MAY 2026

Comprehensive
Report

on the tentative agreement between the Nurses Bargaining
Association (NBA) and the Health Employers Association
of BC (HEABC)




Territorial Acknowledgement

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 health
care 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. This is not an easy task, and will take time, however we
see hope in the changes to the collective agreement that will start to

address changes needed to actualize reconciliation.
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HIGHLIGHTS

2025-2029 Collective Agreement

v

WAGE INCREASE

A 12% general wage
increase over four years,
retroactive to April 1, 2025.
Compounded over the
term of the agreement,

the increases equal
approximately 12.55%.

»

BENEFITS

Members eligible for
$4,000 on massage
therapy annually and
$2,000 for dependents.
Significant improvements
to mental health, vision,
dental, and insurance
coverage.

LEAVES

Improved compassionate
leave for all members, plus
leave for reservists in the
Canadian Armed Forces
and special leave for
citizenship ceremonies.

PREMIUMS

Regular and evening
premiums will reach up to
$3.60 and $2.23 per hour
respectively by April 2028.

»

RATIOS

An additional $300

million commitment
toward implementation of
minimum nurse-to-patient
ratios, bringing the total
provincial investment to
$600 million.

v

SCHEDULING

Introduction of a “Shift
Select Positions”
scheduling model,
providing more flexibility to
schedule shifts that meet
the needs of members.

2X OVERTIME

New double-time overtime
for nurses who miss meal
breaks and for those who
work end-of-shift OT on
extended-hour shifts.

»

EMPLOYER-FUNDED
NURSES BENEFITS

A new Employer-Funded
Nurses Benefits Trust
(EFNBT) dedicated
exclusively for NBA
members.

v

CASUAL INCENTIVES

New annual incentive
payments of up to $2430
for casual nurses working
higher straight-time hour
thresholds throughout the
calendar year.



A MESSAGE FROM

Your HSA Staff Representative

This was a very challenging round of bargaining,
given the fiscal constraints of the provincial
government, and uncertain times across the
globe. Despite this, your bargaining committee
was able to achieve real improvements for RPNs.
Your elected representative Nicole Mclntosh and
| are in full support of this tentative agreement,
and we encourage you to find out more with this
information package.

Backed by the strike mandate delivered by
members like you, your committee returned to the
table with a clear message for the employer: RPNs
should receive the same general wage increases
and flex funding that was offered to the other
bargaining associations. The tone at the table
shifted, finally allowing serious discussion about
benefits.

We are pleased that we were able to achieve

gains to benefits through and Employer Funded
Nurse Benefit Trust (EFNBT). Benefits such as
paramedical services, speech language therapy,
vision care, and mental health services see
increased annual maximums. The NBA took a step
forward on overtime, which was the top priority
for HSA RPNs and RNs. Effective April 1, 2026,
employees who work through their meal break or
beyond the end of the extended shift will bypass
1.5X rate of pay and go straight to double time. We
also were able to achieve progress in the second
priority for HSA RPNs and RNs — premiumes. In this
tentative agreement there are increases to both

the evening and regular premiums.

| would also like to highlight the language in the
collective agreement which aims to strengthen
employer responsibilities to keep workers safe
from violence. Requiring employers to create
individualized and employee-centred safety plans
when they become aware of a risk of sexual or
domestic violence in the workplace. Further to
that, when the employer is aware of the potential
for violent behaviour from a patient, they must
identify those risks and inform employees before
admission, transfers, reassessments, and care
transitions.

While not part of the bargaining process, the
agreement with the provincial government

for minimum nurse to patient ratios has been
extended in order to complete the transition. All

of these combined along with our gains made in
this agreement work towards both recruitment and
retention, retention being a top priority for HSA
RPNs/RNs.

| want to thank your elected representative, Nicole
Mclntosh. This was her third round of bargaining
to which she brought her extensive experience and
advocacy for HSA RPNs and RNs. Her presence,
and her advocacy on your concerns at the
bargaining table, benefited all HSA RPNs and RNs.

In solidarity,

Colette Barker



A MESSAGE FROM

Your Board of Directors

On behalf of the HSA Board of Directors, | am
pleased to present this comprehensive report
on the 2025-2029 tentative agreement reached
on behalf of members working under the
Nurses Bargaining Association (NBA) collective
agreement.

This has been an extraordinarily challenging
round of bargaining, and RPNs have been

well served by the hard work and experience
of your negotiations team. Nicole MclIntosh,
your elected representative, is an RPN working
at St. Paul’s Hospital, and Colette Barker, the
union’s staff lead, has worked extensively in
negotiations, organizing, education, and labour
relations.

While negotiations formally began last fall, the
work got underway a year before that. In October
2024, delegates to the bargaining proposal
conference gathered to discuss and prioritize
member submissions on bargaining priorities.
Your union and your negotiations team were
provided clear direction that benefits were a top
concern, along with respect, safety and fair pay.

These were the priorities tabled as negotiations
ground on through the autumn, but despite

the combined efforts of four unions — HSA
along with BC Nurses’ Union (BCNU), Hospital
Employees’ Union (HEU) and BC Government
Employees’ Union (BCGEU) -- the employer

initially rejected the majority of our proposals.

That's why we declared impasse in April, walked
away from the table, and called on nurses to pull
together in a show of unprecedented solidarity.
Over 50,000 nurses across all four unions voted
98% in favour of taking job action to strengthen
the hand of the negotiations team.

With those results in hand, your negotiations
team returned to the table, where the employer
showed an immediate willingness to engage

in serious talks. Thanks to you, and all of your
nursing colleagues in HSA and across the other
unions, your negotiators made rapid progress
on the tentative agreement we now put before
you. It's an agreement that makes significant
gains at a time of fiscal challenges, builds on the
progress made in previous rounds, and sets the
foundation for wins in the next ones.

This agreement represents the overwhelming
solidarity between workers across four unions
and your Board of Directors recommends that
you vote YES in favour of the tentative collective
agreement.

In solidarity,

Sarah Kooner
President, Health Sciences Association



Details of the
Proposed
2025-2029
NBA Collective
Agreement







Wages

Effective the first pay period after April T members will receive a 3% increase each year of the collective
agreement.

April 1,2025 - 3%
April 1,2026 - 3%
April 1,2027 - 3%
April 1,2028 - 3%
Retroactive wages are to be paid within 120 days of the ratification of the collective agreement. Upon

request for an explanation of the calculation of these retroactive payments, the employer will provide a
statement of wages.

Regular Premium
The regular premium paid to all regular employees will be increased incrementally effective the first pay
period after April 1 throughout the term of the agreement as follows:

April 1, 2026 - increases from $2.15 per hour to $3.00 per hour

April 1,2027 - increases from $2.15 per hour to $3.20 per hour

April 1, 2028 - increases from $3.20 per hour to $3.60 per hour

Over the term of the agreement the total increase is $1.45 per hour.

Evening Premium

The evening premium will be increased incrementally effective the first pay period after April 1
throughout the term of the agreement as follows:

April 1, 2026 - increases from $1.40 per hour to $1.90 per hour
April 1, 2027 - increases from $1.90 per hour to $2.15 per hour
April 1,2028 - increases from $2.15 per hour to $2.23 per hour

Over the term of the agreement the total increase is $0.92 per hour.






Overtime at Double Time

Meal Period

Effective the first pay period after April 1, 2026, members who work through their meal period will be
entitled to 2X overtime which is 2 times their regular rate of pay for the missed meal period. Previously
they would have received 1.5X their regular rate of pay.

Working beyond the end of an extended workday

Effective April 1, 2027 members working extended workdays (i.e. any shift beyond 7.5 hours of work)
will be entitled to 2X overtime or 2 times their regular rate of pay for working beyond the end of their
shift. They will no longer be paid at 1.5X OT or 1.5X their regular rate of pay for the first 2 hours beyond
their shift.






Benefits

Nurses entered bargaining with significant concerns about the future of extended health benefits
following an employer-driven arbitration process under Appendix U.1. Those concerns intensified
following a decision issued by arbitrator Vince Ready that capped registered massage therapy coverage
at $1,427 in 2027 and $1,145 in 2028 which represents a diminishing value, year over year. Throughout
negotiations, your bargaining committee remained focused on protecting and improving the benefits
nurses and their families rely on every day.

After months of difficult bargaining, the parties reached an agreement to establish the Employer-
Funded Nurses Benefits Trust (EFNBT), a new trust dedicated exclusively to providing benefits for
NBA members. This tentative agreement includes significant improvements across extended health,
paramedical, dental, mental health and insurance coverage, including major increases to massage
therapy, vision care, mental health supports and life insurance benefits.

Beginning April 1, 2027, employers will fund the EFNBT through a negotiated payroll-based contribution
formula designed to cover the full cost of benefits. For the first two years of the agreement, employers
are required to make contributions based on actuarial projections and reconcile any difference between
projected and actual benefit costs annually. This structure is intended to provide funding stability during
the trust’s initial implementation period.

The agreement also includes additional employer funding protections tied to LTD costs and utilization
to help ensure ongoing plan stability.

Under the agreement, beginning April 1, 2029, the NBA appointees will have the exclusive right to make
amendments to all benefit plans provided by the EFNBT, excluding long-term disability. This means
changes to extended health, dental, life insurance, accidental death and dismemberment (AD&D) will be
determined by nurse appointed representatives.

In addition, the EFNBT also includes an initial $175-million-dollar contribution intended to support the
long-term sustainability of the trust.

This new structure gives nurses significantly greater control over benefit plan design while maintaining
employer-funded benefits coverage through the trust model.

Benefit improvements include:

+ Life Insurance increase from $50,000 to $250,000

« AD&D increase from $50,000 to $250,000

+  Remove $25 deductible

+  Hearing aides increase to $1000 every 5 years to $2500 every 5 years

«  Vision coverage changes from $350 for every 24 months to $900 every 24 months for corrective
lens and eye exams



Massage therapy reimbursement increases from $1427 to a $4000 limit annual limit and $2000
for dependents

Acupuncture improvement from $100 to $500 per person per year

+ Increase for chiropractic from $100 to $500 per person per year

+ Increase reimbursement limit on naturopathy from $200 to $500 per person per year
Improvement for podiatry from $100 to $500 per person per year

+  Reimbursement limit increase for Speech Language Pathology from $100 per year to $1000 per
person per year

+  Counselling limit increase from $900 per year to $1800 per year
+ Major dental increase from 60% to 70%

Lifetime maximum reimbursement maximum for Orthodontia form $2750 to $4000 every two
years

For members on Long Term Disability (LTD) there is a change to reflect that during a period of total

disability an employee must be under a medical doctor or Nurse Practitioner.






Leaves

Reservist Leave

Members who are reservists in the Canadian Armed Forces are entitled to take an unpaid leave of
absence for training and when deployed to an operation in Canada that will be aiding in dealing with an
emergency or its aftermath or deployed to an operation outside of Canada.

Compassionate Leave

Improvements to compassionate leave include access to leave when an immediate family member’s
death is imminent, prior to death. Members can also attend to immediate family member when they
have been admitted to hospice care, have been approved for medical assistance in dying (MAID) or has
been advised by a physician that death is expected within 3 months.

Additionally, effective 60 days after ratification, compassionate leave will be increased from 5 days to
6 - 7.5 days or 45 hours and are not required to be taken consecutively.

Special Leave

Effective April 1, 2027, members are now entitled to one day of special leave to attend their Canadian
citizenship ceremony.






Scheduling

Shift Select Positions

This agreement introduces a new Shift Select Position (SSP) scheduling model designed to improve
flexibility while maintaining regular employee status and benefits.

SSPs allow nurses to select shifts during designated booking periods to meet their regular FTE
requirements rather than being tied to a fixed master rotation. Once shifts are selected, the employer is
responsible for building the schedule.

This model is intended to improve work-life balance, scheduling flexibility and job satisfaction while
helping employers proactively fill baseline vacancies and relief needs.



Equity Specific
Provisions




Equity Specific Provisions

Leave for Indigenous Child Care

Effective April 1, 2026 members who have a relationship with an Indigenous child or have a cultural or
traditional responsibility towards an Indigenous child and are authorized to provide daily care for the
Indigenous child in place of their parents may access up to 62 weeks of unpaid leave to provide care.

Job Descriptions

30 days following ratification, all new job descriptions will have gender neural language.

DEI Working Group

Updated to reflect work already undertaken by the group, with language improvements that separately
address barriers to employment and barriers to career advancement as distinct phenomena.

Indigenous Grievance and Arbitration Working Group

The parties recognized the pervasive and ongoing harms of colonization faced by Indigenous Peoples
and agreed to work together to address the ongoing harms of colonization and racism faced by health
care staff and providers. A new MOA creates a working group to develop sector-wide recommendations
on the Indigenous grievance and arbitration process, including on the role of Elders and Indigenous
community members as support persons.

Indigenous Workforce Committee

A new MOA establishes a sector-wide Indigenous Workforce Committee as a subgroup of the
Indigenous Specific Anti-Racism (ISAR) forum, to be convened within 120 days of all sector contracts
being ratified, focused on improving Indigenous workforce representation and supports.



Occupational Health
and Safety



Occupational Health and
Safety

Safe Workplace

The bargaining committee negotiated improvements to collective agreement language that recognize
the hazards associated with biological agents, chemical substances, including but not limited to, illicit
drugs, street drugs and unknown substances. The employer is required to conduct a risk assessment,
create a site-specific exposure control plan, and provide site-specific education and training.

Critical Incident support

A new OH&S provision which allows the employer to release an employee for the remainder of their
shift if they have suffered a work-related traumatic critical incident. The employer can also provide
transportation to medical care or to the employee’s home if they are unable to travel safely on their own.

Psychological Health and Safety

New collective agreement language requires the employer to make information available about work-
place factors affecting psychological health and safety including how to reduce hazards and risks that
cause psychological harm.

Sexual and Domestic Violence

New collective agreement language requires the employer to develop a policy to address sexual and
domestic violence issues in the workplace and make the policy available to the union and members.
It will include how to report sexual and domestic violence, maintain privacy and confidentiality for
affected employees, and will ensure that no adverse action will be taken against an employee for
reporting sexual or domestic violence in good faith.

The employer has made a commitment to take appropriate action when it occurs in the workplace
creating a risk to staff, which includes creating an individualized and employee-centered safety plan for
impacted employees.

Violence Risk Mitigation

This new article consolidates existing language from Article 32.03 — Safe Workplace, and provides
clear employer obligations and includes the employer’s responsibility to ensure that where the employer
is aware of a patient/resident/client/visitor with a history of violent behaviour, including violent conduct,
weapon use, or threatening statements and behaviours, the employer will make this information
available upon admission or transfer, reassessment, changes in presentation and care transitions
between departments, facilities or employers.



Weapons Screening Pilot

The parties will work together proactively towards addressing the risk of weapons-related violence.
Several pilot projects will be implemented at the following sites:

+  Surrey Memorial Hospital will pilot an Al based weapons detection program
One year voluntary weapons screening programs will be piloted at the following sites:

« Vancouver General Hospital — Emergency Department
+ University Hospital of Northern BC — Emergency Department

+ Kelowna General Hospital — Emergency Department



Contracting Out &
Appendix O




Contracting Out &
Appendix O

This agreement includes additional protections intended to reduce reliance on private agency staffing
and prioritize available work opportunities for bargaining unit nurses.

