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1. Overview

The Provincial Employment Roundtable is pleased to submit this brief to the House of
Commons Standing Committee on Official Languages regarding the draft regulations for the
Use of French in Federally Regulated Private Businesses Act (UFPBA).

While we support the federal government’s aims of protecting the use of French, particularly
in communities with a significant French-language presence, we are concerned about the
draft regulations and their potential impacts on Québec’s English-speaking community. The
proposed regulations introduce a compliance system for federally regulated private
businesses (FRPBs) that may have unintended negative impacts on the employment and
employability of Québec's English-speaking community, which is already facing significant
employment challenges and economic exclusion. Chief among these concerns is the
transfer of language compliance costs and responsibilities to private employers, who are
incentivized to reduce risks and costs and may respond by limiting the hiring, training, or
advancement of English-speaking employees to facilitate French-language compliance. The
UFPBA regulations also offer an opportunity to establish an improved framework for the use
of French in FRPBs in Québec; one that does not simply duplicate the Charter of the French
Language, which has already been shown to have adverse impacts on the employment and
employability of English-speaking Quebecers. We offer recommendations to improve the
UFPBA draft regulations, with the hope of establishing a framework that will meet the stated
objectives of true substantive equality between French and English in Canada while
mitigating the negative economic impacts on linguistic minorities and other vulnerable
communities.

We recommend that:

e The UFPBA require FRPBs to allocate funding for French-language training for
current and prospective English-speaking employees. Establishing a dedicated
training requirement would help ensure that language acquisition is treated as a
workplace skill-development issue rather than solely as a hiring prerequisite.



e The UFPBA includes a commitment to federal funding support to reduce the
financial burden of providing language training. To support the first recommendation,
the federal government could establish a Language Training Subsidy for FRPBs
affected by the UFPBA.

e The UFPBA establish an alternative hiring pathway that permits workers with low
French proficiency to be hired, provided employers offer a French immersion
program within a prescribed period.

e The draft regulations for the UFPBA amend the ‘grandfathering’ protection for
employees “who have many years of service” by lowering the threshold of having
worked “20 or more years with the same employer,” thereby ensuring that the needs
of mid-career and younger employees are also considered and protected.

e That the grandfathering protection for existing employees be made portable across
the federal private sector so that mature workers and workers with accepted
exemptions can maintain labour market mobility.

e That the UFPBA reduce the administrative burden imposed on FRPBs by amending
requirements related to annual statements and triennial reports. This may include
extending reporting intervals for annual certificates of registration and certificates of
generalization of the use of French.

2. About PERT

Founded in 2020, the Provincial Employment Roundtable (PERT) is a provincial non-profit
multi-stakeholder initiative focused on addressing the employment and employability
challenges facing Québec’s English-speaking communities. PERT was originally a project of
Youth Employment Services (YES), a provincial leader in providing employment services to
Québec’s English speakers, and the Québec government’s newly-formed Secrétariat aux
relations avec les Québecois d’expression anglaise (SRQEA).

Through policy research, development, and stakeholder engagement, PERT collaborates
with a network of over 60 partners, including community and regional organizations,
educational institutions, employment service providers, employers, and government. By
identifying the most pressing employment challenges facing Québec’s English-speaking
community and developing evidence-based solutions, PERT works to strengthen
employment support networks, promote labour market inclusion, and support long-term
workforce participation across the province.



3. Context

3.1 Key Facts about Québec’s English-Speaking Community

English-speaking Quebecers occupy a vulnerable position in Québec’s labour market.
English speakers represent 14.9% of the province’s total population, but 22.7% of its
unemployed population and 23% of all individuals living in poverty. They tend to experience
higher unemployment rates and lower median incomes than the French-speaking majority
across Québec. Provincially, English speakers experience an unemployment rate of 10.9
percent, compared to 6.9 percent for French speakers. This represents a substantial gap
that has doubled over the last decade, growing from a 2-percentage-point difference in
2016 to a 4-percentage-point difference in the most recent census.
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The median employment income of English-speaking Quebecers is $32,000, $5,200 less
than the $37,200 earned by their French-speaking peers.
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At the national level, English speakers experience disparities compared with other OLMCs,
reporting the highest unemployment rate and the lowest median income.
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According to the 2021 Census, 64.4% of English speakers (806,930 individuals) reported
being able to hold a conversation in French. More recent survey data suggests that
French-language proficiency among this demographic is both widespread and actively
developing. A 2023 survey of English-speaking Quebecers found that 96.3% of

respondents reported being able to communicate in French, although comfort levels varied
considerably.

Despite high levels of bilingualism, French-language proficiency remains a barrier to
employment. A 2022 study of English-speaking Quebecers by PERT found that 67% had



experienced a lack of French proficiency as a barrier for employment, while 31% reported
experiencing linguistic discrimination or employer bias." More than half of respondents
(53%) identified intensive French-language training as a desirable intervention.? Other
studies have identified a lack of French professional vernacular® and linguistic insecurity and
anxiety* as key barriers to employment for English speakers in Québec.

