, and other differences. A person is not and cannot be “diverse.” ' "

Emplovee
The term "employee” as used in this Agreement shall mean any person hired by the Corporation

in any classification listed in Article 54 (Classification and Hourly Rates) of this Collective
Agreement and any other classification created by the Corporation that would fall within this _
bargaining unit. The term "employee" does not include freelancers nor does it include personnel
retained by the Corporation who work outside of Canada, with the exception of Foreign
Correspondents assigned under Article 35 (Foreign Correspondents).

Eaquity
Equity is the fair and respectful treatment of all people. Individuals may have different

needs or face unique barriers to opportunities. We aim to actively remove these barriers



A

by providing accommodations as necessary. This is different from equality, where
everyone receives the same support and resources, regardless of their needs.

Inclusion
Inclusion is the appreciation of the full range of a group’s diversity and the
acknowledgment that their differences contribute to a larger, richer whole. It occurs when
people feel they are being treated fairly and with respect, that their contributions are
valued, and that they belong. Inclusive organizations create spaces that are brave and
welcoming for all.

Intersectionality
A lens for seeing the way in which various forms of a person’s identities and experiences

often combine to exacerbate discrimination or privilege.

Mentoring
The process in which a more experienced colleague is assigned to an inexperienced individual
to offer guidance and general support.

Protected Employee

A protected employee is defined as:

(a) An employee in the former Unit 1 bargaining unit who:

(i) was on staff as of December 31, 1983 and was covered by the CUPE (Production) or CUPE
(O&P) bargaining units at the time those units were ordered into CMG Unit 1 by the Canadian
Industrial Relations Board and has maintained continuous service since that time; or

(i) on staff as of December 1, 1983 and was covered by the NABET bargaining unit at the time
those units were ordered into CMG Unit 1 by the Canadian Industrial Relations Board and has
maintained continuous service since that time; OR

(b) an employee in the former Unit 2 or Unit 3 bargaining unit who was on staff as of December
1, 1983 and has maintained continuous service since that time.

Union
The word Union in this Collective Agreement refers to the Staff Representatives or the Toronto
CMG Office.

National Union
National Union refers to the Staff Representatives or the Toronto CMG Office.

CMG

CMG refers to the Staff Representatives or the Toronto CMG Office.



9 EMRLOYMENT EQUITY, DIVERSITY, &NCLUSION & ACCESSIBILITY IN THE
WORKPLACE

9.1

The Corporation and the Union have a joint interest in achieving equity in the workplace so that
all employees are treated with dignity and respect and are provided the opportunity to achieve
their full potential.

Thls means women Indigenous (Inmt Metls and First Natlons) peoples persons w1th

2$LGBTQ+ communltles These groups may require EDI support

Within the Indigenous (Inuit, Métis and First Nations) peoples, we also recognize the
distinct Arctic North and other Northern communities, which are made up of many
different cultures and communities, and we understand their unique requirements for EDI"
support, as appropriate.

The Parties also recognize the need to commit to an inclusive workplace and to ensure that we
reflect the diversity of Canada in workforce, workplace culture and content. This includes the
need for, and encouragement of, greater awareness and acceptance of diversity and ,
intersectionality in the workplace and pro-active initiatives to promote and support diversity,
and inclusion. o

9.2

The Joint Employment Equity Committee (known as the Joint Equity, Diversity, and
Inclusion Committee or “JEDI”) shall continue with a mandate to consider ways and
opportunities for improving workforce diversity and inclusion, including Employment Equity. The
purpose of the Committee is to provide a forum for consultation and collaboration. The intention
of the consultation and collaboration process is as defined under the Employment Equity Act
and to ensure that we are a diverse and inclusive workplace.

The Parties recognize the importance of increasing awareness specific to Indigenous
employee wellness. They agree to jointly discuss, at JEDI, the implementation of the
Truth and Reconciliation Commission’s calls to action and recommendations.

The Committee shall participate in the preparation of an Employment Equity Plan, in its
implementation, in the monitoring of its progress and in its revision. This shall be accomplished
through open dialogue among committee members on the areas of common interest pertaining
to Employment Equity. To be effective, consultation and collaboration necessitate an open
dialogue and a sharing of information.
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The Corporation agrees to give serious consideration to all proposals, advice, suggestions and
other comments provided by the Union during the consultation and collaboration process. Final
decisions on Employment Equity Policies and practices rest with the Corporation.

9.3

Committee meetings will be held three times a year, as a minimum, and more often as the need
arises. The JEDIJeirtErmpleymentEquity-Committee will endeavor to schedule all meetings for
the year in the first meeting of each year. Committee members will attend committee meetings
and carry out committee work during work hours without loss of pay.

94

While respecting the seniority provision of the Collective Agreement, in instances where two
equally qualified candidates are seeking the same position or promotion, special consideration.
will be given to a candidate who comes from an under-represented group as described in 9.1, in
that classification and/or area of work.

9.5 Community & Diversity Talent Development

The Parties agree that it is important to reflect the diversity of all people living in
CanadaGeanadians within all ranks of the CBC workforce. As one way to enhance that reflection,
the Corporation may, on a limited basis, engage or promote employees who do not have the
skills to normally be hired or promoted but may have the potential to become qualified for a role.
Any classification may be subject to Community & Diversity Talent Development.

Use of Community & Diversity Talent Development for internal candidates shall be subject to
Article 38. Use of Community Talent Development for external candidates shall be subject to
article 27.7.

9.6
Diversity and inclusion will be a standing item on Local and Regional Joint Committees.



WORKFORCE ADJUSTMENT

46 WORKFORCE ADJUSTMENT

46.1 Purpose
When the Corporation decides to change its programming, operations or other activities and

these changes may result in a reduction in the workforce, the following provisions apply.

The Parties have agreed to these processes to ensure consistency in application, to avoid or
minimize negative impact on staff and to ensure that affected employees are treated with
respect.

46.2 Consultation and notice to the National Union
The key to the successful application of this Article is constructive and open communications
between the Parties on an ongoing basis.

In this context, when the Corporation has made a decision that it expects may result in a
reduction of the workforce or the reorganization of work resulting in the loss of an employee's
job, it will consult with the National Union as soon as possible. At this meeting, the Corporation
will, in a timely manner and prior to any implementation, thoroughly discuss its decision with the
National Union including an estimate of the potential impact on the workforce. np

46.3 Avoidi J/or Minimizing Ad | I

Management will exercise its right of assignment in this Agreement by re-assigning work or
employees, consistent with seniority and qualifications, with a view to minimizing the need to
declare redundancies, and to arrange the workforce in a manner to streamline the workforce,
adjustment process. ’

This will include, where appropriate, discussions with individual employees. When these
discussions occur, Management will advise the National Union, and the local Union, where

appropriate.

46.4 Joint Emplovment Planning Committees

46.4.1 Local

Once Management has completed its efforts as described in Article 46.3 (above) and if it has
determined that there may be a workforce reduction or the reorganization of work resulting in
the loss of an employee's job, Local Joint Employment Planning Committee(s) will be formed to
provide for thorough consultation and cooperation between the Parties to avoid and minimize
the adverse effect on employee(s). Local Joint Employment Planning Committees will oversee
the local redeployment and displacement process until all employees who have been declared
redundant are permanently placed or laid off.

46.4.2 National



In addition, a National Joint Employment Planning Committee will be established to oversee
regional or national redeployments or displacements if required. The National Committee will
work with the Local Committee(s) to resolve issues referred to it by the local Committees.

46.4.3 Membership of Committees

The Corporation agrees to release not more than three (3) employees per required committee
without loss of pay or leave credits to attend meetings of the Joint Employment Planning
Committee. By mutual agreement, either side may add members to the Committee where these
members may have special knowledge of an area of work or other information helpful to the
Committee.

46.5 Consultation and Notice to Local Joint Employment Planning Committee

As soon as possible, and no later than eight (8) weeks prior to an anticipated lay-off, Local Joint
Employment Planning Committees will meet at each location involved. At this meeting,
Management will share with the Local Joint Employment Planning Committee its plans for the
re-assignment of employees and identify those employees to whom it plans to give redundancy
notices.

The Parties will discuss the plan and the impact of any reduction to staff, including ideas to
minimize adverse effects on employees, e.g., possible voluntary exits or retirements, alternative
employment, creative redeployment, etc. Once this review is concluded, Management will
confirm those employees who will receive redundancy notices.

Group notice of quantitative lay-offs will be in accordance with pertinent sections of the Canada
Labour Code. Where appropriate, the Parties will use the relevant services of the Federal
Department of Labour. The Parties may also take other steps to assist affected employees in
obtaining employment outside the Corporation.

46.6 Notice to Employees

As soon as possible and no later than six (6) weeks before impending job reductions,
Management will provide each affected employee with a notice of redundancy. Notice will
normally go to the most junior employee(s) in the affected classification in the location.

Prior to giving an employee a redundancy notice, the Corporation will notify the National and
Local Union a minimum of twenty-four (24) hours in advance of its intention to provide the
notice(s).

Each employee who receives a redundancy notice will be provided with a list of resources to
assist them through this process including EAP contact numbers and a list of Local Union Reps
and their contact numbers. Supporting material will also be provided to guide each employee in
assembling the information required by the Local Joint Employment Planning Committee.

The Local Joint Employment Planning Committee will prepare a list of employees that includes
their Corporation seniority date. This information will be kept updated by the Local Joint
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Employment Planning Committee until the conclusion of the redeployment and displacement
process.

46.7 Seniority
Corporate seniority as defined in Article 5 (Corporate Seniority) shall be used in determining

rights under this Article.

46.8 Redeployment and Displacement Process - General
This process will proceed in order of Corporation seniority except for as provided in Article
46.8.1.

46.8.1 Band 13 Producers Designated Senior and Executive
Band 13 Producers designated Executive or Senior Producer cannot displace within the..... +

designated group of Executive or Senior Producers.

Non-designated Band 13 producers are subject to the normal displacement rights in Article 46
with the exception that they will not have their compensation reduced.

46.9 Local Process

46.9.1 Definition of Location
For the purposes of this Article, Location shall mean a metropolitan area including its transmitter
maintenance base.

An employee who works in a bureau or who works at home will be deemed to be working from
the location nearest the employee's home or bureau. A bureau is a station that does not
originate programming and reports into a location that originates programming.

See Appendix H for Additional Locations.

46.9.2 Available Work for Redeployment and Displacement

For the purposes of potential redeployment and displacement of full-time permanent employees,
available full-time temporary vacancies, full-time contract vacancies or full-time permanent
vacancies in the affected location and corresponding region (if applicable) will be considered.
These opportunities will not be filled through the normal hiring process until the Joint
Employment Planning Committee has reviewed them.

Redeployment and Displacement Process

46.9.3 Assessing an Employee's SKills and Experience

Each employee who receives a redundancy notice will be given up to the equivalent of one day

of paid time off to prepare materials related to theirkisfer previous work history, experience
and training for the Local Joint Employment Planning Committee.
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The employee must provide this information to the Union and Management co-chairs of the
Local Joint Employment Planning Committee no later than three (3) business days after
receiving the redundancy notice so that the Local Joint Employment Planning Committee may
make informed decisions about the employee's redeployment or displacement. It is understood
that the Committee will make decisions based on the information it has available at the time. As
part of assessing an employee's background, skills and experience, the Local Joint Employment
Planning Committee will appoint one management and one union rep to meet with the
employee.

46.9.4 Assessing the Duties and Responsibilities of Available Work

When assessing the suitability of available work for the purposes of redeployment or
displacement, the Local Joint Employment Planning Committee will identify the ongoing duties
and responsibilities that define the position(s) and the skills and experience required to do this
work. Duties and responsibilities include the core functions of the position that are performed on
a regular basis. As part of this assessment, the skills and experience necessary to perform the
duties and responsibilities of the job will be identified with input from a manager in the
department where the position exists.

Skills and experience will include those normally required in filling content and non-content
producing roles, for example, language requirements; the requirement for cultural knowledge in
content-producing jobs in either the French or English media, etc.

46.9.5 Qualifications
Wherever qualifications are referred to in any part of the provisions related to Workforce

Adjustment, the following definition prevails.

An individual who is redeployed to a vacant position or who otherwise exercises theirkisfher
displacement rights under this Article must already have the skills and experience to perform the
duties and responsibilities of the position into which theyke-er-she-is are to be placed. This
does not mean that the individual must have previously performed the specific position being
sought. The standards for demonstrating theyhe-ershe-has have the qualifications to perform
the duties required is less than the standard of "best qualified" that applies at the time of hiring.

In assessing an employee’s qualifications to perform the required duties and
responsibilities of a position, the LJEC will consider an EDI lens to its analysis of the job
function.

As part of assessing whether an employee is qualified, it is understood that the employee may
require a short period of familiarization in the new position in order to minimize disruption and to
assist the employee in the transition. -

Additionally, an employee may require some assistance to meet all of the duties and
responsibilities of the position to which theyhkesske may be redeployed. In practice, the
employee will be offered the same assistance that would normally be offered to an employee
recruited externally or from another work area. This assistance may take the form of minimal >’
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training, for example, related to systems and processes, but should not be taken to mean either
retraining nor is it intended to be developmental in nature.

46.9.6 Matching an Employee to Available Work

Beginning with the most senior employee, and following the Redeployment and Displacement
Sequence below, the Local Joint Employment Planning Committee will identify potentially
available work for each employee who has received a redundancy notice. It will then determine
whether the employee is qualified to perform the work.

The Local Joint Employment Planning Committee will take into consideration any tests that are
normally required to evaluate potential candidates for the position in question (e.g., the French
media General Knowledge tests used for content-related jobs). The results of the test will be
one factor used in assessing the employee’s skills and experience as part of the Committee’s
overall determination of whether the employee has the qualifications.

The employee may also meet with the manager responsible for the position in question (or
theirkis/her delegate) to discuss the requirements of the role (this is not a job interview but a
meeting to explore a potential fit).

46.9.7 Timelines for Qualification Disputes

The Parties agree that the process of evaluating qualifications and matching employees to
available work must be carried out in the most expeditious manner possible.

Best efiorts will be made to reach a decision on qualifications at the local level before any
referrals to the National Joint Employment Planning Committee. As soon as the Local Joint
Employment Planning Committee has fully discussed and determined it cannot reach
agreement over an individual's qualifications, it will refer the case to the National Joint
Employment Committee. In any case the Local Committee must refer the matter within 15
business days of the notice of redundancy. All relevant materials will be forwarded to the
National Joint Employment Planning Committee. |

The National Joint Employment Planning Committee will have 48 hours in which to determine
whether an individual matter should be sent back to the local committee with recommendation
for resolution or forwarded to the Adjudication Panel.

The Adjudication Panel (see Article 46.16.1) will then have 48 hours in which to render a
decision.

Time limits may be extended by mutual consent between the Parties.

46.9.8 Redeployment and Displacement Sequence



The Local Joint Employment Planning Committee shall proceed through the following sequence
when attempting to place an employee who has received a redundancy notice. The employee
shall:

i. be redeployed first to a permanent full-time vacant position in theirkisfher classification for
which the employee has the qualifications;

ii. if no such position is available, displace the most junior permanent full-time employee in
theirkister classification where the employee has the qualifications;

iii. if no such position is available, be redeployed to a permanent full-time vacant position in
theirkistrer salary band for which the employee has the qualifications;

iv. if no such position is available, displace a more junior permanent full-time employee in
theirkisfher salary band starting with the most junior, where the employee has the qualifications;
v. if no such position is available, be redeployed to a permanent full-time vacant position in the
next lower salary band for which the employee has the qualifications;

vi. if no such position is available, displace a more junior permanent full-time employee in the
next lower salary band starting with the most junior, where the employee has the qualifications;
vii. if no such permanent full-time position is available, the process shall be repeated through
the lower bands until all options are exhausted for the employee. B

46.9.9 Use of Temporary and Contract Vacancies

The Committee may place the affected employee in an appropriate temporary or contract
vacancy to delay the displacement process or the lay-off of the employee, provided theyhefshe
possesses the qualifications. The employee will remain in this vacancy until theyhefshe can
again occupy a permanent vacancy or until the term of the temporary or contract vacancy
expires (whichever comes first) at which time the employee may exercise theirkisfrer rights
under this Article.

An employee who fills a temporary or contract vacancy to postpone a displacement will fulfill the
term of that vacancy before exercising theirkerfhis right to displace under this Article.

46.9.10 Use of Other Temporary Employment
Temporary employees will be released in each location prior to any permanent employees being

laid-off provided that:

1) the permanent employee possesses the qualifications of the job filled by the temporary
employee; and

2) the permanent employee is employed in the same location as the temporary employee to be
released.

