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Tentative agreement is indicated in some cases as a way to move forward in good faith
with the bargain but both parties explicitly state any final agreement will be on the package
as a whole.

ARTICLE 1 — PARTIES & INTENT

1.01 PARTIES

This agreement made and entered into this 1st day of March 2026, between:
Rogers Media Inc., through authorized representatives, sometimes hereinafter
referred to as the Employer, Party of the First Part, and Unifor Local 830M
sometimes hereinafter referred to as the Union, Party of the Second Part.

1.02 INTENT

It is the purpose of this Agreement, in recognizing a common interest between the
Company and the Union, in promoting the utmost co-operation and friendly spirit
between the Company and its employees, to set forth conditions covering rates of
pay, hours of work and conditions of employment to be observed between the
parties and to provide a procedure for prompt and equitable adjustment of
grievances. To this end this Agreement is signed in good faith by the two parties.
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ARTICLE 2 — UNION RECOGNITION

2.01

2.02

2.03

The Company recognizes the Union as the exclusive bargaining agent for all
persons employed in the Unit defined by the Canada Industrial Relations Board in
its decision of September 27, 2022 Order No. 11750-U. and as amended from time
to time or as altered by agreement between the Parties. The Bargaining Unit shall
consist of:

“all employees of Rogers Media Inc. d.b.a. CityNews 1130 (CKWX-
Vancouver) working at CityNews 1130 (CKWX-Vancouver), excluding
managers, those above the rank of manager and employees already
represented by a bargaining agent.”

The Parties will bargain collectively, as required by the certification, in respect to
rates of pay, wages, hours and conditions of work for all employees as set out in
2.01.

All bargaining unit work shall be performed by bargaining unit members in good
standing with the exception of emergency circumstances which could not be
reasonably foreseen by the employer.

LOU X — Working Managers

Notwithstanding Article 2.03, the parties recognize that at the time of certification
working managers existed and performed work done by members of the
bargaining unit.

In recognition of this, the parties agree that there are three (3) positions that are
managers of employees in the bargaining unit that may perform the work done by
bargaining unit members. The three (3) positions are made up one News Director,
one Assistant News Director, and one Managing Editor. At the time of this
agreement the incumbents of these positions are Terry Schintz as News Director,
Srushti Gangdev as Assistant News Director, and Dean Recksiedler as Managing
Editor. These three (3) positions are excluded from the bargaining unit and it is
agreed that the performance of bargaining unit work by these three (3) positions is
not a violation of the collective agreement. The exclusion of these three (3)
positions will continue beyond the departure of the current incumbents. Any
additional bargaining unit work assigned to these positions shall not directly result
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in the layoff of bargaining unit employees; nor prevent the recall of bargaining unit
employees; nor preclude, prevent, nor avoid the hiring of bargaining unit
employees.

ARTICLE 3 - MANAGEMENT RIGHTS

3.01

3.02

3.03

3.04

It is recognized that the management of the Company, its operations, the direction
of its work forces, the control of its properties and the maintenance of order on its
premises is solely the responsibility of management. Before implementing new
rules and regulations directly affecting the general working conditions, the
Company will advise and explain such proposed rules and regulations to the
Union.

It is further recognized that it is the responsibility of the management of the
Company for the selection, direction, and determination of the size of work forces,
including the right to hire, classify or reclassify, suspend or discharge for proper
cause, or transfer, or promote, demote, assign to shifts, assign to overtime, lay-off,
approve vacations, reorganize, or relieve employees from duty.

It is recognized that it is the sole responsibility of the Company to determine the
location of operations, their transfer, expansion or curtailment, the direction of
working forces, the schedules of operations, the number of shifts, job content,
quality and quantity standards, the establishment of work or job assignments;
determine in a reasonable manner the qualifications of an employee to perform in
a particular job; the nature of tools, equipment and machinery used and to
use new or improved methods, machinery and equipment, change or discontinue
existing tools, equipment, machinery, methods or processes; and decide on
the number of employees needed by the employer at anytime

The functions of Management as herein set out shall be exercised at the sole
discretion of the Company from time to time but always in a manner which shall
not violate the terms of the Collective Agreement.
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ARTICLE 4 — EMPLOYEE DEFINITION

4.01

4.02

4.03

4.04

The term 'Employee" as used in this Agreement shall mean any person included
within the Bargaining Unit referred to in Article 2.1.

Whenever in the wording of this Agreement gender is used, it shall be understood
to include all genders.

"Employee" shall include any person employed in any job classification created in
the future which the Parties by mutual consent decide to include within the
Bargaining Unit. Where mutual consent is not reached on whether the position
should be in the Bargaining Unit, such failure to agree on the inclusion of the
position shall not become a subject for grievance under this Agreement but may
be referred by either Party to the Canada Labour Relations Board.

The Company will give the Union, in writing, the proposed job description and
proposed salary level where:

(@) the Company wishes to create a new job classification within the Bargaining
Unit; or

(b) the Canada Labour Relations Board determines that a new job
classification, referred to it in accordance with Section 4.3, and included
within the Bargaining Unit.

Failing agreement on the appropriateness of the new classification or on the salary
level, either Party may refer the matter to an Arbitrator named in this Agreement.
The Arbitrator shall have the authority of an interest arbitrator and shall make a
final determination of the matter, notwithstanding any provision of this Agreement
that otherwise would limit the Arbitrator's authority.

ARTICLE 5 — EMPLOYEE CATEGORIES

5.01

FULL TIME EMPLOYEES

All Employees covered by this Agreement shall be considered full-time Employees
of the Company except as provided herein.
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5.02 PART TIME EMPLOYEES

A part-time Employee is defined as one hired to work less than thirty-five (35) hours
per week. Where a part-time Employee performs work of a temporary nature as
defined in Article 5.3, such hours worked shall be excluded from the thirty-five (35)
hours per week limit.

Part-time Employees shall be paid on an hourly basis at the step of the wage group
to which the Employee is assigned. Part-time Employees shall receive credit for
hours worked on the salary scale of the group to which they are assigned for the
total accumulated hours from the initial date of hiring, calculated to the last
completed month.

Part-time benefits eligibility, as per Article 27.02, will be reviewed on an annual
basis in alignment with the Company’s standard process. Any changes to part-time
benefit eligibility will be communicated prior to implementation.

5.02.1

Part-time employees must submit in writing, 4 weeks in advance of the schedule
being posted, shifts that they are not available to work. Once the schedule has
been posted, the employee will have been deemed to have accepted the shift
provided they are not scheduled where they have declared they are not available.

Furthermore, nothing in this article shall prevent the Company from assigning Part-
time employees to a shift following the posting of a schedule provided there is no
submission they are not available for work.

5.02.3

Part-time Employees shall be paid on an hourly basis at a rate equal to the wage
group to which the Employee is assigned. Part-time Employees shall receive credit
on the salary scale of the group to which they are assigned for the total
accumulated hours from the initial date of hiring, calculated to the last completed
month.

5.02.4

Part-time employees shall be offered, on a seniority basis and provided the Part
Time employee has declared availability, all part-time (including sick relief) and/or
temporary work for which they are qualified (i.e., skill, knowledge and ability
reasonably required for the position). Where such work would result in overtime
and/or any other penalties (excluding night differential) then the Company may
offer the work to the next senior qualified part-time employee. If a qualified part-
time employee is unavailable, then the Company may offer the work to a temporary
employee. This Article shall exclude hours offered to an employee at the time of
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layoff and rejected.

5.02.5

All Articles of this Agreement shall apply to part-time Employees except for the
following Articles:

(b)

(c)
(d)

Article 16 — Layoffs

(i) Notwithstanding the above, part-time Employees who are laid-off will
be entitled to severance based upon their accumulated seniority. The
last twelve (12) pay periods shall be used to calculate the weekly
average hours worked.

ii) It is also understood that in the event that a part-time Employee is
laid off, the Employee may exercise their accumulated seniority to
displace a less senior Employee in any classification or category
within any salary group at the same or lower level, in accordance
with Article 43.

Article 17 — Technological change

Article 19 — Vacancies and Promotions — Full-time Employees continue
to receive preference for full-time job vacancies.

Article 26 — Part-time Employees shall receive vacation pay on each pay
period in accordance with the Canada Labour Code, i.e. 6.367% after six
(6) consecutive years or 8.65% after ten (10) consecutive years. Part-time
Employees shall be eligible for two (2) calendar weeks per vacation year for
which they will not be scheduled to work. After six (6) consecutive years of
employment, part-time Employees shall be eligible for three (3) weeks per
vacation year for which they will not be scheduled to work. After 10 (10)
consecutive years of employment, part-time Employees shall be eligible for
four (4) weeks per vacation year for which they will not be scheduled to
work. Part-time Employees must request such vacation time at least thirty
(30) calendar days in advance.

Article 24 — General holidays — Part-time Employees shall be paid one
and one-half (1 %2) times their basic rate for all hours worked on a holiday
with a minimum credit of four (4) hours.-In addition, part-time Employees
shall receive holiday pay, at their basic rate calculated on a pro rata basis,
based on the average number of hours worked per day in the previous thirty
(30) calendar days, whether work is performed on the holiday or not.

Article 29 — Sick Leave
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(h)  Article 32 — Hours of Work — a four (4) hour minimum tour shall apply and
part-time Employees are not eligible for overtime until after seven (7) hours
in a tour and when hours worked are in excess of the scheduled tour of
duty.

(i) Article 33— Weekends Off
TEMPORARY EMPLOYEES

A temporary Employee is defined as one hired for a particular show or production;
one who covers vacation, maternity/childcare leave, sick leave or leave of absence
for another Employee subiject to the following:

(a) Except for maternity/child care leave or extended leave of absence
replacement, no period of full-time temporary employment shall exceed
twelve (12) months of continuous employment.

All Articles of this Agreement shall apply to temporary Employees except as
follows:

(a)  Article 23 - General holidays. In lieu thereof, temporary Employees shall be
paid one and one-half (1 %) times their basic rate for all hours worked on
such holidays.

(b)  Article 32 — Hours of Work — Part-time Employees are not eligible for
overtime until after seven (7) hours in a tour and when hours worked are in
excess of the scheduled tour of duty.

(c) Atrticles relating to seniority, lay-off, recall, sick leave, health and welfare
plan, annual vacation, technological change and compensatory leave shall

not apply.

Part Time and Temporary employees, individually or collectively, will not be used
to displace full time employees, or to avoid the recall from layoff of a bargaining
unit employee, or to avoid hiring full-time employees.

Where a full-time or part time Employee is capable and available to supplement
the Company's requirements for a particular show or occasion, a temporary
Employee will not be used. The foregoing shall not apply where such
circumstances would result in the full-time Employee being required to work more
than five (5) days in any work week.
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ARTICLE 7 — NON-DISCRIMINATION

7.01

7.02

The Company will not interfere with, restrain, or coerce the employees covered by
this Agreement because of membership in or lawful activity on behalf of the Union.
The Company will not discriminate in respect to hiring, tenure of employment or
any term of employment against any employee covered by this Agreement
because of membership in or lawful activity on behalf of the Union, nor will it
discourage membership in the Union, or attempt to encourage membership in
another union.

The Union agrees that it will not discriminate against, coerce or restrain any
employee covered by this Agreement or attempt to do any of the foregoing
because of membership or non-membership, activity or lack of activity in any
labour organization.

ARTICLE 8 — UNION DUES

8.01

8.02

8.03

8.03.1

The Company recognizes the Union as the exclusive bargaining agent for all
Employees as defined by the Canada Industrial Relations Board. Employees will
be members in good standing of the Union as a condition of employment.

Full time, Part-time, and Temporary employees will pay Union dues pursuant to
Article 8 of this Agreement.

During the term of this Agreement, the Company agrees to deduct monthly an
amount equal to the periodic dues, assessments and initiation fees as levied by
the Union. The amount of such deductions will be determined from time to time by
the Union, and the Company will be notified by Registered Mail or email.

The Company agrees to remit the monies so deducted to the Union, with a copy
to the Local Union, by the fifteenth of the month following the month for which the
dues are deducted.