3.2 Impact of Law 14

A Léger survey examining how employer attitudes toward English-speaking employees
were impacted by Law 14 (formerly Bill 96) showed that one in 5 Québec employers (21%)
reported concerns about hiring English-speaking employees as a direct result of Law 14.°
The primary concerns related to legal compliance issues (35%), employees’ language skills
(32%) and the risk of fines or penalties (25%).° These concerns translated into changes in
hiring practices, with nearly one-third of employers (32%) reporting that they had become
more cautious when hiring English-speaking employees (14%), reduced hiring (10%) or
stopped hiring them altogether (8%).” Retention practices were also affected, with 13% of
employers reporting changes in how they retain English-speaking employees, including
adopting a more cautious approach (10%) or letting English-speaking employees go as a
direct result of Law 14 (4%).

4. Draft Regulations on the Use of French in Federally
Regulated Private Businesses Act (UFPBA)

The UFPBA establishes a comprehensive federal framework for the use of French in
federally regulated private businesses, creating a regime that closely parallels Québec’s
Charter of the French language. While the Act largely mirrors the language-of-work
provisions of Québec's regime, it introduces a distinct federal enforcement structure
through federal bodies such as the Commissioner of Official Languages (OCOL) and the
Canada Industrial Relations Board (CIRB). As a federal statute, the UFPBA possesses a
constitutional reach that extends beyond what provincial legislation can achieve, applying
language obligations to federally regulated businesses and interprovincial transportation
services operating both within and beyond Québec. The result is a complex and
wide-reaching language regime whose compliance requirements may impose significant

' Provincial Employment Roundtable (PERT), The French Factor: How lanquage shapes employment
in Quebec, 2025.

2 |bid.

® Provincial Employment Roundtable (PERT), Closing the 12k Gap: Improving Employment for
Quebec’s English-Speaking Community, 2019.

* Provincial Employment Roundtable (PERT), Response to the Building Canada Strong: Youth in the
Labour Market National Engagement, 2026.

® Comité consultatif des Québécois.es d’expression anglaise (CCQEA), Employer Perceptions of
English- king Empl 2025.

¢ Ibid.
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administrative burdens on employers, constrain hiring flexibility, and create barriers for
English-speaking workers in both recruitment and career advancement. The following
sections identify several areas where the design and implementation of the UFPBA may
have unintended negative consequences for federally regulated businesses and employees.

4.1 Federal Labour Enforcement

The introduction of a federal framework in Québec would subject federally regulated private
businesses to a more complex and powerful enforcement regime for workplace language
rights. Under the UFPBA, employees may file complaints with the OCOL if they believe their
employer has failed to comply with their statutory language rights.® These rights include the
ability to work, receive supervision and workplace communications, and use work tools in
French, as well as protection from adverse treatment for exercising rights under the Act.®
Where a complaint cannot be resolved within a reasonable period, or where another body is
better placed to address the issue, the Commissioner may refer the matter to the CIRB. ™
Once referred, the CIRB may exercise its full range of labour-relations powers, including
ordering reinstatement, compensation, or any other remedy it considers equitable to
address the violation."

The UFPBA elevates workplace language-rights disputes to a level comparable to other
federally regulated labour matters. Subjecting these disputes to federal institutions that can
issue binding federal labour orders and enforce compliance through federal courts may
incentivize businesses to place greater emphasis on compliance with French-language
requirements. This could encourage employers to place greater emphasis on
French-language proficiency in hiring and promotion decisions, particularly for supervisory
and management positions responsible for workplace communications. While the changes
may increase French-language compliance, they are also likely to suppress internal mobility
and promotion opportunities for workers with limited French proficiency within FRPBs. Even
if an English-speaking worker is securely employed within an FRPB, the increased
emphasis on French, particularly for those in management positions, may pose a career
ceiling without measures to mitigate this impact.

4.2 Acquired Rights and French Language Training

The UFPBA positions French proficiency as an entry barrier, rather than treating language
acquisition as a skill to be developed within the workplace. Neither the act nor the
regulations provides stipulations on French-language training or guidelines to support
French-language acquisition among workers in FRPBs. Employers may be reluctant to take
on the additional administrative and financial challenges associated with providing such

8 Bill C-13, An Act to amend the Official Languages Act, to enact the Use of French in Federally
Regulated Private Businesses Act and to make related amendments to other Acts, 1st Sess, 44th
Parl, 2023, cl. 18.

°Bill C-13, cl. 9, 11.