An employee who uses temporary work to postpone a displacement will fulfill the term of the
temporary work before exercising theirkerfhis rights to displace under this Article.

46.9.11 Salary on Temporary Deferral
There will be no reduction in the employee's salary if temporary employment is at a lower salary:
band and the employee otherwise would have exercised theirkis-erker displacement rights.
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46.9.12 Full-Time to Part-Time Offer

If a full-time employee has exhausted theirkisther redeployment or displacement rights within
theirkisfier location, theyhefshe will be offered an existing part-time vacancy for which they
have the qualifications. This offer will only be made after the local process for part-time
employees is completed. Such an offer may be turned down by the employee who will then
continue exercising theirkistrer rights under this Article.

Should the employee accept this offer, theykesske must accept the working conditions
associated with the part-time positions and they will be considered permanently placed as a
part-time employee.

Theyhefshe will be offered recall to full-time work if it becomes available in accordance with
Article 46.14.

Should the employee subsequently be laid off theirkisther separation allowance will be
pro-rated for both theirkisther full time and part time work,

46.9.13 Employee Election to Permanent Positions
Once the Committee has made an offer for redeployment or displacement, the employee will

have two (2) business days to accept or decline the offer.

At any time before accepting a permanent position, an employee may decide to accept a lay-off
and will not be penalized.

Notwithstanding the above, an employee who refuses placement into a vacancy in theirkis-of
her classification will be laid off immediately with no recall rights.

An employee who refuses to displace an employee at the same or lower band or who refused to
be placed in a vacancy at a lower pay band will be laid off immediately and given recall rights in
accordance with Article 46.14.

Having gone through the local redeployment process described above, an employee exhausts
all of theirkis-er-her options for redeployment or displacement and the employee has fewer than
six (6) years of service, theyhe-ershe will be laid off in accordance with the Lay-off and Recall
Provisions outlined in Article 46.14.

46.10 Regional Rights

If, having gone through this process, an employee exhausts all of theirkis-errer options for
redeployment or displacement and the employee has six (6) or more years service, the
employee may be redeployed or bump within theirkistrer region in accordance with the above

sequence and the definition of regions outlined below.

46.10.1 Available Work for Regional Redeployment and Displacement




For the purposes of potential redeployment and displacement of full-time permanent employees,
full-time permanent positions in the region where the employee's rights exist will be considered.
These regional vacancies will not be filled through the normal hiring process until the National
Joint Employment Planning Committee has reviewed them.

46.10.2 Reagional Process

Definition of Regions

The regions for the purpose of this Article shall be defined as:
* Newfoundland Region

» Maritime Region

* Province of Ontario

* Manitoba and Saskatchewan Region

» Alberta Region

» British Columbia Region

CBC North: Any affected CBC North employee who has exhausted theirkisfrer rights locally will
have a choice to exercise theirhisfer rights either within their region or to their point of
departure. An employee whose point of departure is Montreal shall be considered as part of thé™
Ontario Region.

The Reglonal redeployment and drsplacement process erI be the same as that outlined for local
redeployment and displacement. The National Joint Employment Planning Committee will =~ *™
oversee the redeployment and displacement activities for employees who have regional rights.

An employee will be given a maximum of ten (10) business days to accept relocation. If an
employee elects to relocate, that employee will have up to thirty (30) business days from the
date theyhe-er-she accepts the job to report to the new location, unless mutually agreeable
alternate arrangements are made between the employee and the Corporation. Failure to report
within these time limits will result in the employee's name being removed from the seniority list
and the employee will be considered as having resigned from the Corporation with loss of all
rights and privileges.

46.10.4 Relocation )
When an employee accepts a relocation as a result of exercising theirkis-er-her regional
redeployment or displacement rights, the employee and the employee's immediate family shall
be reimbursed for relocation expenses as applicable: a house-hunting trip, moving of household
effects, and transportation and travel accommodation to a maximum per family of $11,000.
based on acceptable receipts. The employee will also receive a $1,000 lump sum for
incidentals.

46.11 National Vacancies
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Once an employee receives a notice of lay-off and before theyhe-ershe areis laid-off, the
employee will be offered a vacant position that exists nationally based on theirkisther
qualifications, starting in the employee's region.

46.12 Salary Treatment on Redeplovment or Displacement or Recall

Any employee who is redeployed or recalled to a position in a lower pay band and whose last
salary was higher than the top of this new pay band shall have their salary adjusted to the
maximum of the appropriate pay band, in accordance with Article 54 (Classifications and Hourly
Rates). Where an employee's current salary is below top of new lower salary band to which
theyhe-or-she arets to be redeployed, the employee will maintain theirkis-er-rer current salary
and anniversary date and will move to the next highest step in the new pay band on theirkis-er
ker next anniversary date.

46.13 Redeployment and Displacement for Permanent Part-time Employees
These are employees as defined in Article 28 of the Collective Agreement.

Their Corporation seniority shall be determined using their Date of Continuous Service for the
purposes of this Article.

46.13.1 Available Work

For the purposes of potential redeployment and displacement of permanent part-time
employees, available part-time temporary, part-time contract or permanent part-time vacancies
in the affected location and corresponding region (if applicable) will not be filled through the
normal hiring process until the Joint Employment Planning Committees have reviewed them.

46.13.2 Redeployment and Displacement Process

The redeployment and displacement process as set out in Article 46.9.8 will apply to permanent
part-time employees except that their rights to redeployment and displacement will be exercised
with respect to part-time vacancies and other part-time employees respectively. When a
part-time employee is redeployed to a vacant part-time position or displaces another part-time
employee, a condition of accepting this assignment is that the employee accepts the hours of
work associated with the assignment.

The permanent part-time employee's salary and hourly rate shall be adjusted, if necessary,
using the same principles as those applied to permanent full-time employees.

46.13.3 Part-time to Full-time Offers

If a part-time employee has exhausted theirkisther redeployment or displacement rights within
theirkis/her location, they will be offered an existing full-time vacancy for which they have the
qualifications. This offer will only be made after the local process for full-time employees. is
completed. Such an offer may be turned down by the employee who will then continue
exercising theirkisther rights under this Article.
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Should the employee accept this offer, theyhe/she will accept the working conditions of the
position and theyhe/she will be considered permanently placed as a full-time employee.

They will be offered recall to part-time work if it becomes available in accordance with Article
46.14.

Prior to a part-time employee moving into a full-time vacancy, qualified part-time employees will
be considered based on seniority by the Local Joint Employment Planning Committee, in the
event there is interest in full-time work. Should an employee express interest, and the redundant
employee is qualified to replace them, the full-time vacancy will be offered to the interested
employee. Should theyhefske accept the full-time work then the created vacancy will be offered
to the redundant employee.

46.14 Lay-off and Recall
A lay-off occurs after the redundancy process has been exhausted and it has been determined

that there is no other opportunity for redeployment or displacement. An employee who is laid off
will be placed on a local and national recall list for a fifteen (15) month period from the date of
lay-off.

»

46.14.1 Notice
Employees are entitled to a minimum of four (4) weeks notice of lay-off or pay-in-lieu of notice.

During the notice period, the employee shall receive reasonable time off (Corporation
assignments permitting) to be interviewed for positions outside the Corporation. An employee
may also request to use unused vacation (etc.), banked time to seek external opportunities.

46.14.2 Separation Allowance
An employee whose probationary period has been completed and who is unable to displace or

be redeployed shall be laid off. They shall receive a separation allowance equal to one (1)
week's salary for each four (4) months of continuous service or major portion thereof with the
Corporation.

Such separation allowance will be paid in two portions, one half at the time of lay-off and the
other at the end of the 15-month recall period or when the employee otherwise relinquishes their
recall rights. The employee may decide at any time to give up their recall rights and receive their
full separation allowance.

If an employee is recalled to permanent status, they will not receive the second half of the
separation allowance.

When an employee who has been recalled to permanent status and is then laid off again, the
amount of separation allowance shall be one (1) week's salary for each four (4) months of

continuous service or major portion thereof with the Corporation, calculated from the date of the
most recent recall. If an employee has any outstanding separation allowance from a previous
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lay-off this amount will be added to theirhisther separation allowance and included in the above
calculation.

46.14.3 Recall process
Recall to available work shall occur based on seniority in the following priority:

i) First, if a position becomes available at the original location where the employee was
released,

ii) Second, if a position becomes available in theirhie#»@)riginal region,

iii) Third, nationally.

46.14.4 Permanent Vacancies

Employees on the recall list will have access to permanent vacancies in their former band and
below after these vacancies have been reviewed by the Local Joint Employment Planning
Committee for employees currently subject to the redeployment and displacement process or on
deferral from lay-off or displacement.

Vacancies will be made available to employees who possess the qualifications for the vacant
position, based on Corporation seniority, in the following order:

i) to employees with protected status who bumped, were bumped, or were redeployed to
another position at a lower level within their location,

i) to other employees who bumped, were bumped, or were redeployed to another position at a
lower level within their location, and includes employees who have been recalled to a lower
level for their location only and for the duration of the recall period,

iii) to employees on the recall list including those who have been currently recalled to temporary’
work.

When posted permanent vacancies become available, the Corporation will provide a copy of the
posting to employees on recall who have been laid-off by email to theirkisfher last known
address. It is the responsibility of the employee to advise the Corporation of any change of »
address, and email address. The employee will have five (5) business days to respond to the
Corporation and declare theirkisfher interest in the vacancy.

46.14.5 Offer to an Emplovee Where Permanent Position is in the same location

When an employee is offered a position in their previous location and at the same salary band,
theyhe-ershe will have five (5) days to accept or reject the offer. Where the offer is accepted,
the employee will be required to report as directed but no later than five (5) business days from
the date of acceptance, unless otherwise extended in writing by mutual agreement. Failure to do

so will result in theirkisfiker removal from the recall list and theyhke/fshe will be deemed to have
immediately resigned from the Corporation.

46.14.6 Offer to an Employee Where Position is in a different location




When an employee is offered a position in a location other than their previous location, at the
same salary band, theyke-ershe will have five (5) days to accept or reject the offer. Where the
offer is accepted, the employee will be required to report as directed but no later than thirty (30)
business days from the date of acceptance, unless otherwise extended in writing by mutual
agreement. Failure to do so will result in theirkisther removal from the recall list and theyhefshe
will be deemed to have immediately resigned from the Corporation.

46.14.7 Relocation

When an employee accepts relocation to a permanent vacancy in accordance with the recall
provisions, the employee and the employee's immediate family shall be reimbursed for
relocation expenses as applicable: a house-hunting trip, moving of household effects, and
transportation and travel accommodation to a maximum per family of $11,000 based on
appropriate receipts. The employee will also receive a $1,000 lump sum for incidentals.

46.14.8 Contract vacancies

Contract vacancies are not available for the purposes of recall. When contract vacancies

become available, employees on the recall list will be considered along with other candidgt_eswfga{;"
the position. Provisions of the Article 37 (Hiring and Promotion) shall apply. '

Weeks)

An employee who is laid off shall inform the Corporation, prior to or at the time of theirkisfrer
lay-off, of theirkisfher interest in temporary employment for which theyhefshe areis qualified.

Employees who are on the recall list within a location, shall have access to temporary work that
is four weeks or longer in duration (when the employer has a minimum of two weeks notice of
the work) and less than six months based on seniority and qualifications. It is understood that if -
the employee does not respond within 24 hours of the date the offer of temporary work is made
the employer is free to move to the next eligible employee on the recall list if applicable.

46.14.10 Acces ) i porary Employment (grea 3
When temporary employment of six months or more is posted, employees on the recall list will
have access to this work in the following order: local, regional, national.

if the employee has the qualifications to perform the work, the Corporation will offer the
employee this work based on seniority first within the location, then the region, then nationally.
When temporary work is offered, the employee is expected to report to work no later than five
(5) days from the date of offer. The acceptance or rejection of this work will not affect the recalll
period.

If an employee is offered and accepts temporary work in another location, theyhe-erske will not
be eligible for relocation expenses.



If no one on the recall list has the required qualifications or if no one on the recall list expresses
interest in the vacancy, the job will be filled in the normal manner.

46.15 Protected Employees

Protected employees will maintain their protected status. Protected employees are those
employees previously identified under the former Unit 1, 2 and 3 Collective Agreements i.e.,
those employees still on staff who were formerly NABET and CUPE prior to December 1, 1983.

All previous entitlements will apply except that the definition of Qualifications will be that as
outlined in this Article as it applies to redeployment and displacement rights for protected
employees. Excerpts from the former agreements relating to protected employees can be found
in Appendix S — Language Regarding Protected Status.

46.16 Dispute Resolution

46.16.1 Disputes related to Qualifications

If there is a disagreement between the Parties with respect to the qualifications of an employee
and theirkis-er-her ability to do the duties and responsibilities of a specific position, the dispute
will be referred by the National Joint Employment Planning Committee to an Adjudication Panel.

This Panel will only deal with the application of the Qualification provisions. The Panel's
decisions will be made by majority. They will be made without prejudice or precedent, will be
final and binding and not subject to the Arbitration process. The Adjudication Panel will have
forty-eight (48) hours to render its decision.

The Adjudication Panel will be comprised of one neutral, one Management representative and
one CMG representative. It is in the interest of the Parties that members of this Panel will be
chosen according to their understanding of the needs of the position, including, e.g., cultural
requirements in the case of SRC. Language of the proceedings will respect the employee and
the position under review.

In addition to providing a final and binding decision on the matter, the Adjudication Panel also
has the right to request more information on the employee's skills and experience (including
requesting that additional tests be administered) or to refer the matter back to the Local Joint
Employment Committee for further consideration.

Time limits may be extended by mutual consent.

46.16.2 Disputes Related to Other Workforce Adjustment Issues
The Parties agree that arbitrations related to the administration and application of the Workforce

Adjustment Process should be heard as quickly as possible.

Any grievances of this nature will be submitted to the arbitrator within ten (10) business days of
referral by the National Joint Employment Planning Committee. Proceedings must begin within



it

twenty (20) business days of such referral and a final and binding decision rendered within five
(5) business days of the hearing.

To assist in the earliest possible resolution of these issues the Parties will endeavour to submit-a-
joint Statement of Facts and written submissions wherever possible.

In circumstances where there are a large number of grievances pertaining to lay-offs, the
Parties will meet for the purpose of determining, by mutual agreement, how the grievances will
be addressed.

The Corporation agrees to release not more than three (3) employees per required committee
without loss of pay or leave credits to attend meetings of the Joint Employment Planning
Committee. By mutual agreement, either side may add members to the Committee where these
members may have special knowledge of an area of work or other information helpful to the
Committee.
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73 BEREAVEMENT LEAVE

73.1

An employee shall be entitled to bereavement leave of up to five (5) consecutive days
immediately following the-day-ef the death of hisfher their spouse, common-law spouse, same
sex partner, son, ef daughter or child (including stepchildren).

o,

73.2

An employee shall be entitled to bereavement leave of up to three (3) consecutive days
immediately following the day-of death of the employee's:

- Parents Mether—father (including step parents), the spouse or common-law spouse of their
parent histhermotherorfather

» Siblings Brether-sister (including step siblings)

« Parent-in-law Mether-inaw—fatherindaw, the spouse or common-law spouse of their
Parent-in-law histhermetherintaw-or-father-in-law

« The parent fatherermether of the employee's common-law spouse or same-seXx partner
» Grandparents / grandchildren -

- Dependant or other relative permanently residing in the same permanent residence

-

73.3

Bereavement leave can be taken during the period that begins on the day on which the
death occurs and ends six weeks after the date of the funeral, burial or memorial service
of the family member.

73.43

If any or all of the five (5) or three (3) days (as described above) coincides with a normal
working day, hefshe-is they are entitled to a normal day's pay for such days. The intent is to
provide employees with consecutive days off without loss of income.

73.54

An employee shall be entitled to an additional one (1) day of leave in circumstances where the
funeral service is held outside of the five (5) days or three (3) days of leave provided for in
Article 73.1 and 73.2.

73.65
Travel time in addition to the five (5) or three (3) days may also be allowed depending on the
specific circumstances. Such travel time will not be unreasonably denied.

73.76
At the request of the employee and at the discretion of management, special circumstances

related to the bereavement can be reviewed on a case-by-case basis, considering an EDI
lens.



Memorandum of Agreement
Between:

Canadian Broadcasting Corporation/Radio-Canada
(IIC Bcll)

-and-

Canadian Media Guild
(IICMGIU)

(Collectively the "Parties")

The Parties have discussed the following collective agreement language regarding Additional
Remuneration (Article 53.6)

The Parties have agreed to the collective agreement revisions attached hereto as Appendix "A".

The Parties agree that nothing is agreed until everything is agreed, therefore this MOA is an
agreement in principle only.