23/03/2026 3:55 PM

For the Employer: For the Union:




UNIFOR LOCAL 830M & ROGERS Full Document Ratification

ARTICLE 9 —NOTIFICATIONS

9.01

9.01.1

9.02

9.02.1

9.03

9.04

The Company shall, within seven calendar days, mail or email to the Local
President, and to the Local Secretary, one (1) copy of each of the following:
dismissal, suspension or any written disciplinary action affecting any employee
within the bargaining unit, and any formal written notice pertaining to the
application or agreed interpretation of this Agreement.

The Company shall report monthly with the submission of dues the following:
Notice of hiring, promotion, transfer, resignation, leaves without pay (provided that
the resignation or request for leave without pay is provided to the Company in
writing), a list of overtime hours, and a list of the hours worked by all employees in
a part-time, or temporary capacity.

Any notification to an employee required under the provisions of the Collective
Agreement is understood to mean that the Company will notify the employee
directly.

When an employee is not notified directly they shall confirm receipt of such
notification to the Company as soon as possible. When this confirmation is made
the Company's obligations under Article 9.2 are considered fulfilled. The time of
notification will be considered to be the time of receipt of the notification by the
employee.

The Company shall, when notifying a person of acceptance as an employee,
provide in writing, the starting rate of pay, the category, and the classification to
which they are assigned. A copy of this notice shall be sent to the Union in
accordance with Article 9.01 of this Agreement.

The Union agrees to notify the local News Director/Station Manager and Human
Resources representative in writing within five (5) working days of any changes in
local elected Union representatives. In addition, the Union will forward a complete
list of Union representatives to the Head of Labour Relations on a semi-annual
basis, commencing January 15th of each year.
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ARTICLE 10 — UNION LEAVE AND ACTIVITIES

10.01

10.02

10.03

10.04

10.05

UNION LEAVE

Upon request by the Union, the Company shall release without loss of pay or other
earned benefits up to a maximum of two (2) Employees named by the Union to
attend grievance meetings and/or negotiations meetings and a maximum of two
(2) Employees to attend health and safety committee meetings with the Company
upon reasonable notice being given. The obligation of the Company to provide
leave without loss of pay shall not apply to arbitration proceedings.

Leave without pay will be granted to no more than two (2) Employees duly
authorized by the Union to represent the members in order to conduct legitimate
Union business (e.g. conventions, councils, labour-related courses and activities).
A request for such leave shall be submitted at least thirty (30) calendar days in
advance.

It is understood that leave under this article require express written consent by
management. These requests will not be unreasonably denied.

No more than three (3) Employees will be granted leave for Union business at any
one time, and no leave shall extend for longer than seven (7) days including travel
time, except with the prior written approval of the Company. Such written approval
will not be unreasonably withheld.

BULLETIN BOARDS

The Company agrees to the posting by the Union on Union bulletin boards of
announcements regarding elections, meetings, negotiation developments and
internal affairs of the Union. The Company agrees to furnish one (1) Notice Boards
exclusively for the posting of Union notices; such bulletin boards to be located in a
space easily accessible by employees.

UNION ACCESS TO PREMISES

Where an accredited Union official wishes access to the Company's premises, or
any of its operations, they shall submit a request to do so in writing or email to the
News Director/Station Manager and Human Resources representative not later
than twenty-four (24) hours in advance. The notification shall indicate the reason
for which access is requested. Where permission is granted, it shall only be given
to carry out Union business at reasonable times and in such a way as not to
interfere with the normal operations of the Company.
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10.05.1

Authorizations requested pursuant to this Article shall not be unreasonably
withheld.

10.06 UNION ACTIVITIES

The Union and/or its Representatives and agents will not engage in Union
activities, including conducting discussions regarding grievances, during working
hours without prior Company permission. Company permission will not be
unreasonably withheld. Nothing in this section precludes casual conversation
which does not interfere with an Employee's work.

10.07 NEw EMPLOYEE ORIENTATION

Upon commencement of employment, the Company will allow a representative
from the Local Union Executive up to 30 minutes of meeting time with new
employees, for the purpose of Union orientation. This time will be granted
according to operational requirements and must be approved before taking place.

ARTICLE 11— STRIKES OR LOCKOUTS

11.01

The Union will not cause, nor permit its members to cause, nor will any member of
the Bargaining Unit take part in a slow down or a strike, either a sit-down or stay-
in, or any other kind of strike, or any other kind of interference or any work stoppage
whatsoever, either total or partial, of any of the Company's operations during the
term of this Agreement. The Company will not cause, nor permit its Employees to
cause, engage in or permit, a lock-out of any of its Employees within the Bargaining
Unit during the term of this Agreement.

11.02 Picket Lines and Struck Work

The Company will not require any Employee to cross a lawfully established picket
line. This shall not apply to a picket line established at the Company premises or
facilities during the term of this agreement.

11.03

The Company will not require any Employee to perform the duty of other staff
members engaged in a lawful strike.

11
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ARTICLE 12 —SENIORITY

12.01
Seniority shall be deemed to have commenced on the date of hiring and shall be
equal to the continuous length of service within the bargaining unit.

12.01.1
Where an employee accepts a position outside the bargaining unit their seniority
shall be considered unbroken if they return to the status of a bargaining unit
employee within one year, after which, Company seniority as it applies to this
agreement shall be lost.

12.02
Seniority shall relate only to the order of lay-offs, promotions, and the choice of
vacation periods, as provided for in the applicable Articles. Severance pay shall be
calculated upon length of service with the employer as per Article 14 (Lay Offs).

12.03 INTERRUPTION OF SERVICE
Seniority shall cease to exist if the employee resigns, is discharged, or refused
recall as referred to in Article 14.

12.04

On October 13t each year the Company shall post a seniority list covering all
Employees in the Bargaining Unit by name, classification and seniority date. A
copy shall be provided to the Union. Over the next thirty-one (31) days Employees
shall have the opportunity to request corrections, if any, in writing which shall also
be copied to the Union. After the initial thirty-one (31) days the Company and the
Union shall meet to discuss and address requested corrections to the seniority list
if any. The Parties agree that requested revisions must be supported by factual
information which can be confirmed by the records of either Party. A corrected
seniority list shall be posted no later than November 30" which shall be in effect
until the review period of the next year.

12.05
After the end of the next month following the month of layoff, an Employee's
seniority does not accumulate but is retained until the end of the specified recall
period.

12.06
A part-time Employee who becomes a full-time Employee shall be credited for all
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hours worked as a part-time Employee. A temporary Employee who becomes a
part time or full time Employee shall be credited for all hours worked as a
temporary Employee. The foregoing hours of credit will not apply where there is
a break in service of more than ninety (90) calendar days.

ARTICLE 13 —-PROBATION

13.01

Full-time Employees, other than employees who perform on-air duties, will be on
probation for three (3) months from their date of hire. Employees who perform on-
air duties will be on probation for six (6) months from their date of hire.

13.01.1

Where an employee is hired in a capacity other than full time and where they are
subsequently moved to a full time position within the job classification to which they
have been assigned, their probation period shall be reduced by the amount of time
already spent in such classification but in no event shall it be reduced below a
period of six (6) weeks. If an employee fails probation, they shall be restored to
their previously held position

13.01.2

13.02

13.03

The Company may extend the applicable probationary period up to three (3)
additional months and will provide notice to the Employee and the Union no later
than seven (7) calendar days prior to the expiry of the initial probationary period.
Such notice shall give the reasons for the extension.

Part-time Employees will be on probation for five hundred (500) working hours.
The Company may extend the probationary period up to an additional five hundred
(500) hours for Employees who do not perform on-air duties and up to an additional
one thousand (1,000) hours for Employees who perform on-air duties. and will
provide notice to the Employee and the Union no later than seven (7) calendar
days prior to the expiry of the initial probationary period. Such notice shall give the
reasons for the extension.

The Company may terminate the employment of a probationary Employee if the
Company deems, after a bona fide trial, that the Employee is unsuitable for
continued employment.
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ARTICLE 14 — LAYOFFS & RECALL

14.01

When layoffs are to be made, such layoffs shall proceed within the job
classification affected in inverse order of seniority. The Company may offer a
senior employee within an affected classification a voluntary separation package
as part of a work force reduction program consistent with Article 14.02.1. The
Company agrees to consider an application from a senior employee, in an affected
classification, who may wish to volunteer to be laid off (consistent with Article
14.02.1) if it would prevent the layoff of a junior employee.

14.01.1

14.02

The Company agrees that it shall not consistently schedule overtime in order to
bring about or to extend layoffs.

The Company shall provide notice to a laid off Employee and the Union in
advance, or in lieu of such notice shall pay the laid off Employee as follows:

Length of Service Notice Required

After completion of probation and less than 12 months' service 4 weeks
After 12 months' service and less than 60 months' service 5 weeks
After 60 months' service 6 weeks

14.02.1

A laid-off Employee with twelve (12) months or more continuous service may, at
their discretion, opt to receive severance pay based on three (3) weeks' pay per
year of continuous service. A portion of a year shall be calculated on a pro-rata
basis.

The minimum payment shall be six (6) weeks at basic salary and the maximum
payment shall be fifty-eight (58) weeks at basic salary. Severance payments
provided herein shall be deemed to be inclusive of any severance payment
required pursuant to law.

Where an Employee accepts such severance pay, they shall be deemed to be
terminated and shall forfeit all seniority and other rights under this Agreement.

14.02.2

Where an Employee has the qualifications and seniority required to displace a
less senior Employee as set out in Article 16.4 and notifies the Company within
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forty-eight (48) hours of receiving a layoff notice that they will not be exercising
their right to displace a less senior Employee and will not be electing recall, the
following shall apply:

(a) They shall be entitled to one (1) additional week of severance pay per year
of continuous service to a maximum of twelve (12) additional weeks. A portion of
a year shall be calculated on a pro-rata basis.

(b) Such Employee shall be deemed to be terminated and shall forfeit all
seniority and other rights under this Agreement.

14.02.3

The severance shall be paid as a lump sum payment and shall be deemed to
include any severance payment pursuant to any statute.

14.02.6

Where an Employee has been re-engaged and has been paid severance, the
Employee’s seniority for the purpose of severance shall be considered to be that
of a new Employee.

14.03

The Company shall extend to a laid off Employee with twelve (12) months or more
of continuous service, basic medical and dental group benefits coverage during
their period of layoff to a maximum period as follows:

(a) three (3) months in the case of an Employee with up to five (5) years of
continuous service;

(b) six (6) months in the case of an Employee with more than five (5) years of
continuous service;

During the applicable period the Company shall pay the group benefits premium
on behalf of the laid off Employee. The Company shall be released from such
obligation if the Employee becomes eligible for said benefits at a new place of
employment or they are recalled within the three (3) or six (6) month period as the
case may be.

14.04

An Employee who is reduced from their classification may displace a less senior
Employee in any classification or category within any salary group at the same or
lower level by notifying the Company within forty-eight (48) hours of receiving a
displacement or lay-off notice of their intention to displace and further provided
that:

(@) they have worked in the classification before and have successfully
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completed the probation period for such classification; or

(b) they have the qualifications, as well as the ability, to perform the
normal requirements of the job within a thirty (30) calendar day familiarization
period.

14.04.1

An Employee who displaces a less senior Employee in another job and who fails
to demonstrate their ability to perform in that classification during the thirty (30)-
day familiarization period shall be considered laid off effective the end of the thirty
(380)-day familiarization period. Recall rights under Article 16.5 shall begin at the
end of the thirty (30)-day familiarization period.

14.04.2

An Employee who has reverted to a lower salary group and whose salary is higher
than the maximum of the new group receive the highest rate in the lower group
after six (6) months.

14.04.3

An Employee who has displaced a less senior Employee in the same salary group
shall continue at their current pay level and shall continue to receive scheduled
wage increases under Article 42.

