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Territorial Acknowledgment 

HSA respectfully acknowledges the unceded lands of approximately 198 distinct 
and diverse Indigenous nations on the lands colonially referred to as British 

Columbia. We are grateful to the traditional stewards of the lands and waters for 
their role in caretaking and fighting for the land from which we all benefit. 

The In Plain Sight report made it clear that there is a lot of work we all need 
to do to become anti-racist and to create culturally safe healthcare and 

workplaces. As we endeavor towards decolonization we will want to ensure that 
there is an end to discrimination in the workplace and to disrupt the colonial 

based systems that Canadian health care was built on. 

HIGHLIGHTS
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Proposed 2024-2028 WCMI Collective Agreement
HIGHLIGHTS

WAGE INCREASE
 
At least 8.75% wage 
increase over the term of 
the agreement, including 
a lump sum payment 
equivalent to 2% on all 
hours worked from Apr 1, 
2024 and 2% on all hours 
worked from Apr 1, 2025 
payable on ratification.

GROUP RRSP
 
Increase from 2% match to 
2.5% upon ratification and 
3% on Apr 1, 2027.

STABILIZATION 
FUND
 
Lump sum payment equal 
to 14% (21% for mammo) 
for all earnings on hours 
worked from Sep 1, 2024 
to Feb 28, 2025, plus two 
forthcoming lump sum 
payments this year on 
earnings on hours worked 
up to Sep 1, 2025.

STEWARDS
 
Expansion of the steward 
role to include stewards 
in employer investigations 
that may lead to discipline.

BENEFITS
 
Increase of paramedical 
from $500 to $600, dental 
from $1500 to $1750 
effective Jan 1, 2025.

RESPECTFUL 
WORKPLACE
 
Improved timelines 
around the employer 
respectful workplace 
process.

FULL-TIME ROLES
 
HSA and WCMI recognize 
the value and importance 
of full-time positions, and 
will review the creation of 
new/additional full-time 
jobs, including for QNR 
techs.

BEREAVEMENT 
LEAVE
 
Removal of the employer’s 
judgement around 
paid days for travel for 
bereavement leave.

OH&S REVIEW
 
HSA and WCMI are bound 
to meet and review 
the OH&S committee 
structure for compliance 
with legislative and 
regulatory requirements, 
and for safer worksites.
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A MESSAGE FROM

Our Bargaining  
Committee Chair
Hello HSA members,

We present this ratification package for your consideration with our unanimous 
endorsement: please vote “YES” for this agreement.

To our members, thank you for your ongoing support through this process – we would not 
have achieved this tentative agreement without your input and support. Also, many thanks 
to my fellow bargaining committee members for their countless hours of hard work and 
determination.

In Solidarity, 

________________________________

per your bargaining committee:

Fareeha Yousuf, Chair

Denise Danel, Member

Ismail Rajpar, Member

Veeka Sharma, Member

Stephanie Tolias, Member
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The Negotiators 

Graeme Johnston, Lead Negotiator Sheila Vataiki, Negotiator

The Negotiators
A MESSAGE FROM

On March 24, 2025 our bargaining committee reached a tentative collective agreement with 
the WCMI. This agreement is recommended by both our bargaining committee and the HSA 
Board of Directors.

After the failure of our previous tentative agreement our new bargaining committee has 
understood our mandate is to deliver something better. In discussion with you through our 
committee members and several in-person and online meetings, we determined the core 
issue we needed to address is the uncertainty surrounding the proposed wage reopener. 
Specifically, in the previous tentative agreement if the stabilization fund was not made 
permanent the collective agreement would have delivered inadequate wage increases 
without strong recourse to negotiate better wages.

Our goal was to solve this problem while maintaining all the other gains made previously, 
and (where possible) to make other additions that benefit our members. We believe we 
have done this and invite you to read about these changes in the “What’s New” page.