The language confirms that all available shifts must first be offered to bargaining unit employees
before agency nurses are utilized. The parties also agreed that agency nurses and nursing contractors
cannot supervise or direct the work of NBA members.

These changes are intended to support retention within the public health-care system while helping
reduce dependence on private agency staffing across British Columbia.






Ratio Compliance

Safe staffing and implementation of minimum nurse-to-patient ratios remained central priorities
throughout bargaining.

Alongside this tentative agreement, the NBA also secured a separate memorandum of agreement with
the provincial government supporting continued implementation of minimum nurse-to-patient ratios
across British Columbia.

As part of that agreement, the provincial government will commit an additional $600-million dollars
toward the implementation of minimum nurse-to-patient ratios over the life of the agreement.

Importantly, the memorandum of agreement also includes accountability language requiring that any
funding not used directly for ratios implementation be reinvested into initiatives in support of minimum
nurse-to-patient ratios and frontline nursing care.

These commitments are intended to support continued implementation of ratios across British
Columbia while strengthening accountability around how ratios funding is used.

The memorandum of agreement establishes significant additional government funding commitment
for minimum nurse-to-patient ratios.

$100 million dollars in Year 1
« $200 million dollars in Year 2

«+$300 million dollars in Year 3 (and ongoing)

These funds are in addition to our 2023 agreement in which the government committed to ongoing
funding of $300 million per year. The combined total of the 2023 agreement and this new agreement
will result in $600 million dollars in ongoing funding for minimum nurse-to-patient ratios.

Under the agreement, the Ministry of Health will provide quarterly expenditure reporting and annual
public reporting related to ratios implementation funding.

The agreement also establishes minimum annual spending targets tied specifically to ratios
implementation. Where ratios funding is not fully spent within a fiscal year due to staffing shortages or
implementation challenges, those funds must remain within nursing and be reserved for initiatives in
support of minimum nurse-to-patient ratios implementation.

These measures are intended to strengthen accountability around ratios funding while supporting
continued implementation of safe staffing improvements across the province.
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Other

Casual Incentive

Effective January 1, 2027 casuals who work more than 600 straight-time hours for a single employer
in a calendar year will be entitled to $1000 for hours worked. For every additional 100 hours worked
at straight time to a maximum of 900 hours, the incentive will be increased by $110 up to an annual

maximum of $2430.

Isolation Allowance

The parties agreed to add further rural and remote communities to the list of sites eligible for the $150
per month Isolation Allowance effective April 1,2027. The new communities include:

Boston Bar

Daajing Giids

Grand Forks, Kettle Valley
Hope

Lytton

Sointula

Texada Island

Ucluelet

Zeballos

Professional Responsibility Clause

Appendix KK will transition back to the original Article 59 process for Professional Responsibility
Forms (PRFs). This means that PRFs will once again be addressed through Article 59 timelines

and procedures, including employer response requirements and escalation pathways. This change
also restores the ability for members to raise staffing concerns through PRFs. BCNU will work with
Stewards, members and the employer on the transition process, and expects Article 59 to be back in
force by November 30, 2026.

Letters of Expectation

Previously when a member was issued a Letter of Expectation, the letter would be removed 18 months
from the date of issue. Going forward, this has been reduced to 12 months.



Medical Appointments

Previously members were required to give at least eight days notice to attend a medical appointment
during work time. Going forward, if a nurse is unable to schedule a medical appointment outside of
working hours, the timeline has been removed and they must simply give as much notice as possible.






2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association
(NBA) Collective Agreement

TENTATIVE AGREEMENT
Batween
Nurses' Bargaining Association ("NBA")
And
The Health Employers Association of British Columbia ("HEABC")
The NBA and HEABC agree that the attached greensheets constifute a tentative
agreement for the Terms of Settlement for the renewal of the collective agreement expired

March 31, 2025, subject to ratification by the NBA and HEABC.

Proposals and counter-proposals not addressed are withdrawn on a without prejudice
basis.

All provisions of this agreement, except as otherwise specified in the attached
greensheets, will come into force and effect thirty (30) days following ratification.

The Parties unreservedly recommend ratification of these Terms of Settliement to their

respective principals. T b5 I8
Agreed tothis 2/ dayof 7%, 2026, at ,i-r_'if_éfﬁnm
Signed on behalf of HEABC Signed on behalf of the NBA

-~

e
James Suderman, Employer Spokesperson

E &OQ.E



2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

ARTICLE 2 - PURPOSE OF AGREEMENT

The purpose of the Agreement is to maintain a harmonious and mutually beneficial
relationship between the Employer and employees and between the Union and the
Employer, and to set forth certain terms and conditions of employment relating to
remuneration, hours of work, benefits and general working conditions affecting
employees covered by the Agreement.

All parties to the Agreement share a desire to provide quality health care in Brtish
Columbia, to maintain professional standards, to promote the well-being and increased
efficiency of employees so that the people of British Columbia are well and effectively
served,

The parties to the Agreement acknowledge with gratitude that they, and their members,
work on the traditional, ancestral, and unceded territory of First Nations who care for and
nurture these lands and have from time immemorial. The parties acknowledge the
pervasive and ongoing harms of colonialism faced by Indigenous peoples. These harms
include those described in the Truth and Reconciliation Commission's 94 calls to action
and the Final Report of the Mational Inquiry into Missing and Murdered Indigenous
Women and Girls' 231 calls te for justice, and also include the widespread systemic
racism against Indigenous peoples as users, patients, and staff in BC's healthcare
systemn, as highlighted in the 2020 In Plain Sight report, including its 24
recommendations.

The parties are committed to confronting and healing systemic racism in our provision of
healthcare services and recognize the importance of leaming from Indigenous peoples
and communities in developing a culturally safe and welcoming health care system for
all.

The parties agree to uphold the United Nations Declaration on the Rights of Indigenous
Peoples, which has been brought into the laws of British Columbia under the Declaration
on the Rights of Indigenous Peoplas Act, SBC 2019, ¢ 44,

Agreed to in Joint Caucus on the 12th day of May, 2026, at4:12 p.m.

Signed on behalf of HEABC Signed on behalf of the NBA

¢ 7N

James Sud&rman, Employer Spokesperson
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by adding the following:

ARTICLE 4 — UNION RECOGNITION

4.03 Proposed Exclusions

1. The Employer shall notify the Union in writing of a conversion of an existing included

bargaining unit position to an excluded position. Such notification shall include the
organization chart for the department r m wher ition is lo

of the job description and reasons for the exclusion.

2. Where the Union requests to meet to discuss the conversion within thirty (30) days of
such notification, the Union and Employer will meet to review the exclusion.

Agreed to in Joint Caucus on the 20™ day of May, 2026, at 12:49 a.m.

Signed on behalf of HEABC Signed on behalf of the NBA
f f
S z
James Sutierman, Employer Spokesperson Jim d, NBA\S on

Page 1 of 1



2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

ARTICLE 5 — UNION SECURITY

5.02 Union Deductions

All employees who are covered by the cerification with the Union shall, as a condition of
continuing employment, authorize a deduction from their pay cheques of the amount of
the dues, levies and assessments payable to the Union by a member of the Union. The
Employer shall provide a copy of the authorization form, which has been forwarded by
the Union, to each new employee.

Upon receipt of written notice from the Union, the Employer shall terminate the services
of any employee who does not authorize the deduction as above.

The Employer agrees to deduct the amount of the Union dues, levies and assessments
payable to the Union by an employee in the Union's bargaining unit.

The Union shall inform the Employer in writing of the amount to be deducted from each
employea, The Union shall advise the Employer in wnting sixty (60) calendar days in
advance of any change in the amount to be deducted.

The Employer shall remit such dues, levies and assessments to the Union within twenty-
eight (28) calendar days from the date of deduction, together with a written statement
listing the employee's first name, last name, last four digits of the BCCNM Nurse 1D
number, phone number provided by the employee, increment step, worksite name,
bargaining association affiliation and the pay pericds covered, with start and end dates of
the pay pericds. The Employer will provide the dues report to the Union in either Microsoft
Excel or -eve-.csv format provided that it can be done so at no additional cost to the
Employer.

The Employer shall supply each employee, without charge, a receipt for income lax
purposes shown on the T4 slip in the amount of the deductions paid to the Union by the
employee in the previous year. Such receipis shall be provided to the employee prior to
March 1 of the succeeding year.

Deductions for levies and assessments shall be a percentage of wages.

Agreed to in Joint Caucus on the 12" day of May, 2026, at 4:12 p.m.

Signed on behalf of HEABC Signed on behalf of the NBA

James Suderman, Employer Spokesperson

Page 1 of 1



2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

Delete Appendix O — Agency Nurses and amend the collective agreement by changing
the following Arlicle:

ARTICLE 6 — UNION RIGHTS AND ACTIVITIES

6.02 Contracting Out

(A} The Employer agrees not to contract out bargaining unit work to any outside
agency or individual that will result in the lay-off of employees within the bargaining
unit. (See Appendix CC)

(B} The Parties confirm that they share a commen interest in ending the use of private
agency nursing.

{C} The Employer will offer all shifls to bargaining unit employees pursuant to the
Collective Agreement before using agency nurses.

(D} HEABC will provide. to the Chair of the NBA, at the beqinning of each fiscal quarter,
a quarterly report with non-proprietary information outlining utilization of agency
nurses,

(E) contractors will_not

supearvise or otherwize direct the work of NBA members.

reed to in Joint Caucus on the 19" day of May, 2026, at 245 p.m.
ay ¥ p

Signed on behalf of HEABC Signed on behalf of the NBA

AN
James S an, Employer Spokesperson Ji




2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

ARTICLE 6 — UNION RIGHTS AND ACTIVITIES

6.09 New Employees

At the time of hire, the Employer agrees to acquaint new employees with the fact that a
Provincial Collective Agreement is in effect and with the conditions of employment as
set out in the Arlicles dealing with Union Recognition, Security, Rights and Activities.
The Employer further agrees to provide new employees with copies of the Provincial
Collective Agreement and the names of the stewards.

A steward shall be advised in advance of the names of the new employees, and the
date, time and place of both _in-person and wvirtual video conferencing orientation
sessions for new employeas in order that a steward shall ba given a reasonable

opporiunity to talk to new employees, Stewards-witlk-be-advised-of-the-names-of the new
employees-hired.

During both in-person and virtual video conferencing orientations sessions, the Union's
designated steward will be given up to fifteen (15) minutes to talk to new employees, If
the Employer m@ucts mbﬂardlng using an nnlma self-paced tool, the Emnlml

In such case, time spant viewing the vidao 1..'l.ull count towards the above-noted fifteen

(15) minutes. The Employver shall ensure that the Union's induction video is a
mandatory component of onboarding. The Employer shall require employvees to confirm
that they have viewed the induction video and shall provide this information to the

Union's designated local steward. There shall be no deduction of wages and benefits
because of time spent by the steward during these sessions.

Agreed to in Joint Caucus on the 21st day of May 2026, at 1. % ,féi_]_'ﬁ“.*fp.rn.
Signed on behalf of HEABC Signed on behalf of the NBA

;¥
."I =

James Suderman, Employer Spokesperson

Page 1 of 1



2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

ARTICLE 6 — UNION RIGHTS AND ACTIVITIES

6.0B GCoples Publication of the Provincial Collective Agreement

The Union and the Employer agree that every employee should be familiar with the
provisions of this Agreement and their rights and obligations under it. For this reason, the
Employer shall make the Provincial Collective Agreement available to employees both in
electronic and booklet form. An electronic copy of the finalized printed Agreement will
shall be made available on the Union's and HEABC's websites. The Employer will also
ensure that a copy of the finalized printed Agreement is distributed to each unit.

The Employer shall print sufficient copies of the Agreement to provide twe{2}-cepies one

{1} copy for every three{3} two (2) employees per worksite. Should demand for printed
copies be greater than supply, the Parties shall work together to identify unused copies,

and if none are identified, additional printing shall be completed. The cost of printing shall
be shared equally between the Union and the HEABC.

The Agreement shall be printed in a Union shop and bear a recognized Union label. The
Union and the Employer shall agree on the size, print and colour of the Agreement and
all other particulars prior to it being printed. Printing shall be completed as soon as
possible after the signing of the Provincial Collective Agreement.

Agreed to in Joint Caucus on the 12" day of May, 2026, at 4:12 p.m.
Signed on behalf of HEABC Signad on behalf of the NBA

a0 N

James S an, Employer Spokesperson Jim @ﬂﬁ%ﬁmﬁ
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 - 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

ARTICLE 8 — UNION/MANAGEMENT COMMITTEE

8.01 Composition of Committee

A Union/Management Committee shall be established for each Employer covered by this
Agreement. The Employer and the Unicn shall each appoint a minimum of two (2) and a
maximum of four (4) representatives to the Union/Management Committes.

Where there are fewer than four (4) nurses employed at a worksite, then the number of
Union and management representatives may be limited to one each with an alternate.

| : ﬁ\.r | ” " notice: hE-EmJ brin ﬂ-nead it " ’n‘en : I:rsrun
upcoming Union/Manacement Committee meeating. The Parties agree to waive the notice

requirement for meetings that are scheduled with less than five (5) days’ advance notice.
Where the additional attendee is an employee of the Employer, their attendance will be

subject 1o uperatmnal reqmrements and wnll nok be pau:l if the meetlnq OCeUrs nutslde

mplover. To su - |n in th n'| rml[
permitted to also have one additional representative in atlendance.
8.02 Chair

The Chair of the Union/Management Commitlee shall alternate between an Employer
representative and a representative of the Union.

8.03 Meetings

Meetings of the Committee shall be held at the call of the Chair as promptly as possible
upon request in writing of either party.

8.04 Purpose of the Committee

In order to foster better relations between the parties, the purpose of the Committee shall
be to discuss matters of mutual concern including matters pertaining to the improvement

of guality health care and safe nursing practice. The Committee shall have the power lo
make recommendations to the Union and to the Employer.

8.05 Scope of the Committee

The Commitiee shall not have the power to bind the Union or its members, or the
Employer to any decision or conclusion reached in discussion.

The Committee shall not have jurisdiction over any matter contained in this Collective
Agreement, including its administration or renegotiation.

The Commiftee shall not supersede the activities of any other committee of the Union or
of the Employer.
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8.06 Stewards

Stewards who attend Union/Management and Professional Responsibility Committee
meetings outside of scheduled work hours shall be paid at straight time rates for time
spent at the meetings.

Agreed to in Joint Caucus on the 12 day of May, 2026, at 4:12 p.m.

Signed on behalf of HEABC Signed on behalf of the NBA

CLAWEN vl
Jam derman, Employer Spokesperson Jim G I/quJBA Spok rson.
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 - 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

ARTICLE 9 - GRIEVANCES

9.02 Grievance Procedure

The following procedure shall be used for the resolution of differences refarred to in Article
9.01, other than for the suspension or dismissal of employees as set out in Article 9.06
and disputes under Article 9.03 or 9.07.

For the purposes of this Article, "Employer” means a person designated by the Employer
to receive grievances. The phrase “the above expression of the parties’ "common interest”
refers to the principle set out in the second paragraph of Article 8.01.