14.04.4

An Employee who reverts to a lower rated classification in accordance with Article
14.04 shall retain first recall rights to their previous classification or category
should a vacancy occur therein in accordance with recall rights outlined in Article
14.05

14.04.5

The right of a full-time Employee to displace a less senior Employee shall include
the right to revert to a part-time position, provided the Employee scheduled for
layoff has at least as much service time (as contemplated by Article 5.2.2(a) as
the part-time Employee whom the full-time Employee seeks to displace.

In seeking to apply their seniority as provided herein, and subject to the conditions
set forth in this Article, a laid-off full-time Employee may seek to apply their
seniority to available part-time hours as defined in Article 5.2.

The full-time Employee seeking to so revert must meet the qualifications as set
out in Article 14.4 for the part-time position. Such Employee's seniority and right
to recall to a full-time position shall not be affected by the Employee accepting a
part-time position.
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14.04.6

Where a full-time Employee is on layoff and a part-time or temporary position
becomes available, the Company will give preference to offering the part-time or
temporary position to the full-time Employee on layoff, providing the full-time
Employee meets the qualifications as set out in Article 14.4 for the position. Such
Employee's seniority and right to recall to a full-time position shall not be affected
by the Employee accepting a part-time or temporary position.

This provision shall not apply where the Company is not aware of the work
assignment in question prior to twelve o'clock noon (12:00 p.m.) of the day prior
to the day in question or where such assignment would result in the Employee
working overtime.

14.05

An Employee who is laid off (reduced from their classification) and elects not to
displace a less senior Employee (Article 16.4) and elects not to receive
severance pay (Articles 14.02.1 & 14.02.2), shall retain recall rights as follows:

(@) Employees with more than eighteen (18) months seniority at the time of lay
off shall retain recall rights for twelve (12) months.

(b) Employees with less than eighteen (18) months seniority at the time of lay
off shall retain recall rights for six (6) months or length of seniority, whichever is
lesser.

(c) The Company agrees to give consideration to the re-engagement of laid off
Employees who had at least one (1) year of Company seniority and who have
been laid off for a period exceeding twelve (12) months.

14.05.1

Employees on lay off will keep the Company informed of their current address
and telephone number for recall. Should an Employee change their address or
telephone number during the period of lay off, they will inform the Company of
such change by registered mail or email.

14.05.2

Notice of recall will be sent by registered special delivery mail to the last known
address of all Employees on the recall list who are eligible for recall. Such
Employees will have seven (7) calendar days from the date the letter is registered
in which to respond and report to work or the Employee will be deemed to be
terminated. The notice of recall will clearly state this requirement.
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14.06

14.06

14.06

A laid-off Employee with recall rights as set out in Article 16.5 shall be recalled
to the first available job in accordance with seniority, providing that:

(a) they have worked in the classification before and have successfully
completed the probation period for such classification; or

(b) they have the qualifications, as well as the ability, to perform the normal
requirements of the job within a thirty (30) calendar day familiarization period;
and

(c) therecall is to the same or lesser classification or category from which they
were laid off.

A

Where a laid off Employee has been recalled in accordance with Article 14.6, the
provisions of Articles XX.1 and XX.2 Vacancies & Promotions shall not apply.

2

Notwithstanding the provisions of Article 14, if recall results in the Employee
being recalled to other than their former position and the Company later decides
to fill that position, the Employee is entitled to such position, provided they have
the qualifications, as well as the ability to do the normal requirements of the Job
within a thirty (30) calendar day familiarization period and applies for the position
within the normal posting period.

ARTICLE 15 - TECHNOLOGICAL CHANGE

15.01

15.02

15.03

Before any technological change is to be implemented, the Company shall give
the Union not less than one hundred twenty (120) calendar days' written notice
and shall advise the Union of the effects of such changes on the Employees. Upon
the request of either Party, the Company and the Union shall meet in a timely
manner to discuss such changes with a view to avoiding or minimizing its adverse
effects.

Wherever possible, the Company shall make every effort to retrain Employees
affected by technological change

Where an employee(s) is displaced due to technological change, in addition to the
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notice above, they shall be entitled to exercise all rights as per Article 14, excluding
notice requirements as described in Article 14.2.

To obtain proficiency in their classification the employee(s) shall be given three (3)
months after the date of re-engagement, which period may be extendable to six
(6) months upon mutual agreement between the Company and the Union. The
employee shall receive reasonable and adequate training during normal working
hours and employees shall be paid at least the start rate within the classification.

If the Company demonstrates that the employee has failed to show sufficient ability
in the new position, the employment of the employee may be terminated or return
to laid-off status if the employee still has re-call rights.

ARTICLE 16 — TRANSFER OF WORK

16.01

Where the Company transfers bargaining unit work and where this results in the
direct or indirect displacement of bargaining unit employees, said employees shall
retain bumping rights in accordance with Article 14.02.2. In addition to the
foregoing, the following provisions shall apply:

Where there is mutual agreement between the Company and the employee, option
(a) or (b) may be exercised;

a) Where the Company offers alternative employment, the employee may
accept a transfer to another job classification and shall receive appropriate
and adequate training. It is agreed that no other bargaining unit persons will
be displaced as a result of exercising this option.

b) The Company may offer the opportunity to relocate. Where this option is
exercised, reasonable relocation expenses, to a maximum of $1,500, shall
be paid. In order to receive any relocation expenses reimbursement, the
employee will be required to provide receipts.

Where mutual agreement with respect to options (a) or (b) cannot be achieved, the
employee affected shall receive the following:

1) 4 months’ notice or 4 months’ pay in lieu of notice.

2) a severance payment as per Article 14.02.1

Employees choosing to accept the severance package must notify the Company
within five (5) days.
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The individual shall have 4 months to demonstrate proficiency to an acceptable
level. The training period and the demonstration of proficiency shall occur prior to
but not exceed the 4 months’ notice period as described in (1) above. If
additional training time is required, the employee may utilize additional time
drawn from the 4-month payment in lieu of notice period.

ARTICLE 17 - VACANCIES AND PROMOTIONS

17.01

Any vacancy shall be posted for a minimum of five (5) calendar days on the
Company’s internal recruiting system. The Company will provide a link to the
posting of each Bargaining Unit posted job to the Local Union, whe and postings
may be placed on the Union bulletin boards. In the event of an emergency, the
time period required by this Article may be shortened provided the Union is advised
and the Employees have an opportunity to know of the vacancy.

17.02

Promotions and transfers to jobs within the Bargaining Unit shall be based on
qualifications established by the Company. These qualifications may include:
creativity, knowledge, experience, skill, ability, attitude, training and/or education,
as well as other relevant factors. If more than one (1) of the applicants satisfactorily
meets or exceeds the qualifications, the Company shall award the position to the
best applicant. Seniority will be considered when evaluating applicants. When two
(2) or more Employees' qualifications are relatively equal, seniority shall apply. If
there are no applicant Employees who satisfactorily meet the qualifications
established for the position, the Company may hire from any source.

17.03

After being awarded the job, an Employee will be given reasonable assistance and
up to sixty (60) calendar days' probation in the new position. During this period,
the Company may, if the Employee is unsuitable to be retained in the new
classification after the probationary period, return them to their former
classification. During the probationary period, the Employee may elect to return to
their former classification. On returning to their former classification, the time spent
out of the classification shall be deemed to be time spent in the classification. At
the conclusion of a successful probationary period, the Employee will be advised
in writing that their promotion has been made permanent.

If during the probationary period the former classification has been filled, neither
the Company nor the Employee may elect to return the Employee to the former
classification.
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17.04

At any time during the first thirty (30) calendar days that an Employee has been
promoted to a position outside the Bargaining Unit, the Company may return the
Employee to their former job, or the Employee may elect to return to their former
job and, upon their return, the time spent out of the classification shall be deemed
to be time spent in the classification.

If during the thirty (30) calendar days the former classification has been filled from
outside the company, neither the Company nor the Employee may elect to return
the Employee to the former classification.

When an Employee is promoted into a higher-rated job classification, they shall
immediately move into the higher salary group and receive a salary increase which
is at least the equivalent of one (1) full increment in their former group rounded up
to the next highest step in the new group, and they shall automatically progress
upward on the annual anniversary date of their promotion to the new group.

17.05.1

17.06

17.07

An Employee who is "over-scale" with regard to wages, and who is subsequently
promoted shall, in lieu of the increment provided for in Article XX, receive an
amount equal to the average increase in their former group (i.e. the total difference
between the start and top rates divided by the number of steps = average), plus
any amount necessary to place the Employee on a step in the new scale.

The Company may make work assignments within and outside an Employee's
classification for valid business reasons, subject to the following:

(@) Temporary assignments outside an Employee's classification shall be for
specified periods.

(b) A work assignment shall not be made for disciplinary reasons.

(c) A claim by an Employee that an assignment is discriminatory, in bad faith,
unreasonable, or otherwise contrary to the Collective Agreement, may be
made the subject of a grievance.

(d) Employees performing in a job classification different from their regular
classification will not be penalized for errors, except where the same is
caused by carelessness, or by a deliberate or malicious act.

Without their consent, no Employee shall be transferred or assigned to a position
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outside the Bargaining Unit. The Employee will not be penalized for such refusal.

17.08
An Employee who is required to temporarily work in a higher-rated job
classification or outside the Bargaining Unit shall be paid at the higher rate,
provided that such rate is not less than ten percent (10%)_above the Employee's
regular rate, for the rest of the shift.

17.09
An Employee who is required to train or supervise a trainee for a minimum of one
(1) hour, shall be paid an additional ten percent (10%) above the Employee's
regular rate for all time spent training.

17.10

The Union agrees to allow the use of students on practicum to perform Bargaining
Unit functions when such students are assigned to work under the supervision of
a Bargaining Unit member. Students shall not be used in order to replace a
Bargaining Unit Employee on leave or vacation or to avoid the payment of
penalties or premiums to regular or full-time Employees. Payment to students shall
be at the discretion of the Company.

ARTICLE 19 — TRAINING & DEVELOPMENT

19.01 PAID EDUCATION LEAVE

The Employer agrees to pay into the special fund an amount of one cent (.01¢) per
hour for all compensated hours.

Such payment will be remitted in the first quarter of the year into a trust fund
established by the Unifor National Union effective from date of ratification.
Payments will be sent by the Employer to the following address:

Unifor Paid Education Leave Program
115 Gordon Baker Road
Toronto, On, M2H 0A8

19.01.1

The Employer shall approve Education Leave for the members of the Bargaining
Unit at the request of the Union. Candidates shall be selected by the Union to
attend. The Union will provide written confirmation to the Employer of such
selection. Employees on PEL leave of absence will continue to accrue seniority
and service.
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The Parties recognize the need to encourage Employees to upgrade and enhance
their basic skills in order to meet the challenges presented by changes in the
industry.

19.02.1

Having regard for the foregoing, the Company agrees it shall make a reasonable
effort to assign full-time Employees to fill temporary vacancies as such occasions
arise, subject to the following:

1. Where it is known at least seven (7) calendar days in advance that a
temporary vacancy will be filled, the Company shall notify all interested
Employees as far in advance as possible of such vacancy.

2. To be eligible for transfer to a temporary position, an Employee must:

(a) Notify the Company in advance, in writing, of their desire to work in
another job or jobs on a temporary basis;

(b) Meet the educational requirements for the job in question;

(c) Be capable of performing the work in question after being given
reasonable assistance.

19.02.2

It is agreed that the Parties will encourage Employees to initiate additional job
training during non-working hours, to enrol in off-the-job programs that may be
available and to discuss their career goals with their Department Managers. The
Company agrees to provide reasonable financial assistance to Employees who
obtain prior approval, for the cost of course fees and/or materials.

19.02.3

19.03

The Union agrees to consider, on an individual basis, the provision of waivers,
regarding hours of work and scheduling provisions of the Collective Agreement,
where such waivers will encourage on-the-job training and further provided that
the individual affected is in agreement.

The Company shall, subject to management approval, reimburse an employee for
fees paid by an employee, as tuition, for any industry related courses including
Worksafe BC Industrial First Aid Certificate courses. Payment is to be made after
successful completion of such courses.
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When an employee is advised by the Company to attend seminars, educational
courses, etc. pertaining to the industry, they shall receive seven (7) hours basic
pay for each day or part thereof in attendance and travel. It is understood that all
penalty clauses except turn-around shall be waived when an employee is attending
an education course or seminar.