Signed at King City, Ontario, January 19, 2024

For the CBC: For the CMG:

Mediator:
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PAGES (196-198)
53 GENERAL SALARY PROVISIONS

53.1
No employee will suffer a reduction in current salary or additional remuneration as a result of

implementation of this Collective Agreement.

53.2

Employees in the bargaining unit shall receive no less than the rates, scales and/or fees in
accordance with the scale of minimums outlined in Article 54 (Classifications and Hourly Rates).
Progression will be no less than the progression schedule outlined in 53.3 below. Nothing
prevents the Corporation from paying salaries above these scales. The Corporation is
authorized to negotiate salaries directly with any employee or prospective employee, provided
that the negotiated salary exceeds the minimum salary.

53.3
Progression within a salary band shall be automatic unless otherwise stated and shall occur on

the anniversary date.

53.4
An employee who is promoted to a job in a higher salary band will receive a salary increase
equivalent to at least one full step on the employee's former salary band.

53.4.1

When a temporary employee is rehired, within a twelve (12) month period, into the same group
or into a lower group than the one in which theyhetshe wereas previously employed, the
employee shall receive credit (for salary purposes only) for previously accumulated time,
calculated to the last completed month of service. Such service credits shall determine the step
within the salary band to which the temporary employee is rehired.

535
New employees shall be placed in the appropriate salary bands effective from the hiring date.
Placement on the appropriate step will take into consideration past experience.

53.6 Additional Remuneration (addrem)

The Parties recognize that additional remuneration is provided under exceptional
circumstances. It is a key tool for the Corporation to attract and retain employees in
order to remain competitive. AddremsAdditionat-renumeration in the form of a fixed term or
lump sum contract may be negotiated between an employee and the Corporation for the
following reasons:

a) recognized prominence and excellence;
b) special production skills;

c) special expertise or assignment; y@//j\



d) unusual demands placed on an employee's personal life by theirkisfher assignment;
e) special initiatives, exceptional contributions or achievements which areis of
significant benefit to the Corporation.

Addrems are paid, reviewed and negotiated at the Corporation's discretion. It is
recognized that the Corporation is responsible for managing resources and expectations,
and is ultimately accountable for the allocation of addrems.

The addrem process will be managed based on the following principles:

Fairness and consistency

Transparency in communication both to employees and the Union

To ensure employees understand the process and criteria

To ensure that the reason for providing the addrem is communicated to the
employee and the Union

These principles do not apply to overtime buyouts.

The employee, if theyhisfher desires, may call upon the Union to assist themhimfher in
addremthese negotiations. A copy of these contracts shall be given to the national Union office
at the time of signing the contract.

AddremsTFhey are not automatically renewed. #They willare notte exceed the length of
the employment contract (for contract employees) or 12 months (for permanentregtiar
employees). Written and reasonable notice of discontinuation will be provided to the
employee and the Union.

3.7

Unless otherwise specifically indicated in this Agreement or as mentioned below, there shall be
no reduction in base salaries. If an employee requests in writing to be reclassified to a lower
classification or is affected under Article 46 (Workforce Adjustment), and theirkisfher current
salary exceeds the maximum salary level for the lower classification, theirkisfher salary will be
reduced to the maximum salary level of the lower classification.

53.8

An employee who has been promoted and is not confirmed or elects not to accept the
promotion during the trial period will be returned to the employee's previous classification at the
previous rate of pay, consistent with all of Article 37.6 (Hiring and Promotion).

5381
In each case the anniversary date may revert to the date that was in effect when the employee

was in the lower classification.

53.9 Direct Deposit
All monies owing to permanent and temporary employees for work performed and/or services
received will be paid through direct deposit. The Corporation shall remit to the employee an



electronic notification of deposit which shall contain the employee's name, the payment date
and corresponding work period, the amount of gross earnings, the nature and amount of
deductions made and the amount of take-home pay.

All employees shall provide the Corporation with the information necessary for payroll deposit.
Such information will be kept confidential and only used for deposit purposes.

53.10
Those employees who received a salary advance as a result of the change in payroll schedule
in May 1998 will have the salary advance recovered upon termination of employment.

REMOVE the LETTER OF AGREEMENT: STATEMENT OF PRINCIPLES
— ADDITIONAL REMUNERATION (ADDREMS) from the CA

Replace Addrem spelling with adrem







Memorandum of Agreement
Between:

Canadian Broadcasting Corporation/Radio-Canada
(IICBCII)

-and-

Canadian Media Guild
(IICMG")

(Collectively the "Parties")
The Parties have discussed the following collective agreement language regarding Freelancers:
Article 30 FREELANCERS

Article-31—OGCCASIONAL-CONTRIBUFORS
Appendix F JOINT COMMITTEE ON FREELANCERS

Letterof-Agreement—FREEEANCE-CONTRIBUTORS
The Parties have agreed to the collective agreement revisions attached hereto as Appendix "A".

The Parties agree that nothing is agreed until everything is agreed, therefore this MOA is an
agreement in principle only.

Signed at Toronto, Ontario, February 1, 2024

For the CBC: For the CMG:

Mediator:
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FREELANCERS. CONTRIBUTORS AND INTERNS

30 FREELANCERS
30.13 Contracts

Subject to this Article, it is a principle of this Agreement that all Freelancers and the Corporation
shall have the right of protection afforded by a written contract and such contract shall be signed
as soon as practicable by the parties. The Parties shall have a written confirmation of the
terms of engagement prior to the Freelance work commencing. befere-the-commeneement

\i/_\'/;hjef'e",s_tenda_rd forms are used, the format of such forms will be égreed upon'by'the Pa»r‘tiefs_n."';

305—211 Alternative Contracting Process

e)f Aduly-executed written contract will be signed by the Fre_ela_ncef and the,ﬁCorbe\retfien
as soon as is practicable, but no later than five (5) business days after the work has
commenced. This deadline may be extended by mutual agreement.

ba) The Partles agree that in circumstances where time, distanee or production constraints

make completlon of a contract |mpract|ca| before commencement of work, the Corporatlon and

the F=Freelancer(-ren!f1=1ietﬁtei= will ey confirm the engagement via a standard form email, by
= which shall mclude as appllcable a

descnptlon of the engagement aeagﬁmeﬁt (Freelance category, nature of work topic, length
format#eafeegeey deadllne) the agreed upon rate of pay, and the ownershlp of copynght Sueh

deadhﬁe—maﬂyhbe—ea&eﬁded—by—ﬁw’eﬁai—agfeemeﬁi—Where there is a confllct between the

language of the standard form email and the agreed written contract, the language of the
agreed written contract will prevail.

cb) It is also recognized that some production circumstances may prevent completion of a

written contract or standard form email erMemorandumof-Understanding- prior to the

commencement eempletior of the work, including acquiring personal information from the
Freelancer to complete the contract. In such cases both the person who engages assigns
the freelance work and the Freelancer Gentributer are responsible for keeping accurate notes of
any verbal agreement.

30.25- Speculation

-



The Corporation and the CMG agree that Freelancers shall not be required to work on a
speculative basis.

Nothing in this Article shall prevent the Corporation from discussing with any Freelancer any
ideas in order to determine their thoughts and reactions and/or to determine their suitability for
the assignment provided that such assignments shall be subject to the terms of this Agreement.

30.358 Licensing
Each Freelance Contributor contract will set out the license negotiated by the Corporation.

1. License A:

The Freelance Contributor holds copyright in the contribution. The payment of at least the
minimum rate as set forth in this Article shall entitle the Corporation to unlimited use of the
contribution in question, in whole or in part, on all Current-CBC-Platferms owned & operated
and branded & operated Corporation platforms, and the right to license and re-distribute the
contribution, in ' whole or in part, to third parties, provided that the contribution originates from a
CorporationGBG-branded program and is credited to the CorporationGBG.

Thé Freélarice Contributor shall be paid not less than the minimum rate.

2. License B: -

The Freelance Contributor holds copyright in the contribution. In addition to the rights
enuficiated in License A above, the Corporation will have the right to exploit the contribution and
license in whole or in part in non-CorporationGB€-branded and non-Corporation&B6-credited
properties.

The rate for License B shall be no less than ten percent (10%) of the minimum rate set out
below in Rates and Categories. Where an "above scale" fee has been negotiated for License A,

i
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the premium for License B shall be based on the minimum rate unless otherwise negotiated
betwe'eh the Corporation and the Freelance Contributor.

The License B premium may be paid at the time of original contractmg If the Corporation
originally obtained License A from a contributor and subsequently wishes to obtain License B,
the Corporatlon must negotiate payment with the Freelance Contributor. Such payment can be
no less than ten percent (10%) of the minimum rates set out below.

Where the Freelance Contributor's clear claim to copyright has been negotiated and is
establlshed and identified on scripts, copies of scripts, tapes, computer files or any other
medium supplied by the freelance contributor to the Corporation, the Corporation shall not
reproduce in any manner whatsoever such material or any portion thereof as it relates to
merchandlsmg (whether sold, rented or distributed as promotional material) without also
reproducing and attaching thereto such copyright identification.

3. Copyright:

The'Corporation purchases copyright in the original contribution, which shall include all rights
under the License A and License B and all other rights in and to the contribution.

The rate for purchase of copyright shall be subject to negotiation between the Freelance
Contributor and Corporation.

4. Assumption:

In-the event the Freelance Contributor wishes to sell or assign copyrlght in the contribution to a
th|rd party, such sale or assignment shall be subject to the Corporation having the first right of
refusal to purchase the copyright pursuant to the terms of paragraph 3 (Copyright) above. The
Corporation will advise the freelance contributor within ten (10) business days of its intention. If
the contribution is ultimately sold or assigned to a third party, such sale or aSSIQnment shall be
subject to any outstanding License A or License B held by the Corporatlon and the third party
must agree to assume any of the freelance contributor’s obligations thereunder.

30.43 Freelance Categories

Freelancers shall be engaged under one of the following three categories:

(a) Technical Freelancers

; rg-Technical Ffreelancers may be
engaged for functions such as mechanlcal design, special effects, make-up, transmission and
other technical functions.

TechnicaHrrectaneers They will be paid at a minimum daily rate of two hundred and eighty
dollars ($280) and union dues will be deducted and remitted. [NOTE: minimum daily rate to
be discussed further]

(
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The iicensin_g provisions of Article 30.3 will apply to Technical Freelancers engaged as .
Graphic Designers and Still Photographers in addition to Freelance Contributors,

(b) Specific Services

Specific Services Freelancers deliver a service as set out in Article 30.54.
(c) Freelance Contributors

Freelance Contributors shall deliver a contribution defined in Article 30.65.

Freelance Specific Services

30.54

Under Freelance Specific Services contracts, a freelancer will provide their services as-a
detverabte for a specific identifiable program(s), program segment(s), items within an individual
program series, or project(s). Sueh-centracts-willrethave-aterm: Freelance Specific Services
contracts shall be calculated based on a prorated amount at not less than the applicable
minimum rate for similar work referred to in Article 54 (Classifications and Hourly Rates), with
the exception of Freelance Specific Services Commentators, as set out in 30.5.1 below.

30.5.1

Commentator

The Commentator presents material based primarily or exclusively on their opinion and
experience or expertise. The item may be live or pre-recorded, but no material (e.g.
script, interviews, sound and also video in the case of an audio-visual commentator) is
provided or gathered by the Commentator in the preparation of the item. Any script or
introduction is created solely by CBC personnel.

Audio:

Length of item

Up to 5 minutes $XX*

15 minutes $XX*

30 minutes $XX*

45 minutes $XX*

60 minutes $XX*

Each additional 15 minutes $XX*

The rates above include work time (e.g. for research or preparation) equal to double the
length of the item, with a minimum of one (1) hour. Any additional work time agreed to



will be paid at no less than the basic hourly rate for a Senior Researcher (Salary Band 6)
at. top ‘_of‘scale.

Audio-Visual:.

Length of item

Up to 15 minutes $XX*

16 to 30 minutes $XX*

31 to 45 minutes $XX*

46 to 60 minutes $XX*

Each additional 15 minutes $XX*

The above rates include work time (e.g. for research or preparation) equal to double the
Iength of the item, with a minimum of one (1) hour. Any additional work tlme agreed to:
$XX* / hour

Freelance Contributors

30.65-
The Corporatlon appreciates the value and richness freelance contributors bring to the CBC.

They strengthen the voice of CBC and provide diversity of content.

o : ,

The freelance community brings stories to the CBC that run across platforms and might not
otherwise be available. They are an essential part of CBC. The use of freelance material is also
an efficient way to bring a wide variety of content to the CBC.

The Parties acknowledge the importance of The-EBEbenefitsby being-able-to-attrast
ex-peﬁeﬁeed—freelance contributors, as they are capable of providing high quality material with a
minimum of direction. The Corporation also benefits from the contributions of Freelance
Contributors whose expertise derives from their life experience and in that regard
enriches the storytelling in which CBC engages.

The Parties agree that Fireelance Ceontributors be paid fairly for their work based on fiscal
realities. It is also recognized that rates may be determined according to a variety of factors
including platforms and complexity of the deliverable.

Freelance Ceontributors are engaged to work on specific assignments under 30.5.8 and 30.5.9.

This clause will not be used to replace absent employees or for emergency purposes as defined
under Article 27.5 (Employee Status — Temporary Employees).

30.6.5-1 Freelance Contributors, when engaged, will receive a rate of remuneration not lower
than the basic fee provided for in this Article.




30.6.5-2 Editorial Modifications
Where provisions for subsequent editorial modifications were not negotiated as part of the
original contract, the following will apply:

a. The Corporation and the CMG agree that, with respect to work done by Freelance
Contributors, the Corporation shall make best efforts to consult the Freelance Contributor with
regard to substantial changes, modifications, additions or deletions affecting meaning, intent,
theme, characterizations or other changes of a major nature. At the Corporation's discretion, the
Ffreelance Ceontributor may be contracted to do the work.

b. Where the Freelance Contributor does not make changes and holds unencumbered
copyright: If the Freelance Contributor does not agree with the changes, theyhe/ske may refuse
permission for the modified item to be broadcast.

c. Where the Freelance Contributor does not make changes and does not own copyright as
described in b) above: they hefshe may elect to have their histher credit removed from the
item. The Corporation will acknowledge the Freelance Contributor's original work and indicate
that this is an edited version.

30.6.35 Expenses
Subject to negotiation at the time of contracting, it is agreed that Freelancers will be reimbursed
for direct authorized expenses related to the performance of their assignment.

30.6.45 Copyright Clearance

Copyright Clearance shall be specifically addressed in the written contract between the
Corporation and the Freelancer.

In the case of any freelance contribution which includes any material for which copyright is held
by one or more third parties, the Freelancer shall provide sufficient advance notice to the
Corporation of such third-party interests. The Freelancer and the Corporation will then negotiate
which party will be responsible for obtaining and/or paying copyright clearance. If it is the
Freelancer's responsibility, theyhefshe shall obtain the appropriate clearances for the
Corporation to exercise its rights under Article 30.3.5:8

30.6.55-8 Minimum Rates: Freelance Contributors

A. Audio Contributor Rates and Categories




Analyst

The Analyst freelanee-contributer gathers information, analyzes, prepares, and presents
infdrmati:on. The services provided include research, preparation of script, interviewing and
presentation, as appropriate. The freelanee-—centributer item may be scripted or
extemporaneous. The Analyst freelanee-eentributer may assist in the planning of any on-air
interaction with CBC personnel or other freelance contributors by providing a script, introduction,
background information, and/or suggested interview questions. The length of an introduction
written by the Analyst freelaree-eentributer shall be included in the total length of the item.

Length of item
04049

Up to 90 seconds
$90:-5F3XX*

90 seconds — 2 minutes
SHAFBEXX*

2-3 minutes
$468-635XX*

Each additional minute

$44:898XX*

Contributing Reporter

T



The Contributing Reporter freetence-contributer gathers information—analyzes; prepares; and
presents information. The services provided include research, preparation of script, interviewing,
presentation, and recording of recorded audio material, as appropriate. The freelanee
eontrbuters item may be scripted or extemporaneous, and the Contributing Reporter
freetenee-contributer may participate in a panel discussion. The Contributing Reporter
freclanee-eontributer may assist in the planning of any on-air interaction with CBC personnel or
other freelance contributors by providing a script, introduction, background information, and/or
suggested interview questions. The length of an introduction written by the Contributing
Reporter freelanee-eentribater shall be included in the total length of the item.

The length of the item shall not exceed ten (10) minutes, nor contain more than three (3)
separate interviews, or sound elements other than incidental sound. ltems that exceed these
specifications shall fall into the Contributing Producer category.

Edited items are to be delivered in a completed state unless agreed otherwise at the time of
contracting.