9 Bill C-13, cl. 21(1).

" Bill C-13, cl. 22(4), 28.



training. According to compliance cost estimates by Canada’s Parliamentary Budget Officer
(PBO), implementing rights under the UFPBA could cost FRPBs $240 million in one-time
costs plus $20 million each year in ongoing costs.'? Without federal subsidies or business
support for language training, businesses may seek to minimize compliance costs by
favouring candidates who already possess stronger French-language skills.

Notably, the Act builds in a protective measure for existing staff in Section 11, which
stipulates that FRPBs in Québec, “must not treat adversely an employee who occupies or is
assigned to a position in one of those workplaces on or before the day on which this
subsection comes into force for the sole reason that the employee does not have sufficient
knowledge of French.”*® Furthermore, the draft regulations stipulate that workplace
“committees for the fostering of French” must explicitly accommodate employees who are
close to retirement or have many years of service, defined as holding at least 20 years of
employment with the same employer.’* The needs of employees with any long-term or
recurring physical, mental, or learning impairments that could impede the learning of French
must also be considered.” Aside from those who fall into these particular categories,
however, there are workers, including English-speaking workers, who remain vulnerable to
the adverse impacts of the Act. The 20-year minimum employment requirement effectively
forces employees to remain with the same employer, risking the loss of their exemption if
they switch employers. It also risks leaving younger workers and newer entrants without
comparable protections, even though they may face the greatest long-term impact from
reduced access to hiring and promotional opportunities. These concerns underscore the
shortcomings of a framework that imposes extensive French-language requirements
without cementing the right and access to French-language training for English-speaking
employees. Pairing compliance with federally subsidized, on-the-job French training would
transition the UFPBA from a framework which risks excluding workers to one that promotes
true linguistic integration and substantive equality.

4.3 Choice of Regime in Québec

The UFPBA stipulates that in Québec, FRPBs may opt into either the federal or provincial
language regime; a choice between the UFPBA or the Charter of the French language.'
This creates an environment in which employees in the same region are subject to different
statutory rights depending on their employer’s corporate election. However, both regimes
have a significant administrative burden for employers. Given the similarities in the
administrative burden placed on employers between the federal and provincial regimes,
there is an opportunity to improve the UFPBA framework to create a more flexible regime
that mitigates potential negative impacts on English-speaking workers.

12 Office of the Parliamentary Budget Officer, Cost Estimate for Bill C-13: An Act for the Substantive
Equality of Canada’s Official Languages, 2022.

B Bill C-13, cl. 11(2).

* Government of Canada, Description of Proposed Use of French in _Federally Requlated Private
Businesses Regulations, 2026.

S Ibid.

'8 Ibid.
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Under the UFPBA, FRPBs which opt into the federal regime are required to provide “an
initial declaration containing information on its operations in Québec”, and additionally
produce an “annual statement confirming or updating that information” in return for an
annual certificate of registration from the Minister.” Further, businesses with 100 or more
employees which opt for the federal regime are required to establish a committee for the
fostering of French, which must meet at least twice a year and produce a report every 3
years.'® The report must include an overview of the language situation in the business and
the measures taken to achieve its mandate in order to obtain a certificate of generalization
of the use of French.” The Minister may, in response to these triennial reports, refuse to
issue a certificate, and the business must then provide annual updates until a certificate is
granted.”® While employers’ decisions about which regime to opt into will differ, the UFPBA
presents an opportunity to reduce the administrative burden on FRPBs related to language
compliance by amending compliance timelines and streamlining reporting. High
administrative burdens are likely to incentivize businesses to reallocate resources to
operations and compliance. Reducing the administrative burden on employers for language
compliance would enable businesses to shift internal strategies towards sustainable
upskilling of existing workers and the integration and training of new workers.

5. Recommendations

e The UFPBA require FRPBs to allocate funding for French-language training for
current and prospective English-speaking employees. Establishing a dedicated
training requirement would help ensure that language acquisition is treated as a
workplace skill-development issue rather than solely as a hiring prerequisite.

e The UFPBA includes a commitment to federal funding support to reduce the
financial burden of providing language training. To support the first recommendation,
the federal government could establish a Language Training Subsidy for FRPBs
affected by the UFPBA.

e The UFPBA establish an alternative hiring pathway that permits workers with low
French proficiency to be hired, provided employers offer a French immersion
program within a prescribed period.

e The draft regulations for the UFPBA amend the ‘grandfathering’ protection for
employees “who have many years of service” by lowering the threshold of having
worked “20 or more years with the same employer,” thereby ensuring that the needs
of mid-career and younger employees are also considered and protected.

7 Ibid.
'® Ibid.
" Ibid.
%% |bid.



e That the grandfathering protection for existing employees be made portable across
the federal private sector so that mature workers and workers with accepted
exemptions can maintain labour market mobility.

e That the UFPBA reduce the administrative burden imposed on FRPBs by amending
requirements related to annual statements and triennial reports. This may include
extending reporting intervals for annual certificates of registration and certificates of
generalization of the use of French.
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