ARTICLE 20 — - JOINT LABOUR MANAGEMENT COMMITTEE

20.01

20.02

20.03

The Company and the Union shall establish a Joint Labour Management
Committee for the purpose of reviewing and discussing matters arising out of the
Collective Agreement or matters of mutual concern between the Company and the
Union.

The Joint Labour Management Committee meetings shall be held annually, or
more frequently, at the call of either Party at a mutually agreed upon location.

The Joint Labour Management Committee shall not be empowered to alter or
abridge any of the terms and conditions of the Collective Agreement, but it may
make joint recommendations to the Company and the Union.

ARTICLE 21 — DISCIPLINE

21.01

21.02

No Full Time or Part Time Employee who has completed their probationary period
shall be disciplined or discharged except for just and reasonable cause.

An Employee shall be notified in writing of any written expression of dissatisfaction
concerning their work within fourteen (14) calendar days of cause for
dissatisfaction becoming known to their Supervisor. This may include notification
that Management is investigating a particular issue, circumstance or situation to
determine whether further action is required before a decision on corrective action
can be made. Such notification shall be provided to the Union and further action
must take place within the next seven (7) calendar days. Extension to these
timelines may be granted through mutual agreement, which shall not be
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unreasonably withheld.

A copy of such written expression of dissatisfaction shall be provided to the Local
Union President or their designate within twenty-four (24) hours of issuance to the
Employee.

21.02.1

The term "written expression of dissatisfaction" shall mean any discipline which is
reduced to writing, including written warnings, suspensions, disciplinary demotions
and discharge. Oral discussions and e-mails which are communication by way of
feedback or coaching and are not clearly identified as "written expressions of
dissatisfaction" shall not form part of the Employee's disciplinary record. However,
evidence of such communications may be introduced in arbitration or other
proceeding for the purpose of responding to, or rebutting, an allegation by a grievor
or the Union that an Employee has been treated in a discriminatory fashion by the
application of discipline, or where the evidence is tendered to establish the
standard or expectation of the Company regarding the performance of the
Employee or Employees generally.

21.02.2

21.03

In exceptional circumstances it is agreed that the Company may hold an Employee
out of service without pay for up to five (5) days pending the outcome of an
investigation:

(@)  When the investigation pertains to an alleged violation of the Criminal Code
of Canada;

(b) Based on the prior record of the Employee, provided that the Company has
followed a regime of progressive discipline that has not been successfully
overturned through the grievance procedure or referred to arbitration as per
Step 4 of the grievance procedure outlined in Article 22; or,

(c)  Where the presence of the Employee in the workplace threatens the safety
of other Employees .

In such cases an Employee held out of service for longer than five (5) days will be
paid at their regular salary until the investigation is concluded and a decision is
rendered. Where there is found to be no cause of dissatisfaction, and/or where the
decision is found to be unjustified, the affected Employee will be compensated for
the loss of all regular wages.

The Employee's reply to such written expression of dissatisfaction, if received
within fourteen (14) calendar days after they have been given the notice referred

25

23/03/2026 3:55 PM

For the Employer: For the Union:




21.04

21.05

21.06

UNIFOR LOCAL 830M & ROGERS Full Document Ratification

to in Article 20.2 above, shall become part of their record. If such reply is not so
received, it will not become part of their record for use by them at any time.

An Employee shall be furnished, within fourteen (14) calendar days of receipt, with
any other complaint or accusation concerning them which may be detrimental to
their advancement or standing within the Company. The Employee's reply to such
complaint or accusation, if received within fourteen (14) calendar days after they
have been given the complaint or accusation, shall become part of their record.

An Employee shall have access to their personnel file in the presence of their
Department Manager or designate during office hours at a mutually agreeable
time, but in no event later than fourteen calendar days after the initial request.

When the Company meets with an employee regarding a discharge or suspension
formal discipline, twenty-four (24) hours notice will be given to the Union so the
member can be represented at the meeting. No such meeting shall take place
without Union Representation.

ARTICLE 22 — GRIEVANCE AND ARBITRATION

22.01

Should a dispute arise between the Company and any Employee regarding the
application, operation, interpretation or alleged violation of this Agreement, an
earnest effort shall be made to settle the dispute in the following manner:

STEP 1:

A grievance by an Employee shall first be submitted to the Employee's immediate
Supervisor or Department Manager by the Employee and their Union
Representative as soon as possible, but not later than fourteen (14) calendar days
after the alleged grievance has occurred. The Supervisor shall have seven (7)
calendar days to reply to the grievance.

STEP 2:

When a grievance has not been settled at Step 1, the Employee and/or their Union
Representative shall present the grievance to the Departmental Manager within
seven (7) calendar days after completion of Step 1. The grievance shall be
submitted in writing via fax or email and shall include:

(@)  grievor's name and occupation;
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(b)  Supervisor's name;

(c)  date of the event giving rise to the grievance;
(d)  nature of the grievance;

(e) the remedy sought from the Company;

() identification of the Article(s) allegedly violated.

The Departmental Manager shall have seven (7) calendar days to reply to the
grievance.

STEP 3:

When a grievance has not been settled at Step 2, the Union Representative may
present the grievance to the Human Resources Director and the General Manager
or their designate within fourteen (14) calendar days of the expiration of Step 2.

The Company's Human Resources Director and General Manager or their
designate shall have fourteen (14) calendar days to reply to the grievance.

STEP 4:

When a grievance has not been settled at Step 3, either Party may refer the
grievance to arbitration within thirty (30) calendar days from the expiration of Step
3.

If any alleged violation of this Agreement affects more than one (1) Employee or
affects the interests of the Union as a Party to the Agreement, the Union may sign
and file the grievance on behalf of the Employee(s) specifying the alleged violation
of the Agreement. Such grievance shall be processed at Step 2 within fourteen
(14) calendar days of the alleged violation having occurred or when it should
reasonably have been known to the Union.

The Company may file a grievance in like manner as the Union may in 21.2 herein.

If it is alleged that an Employee has been discharged or suspended without just
cause, the grievance shall start at Step 3 within seven (7) calendar days.

If a grievance is not pursued within the time limits as set out in this Article, the
grievance shall be considered abandoned.
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22.06

If either Party withdraws a grievance, it shall immediately notify the other Party in
writing.

22.07 ARBITRATION PROCEDURE

When either Party invokes arbitration, it shall give notice in writing, via fax or email
to the other Party within the thirty (30) day time limit of the final decision rendered
at Step 4 of the grievance procedure.

Within the next fourteen (14) calendar days of the said notice, the Parties, by way
of their Representatives, shall agree on the selection of a sole Arbitrator. If the
Parties are unable to agree on the selection of an Arbitrator within the fourteen
(14) calendar days, either Party may apply to the Minister of Labour for Canada to
appoint an Arbitrator.

22.071
The Arbitrator shall hear and determine the difference and shall render their
decision within a maximum of sixty (60) calendar days following a hearing.
22.07.2
An Arbitrator shall be governed by the provisions of this Agreement and shall not

have the right to change, or make any decision contrary to those provisions. The
decision of the Arbitrator shall be binding on both sides.

22.07.3

The expenses of the Arbitrator shall be borne equally by the Parties. The expenses
of Representatives or witnesses shall be the responsibility of the Party they
represent.

ARTICLE 23 ANNUAL VACATIONS

23.01

Except as modified by a subsequent clause in this Article, Employees who have
completed their probationary period shall be entitled to an annual vacation with
pay or separation pay in lieu thereof, in accordance with the following table. The
vacation year shall be January 15t to December 315t of each year. Vacation shall
be taken during the year in which an Employee’s vacation entitlement is earned.
Employees may be allowed to carry over up to five (5) vacation days to March 31st
of the following year. Such requests for vacation shall not be unreasonably denied.
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Years of Service

Prior to one (1) year
(10) days (70 hours)

One (1) year

Two (2) to five (5) years
Six (6) years

Seven (7) years

Eight (8) years

Nine (9) years

Ten (10) years

Eleven (11) years
Twelve (12) years
Thirteen (13) years

Fourteen (14) years

Fifteen (15) to twenty (20) years

Twenty-one (21) years
Twenty-two (22) years
Twenty-three (23) years
Twenty-four (24) years

Twenty-five (25) or more years

# of Weeks of Vacation

One (1) day (7 hours) per month to a maximum of ten

Two (2) weeks (70 hours)
Three (
Three (
Three (3
Three (3) weeks plus three (3) days (126 hours)

3) weeks (105 hours)

3) weeks plus one (1) day (112 hours)
) weeks plus two (2) days (119 hours)
)

Three (3) weeks plus four (4) days (133 hours)
Four (4) weeks (140 hours)

Four (4) weeks plus one (1) day (147 hours)
Four (4) weeks plus two (2) days (154 hours)
Four (4) weeks plus three (3) days (161 hours)
Four (4) weeks plus four (4) days (168 hours)
Five (5) weeks (175 hours)

Five (5

Five (5

(5) weeks plus one (1) day (182 hours)
(
(
(

)
)
) weeks plus two (2) days (189 hours)
Five (5) weeks plus three (3) days (196 hours)
Five (5) weeks plus four (4) days (203 hours)

Six (6) weeks (210 hours)

Vacation pay shall be calculated on the basis of the Employee's current rate of pay

for their normal working hours.

Every Employee shall be entitled to have at least two (2) weeks (70 hours)_ of their
vacation period consecutively scheduled unless otherwise agreed upon by the

Employee and the Company.
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The Company shall have the right to determine the number of Employees, which
may be released for vacation from any job classification at any one time. Such right
shall be exercised in a reasonable manner. Applications for vacations shall be
submitted at least thirty (30) calendar days prior to the date requested. The
Company shall confirm or deny the vacation request within fifteen (15) calendar
days of the submission, or sooner, where possible.

Provided that an Employee's application for vacation for an upcoming year_is
submitted in writing by the last working day in December, they shall receive
preference in scheduling their vacation on the basis of their Company seniority
within the Job function to which they are assigned in accordance with Article XX
of this Agreement.

Applications for vacations after January 1 shall be submitted at least thirty (30)
calendar days prior to the date requested. The Company shall confirm or deny the
vacation request within fifteen (15) calendar days of the submission, or sooner,
where possible. Such requests shall not be unreasonably denied.

Accrual of vacation while on any leave of absence will be in accordance with
Company Policy.

23.06 VACATION BLACKOUT PERIODS

No vacation shall be granted in the vacation blackout period which will be up to a
maximum of a combined eight (8) week period in alignment with the spring and
fall ratings period. The dates of the vacation blackout must be announced no later
than January 15 each year. A blackout week will not be scheduled where there is
a General Holiday as outlined in Article 24.

ARTICLE 24 — GENERAL HOLIDAYS

24.01

The following shall be treated as general holidays for the purpose of this Article:
Employees shall be entitled to the following general holidays:

New Year's Day Labour Day

Family Day* National Day for Truth &
Reconciliation

Good Friday Thanksgiving Day

Victoria Day Remembrance Day
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Canada Day Christmas Day
BC Day* Boxing Day

*Designated Floater Holiday

If a holiday falls on a scheduled work day and the Employee is not required to
work, they shall receive their normal basic pay for such day (7 hours at the basic
rate.)

If a holiday falls on a scheduled work day and the Employee is required to work,
they shall receive one and one-half (1 '2) times their basic rate, in addition to the
basic rate, with a minimum credit of 7_hours. All hours worked and/or credited in
excess of 7 hours shall be paid at an additional one-half (?2) times the basic rate.
All hours worked and/or credited in excess of twelve (12) hours shall be paid at an
additional one-half (72) times the basic rate.

Recap:
o - 7 7 hr. 1 2 x basic rate plus basic
hours minimum rate
7 -12 2 X basic rate
hours
12 hours 2 Y4 x basic rate
plus

The additional hours may be banked at the rate at which they are earned.