Length of item
8HB4H9- EXX*

Up to 90 seconds
$H43248XX*

90 seconds to 2 minutes
$HF20PXX*

2 minutes to 3 minutes
$498-28- $XX*

Each additional minute

$44-86-$ XX~

Analyst-Specialist
The Analyst-Specialist freetenee-contributer gathers infermation-analyzes; prepares; and
presents information, and provides topic-based analysis.

The services provided include research, preparation of script, interviewing, presentation,
recording and editing and/or mixing of recorded audio material, as appropriate. The freetanee
contributers item may be scripted or extemporaneous. The Analyst-Specialist freelanee
eentributer may assist in the planning of any on-air interaction with CBC personnel or other
freelance contributors by providing a script, introduction, background information, and/or
suggested interview questions.

The length of an introduction written by the freelance contributor shall be included in the total
length of the item.

The length of the item shall not exceed ten (10) minutes, nor contain more than three (3)
separate interviews, or sound elements other than incidental sound. ltems that exceed these

specifications shall fall into the Contributing Producer category. :
(SMC @@ ‘



Edited items are to be delivered in a completed state unless agreed otherwise at the time of
contracting.

Length of item

Up to 90 seconds
$435-835XX*

90 seconds — 2 minutes
$484235XX*

2-3 minutes.
$244-85XX"

Each additional minute

$34-43$XX*

Contributing Producer

The Contributing Producer freelence-eontributer gathers information, analyzes, prepares, and
presents information in the form of an edited item that reflects a higher degree of complexity
Suc.h as a program segment or episode. The item may be pre-recorded (e.g., a documentary) or
delivered live (e.g., a complex Script & Clip/Interaction & Clip). The services provided include
research, preparation of script, interviewing, presentation, and/or editing of recorded material,
as appropriate.

Edited items are to be delivered in a completed state.

Length of item
84HO4H49

Up to 3 minutes
$286-548XX*
Each additional minute up to and including 20 minutes
$95.685XX*

30 minutes or less
$2-8470835XX*
60 minutes or less
$5-634-635XX*
90 minutes or less
$8:455:-585XX*
Over 90 minutes
Negotiable

B. Audio-Visual/Video Contributor Rates and Categories

Commentator




Contributing Reporter

The Contributing Reporter freelance-centrbuter gathers information, analyzes, prepares, and
presents information. The services provided include research, preparation of script, interviewing,
presentation, and/or recording of audio-visual material, as appropriate. The Contributing
Reporter freelence-eentributer's item may be scripted or extemporaneous, and the
Contributing Reporter freelanee-contributer may participate in a panel discussion. The
Contributing Reporter freetaree-eontributer may assist in the planning of any on-air interaction
with CBC personnel or other freelance contributors by providing a script, introduction,
background information, and/or suggested interview questions. The length of an introduction
written by the Contributing Reporter freelanee-eentributer shall be included in the total length
of the item.

Length of item

84404449

Up to 90 seconds
$245:228XX*

90 seconds to 2 minutes
$233-345XX*

2 minutes to 4 minutes
$265-855XX*

4 to 15 minutes

$285:545XX*
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16 to 30 minutes
$487-605XX*

31 to 45 minutes
$556-095XX"

46 to 60 minutes
$675-445XX"

Each additional 15 minutes

$97-626XX*

Contributing Producer

The Contributing Producer freelanee-contributer gathers information, analyzes, prepares, and
presents information in the form of an edited item that reflects a higher degreé of complexity
such as a program segment or episode. The item may be pre-recorded (e.g., a documentary) or
delivered live (e.g., a complex Interaction & Clip). The services provided include research,
preparation of script, interviewing, presentation, and/or editing of recorded material, as
appropriate.

Length of item
Up to 3 minutes
$306:24$XX" .
Over 3 minutes
Negotiable

Syndication (Applies to Live Audio and Audio-Visual/Video contributions)
Thise freelance contributor will be engaged to present a live contribution under one of the
categorjes listed above.

For each additional presentation after the first: $45.00 TBD [NOTE: minimum rate to be
discussed further]

This amount will apply for the life of the Collective Agreement and is not subject to
across-the-board salary increases.

C. Text Contributor Rates and Categories
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Contributing Reporter — Text Contribution
The freelance contributor delivers a text-only contribution to be read by the public; for example,
a news article, column, commentary, blog post.

o
Ay
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Length of item

01/04/19

Per word

$0.60

[NOTE: minimum daily rate to be discussed further]

30.6.75:46 Photographs »
When a contributor shoots a photograph as part of the contribution, the fee for each
photpgraph(s) used and/or published will be no less than:

Number of photographs
O4+440TBDS

lor2

$64-86TBD

3to 5

$40:40TBD

60 10

§3444TBD

Each additional photograph
$24-74TBD

[*NOTE: With respect to the rates asterisked above within Article 30.6.7, rate adjustments
will be subject to annual increases negotiated between CBC/Radio-Canada and CMG for
the Collective Agreement, effective April 1, 2024]

30.6.85-44 Kill Fees
The following fees may apply only in cases where full payment is to be made upon completion
of the Freelance Contributors’ work:

If, during any time of the production of the work, the Corporation determines that the idea is not
feasible or possible, and/or the work does not meet the specifications agreed to between
the Corporation and the Freelance Contributor, the Corporation agrees to pay the Ffreelance
Ceontributor a minimum of twenty percent (20%) of the contracted fee. Nothing in this Article
shall preclude the pRarties from negotiating a greater percentage of the contracted fee.

/
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In the event the Corporation decides not to use a contribution after the Freelance Contributor
has completed it according to the specifications agreed to by the pParties, the Corporation shall
pay one hundred percent (100%) of the contracted fee. However, no pyramiding of payments or
double payments are allowed under this clause.

30.76

The following articles do not apply to Freelancers Freetarce-Specifie-ServcesHreetance
Contributers:

Article 5 Corporation Seniority

Article 11 Discipline

Article 12 Outside Activities

Article 16 Dispute Resolution and Grievance Procedure, except as in Article 30.9#
Article 17 Local or Regional Joint Committees
Article 18 National Joint Committee

Article 27 Employee Status

Article 28 Part-Time

Article 29 Probation

Article 33 Assignment

Article 34 Producer's Authority

Article 35 Foreign Correspondents

Article 36 Posting of Vacancies

Article 37 Hiring and Promotion

Article 39 Performance and Development ane Dialogue
Article 42 Improvement Plan

Article 44 Workload

Article 45 Transfer & Relocation

Article 46-52 Workforce Adjustment Articles
Article 51 Severance Pay at Retirement
Article 52 Retirement

Avrticle 53 General Salary Provisions

Article 55 Job Evaluation

Article 58 Work Week and Days Off

Article 59 Meal and Break Periods

Article 60 Overtime

Article 62 Alternate Work Arrangements
Article 63 Scheduling / Posting of Schedules
Article 64 Holidays

Article 65 Turnaround

Article 66 Call Back

Article 67 Shift Differential

Article 68 Annual Leave

Article 69 Parental Leave

Article 71 Leave With/Without Pay
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Article 72 Special Leave

Article 74 Jury Duty

Article 75 Leave for Military Service
Article 76 Injury on Duty

Article 78-84 Benefits Articles

30.85:6 Corporation Obligations to the CMG

After sincere efforts have been made by the Parties to resolve a complaint, and pnor toa
grievance being filed regarding what services were contracted and which were performed, the
Corporation will, upon the.written request of a CMG staff representative, provide sufficient
information to support that the work was done in accordance with the original services
contracted for, where such information exists.

30.9# Grievance Procedure

Grlevances under Article 30 (Freelancers) shall only relate to questions of terms of
engagement, or payment, as specifically outlined in the language of the contract related to the
specific item.

30.108

The specnflc relevant and applicable federal and/or provincial legislation that governs working
with minors will apply when a minor is engaged as a Freelancer. Any unique issues that arise
during the life of this collective agreement regarding engagement of minors will be discussed at
the joint freelance committee (see Appendix F: Joint Committee on Freelancers).

30.11 Exclusions from Payment-3+-0OGCASIONAL-CONTRIBUTORS
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The Parties agree that the Corporation’s Journalistic Standards and Practices determine
which persons are entitled to remuneration. By way of example only, politicians are not
entitled to payment.

In addition, Fthe following persons eeeasieral-contributers do not require payment. Hpeayment

a. A member of the public appearing incidentally as part of a public event or of a studio
audience or as a participant in an open-line broadcast.

b. A participant in a broadcast of any religious service.

¢. A student participating in an educational broadcast.

d. Persons appearing as themselves on a broadcast produced in cooperation with a school,
college unlverS|ty, or educational organization.

eg. A contestant participating in a quiz program or program game, provxded that such a
contestant is not rehearsed to develop an individual characterization.

f. Non-professionals appearing as part of local community affairs, historical re-enactments,
county fairs and similar events on location, of which the Corporation is not the prime producer.
gi. Any person who, in accordance with their kisher occupation or status, takes partin a
program as a lecturer, public services information officer, or designated spokesperson for an
organization.

hi. Any person working within the jurisdiction of another bargaining agent, which has an
agreement with the Corporation.

k A person who is interviewed as a guest or who is a guest on a panel; may or may not be

paid as determined on a case-by-case basis. execeptas-deseribedHrArtiete-34-42




Delete: LETTER OF AGREEMENT: FREELANCE CONTRIBUTORS
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17.

APPENDIX F: JOINT COMMITTEE ON FREELANCERS

The Pparties agree to continue the standing joint committee to deal with matters uniquely
related to the freelance workforce.

The Corporation commits to ensure every engagement has a written contract. Without limitation,
the Corporation will be responsible for the development of processes to ensure producers (or
anyone who engages a Ffreelancer) have an adequate understanding of the contract process.

The Committee will consider training needs in keeping with the training provisions of the
Collective Agreement, limited to available funds.

The Committee will also work to ensure that the-Ffreelance Ceontributors are properly
contracted, as well as being properly compensated as per the terms of the Collective
Agreement.

The Committee may develop packages to ensure Ffreelancers get all the information they
require when entering a relationship with the Corporation.

The Committee will be co-chaired and consist of no more than four (4) individuals from each of
the Union and the Corporation. By mutual agreement, either side may add members to the
Committee where these members may have special knowledge of an area of work or

g
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other information helpful to the Committee. The Committee will meet at least ro-rrere-than
three (3) times a year unless otherwise mutually agreed.






Memorandum of Agreement
Between:

Canadian Broadcasting Corporation/Radio-Canada
(IICBCII)

-and-

Canadian Media Guild
(llCMGIl)

(Collectively the "Parties")

The Parties have discussed the following collective agreement language regarding Technology
& Infrastructure:

Article 58 WORK WEEK AND DAYS OFF

LETTER OF AGREEMENT: “LONG RUNS” IN TORONTO-BASED TECHNOLOGY &
INFRASTRUCTURE (MEDIA PRESENTATION, EXPERTISE CENTRE, INFRASTRUCTURE
SUPPORT & TRANSMISSION) (“T&lI")

LETTER OF AGREEMENT: ON-CALL TO TORONTO-BASED TECHNOLOGY &
INFRASTRUCTURE (MEDIA PRESENTATION, EXPERTISE CENTRE, INFRASTRUCTURE
SUPPORT & TRANSMISSION) (“T&I") EMPLOYEES

MEMORANDUM OF AGREEMENT: REMOTE AREA TRANSMITTER SYSTEMS
TECHNOLOGISTS

MEMORANDUM OF AGREEMENT: EXPERTISE CENTRE NEWS AND DIGITAL ON-CALL

The Parties have agreed to the collective agreement revisions attached hereto as Appendix "A".

The Parties agree that nothing is agreed until everything is agreed, therefore this MOA is an
agreement in principle only.

Signed at King City, Ontario, February 5, 2024

|
Mediator: g

w;/mm
Flj,# o



APPENDIX “A”



58.2.1

The normal hours for daily scheduled employees will be either 7.25 or 7.75 consecutive hours,
subject to the classification listing in Article 54 (Classifications and Hourly Rates). Except as
provided below, sSuch hours will normally be scheduled as no more than five (5) consecutive
days of work. The parties acknowledge that in certain exceptional circumstances or by mutual
agreement, employees may be scheduled in excess of 5 consecutive days to meet operational
requirements. The hours of work shall be exclusive of meal periods, but inclusive of break
periods.

The work week shall commence at 00:01 hours on Monday.

It is mutually agreed that, in light of the 24/7/365 operational requirements and
scheduling complexities, the employees in Toronto-based Technology & Infrastructure
(Media Presentation, Expertise Centre, Infrastructure Support and Transmission) may be
regularly scheduled in excess of five (5) consecutive days.



LETTER OF AGREEMENT: “LONG RUNS” IN TORONTO-BASED TECHNOLOGY &
INFRASTRUCTURE (MEDIA PRESENTATION, EXPERTISE CENTRE, INFRASTRUCTURE
SUPPORT & TRANSMISSION) (“T&I")

BETWEEN:

Canadian Broadcasting Corporation
(HCBCII)

-and-

The Canadian Media Guild
(HCMGII)

(Collectively the “Parties”)

WHEREAS the Parties reached an agreement with respect to the scheduling of Toronto-based
Technology & Infrastructure (Media Presentation, Expertise Centre, Infrastructure Support &
Transmission) (“T&I") employees during the 2023/24 collective bargaining;

And whereas, the Parties have continued to recognize the 24/7/365 operational requirements
and scheduling complexities unique to T&l and certain exceptions that may arise, for example
emergency situations and projects;

The Parties therefore mutually agree that the relevant portions of Article 58.2.1 shall be applied
to T&l as follows:

The operational requirements and scheduling complexities are unique to T&l, and accordingly,
the parties agree that employees may be regularly required to work in excess of five (5)
consecutive days.

Effective three pay periods following April 1, 2024, employees who work more than five (5)
consecutive days (not including time worked on a scheduled day off) shall be entitled to a “long

run” premium as follows:

e A premium of $26 per shift for scheduled work performed on a sixth (6th) consecutive
day worked:;

« A premium of $26 per shift for scheduled work performed on a seventh (7th) consecutive
day worked;

e A premium of $42 per shift for scheduled work performed on an eighth (8th), ninth (9™)
and/or tenth (10") consecutive day worked.
zZ,

=



It is understood that there shall be no pyramiding of premiums unless specified otherwise within
the Collective Agreement.

Should there be a substantive change to the composition of the above-noted T&l departments
to which the Corporation wishes to apply the terms of this Agreement, the Corporation will meet
with the Union in advance to ensure the change fits within this framework.

Dated this day of FEBRUARY 5, 2024



LETTER OF AGREEMENT: ON-CALL TO TORONTO-BASED TECHNOLOGY &
INFRASTRUCTURE (MEDIA PRESENTATION, EXPERTISE CENTRE, INFRASTRUCTURE
SUPPORT & TRANSMISSION) (“T&I") EMPLOYEES

BETWEEN:

Canadian Broadcasting Corporation
("CBCII)

-and-

The Canadian Media Guild
(llCMGll)

(Collectively the "Parties")

WHEREAS the Parties during the 2023/24 round of bargaining reached an agreement applying
to Toronto-based Technology & Infrastructure (Media Presentation, Expertise Centre,
Infrastructure Support & Transmission) (“T&I”) employees and on-call (the “Agreement”);

AND WHEREAS the employee and management may mutually agree to enter into an on-call
arrangement;

AND WHEREAS “On-call” refers to assignments where the employee is not performing regularly
scheduled work but is required to be available for work on an as-needed basis.

Effective three (3) pay periods following April 1, 2024, the Parties agree that the following
additional adjustment will be provided to employees on “on-call”:
e Employees will receive, for the first one thousand (1,000) hours they are "on-call" within
a calendar year, compensation per "on-call" hour of $2.00 per hour;
¢ Beyond the first one thousand (1,000) hours the employee is "on-call" within a calendar
year, the compensation paid shall be $3.00 per hour; and,
e The number of "on-call" hours for an employee will not exceed two thousand (2,000)
hours per calendar year.
e When an employee is called back to work while on-call, Article 66.2 of the Collective
Agreement shall apply. For clarity, all Callbacks while on-call will be compensated in
accordance with Article 66.2, and Article 66.3 shall not apply.