Step 1

Within fourteen (14) calendar days of the occurrence of the difference, or within fourteen
(14} calendar days of when the employee first becomes aware of tha matter giving rise to
the difference, the employee with the steward shall discuss the difference in a meeting
with the Employer. The steward and the Employer may determine — at the conclusion of
the meeting or within an agreed specified time (not to exceed seven (7) calendar days) —
that the grievance is resolved or unresalved. Failing joint determination, the grievance is
deemed to be unresolved.

Step 2

(A) If the grievance is not resolved through the Slep 1 meeting, the Union may submit a
written grievance to the Employer within fourteen (14) calendar days after the date
that the grievance is determined (or deemed to be) unresolved at Step 1. The
grievance must be submitted on the common grievance form (paper or electronic),
with all the information required by the form. If submitting the grievance form
electronically, the form shall be sent to the email address(es) identified by the
Employer for submission of grievances, and the form shall be in_.pdf format.

(B) Folliowing receipt of the written grievance, the Employer will provide a written
response to the Union within seven (7) calendar days. The response must outline
the basis upon which the grievance has been denied. The Union and the Employer
will exchange legally permissible relevant documents, in accordance with the above
expression of the parties’ commaon interest, and then meet within a further twenty-
one (21) calendar days, or as agreed by the parties, to discuss the grievance and
attempt to resolve the issue(s).

(C) Within a further seven (7) calendar days of the Step 2 meeting, if the grievance is
not resolved, the Employer must provide a written response to the Union in
accordance with the above expression of the parties’ commeon interest.
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(D) The Union must refer its grievance to the BCHOA within ninety (90) calendar days
after the Union receives the Employer's written response under Article 9.02(c).

A settlement of a grievance under Article 9,02 is without prejudice in any other grievance
or arbitration unless the Union and HEABC agree in writing that the settlement is with
prejudice.

The foregoing grievance procedure (Article 9.02) applies to Employer filed grievances in
accordance with past practice (i.e., substitute "Employer” for "Union” and vice versa in the
above procedure), other than those grievances set out in Article 9.03 and Aricle 9.07.

Agreed to in Joint Caucus on the 12" day of May, 2026, at 4:12 p.m.

Signed on behalf of HEABC Signed on behalf of the NBA

James Sutderman, Employer Spokesperson Jimwmgy?ﬁsﬁ;m{m
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

ARTICLE 10 - ARBITRATION

10.01 Reference to the BCHOA and Dispute Resolution Methods

(A) Disputes shall be adjudicated within the following streams, all of which shall be
precedent setting, final and binding, unless otherwise agreed:

(1) Expedited arbitration or classification arbitration (as set out in Aricles 21 and
22) — the parties to a dispute will be represented by employees of HEABC/HA,
and NBA unions.

{2) Full arbitration (matters of mutual significance) — the paries to a dispute may
be represented by counsel or otherwise as they may respectively elect.

(B) Either the Union or the Employer andfor HEABC may refer their unresolved
grievances through the process in Article 9 to the BCHOA, except as set out in Article
9.10. The party referring the grievance to the BCHOA must do so on the referral
form and provide a copy to the other party, either HEABC or the Union as the case
may be.

(C) All disputes referred to the BCHOA will be scheduled on a first referred, first heard
basis, except as otherwise agreed or as directed by the Registrar.

(D) The BCHOA may determine whether any matter is arbitrable within the terms of the
Collective Agreement and settle the question to be arbitrated.

(E) The arbitrator shall not decide a dispute without a hearing. An arbitrator shall have
the ability to define the scope and parameters of a hearing, in accordance with an
arbitrator's powers under the Labour Relations Code. Each party will have the right
to examine all witnesses called to give evidence at the hearing.

(F] On a trial basis, for the life of the 2025 — 2029 Collective Agreement, the parties
may, by mutual agreement, seek to have a dispute resolved under the non-
precedent-setting Rapid Dispute Resclution Process under Appendix FF.1. The
parties to a dispute under this process will be represented by employees of HEABC
or its members, and NBA unions.

Agreed to in Joint Caucus on the 12 day of May, 2026, at 4:12 p.m.
signad on behalf of HEABC Signed on behalf of the NBA

James Suderman, Employer Spokesperson n

.F:rh-}iﬁl.lld-,—ﬂliuﬁaﬁwkewélau
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)

Collective Agreement

Amend the collective agreement by changing the fellowing:

ARTICLE 11 - DEFINITION OF EMPLOYEE STATUS AND
BENEFIT ENTITLEMENT

11.04 Casual Employees
{A)  Definition

Casual employees may be employed to work full shifts or part shifts on a
continuous or intermittent basis in capacities such as:

(1)
(2)
(3)
(4)

(5

(6)
(7}
{8)
()

Sickness relief.

Vacation relief.

Leave of absence relief.

Relief pending a regular employee appointment (Reference Arlicle 17.02
Temporary Appointments).

Temporary work load, including but not limited to, supplemental shift care
services provided to specific clients for palliative care purposes.

Paid holiday relief.

Overtime owing relief.

Maternity leave relief,

Client Specific Appointments from Home Supporl Agencies. These
assignments are client specific. subject to cancellation without notice, and
may be filled within the total discrelion of the client. These assignments are
deemed to be in complance with Articles 11.04 (B) through (F) which shall
not apply. (See also Appendix Q')

(10) _Shifts with on-call attached.

[REMAINDER OF PAGE LEFT INTENTIONALLY BLANK]
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{E) Procedure for Casual Call-In

(8) A block of work is defined as the shifts between regular days off, or, i‘lmulualfy
agreed al a local level (i.e.: unit’department/program or worksite). Any shift,
or a block of shifts, or any combination of shifts with on-call attached must be

offered and accepted with the on-call. any-combination-of shifis:

Agreed to in Joint Caucus on the 28" day of January, 2026, at 11:34 a.m.

signed on behalf of HEABC Signed on behalf of the NBA
James S n, Employer Spokesperson Jim G rson
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by adding the following:

ARTICLE 11 — DEFINITION OF EMPLOYEE STATUS AND
BENEFIT ENTITLEMENT

11.04 Casual Employees

(L) Casual Hours Incentive

Effective January 1, 2027, casual employees who work six hundred (600) or
more cumulative straight-time hours for a single Employer in a calendar year will
be entitled to_an annual incentive payment of $1000. The annual incentive
payment will be increased by $110 for each additional one hundred (100} hours
of straight-time worked for the Employer beyond six_hundred (600) hours, up to a
| xim nnual in ' 2430 for uals who work t one
thousand nine hundred (1900) cumulative straight-time hours in a calendar year.
To be eligible for the annual incentive payment, emplovees must continue 1o be
emploved by the E_Erm'grer as of December 31 of the relevant calendar year.

ant&d towards Hﬁgumulatlgg annual thraﬂhuld

The parties intend to assess the efficacy of this new incentive structure in

encouraqing casual employees o work more hours. If this proposal does not
achieve its intended effects, the padies will consider reallocating the associated

i Ty s : bArai] !

Agre&d to in Joint Caucus on the 21st day of May 2026, at 2° %o dm./p.m.

Signed on behalf of HEABC Signed on behalf of the NBA

AT

James Buderman, Employer Spokesperson Jim Gwaslﬁ,\fohesperson
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 - 2025 Nurses Bargaining Association (NBA)

Collective Agreement

Amend the collective agreement by changing the following:

ARTICLE 13 - SENIORITY

13.06 Seniority Lists

{A) On the last date of the payroll period immediately prior to January 1, April 1, July 1
and QOclober 1 of each calendar year, the Employer shall post master lists showing
the seniority of all employees at the worksite and separate lists showing the seniority
of all employees within each Union. The lists shall be electronically posted or where
electronical posting is not possible on each Union bulletin board and a copy shall be
forwarded to the Head Office of each of the Unions.

The seniority list shall contain the following information:

(1)

(i)
(i)
()
(v}
(i)
(wii)
(i)
(ix)
(x)
{xi)
{xii}
(xiii)

first name, middle name(s) (where provided by the employes) and last
name;

preferred name, where provided by the employee;

nurse type (LPN, RN, RPN), where possible;

job status and posted FTE (regular full-time, regular part-time, casual),
hire dates;

wage schedule classification;

increment step;

last four digits of the BCCNM Nurse |D number (Union copy only);
anniversary dale;

seniority date;

saniorty hours;

job titles;

worksite; and

(xiv) identified unit

(B) Non-Health Authority Employers/Providence Health Care (PHC) will not be required
to manually compile or modify systems to provide increment step and anniversary

date.

[REMAINDER OF PAGE LEFT INTENTIONALLY BLANK]
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(C) The Employer will provide each seniority list to the Union in either Microsoft Excel or
.csv format provided that it can be done so at no additional cost to the Employer.

Agreed to in Joint Caucus on the 12" day of May, 2026, at 4:12 p.m.

Signed on behalf of HEABC Signed on behalf of the NBA

James/Syderman, Employer Spokesperson Jim@gﬁﬁeﬁrsnn
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

ARTICLE 16 - EMPLOYEE EVALUATION

16.03 Records Removed
(A) Records of Disciplinary Action

Uponrequest-oi-the-employee; All allrecord of any disciplinary action taken by the
Employer, shall; with the exception of suspensions, shall be removed by the Employer
from the employee’s file and destroyed eighteen (18) months after the date of the

incident.
Record of suspensions will remain on file for a period of eighteen (18) months following

the expiry of the suspension. All record of any suspension imposed by the Employer

shall be removed by the Employer from the employea’s file and destroved sighteen
(18) months following the expiry of the suspension.

The foregoing provisions apply provided that no further disciplinary action has
occurred within the intervening period.

(B) Letters of Expectation

~a Each letter of expectation shall be removed by the

Upenreguest ol the employee a
Employer from the employee’s file and destroyed sightean-{18)-months twelve (12)
months after the date of the letter.

The foregoing provision applies provided that the behaviour or conduct that resulted
in the letter of expectation being issued has not reoccurred within the intervening
period.

Agreed to in Joint Caucus on the 20" day of May, 2026, at 1:49 p.m.

Signed on behalf of HEABC Signed on behalf of the NBA

James Suderman, Employer Spokesperson mﬁp&%
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by adding the following:

ARTICLE 16 — EMPLOYEE EVALUATION

16.0X Employer Investigations
{A] The Employer shall notify the Union when it places an em on_administrative

leave further to an investigation that may lead to discipline. As part of this notification,
the Employer shall provide the Union and the employee with the nature of the issue

requiring an investigation.
(B} The Employer will commence and conclude ils in igation in a timel hion

Parties acknowledge that the time required to complete an investigation may be
affected by contingencies that are beyond the Em r's control.

(€ In vent that the Employer's | igation will be com d more than twenty-
oneg (21) days from the date of the commencement of the investigation, they will
notify the Union and identify why the investigation will take more than twenty-one
(21) days to complete. The Employer will not be obligated to provide any detail in
this notification that the Emplover reasonably believes could compromise the
investigation.

()] upm c:.mclusmn of the mvar;hgaim. the Em glwar mll pruwda the results of the

I 1 with Article

9.06 Fteaﬂlutmn uf Empiu\rﬂe Dlsmlsaal or_Suspension DIEE gg, and Article 15.04
Employer Terminations.

Agreed to in Joint Caucus on the 19" day of May, 2026, at 2:45 p.m.

Signed on behalf of HEABC Signed on behalf of the NBA

James Sudefman, Employer Spokesperson Jim@%@mnn
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by adding the following:

ARTICLE 17.0X — SHIFT-SELECT POSITIONS

17.0X Shift-Select Positions

satisfaction. and ultimately, recruitment and retention.
In efforts to both address staffing shortages and provide nurses with greater flexibility and

| over their work schedul Parties have jointly established the Shift-Select
Fosition (*SSP" i l. Thi 15 premised on reqular positions that are
not tied to a fixed master work schedul u her, ar through n 3

selecting shifts during scheduled shift selection periods to make up their regular FTE.

S5Ps are designed to be a flexible tool enabling both employers and employees to adopt
creative new ways to schedule shifts that meet the needs of both parties. Employees

working in SSPs ("SSP Nurses” can selecl available shifts that are parl of the reqular

baseline n = of a unit/de n m i lief shi rising du
vacancies of other reqular emplo . Thi sibuili
enhanced float or relief pool and a new way to staff baseline FTE.

The Parties agree that there are opportunities to leverage existing data on anticipated
and unanticipated vacancies, relief not found, overtime usage, agency utilization,_and

@_lgg_q_ggqum_q basehns GEIEEIW tﬂ p_ctwel_\[ plan fnr I‘utura stafﬁng naads

be used to ach:eue more sustamahre starfﬁng ina vanetg of hgauhcare setl:ngs N
In furtherance of the aims outlined above, Employers are permitted to post S5Ps which
will operate according to the below parameters,

A, Each SSP will be a regular position with a fixed FTE of between 0.4 and 1,0FTE
inclusive, and which will be designaled to work shifts within one or more EEEEEE

unit(s), program(s), department(s) or worksite(s) (the “work area”). These itions
will be posted and filled pursuant to Article 17.01.

stings will set minimum prescribed number of shifts/hours that must
be selected within_an_ eslablished timeframe (the “booking window™) for the
employee to meet their FTE commitm in ing window. The posti
may specify a minimum number of day  night evening andfor weekend
shifts/hours that must be selected within each booking window. The booking
window will be a period of two to three (2-3) months, or any other duration as
mutuall he Em Union at the local level, Once the bookin
window and minimum number of day, night, evening, a r weakend shi Qur

=
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C.

abli f n SSP N m nly be chan by mutual

agreement.

Where two or mare SSP Nurses in the same work area wish to vary the minimum

number of da'r n_l-_qht evenin g, nd."ﬂr weekend shrﬂafhaurs !hat musl be wurhed
ithin the :

day, night, e'uremng, andlor weelcend shrﬂs.fh:::urs amnngstmams&wes Requests
for reallocations must be provided to the Employer at least fourteen (14) days prior

to the beqinning of the shift selection process.

D. An gmg[ﬂyee wmhlng |n an EEF‘ fan ‘SEP Nur‘se") must SEI'EGt theu Escnhed

E.

E

nn a reqular as li b r.

All S5P Nurses will be requi lect a minim f zeventy-five (75} hou
multiplied by their FTE. during one or a combination of the following peak vacation

periods:

{iy Spring Break;

(i) Dacembar 15 = January 5.
For clarity, where an SSP nurse has scheduled vacation time within one of the
above-listed peak periods. the vacation time will count towards the minimum hours

required to be selected within these peak periods. Spring Break will be the two-

m&ﬂﬂmﬂmﬂlw by the Parties for the purpose of the Peak Period
Restri r Artic 02

In__units/departments/programs/worksites where there are dedicated relief

positions, relief shifts will first be assigned to employees in_dedicated relief
positions in priority to SS5P Murses. Then S5P Nurses will bid on the vacant shifts.

During the SSP shift selection process, SSP Nurses will bid on available shifts in
riari I

G. The shift selection and schedule creation process for SSP Nurses will be

conducted over a three-week period, with SSP Nurses receiving a reasonable
timeframe to view and select shifts. Selected shifts will be assigned in seniority
order amaong SSP Nurses, Where SSP Nurses do not receive their full allotment of
shifts_during the initial selection phase, SSP Nurses will have E] reasonable

timeframe to reselect from available shi will entified and
communicated to SSP Nurses in advance. In al cases, the Employer will develop

work schedules and provide them to SSP Nurses at least twenty-one (21) days
prior to the first day of the upcoming work window,

H. During the shift selection process, SSP Nurses will only be scheduled for the

number of shifls required to make up the FTE of their position. SSP Nurses must
only select full shifts during the shift selection process. SSP Murses wishing to work

any additional shifts beyond their FTE will follow the ordinary Colleclive Agreement
provisions and processes applying to bidding on additional shifts for regular
employees.