In Solidarity,

________________________________    ________________________________ 
Graeme Johnston, Lead Negotiator     Sheila Vataiki, Negotiator  
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What’s New in this 
Tentative Agreement?
Retroactivity on Your Wages
Upon ratification, you will receive a lump-sum payment for wage increases retroactive 
to April 1, 2024. This amount will be calculated based on a 2% wage increase (or $1/hr 
increase for reception) for hours worked from April 1, 2024 and an additional 2% wage 
increase on hours worked from April 1, 2025.

Payment of the Temporary Stabilization Fund 
On ratification of the tentative agreement, you will receive a retroactive lump sum payment 
equivalent to 14% (21% for mammo) of earnings for hours worked from September 1, 
2024 to February 28, 2025. 

You will also receive two quarterly lump sum payments equivalent to 14% (21% for 
mammo) on earnings for hours worked from March 1, 2025 to August 31, 2025, paid 
quarterly.

Stabilization Fund after September 1, 2025 and the Right to 
Strike/Lockout
If the stabilization fund becomes permanent, this increase will be rolled into your wage grid: 

• If the stabilization fund is made permanent, you will get a 14% (21% for mammo) wage 
increase rolled into your wages added cumulatively to the general wage increases.

If the stabilization fund does not come through in full (14% wage increase and 21%for 
mammo) by September 1, 2025, notice to collectively bargain for wages will be issued on 
that date.

In the previous tentative agreement, this wage reopener would have relied solely on the 
willing ness of WCMI to provide an increase: if WCMI wouldn’t agree to a sufficient wage 
increase we would have no opportunity for recourse on wages until 2028. However, with the 
proposed changes in this new tentative agreement, if the stabilization fund does not come 
through in full before September 1, 2025 and we cannot negotiate a satisfactory wage 
increase, our union or WCMI can declare an “impasse” after March 31, 2026. On declaring 
impasse, HSA can access our right to strike.

• If you don’t get the full 14% (21% for mammo) rolled into wages and the employer is 
unwilling to negotiate satisfactory wage increases, we can take job action, including 
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exercising our right to strike, to get you better wages.

To sum up the significance of this change, our union will retain the strongest tool we have 
negotiate higher wages if the stabilization fund comes up short: we will have the right to 
strike for higher wages.

Other New Adds and Changes
• Annual review of full-time employment opportunities (including QNR techs) and 

expanded hours for part-timers

• Improvements to the OH&S committees, and

• The right to include your shop steward in any workload dialogue discussion.

Items from the Previous Tentative Agreement
Excluding the changes and additions discussed above, all other proposed changes from 
the previous tentative agreement are carried over into this tentative agreement and will 
take effect upon ratification, or as otherwise specified following ratification. We encourage 
you to refresh your memory and/or make yourself acquainted with the entire tentative 
agreement package.
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Summary of 
Changes to the 
WCMI Collective 
Agreement
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Housekeeping
• Consistency in naming conventions of part-time

• Formatting issues including extra characters or spaces

• Ensuring gender neutral language

Article 3 (Definition of Employee Status)
• Include the ability of the employer to terminate casuals who have neither worked nor 

provided availability for 6 months without a bona fide ongoing illness or approved leave.

Article 5 (Union Recognition, Rights, and 
Security)
• Changed to reflect the current dues rate and to replace “Chief Steward” with “Lead 

Steward”. 

• Inclusion of the opportunity for the lead steward or designate to meet with new 
employees in person when possible. 

• Specification of the best way to send updated employment status of members to the 
union as well as increasing how often the union receives the seniority list from once a 
year to twice a year.

• Removal of the requirement to have separate labour management meetings (historically 
one for Victoria and another for Lower Mainland) and clarification of which types of 
union-related leave are eligible for union-paid time.

Article 6 (Seniority)
• Clarification that seniority will continue to accrue while a member is on any other leave 

protected by the Employment Standards Act of BC.