In the event a General Holiday falls on a scheduled day off, the Employee shall
receive one (1) day off with pay at a mutually agreeable time.

If the holiday falls on a scheduled day off and an Employee is required to work,
they shall receive three (3) times their basic rate with a minimum credit of seven
(7) hours, except that all hours worked and/or credited in excess of seven (7) hours
per day will be paid at an additional one-half (/2) times the basic rate. Further, all
hours beyond twelve (12) in the day shall be paid at a further additional one-half
(*2) times the basic rate of the Employee. The additional hours may be banked at
the rate at which they are earned.

Before November 15t of each year, the Company will ascertain the wishes of the
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Employees regarding scheduling of Christmas and New Year's holidays. An
Employee shall be scheduled off either on Christmas Day or on New Year's Day
based on seniority and the Employee shall not be scheduled to work past 19:30
hours on the eve of the holiday which they receive off. In the case of an emergency,
an Employee may be required to perform work on both holidays.

24.06.1

The Christmas and New Year's holiday schedule shall be posted not later than the
30" day of November.

ARTICLE 25 - LEAVES OF ABSENCE

25.01

25.02

BEREAVEMENT LEAVE

When an Employee is required to be absent from work due to death in their
immediate family, i.e., legal guardian, grandparents, spouse, parent, child,
grandchild, brother, sister, mother-in-law, father-in-law, they will be granted leave
of absence for up to ten (10) working days of which the first three (3) days are paid.
When traveling time is necessary, up to two (2) additional working days without
pay shall be granted.

The leave may be taken during the period that begins on the day in which the death
occurs up to six (6) weeks after the latest day in which the funeral, burial or
memorial service occurs and can be taken in one or two periods.

Personal Days

All employees shall be entitled to five (5) personal days in each calendar year. For
employees who have completed their probationary period, up to three (3) days will
be paid at one hundred percent (100%) of an employee’s regular wages.

25.02.1

Personal days shall constitute any absence from work due to:

a. carrying out responsibilities related to the health or care of any of their family
members;

b. carrying out responsibilities related to the education of any of their family
members who are under 18 years of age;

c. addressing any urgent matter concerning themselves or their family members;

d. attending their citizenship ceremony under the Citizenship Act; and

e. any other reason prescribed by regulation.
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25.02.2

The employer may, in writing and no later than 15 days after an employee’s return
to work, request that the employee provide documentation to support the reasons
for the leave. The employee shall provide that documentation only if it is
reasonably practicable for them to obtain and provide it.

25.03 Other Leave
The Company at its discretion will continue the past practice of granting time off
with no penalty to Employees for medical, dental, and eye appointments where
reasonable notice is given.
The Employee will make all reasonable effort to schedule such appointments
outside their scheduled working hours.

25.05
If an Employee desires a leave of absence for reasons other than those referred
to herein, the Employee must obtain written permission from the Company. All
requests for such leave of absence must be submitted in writing no later than two
(2) weeks in advance.

25.05.1
During authorized leaves of absence of one (1) month or less, an Employee shall
accumulate seniority.

25.06 Maternity/Parental/Adoption Leave
Eligible Employees will be provided with the maternity, parental and adoption leave
benefits provided by the Company to other Employees of Rogers Communications
Partnership as set out in HR Policy 1.5. Such benefits shall be at least as generous
as those provided pursuant to the Canada Labour Code.

25.07 Jury Duty
An Employee called to serve on a jury shall suffer no loss of pay for the period they
are required to attend in court, provided that:
(a) the Employee pays to the Company all fees received for such service; and
(b)  they return to work if relieved prior to the expiration of one-half ('2) of their
tour of duty for that day.

25.071

Before making payment, the Company may require the Employee to furnish
evidence of the Employee's attendance in court.
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25.08 Witness Leave

An Employee subpoenaed to give evidence in a judicial proceeding shall suffer no
loss of pay for the period they are required to give evidence in such proceeding.

25.08.1

Before making payment, the Company may require the Employee to furnish
evidence of the Employee's attendance in court, as well as evidence of the time
spent by the Employee giving their testimony.

25.10 Other leaves

The parties recognize there are protected leaves of absence provided by the
Canada Labour Code. Employees will be entitled to such leaves per any eligibility
criteria set out in the Canada Labour Code. Such leaves are subject to change or
amendment.

ARTICLE 26 - SICK LEAVE

The Company will maintain sick leave, short term and long-term disability group
plans for full-time and qualifying part-time employees at no less than the level of
those provided in the Rogers Communications Inc. (RCI Plans).

(a) When an employee is medically unable to perform their regular duties or
reasonably modified duties which accommodate the employee’s medical
restrictions, an employee shall notify their department head, or other person as
determined by the Company from time to time, as soon as possible after the
medical issue arises, but not later than two (2) hours before the beginning of the
scheduled starting time where reasonably possible. The employee shall state that
they are medically unable to attend work and the expected time they will report
back to work. It is understood that the employee shall communicate directly with
the individual(s) designated by the Company and ensure the notification is
received.

(b) If absence related illness extends beyond the Short Term Disability Qualifying
Period then the employee will follow the Company’s Short- and Long-Term
Disability policies. (At the time of printing the policies can be found on the
Company’s intranet site as HR 4.2 and 4.4.)

ARTICLE 27 — BENEFITS

27.01

FuLL-TIME
The Company will maintain life insurance, sick-leave, health and dental, short-term
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and long-term disability group plans for regular full-time Employees at no less than
the level of those benefits provided in the Rogers Communications Canada Inc.
(RCI) standard benefit plans. The Company agrees that no change will be made
to terms and conditions of this plan as it applies to the members of the Bargaining
Unit without prior discussion with the Local Union.

PART-TIME

The Company will maintain life insurance, health and dental group plans for part
time Employees at no less than the level of those benefits provided in the Rogers
Communications Canada Inc. (RCI) standard benefit plan. Eligibility for enrolment
for part-time Employees is in accordance with the requirements for the Rogers
Communications Canada Inc. standard benefit plans. The Company agrees that
no change will be made to terms and conditions of this plan as it applies to the
members of the Bargaining Unit without prior discussion with the Local Union.

PENSION PLAN

All full time and part time Employees are eligible for the Rogers Defined
Contribution Plan (DC Pension Plan) at no less than the level of those provided in
the Rogers Communications Canada Inc. (RCI) DC Pension plan. Employees
enrolled in the Pension Plan shall receive annually a statement of their status in
the Plan. Enrolment in the Plan is voluntary. Details, including eligibility for
enrolment are in accordance with the DC Plan text as amended from time to time.
The Company agrees to notify the Union and Employees of any amendments to
the DC Plan.

The Company will provide the following optional benefits offered to all regular full-
time Employees at no less than the level of those provided in the Rogers
Communications Plans (RCI Plans).

1. Employee Share Accumulation Plan;

2. Educational Assistance Program;

3. Global RRSP Savings Plan;

4. Rogers Group Tax-Free Savings Account;

5. Other Employee discount programs that may be offered.
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ARTICLE 28 — SAFETY

28.01

28.02

28.05

28.04

28.06

The Employer agrees to give proper attention to the health and safety of its
employees.

The Company agrees to adhere to all the provisions of the Workers' Compensation
Act of British Columbia and the "Canada Labour Code" and all rules and
regulations thereto and any other statute provincially or federally dealing with the
safety and health of the Company's employees.

An employee may, before performing potentially hazardous duties, request the
assistance of another employee. The Company will not deny any reasonable
request.

All reasonable safety and precautionary measures shall be taken by the Company
to address employee concerns and to prevent work-related injury and illness. No
employee shall be disciplined or discharged for refusal to work on a job or in any
work place or to operate any equipment where there is reasonable grounds to
believe that it would be unsafe, unhealthful, or in violation of applicable laws to do
so. Occupational safety and health concerns are to be investigated by
management and discussed with the Safety Committee chairpersons (or
designated alternates) or Safety Representative as necessary for resolution prior
to requesting the involvement of external agencies. The Safety Committee or
Safety Representative will promptly review and address matters brought before
them. Where precautionary and safety measures, as agreed by the Safety
Committee or Safety Representative, have not been taken, an employee's refusal
to undertake such work will in no way be held against the employee or prejudice
their employment with the Company.

The Employer agrees to supply adequate protective clothing, safety footwear
and/or safety device equipment for employees on assignments (e.g. remotes,
towers) where conditions require their use, and to supply other special attire where
required by the employee. It is understood that such protective clothing and/or
safety device equipment are and remain the property of the Employer and shall be
returned in good condition on demand.
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The Company shall appoint delegates to act as one-half (2) of the Safety
Committee which, in conjunction with two (2) members of the Bargaining Unit, shall
make recommendations to the Company relating to the safety and health of the
members of the Bargaining Unit. Where agreement cannot be reached by this
Safety Committee, in accordance with legislated resolution processes, either or
both parties may apply to Labour Canada to supply a Safety Officer to determine
what recommendations or procedures should be carried out.

TAXI FARE

(a) Employees who rely on public transit as their primary transportation and are
required to begin and end their shifts during hours that public transit is not
running shall be reimbursed monthly for the cost of the taxi fare or ride share
either to or from their home to a maximum of ten dollars ($10.00) per tour
of duty provided appropriate receipts are presented.

ARTICLE 29 HOURS OF WORK

29.01

DEFINITIONS
For the purpose of this Article

"Hours Worked" are calculated from the start of the shift to the end of the shift of
which work is performed and includes all rest periods.

"Overtime" means any hours worked which are authorized or approved in advance,
and which are:

(a) In excess of the scheduled tour of duty; or
(b) (35) thirty-five in a work week; or

"Tour" means authorized or approved hours worked during a calendar day which
are continuous; provided that if the tour extends beyond midnight it shall be
considered as falling wholly within the calendar day on which it starts.

"Turnaround" means the period between the end of one tour and the start of the
next tour. In the case of a call back, "turnaround" means the period between the
end of the call back and the start of the next tour.

"Working day" wherever in this Agreement the term "working day” appears, it shall
mean days of the week other than Saturday, Sunday and general holidays.
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ARTICLE 30 WORK WEEK & DAYS OFF

30.01

30.02

30.03

30.04

30.05

"The Standard Work Week" shall commence at 12:01am Sunday and shall include
thirty-five (35) hours worked or paid. Tours of thirty five (35)hours or less need not
be on consecutive days.

DEFINITIONS

(@)  “Days off” shall mean a period, not part of an Employee's regular work week,
consisting of at least twenty-four (24) hours plus a turn-around. A certain
number of "days off" means that number of twenty-four (24)-hour periods
plus one (1) turn-around: e.g. "two (2) days off" equals at least 60 hours.

(b)  "Weekend" shall mean Saturday and Sunday.
(c) 'Weekend off" shall include two (2) days off.

Each Employee is entitled to two (2) days off during a work week, which shall be
consecutive. However, days off may be separated by a holiday if no work is
performed on the holiday.

The Company shall make every effort to schedule days off on weekends as
frequently as possible, and will endeavour to avoid scheduling an Employee to
work more than two (2) weekends in a row. An Employee must receive a minimum
of four (4) weekends during each three (3) calendar months. Where an Employee
does not receive this minimum number of weekends off during a three (3)-month
period, they shall receive their basic rate of pay in addition to any other payments
received under this Agreement for any day on which work is assigned and
performed during any of the four (4) weekends.

Notwithstanding the above, Article 29.4 shall not apply to Employees hired
specifically for a position posted as involving regular weekend work (i.e.
consecutive, successive weekends). Any Employee hired to work regular
weekends under this Article shall be informed in writing that it is a condition of their
employment and this requirement to work regular weekends shall be listed in the
job posting.
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ARTICLE 31 - SCHEDULING

31.01 Posting of Schedules

In order to ensure that each Employee is advised of their work schedule at the
earliest possible time, each Employee's weekly schedule shall be posted as early
as possible, but in no event later than ten (10) days prior to the first day covered
by the new schedule.

31.01.1

Each Employee's schedule shall state clearly their start time, finishing time, and
days off.

