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CONTEXT
The parental rights plan of the collective agree-
ments aims to protect the new parent’s employ-
ment during an absence related to the arrival of 
a child, to ensure their financial security and to 
avoid that the parenthood lead to prejudice 
to their employment status.

The parental rights provided in our collective 
agreements are all the rights ensuing the birth 
or adoption of a child. They are also regulated 
by the Act regarding parental insurance and the 
Act respecting labour standards.

Parental rights as we know them today were 
obtained along multiple struggles and negotia-
tion rounds (please consult Appendix 1). It is 
thanks to the relentless work of the big union 
organizations, including in particular that of the 
Centrale des syndicats du Québec (CSQ), that 
this chapter of collective agreements became 
what it is today.

We cannot, however, take anything for granted 
and must stay vigilant so as to maintain a parental 
rights plan that is adequate and equitable for all.

OUR DEMAND
To better understand our demands on parental 
rights, you can find below a short description of 
each of the elements provided in our collective 
agreements for which we propose improve-
ments. It can be leaves or the benefits associated 
with them.

Special leave for pregnancy-related 
medical appointments
 • We ask for a broadening of the admissible 

reasons for special leave for pregnancy- 
related medical appointments, as well as an 
improvement on the number of leave days 
without loss of salary.

Currently, the employee has a right to leave 
for pregnancy-related visits to healthcare 
professionals confirmed by a medical certifi-
cate or a written report signed by a midwife.

For those visits, the employee benefits from 
special leave without loss of salary or regional 
disparity premiums, up to a maximum of four 
days that can be taken in half-days.
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A broadening of admissible reasons would 
enable to resort to special leave, notably in 
the case of assisted reproduction or when the 
person must take a long trip to have access 
to medical services.

Maternity leave
 • We demand that the employees with cyclical 

layoffs or at the end of their contract be 
allowed to suspend their leave, so they are 
able to resume it when they go back to work, 
without those weeks being deduced.

The maternity leave is reserved for a mother 
giving birth to a child. It lasts 21 weeks for 
cases admissible to the Québec Parental 
Insurance Plan (QPIP). The breakdown is at 
the employee’s discretion, but must necessar-
ily include the delivery day. A complementary 
compensation to the QPIP payments is paid 
by the employer during this leave.

For some jobs, the moment when the mater-
nity leave is taken in a civil year creates ineq-
uity between some employees by depriving 
them of their whole leave. We wish that all 
employees be entitled to the same amount of 
maternity leave weeks’ compensation paid by 
the employer.

Leave for birth or adoption 
(five days) and paternity  
or adoption leave (five weeks)
 • We demand an improvement in the duration 

of the paternity and adoption leave and a 
loosening in how parental leaves are taken.

Of note that currently, the birth or adoption 
leave consists of five paid days. Those days 
can be taken discontinuously, but must nec-
essarily be taken in the fifteen days following 
the arrival home of the child or mother, or of 
the arrival of the child for their adoption.

As for the paternity leave, its duration is of 
five consecutive weeks. It can start right on 
the week the child is born and must end at 

the latest 78 weeks after. A complementary 
compensation to the QPIP payments is paid 
by the employer during this leave.

The adoption leave’s duration is also of five 
consecutive weeks. It can start as soon as the 
child arrives for their adoption (five weeks 
prior in the case of an adoption outside 
Québec) and must end at the latest 78 weeks 
after. A complementary compensation to the 
QPIP payments is paid by the employer during 
this leave.

Our proposal would allow the facilitation of 
work-family balance and promote a better 
balance in parenthood, all the while offering 
a better adequacy with the QPIP benefit- 
taking modalities.

The proposal to suspend maternity leave with 
cyclical layoffs or end of contract previously 
stated would also apply for the paternity and 
adoption leaves.

Complementary compensation
 • We demand that the weeks included in a 

 layoff or end of contract be deduced of the 
leave count.

The QPIP complementary compensation paid 
by the employer to the employee during the 
maternity leave, as well as to the employee 
during the paternity or adoption leaves, 
has  the effect that the employee receives 
the equivalent of their full net salary for the 
leave’s duration.

However, for some jobs, the time when the 
leave related to parental rights is taken in a 
civil year creates an inequity between employ-
ees. That’s why we ask that the weeks included 
in a layoff or end of contract be deduced from 
the leave count so that every person can ben-
efit of the total complementary compensation 
weeks paid by the employer provided in the 
collective agreements.



5

Parental leave without salary 
in extension to the maternity, 
paternity or adoption leave
 • We demand that college teachers can end 

their unpaid leave even if their return to 
work does not coincide with the beginning 
of a semester.

It is not currently possible for college teach-
ers to end their leave prematurely, even while 
respecting the prior notice provided for in the 
collective agreement, according to the initial 
duration of the leave. This situation consti-
tutes a more restrictive condition than the Act 
respecting labour standards.

Let’s remember that the unpaid leave is com-
plementary to the maternity, paternity or adop-
tion leaves. It is accessible to both parents, 
simultaneously or not, but must be continuous 
(unless a specific exception exists).