Article 7 (Grievance Procedure)
• Expansion of steward role to be included in investigation.

• Inclusion of supervisor confirming receipt of grievance within 7 days and clarification 
that the union’s designate be included in stage 3 meeting.
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Article 10 (Promotion, Demotion, Transfer or 
Lay-Off)
• Requirement of the employer to notify the union before termination in cases where 

members fail to return to work.

• Removal of a Bone Mineral Densitometry (BMD) training provision as it is no longer 
done at WCMI.

Article 12 (Severance)
• Inclusion of the employer being able to reduce vacation pay payout by up to one week 

as long as it doesn’t result in the employee receiving less than their minimum ESA 
entitlement if members do not give 14 days notice.

Article 15 (Bereavement Leave)
• Removal of the employer’s judgement when it comes to the two additional days for 

travel associated with bereavement leave.

Article 19 (Sick Leave)
• Confirmation of accrual of seniority for Employment Standards Act sick leave.

Article 20 (Statutory Holidays)
• Inclusion of National Day for Truth and Reconciliation in the listed statutory holidays.

Article 21 (Unpaid Leave)
• Inclusion of written reasons for denied LOA if requested.

Article 22 (Vacation)
• Clarification of the process for vacation selection when not completed during the 

vacation selection process contemplated in the collective agreement (submitted prior to 
January 31st).
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Article 23 (Hours of Work)
• Change in factors to be considered when calling in part-time and casual employees for 

additional work from “willingness to work” to “availability”.

Article 32 (Uniforms)
• Increases in the uniform allowance from $160 (FT), $100 (PT), and $50 (casual) to $200 

(FT), $150 (PT), and $100 (casual) by January 1, 2026. Additionally include a provision 
that receipts must be submitted and that casuals are only eligible if they work an 
average of 2 shifts per month.

Article 34 (Safety and Occupational Health)
• Inclusion of informing the employer of recommendations made by the OHS committee 

regarding ergonomic adjustments and measures to protect pregnant employees.

• Clarification that OHS committee members ought be granted leave without loss of pay 
(or straight time wages) to attend meetings of the committee and when required to 
participate in inspections or accident investigations at the request of the committee 
pursuant to WCB OHS regulations.

• See Memorandum of Understanding #2 for additional changes.

Article 35 (Harassment)
• Inclusion of the requirement for the employer to confirm receipt of a respectful 

workplace complaint within 7 days of receiving the complaint and that actions required 
to address complaints ought be done in a timely way.

• Clarification that a complaint under respectful workplace is not a grievance but that 
members may grieve the outcome of the complaint process.
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Letter of Understanding #1
• Include a requirement for summary of workload dialogue issues to be reported at labour 

management meetings, along with any interim direction and ongoing assessment. 

• A member may include their steward workload dialogue discussions.

Letter of Understanding #3
• Removal of a historic LOU specific to 3 members regarding team leader premiums that 

are no longer in the collective agreement – the team leader premium will continue to 
apply to the only member who remains employed by WCMI.

Letter of Understanding #6
• Increase of training premium from $2.25 to $3.00 per hour for certified ultrasound 

technologists to orient new hires or train students.

Memorandum of Understanding #1
• HSA and WCMI will endeavour to create full-time positions where practicable and where 

the employer’s business supports them. When considering the creation of full-time 
opportunities, the employer will be specifically required to consider creation of new/
additional full-time opportunities for QNR techs.

• This review will take place within 60-days’ of the ratification of this agreement, and each 
calendar year thereafter.

Memorandum of Understanding #2
• Within 60-days of ratification, the parties will meet to review WCMI’s OH&S committee 

structure and ensure employer compliance with OH&S committee requirements.
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Wages and 
Stabilization 
Payment
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Year One – April 1, 2024
• 2% general increase to all classifications except reception (instead of 2%, reception 

will get $1.00/hr increase) retroactive to April 1, 2024, to those employed at time of 
ratification.