31.01.2

In the event that an Employee's schedule is not posted in accordance with sub-
sections 31.1 and 31.1.1, the previous weekly schedule shall carry over until a new
schedule is posted, subject to all of the provisions of this Agreement.

31.01.3

The Company shall endeavor not to alter days off following the commencement of
the ten (10) day period outlined in Article 31.01

31.02 CHANGES IN SCHEDULES

After a schedule is posted, days off will not be changed unless there is mutual
agreement between the Employee and the Company. Where the schedules are
posted four (4) weeks in advance due to a change in the hours of tours as per
Article 30, days off may be changed up to ten (10) calendar days prior to initiation
of the new schedule.

31.02.1

The Company shall give an Employee notice of reduction in hours or change in
starting time by 3:00 p.m. or if working on that day, the end of the shift, whichever
comes first, on the day prior to the day in question.

31.02.2
Where sufficient notice in accordance with Article 31.02 is not given:

(@) inthe case of reduction in hours, the Employee shall receive credit for hours
originally scheduled; and

(b) in the case of a change in starting time, the Employee shall receive credit
for hours originally scheduled, plus any additional hours. Hours credited but not
worked will be paid at the Employee's basic rate of pay.
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ARTICLE 33 — REST PERIODS

33.01

33.02

33.04

Employees shall receive two (2) paid fifteen (15)-minute rest periods as part of
their seven (7) hour tour.

On a tour of more than seven (7) hours, Employees shall receive a paid rest period
during every three (3)-hour segment thereafter.

When an Employee is required by Management to work through a scheduled break
period, fifteen (15) minutes for each such break period shall be added to the end
of the tour of duty as time worked.

ARTICLE 34 OVERTIME

34.01

34.02

34.03

34.04

An Employee may refuse to work overtime. However, if all Employees in a
classification refuse to work, the Company may require the most junior qualified
Employee in the classification or in the Company to do the work, and in the case
of work or an assignment of a continuing nature, the Employee who had been
assigned to the work or assignment may be required to perform the overtime.

Where reasonable, overtime will be offered within a classification in order of
seniority. Notwithstanding the above, where work has commenced and overtime
is necessary, the employee tasked with the duties may be offered the overtime
first.

Overtime after 7 (seven) hours in a tour shall be paid at one and one-half 1 %) rate
for the first four (4) hours and two (2) times rate for all hours thereafter.

Overtime on a scheduled day off shall be compensated as follows:

34.04.1

If work is performed or credited on one (1) day off in a week, an Employee who
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elects to work overtime shall receive time and one-half (1 72) computed separately
from the work week for all hours worked with a minimum credit of four (4) hours. A
junior Employee, required to work overtime in accordance with Article 34.01 shall
be entitled to a minimum credit of seven (7) hours.

34.04.2

If the hours worked or credited on a day off exceed seven (7) hours, all hours
worked or credited in excess of seven (7) hours or less than twelve (12) hours will
be paid at an additional one-half (') times the basic rate.

34.04.3

34.05

34.06

34.07

If the hours worked or credited on the day off exceed twelve (12) hours, all time
worked or credited in excess of twelve (12) hours will be paid at an additional one
(1) times the basic rate over.

Hours Worked/Credited Rate

0-7 Hours 1% X basic rate
7-12 hours 2 X basic rate
over 12 hours 2% X basic rate

Where the Company does not notify an Employee of an overtime assignment by
3:00 PM or, if working the end of the shift, whichever comes first, of the previous
day, all overtime in excess of two (2) hours shall be compensated at one-half (%)
times the Employee's basic rate in addition to any other payments received under
this Agreement for work performed in excess of the two (2) hours referred to above;
provided that overtime not in excess of four (4) hours, incurred under this provision
with respect to sick relief of an Employee who has not notified the Company of
their inability to work their scheduled shift at least two (2) hours prior to the
commencement of that shift, shall be deemed to be scheduled overtime.

Notice of cancellation of assigned work on a scheduled day off or extra day off
shall be given no later than 3:00 p.m. of the day prior to the day in question. If
such notice is not given, the Employee shall receive seven (7) hours pay at the
straight time rate, computed separately from the work week, provided the
Employee is released from duty for the entire tour.

At the mutual agreement of the Department Manager and the Employee, the
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Employee may opt to accumulate Banked Time for work performed beyond seven
(7) hours on a regular day, or for work performed on a scheduled day off, or a
General Holiday, or any additional hours credited beyond a regular shift. Such
agreement shall not be unreasonably withheld.

Banked Time shall be credited to the Employees at the applicable rate in effect for
the time worked. The time off must be used within the calendar year in which it is
earned.

The maximum allowable accumulation of Banked Time shall not exceed thirty five
(35) hours: If an employee chooses_payment of bank time it will be based on time
sheets submitted as of December 315t and paid out on the first pay period of the
new year.

Banked Time credits may be added to the Employee's annual vacation or may be
taken at other mutually agreeable times. Such agreement shall not be
unreasonably refused.

ARTICLE 35 - CALL BACK

35.01

35.02

35.03

35.04

"Call-back" shall be defined as work assigned to an Employee after they have
completed their tour of duty, provided such work assignment is not continuous with
the Employee's tour.

An Employee required to work a call back shall be paid in accordance with the
unscheduled overtime provisions of Article 33.5, with a minimum credit of one (1)
hour, or two (2) hours if the Employee is required to return to a Company Facility.

Calculation of turnaround shall be made from the end of the last hour worked in
the callback, regardless of the minimum credit.

An Employee may refuse to work a call back. However, if all Employees in a
classification refuse to work, the Company may require the most junior qualified
Employee in the classification to do the work.
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ARTICLE 36 - TURNAROUND

36.01

There shall be a turn-around between tours. All turn-around periods shall be at
least twelve (12) hours.

36.02

All time scheduled and/or worked during any of the turn-around periods shall be
compensated for, in addition to the regular basic rate, at one-half (%) times such
basic rate or the portion of such assignments which encroaches on the turnaround
period.

Compensation shall be one and one-half (1 %) times the basic rate, in addition to
the basic rate, for the portion of such assignment which encroaches on the four (4)
hours period immediately following the end of the Employee's original schedule or
any extension thereof, and shall be one (1) times the basic rate, in addition to the
basic rate, for the portion of such assignment which encroaches on the fifth, sixth,
seventh, or eighth hours immediately following the end of an Employee's original
schedule or any extension thereof.

Recap:

Hours between stop and start time Compensation

0- 4 hours +1 %2 x basic
4- 8 hours +1 x basic
8-12 hours + %2 x basic

36.03

Notwithstanding the provisions of Article 36.02 above, a premium shall not be paid
when an encroachment on a turn-around period occurs in the following
circumstances:

36.03.1

An Employee is on a regular rotating shift pattern which is preceded or followed by
a day off.

36.03.2
Matters pertaining to negotiations or the processing of grievances.
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ARTICLE 38 - AUTO EXPENSES

38.02
If an Employee is required by management to use their own automobile for
transportation in connection with their duties they shall be reimbursed, in
accordance with Company policy.
38.05
It is expressly agreed that the use of an Employee's car in executing the business
of the Company is not compulsory, and they may decline to do so, without
repercussion, under normal circumstances. However, in the case of an
emergency, an Employee's agreement to use their car will not be unreasonably
withheld.
ARTICLE 39 - TRAVEL
39.01
Personal expenses incurred by Employees on remote assignment outside the
Greater Vancouver Regional District shall be paid as follows:
39.01.1
Where an Employee is given a remote assignment, they shall receive a meal
allowance on the following basis:
Breakfast $15.00
Lunch $25.00
Dinner $35.00
39.01.2

Employees required to stay overnight shall be paid, within fifteen (15) days of the
Employee submitting their claim, a per diem of seventy-five ($75.00) to cover a
twenty-four (24)-hour period.

Where an absence involves fractions of a day, five dollars ($5.00) per hour to the
maximum of the per diem shall be paid. Where exceptional conditions require a
higher per diem than those contained herein, the Company may in its discretion,
provide an additional amount based on conditions at the locations
concerned. Employees in receipt of per diem payments are required to submit
receipts.
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39.01.3

An Employee on a remote assignment which requires them to stay overnight shall
be reimbursed, upon the presentation of proper accounts and receipts, for the
reasonable cost of accommodation subject to prior approval.

39.01.4

Where an Employee is given a remote assignment, they shall be reimbursed, upon
the presentation of proper accounts and receipts, for all reasonable transit
expenses subject to prior approval.

39.02
An Employee required to travel to a remote assignment shall be credited with all-
time consumed in transit to and from the remote assignment. However, when travel
to and from a remote assignment outside of British Columbia is on a common
carrier, the Employee shall be paid at straight time to a maximum of seven (7)
hours for the time spent travelling.
ARTICLE 40 - CLASSIFICATIONS AND RATES OF PAY
40.01
Classifications covered by this Agreement are as follows:
Group A
Traffic Anchor
Weather Anchor
Sports Anchor
Group B:
Reporter
Anchor/Producer
Group C:

Meteorologist

Morning Anchor

Afternoon Anchor
40.02 HOURLY RATES OF PAY
(see attachment)
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ARTICLE 41 - GENERAL SALARY PROVISIONS

41.01

41.02

41.03

41.04

41.05

Progression up the salary schedule within each salary group on an increment step
shall be effective on the Employee's annual anniversary date of employment within
the classification and will automatically occur on the first complete pay period after
the anniversary date.

TIMESHEETS AND PAY STUuBS

(@) Each Employee will complete a record of time as prescribed by the
Company.

(b)  The Company will provide a breakdown of pay calculations on pay stubs
which will be provided to the Employee. Such breakdown shall include
overtime at rate earned, individual premiums, vacation pay, group benefits
deductions, union dues and statutory deductions.

(c)  Where an Employee's record of time is altered, they shall be advised in
writing as to the alteration by their Supervisor. It is the responsibility of the
Company to calculate the Employee's pay on the basis of accurate
information supplied on the record of time.

(d) In the event of any dispute arising regarding pay cheques or time records,
the Employee involved and the President of the Union shall have access to
the Employee's pay and/or time records relevant to the dispute upon
reasonable notice to the Company

All overtime must be approved by the Department Manager or their designate.
Payment for overtime work, premiums and penalties shall be made not later than
the end of the month following the month that such overtime etc. is worked, where
the Employee's timesheet has been submitted to their Department Manager or
their designate in a timely manner. Timesheets shall be submitted within seven (7)
calendar days following the completion of each two (2) week work period.

The term "basic rate" is understood to mean the basic hourly rate of the Employee
involved. For purposes of computing an Employee's hourly rate of basic pay, their
annual salary be divided by one thousand eight hundred and twenty (1820) hours.

Employees shall be paid according to the wage schedule in Article 40 at a step of
the salary group to which they are assigned with credit for years of service within
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the salary group and any credit for industry experience and educational
qualifications recognized by the Company at the time of hire.

ARTICLE 42 — PREMIUMS

42.01

NIGHT PREMIUM

For an Employee whose shift requires them to work between the hours of, 1:00
a.m. to 4:00 a.m. they shall be paid a night premium (in addition to any other
premium to which they are entitled) of ten percent (10%) over their basic rate for
each hour worked between 1:00 a.m. to 4:00 a.m. rounded up to the nearest hour
with a minimum credit of one (1) hour.

ARTICLE 43 — OUTSIDE ACTIVITIES

Employees shall be free to engage in any activities outside working hours provided such
activities do not consist of service performed for any other person or Company in direct
competition with the Company or when such activities would create a conflict of interest
(unless prior approval is obtained from the Company) and provided these outside
activities do not interfere with their service to the Company. Such approval shall not be
unreasonably denied.

ARTICLE 44 - GENERAL MATTERS

44.01

SAVINGS CLAUSE

The provisions of this Agreement conform to all applicable legislation. Should any
of the provisions of this Agreement be deemed to violate any subsequently
amended legislation, the Parties agree to renegotiate such provision while the
balance of the provisions of the Agreement continue to remain in full force and
effect.