Different options are provided in the collective 
agreements, but, minimally, the Act regarding 
labour standards provides for a maximum 
leave of 65 weeks, which can start the week of 
the child’s birth or of the child’s arrival for their 
adoption (five weeks prior in the case of an 
international adoption) and must end at the 
latest 78 weeks after delivery or child’s arrival.

APPENDIX 1

Parental rights plan history
Here are some highlights related to parental 
rights in collective agreements and social laws 
since 1968.

From 1968 to 1975
In 1968, the employee had a right to resign if she 
became pregnant, without penalty for breach of 
contract. She could, however, ask for a special 
leave of definite and limited duration, but this 
leave was unpaid.

The Unemployment Insurance Act, enacted on 
June 27, 1971, introduced maternity benefits. 
From this point on, fifteen weeks of benefits were 
accessible to mothers having accumulated at 
least twenty insurable work weeks.

Starting in 1972, provisions related to parental 
rights were progressively introduced in our 
 collective agreements.

From 1975 to 1979
The employee still had a right to resign, but she 
could, upon request in writing, obtain an unpaid 
leave of a seventeen-week duration. During that 
maternity leave, she could receive fifteen weeks 
of employment insurance (after the two weeks 
waiting time) and the breakdown of the leave 
was at her discretion.

Upon her return, she was eligible to the payment 
of a compensation to make up for the waiting 
time (equal to 2/15 of the employment insurance 
benefits received during the leave). She could 
also take back her job without condition.
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From 1979 to 1982
The CSQ (back then the Centrale de l’enseigne-
ment du Québec [CEQ]) maintained, at the heart 
of the Common Front, that the maternity leave 
must be a negotiation priority. After a strike by 
the Common Front in 1979, a twenty-week mater-
nity leave, a ten-week adoption leave and five 
days of paternity leave, all paid, were established. 
The right to an unpaid leave of a maximum of 
two years following delivery was another gain 
of that negotiation round.

The collective agreement now provided for a list 
of rights maintained during the leave (accumula-
tion of seniority, of experience, of sick days, etc.) 
and for new special leaves (preventive withdrawal, 
pregnancy complications and medical visits).

From 1982 to 1985 (decree)
With this decree, no notable improvement was 
obtained.

From 1985 to 2005
During this period, no major change in collective 
agreements was obtained, with the exception of 
the first leave for parental responsibilities.

In 1989, the employment insurance program 
(unemployment insurance at the time) intro-
duced ten weeks of parental benefits. They 
reached thirty-five weeks in 2001.

Simultaneously, the CSQ joined the group for a 
Québec parental insurance plan, made of a dozen 
groups of women and union organizations.

From 2005 to 2010 (decree)
January 1, 2006, marked the enactment of the 
Act regarding parental insurance. Finally, Québec 
had a distinct compensation program for paren-
tal leave. The Québec Parental Insurance Plan 
(QPIP) differed from the Employment Insurance 
Plan by its flexibility and generosity and allowed 
new parents to spend time with their children.

This period was also marked by the unilateral 
employer’s adoption of the QPIP provisions and 
included a reduction of rights and benefits com-
pared to previous agreements, in particular for 
the adoption leave which dropped from ten to 
five weeks.

From 2010 to 2015
The negotiations were marked by an important 
gain: a five-week paternity leave with comple-
mentary compensation paid by the employer. 
This leave was previously unpaid. A modification 
to the benefits of the adoption leave was also 
made to make these clauses non-discriminatory.

The work of a technical committee aiming for a 
better adaptation of the collective agreements 
to the social laws was beneficial.

From 2015 to 2020
A new, more equitable, formula to calculate com-
plementary compensation paid by the employer 
was developed thanks to the 2015 negotiation. It 
ensured a 100% net income replacement for all. 
A working committee was created to ensure that 
the calculation formula respects the objective of 
keeping such a level of income replacement.

From 2020 to 2023
This negotiation round happened in a health cri-
sis context. It was agreed upon that the issues 
brought to the central table in relation to paren-
tal rights be addressed through an inter-round 
working committee.
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This joint committee must submit recommenda-
tions, joint or not, to the negotiating parties in the 
fall of 2022, that could lead to the formulation of 
new demands. The committee’s mandate is to 
analyze the parental rights plan components in 
relation to the demands and issues of both par-
ties, to examine application modalities of the 
parental rights’ provisions to standardize practices 
and to ensure that the provisions are congruent 
with social laws.

On October 29, 2020, the legal framework 
around the parental rights plan was modified by 
the enactment of the Act mainly to improve the 
flexibility of the parental insurance plan in order 
to promote family-work balance.

With this act, adopted unanimously by the National 
Assembly, the legislative state seems to want to 
offer more flexibility to new parents in how QPIP 
benefits and parental leave are taken. Some types 
of benefits were improved for particular situa-
tions or when parents both have the a minimum 
number of shareable benefits.

Moreover, the period during which benefits are 
payable was extended to 78 weeks from the 
birth or arrival of a child for their adoption, which 
allowed a congruence in the parental leaves pro-
vided for in the Act regarding labour standards.
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