Stabilization Fund
• This is a temporary quarterly payment to WCMI from the Ministry of Health that starts 

September 1, 2024, and ends August 31, 2025. It results in a 14% increase in the 
employer’s funding and is to be paid every 3 months.

September 1, 2024 – November 30, 2024 – all hours worked during this period will 
accrue at 14% of earnings and be paid out in a lump sum (except for mammography 
which will be at 21%)

December 1, 2024 – February 28, 2025 – all hours worked during this period will accrue 
at 14% of earnings and be paid out in a lump sum (except for mammography which will 
be at 21%)

The lump sum payments for the periods between September 1, 2024 - February 28, 
2025 will be paid in lump sum on ratification.

March 1, 2025 – May 31, 2025 – all hours worked during this period will accrue at 14% 
of earnings and be paid out in a lump sum (except for mammography which will be at 
21%)

June 1, 2025 – August 31, 2025 – all hours worked during this period will accrue at 14% 
of earnings and be paid out in a lump sum (except for mammography which will be at 
21%)

• These stabilization payments are in addition to the general wage increases.

Wage Reopener and the Right to Strike
• The employer expects the temporary stabilization fund to be rolled in to a new funding 

structure once it expires. This would result in the 14% (21% for mammography) being 
rolled in to the permanent wage structure.

• As the stabilization fund is planned for only one year (September 1, 2024 through 
August 31, 2025), there is a wage reopener included in this agreement. This means that 
in the instance of the temporary stabilization fund being reduced or eliminated and not 
rolled into permanent wages, it will allow the parties to renegotiate only the wages.
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• In the event a wage reopener is required and a satisfactory increase cannot be 
negotiated, we will have the option to terminate the collective agreement and go on 
strike for better wages.

Year Two - April 1, 2025
• 2% general increase on all classifications retroactive to April 1, 2025, to those employed 

at time of ratification. 

Year Three - April 1, 2026
• 2.25% general increase on all classifications.

Year Four - April 1, 2027
• 2.5% general increase on all classifications.
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Health and Welfare 
Benefits
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January 1, 2025
• Paramedical increase from $500 to $600 per year, dental cap increased from $1500 to 

$1750.

• Eye exams increased from $50 to $75 every 24 months; vision coverage increased from 
$200 to $225 every 24 months.

April 1, 2027
• Eye exams increased from $75 to $100 every 24 months; vision coverage increased 

from $225 to $250 every 24 months.
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Registered 
Retirement Savings 
Plan
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RRSP
• 0.5% increase to RRSP match effective date of ratification – increase from 2% to 2.5%.

April 1, 2027
• 0.5% increase to RRSP match for a total of 3%.
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About this Document

As you read through this document, you may note this tentative agreement 
package is remarkably similar to the previous tentative agreement package. 

Rest assured this is no accident and is by design: Our bargaining committee set 
out to maintain all the previously negotiated benefits and additions from the 
previous tentative agreement while adding what we believe is needed for an 

acceptable collective agreement. 

The information presented in pages 8-19 of this document is a summary of 
select portions of HSA’s tentative collective agreement with WCMI based on our 

understanding of that agreement. 

For specific language on additions and changes, see pages 21-61.
After reviewing this document, should you have any questions about the 
tentative agreement please contact HSA Head Office and ask to speak to 

negotiators Graeme Johnston or Sheila Vataiki, or write to  
WCMIBargaining@hsabc.org.

HSA Contact Information

Phone: 604-517-0994/800-663-2017
Fax: 604-515-8889/800-663-6119

180 East Columbia Street, New Westminster, V3L 0G7

For general inquiries about your current collective agreement, or other 
workplaces questions and concerns, please contact your shop steward or LRO.

Please note that any payments made to members under the collective agreement 
are subject to statutory and customary deductions, unless otherwise stated.
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Detailed Language 
Changes
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The union delivering modern health care