Dated this day of FEBRUARY 5, 2024



MEMORANDUM OF AGREEMENT: REMOTE AREA TRANSMITTER SYSTEMS
TECHNOLOGISTS

BETWEEN:

Canadian Broadcasting Corporation
(IICBCII)

-and-

The Canadian Media Guild
("CMGII)

(Collectively the "Parties")

WHEREAS, CBC and CMG commissioned and completed reviews of compensation for
Maintenance and IT classifications (the “Reviews”) and fulfilled all conditions with respect to an
LOA dated February 13, 2019, which expired on its own terms;

AND WHEREAS, despite these Reviews, CMG continued to express concerns with respect to
the Remote Area Transmitter Systems Technologists’ classification during the 2023/2024 round
of bargaining;

NOW THEREFORE the Parties agree as follows:

1. Effective three (3) pay periods following April 1, 2024, employees within the Remote Area
Transmitter Systems Technologists classification shall receive five percent (5%) of their base
salary (less applicable deductions) paid on a bi-weekly basis while they occupy a position
within the Remote Area Transmitter Systems Technologists classification. This payment
does not form part of base salary.

2. CMG agrees that the Maintenance and IT Compensation Review is fully and finally

concluded and that all issues relating to the Reviews, including the Grievance dated May 29,
2023, are closed on a without precedent and prejudice basis.

Dated this day of FEBRUARY 5, 2024



MEMORANDUM OF AGREEMENT: EXPERTISE CENTRE NEWS AND DIGITAL ON-CALL
BETWEEN:

Canadian Broadcasting Corporation
(IICBCII)

-and-

The Canadian Media Guild
(IICMGII)

(Collectively the "Parties")

During the 202348/202449 contract negotiations, the Parties reviewed the “IT On Call,
Standby©On-Eali-Standby-foriT-Minutes-of-Settlement! (Appendix A), dated February 15, 2019-
October-31;-260%, and have agreed to renew, for the term of this Collective Agreement, the
following "on-call” or “standby" practices within Expertise CentreMedia-Support News and
Digital, Application Support Specialists and: User Technology Support Specialists.

The Parties agree that the following additional remuneration/extra days off will be provided to
employees on standby. Extra days off are built into the employees schedules by mutual
agreement:

$ Payment OR Additional Days

500 hours annual guaranteed on-call $1,000.00 OR 8 days
700 hours annual guaranteed on-call $1,500.00 OR 11 days
1,000 hours annual guaranteed on-call $2,000.00 OR 16 days
1,500 hours annual guaranteed on-call $3,000.00 OR 24 days
2,000 hours annual guaranteed on-call $4,000.00 OR 32 days

* The Parties agree that "on-call" or "on standby" is defined as an agreement between an
employee and management on an assignment wherein an employee commits or is
required to be available while away from the workplace.

=The-Parties-agree-to-review-this-Agreement-in-a-year-from-the-date-of-signing—§
This-Memorandum- of Agreement will-not prejudice discussions-regarding-any-other
groupe-

* The Parties agree that this Memorandum of Agreement shall not form part of the
Collective Agreement, and shall only remain in force as long as the current Collective
Agreement remains in force.

Dated this day of FEBRUARY 5, 2024



Memorandum of Agreement
Between:

Canadian Broadcasting Corporation/Radio-Canada
(llc BCII)

-and-

Canadian Media Guild
("CMG")

(Collectively the "Parties™)

The Parties have discussed the following collective agreement language found in the
Appendices and Letters of Agreement:

S — ey

APPENDIX A: PRINCIPLES OF ASSIGNMENT

/APPENDIX C: OUT OF COUNTRY WORK

'APPENDIX F: JOINT COMMITTEE ON
‘FREELANCERS

APPENDIX G: FORMER UNIT 2 MEALS AND
TURNAROUND RATIONALIZATION PREMIUM

'APPENDIX H: ADDITIONAL LOCATIONS - Article
46.9.1

/APPENDIX J: FORMER BAND 13 SALARY SCALES
‘APPENDIX K: ANNUAL SALARY GRID

'APPENDIX L: NORTHERN LANGUAGE PREMIUM
AAPPENDIX M: SPECIAL LEAVE

gAPPENDIX N: LTD AND ANNUAL LEAVE
'APPENDIX O: GRIEVANCE FORM

'APPENDIX P: DISPUTE RESOLUTION AND
'GRIEVANCE PROCEDURES — SUMMARY AND
'STATUS FORM

APPENDIX Q LANGUAGE REGARDING !
‘PROTECTED STATUS

APPENDIX R: ENGAGEMENT OF EMPLOYEES ON
/CONTRACT



'APPENDIX S: TEMPORARY EMPLOYEES

,’;'APPENDIX T: PERFORMANCE AND
‘DEVELOPMENT DIALOGUE

'APPENDIX U: LEAVE WITHOUT PAY PRINCIPLES

Letter of Agreement' Information to the Union

-;Letter of Agreement Unlon Access

Letter of Agreement: Enhanced Severance ‘

gLette‘rvetNXéreernhehnt: Sales Commission Plan and
%Targets

i}Letter of Agreement Health Care Costs and Health
and Wellness in the Workplace

Letter of Agreement: Pension Surplus Sharing and
.Cost Management under SHCP

The Parties have agreed to the collective agreement revisions attached hereto as Appendix "A".

The Parties agree that nothing is agreed until everything is agreed, therefore this MOA is an
agreement in principle only.

Signed at King City, Ontario, February 7, 2024

For the :% Forthe €MG:

N

Mediator:
r

)




APPENDIX “A”









[Note to draft: Amend Article 68 of the Collective Agreement as follows]

68 ANNUAL LEAVE
Sea-Appendix-D-forLeavePurchase Plan
68.13

The Parties agree that the Corporation’s Rule on the Leave Purchase Plan will apply to
eligible employees covered by this Collective Agreement.






[Note to draft: Add the following to Article 37 of the Collective Agreement.]

Article 37.9
The purpose of the Statement of Qualifications is to clearly identify the requirements of
jobs posted by the Corporation.

A Statement of Qualifications will include:

* a description of the functions of the job

* a description of the specific requirements of the employing department
* objective and subjective criteria

Objective criteria can include, but are not limited to, functional requirements such as:
« demonstrated ability to carry out the tasks of the position

* education

* knowledge

» training

* experience

Subjective criteria can include, but are not limited to, specific performance factors such
as:

* talent in the specific functions or areas required

* creativity in the specific functions or areas required

* innovation in the specific functions or areas required

+ production ability in the specific functions or areas required

* planning and organizational skills in the specific functions or areas required

A Statement of Qualifications will identify subject areas which will be examined and the
relative importance of these subject areas.

[Note to draft: References to “Statement of Qualifications” at Articles 33.9.2, 36.2, 37.2,
37.5 will pinpoint to the new Article 37.9 as context requires]






APPENDIX K: ANNUAL SALARY GRID

[Note to draft: The Annual Salary Grid will be subject to annual increases negotiated
between CBC/Radio-Canada and CMG for the Collective Agreement, effective April 1,
2024. Article 54 to be incorporated as part of this Appendix, then moved to Appendix A.
All Appendices to be re-ordered as a result. Names and Banding of Classifications shall
be updated to reflect the current Classifications as of April 1, 2024.

For clarity, the Classifications to be updated are as follows:

New classifications:

Senior Product Designer: Pay band 12

Media Technician: Previously “Broadcast Technician”

Senior Communication and Marketing Specialist: Previously “Senior Communications
Officer”

User Technology Support Specialist: Previously “Desktop Support Specialist”

Pay band change:
Associate Producer: Previously Pay band 7, now Pay band 8]



APPENDIX T: PERFORMANCE AND DEVELOPMENT DIALOGUE

Definitions:
Performance and Development Dialogue is a process, not an event. It operates as a continuous
cycle.

Performance Management:
Performance management is a collaborative process that requires a shared commitment to high
performance. It is a process that both raises the quality of the work and benefits the employee.

The process must clearly outline what is expected of the employee and his/her place in the
organization. It must also recognize an employee's value as an individual as well as the value of
his/her performance.

Performance management will be used to guide the employee's professional development
through a series of conversations and a formal process that both encourage and support the
employee in achieving his/her highest potential. This will be accomplished through honest
objective setting, an open dialogue and ongoing feedback.

Staff Development:

Staff development is a multi-faceted process intended to motivate employees, recognize their
contributions to the organization and enhance job satisfaction. It also enhances overall job
performance and broadens an employee's skills and experience in the context of organizational
needs. It is used to assist employees to identify career paths and develop mutually agreed-upon
plans.

The goal of staff development is to maximize the value of each employee's contribution to the
future of the CBC. Staff development is expected to evolve over the course of an employee's
career.

Staff development opportunities may include but are not limited to:
* Training

+» Assignments to stretch or challenge

» Secondments

* Project work

« Sabbaticals

* Financial support for outside learning

* Self-directed learning

» Job shadowing

» Mentoring, taking advantage of the knowledge and experience of senior employees
» New or additional responsibility

» Conferences, subscriptions, e-learning



» Informal time off arrangements for learning activities, either in house or outside the
organization

* Team learning

+ Job exchanges

The following examples are intended as guidelines to assist in determining what is and is not
appropriate for the Performance and Development Dialogue process. They are not meant to
encompass all eventualities. It is understood that real-life situations will be considered carefully
and that there may be overlap between processes.

Scenario 1: An employee is behaving badly in a meeting.

Immediate action and correction is required. This is not about performance, it's about behaviour.
Therefore the conversation will take place outside the Performance and Development Dialogue
process.

Scenario 2: The meeting is ineffective.

This could well be addressed during Performance and Development Dialogue, although it is
expected that a problem of this nature would also be addressed in a timely fashion. The
discussion would be framed in a positive manner and would focus on how to improve the
meeting and what supports were needed.

Scenario 3: An employee is not performing at the level required for the job.

Assuming this is not deliberate, the problem might be first identified in the Performance and
Development Dialogue process, then move to Improvement Plan if deemed appropriate. The
Performance and Development Dialogue PMSD process would be suspended until
completion of the Improvement Plan.

Scenario 4: The employee engages in deliberately unacceptable behaviour.

If this is culpable behaviour, the discipline process is engaged. This is not part of the
Performance and Development Dialogue process and Performance and Development Dialogue
will not take place until the matter is resolved.

Scenario 5: An employee has gone off track from the original agreed-upon objectives.
Assuming this is the result of either changing priorities or a misunderstanding of what was
intended, this matter would be addressed within the Performance and Development Dialogue
process, most likely as a mid-term realignment.

Additional information and materials related to Performance and Development Dialogue may be
found on the employee portal, 10, on the Talent Management System or through an employee's
supervisor/manager.

Remedial Actions arising from this Agreement:




2-1. The National Performance and Development Dialogue Committee will explore and develop
a method for monitoring the quality of the Performance and Development Dialogue. It will seek
input at the local level. The existing auditing process will be examined to see if it is the
appropriate vehicle for this action.

3- 2. The Parties acknowledge the large in-house resource of knowledge and experience and
will recommend to the National Performance and Development Dialogue Committee that it
explore ways to make effective use of this resource in the context of staff development. With







[Note to draft: Add the following to Article 35 of the Collective Agreement]

35.19 Foreign Bureaus

The Parties agree that there is a mutual interest to meet and discuss many aspects of
Foreign Bureaus and Foreign Correspondents including compensation, staffing,
Collective Agreement language and various other issues.






[Note to draft: This Letter of Agreement is deleted as per the Memorandum of Agreement
regarding Additional Remuneration (Article 53.6), dated January 19, 2024]



[Note to draft: This Letter of Agreement is deleted as per the Memorandum of Agreement
regarding Equity, Diversity & Inclusion, dated January 17, 2024]






[Note to draft: Amend Article 12.2 of the Collective Agreement as follows.]
12 OUTSIDE ACTIVITIES

12.1
Employees shall be free to engage in activities, such as voluntary and/or paid work outside their

hours of work, provided:
a) that such activities are not in competition with the media services of the Corporation. This

provision does not apply to temporary employees or freelancers;

b) that without permission, no employee may exploit his/fher connection with the Corporation in
the course of such activities; or

c) that such activity does not adversely affect his/her work for the Corporation.

12.2
Recognized on-air personnel must discuss any outside activities with their Manager supervisor
before engaging in outside activities.

Seo y . utside Activitios.

The Parties agree that “recognized on-air personnel” includes recognized digital
personnel.

12.3
When an employee seeks permission to engage in any outside activity, the Corporation will give
its decision in writing, where requested, within ten (10) business days.

124
Any dispute relating to this Article shall be dealt with in accordance with Article 16.8 (Dispute
Resolution and Grievance Procedure — Accelerated Resolution Process).



Memorandum of Agreement
Between:
Canadian Broadcasting Corporation
("CBC")
-and-
The Canadian Media Guild
("CMG")
(Collectively the "Parties")

The Parties have discussed the following collective agreement language regarding temporary
employees:

Article 17: Local or Regional Committees

Article 27: Temporary Employees

Article 61: Time Off In Lieu

Article 69: Parental Leave

Appendix R: Engagement of Employees on Contract
Appendix S: Temporary Employees

The Parties have agreed to the collective agreement revisions attached hereto as “Appendix A".

The Parties agree that nothing is agreed until everything is agreed, therefore this MOA is an
agreement in principle only. e

Fth |
Signed at King City, Ontario thighlay of €% 2024

For the CBC:

b Y]
For the CMG:

Mediator:




17 LOCAL OR REGIONAL JOINT COMMITTEES

17.6

The Local Joint Committee is recognized as the appropriate forum to review status and issues related to
temporary employees except in locations where a Local Joint Temporary Committee exists. Local
discussions and resolutions are encouraged where appropriate.

Statement of Principles

The work of local committees dealing with temporary emplovees will include :

e Providing visibility and a forum for communication regarding temporary emplovees and resolving,

where appropriate, local concerns

« Discussing any concerns or questions regarding specific temporary employees and/or groups of
employees. Examples may include:

e

eason for engagement
Status
Duration in position
Work history

s ©® @ e

« Discussing opportunities that may exist locaily to create more certainty for temporary em mplovyees,
where operahonallv possible. Some examples may include identifying longer term opportunities,
t multinle backfill needs within a team, part-time positions, and other

options.

Local agreements are without prejudice.

Information on temporary employees is provided to the Union in accordance with Article 20, If
additional information regarding a specific temporary employee situation is reasonably required, such
as assignment history, specific reasons for engagement, etc., a request should be made at least two

weeks prior to the meeting. Advance conversation between the co-chairs regarding the specific issues
and corresponding information required is encouraged to identify data needed to facilitate committee

discussions.

See Article 27.5.4(a) regarding the National Joint Temporary Committee.

fi
EMPLOYMENT STATUS

27 EMPLOYEE STATUS

27.1



The Parties recognize the importance of hiring, maintaining and developing a skilled, experienced and
diverse workforce.

27.2 The Corporation is committed to maintaining a permanent workforce and recognizes the value that
permanent employees provide. However, the Parties also appreciate the need for a level of additional
flexibility in how employees are engaged.

27.3 Employees hired at the CBC within the CMG bargaining unit will be hired as permanent or
non-permanent.

Permanent and Non-Permanent Employees

27.4 Employees who are permanent will maintain their permanent status and will not be required to
revert to, or accept, contract status in the future.

Permanent employees will be hired in any classification contained in this Collective Agreement.

The Corporation may hire non-permanent employees for a variety of purposes including temporary or
contractual work, subject to the limits in this Collective Agreement.

Temporary Employees
27.5

It is the intent of the Parties that temporary employees will be engaged primarily for the purpose of
backfill. Where ongoing work exists, a position will be posted and filled on a permanent or contract
basis, as appropriate.

Appendix S outlines the guiding principles concerning the engagement of employees on a temporary
basis.

Temporary employees may request unpaid authorized leave/absence. If the emplovee is engaged and
is. or would have been. scheduled for the requested period, unpaid leave will not be unreasonably

withheld. If authorization is denied, the emplovee will be given the reasons in writing.

The Corporation may engage employees in any classification on a temporary basis for the following
purposes:

a. To fill positions occupied by full-time or part-time employees who are absent from their position
for a variety of reasons (e.g. sick leave, leave of absence, secondment, etc.);

b. For emergencies;

c. To augment permanent staff for the purpose of dealing with "special situations" requiring the
additional resources and/or unique skills not readily available within the normal staff
complement, for a defined period of time [e.g. elections, major sporting events, periods of
simultaneous programming resulting in higher than normal work requirements, program
development projects (as described below), etc.].

Program Development Projects:

%
s



There is recognition that the development of new programs across all platforms is vital to the vibrancy
and relevance of the CBC.

The program development process can involve the creation of proposals, treatments, production bibles,
demos, pilots and the initial programming run.

There is a recognition that development occurs before, during and after the initial airing of new
programming, normally to a maximum of six months. In the event that this period is exceeded, the
Parties agree to discuss the circumstances.

The decision to hire under this temporary provision is guided by:

. Uncertainty about the length of the development process.
. Uncertainly about the skills and talents needed for the program.
. Uncertainty about whether the program will be approved for airing.