Where, at the time of shift selection, there are insufficient day. night. evening, or
weekend shifts available to an SSP Nurse during an upcoming booking window to
meet their established day, night, evening, or weekend shiftfhours requirements,
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the SSP Nurse will be re vailable shifts to
make up their FTE for the booking window._ If there are an insufficient number of
total shifts available to enable the SSP Murse to reach their FTE, then the Employer
will offer the SSP Nurse a list of shifts to select from within the work area, which
may be supermnumerary relief shifts.

If an SSP Nu not se fficient num hift L make U

their FTE during the shift selection process by the specified deadline, then the
Employer may assign the SSP Nurse a sufficient number of shifts/hours within the

SSP Nurse's work area to make up their FT&

P Murs 53 ief with r tr:-reas'nme . For
where the Employer signs an em Iu- aa it mll ha dﬂna in a nd
equitable manner. SSP N will n n than uth
employees.

Where being on-call is a compongnt of the scheduled shifts, the SSP Nurse is
required to fulfill the on-call obligations associated with the scheduled shifts.

. Where one or more calendar statulory holiday falls within a booking window, the

rotational statutory holiday(s) will be inserted info trhe hpmﬂng window following the

riodic shift selection i |
holiday(s) on a day or days wrthm the booking m_d-_nw where the SSP Nurse has

not selected a shift

For the purpose of vacation selection only, the SSP Nurse will be assigned a
notional line on a mgghar rg!glmm and their uaca’unn wnll be 5elﬁcled nursg__[lt tu

Article 45.04 within _
vacation days fall within a bmhmg window, the number -:‘.1-{ shifts/hours thal ihe Ss5P
Murse needs to select will be reduced by the number of vacation days/hours
scheduled and the SSP Nurse will not be permitted to select shifts on their
scheduled vacation days. Their _required numbers of night, evening, and/or
weekend shifts/hours required within the bogking window will be reduced aligned

with their vacation selection.

With the exception of Article 25.08, 25.09(A) and 25.10, Article 25 will not apply to
SSP positions, Without limiting the generality of the foregoing, this means._among
other ]hlﬂgE, that shifts §mggggg under this SSP process will not be subject to

schedulin ire:

S5P_shifts scheduled under this Article will not incur overtime. However, hours
worked in addition to scheduled shifts may be subject to overtime, and the length
uﬁ_w will be used tn- r.letermme whether lhe averime rules in Arh::le
27.05 or the Me :

Work Week apply for deterrn ining Enhlien‘rant to dEII! uu&rtlme on add |;|gnaihnurs

For clarity, SSP shifts scheduled on calendar statutory holidays will be eligible for
the pay rates identified in Adicle 39.03 — Work on a Paid Holiday.

[REMAINDER OF PAGE LEFT INTENTIONALLY BLANK]
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Q. Except as modified by this Aricle, all terms of the Collective Agreement apply to
SSP Nurses and SSPs.

Agreed to in Joint Caucus on the 12" day of May, 2026, at 4:12 p.m.

Signed on behalf of HEABC Signed on behalf of the NBA

A

James Sfiderman, Employer Spokesperson Jim M
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)

Collective Agreement

Amend the collective agreement by changing the following:

ARTICLE 18 - PROMOTIONS, TRANSFERS AND DEMOTIONS IN THE FILLING OF

VACANCIES OR NEW POSITIONS

18.01 First Consideration

(A)

(B)

(C)

(D)

The Employer agrees that when a vacancy occurs or a new position is crealed at
the worksite which is within the Union bargaining unit, the Employer shall give its
employees, provided there are no employees currently on lay-off, first notice and
first consideration in filling the vacancy or new position. Each employee who applies
for the vacancy or new position shall be given equal opportunity to demonstrate
fitness for the position by formal interview andf/or assessment. Where an employee
within the bargaining unit iz not appointed to fill the vacancy or new position, they
shall be given, upon request, an explanation as to why their application was nol
accepted. The request for reasons must be made within fourteen (14) calendar days
of bacoming aware that the employee is not the successful candidate, pursuant to
Article 17.10. The Employer shall provide such reascons within a further fourteen (14)
calendar days.

Non-Specialty Positions

The parties agree to expedite the filling of vacancies where a Nurse Level 1 or Nurse
Level 3 applies on non-specialty vacancies within their same level (N1 to N1 position
or N3 to N3 position) and within or across one or more of the enumerated program
areas below without the need for an interview process and based on seniority.
Applicants must possess the registration, skills and abilities as set out in the job
description. Nurses will be provided with the usual unit/ program orientation.

An employee applying on a non-specialty position will be deemed qualiied and
competent and will not need to go through the interview process where they move
within or across the following program areas:

(1} General medical/surgical inpatient units
(i) Community services (e.g. home health, prmary health care, mental health)

{iii) Residential care Nurses choosing to move from residential care to acute
care may be required to participate in an informal conversation with the
manager of the acute care unit to discuss the prospect for a successful
transition.

Rural/Pediatric

Whera an employee is applying for a vacancy in either a rural or pediatric program,
an employee may be required to parficipate in an interview process.

Mechanism for management to discuss patient safety andior practice
concerns
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After the position has been awarded to the senior internal N1/N3 applicant, in
situations where the work environment and patient population is significantly
different than the nurse has experience with, and if the manager has patient safety
or practice concerns, the manager will:

{i} Meet the successful applicant, with the union steward, share the concerns
and describe the program/unit's usual crientation; and

(i) Proceed with the orientation, which may include an assessment of the
individual's potential for successful transition.

18.02 Filling Vacancies

In the filling of vacancies, new positions, transfers or promotions, appeintments shall be
made to the employee with the required qualifications, and level of competency and
efficiency as required by the position specifications, and where such requirements are
equal, seniority shall be the determining factor.

The Employer will make all reasonable efforts to place the successful employee in the
position within thirty (30) days of the posted start date unless mutually agreed to by the

Employer and Union.

Agreed to in Joint Caucus on the 20™ day of May, 2026, at 1:49 p.m.

Signed on behalf of HEABC Signed on behalf of the NBA
o, S [
James rman, Employer Spokesperson Jim Gnu@EA person
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

ARTICLE 18 - PROMOTIONS, TRANSFERS AND DEMOTIONS IN THE FILLING OF
VACANCIES OR NEW POSITIONS

18.06 Salary on Promotion

A promoted employee shall receive the lowest step in the new increment structure
which shall give her a minimum monthly increase of two hundred dollars ($200.00). The
maximum rate of the new increment structure shall not be exceeded because of the
application of this provision.

The employee shall receive the new pay rate from the first day worked (including
orientation) in the position.

Effeclive the first pay period after April 1, 2026, this provision will apply to employees
who move from a Licensed Practical Nursing position to a Registered Nursing or
Registered Psychiatric Nursing position,

Agreed fo in Joint Caucus on the 21st day of May 2026, at _7 5. @nmi/p.m.
Signed on behalf of HEABC Signed on behalf of the NBA

gl N w@/
James rman, Employer Spokesperson Jim GWEGH
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

ARTICLE 20 - TECHNOLOGICAL CHANGE, AUTOMATION

20.01 Technological Policy

The Parties recognize the potential benefits of technological change, for example
Arificial Intelligence (“Al"), in enhancing healthcare delivery.

The Employar agrees to take all reasonable steps so that no employee shall lose
employment because of technological change (automation or introduction of a new
method of operation,_or modifications to exisling lechnologies), which adversely affects
the rights of employeas or their wages or working conditions.

20.02 Technological Displacement
{A) Employee Notified

Employees affected by technological change shall be notified in writing at least
twenty-eight (28) calendar days in advance of the implementation of such
technological change.

(B) Union Notified

(1) The Employer shall notify the Union twenty-eight (28) calendar days before the
introduction of any technological change which adversely affects the righls of
employees or their wages or working conditions.

(2) Any dispute arising in relation to adjustment to technological change shall be
discussed between the Employer and the Union. If subsequent to this discussion
a dispute still exists, then either party may refer the matter to arbitration for final
and binding conclusion as prescribed in Article 10 = Arbitration.

20.03 Wages on Reassignment

An employee reassigned fo a lower-rated position because of the introduction of
technological change, automation or new methods of operations shall continue to be
paid at their current wage rate until the wage rate in the new position equals or exceeds
it.

20.04 Lay-Off Due to Technological Change

When it is necessary to reduce staff due to technological change, the lay-off shall be
done in accordance with the provisions of Article 18 — Lay-Off and Recall.

[REMAINDER OF PAGE INTENTIONALLY LEFT BLANK]
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rE:E.uIts m fa'l.r-ufl’ the Emnlu'-rar will Ec:nsl,ﬂt wﬂh tha Lilml:m ln [ I'JII:H'E n-utlc:nns that Emahla

nurses to maintain secure and meaningful loyment.
Agreed to in Joint Caucus on the (2 day of Eﬂ.ﬂ , 2028, at 4] a.m./p.m.
Signed on behalf of HEABC Signed on behalf of the N

James Su n, Employer Spokesperson Jirm I, NBA Spai jﬁ:ersnn
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 - 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

ARTICLE 23 - JOB DESCRIPTIONS

During the life of this Collective Agreement, the Employer shall prepare job descriplions
for all classifications covered by the Certificate of Bargaining Authority. Job descriptions
should contain the job title, worksite, name of the depariment, title of the immediate
supervisor, classification and wage level of the job, a summary statement of the job, a list
of the duties, qualifications and the date prepared. Such job descriptions shall be
presented in writing to the Union. Employees shall have access to a copy of the current
job descriptions.

Any newly developed or modified job descriptions created thirty (30) days following
ratification i lective A will nder neutral

Agreed to in Joint Caucus on the 12" day of May, 2026, at 4:12 p.m_

Signed on behalf of HEABC Signed on behalf of the NBA

James Sudeffan, Employer Spokesperson person
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)

Collective Agreement

Amend the collective agreement by changing the following:

ARTICLE 26 - HOURS OF WORK, MEAL PERIODS, REST PERIODS

26.03 Meal Periods

(A)

(B)

4

B8
(

A meal period of at least thirty (30) continuous minutes, away from the work place,
shall be provided by the Employer. Such a meal period shall be provided at
intervals that results in no employee working longer than five (3) consecutive hours
without an eating period. For clarity, 26.03{A) also applies to employees working
overtime.

When an employee is designated aither expressly or implicitly to be available for
work during a meal period and:

{1) the employee is scheduled to work a 7.5 hour shift and receives thirty (30)
minutes for a meal period exclusive of the 7.5 hour shift, then the employee
shall receive 8.0 hours pay at regular rates;

pl'j’ the employee is scheduled to work a 7.5 hour shift and does not receive thirty

(2) (30) minutes for a meal period exclusive of the 7.5 hour shift, then the
employee shall receive 7.5 hours pay at regular straight time rates plus thirty
(30) rnlnut&s. pay at tume and ﬂne—halff 1. 5} the regular rate El‘fectwe the f rst

ih n rime rates of f 21 ti ra u!ar shall F-E'l.fall r the
total of the meal peried;

in the event an employee in (1) above is recalled to duty during their meal
{3) period the provisions of (2) apply.

C} Should an employee who has not been designated to be available for work during

their meal period be recalled to duty during their meal period, the additional time off
equal to the unused porlion of the meal break shall be provided later in the shift.
Should the additional continuous time off nol be granted, then overtime rates of
pay of time and one-half (1.5) the regular rate shall prevail for the total of the meal
period. Effective the first pay period after April 1, 2026, should the additional
continuous time off not be granted, then overtime rates of pay of two (2) times the
reqular rate shall prevail for the total of the meal period.

[REMAINDER OF PAGE LEFT INTENTIONALLY BLANK]
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(D} The maximum overtime rates of pay for meal periods shall be time and one-half
(1.5) irmespective of the rates expressed in Article 27 Overtime. Effective the first
pay period after April 1, 2026, the maximum overlime rates of pay for meal periods
shall be two (2) times irrespective of the rates expressed in Adicle 27 Overdime,

Agreed to in Joint Caucus on the 21st day of May, 2026, at _ !, Hc:{‘éjrﬁl..l'p.m-

Signed on behalf of HEABC Signed on behalf of the NBA

James Suderman, Employer Spokesperson
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

ARTICLE 27 - OVERTIME
27.07 Overtime By Seniority

Wil T=Te= = i i

wla - wt e =l - - - - ] - whlata & - =

Overtime that is pre-booked greater than forty-eight (48) hours in advance t;:fthla shift will
be offered by seniority order.

For Employers other than Health Authorities and PHC, this provision will take effect on
April 1, 2027,

Agreed to in Joint Caucus on the 13" day of May, 2026, at 6:37 p.m.

signed on behalf of HEABC signed on behalf of the NBA
I'-%é//-\'_ tm
James Sudermian, Employer Spokesperson Jim Goulgy NBA rson
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

ARTICLE 28 - PREMIUMS

28.01 Evening and Night Shift Premium

An employee shall be paid a shift premium for every evening and night shift whan one-
half or more than one-half of the hours worked fall within the defined evening or night
shift. In such cases the shift premium shall be paid for the total number of hours worked.

The shift premium shall apply to overtime hours worked during the evening or night
shift.

(A) Efcctive -Apnl 1. 2022, the evening shifi-premivm-shal-be 5105 per hour,
Effective April 1, 2023, the evening shift premium shall be $1.40 per hour.
Effective the fi a rind after April 1, 2026_the evening premium shall be

$1.90 per hour.
Effective the first pay period after April 1, 2027, the evening premium shall be
$2.15 per hour,
Effective the first riod after Aprl 1, 2028, the avenin I hall be

(B) oAb 2 205 theeiorb srnifb proiraners shsddes B9 20 e
April 1, 2023, the night shift premium shall be $5.00 per hour.
This Provision is not applicable to certain Employers: see Article 25.07(H).
28.02 Weekend Shift Premium

Effective April 1, 2022, an employee shall be paid a weekend premium of $2.90 per
hour for each hour worked between 2300 hours Friday and 2300 hours Sunday.
Effective April 1, 2023, the weekend premium will ba increased to $3.50.

This Provision is not applicable to certain Employers: see Aricle 25.07(H).

28.05 Regular Premium

Effective April 1, 2023, all regular employees will be paid a premium of $2.15 per hour
for each hour worked excluding overtime.

Effective the first pay period after April 1, 2026, the reqular premium will be increased to

£3.00 per hour for each hour worked excluding overtime.

Effective the first pay period after April 1, 2027, the reqular premium will be increased to
£3.20 for each hour worked excluding overtime.

Effective the first pay period after April 1, 2028, the reqular premium will be increased to
£3.60 for each hour worked excluding overlime.
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Agreed to in Joint Caucus on the 215t day of May, 2026, at 395 (a. :fp.rn.