ARTICLE 45- DURATION OF AGREEMENT

This Agreement shall commence on March 1, 2026 and shall remain in force until
the February 28, 2029 and from year to year thereafter, unless either Party notifies
the other Party by email or registered mail, not less than thirty (30) calendar days
or more than one hundred twenty (120) calendar days prior to the date of expiry,
or anniversary of such date, of its intent to modify the Agreement. If such notice is
given as specified above, a meeting shall be held within twenty (20) calendar days
for the purpose of negotiations and further meetings shall be held as frequently as
possible until settlement has been reached or until requirements of Part 1 of the
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Canada Labour Code have been met.
LOU #XX: Al Rights

Generative artificial intelligence (GenAl) refers to a subset of artificial intelligence
systems that utilize machine learning models to generate new text, audio, music,
images, or video content requested by a user based on patterns learned from
existing data.

The Company will not use GenAl to generate the physical voice or physical image
of the bargaining unit member, without obtaining the bargaining unit member’s
written consent. The bargaining unit member will not be penalized for refusing
consent.

If a dispute arises regarding an allegation of use of GenAl for artificially generating
the physical voice or image a bargaining unit member without consent, the parties
agree that a reasonable effort will be made to resolve the dispute. It cannot be held
against the Company if the refusal of a third party to provide supporting
documentation inhibits the ability to disprove the allegation.

This letter will expire upon the expiration of the collective agreement.

APPENDIX “A” - HARASSMENT POLICY

The Parties agree to insert the current policy at the time of ratification, the below
is the policy as of July 11, 2023.

This Policy may be updated from time-to-time and can be found on the Company’s
internal intranet websites.

WORKPLACE HARASSMENT AND VIOLENCE PREVENTION
Policy No: HR 2.4

Effective Date: August 6, 2021

Category: Human Resources

Contact: HR Business Partner

Applicable to: All Subsidiaries and

Divisions of the Company

Last Review Date: August 6, 2021

Supersedes: September 17, 2020

Issuing Department: Safety and Well-being
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PoLiCY STATEMENT

Rogers Communications Inc. and its subsidiaries (the "Company") is committed to
making every reasonable effort to ensure that our employees, business
associates, vendors, contractors, customers, volunteers, and the public-at-large
experience a healthy and safe Workplace that is free of harassment and violence,
in accordance with the applicable legislation. Our people are our most valuable
resource and we are committed to providing a respectful Workplace that is diverse,
equitable and inclusive. We all have a right to work in an environment free of
discrimination, prejudice, and Workplace Harassment and Violence.

The Company promotes and creates a healthy and safe work environment by
defining unacceptable behaviour, including Workplace Harassment and Violence,
and providing a process for investigating, recording, reporting, and responding to
such occurrences. The Company will ensure that retaliatory action or threats of
reprisal are not taken against employees who initiate complaints or participate in
investigations. The Company will address factors that may contribute to Workplace
Harassment and Violence in order to prevent and protect against it and educate
employees on these factors.

The Canadian Human Rights Act includes provisions that apply to the rights of any
person seeking compensation under the legislation in relation to a Prohibited
Ground.

Employees who are covered by a union or association will be subject to the terms
and provisions of the applicable collective agreement, where legislation permits.

PRINCIPAL PARTY AND RESPONDING PARTY RIGHTS
The Principal Party has the right to:

. file a complaint in good faith without fear of retaliation by the Company;
ensure that no complaint they have made is recorded in their personal
employee file;

. access the Employee and Family Assistance Program (EFAP);

. have an investigation conducted into an occurrence of Workplace
Harassment and Violence, if requested;

. receive information relating to the status of any investigation of the
complaint and the findings of the investigation, subject to the applicable
legislation regarding the protection of personal information;

. end the resolution process at any time by informing the HRBP that they
choose not to continue with the process; and

. be treated fairly.
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The Responding Party has the right to:

be notified that an investigation will be carried out;

be provided with a summary of the allegations and have an opportunity to
respond to the allegations;

access the EFAP;

receive information relating to the status of the investigation of the complaint
and the conclusions of the investigation, subject to the applicable legislation
regarding the protection of personal information; and

be treated fairly.

DO: EMPLOYEES

1.

10.

Treat fellow employees with respect and dignity and ensure that your
behaviour is free of Workplace Harassment and Violence.

Be aware of, understand, comply, and enforce the terms and conditions of
this Policy.

Complete all mandatory training, as required by the Company.

Make your disapproval known to any employee demonstrating Workplace
Harassment and Violence if you perceive that you have been subject to
such behaviour or if you have observed it happening to another employee.

If a situation occurs where you experience or witness Workplace
Harassment or Violence, document pertinent facts of the incident: Who was
involved? Where and when did the incident take place? Were there any
witnesses?

Assist in the implementation and enforcement of this Policy by promptly,
and in good faith, reporting violations to your immediate manager, second-
level manager, HR Business Partner (HRBP), or the Rogers STAR Hotline;

Make every reasonable effort to resolve an occurrence of Workplace
Harassment and Violence.

Provide your full cooperation during investigations relating to Workplace
Harassment and Violence.

Refrain from retaliatory behavior against a Principal Party, Responding
Party, Witness, or any other individual involved in the resolution process for
an occurrence.

Respect the confidentiality of information shared throughout the resolution
process of an occurrence.
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Managers

1. Provide employees, to the best of your ability, a Workplace that is free of
Workplace Harassment and Violence.

2. Be aware of, understand, comply, and enforce the terms and conditions of
this Policy.

3. Complete all mandatory training, as required by the Company.
Demonstrate a willingness to discuss and address concerns with any
employee regarding Workplace Harassment and Violence. Ensure that
retaliatory action or threats of reprisal are not taken against employees who
initiate complaints or participate in investigations.

5. Immediately contact security staff or the police (if on-site security is not

available) in the event of a perceived or actual threat, assault, injury, or
damage to any person or property.

Workplace Harassment and Violence Prevention Steering Committee

1.

Carry out, monitor and, when necessary, update the Workplace
assessment, including the identification of risk factors and the development
and implementation of preventative measures in order to mitigate the risk
of Workplace Harassment and Violence.

Review and update this Policy at a minimum, every three years, or as
otherwise required.

Develop, review and, when necessary, update emergency procedures in
order to respond to occurrences, or the threat of occurrences, that pose
immediate danger to the health and safety of employees.

Develop, review and, when necessary, update training to be provided to
employees and the HRBP. Identify a list of persons who may investigate
occurrences of Workplace Harassment and Violence.

Provide a copy of the investigator's report to the Principal Party,
Responding Party, Workplace Health and Safety Committee or Health and
Safety Representative, and if applicable, the HRBP.

Determine which recommendations are to be implemented at the
conclusion of any investigation.

Appropriately implement recommendations, as may be determined
periodically.
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10.

Ensure the resolution process is completed within one year after the day on
which notice of the occurrence is provided, unless otherwise required under
applicable legislation.

Maintain appropriate records, as required.

HR BusINESs PARTNER (HRBP)

1.

Make every reasonable effort to resolve occurrences of Workplace
Harassment and Violence.

Complete all mandatory training, as required by the Company. Conduct an
initial review of every notice of occurrence of Workplace Harassment and
Violence.

Contact the Principal Party, Witness, and Responding Party, as may be
required under this Policy and the applicable legislation.

Select, from the list of investigators developed jointly by the Company and
the Policy Health and Safety Committee, a person to act as the investigator
when an investigation is requested by the Principal Party.

Provide investigators with all relevant information related to the
investigation.

PoLicy HEALTH AND SAFETY COMMITTEE

1.

Review and provide consultation on the risk factors identified and the plans
for preventative measures in order to mitigate the risk of Workplace
Harassment and Violence.

Review and provide feedback to the Workplace Harassment and Violence
Prevention Steering Committee with regard to this Policy at a minimum,
every three years, or as otherwise required.

Review and provide feedback to the Workplace Harassment and Violence
Prevention Steering Committee with regard to training provided to
employees and the HRBP. Review a list of persons to investigate
occurrences of Workplace Harassment and Violence.

WORKPLACE HEALTH AND SAFETY COMMITTEE/HEALTH AND SAFETY REPRESENTATIVE

1.

Review and support recommendations related to eliminating or minimizing
the risk of an occurrence at the conclusion of any investigation into an
occurrence.

Maintain confidentiality of the reports at all times.

52

23/03/2026 3:55 PM

For the Employer:

For the Union:




UNIFOR LOCAL 830M & ROGERS Full Document Ratification

DON'T: EMPLOYEES

1.

DO NOT confront an employee who you believe to be demonstrating
Workplace Harassment and Violence towards you or another employee if
you think this would put you in danger. Immediately inform your direct
manager, second-level manager, HRBP, or the Rogers STAR Hotline of the
occurrence.

DO NOT hesitate to report a violation of this Policy out of concern for
reprimand or retaliation. All complaints will be treated with sensitivity,
discretion, and confidentiality (to the extent possible).

WORKPLACE HARASSMENT AND VIOLENCE PREVENTION

1.

The Company clearly and unequivocally prohibits Workplace Harassment
and Violence as defined in this Policy by any person(s), including, but not
limited to, employees, visitors, volunteers, customers, vendors, and
contractors.

This Policy and emergency notice procedures are available to all employees
to summon assistance where immediate assistance is required in response
to Workplace Harassment and Violence. Employees are encouraged to
speak to their manager to obtain a copy of this information, if required.

This Policy is not meant to forbid relationships based on mutual consent or
normal social contact between employees in the Workplace.

In the event that you are either directly affected by or witness Workplace
Harassment and Violence, it is important that the incident is reported
immediately. Report any Workplace Harassment and Violence, or
potentially violent situation, immediately to your immediate manager,
second-level manager, HRBP, or the Rogers STAR Hotline.

The Company will take such disciplinary measures as it deems appropriate,
up to and including termination of employment, at its discretion, against any
employee who subjects any other employee, visitor, volunteer, customer,
vendor or contractor to Workplace Harassment and Violence.

IDENTIFICATION AND DESCRIPTION OF RISK FACTORS

6.

Corporate Investigations, Safety and Well-being, and Human Resources
have collectively identified risk factors, both internal and external to the
workplace, that may contribute to Workplace Harassment and Violence.
These factors can be divided into three (3) general categories:
characteristics of the workforce, job factors, and work environment.

(i) Characteristics of the Workforce:
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(i) Discriminatory attitudes

(i)  Lack of awareness about rights/responsibilities related to Workplace
Harassment and Violence

(iv)  Lack of inclusion/diversity
(v)  Temperament
(b)  Job Factors:
(i) Handling high-valued items
(ii) Workload and/or stress
(i)  Working with/exposure to the public
(c) Work Environment:
(iv)  Hierarchical relationships
(v) Low employee morale
(vi)  Poor communication
(vii)  Stress

7. Human Resources, Safety and Well-being, and the business will collectively
develop and implement plans for preventative measures to mitigate the risk
of Workplace Harassment and Violence.

TRAINING

8. The Workplace Harassment and Violence Prevention Steering Committee
together with the Policy Health and Safety Committee will develop training
in respect of Workplace Harassment and Violence. Training will be provided
to all employees and will include:

(i) The key elements of this Policy;

(i) A description of the relationship between Workplace Harassment
and Violence and the Prohibited Grounds of discrimination set out
under the Canadian Human Rights Act; and

(iii)  Instruction on how to recognize, minimize, prevent, and respond to
Workplace Harassment and Violence. The training program will be
reviewed and updated if necessary and, at a minimum, every three
years.

(iv)  Employees will be provided training within three months after start of
employment and, at a minimum, every three years.
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CONFIDENTIALITY

11.

12.

Information concerning allegations of Workplace Harassment and Violence
and any subsequent investigation, including the name of the Principal Party
and the circumstances related to the complaint, will not be disclosed except
where disclosure is necessary for the purposes of:

(i) investigating the complaint;

(i) taking disciplinary action in relation to the complaint;
(i)  protecting other employees or other individuals;

(iv)  defending legal actions; and/or

(v) law enforcement.