There is a clear recognition that program development for the purposes of this Article applies to new
concepts, initial development, piloting and initial run.

27.5.1

Where a temporary vacancy is longer than 13 weeks, a temporary employee will normally be hired for
the duration of the vacancy.

27.5.2

Temporary employees will not be hired to avoid filling a vacancy for a full-time job or to eliminate or
displace full-time continuing employees. Temporary employees may be used in a period where a posting
of a vacant position is in process or being assessed — both should have a reasonable time limit (6
months). There may be exceptions, which will be discussed with the union.

2753

Whenever a temporary employee has been employed on a continuous basis in the same position for
eighteen (18) or more months #refshethey will be converted to permanent status. In the case of
extended Parental Leave backfill or any resulting chain of backfill, conversion may not occur at eighteen
(18) months if it is determined there is no ongoing work in the same position. In the case of LTD backfill,
the conversion period will be twenty-four (24) months.

27.5.3(a)

For the purposes of determining a temporary employee's eligibility to convert to permanent status
under the provisions above, time spent in the same position, as opposed to classification, will be
included. Authorized absence (including absence without pay) teave-and/or time spent on a temporary
upgrade or lateral assignment from the same position will be included, until the employee is converted
to permanent status or until the underlying temporary assignment ends. Upgrades or assignments for

this purpose are deemed to be those provided through the assignment process and exclude positions
that have been posted and/or positions for which the temporary employee has applied and been




accepted. In addition, a break of one week or less for the purpose of this clause does not constitute a
break in service.

27.5.3(b)

In cases where a temporary emplovee is hired on a continuous basis for twenty-four (24) months in
multiple positions, the Corporation and the Union will review the situation at the appropriate
committee to see if there is a foreseeable pattern of work. Where that is the case. the employee will
be hired on a contract for up to one (1) vear. There is the possibility of renewal presuming the work
continues.

27.5.3(ch)

Employees who achieve permanent status via the provisions of this clause will not be required to
complete a probationary period.

27.5.4

At the time of hiring, temporary employees will be advised of the terms of their engagement (including
classification, salary and start and end date) which may be on a regular or per occasion basis. Special-
efforts-will-be-made-te-ensure-that-sShort-term temporary employees will be provided on-boarding
materiat-and a dedicated contact person within a month of their initial employment. Information
regarding temporary employees will be provided to the Union on a monthly basis in accordance with
Article 20 (Information to the Union).

27.5.4(a)

Where a short-term temporary employee has been engaged continuously for thirteen weeks, the
employee's status will be reviewed by the Local Joint Committee or Local Temporary Committee as
applicable to ensure that short-term temporary is the appropriate employment status.

A National Joint Temporary Committee will be established. The National Joint Temporary Committee’s

purpose is to provide expert guidance and consultation to Local Joint Committees or Local Temporary
Committees (as applicable) to help facilitate problem-solving and creative solutio The Parties agree
that local solutions to local problems should be encouraged.

The first order of business for the National Joint Temporary Committee is to determine its
methodology based on the Statement of Principles in Article 17.6 and to establish its own terms of
reference, including meeting frequency and scheduie.

The National Joint Temporary Committee will meet at least four times per vear, unless the Parties
otherwise mutually agree.

The Corporation agrees to release not more than three (3) emplo without loss of
credits to attend meetings of the National Joint Temporary Committee. By mutual agreement, either
side may add members to the Committee where these members may have special knowledge of an

area of work or other information helpful to the Committee.
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Short-term temporary employees will progress one step on a salary band after having worked 1950
straight time hours on that band and/or higher bands. For clarity, time worked in any salary band will
apply toward progression on that band and on lower bands.

Notwithstanding the above, a short-term temporary employee will progress within any band on which
they work every two calendar years, at a minimum.

When a short-term temporary employee is engaged to work in more than one position, placement on
the appropriate step will take into consideration past experience and salary for positions worked. The
emplovee’s salary for the position in the higher pay band will not be less than the salary for the

position in a lower band without exceeding the top step of the higher pay band.

27.5.6

A temporary employee subsequently hired into a permanent position will have previous time worked as
a temporary employee in the bargaining unit counted toward the salary scale, annual leave entitlements
and corporation seniority.

27.5.7
All temporary employees shall be entitled to the holidays listed in Article 64 (Holidays).
27.5.8

Temporary employees will be scheduled and assigned in a manner consistent with the position they are
engaged to fill. They will normally be engaged for a full shift. However, they may be engaged for less than
a full shift for legitimate operational needs such as backfilling for part time employees or backfilling for
less than a full shift for partial days of annual leave or sick leave.
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Temporary employees hired for a period of less than thirteen (13) weeks will be paid a premium of
twelve and a half percent {12.5%) on each pay in recognition of the fact that they are not entitled to
annual leave, sick leave, insured benefits or pension coverage.

27.5.10

Former Unit 2 temporary employees who have previously been paid a premium of eighteen and a half
percent (18.5%) in lieu of vacation, sick leave, insured benefits and pension coverage will continue to
receive this benefit, rather than twelve and a half percent (12.5%).

27.5.11

Long-Term Temporary Employees

Temporary employees hired for a pre-determined duration of at least 13 weeks or who work 29 straight

time hours or more per week for 13 consecutive weeks will:

a. Subject to any restrictions contained in various benefit plans, the Collective Agreement or
legislation, enjoy the benefit plans related to this Collective Agreement, prorated for time
worked;




Not have to re-qualify for supplementary health benefits if they are re-engaged within a thirteen
(13) week period following their previous engagement, subject to the provisions of the plan.

The payment of Short Term Disability is based on continuous service. However, STD benefits shall
not have the effect of extending the temporary employment beyond its scheduled termination
date.

All Long-Term Temporary employees will receive an amount in lieu of pension equivalent to the
Corporation’s current service cost contributions to the pension plan. Should the employee meet the
Corporation’s pension plan eligibility criteria and opt to join the plan, any compensation paid in lieu of
pension shall cease upon the employee enrolling in the Corporation’s pension plan.

Short-Term Temporary Emplovees (formerly casual employees)

Temporary employees who work 29 straight time hours or more per week for 13 consecutive weeks will:

a.

Subject to any restrictions contained in various benefit plans, the Collective Agreement or
legislation, enjoy the benefit plans related to this Collective Agreement. Benefits will commence
no later than 4 weeks following the qualification period and will continue as long as the
employee works 58 straight time hours in each bi-weekly pay period. Employees will be notified
in writing when benefits will commence. Salary-based benefits will be based on a fixed amount;

The criteria of working fifty-eight (58) straight time hours in each bi-weekly pay period will
determine the eligibility for benefits in the following pay period provided that time cards are
submitted on time. In the event that time cards are submitted late resulting in loss of benefits
eligibility in the following pay period, benefits eligibility will be reinstated provided that the time
cards are submitted no later than the next 2 pay periods. The appropriate pay revisions would be
applied.

Not have to re-qualify for the benefits plans if they are reengaged in a CMG position within a
thirteen (13) week period following their previous engagement, subject to the provisions of the
plan. For clarity, any CMG employee with benefits will not need to re-qualify if they are engaged
within the following thirteen (13) weeks provided they work a minimum of fiftyeight (58) straight
time hours within a bi-weekly pay period upon their return. Benefits will continue thereafter for
each biweekly pay period in which they have worked a minimum of 58 straight time hours. Paid
and unpaid authorized absences and statutory holidays will be included in the hours required for
qualification and maintaining benefits;

Since these employees will be deemed to have continuous service of 13 weeks for benefits
purposes, the STD entitlement is 10 days at 100% and 75 days at 66 2/3% at the salary of the last
position occupied by the employee before proceeding on sick leave during the period they had
been assigned to work.

Employees who do not qualify for benefits will receive an amount equal to twelve-and-a-half
percent (12.5%) of their salary as per article 27.5.9.

Employees who qualify for benefits will receive an amount in lieu of pension equivalent to the
Corporation’s current service cost contributions to the pension plan. Statutory holidays will be included
as part of the 29-hour qualification period.

[
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All authorized absences eave(paid or unpaid) will be included as part of the 29- hour qualification
period except that, in the initial 13-week qualification period, Annual Leave will only be included as part
of the 29-hour qualification if it has been applied for and authorized prior to the commencement of the
qualification period.

27.5.12

A temporary employee svay=will be given training and/or orientation, as required, in order to perform
the functions for which they have been engaged. Temporary employees engaged for one (1) year or
more in the same position will be included in the Performance and Development and-Dialogue Artiete-
process.

27.5.13

In the event a temporary employee is released prior to the agreed term, hefshethey will receive at least
two (2) weeks' notice or pay in lieu of notice in accordance with the Canada Labour Code.

27.5.14

Temporary employees hired on a per-occasion basis will not require notice of termination as provided in
this Agreement due to the nature of their assignment.

27.5.15

The following Articles do not apply to temporary employees:
Article 30 Freelancers
Article 46-52  Workforce Adjustment articles

Article 61 Time Off in Lieu {with the exception of long-term temporary employees)

Article 63 (Scheduling/Posting of Schedules) does not apply to temporary employees hired on a
per-occasion basis.

See-AppendinS:TFemporary-Employees:-Guiding Prineiptes:

Contract Employees
27.6
Corporation may also engage employees on a contract basis.

The Corporation may hire on contract in any classification where work is of a defined project nature as
set-out in Appendix R — Engagement of Employees on Contract.

In a limited number of classifications (designated as "specific circumstances" classifications), the
Corporation may hire employees on contract under specific circumstances as set-out in Appendix R —
Engagement of Employees on Contract.



In addition. the Corporation may hire, on contract. emplovees who have reached twenty-four
months of continuous service on temporary status in accordance with Article 27.5.3(b).

The Parties agree that the total number of contract employees will not exceed an amount equal to nine
and a half percent (9.5%) of the permanent workforce plus eighty (80) positions.

27.6.1

At the time of hiring, contract employees will be provided with a letter of engagement or contract which
will include the classification in which the employee is to work, the salary level, and the start and end of
the engagement. A copy will be provided to the Union no later than ten (10) days after the engagement.
Contracts will be for a minimum duration of thirteen (13) weeks.

Each contract will include information regarding the employee’s rights to conversion to permanent
status in accordance with Article 27.6.3.

27.6.2

Contract employees will receive an amount in lieu of pension equivalent to the Corporation's current
service cost contributions to the pension plan for permanent employees.

Employees who have been engaged continuously on a contract basis for two (2) years or longer will have
access to the CBC Pension Plan, provided the employee meets the pension plan's eligibility criteria.

Should the employee decide to enrol, any compensation paid in lieu of pension shall immediately cease.

Contract employees with two (2) years or more of continuous service who have opted to enrol in the
Corporation's pension plan may buy back all eligible service at full actuarial cost in accordance with the
terms and conditions in the Corporation's pension plan.

27.6.3

Employees who are engaged on contract will each have a one-time only opportunity of converting to
permanent status upon reaching four (4) years of continuous service.

Effective-January-1;-2608;-eEmployees who are engaged on a combination of contract and temporary
employment will each have a one-time only opportunity of converting to permanent status upon
reaching four (4) years of continuous service. The combination of contract and temporary employment
must be continuous. Furthermore, the last two (2) years of the four (4) year period must be contract
employment. Fhe-Parties-agree-thatthis-provision ‘will-not-be-applied-retroactively-and that-periods-of-
employment-prior-to-theratification-of the-2009 remewal-Coltective Agreement will not e counted-
under-this provision:§

individuals who the Union believes have been treated inappropriately by being hired on a combination
of contract and temporary employment which has resulted in a defeat of the individual's right to
conversion will have their cases referred to the agreed-upon contract dispute resolution process for
resolution.

Within ninety (90) days of reaching four (4) years of continuous service, employees who choose to opt
for permanent status must notify their local Human Resources Department in writing of their intentions

and copy hisfhertheir manager.



Contract employees who elect to become full-time permanent employees will be credited with
continuous service back to the last date of hire into full-time continuous contractual employment except
for employees who have their temporary employment time included in the 4-year conversion. For these
employees, the employee will be credited with continuous service back to the most recent date of hire
into continuous temporary employment.
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Persons employed by the Corporation on a term contract of greater than thirteen (13) weeks shall have
access to the full benefit plans (excluding pension) subject to any restrictions contained in the various
plans.

27.6.5

Employees engaged on contracts will be notified in writing of the Corporation's intention to renew or not
renew the contract as per the following:

Service Notice Prior to End of Contract 13 weeks to 1 year of service Thirty (30) days 1-4 years of service
Sixty (60) days More than 4 years of service Ninety (90) days

In cases of non-renewal by the Corporation, the Corporation will pay one (1) week's salary for each six
(6) months of continuous service or major portion thereof with the Corporation. The non-renewal of a
contract shall not be subject to the grievance procedure.

27.6.6

In the event the Corporation terminates a contract of one (1) year or more for other than disciplinary
reasons, the Corporation shall give notice, or pay in lieu of notice, as above or as required in accordance
with the termination terms of the individual contract, whichever is greater. The Corporation will pay one
(1) week's salary for each six (6} months of continuous service or major portion thereof with the
Corporation.

27.6.7

Contracts for the following classifications can only be terminated during the term of the contract for just
cause or lack of work:

« Producers, Associate Producers, Announcers, Hosts and Senior Hosts in Television Arts and
Entertainment and Performance.

¢ Producers, Associate Producers, Announcers, Hosts and Senior Hosts in Television Sports.
e Announcers, Hosts and Senior Hosts in Radio Music, Comedy and Drama.

e Producer — National Line-up and Assignment, Senior Reporter, Producer, Provincial Affairs
Reporter, Reporter/Editor, Associate Producer, Associate Producer/Technician, Video Journalist
and Video Producer employed in News and Current Affairs.

27:6:8-4
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Formmer-ATRD-Continuing-Contract-ProducersimTelevisionArts-ane-E ntertainment programs-wil-be
permitted-te-maintain-their-continuing-contract status-which-is-automatieally renewed-year-tosyearata-
remuneration which is negotiable but-which-shal-increasedsy-amemount not-lessthan the-increase-
negotiated-with-the-Union-§

27.6.89

The following Articles do not apply to contract employees:

Article 11 Discipline
Article 30 Freelancers
Article 42 Improvement Plan

Article 46-52  Workforce Adjustment articles
Article 51 Severance Pay at Retirement
27.6.9%8

On a monthly basis, the Corporation will provide the Union with a list of contract employees on the
payroll.

Community Talent Development
27.7

~External candidates may only be engaged for the clear purpose of training, development and the
acquisition of work experience. This term of employment will not extend beyond one =year except where
the parties mutually agree.

These employees must have a detailed written development/work plan for training and mentoring with
an ongoing monitoring process aimed at assessing skills and job opportunities.

The Union will be advised at the local level when the Corporation intends to hire under this clause.

It is agreed that this type of contract will not be included in the calculation of the total number of
contract employees as per 27.6.

27.7.1

Community Talent Development (CTD) employees will not be hired to avoid filling a vacancy for a
full-time job or to eliminate or displace full-time continuing employees.

27.7.2

At the time of hiring, CTD employees will be advised of the terms of their engagement (including
classification, salary and start and end date). This information will be provided to the Union on a monthly
basis in accordance with Article 20 (Information to the Union).

27.7.3



A CTD employee subsequently hired into a permanent position will have previous time worked as a CTD
employee in the bargaining unit counted toward the salary scale, annual leave entitlements and
corporation seniority.

27.7.4
All CTD employees shall be entitled to the holidays listed in Article 64 (Holidays).
27.7.5

CTD employees will be scheduled and assigned in a manner consistent with the work they are assigned.
They will be engaged for a full shift.

27.7.6

CTD employees hired for a period of less than thirteen (13) weeks will be paid a premium of twelve and a
half percent (12.5%) on each pay in recognition of the fact that they are not entitled to annual leave, sick
leave, insured benefits or pension coverage.

27.7.7

CTD employees hired for a period of more than thirteen (13) weeks or who work 29 straight time hours
or more per week for 13 consecutive weeks will:

a. subject to any restrictions contained in various benefit plans or legislation, enjoy the benefit
plans related to this Collective Agreement, prorated for time worked;

b. be treated in accordance with the Short Term Disability/Long Term Disability (STD/LTD)
provisions of this Collective Agreement;

C. not have to requalify for supplementary health benefits if they are re-engaged within a thirteen
(13) week period following their previous engagement, subject to the provisions of the plan. (For
clarity, any employee with benefits will not need to re-qualify if they are re-engaged as a CTD
employee within 13 weeks provided they meet the criteria (29 straight time hours per week);

d. receive an amount in lieu of pension equivalent to the Corporation's current service cost -
contributions to the pension plan for permanent employees. Should the employee meet the
Corporation's pension plan eligibility criteria and opt to join the plan, any compensation paid in
lieu of pension shall immediately cease.