—_—

Signed on behalf of HEABC Signed on behalf of the NBA

James Suderman, Employer Spokesperson im d, NBA S Sperson
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:
ARTICLE 28 - PREMIUMS

28.06 OR/PAR/ER/ICU/CCU/NICU/PICU Premium

Effective-Aprl—1—2023- Regular Level 3/4/5 nurses empleyees-who are permanently
assigned to one of the following depariments employed-n:

(il Operating Room and Post Anaesthetic Room (OR/PAR)-with-permanently
> aff
(i) Emergency Departments (ER) including emergency psychiatric services,

with-permanently-assigned-slaf,
(iii) Intensive Care/Critical Care Units (ICU/CCU) including Neonatal/Pediatric
Intensive Care Units (NICU/PICU); with-permanentiy-assigned-stali-

will receive an additional premium of $2.00 per hour for each hour worked in the
eligible department.

Effective the firsl pay period following April 1, 2026, Level 1 nurses permanantly
assigned to the operating room and Level 1 nurses permanently assigned to

emergency departments as orthopaedic technologists will be eligible to receive
this premium,

Agreed to in Joint Caucus on the 21st day of May, 2026, at = E-L.rq’_.’rﬁf'rp.m.

Signed on behalf of HEABC Signed on behalf of the NBA

-

fL__"'\

Jamés Suderman, Emiployer Spokesperson
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

ARTICLE 32 - OCCUPATIONAL HEALTH AND SAFETY PROGRAM

32.01 Joint Occupaticnal Health and Safety Committee

The Employer and the Union recognize the role of the j-Joint Occupational Health and
Safety Committee ("JOHSC") in promoting a safe and healthful healthy workplace.

The improved effectiveness, streamlined and singular report mechanisms of the Jeit
i i OHSCS will have benefit to overall

workplace safety and well-being, including improved claims management.

The Employer shall establish a JOHSC at all worksites as determined by the Workers
Compensation Act. The Employer will alsc consider requests from the Union to establish
gither a JOHSC where there are less than twenty (20) employees or assign the worksite
to an existing JOHSC.

The Employer will consult with the Union Representative when making a proposal to
WorkSafeBC for a variation to JOHSC requirements under the Workers Compensalion
Act and Occupational Health and Safety Regulation.

Each JOHSC shall govern itself in accordance with the provisions of the Workers
Compensation Act and applicable Occupational Health and Safety Regulations and shall
be comprised of equal representation from the Employer and the Union, with each party
appointing its own JOHSC Members. JOHSC Members appointed by the Union shall be

chosen by the Union membership or appointed by the Union. In_accordance with the
Work Compensafion Act and upational Health and Safety Regulation, each

JOHSC must establish its own rules of procedure, including rules respecting how it is to
perform its duties and functions.

NBA JOHSC Members (or alternates) will be provided time during work that is reasonably
necessary to prepare for JOHSC meetings, and shall be released from their regular duties
to attend JOHSC meetings and perform related duties and functions as set out in the
Workers Compensalion Act. The Employer will reassign the work that would otherwise
have been performed by the NBA JOHSC Member. This may include replacemeant of the
amployee,

As putlined in the Workers Compensation Act, JOHSC Members shall be provided with
adequate training and orientalion regarding the duties and responsibilities of JOHSC
Members to allow the Members to fulfil those duties competently. Such training and
orientation shall take place within six (8) months of the Member joining the JOHSC.,

Where the JOHSC is conducting an incident investigation involving an NBA member, the
designated NBA JOHSC Member (or alternate) shall be released from their regular duties
to participate in the investigation. The Employer will reassign the work that would have
otherwise been performed by the NBA JOHSC Member for the duration of the
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investigation. This may include replacement of the employee. Where an investigation is
scheduled outside the NBA JOHSC Member's regular hours, the Member will be paid at
the applicable rate of pay.

i Tl - =

e fas = =

Health Authorities and Providence Health Care (PHC) will continue to onboard to the OHS
Resource Centre. Once onboarded to the OHS Resource Centre, Health Authorities/PHC
will provide direction to JOHSCs to utilize the OHS Resource Centre to record meeting
minytes and maintain other applicable records,

Once onboarded to the OHS Resource Centre, Health Authorities/PHC will provide the
minutes of each JOHSC meeting through the OHS Resource Centre. not withstanding
that they may also be maintained in other database systems.

Onse-pe-menth—YWhere an Employer has not been onboarded to the OHS Resource
Cenire,the Employer will make available to the Union, in electronic format, once per
month, the minutes of each JOHSC meeting, including but not limited to appendices,
decisions, recommendations, reports, data and investigations reviewed.

The JOHSC may request from the Employer information necessary to complete its duties
and functions of the JOHSC outlined in the Workers Compensation Act. This information
may include but is not limiled to, incident and injury investigation reports, workplace
hazard reporis, employer safely inspection reports, exposure control plans, safety
policies, procedures and practices, violence risk assessments, security incident reports,

Code White / advanced team response reports, and regulatory inspections and orders
related to employee occupational health and safety. Such information will be provided in

a timely manner and will not be unreasonably withheld.
Every six (6) months, unti h ti | thority/PHC' HSCs hav

onboarded onto the OHS Resource Centre, the Employer shall provide to the Union, in
slactronic-format-Microsoft Excel or .csv, the following data:

» a list of all active Joint Occupational Health and Safety Committees;

« the areas that each committee is responsible for (such as facility, units or
programs);

» where and when each committee meets;

+ the names, positions, and committee appointment dates for all NBA members;

* the date each member received education as per the OHS Regulalion and
additional education referred to in the Collective Agreement or provided by the
employer relating to occupational health and safety.

[REMAINDER OF PAGE LEFT INTENTIONALLY BLANK]
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With the exception of Providence Health Care (PHC). Affiliate Employers may continue
to provide this data in an electronic format other than Microsoft Excel or  csy

Agreed to in Joint Caucus on the 20" day of May, 2026, at 12:51 am.
Signed on behalf of HEABC Signed on behalf of the NBA

James Suderman, Employer Spokesperson Jim GWM
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

ARTICLE 32 - OCCUPATIONAL HEALTH AND SAFETY PROGRAM

32.03 Safe Workplace

(A} The Employer and employees recognize the need for a safe and healthiul
healthy workplace and agree to take appropriate measuras in order that risks of
incidents, occupational disease, and violence are reduced and/or eliminated.
Employers will take all reasonable steps to eliminate, reduce andfor minimize
threats to the safety of employees.

(B} t&1 The Employer will provide orientation and/or in-service which is necessary for the
safe performance of work including universal precautions, the safe use of
equipment, safe technigues for lifting and supporting patients/residents/clients,
and the safe handling of matenals and products. Nurses who are newly hired to
work in community mental health or in a job that primarily provides services to a
similar client population shall also be provided with orientation, job shadowing,
andlor in-service where necessary for a minimum period of three (3) weeks
including:

« job shadowing with an experenced nurse,

« familiarization with available patient resources,

+ development of environmental assessment skills,
» orientation with client population,

Fage 1ol 3



o development of appropriate behaviersd behavioural care plans, and

= policies for safe client visits.

The Employer will make readily available ongoing and updated information,
manuals, online tools and procedures for these purposes. The Employer will
provide appropriate safety clothing and equipment.

{CH&)r The Employer will provide OHS supervisory training and _annual refresher
training to employees te-any-Rurse whose-jeb-duties perform supervisor duties as
defined in the Workers Compensation Actl. include—suparvision-andiordireation

&Hd-ﬁﬁﬁﬂﬂl—FEﬁE&hEi‘—#&}mHg— This training will be considered a compulsory in-
service in accordance with Arlicle 35. UE This training will include knowledge of

the ijﬂjﬂﬂﬂ?ﬂﬂﬂ&&fﬁﬂﬂﬂﬂf G nal He lth Reqgulation, and
2 =gz = A NIS0 e |

EH atg Eﬁi wﬂh gnkngu__v[] gr mgn&ugl;nl mmmﬁl_'r,l_qn reﬂugged gm unregulated
substances, while performing lheir duties, the Emplover will complete a risk

assessment and, in consultation with the JOHSC, implement controls to eliminate
or minimize the identified risk. Controls may include, but are not limited to:

+ Creating a site-specific & re control plan in compliance with OHS
iegul n:-n exmswe mnlml ﬂlan reumrements

. F'rwidinu personal protective equipment (PPE) and educalion/training to
employees on the safe use of the required PPE.

Iif an empl is conceanm i he | r is manaaging the risk, the

employee will raise their concemn with their supervisor, the Joint Occupational
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Health and Safety Committee  or through the Employer CHS reporing process

for follow up.

(E}<- Biglogical exposure control plans will be informed by WorkSafeBC and relevant
public _health guidance or orders. Employers will develop and implement
biological exposure control plans based on the precautionary principle as defined
by WorkSaleBC.

(F}k) No_employee shall be disciplined for refusal to work when excused by the

rovisions _of ars Compensafion Act and Occupational Health and
Safety Regulation,
Agreed to in Joint Caucus on the 21st day of May, 2026, at_ %< @.m./p.m.
Signed on behalf of HEABC Signed on behalf of the NBA
...-.'J‘L'._m //_7I
il Ei = E 5 é
James Sudermian, Employer Spokesperson Jim Gould: ﬁ'sﬁ%{e pErson
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

ARTICLE 32 - OCCUPATIONAL HEALTH AND SAFETY PROGRAM

32.05 Critical Incident Support

Critical incident support shall be offered and, if accepted, provided to employees who
have suffered a work-related, traumatic incident including, but not limited to, violence,
threat of violence, death of a colleague or an unusual or unexpected patient death or a
series of such incidents.

The Employer shall offer access to supports from a practitioner with experience in critical
incident support and trauma informed practice including, but not limited to, psychologists,
psychiatrists and/for registered clinical counsellors. All reasonable efforts shall be made
to make appropriate supports and resources available within forty-eight (48) hours. The
Employer shall notify employees of the availability of supports, including the time, date
and location and if provided to the Employer in advance the name, experience and/or
qualification(s) of the practitioner participating in the session. Employees may request
such supports be made available at a later dateftime. If an employee has concerns
regarding the practitioner, the Employer will consider those concerms which may include
offering an alternative practitioner. Employees accessing support will be given time off
from work without loss of pay to attend agreed to critical incident support, or be paid at
the applicable rate of pay. Employee participation in critical incident support is voluntary.

The Employer will consult with an employee who has suffered a work-related. traumatic
incident as defined above, and can:

release an employee for the remainder of their shift without loss of pay and

Agreed to in Joint Caucus on the 13" day of May, 2028, at 6:44 p.m.

signed on behalf of HEABC Signed on behalf of the NBA

James Sudemvan, Employer Spokesperson Jim 'E@ﬂid._liwml'}émﬂn
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

ARTICLE 32 - OCCUPATIONAL HEALTH AND SAFETY PROGRAM

32.06 Psychological Health & and Safety

The Employer and the Union agree to cooperate in the promotion of psychologically
healthy and sale working conditions and practices.

The Health Authorities and Previdence—Health-Care{RHG) PHC shall continue their
implementation of the Canadian Standards Association (C5A) Psychological Health and
Safety Standard in all of their workplaces.

Health Authorities and RProvidence-Health-Gare PHC shall regularly communicate their
implementation of the CSA Psychological Health & and Safety Standard to their
employees in Employer worksites,

The Employer and Union agree that the thiteen (13) psycholegical factors, as defined in
the CSA Psychological Health and Safety Standard are:

» Organizational Culture

+ FPsychological and Social Support
s Clear Leadership & and Expectations
+« Civility & and Respect

» Psychological Demands

= Growth & and Development

« Recognition & and Reward

« Involvement & and Influence

« Workload Management

« Engagement

+ Balance

+ Psychological Protection

« Protection of Physical Safety

The Health Authorities and PHC's implementation of the Standard will reflect future
amendments to the Standard.

The Employer and Union agree that each of these factors must be assessed and, where
necessary, improved in an ongoing manner in order to establish and maintain
psychologically safe workplaces.
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The Employer and Union recognize the role of Jeint-Oecupational-Health-and—Salely
cefmmittees—tJOHSC) in supporting psychologically healthy and safe workplaces.
Therefore the JOHSC shall be engaged in local level identification of psychological health
and safety hazards, promotion of psychologically healthy and safe workplaces, participate
in related inspections and investigations and make recommendations for improving
psychological health and safety in the workplace.

In accordance with the CS5A Psychological Health and Safety Standard, Health Authorities

and PHC will make available information and education on workplace factors affecting

psychological health and safety, including how to reduce hazards and risks thal may

cause psychological harm and how o enhance factors thal promote psycholoegical health
nd salety.

The Far!ie.g agree to paricipate with SWITCH BC in the development of suitable

ndard I r rt local H fulfill their duties and functions to
support psychelogically healthy and safe workplaces. The Parties recognize that these
resources are meant to be consistent with the Standard and focus on prevention
measures. including the identification, evaluation, and control of workplace psychological
hazards,

Agreed to in Joint Caucus on the 20" day of May, 2026, at 12:47 a.m.

Signed on behalf of HEABC Signed on behalf of the NBA

3. T

James Suderman, Employer Spokesperson Jim‘_w, MBA pégsne.nsen
4

v
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)

Collective Agreement

Amend the collective agreement by adding the following:

ARTICLE 32 - OCCUPATIONAL HEALTH AND SAFETY PROGRAM

32.07 Sexual and Demestic Vielence

(a) The Employer will revise or develop a policy to address sexual and domestic violence

(c)

at the workplace. The policy will be made accessible to all employees within one
hundred and esighty (180) days of ratification. The policy will include the following

elements:

(iy Identify the process for reporting sexual and domestic violence,

i) A commitment to take appropriate action, which may include the creation and
implementation of individualized safety plan(s) for mpacted employvee(s),

(i} Protect employees' confidentiality and privacy, as required, while ensuring
workplace safety for all,_and

{iv] Ensure no adverse Employer action is taken against an employee for reporting
sexual or domestic viclence in good faith,
i mployer m f sexual or d ic viclence that ut

an employee or employees at risk at the workplace, the Employer will conduct a risk
assessment and where a risk is identified, will develop an emplovee-centred safety

plan, including appropriate safety measures in accordance with the OHS Requlation.

The Employer will indicate how to access available Employer suppords and
resources, and community resources. Employer supports and re will reflect
incipl uma-infor red nintentional re-traumatization.

Agreed lo in Joint Caucus on the 20" day of May, 2026, at 12:47 a.m.

Signed on behalf of HEABC Signed on behalf of the NBA

James Strderman, Employer Spokesperson Jim Goulg-NBA-SpdkEsperson
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)

Collective Agreement

Amend the collective agreement by adding the following:

ARTICLE 32 - OCCUPATIONAL HEALTH AND SAFETY PROGRAM

32.08 Violence Risk Mitigation

(A)  Itis recognized that health care workers are vulnerable to violence because they
provide care directly to_members of the public across all settings, including
hn:rspltats care hﬂmes and |r1 the r:ﬂmmunlty Tha Employer will Eﬁjgtﬂls

(B} Where a §k of injury to Empluvmg from violence may be present in accordance

with the provisions of the legislation and Occupational Health and Safety
Requlation, the Emplover will carry out & risk assessment, establish and
document appropriate measures to eliminate or, where that is not possible,

minimize risk, and communicate those risks and measures {o employees,

(C) __ When the Employer i:.; aware _1I;|at a patientresida ient/visitor

(D)

violenl b viour, in lent weapon e, or threatenin

statements and behaviou @, the Emplover shall make such information available
Io_the mplwee Umn adm:ssmn or u'ansfer the Empr_afer wﬂl nmgg eugr;g

m[ r i f viol I ri i transfe
reassessments, ::h:anqes in Dresentaliun and care lransili'clng between

departments, units, facilities or employers, the Emplover will have a process (o

infarm thnse emglnyees whn mar be exgnsed to tha risk nf wndama Th&

i .. .
An employes performing a visit to clients in the communily may regquest to be

(E]

accompanied by a member of the interdisciplinary team or other appropriate
personnel for the initial home visit where the pre-screen assessment identifies a

w.ﬂmm&:_hazard or umere a pre-screen hﬁw@m

m hall have th n uent

home visils wl‘@E_here mgﬂ nable @ se to expect a vi mt SIIL!EIE n and will

have access to appropriate communication equipment.
In asaw:danm_m!h thﬂ Workers Compensation ﬂcr fﬂllnu.rl[‘bq a rapﬂrlad

(F)

ensure that any naDELﬂ_r'l.r corrective actions are taken ._gnd! Qmmgmg@ to mg

affected emplovee(s).