All employees involved (including supervisors and managers) in a complaint
are reminded to keep all information confidential, except in the above
circumstances. Without an individual's consent, the investigation report
provided to the Policy Health and Safety Committee, Workplace Health and
Safety Committee, or Health and Safety Representative will not contain
information that is likely to reveal the identity of a person who was involved
in an occurrence of Workplace Harassment and Violence.

Emergency Procedures

13.

14.

If a Workplace Harassment and Violence occurrence poses an immediate
danger to the health and safety of any person, or if there is a threat of such
an occurrence, call 911 for emergency services (police, fire and ambulance)
and follow building emergency procedures.

The Workplace Harassment and Violence Prevention Steering Committee
will ensure that all employees are trained in emergency procedures, and will
review and update emergency procedures as necessary.

DOMESTIC VIOLENCE

15.

If you believe that domestic violence may occur in the Workplace and would
likely expose you or another employee to physical, sexual, and emotional
or psychological abuse, report the matter to your HRBP. The Company
recognizes and respects the sensitivity and confidential nature of this
information. The Company is committed to reducing the risk of domestic
violence in the Workplace and needs the help of all employees. Employees
who believe they are at risk of domestic violence are supported by their
HRBP and will be provided with appropriate and confidential outside support
as deemed appropriate.
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16.

The Account Executive, and/or a senior member of the clinical leadership
team of the Family Assistance Plan Provider, has the responsibility to
immediately notify the Company through the Rogers National Emergency
Management Centre (416-935-7535) in the event that an employee is
considered an imminent threat to the safety of other employees,
contractors, volunteers, visitors, customers, vendors, and/or the general
public, or where it is understood that an employee reveals to an Employee
and Family Assistance Plan (EFAP) counsellor that:

(i) they are the target of domestic violence; and

(i) they have reason to believe that they, or other employees,
contractors, volunteers, visitors, customers, vendors, and/or the
general public, are at risk of becoming a target in the Workplace as
a result of a hostile domestic or personal relationship.

NOTICE OF AN OCCURRENCE

17.

18.

19.

The HRBP has been designated by the Company to receive notice of
occurrences of Workplace Harassment and Violence. In the event there is
an occurrence, the Principal Party or witness will report it to the HRBP,
either in writing or orally. Occurrences are to be reported immediately for
the protection of all employees.

The Rogers STAR Hotline can be used to channel concerns to the HRBP
and can be reached at www.rogersstarhotline.com. It is available 24 hours
a day, 7 days a week.

The Rogers STAR Hotline is NOT meant to be a substitute for direct and
meaningful communication between employees and their manager or
HRBP, if and when appropriate.

Notice of an occurrence must contain:

(1) The name of the Principal Party and the Responding Party, if known;
(i) The date of the occurrence; and

(i) A detailed description of the occurrence.

The HRBP and/or Corporate Investigations will respond to every notice of
an occurrence of Workplace Harassment and Violence by conducting an
initial review.

Following the initial review, an occurrence will be deemed to be resolved if
the notice does not contain the name of the Principal Party or otherwise
allow their identity to be determined.
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20.  Within seven days of providing the notice of occurrence, the HRBP will
contact the Principal Party or the witness that provided the notice of
occurrence with information regarding the resolution process.

21.  Managers must immediately report all occurrences to the HRBP or the
Rogers STAR Hotline.

RESOLUTION PROCESS

22. There are three independent resolution processes to resolve an
occurrence:

(i) Negotiated Resolution;

(i) Mediation; and

(i)  Investigation.
NEGOTIATED RESOLUTION

23. Negotiated resolution is a form of informal resolution where the Principal
Party meets with the HRBP to discuss the occurrence, clarify what was
submitted, and attempt to reach resolution.

24. The HRBP, the Principal Party and, if contacted, the Responding Party,
must make every reasonable effort to resolve an occurrence.

Efforts must begin no later than 45 days after the day on which notice of an
occurrence was received by the HRBP.

25.  As part of this resolution process, a review by the Principal Party and the
HRBP will be conducted to determine whether the notice of occurrence
describes an action, conduct, or comment that constitutes Workplace
Harassment and Violence. If both the HRBP and the Principal Party agree
that the occurrence does not meet the definition, then the occurrence will
be deemed resolved.

MEDIATION

26. Mediation is a process whereby a neutral third party facilitates a discussion
between the Principal Party and Responding Party in an effort to resolve
the occurrence.

27. The Principal Party and the Responding Party may agree to resolve an
occurrence by mediation so long as both parties agree to mediation, and
agree on who will act as the facilitator, otherwise a resolution cannot be
reached under this section.
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INVESTIGATION

28.

29.

30.

31.

32.

33.

34.

35.

36.

If an occurrence is not resolved by negotiated resolution or mediation, an
investigation will be carried out if the Principal Party requests it. If the
Principal Party does not request an investigation, the Company may still be
required to perform one depending on the type of allegation.

If an occurrence is resolved by negotiated resolution or mediation before
the investigator has provided their report, the investigation will be
discontinued.

Corporate Investigations must provide the Principal Party and Responding
Party with notice that an investigation is to be carried out.

An investigator will be selected by the Director of Corporate Investigations
from a list that the Company and the Policy Health and Safety Committee
have jointly developed.

Following the investigation, the investigator will provide the HRBP with a
report that will include a general description of the occurrence, their
conclusions, and their recommendations to eliminate or minimize the risk of
a similar occurrence. Copies of the investigator's report will be provided by
the HRBP to the Principal Party, the Responding Party, and theWorkplace
Health and Safety Committee or Health and Safety Representative.

If necessary, the Business VP, Human Resources will communicate any
corrective actions to be taken to the Chief HR Officer, who will decide what
information, if any, needs to be communicated and to whom, in order to
properly implement the corrective action (e.g., the necessary information to
be provided to Security, IT, Facilities, etc.).

The findings in an investigator's report cannot be used for any of the
following purposes:

(i) Granting or extending a leave of absence, whether paid or unpaid;
or

(i) Monetary remuneration for damages.

Employees who are not satisfied with the investigation or the resolution
process may bring the matter to the attention of the Business VP, Human
Resources, who will make a determination on any additional measures that
may be required.

If disciplinary action is taken, record of the disciplinary action is to be
maintained on the Responding Party's employee file for an indefinite period
of time and taken into consideration should further violation of this Policy
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occur. All other documentation of the full investigation is to be maintained
in a separate investigation file, which must be kept, managed, and made
accessible in accordance with SEC 6 - Privacy Employee Personal
Information, LEG 1 - Retention of Records, and as dictated by applicable
legislation.

COMPLETION OF THE RESOLUTION PROCESS

37.

38.

39.

The resolution process for an occurrence is completed when:

(i) The occurrence is resolved by negotiated resolution or mediation, or
because the Principal Party cannot be identified; or

(i) If an investigator has provided a report, once the Company
implements the recommendations that have been jointly determined
by the Company and the Workplace Health & Safety Committee or
Health & Safety Representative, as applicable.

If the occurrence is not resolved and the Principal Party ends the resolution
process, or if the Responding Party is not an employee of the Company,
then the resolution process is considered completed once any required
Workplace assessment reviews and subsequent updates are carried out.

The Company must ensure that the resolution process is completed within
one year after the day on which notice of the occurrence was provided. The
HRBP must provide monthly updates regarding the status of the resolution
process to the Principal Party and the Responding Party beginning the first
month after the month in which the notice is provided.

SUPPORT MEASURES

40.

41.

The Employee and Family Assistance Program (EFAP) provides
employees and their dependent family with immediate and confidential help
for any work, health or life concern 24 hours a day, seven days a week, by
phone, web or mobile app. The Employee and Family Assistance Program
(EFAP) can be reached at 1-844-880-9142 or via web at
www.workhealthlife.com.

Employees can access a wide range of medical, psychological or other
support services by visiting the “Thrive Well-being Resources” page on
Rogers Zone.

FRAUDULENT/MALICIOUS COMPLAINTS

42.

Unfounded/frivolous allegations of Workplace Harassment and Violence
result in significant harm and damage to the well-being and reputation of
the Responding Party, co-workers, and the Company. Making a false
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complaint or providing false information about a complaint is a violation of
the Policy and will not be tolerated.

If it is determined that any employee has knowingly made a false, vexatious,
or bad faith complaint regarding an incident of Workplace Harassment or
Violence, immediate disciplinary action, up to and including termination of
employment for just cause, will be taken.

COMPLAINTS

43. If an employee believes that there has been a contravention of the Canada
Labour Code as it relates to Workplace Harassment and Violence, the
employee may make a complaint to their manager, HRBP, or the Rogers
STAR Hotline.

MONITORING

It is the responsibility of the Chief HR Officer (or delegate) to interpret this Policy,
as required, ensure the policy is reviewed annually, support its implementation
throughout the Company, and approve any exceptions.

DEFINITIONS
(@) Health and Safety Representative

A person who is appointed as a health and safety representative under s.
136 of the Canada Labour Code in respect of any workplace with fewer than
twenty employees.

(b) HR Business Partner (HRBP)

Human Resource professionals that supports each business unit and are
designated by the Company to receive notice of an occurrence of
Workplace Harassment and Violence.

(c) Policy Health and Safety Committee

A policy health and safety committee established under s. 134.1 of the
Canada Labour Code for the purpose of addressing health and safety
matters that apply to the Company at which 300 or more employees are
normally employed.

(d) Principal Party

An employee or Employer who is the object of an occurrence of Workplace
Harassment and Violence.

(e)  Prohibited Ground
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(f)

(9)

(h)

Under the federal Canadian Human Rights Act, prohibited grounds of
discrimination include race, national or ethnic origin, colour, religion, age,
sex, sexual orientation, gender identity or expression, marital status, family
status, genetic characteristics, disability, and conviction for an offence for
which a pardon has been granted or in respect of which a record suspension
has been ordered.

Responding Party

A person alleged to have been responsible for an occurrence of Workplace
Harassment and Violence.

Witness

A person who witnessed an occurrence or is informed of an occurrence by
the Principal Party or Responding Party.

Workplace
All places where the Company’s employees provide services.

Workplace Harassment and Violence is not limited to incidents that occur
within a traditional Workplace. Work-related violence can occur at off-site
businessrelated functions (conferences, trade shows), in a remote
workplace, at social events related to work, in a customer’s home, or away
from work but resulting from work (e.g., a threatening telephone call to an
employee’s home from a co-worker).

Workplace Harassment and Violence Prevention Steering Committee

A governing body of experts who make directional decisions and provides
support, guidance, and strategic oversight regarding the implementation of
measures to prevent Workplace Harassment and Violence from occurring
and procedures to respond to occurrences of Workplace Harassment and
Violence. Committee members include

(i) Corporate Investigations,

(i) HRBP,

(i)  HR Regulatory & Governance, and
(iv)  Safety and Well-being.

Workplace Harassment and Violence

Any action, conduct or comment, including of a sexual nature, that can
reasonably be expected to cause offence, humiliation or other physical or
psychological injury or illness to an employee. Examples include, but are
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(k)

not limited to, words, gestures, actions, intimidation, bullying, or other
inappropriate activities such as racial or sexual slurs, name calling, racist or
sexist jokes, negative stereotyping, threats, physical assault, or demeaning
pictures, posters or graffiti.

Harassment must not be confused with the normal exercise of the
Employer’'s management rights; in particular, the manager’s right to assign
tasks and their right to counsel, reprimand or impose disciplinary sanctions.
Insofar as a manager does not exercise these rights in an abusive or
discriminatory manner, their actions do not constitute harassment.

Accordingly, the following are examples of conduct excluded from the
definition of harassment:

(i) appropriate disciplinary or administrative measures imposed by
management;

(i) actions including verbal and written counselling relating to
absenteeism, performance issues, or behaviour;

(i)  reasonable use of the right of management to ensure supervision,
performance evaluation, work organization, and compliance with
current Company policies; and

(iv)  expressing disagreement of reasonable, but contrary, opinions.
Workplace Health and Safety Committee

A workplace health and safety committee established under s. 135 of the Canada
Labour Code for the purposes of addressing health and safety maters that apply
to individual workplaces at which twenty or more employees are normally
employed.
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