Statutory holidays will be included as part of the 29-hour qualification period.

All authorized leave-absences (paid or unpaid) will be included as part of the 29- hour gualification
period except that, in the initial 13-week qualification period, annual leave will only be included as part
of the 29-hour qualification if it has been applied for and authorized prior to the commencement of the
qualification period.

27.7.8

g



CTD employees will have their own development process as per 27.7 and will not be included in the
Performance and Development and-Dialogue process under Article 39.

27.7.9

In the event a CTD employee is released prior to the agreed term, he/shethey will receive at least two
(2) weeks' notice or pay in lieu of notice in accordance with the Canada Labour Code.

27.7.10

The following Articles do not apply to CTD employees:
Article 30 Freelancers
Article 46-52  Workforce Adjustment articles

Article 61 Time Off in Lieu (with the exception of long-term temporary emplovees)

Resignation
27.8

An employee who resigns from the Corporation may do so in writing with at least two (2) weeks' notice
or such other period as mutually agreed upon between the employee and a supervisor.



Article 61: Time Off In Lieu

61.1

Subject to making intentions known on a time record, an employee (including a long-term temporary

employee) may elect to accumulate overtime hours and take in each fiscal year
leave in lieu of pay for work performed beyond the scheduled work day, on a scheduled day-off
or holiday converted to basic hours.

61.1.1
An employee has the right at any time to request payment for leave payable at the rate it was
originally earned.

61.1.2
Such accumulated time may be taken off at times mutually agreeable to the employee and the
Corporation.

61.1.3

Lieu time will be earned from June 1st to May 31st of the following year. Lieu time earned during
this period must be taken by the end of August. When the employee has not taken the lieu time
as described above such lieu time will be paid out in September at the rate it was earned.

61.1.4

When long-term temporarv (+13) status ends, any remaining lieu time will be paid out to the
emplovee.




69.9.1 Supplementary Benefits Plan (SBP Plan)

The Corporation's Supplementary Benefits Plan (SBP) is dependent on the employee's
receiving Employment Insurance (E!) Benefits or Québec Parental Insurance Plan (QPIP)
Benefits. As a result, the fifteen (15) weeks of Maternity, or ten (10) weeks of Co-parent or
Adoption SBP payments cannot start until El or QPIP Benefits begin. SBP payments equal to
the difference between El Benefits or QPIP Benefits and ninety-three per cent (93%)* of salary
will be paid for the two (2) weeks immediately preceding the fifteen (15), or ten (10) weeks,
which are paid at eighty percent (80%) of the employee's weekly salary.

*The first week at a full 93% assume that the El 1-week waiting period has not already been
satisfied by the other parent. If the 1-week waiting period has already been satisfied by the other
parent, then it is two (2) weeks SBP payment of an amount equalling the difference between
normal El Parental Benefits and 93% of the employee's salary. Since there is no waiting period
for QPIP benefits, in these cases the first two (2) weeks of the SBP will be an amount equalling
the difference between QPIP Benefits and 93% of the employee's salary. The CBC will require
proof of El and/or QPIP Benefits.

If the employee receives earnings from other sources which reduce his/her El benefits or QPIP
Benefits below the normal weekly level, the CBC will not increase its SBP payment to cover the
decreased amount of Employment Insurance benefits or Québec Parental Insurance Plan
(QPIP) Benefits. If the employee receives earnings from other sources which, when added to El
benefits or QPIP Benefits and SBP payments, would exceed ninety-five percent (95%) of salary,
the SBP payments, will be reduced accordingly.

In the case of permanent part-time empioyees, please refer to the Rule on Parental Leave,
pro-rated as applicable to reflect the employee’s actual base hours paid within the
previous 52 weeks excluding overtime.

Note: Maternity Leave Employment insurance benefits cannot begin until twelve (12) weeks
before the expected birth week and there is a one (1) week waiting period. Québec Parental
Insurance Plan (QPIP) Benefits cannot begin until sixteen (16) weeks before the expected birth
week. Note: Co-parent Leave can only begin the first (1st) Monday following the birth of the
child

: @L



APPENDIX R: ENGAGEMENT OF EMPLOYEES ON CONTRACT

Statement of Principles:

Permanent employment is the predominant mode of employment under this Collective Agreement.
Normally no classification may be hired entirely as contract.

Contract employment is a valid part of the employment model to permit management flexibility, but
under defined conditions. This includes the continued engagement of temporary emplovees who have
worked in multiple positions for twenty-four (24} months of continuous service in accordance with
article 27.5.3 (b).

All contract opportunities are to be posted and any current employees, regardless of employment status,
may apply and will be considered if they meet the qualifications of the job posted.

When a permanent employee fills a contract opportunity for a project, the employee will be considered
to be on secondment and will have the right to return to his/her base job when the project is complete.

When a permanent employee fills an ongoing contract opportunity as per the "specific circumstances”
classifications in Schedule "A" of this Appendix the position will be considered to be permanent.

Should the Corporation decide to convert a position filled by a contract employee to a permanent
position prior to the contract employee's four-year conversion date, the position will be posted.

The Corporation may utilize part time contract employment. In such cases, the contract shall count as
one against the 9.5%+80 cap.



APPENDIX S: TEMPORARY EMPLOYEES

Guiding Principles:

if it's ongoing work the position will be posted and filled on a permanent or contract basis.
Temporary employees are primarily for backfill.

Temporary employees will normally be engaged to fill positions occupied by permanent full time or part
time employees who are on leave from the workplace for a variety of reasons (e.g., approved leaves,
absences and secondments).

Temporary employees may be used in a period where a posting of a vacant position is in process or is
being assessed (e.g. because "job design" may be in flux) — both should have a reasonable time limit (6
months). There may be exceptions, which will be discussed with the Union.

Temporary employees can be hired in addition to existing staff for the purpose of dealing with a "special
situation" requiring the additional resources and/or unique skills not readily available within the normal
staff complement, for a defined period of time. (e.g., elections, major sporting events, program
development projects, etc.) In other words, where there is no "special situation" additional temporary
employees should not be engaged. It is recognized that the term "special situation" could refer to other
projects or activities not necessarily of the same major scope as an elections or Olympics. These ' spgaal
situations" may refer to events of regional or local significance requiring exceptional coverage. Howé\)ér
efforts-shoutd-bre-made-te-emsurethe term "special situation(s)" willis not be undermined by broadening

its intent. Such situations should be unique and not a regular part of the daily business.

Any time limits described in this document are to be respected under normal conditions. It is
acknowledged that from time to time there may be unique conditions and in such cases, the Parties
agree to consult each other.

Terms such as "special situation(s)" and "excessive work" will mean those unusual or unigue situations
beyond the normal work demands.

In situations where the volume or pattern of work has resulted in an increased demand for ongoing full
time or part time work, temporary employees will not be engaged to perform such work.

Where it is recognized a temporary vacancy is longer than 13 weeks, temp employees will normally be
hired for the duration of a vacancy — a process would also apply in chain-of-backfill situations.

For clarity, a chain-of-backfill refers to those situations where more than one permanent employee is
being moved to a new assignment and where those changes involve the engagement of a temporary
employee.

Programme, Project and Professional Development:

Temporary employees can be hired to backfill existing permanent full time or part time employees who
are seconded or temporarily re-assigned for the purpose of professional development in an enterprise
outside theirhisfernormal duties such as programme or project development (e.g., Radio's 2008

summer schedule). Such situations should have a specific duration (normally 1 year) and be followed by
a review process. (/
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Temporary employees can also be hired as a direct part of the programme development process. Such
situations should have a specific duration. (Less than 13 weeks or maximum of six months).

Temporary employees can be hired for programmes/projects that run less than 13 weeks.



MEMORANDUM OF SETTLEMENT
BETWEEN:

Canadian Broadcasting Corporation
(IICBCII)

-and -

The Canadian Media Guild
(IICMGII)

(Collectively the "Parties")

WHEREAS CBC and CMG are parties to a collective agreement with a term of April 1, 2019, to
March 31, 2024 (the “Collective Agreement”);

AND WHEREAS the Parties are currently negotiating a renewal collective agreement;

AND WHEREAS CMG filed policy grievance NAT2023-01 (the “Grievance”) alleging that the
implementation by CBC of the Human Resources Information System (“HRIS”) Workday caused
certain breaches of the Collective Agreement, which CBC denies;

AND WHEREAS the Parties agree that it is a management right to implement a HRIS but wish
to address and resolve the Grievance through a collaborative approach;

NOW THEREFORE the Parties agree on a without prejudice or precedent basis as follows:

1.

The preamble forms an integral part of this agreement. This Settlement will fully and
finally conclude all claims related to the Grievance and any other issues, claims, or
complaints the CMG currently has with respect to policy grievance NAT2023-01. This
settlement is on a without prejudice and precedent basis to all other matters between the
parties. However, nothing herein precludes CMG from filing future grievances alleging
breaches of the collective agreement as a result of Workday.

Effective June 1, 2024 and for one (1) year thereafter, the Parties will convene on a
monthly basis, unless the Parties otherwise mutually agree, to engage in discussions
concerning the ongoing implementation and stabilization of Workday.

This joint CBC and CMG Workday Committee will consist of no more than three (3)
representatives from each party and determine its processes and protocols. The Parties
may mutually agree to invite subject matter experts, as appropriate.

The mandate of the Workday Committee is to promote understanding of Workday
challenges and issues through information exchange and to foster potential resolution



through collaboration. Accordingly, the CMG will identify and prioritize issues of concern
to its members while CBC will share the stabilization roadmap and timelines and other
relevant information as deemed relevant by the Parties. For reference, attached is the
Statement of Principles (“Appendix A”) the Parties agreed to at bargaining.

5. Effective on or around June 1, 2025, and with mutual agreement, the Parties will
evaluate the necessity of continuing the Workday Committee.

The Parties have signed in King City this é day of the month of fef/) 2024.

FOR THE CANADIAN MEDIA GUILD FOR THE CORPORATION




APPENDIX A

Statement of Principles: Port Credit Bargaining Session #6 between CBC and CMG

Process Modernization

The parties agree that:

1)

2)

3)

4)

5)

Ensuring alignment with the CBC/CMG collective agreement within the current Human
Resources Information System (“HRIS”) demonstrates the commitment to honouring the
terms established by the Parties.

The Corporation commits to ensuring staff are remunerated accurately. Any potential
compensation issues are resolved in a timely manner, and future errors are minimized. This
in turn will enhance employee trust in the Corporation’s HRIS.

Providing tools, mechanisms and adequate support ensures employees have clarity and can
quickly and effectively navigate the current HRIS.

We all prioritize the user experience of the Corporation’s HRIS beyond pay-related aspects.
We commit to timely and respectful issue resolution, acknowledge continuous improvement,
and foster transparency to build trust among all stakeholders.

Transparency with respect to employee information is key to fostering trust in the
Corporation and its HRIS. Information is collected, stored and retained in compliance with
applicable legislation.




Memorandum of Agreement
Between:

Canadian Broadcasting Corporation
{("CBC"}

-and-
The Canadian Media Guild
{("CMG"}
{Collectively tﬁe "Parties”)

The Parties have discussed the following collective agreement language regarding process
modernization;

Article 61: Time Off In Lieu
Article 68.5; Scheduling Annual Leave

The Parties have agreed to the collective agreement revisions attached hereto as “Appendix A",

The Parties agree that nothing is agreed until everything is agreed, therefore this MOA is an
agreement in principle only.

geh G
Signed at King City, Ontario thisj,\day of 2%24

For the GF

or the CMG:

Mediator:




Time Off In Lieu

61.1

Subject to making intentions known on a time record, an employee (mcludmg a Iong ferm
temporary employee) may elect to accumulate overtime hours ane-tal cach-fiac et
feave in lieu of pay for work performed beyond the scheduled work day, on a scheduled day off
or on a holiday converted to basic hours.

61.1.1
An employee has the right at any time to request payment for leave payable at the current

base salary rate-it-was-eriginally-earred. For clarity, this payment shall be at the
employee’s rate of pay in effect on the date of the payment,

61.1.2
Such accumulated time may be taken off at times mutually agreeable to the employee and the
Corparation.

61.1.3

Lieu time is willbe earned from June 1st to May 31st of the following year. Lieu time earned
during this period must be taken by the end of August. When the employee has not faken the
lieu time as described above such lieu time will be paid out in September at the current base
salary rale itwas-earned.

61.1.4
When long-term temporary (+13) status ends, any remaining lieu time will be paid out fo
the employee.




Scheduling Annual Leave

68.5

Vacations shall be arranged according to Continuous Service with vacations to be taken,
operational requirements permitting, at any time chosen by the employee, within the fiscal year,
except that the employee shall hot be compelled to take holidays outside the period between
May 15th to October 31st. Employees taking their vacation between May 15th and October 31st
shall indicate their preference prior to April 1st and vacation schedules shalt be posted no later
than Mav 1st ApHi-30th. Employees taking their vacation after October 31st shall indicate their
preference not later than September 30th Oetober-4atand vacation schedules shall be posted
ne later than Movember ‘st Oeteber-39st. Employees should also indicate statutory holidays,
weekend before and after, as part of vacation requests. Failure to indicate the employee’s
choice of vacation period within the set time limits may result in the employee’s loss of vacation
preference based on seniority.




Memorandum of Agreement
Between:

Canadian Broadcasting Corporation/Radio-Canada
(liCBCIl)

-and

Canadian Media Guild
(IICMGII}

(Collectively the "Parties™)

WHEREAS during the 2023/2024 negotiations between the Parties for a renewal coliective
agreement, the Parties reviewed a number of existing auxiliary agreements (e.q., Letters of
Understanding and Memorandums of Agreement),

AND WHEREAS this review was undertaken to determine the status of each agreement;

AND WHEREAS the Parties wish to categorize the auxiliary agreements to ensure a common
understanding about their status and placement;

NOW THEREFORE the Parties have agreed as follows:

1. Only the following new auxiliary agreements will be appended to or incorporated into the
renewal collective agreement:

[New LOA] Content Leadership - Producer's Autharity

[New LOA] Medical Appointments For Employees Only (Not Intended For
Dependents/immediate Family Members)

[New Article 43.1.3] Employee Related Expenses and Reimbursements - Passports

2. The following documents are archived (e.g., no longer in effect).

MQOS - Temporary Employee Grievance (June 2008)

MOA - National Joint Trust Fund (Feb 19, 2015)

MOA - Application of JE Retroactivity (Dec 1, 2005)

MOA - Diversity and Inclusions (Dec 1, 2017)

MOA - Use of Smartphones (Oct. 23, 2015)

MOA - Radio on TV (Nov 2, 2016)

MOA - Non-Permanent Workforce: Temporary Employees (January 18, 2019)

3. The following auxiliary agreements are currently in operation and are not appended to the
current Collective Agreement:
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MOA - Relocation (Feb. 11, 2019)

LOC - Senior Reporter Classification (2014)

Terms of reference for local joint temporary review committees (January 18,
2019) MOA - Mandatory Training (June 16, 2023)

MOA - Rules of Engagement (May 23, 2023)

MOA - Orientation (June 7, 2023)

MOA - Related to surplus sharing under the CBC Pension Plan and cost management
under the CBC Supplementary Health Care Plan (May 22, 2009)

MOA - Night Shift Differential (June 28, 2021)
MOA - To Include SCRC into Pension Sharing (June 2023)

4. The following documents will be updated and thereafter renewed, but will not be
appended to the renewal collective agreement:
MOS - Commitment for CMG to allow IT to use Outside Agencies (Oct 24, 2002)
Job Evaluation Guide (December 2016)

5. The Parties have agreed to the amendments attached hereto as Appendix "A".

6. The Parties agree that this Memorandum of Agreement shall not form part of the Collective
Agreement, except where otherwise stated, and shall remain in force as long as the current
Coliective Agreement remains in force or as stated.

7. The parties agree to create a standing commitiee for the life of the collective
agreement (No later than September 30, 2024), that will work to identify all active
MOA’s not covered by this memorandum. If a dispute arises about whether an MOA
revealed by this process is in force, the parties agree to hold the MOA in abeyance

-and-wiltbe discussed during the next round of negotiations.

8. This MOA will remain in force for the duration of the renewal collective agreement and

expire immediately thereafter.

9. The Parties agree that nothing is agreed until everything is agreed, therefore this MOA is
an agreement in principle only.
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10. Upon ratification, Point 9 of this MOA will cease to be in force.