Emprwerﬁ aqree to nmwde BI'I'IEIID'H'EE!S 'mlh m!enﬁe prevennr;:h tra ining baaed

F're'uantmn Ste&nnu ﬂnmmrltee The Emplo Er mrf determine the level of traimng
required for each emplovee through review of the worksite wviolence risk

Pageiof2



assessment for each area that the employee works in. When an employee works
in_their position{s) in multiple units or worksites, they will be trained in violence
prevention to the required level of their assigned role on any of those units or

g Th r will r d vide JOH with the ite winlen
pravention training rates. The Emplover will provide the appropriale level of
refresher training to all em es on an annual basis. Where operational

requirements allow, these modules may be completed while at work. The
modules nf the gmgram that_are HE—QFlEEblE to thE emﬂr-‘.:r'.ree a-mnrdmg to thla

mployer will pmwdg hE necessary tralnlng fn an gmpl‘nvﬁe :n a new n-nsml:m as
::-utluned in the Provincial Violenca Prevention Committee’s quidelines.

Agreed to in Joint Caucus on the 21* day of May, 2026, at 5 . » ;{é.l_ﬂa'p.m.
Signed on behalf of HEABC Signed on behalf of the NBA

F7L—

James Suderman, Employer Spokesperson
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

ARTICLE 33 - LEAVE - COMPASSIONATE

33.01 Application

Compassionate leave of absence with pay shall be granted, upon request, to regular
employees in the event of a death of a spouse (including commaon law), child, step-child,
current or former foster child or ward, child-in-law, parent (or alternatively step-parent or
foster parent), sibling, step-sibling, parent-in-law, sibling-in-law, parent's sibling or their
spouse, grandparents, grandchild, legal guardian and any person who lives with an
employee as a member of the employee’s family.

If & membar n emolovea's family (as outlined in the list above) has bean notified that

death is imminent, the employee may use compassionate leave under this Article prior

to the event of death. For clarity. “imminent” means the immediate family member has
been admitted to hospice care has been approved for medical assistance in dying
(MAID), or has been advised by a physician that death is expected within threa (3)
months.

33.02 Leave — With Pay

Compassionate leave of absence with pay shall be granted for five (5) work days.

Effective sixty (60) days following the raftification of the 2025-2029 Collective
Agreement, compassionale leave of absence with pay will be granted for six (6) work
ays, The six work d n to n v,

33.03 Leave — Without Pay

Additional leave without pay may be requested by an employee. The Employer shall
make every effort to grant additional compassionate leave of absence without pay.
(Reference Article 43 Leave — Special.)

[consequential amendments fo MOA Re: Extended Work Day/Compressed Work Week]

[REMAINDER OF PAGE LEFT INTENTIONALLY BLANK]
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ARTICLE 33 - LEAVE - COMPASSIONATE

33.02 Leave — With Pay
Compassionate leave of absence with pay shall be granted for thirty seven point five
(37.5) working hours. Effective sixty (60) days after the ratification of the 2025-2029

Collective Agreement, compassionate leave of absence with pay will be granted for
forty-five (45) working hours.

Agreed lo in Joint Caucus on the 21st day of May, 2026, at _ 1 ; ‘.=:.-=.€.@a’p.m-

Signed on behalf of HEABC Signed on behalf of the NBA

James Sudermsmn, Employer Spokesperson Jim W‘% Eﬁésp&mﬂn
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

ARTICLE 37 - LEAVE - GENERAL

The Parties r nize and m | right of all employees to have their
personal_information, circumstances, and employment status treated with dignity,

respect, and confidentiality. In particular, the Parties agree that the privacy of employees
should be maintained whean they are on any form of leave contemplated by the Provincial

Collective Agreement.

Effective April 1, 2028, the Employer shall ensure that Employer administrative
processes such as completing timesheets, schedules, or other records, are designed in
a way that employee's leave type or related personal information is protected and not

unnecessarily disclosed to individuals who do not have a legitimate need o know,
37.01 Application

An employee granted any unpaid leave of absence totaling less than twenty-one (21)
days in any calendar year shall continue to accumulate all benefits including applicable
Superannuation or pension plans, provided the employee continues to remit their
contributions during this period. Any excess over twenty (20) work days in any calendar
year shall be deducted from length of service in the computation of benefits and for
increment progression purposes unless otherwise mutually agreed upon by the Union
and the Employer.

Article 44.01(G) — Leave — Union shall not be deducted from the twenty (20) work days,
or balance thereof, as expressed above.

37.02 Notice

An employee may request unpaid leave of absence for any purpose. Requests for such
leave of absence shall be made in writing to the representative designated by the
Employer with the authority to accept such requests, and may be granted at the
Employer's discretion. Reasonable notice of at least eight (8) days shall be given to
minimize dislocation of staff. The Employer shall indicate to the employee, in writing, the
acceptance or refusal of such request at least forty-eight (48) hours prior to the
commencement date of the requested leave. However, where the employee submits the
leave request with greater than twenty-one (21) days” notice the Employer will provide
its written r nse within ten (10) days of receiving the request. Where a request for
leave is not granted, the Employer will,_at the request of the employee, provide the
reason(s) in writing.

37.03 Increments

Leave of absence shall not affect annual increments, when granted for educational
purposas and parental leave, (Reference Article 12 — Anniversary Date and Increments. )
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Agreed o in Joint Caucus on the 20™ day of May, 2026, at 149 p.m.

Signed on behalf of HEABC Signed on behalf of the NBA

¢

James Suderman, Employer Spokesperson
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 - 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by adding the following:

ARTICLE 37 - LEAVE GENERAL

37.03 Increments

Leave of absence shall not affect annual increments, when granted for educational
purposes, parental leave, and reservists leave. (Reference Article 12 — Anniversary Date
and Incremeants.)

37.0X Reservists' Leave — Canadian Armed Fo

Employees who are reservists in the Canadian Armed Forces are entitled to an unpaid
eave absence for training, and when deployed to an operation inside Canada that will be
aiding in dealing with an emergency or its aftermath or deployed to an operation outside

Canada, including any pre-deployment or post-deployment activities.
An employee must request the leave in wriling and provide the dates the leave is to begin

and end:

{A) Inthe case of a deployment, the employee must provide such notice four (4) weeks
before the leave is to begin, if possible, or as soon as is practicable, and keep the

employer informed of changes to the length of the deployment which in turn affect
the length of the leave,
{(B) In_the case of training, { mplo m wid ch _notice four (4) weeks

before the leave is to begin. As prescribed by the Reservists' Leave Regulation,
as may be amended from time to time, the total amount of leave available for the
purposes of IFEIII'III'L!',I shall not exceed twenty (20) days per calendar yvear.

continue to accrue S-EI"II-I.‘.I-I‘ITH

Agreed to in Joint Caucus on the 19" day of May, 2028, at 2:45 p.m.

Signed on behalf of HEABC Signed on behalf of the NBA

James Suderman, Employer Spokesperson Jim G o
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

ARTICLE 42 - LEAVE - SICK

42.09 Appointments

e 1 ala

B} (Al Where medical and/or dental appointments cannot be scheduled outside of the
employee's working hours, sick leave with pay shall be granted. In such case, the

employee must give the Employer as much notice as possibla.

{&3{BYWhen an employee's doclor refers the employee to a specialist then any
necessary travel time to a maximum of three (3) work days, for the employee to
visit such specialist shall be paid for and deducted from sick leave credits.

{£3{C) The employee will be required to furnish proof of need in both (A) and (B) above.

Agreed to in Joint Caucus on the 20" day of May, 2026, at 1:49 p.m.

Signed on behalf of HEABC Signed on behalf of the NBA

L i, e, | = .-ﬂ"':."'f_ 1
James Suderman, Employer Spokesperson Jim Gaolld/NBA| Sperson
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

ARTICLE 42 - LEAVE - SICK

42.06 Expiration of Sick Leave Credits
Employees who are absent due to sickness beyond their accumulated sick leave credits

shall be placed on an unpaid leave of absence umii-they-are—inreeciptol-Henglerm
disability-berefits. Such employees may elect to have their banked overlime and/or
accrued vacation leave credils paid out. (Reference Aricle 37 Leave — General and
Article—46-08Article 80 — Medical, Extended Health and Dental Coverage, Long-Term
Disability and Group Life Insurance).

Agreed to in Joint Caucus on the 21st day of May, 2026, at e ,gﬁﬂfp-m.
Signed on behalf of HEABC Signed on behalf of the NBA
{ ‘1_—.__“‘\
! i

James Suderman, Employer Spokesperson
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 - 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

ARTICLE 42 - LEAVE - SICK

42.07 Leave — Workers' Compensation
(A) Entitlement to Leave

An employee shall be granted workers' compensation leave with net pay in the event
that the Workers' Compensation Board (WorkSafeBC) determines that the employee
has established a claim fime-wage loss benefits) and they are unable to perform their
duties by reason of the compensable injury which occurred while employed by the
Employer. For the purposes of this clause, net pay is defined as the employee’'s regular
net take-home wages to ensure that the non-taxable status of workers’ compensation
benefits does not provide an opportunity for an injured worker to eam more while on
claim than if they were working. Tha calculation of net pay must be established and
placed in the employee’s disabilty management case file once the claim is filed.
Additional shifts worked by part-time employees, shift and weekend premiums,
responsibility pay, and statutory holiday premiums shall be taken into account when
calculating "regular net take-home wages’.

The term claim will not include any form of WorkSafeBC allowance or pension, and this
section will not be operative while an employee is receiving such a different form of
payment from WorkSafeBC arising from this claim.

Where W{:rkEaIeEG recrpenﬁ a claim fﬂr whmh an amgk}we is in rgmlm of permanent

[E‘.} Reimbursement to Empmynr

The employee shall pay to the Employer any amount received for loss of wages in
settlement of any claims.

(C) Benefit Entitlement

When an employee is on a WorkSafeBC claim all benefits of the Agreement will
continue to accrue. However, an employee off work on WorkSafeBC claim shall receive
net wages as defined by (A) above, and benefits equaling but not to exceed their normal
entitlement had they not suffered a compensable injury. For the first twenty (20) work
days on claim, an employee will continue to accrue paid holidays and vacation credits.
Once the claim exceeds twenty (20) work days, paid holidays and vacation credits will
not accrue. However, unused vacation credits accrued prior to the claim shall not be lost
as a result of this clause.

Where an employee suffers an injuryfillness due to workplace violence, the employer
will maintain the employee’s benefits and wages until the claim is adjudicated.

Fage 1 af 2



(D) Approval of Claim

When an employee is granted sick leave with pay and workers’ compensation leave is
subsequently approved for the same period it shall be considered for the purpose of the
record of sick leave credits that the employee was not granted sick leave with pay.

(E) Continuation of Employment

Employees who qualify for workers' compensation coverage shall be continued on the
payroll and shall not have their employment terminated during the compensable period
while they are under an approved WorkSafeBC claim or awailing adjudication of a
claim, except for just cause. Upon retum to work following recovery, an employee who
was on claim for less than twenty-nine (29) months shall continue in their former job; an
employee who was on claim for more than twenty-nine (29) months shall return to an
equivalent position, exercising their seniority rights if necessary, pursuant to Article 13 &
Article 19.

(F) Emergency Appointments

Absence from work to attend emergency medical or dental appointments and medical
appointments arising from a work-related incident covered by WorkSafeBC, shall be
paid for from the employee's accumulaled sick leave credits. Where WorkSafeBC
a Y laim for th e period, the sick credits will be replenished.,

Agreed to in Joint Caucus on the 21st day of May, 2026, at “7 | ><ya.m/p.m.
Signed on behalf of HEABC Signed on behalf of the NEA

& ]
James Suderman, Employer Spokesperson Jim Geiid, NBA S rson
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

ARTICLE 43 - LEAVE - SPECIAL AND PERSONAL

43.01 Special Leave
(A) Accumulation

An employee shall earn special leave credits with pay up to a maximum of twenty (20)
days at the rate of one-half (0.5) day every four (4) weeks. Special leave shall be
granted to a maximum of the accumulated leave at the time the special leave is taken.

Notwithstanding the foregoing, employees with accumulated special leave credits in
excess of one hundred and fifty (150) hours (20 days X 7.5 hours) as of the first pay
period following June 5, 2008, shall retain the accumulated balance to their credit.
Where this accumulated credit exceeds one hundred and fifty (150) hours, no further
credit shall be earned until the accumulated balance is reduced below one hundred and
fifty {150) hours, in which event the accumulation of special leave credits shall be
reinstated, but the accumulated balance shall not again exceed one hundred fifty (150)
hours.

(B)Application
Special lzave shall be granted as follows:

(1) marriage leave - five (5) days;
(2) parental leave - five (5) days;
(3) to provide care to an immediate family member who has a serious illness up to
two (2) days at one time;
L*-'j {,?{ to assist an immediate family member who has a serious or potentially life-
threatening illness with obtaining health education related to the serious or
polentially life-threatening illness up to one (1) working day per calendar year,
3 leave of one (1) day may be added o five{8]} six (B) days compassionate leave,
ﬁ |L¢“| ;ﬁr:f ilaawa of one (1) day may be taken for travel associated with compassionate
eave;
ll*x'll:.ﬂfl leave of up to three (3) days for absences resulting from the employee or
employeea’s dependent child having experienced domestic or saxual violence.

U] (# Effective April 1, 2027, leave of up to one (1) day may be taken for attendance at

the employee’s Canadian citizenship ceremony, with a maximum of one (1) day
per lifetime.

With the following consequential amendments fo MEMORANDUM OF AGREEMENT
Re Extended Work Day/Compressed Work Week

\.
- =
i
1

ARTICLE 43 - LEAVE - SPECIAL AND PERSONAL
(B) Application
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Special leave shall be granted as follows:

(1)
(2)
(3)

(4)

(5)
(6)

(7)

(8)

marriage leave — thirty-seven point five (37.5) hours;
parental leave — thity-seven point five (37.5) hours;

to provide care to an immediate family member who has a serious iliness up
to fifteen (15) hours at one time;

to assist an immediate family member who has a serious or potentially life-
threatening illness with obtaining health education related to the serious or
potentially life-threatening illness up to seven point five (7.5) working hours
per calendar year;

leave of seven point five (7.5) hours may be added to five-{6} six (6] days
compassionate leave;

leave of seven point five (7.5) hours may be taken for travel associated with
compassionate leave;

leave of up to twenty two point five (22.5) hours for absences resulting from
the employee or employee's dependent child having experienced domestic
or sexual violence.

flective April 1 27 | f ven point fi 7 urs be
taken for attendance at the emplovee's Ca ian citizenship ceremony, with
a maximum of seven point five (7.5) hours per lifetime.

Agreed lo in Joint Caucus on the 21st day of May, 2026, at _2:30 a.m

Signed on behalf of HEABC Signed on behalf of the NBA

James Suderman, Employer Spokesperson Jim GDUIWSW‘EDH
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

ARTICLE 43 - LEAVE - SPECIAL AND PERSONAL

43.02 Personal Leave

Preamble

The pafies agrae to-create a-leave elruciure thatl better reflecls the realities of the lives
o ok gdrses

The parties agree to the continued application of the full joint interpretation on personal
leave signed April 1, 2023, a portion of which is reflected in the lanquage below. In the

event that anything contained in this article is found to conflict with the language of the

joint_interpretation on personal leave signed April 1, 2023, the language of the joint
interpretation will take precedence,

i & i oF y sraafter— All regular full-time and
par‘trhme emplaye&s 'mEI receive twu {2} persunal Jeave days per calendar year. Such
personal days are subject to operational requiremenits and the following:

{A) Personal leave days can be attached to other leaves of absence, including

vacation and paid statutory h-ulidays

scheduled nErsnna leawe will h-e mnsudered taken and wull l::e Ea:d nut at strmgg

fime hourly rates. The employvee will be entitled to overtime at the rate of double
the employee's regular rate of pay for the hours they work during the scheduled

personal leave.

C) Empl s on a leave of absence as of January 1st will not be eligible for or be
awarded personal leave days for that calendar year. Employees who were
otherwise eligible but who were on a leave of absence as of January 1st, and who

return from that leave of absence in the latter six months of the calendar year_ will

receive one (|} personal leave day for that calendar yvear. No mora than two (2)
personal leave days may be awarded o an individual in a calendar year.

(D} Personal leave may not be banked or carried over to the next calendar year. Any
parsonal leave not scheduled and taken by December 31st of each year will be

aid out at straight time hourly rates. Personal ve days are i upon
termination or resignation of emplnvment.

(E} _Payment for individual days shall not be pro-rated for part-lime employees.

An emplo may take personal | with less than 24 hours notice before the start of

the shift only in circumstances where it is necessary to address an urgent and
unanticipated matter (a "Short Notice Leave"). Short Notice Leaves will not be subject to
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operational requirements. The emplover may require an employee seeking a Short Nofice

Leave fo establish that it WE.E_EEEI:I to address an mgnt and unanticipated matter.

months in_length, is enlitled to personal leave days. When a Temporarly Appointed

Casual employee's status changes from reqular back to casual, any parsonal leave not
tahﬂn wlll remain available to the emprwee 5hnuld they reium l'l'.‘l rgg_lar slatua Iatar in

the end of tha year |n amnrdang " hme Jumtingmrgatmn on Fersnnal Leave s:gned
April 1, 2023.

Agreed to in Joint Caucus on the 20" day of May, 2026, at 1:49 p.m.

Signed on behalf of HEABC Signed on behalf of the NBA

James Eud%li\r;;ﬁr Spokesperson Jim EWWH
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

ARTICLE 44 - LEAVE - UNION

44.01 Union Leave of Absence

An employee on an unpaid union leave of absence shall have their wages, benefits and
seniority continued by the Employer, and the Union agrees to reimburse the Employer for
the costs of such wages and benefits.

Employees requesling leave under this article will provide the Employer with as much
advance notice as possible of the dates of the leave.

For leave requests that are subject to operational requirement, the Employer will consider
all of the circumstances including the length of nolice provided, and will make all
reasonable efforts to grant the leave.

Where there are less than fifteen (15) regular employees at a worksite at the time the
leave request is submifted, and subject to operational requirements, unpaid Union leave
of absence will be granted to one (1) employee for the purpose of conducting Union
business. This would be an additional person on Union leave at worksites where the
position of the Union President or Council member has been backfilled for the duration of
their term of office.

Within fourteen (14) days of the leave request being made, the Employer shall grant a
leave of absence without pay to an employee who is a member of the Union and who is:

(A} a Union CouncillBoard member. Such leave shall be granted for the purpose of
attending regular or special meetings of the Council/Board and shall include
reasonable travel time.

(B) either elected or appointed to reprasent the Linion andfor a region at annual or
special conventions of the Union.

{C) a member of the Union's bargaining commiltee. Such leave (including travelling
time) shall be granted to altend preparatory negotiating meelings, to conduct
negotiations, and to participate in mediation, industrial inquiry commissioner
hearings and arbitrations.

(D) selected by the Union or its members as a delegate to altend the Provincial
Bargaining Conference.

(E) selected by the Union or its members as a delegate to attend regional Bargaining
Conference.

(F) appointed or elected to special or standing committees of the Union or for the
purposes of conducting Union business. A leave of absence granted under this
category shall be subject to the operational requirements of the worksite.
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(G) wnion leave for members of the Bargaining Committee (C) and Council/Board
members (A) shall not affect the employee’'s benefits, senicnty or increment
anniversary date, and such leave shall be exempt from the provisions of Article

37,

(H) an employee who holds the position of full-time president or Council members
with the Union shall be granted a leave of absence without pay for the period
during which they hold the position.

(It an -arnplwee whu is a]ecled or aggmnted tu serve as F'remdent m an

fEdErEtlﬂnl ar Egnur Q gamzm n gl’f‘llgtﬂd wrth tha NBA shall ba ggnt&d aleave

of absence for the full duration of their term of office.

Such leave will not affect the employee's seniority, increment anniversary date, service
for the purpose of vacation leave, sick leave, and special leave accumulation. The
Employer will continue to pay the premiums for medical, dental, extended health, group
life and LTD while the employee is on leave and the Union will reimburse the Employer
for the costs of such benefits.

The employee shall be entitled to return to their former position with the Employer, and
shall be provided with an adequate period of arientation upon their return to work.

The employee shall not be subject to discipline by the Employer for activities related to
work on behalf of the Union.

44.02 Peak Period Restrictions

In order to facilitate the granting of vacation, union leave pursuant to Article 44.01(F) will
not be granted during the following peak periods:

(a) June 25 - Seplember 8
(b) Spring Break
{c) December 15 - January 5

Notwithstanding the above, where Union Leave is applied for by the Chief Executive
Officer of the Union on behalf of its members, the leave will be granted using all
reasonable efforts.

Agreed to in Joint Caucus on the 13" day of May, 2026, at 6:37 p.m.

Signed on behalf of HEABC Signed on behalf of the NBA

James Suderman, Employer Spokesperson Jim W{%mmnn
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

ARTICLE 47 - WORKERS' COMRENSATION
LEAVE - INDIGENOUS CHILD CARE

Effective April 1. 2026, an emplovee who has an established relationship with an

Indigenous child or has a cultural or traditional responsibility towards an Indigenous child
and who is authorized to provide daily care for the Indigenous child in place of the child's
parent(s) by either;
{A) an Indigenous governing entity; or
{B) the Ministry of Children and Family Development (specifically as a kinship care
provider).

may request up to sixty-two (62} consecutive weeks of unpaid leave fo provide
care of jhg Indigenous chi nd to ensure farr:ili |, cultural, and communi

continui n request. employees will be d leave. For clarity, an
_ghvee wl‘m is a foster caregiver of an Indi ennus child does not qualify for this
leave unless the Emm\ree has also been authorized to care for the child

specifically under (A) or (B) above.
An “Indigenous child” means a person:
who i I nin n(19 a

who is a First Nations child, a Metis child, or an [nuit child, and includes:

o

ggi_'l_; ggns thms&]ug; jr,g gg Indlgennus, or

o achild who an Indigenous governing body confirms is a child belonging to

an Indigenous community.

An E_E|D‘|-'EE whc- nntenr:ls to return to work on or befure cmnpletmn m‘ the fED-T&-'—t'-'-‘-‘J} EE

in their former position.

[REMAINDER OF PAGE LEFT INTENTIONALLY BLANK]
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Employees Iakrng iea-.re under Ihls nrnvismn mFI be deemed to have continuous
x als that they would be entitled to if

they ﬂf& " mg]‘gm;lg g Egg]gl [qa'u'e Lﬂmludlnw_wml employmeant
benefits).

Agreed to in Joint Caucus on the 20" day of May, 2026, at 12:28 am.

Signed on behalf of HEABC Signed on behalf of the NBA
arman, Employer Spokesperson Jim G rson
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

ARTICLE 49 — PENSION PLAN

49.01 Municipal Pension Plan

Regular employees (including employees in _temporary appointments or temporary
positions) shall be covered by the provisions of the Municipal Pension Plan. All regular
employees shall be entitled to join the Pension Plan after three (3) months of employment
and shall continue in the Plan as a condition of employment. (Reference Article 51 —
Portability.)

Notwithstanding the foregoing, new regular part-time employees who are hired may, at
the time of hiring, decline being covered by the Municipal Pension Plan for the period of
their regular part-time employment.

Employees shall be eligible for enroliment in the Municipal Pension Plan in accordance
with the provisions of the Plan and the Municipal Pension Plan Rules. As at the date of
ratification of this collective agreement the Municipal Pension Plan Rules provided the
following:

Casual employees who have completed two (2) years of continuous employment
with earnings from the Employer of not less than thirty-five (35) percent of the
year's maximum pensionable earnings in each of two (2) consecutive calendar
years shall be enrolled in the Plan as a condition of employment, unless the
employee gives the Employer a written waiver not more than ninety (90) days after
the date the Plan begins to apply to the employee.

[The above amendments do not alter and are intended to reflect the terms of the parties’
settlement agreement, dated September 19, 2025, which remains in effect.]

Agreed to on the 19th day of May, 2026, at 2:45p.m.

Signed on behalf of HEABC Signed on behalf of the NBA
@/7/ < f"'-f-..:-f.’-:;{f
P sl
e P‘f "".1|-'
James Suderman, Employer Spokesperson Jim Gould, NBA Spokesperson
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 - 2025 Nurses Bargaining Asscciation (NBA)
Collective Agreement

Amend the collective agreement by changing the following:
ARTICLE 54 - ISOLATION TRAVEL ALLOWANCE

Effective-Aprl-12023-employees Employees shall be paid a lump sum isolation travel
allowance of one hundred and fifty dollars ($150) per month provided that:

(i} they are employed by employers who are situated in the locations listed below:;

{ii} ?h':ady work in the locations listed below,
Alert Bay Fort St. James Port Alice
Alexis Creek Fort St. John Port Hardy
Anaham Fraser Lake Port McNeill
Atlin Gold River Pouce Coupe
Bamfield Grand Forks, Kettle Valley*  Prince Rupert
Bella Bella (Waglisia) Hazelton By faibe
Bella Coola Hope* Smithears
Blue River Houston Sointula®
Boston Bar* Hudson Hope Sparwood
Burns Lake Kaslo Stewant
Chetwynd Kitimat Tahsis
Daajing Giids Kyuquot Tatla Lake
Dawson Creek Lillooet Termrace
Dease Lake Lytton® Texada Island”
Edgewood MacKenzie Tofino
Elk Valley Massel Tumbler Ridge
Elkford McEBride Ucluglet*
Fernie Makusp Valemount
Fort Nelson MNew Denver Vanderhoof

Zeballos®

Effective April 1, 2027, the communities denated abave by an asterisk (™) will be antitled
o the isolation travel allowance as oullined above.
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Agreed to in Joint Caucus on the 21st day of May, 2026, at 2 | =) E’:rg;fbm

signed on behalf of HEABC Signed on behalf of the NBA

Jarn' erman, Employer Spokesperson
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

ARTICLE 56 - PAYMENT OF WAGES

56.02 Retroactive Pay and Benefits

All rates of pay and benefits of this Agreement shall be applied retroactively to theair
respective dates as provided in this Agreement. Health Authorities and PHC will issue
retroactive payments of General Wage Increases to current employees within one-
hundred twenty (120) days of the ratification of the Collective Agreement. Former
amployees of the Employer who are entitled to pay and benefits described above shall
receive them, providing they leave a forwarding address for this purpose.

Where an regue n explanation of th lculati f their refr ve

payments, the Employer will provide the employee with a statement of wages consistent
with Article 56.04.

Agreed to in Joint Caucus on the 12™ day of May, 2026, at 4:12 p.m.
signed on behalf of HEABC signed on behalf of the NBA

FW
rman, Employer Spokesperson Jim Eu%l%mpﬂmun
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 - 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

ARTICLE 5% - PROFESSIONAL RESPONSIBILITY CLAUSE

Given the time since this fanguagg was operafional, various aspecls of the following
provision are nof currently in place and/or are ouldalted. Prior fo recommencing this
process, the Parfies will work fogether starfing no later than sixty (60) days of the
ratification of the 2025-29 Collective Agreement to develop the required education,
documents, terms of reference, elc. and identify and revise this Aricle to realign and

modernize the language fo ensure the process facilitates an efficlent, productive and
colfaborative process for nurses raising meaningful professional responsibifity concerns,
The Parlies will complele this work and this provision will be operalive on or by
November 30, 2026,

In the interest of safe patient/client/resident care and to reflect a strengthened
professional practice commitment, the parties agree to a refreshed approach related to
quality nursing practice. This approach will be built on trust and common goals and will
enable nurses and the Employer to engage in meaningful conversation around
opportunities for improvemant.

In order to facilitate this collaborative relationship, the Union and the Employer
agree to deliver Professional Responsibility Form ("PRF") education to participants as
determined by the parties. This education will be based on a mutually agreed curmiculum
and co-facilitated by the Employer and the Union.

The following problem-solving process will address nursing practice conditions
and the safety of patient/resident/clients and nurses.

The parties agree that if a PRF is submitted that focuses on a staffing issue, it
will be referred to the Nurse Staffing Secretariat.

Communication between the Employer and the nurse{s) with respect to the
slatus of their issue will occur regardless of the process followed.

In the interest of achieving collaborative solutions in a timely and orderly fashion,
the parties will make every effort to consolidate related PRFs.

59.01 Within seventy-two (72) hours of identifying a concern, the nurse{s) will discuss
the matter with their excluded manager, or excluded designate, with the objective of
resolving the concern. This discussion must include specific details as it pertains to
practice. The preferred method for this discussion is face to face, but may also take
place via other means (e.g. email or telephone) when necessary. The nurse(s) may be
accompanied/supported by an experienced PRF representative or a steward. When the
concern i5 not immediately resolved, the excluded manager or excluded designate will
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provide the nurse(s) with a written response of actions to be taken within seven (7) days
of the discussion.

59.02 If the matter is not resolved to the nurse(s) satisfaction within seven (7) calendar
days of receipt of the written response, the nurse(s) may submit the PRF to the
Frofessional Responsibility Committee ("FRC"). The nurse(s) retains the orginal and
forwards copies to their excluded manager or excluded designate and the Union
steward, who will ensure that the standing members of the PRC receive copies.

59.03 A PRC shall be established with each Employer as defined in Article 1.02. The
parties will operate in accordance with the mutually agreed to Terms of Reference and
Guiding Principles.