Signed at Port Credit, Ontario, February 23, 2024
For the CBC:
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APPENDIX “A”
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[Note fo draft: new Letter of Agreement on Content Leadership - Producer’s Authority fo
be added as follows:]

LETTER OF AGREEMENT - Content Leadership - Producer’s Authority

Context:

It is clear that the process of editorial production at the CBC is a partnership, with bargaining
unit and management people working together fo achieve our programming goals and within the
context of the Collective Agreement. We value this.

This document clarifies that partnership.

Principles:

e There is recognition that news and information programming is undergoing transition.
Therefore, it's important to develop and define a work model that reflects the overall
strategy of the business, with appropriate roles for management and unionized
employees.

¢ There is recognition of the value of a productive parthership between Managing
Editors/News Directors/Chefs, Services Frangais and Producers.

e There is recognition of the importance of clarity in the relationship between Managing
Editors/News Directors/Chefs, Services Frangais and Producers.

e There is recognition that some work is performed solely within a role and some work is
performed together.

e Mutual respect is key to the relationship between Managing Editors/News
Directors/Chefs, Services Frangais and Producers.

e Management has responsibility for the overall news strategy.

e Management has a role to play in coordinating the news agenda to meet that strategy.

e The contribution of Executive and Senior producers is key to the success of the

organization.

e There is no intent to diminish the roles of producers as identified in job descriptions and
postings and as outlined in Article 34, Producers Authority.

What is the intent for Managing Editors/News Directors/Chefs, Services Frangais? ¢ The
primary focus is to provide clarity on the news strategy and to remove obstacles to the
execution of that strategy.

e There is also a role in coordinating the overall news coverage on all platforms. e There is
an emphasis on providing feedback and career development. ® Managing Editors/News
Directors/ Chefs, Services Francais are responsible for ensuring the conditions exist fo allow
the execution of the news strategy.

What is the intent for Executive and Senior Producers?
¢ The primary focus is on editorial decision-making. It's a content mission. e Executive
and Senior Producers are responsible for the execution of the news strategy. e Executive
and Senior Producers are also responsible for some administrative tasks.
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What does a partnership look like?

e On a daily basis, producers have the authority to execute the news strategy. That means
they are responsible for determining the daily news agenda and treatment, for
assignment and for lineup - all within the stated news strategy and under Article 34 -
Producers' Authority.

e On a daily basis, managers are responsible for ensuring that the news strategy is being
followed, for ensuring adherence to journalistic policy, for ensuring that editorial
decisions are legally defensible and for ensuring the necessary resources are made
available for producers to do their jobs.

The Parties have agreed, should future issues arise, if necessary, to meet with the intention to

jointly discuss and develop addendums or supplemental documents in an effort to provide
additional clarity.

Page 6 of 11




[Note to draft: New Letter of Agreement on Medical Appointments to be added as
follows:]

LETTER OF AGREEMENT: MEDICAL APPOINTMENTS FOR EMPLOYEES ONLY
(NOT INTENDED FOR DEPENDENTS/IMMEDIATE FAMILY MEMBERS)

Where possible, employees should arrange their medical and dental appointments outside their
scheduled hours of work. Where this is not possibie, in conjunction with their manager, the
employee should arrange their medical and dental appointments in a manner that supplies the
least disruption to the operation and with as much notice as possible (e.g. the beginning or end
of their shift or less busy period etc.).

It is up to Management's discretion whether or not to authorize leave with pay for medical and
dental appointments and the leave will not be unreasonably withheld. These appointments will
be treated as authorized leave with pay and employees will not be required to take annual
leave. Alternate arrangements may be made for recurring appointments in conjunction with
Disability Management. All autharized leave with pay for medical and dental appointments will
be coded using the medical appointment time code.

An employee who is required to work beyond their scheduled shift to complete an assignment
because of the authorized absence shall not receive any overtime or penalties for the period of
fime equal to the authorized absence.

The Parties agree that this Letter of Agreement shall only remain in force as long as the current

Collective Agreement remains in force or until such time as the Corporation notifies the Union of
a change.
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[Note to draft: The following language is to be added to Article 43 with respect to
Employee Related Expenses and Reimbursements - Passporis]

4313

A passport shall not be considered a job requirement for Canadian based positions. The
Corporation does not pay for passports and/or passport renewals for Canadian based
positions.

If an assignment requires international travel and the employee is required to renew their
passport in order to perform the assignment, then the Corporation will authorize
compensation for the required document.

[Note to draft: The following revision will be made to the Job Evaluation Guide]

CBC/CMG - Job Evaluation Guide

JOB EVALUATION
1. What is Job Evaluation (JE)?

Job Evaluation is a process used to establish the relative value of classifications within
an organization to ensure that its employees are fairly compensated. The first step is to
describe the skills and duties required within a classification. Each classification is then
evaluated on the basis of the skill, effort, responsibility and working conditions inherent
in the classification. it is the classification that is being rated, not individuals that are in
the classification. Job Evaluation is classification based — not individual based.

Once classifications are evaluated and ranked, classifications of similar value are grouped
into pay bands and salary scales are established for them. Any applicable requirements of
the federal Pay Equity Act are deemed to be incorporated by reference into this Guide.

Federalegislation

important fo note that our Job Evaluation plan was not designed to measure or place a
value on workload (quantity of work) or market rates.

f..1

Page 8 of 11




[Note to draft: The Parties agree that MOA - Use of Smartphones {Oct. 23, 2015) is
archived and no longer in force. The Parties will maintain the following guidance

document on Use of Smartphones.]

Guide for Use of Smartphones for Journalism at CBC

1. A Reporter/Editor* who is assigned to have primary responsibility for gathering the media
- elements of the story, in addition to writing and reporting the story, will be considered to
be working as a Band 10 Video Journalist.

2. A Reporter/Editor* who gathers incidental media elements or short bursts of content (e.g.
an announcement or top of a press conference) will not be considered to be working as
a Band 10 Video Journalist.

3. The determination of whether or not an upgrade applies wili be made at the time of the
assignment, following established guidelines, or after consultation with the assignment
desk during an assignment.

4. Reporter/Editors* cannot assign these duties to themselves.

5. When the assignment to VJ work is on a per occasion basis, the employee will be paid

the Temporary Upgrade of $25 per shift, as per Article 38.2 of the Collective Agreement. 6.

When the assignment to VJ work is more than four weeks in duration, the employee will be

compensated at the higher salary level, as per Article 38.3 of the Collective Agreement.

7. The CBC will ask assignment producers to keep a record of upgraded assignments that

fall under this agreement.
8. The CMG will instruct its members to track their own upgraded assignments that fall

under this agreement.
9. The CBC and CMG will commence a review of the roles and duties of Reporter/Editors,

including all functions they are now required to perform in delivering content to all

platforms.
*Can also be an Associate Producer or other employee whose classification is below Band 10.
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[Note to draft: The Parties agree that all previous MOAs - Commitment for CMG to allow
IT to use Outside Agencies are archived and no longer in force. The Parties agree to the
following new MOA.]

MEMORANDUM OF AGREEMENT
BETWEEN: '

Canadian Broadcasting Corporation
(l!CBCII)

-and

The Canadian Media Guild
(IICMG")

(Collectively the "Parties")

During the 2023/2024 contract negotiations, the Parties reviewed the "MOS on IT Use of Outside
Agencies, dated February 15, 2019" and have agreed that the document is no longer in force. The
Parties have agreed as follows within T&l, and Expertise Centre, Desktop Support Specialists,
Regional Computer Support Representatives, User Technology Support Specialists, and Telecom
Network Support Representatives:

1. T&! will continue fo use outside agency workers for specific periods of up to 13 weeks. If an
individual is still being used continuously by CBC after that period of time, then the individual will
be hired as contract or temporary, as appropriate. In the event that the position is more than six
(6) months duration, as per article 36.1, the position will be posted. In terms of employment status,
the 13 week period during which the individual was employed by an outside agency will not count
for CBC continuous service or any other purpose. In other words, the first day of CBC employment
will be the date of their continuous service.

2. T&l, Expertise Centre will undertake to provide reports every 3 months to the union identifying
outside agency employees who had been engaged in the last 3 months at CBC. It is understood
that reports will only be issued if there has been an engagement of an outside agency worker in

the last 3 months.

3. The Parties agree that this Memorandum of Agreement shall not form part of the Collective
Agreement, and shall only remain in force as long as the current Collective Agreement remains
in force.

Dated February 23, 2024
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Memorandum of Agreement

Between:

Canadian Broadcasting Corporation/Radio-Canada
(IICBCII)

-and-

Canadian Media Guild
(IICMGlI)

{Collectively the "Parties")

Re: Atrtificial Intelligence

WHEREAS the Parties are currently engaged in negotiations for the renewal of a collective
agreement;

AND WHEREAS the Parties initiated discussions concerning Artificial Intelligence (“Al”);
NOW THEREFORE the Parties agree on a without prejudice or precedent basis as follows:

1. The Union and the Corporation agree to make Al a standing item that will be discussed at
each National Joint Committee meeting unless otherwise mutually agreed.

2. The Parties agree that subject matter experts will be made available to attend National
Joint Committee meetings where the subject of Al is a topic for discussion. If necessary,
the Parties can determine whether an Al subcommittee is required in order to facilitate
focused and informed discussion on issues related to those technologies and their actual
or potential impact on bargaining unit work.

3. The Corporation will require the express permission of employees to recreate or alter their
likenesses using Al for any purpose.




4. The Parties agree that this Agreement shall not form part of the Collective Agreement

b T
The Parties have signed in Port Credit this ( jt day of the month of [»d?( I [J“/ J 2024.

",

i 0

FOR THE CANADIAN MEDIA GUILD FOR THE CORPORATION

i é %g—m > /f v ' —

MEDIATOR




Memorandum of Agreement
Between:

Canadian Broadcasting Corporation/Radio-Canada
(IICBC")

-and-

Canadian Media Guild
(IICMGII)

(Collectively the "Parties™)

Re: Isolated Locations - Medical Travel Costs

Any employee living in an isolated location as defined in the Rule on the Isolated Locations
Program who otherwise meets the eligibility criteria as set out there, may submit expenses for
non-elective medical travel through the Special Assistance Fund (“SAF”). To the extent that
government medical travel assistance programs may not fully cover expenses for such medical
travel, employees may apply to the SAF to request reimbursement for any remaining eligible
expenses, up to their individual lifetime maximum (i.e., $12,500 for the employee and an
additional $12,500 for each eligible dependent as defined by the plan).

No later than May 1, 2024, the Corporation will remind all CMG members living in isolated
locations of the availability of the above program, and that their applications will be considered
by the SAF Committee despite the wording of some current documentation.

The CMG and the Corporation agree that the documentation relating to the SAF application
form, guidelines, coverage sheet, and iO communication/FAQ’s require an update to reflect the
above. CMG and CBC will request the SAF sub-committee to make the necessary amendments
subject to any conditions considered necessary by the SAF sub-committee. Once completed,
the SAF sub-committee will request approval of these changes from the Consultative
Committee on Staff Benefits (CCSB).



CMG will create a fund for the purpose of providing emergency monies to employees requiring
assistance to pay medical travel costs. The CBC will pay CMG a one-time amount of $15,000,
no later than September 15, 2024, towards the above mentioned fund. CMG will have sole
responsibility for the administration of the fund.

Signed at King City, Ontario, February 9, 2024

For the CBC: For the CMG:

[)
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Mediator:
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AVERAGING AGREEMENT
BETWEEN:

Canadian Broadcasting Corporation
(llCBCII)

—and -

The Canadian Media Guild
(IICMG!l)

(Collectively the "Parties")

The Parties agree that due to the unique nature of the media industry, some work at CBC/Radio-Canada
can be unpredictable and often necessitates the irregular distribution of the hours of work of an
employee. The Parties also recognize the spirit and intent of Part Ill of the Canada Labour Code regarding
maximum hours of work.

Therefore, in accordance with PART Il of the Canada Labour Code and the Canada Labour Standards
Regulations, the Parties agree to enter into the following Agreement that allows for the averaging of the
hours worked by employees over a period of twenty-six (26) weeks.

It is the understanding of the Parties that this Agreement is only with respect to calculating the
maximum number of hours of work as provided for under the Canada Labour Code. Averaging will not
affect the entitlements to, or calculation of, overtime pay under the Collective Agreement. The
provisions related to Hours of Work and Overtime contained in the Collective Agreement will continue to

apply.

The maximum hours of work of an employee shall not exceed 1,248 hours over a twenty-six (26) week
period. Employees are not required to work the maximum hours permitted under this Agreement nor
should they feel compelled to do so. Further, the Parties agree that it is not the intent of this averaging
agreement to negatively affect short-term temporary employees, accordingly, a short-term employee
without a term of employment will not be subject to averaging.

Accurate and timely reporting of employees’ hours worked is mandatory; accordingly, employees are
expected to submit accurate time cards in accordance with Article 58.7. The Corporation will monitor
hours worked to ensure the maximum hours noted above are not exceeded, and will provide quarterly
updates to the union at the National Joint Committee. In addition the parties may discuss any specific
areas of concern.

The Parties acknowledge that there may be assignments that include significant overtime. For such
assignments (e.g. breaking news, sporting events, out-of-town assignments, special projects, etc), an



employee or their manager may request a discussion about workload and assignment before, during
and/or after the assignment.

Calculations for averaging under this Agreement will be done in accordance with the Canada Labour
Code and the Canada Labour Standards Regulations.

In circumstances other than those described above, the relevant provisions of the Collective Agreement
and the Canada Labour Code continue to apply.

The averaging periods for the term of this Agreement shall continue to be based on the previous
Averaging Agreement dated December 12, 2018, which had its first 26-week period running from
February 4, 2019 to August 4, 2019.

This Agreement shall remain in full force and effect during the term of the Collective Agreement -
beginning April 1, 2024.

Signed at King City, this 16th day of January, 2024.

For the Union

For the Corpo

Sandi Tanner
Senior Director, Industrial Relations







Memorandum of Settlement

Between:

Canadian Broadcasting Corporation/Radio-Canada
("C B cl!)

-and

Canadian Media Guild
(HCMGII)

(Collectively the "Parties")

Re: Job Evaluation — Retroactivity

WHEREAS the Parties are subject to a collective agreement with a term of April 1, 2019, to
March 31, 2024 (the “Collective Agreement”);

AND WHEREAS the Parties are in negotiations for a renewal collective agreement;

AND WHEREAS the Parties entered into a Memorandum of Agreement on July 14, 2023, (the
“2023 MOA”), regarding issues relating to certain job evaluations that were conducted under
Article 55 of the Collective Agreement;

AND WHEREAS as a result of this job evaluation process the Associate Producer (“AP")
classification was reclassified from Band 7 to Band 8;

AND WHEREAS the effective date of retroactivity of the Associate Producer reclassification
from Band 7 to Band 8 is an issue identified in the 2023 MOA as being in dispute between the
Parties and that has been referred to arbitration under Article 16.8 of the Collective Agreement;

AND WHEREAS the appropriate classification of “investigative Associate Producers” and the
appropriate classification of Reporter/Editors assigned to a “beat” are also issues identified in the
2023 MOA as remaining in dispute;

AND WHEREAS the Parties wish to resolve certain aspects of the issues in dispufe as identified
in the 2023 MOA,

NOW THEREFORE the Parties agree as follows:

1. The above recitals are true and form an integral part of this Memorandum of Settlement,

2. Every employee who is employed in the AP classification as of ratification of the collective
agreement with an effective date of April 1, 2024 will receive an equal share of the
$325,000.00, payable as a lump sum, less applicable deductions. Any employee in the
AP classification on a leave of absence (excluding maternity, parental leave or STD)
or in receipt of LTD benefits as of the date of ratification will receive the lump sum
payment within two (2) pay periods of their return to their AP position.




3. In exchange for the payment provided in paragraph 2, CMG agrees that the dispute
concerning the effective date of retroactive pay for APs is fully and finally resolved. CMG
agrees to withdraw the dispute currently before Arbitrator Marilyn Nairn and further
agrees not to file any further challenges, disputes or grievances concerning the same
dispute. The Parties agree that Arbitrator Nairn is to remain seized in the event of a
dispute.

4. The Parties agree that the issue of the appropriate classification of “investigative APs”
and the appropriate classification of Reporier/Editors assigned to “beats” may be
referred to arbitration in accordance with Article 16.

5. Any reference to Article 16.8 made within Article 55 (Job Evaluation) shall be changed to
Arbitration. For clarity, JE disputes will no longer be referred to Accelerated Dispute

Resolution and shall be referred directly to arbitration.

6. This MOS is entered into on a without prejudice or precedent basis to any position taken
by either party in any matter not expressly dealt with herein.

7. The Parties agree that nothing is agreed until everything is agreed.

Signed at Mississauga, this ;2‘{ day of February, 2024.

For the Corporation:

Sandi Tanner
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