Composition of the PRC:

(A) Standing Members:
(1) one member appointed by the NBA
(2) one member appointed by the Employer

(B) Ad Hoc Members:
(1) the nurse(s) with the concern
{2) a PRF representative or a Union steward
(3) the immediate supervisor
(4) the excluded manager or excluded designate of the unit

50.04 The Standing Members of the PRC shall request and be given access fo
documents and data necessary to assist in satisfactory resolution of the nurse(s)
CONCams.

59.05 A meeting of the PRC shall be held within fourteen (14) calendar days of receipt
of the PRF. The PRC will have thirty (30) days following the mesting to attempt to
resolve the identified concem(s) and to submit a final written report to the nurse(s) and
the Union identifying the actions to be taken and the timeline for implementation. In the
avent that not all Ad Hoc Members can attend the meeting, the Standing Members will
determine if the meeting can proceed with only the available members, making all
reasonable efforts to ensure at least one PRF author is present.

All efforts will be made to schedule member(s) attendance at the PRC/ Senior
Review Committee ("SRC") on a scheduled shift to ensure that a member does not lose
pay to attend and in the event that this cannot be done, the member will be
compensated at straight time.

Where multiple employees are a party to the PRF(s), the Standing Members of
the PRC/SRC will imit the number of attendees to a reasonable level, The authors will
determine who will attend and speak on their behalf.

Action items that are jointly agreed to by the PRC shall be communicated in
writing to the PRF author(s), their excluded manager or excluded designate and any
other parsons whosa involvement is required to implement the action items. The PRC
will also identify a timeframe for reviewing the action items, which may vary depending
on their nature.
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59.06 Applicable to Health Authorities, Providence Health Care Society and
Bishop of Victoria (5t. Joseph's General Hospital)

()

()

k)

(d}

le)

(f

A Senior Review Committee ("SRC") shall be established at each Health
Authority/Providence Health Care consisting of the Health Authonty's/Providence
Health Care's Chief Operating Officer (or functional equivalent) or the Chief
MNursing Officer (or functional equivalent), and one senior representative
appointed by the Union.

If the concemn(s) is not resolved at the PRC level or the identified actions are not
taken, the Union may refer the matter to the SRC within seven (7) calendar days
of receipt of the PRC final written report or of the failure to implement the report.
All referrals to the SRC will be companied by comespondence that explains the
Union's rationale for referral.

The SRC will review the matter, including having access to data and documents
as necessary, and will issue recommendations in a written report lo the Union
and the respective Health Authorty/Providence Health Care/Bishop of Victory
(5t. Joseph's General Hospital) Chief Executive Officers within sixty (60) days of
referral,

Prior to any referral to the Provincial Nursing Secretariat ("PNS"). either party
shall notify the CEO of their intent to make a referral. Within fourteen (14) days of
receiving the notification the CEO will acknowledge receipt and communicate any
resolve to the parties. Where the matter is resolved at this level, it shall not be
referred to the PNS.

Recommendations that are unanimous will be binding and will be implemented
by the parties. The SRC will specify a timeframe for reviewing binding
recommendalions to ensure that they are implemented as intended. If it is
determined during this review thal progress is nol being made, either party may
refer the binding recommendations to the PNS.

Where the SRC is unable to make unanimous recommendations, a written report
outlining the SRC's findings will be issued to the Union and the Health Authority/
Providence Health Care. At that point, either party may refer the matter to the
PNS.

59.07 Applicable to Affiliate Employers other than Providence Health Care Society
and Bishop of Victoria (5t. Joseph's General Hospital)

(2)

(k)

(c)

If the concern(s) is not resolved to the Union's satisfaction, it may refer the matter
to the Board of Directors (or functional equivalent) within seven (7) calendar days
of receipt of the PRC final written report. The Union may make a written
submission andfor a verbal presentation. All parties shall receive copies of any
submission or documentation that may be provided to the Board.

The Board of Directors (or functional equivalent) will review the submission
andior hear the verbal presentation at their next regularly scheduled board
meeting and shall respond in writing to the Union within fourteen (14) calendar
days. Copies of the response shall be forwarded to the Union, the Administrator
and the PRC members.

Where the Board of Directors (or functional equivalent) has not resolved the
issua to the Union's satisfaction, either party may refer the matter to the conlract
holder. Within fourteen (14) days of receiving the referral, the contract holder will
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acknowledge receipt and communicate any resolve to the parties. Where the
matter is not resolved at this level, either party may refer the matter to the PNS.

Agreed to in Joint Caucus on the 21st day of May, 2026, at Ji@.fp.m_
Signed on behalf of HEABC Signed on behalf of the NBA

W

James Sudefman, Employer Spokesperson
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

ARTICLE 63 - WAGE SCHEDULES

A.2 — Forensic and Corrections Premium

Forensic employees will be placed on the appropriate wage schedule and shall be paid
an additional hourly premium equal to:

1. Forensic Nurse A (Maximum, Multi-level Security): 4% of the hourly rate specified
for a Nurse Level 3, Eighth Year; and

2. Forensic Nurse B (Minimum, Medium Security, and Forensic Community Liaison
MNurses (FCLNs)),_and, effective the first pay period after April 1, 2026, nursas
working in Correctional Health Services: 2% of the hourly rate specified for a Nurse
Level 3, Fourth Year.

Agreed to in Joint Caucus on the 21st day of May, 2026, at _Z 5o @hﬂa’p,m.
Signed on behalf of HEABC Signed on behalf of the NBA
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:
ARTICLE 61 - EFFECTIVE AND TERMINATING DATES

(A) This Agreement shall be effective from April 1, 2822 2025 and shall remain in force
and be binding upon the parties until March 31, 2026 2029 and thereafter until a
new Agreement has been consummated.

Employers newly certified during the term of this Agreement and who are added to
the Appendix of the Consclidated certification with the Union shall negotiate the
application of the terms of this Agreement with effective dates as agreed upon
between the parties.

(B) The operation of Subsection 2 of Section 50 of the Labour Relations Code of
British Columbia (or any succeeding Acts) is specifically excluded from this
Agreement.

(C) All terms of this Agreemenl shall come into effect at 0001 hours on the dates
slipulated within the Agreement.

Agreed to in Joint Caucus on the 21st day of May, 2026, at _ & 32 ﬂﬁ{rp.m.

Signed on behalf of HEABC Signed on behalf of the NBA

James arrna-n. Employer Spokesperson Jim : asperson
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

ARTICLE 62 - WAGE SCHEDULE CLASSIFICATIONS

Mursing jobs have been categorized into four job groups and six classification levels.
The job groups are:

« Community Health Activities (CH)
+ Direct Patient/Client/Resident Care Activities (DC)
« Educational Aclivities (ED)
= Program and Service Activities (PS)
The classification levels are LPN (Levels 1* and 2) and RN/RPN (Levels 3™, 4, 5, 6).

Classification Job Profila
= IGH ocC ED PS

Level 1 {LPN)" LPN1 LPN1
Level 2 (LPN) LPN 2 LPNZ LPNZ
Level 3 (RWRPN)* CH1 OCT P51
Level 4 (RNRPN) CH2ZA/CHZB DC2ADC2B ED2 P52 .
Level 5 (RN/RPN) CH3 DC3 ED3  |P53
Lovel 6 (RN/RPN) CHAA/CH4B Dca o4 ||

In the event that an employee moves from a Licensed Practical Murse Position to a
Registered Murse or Registered Psychiatric Nurse Position, they shall be placed at the
lowest step in the new increment structure that shall give them a monthly wage
increase. Moving from a Licensed Practical Nurse Position to a Registered Nurse or
Registered Psychiatric Murse Position shall not be considered to be a promotion and
shall not trigger the requirements of Article 18.06.

Effective the first pay period after April 1, 2026, in the event that an amployaa moves
m a Licensed Practical Murse ition to a Reqgistered Murse or Registered

Psychiatric Nurse position that will be considered a promotion and the requirements of
Article 18.06 will be triggered.
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107

* To include LPN Orthopaedic Technologists (previously FBA SAZ25)

* To include Licensed Graduate Murses, which are defined by the College of
Registered Nurses of British Columbia as "nurses granted LGN registration in B.C. prior
to Oct. 1, 1990. An LGN registrant may perform or provide services as if they are a
registered nurse registrant.”

Effective April 1, 2016, LPNs that receive the operating room (previously FBA SA29)
wage rate will be grandparented. On a go-forward basis, a qualification differential will
be equally applied to all nurses in accordance with Article 53.01.

The merging of the pre-existing RN/RPN and LPN classification systems in the above
classification system shall not resulf in any ofther changes to the classification or wage
rate of RNs, RPNs or LPNs.

Agreed to in Joint Caucus on the 21st day of May 2026, at 2" 5 damip.m.

Signed on behalf of HEABC Signed on behalf of the NBA

James Suderman, Employer Spokesperson Jim Gadid! NBA B rs0n
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

ARTICLE 63 - WAGE SCHEDULES

A.1 - General Wage Increases

Wage rates for all employees covered by the HEABC-NBA Provincial Collective
Agreement who are on the Level 1, Level 2, Level 3, Level 4, Level 5 or Level & wages
schedules will increase effective the first pay period after the following dates and at the

indicated rates:
Year 1: April 1, 2025: 3% general wage increase (GWI)
Year 2: April 1, 2026: 3% GWI
ra: il 1 o i
Year 4: April 1, 2028: 3% GWiI

» Aped 1, 20240 Rcrease rates-of pay by 2%,
«  An-additional-GWI ol up-lo—1%%-in-accordance-with-a-Cestof Living-Adjustment
{GOLA):

Eumently

Agreed to in Joint Caucus on the 21st day of May, 2026, at_2 ' 3o @.m/p.m.

Signed on behalf of HEABC Signed on behalf of the NBA
Jandes Suderman, Employer Spokesperson Jim Go ﬁ/ NBA S Sperson
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Effective First Pay Period After April |, 2025 (3% GWI)

B | T L T T e T T | e
First Year Vaas Third Year | Fourth Year| Fifth Year | Sixth Year |Sewenth Year| Eighth Year | Minth Year| Tenth Year
| ILPN E 49T 00 565500 577500 5.833.00 6,103, 0y 6,257 .0 5,430 00 6,554 00 6. 758.00 6.922.00
Ao AR, 338 3480 35.54 3655 17.56 3857 1947 20358 59 4260
Recognition Pay

IS Yearaf29.250 14 £ 88350 274113 5 85138 8025 50 B, 150,53 B8.353.76 8516825 6,820 38 & 544 50 7008 51
- . Sl 3438 35,31 IL07 3708 1809 3710 40,10 41.11 4212 4313
571350  BATING|  5geid8|  615680| 621983| 648375 BE825|  B1038| 697450 713083

) Tar s3I0 riows 35.16 36,13 3687 3758 3689 3950 +0.50 KT 4291 FIET
580575 604333 | 610383 |  632773| Ba4siBE| 665600 BEIBED | 658263 | 7.14673| 731088

P el R T 3611 319 3793 B34 1895 40.9% 1.9 497 4358 4459
6, 101,88 B8.259.50 637975 6. 543.83 8, 708.00 BAR2.13 7034 .63 7887 7.362 .88 ¥.527.00

30 Years/S8.500 res 1852 3926 40T 4118 4139 4319 44 30 4531 46,33
ILevel 2 (LPM) 5.T24.00 5. 28500 B0 1600 £.180.00 6,344,000 £,508,00 B.ET1.00 6,835 00 5,959.00 7.163.00
W 3624 70 803 190 40,05 4108 4106 307 .08

Recognition Pay

5,809 33 587513 E,101.88 B, 265.00 BA3013 B, 554 25 6755, T5 [ )LE 708500 T.249.13

5% 150 1578 A6TT IT55 IH 54 1957 4058 4] 58 42 59 43,60 44 Kl
593938 6.10813| 623188  6.39600| B5B0.13| 672425 BEBAT5 | TOS0BA|  721500] 737943

L 0 36,55 3757 3835 39.34 4037 4138 4138 4339 +4.40 4541
11163 827738 6404 13 6.568 25 B,.732.38 0 ] 05000 T.223.13 TA87.25 7.55138

%Y 750 Hours 376l B&aT 941 4047 41 41 4T 44 41,44 445 45 45 45 47
5.32775| BABAS0|  662035| 6.78438| 693850 T112 63 727513 | 74M35| TE03m| 778750

30 Years/38.300 Hours B9 199% 40.74 4175 41 Tk 4377 a4 77 45 TH 4579 47 80




Effective First Pay Period After April 1, 2025 (3% GWI)

Incramant

Inererment Incremaent | Incrament | Inerement | Inerement | Inerément | Increment | Increment | Increment
First Year Year Third Year | Fourth Year| Fifth Year | Sixth Year |Seventh Year| Eighth Year | Minth Year| Tenth Year
800200  7,108.00 7 452,00 773300 | 800400 827500 8,546.00 881700 | 9.08700| 935800
[Lovel 3 (RNREN)* 4266 430 45,92 4759 49.26 50.92 5259 5426 5592 5759
Recagnition Pay
Toteaa| 728488 784811 781950 |  =090.a8 8,360.63 863200 800338 | 0417313 944450
b TameablD T Ao 4319 4483 26,45 812 4979 5145 5112 5479 SE45 5E.12
TA4B38 |  TA1488 767813 To4950| 822088 B AR063 3.762.00 003338 | 030313| 057450
Z .
Y a0 o 4359 4563 4715 4851 50.59 5115 5392 55.59 57.25 5292
TR0 63 T.587.13 7.EB50.38 812175 8,393.13 588288 883435 8208 B3 GATE 28 4 T46.75
25 VearsME 750 Howrs
45.05 46,69 4811 4958 5165 5331 1498 56,65 TE]] 5558
TEIBIE | 780825 8.086.50 833788 B.60025 8,870.00 9,150.38 042175 060150| 050203
FHLE - o 4638 802 4564 5131 5198 G464 56,31 57.98 964 ITED]
B235.00 B0 00 875300 g9.020.00 9,786 00 9 55400 2.821.00 10,088 00 10,3585 00 1082300
et A 50,68 51.27 5186 555 5714 879 60,44 6109 §1.73 65.37
H.-mlpdthn Pay
232163 |  M580.00 BAH 38 510650 | 937138 953550 go0763| 1017575| 1044225 107087
1 q Himirs - - - :
bt qFT) 5160 5419 56,04 5767 5932 057 6161 6425 5.0
BAS1.E3 B, 1000 B968.38 B 23850 8501 .38 B.769 50 10,037.83 1030578 1057228 10,838 78
0 Y eare 39000 Hours
. S2.01 E1.ED 5E.19 5584 B 4T B0 12 &1L.TT 63141 6508 &5.70
BEZIBE| 888135 5.140.53 GADBTE | 967G B.941.75 1020068 | 1047800 1074450 1101100
= ) . . . ;
e (S T LA 53.07 5466 56,15 5790 5953 5118 6283 G4 AB 12 176
8, B0 00 9008 38 8356 TE G624 28 T 10,147 68 10, 426,00 1065413 10, 96063 11,227.13
Ll et s 440 595 5758 1921 608 6251 T 53| 6745 59,09

*irckedes Lcersed Groduote nurses, wivch are defined by the Collepe of Repistered Murses of Britigh Columiso & “nuvies pronced LGN reprisroton in BC peror 1o
Ot [, 1990 An LGN repritrant may perform or provde servioes a3 they ore o registered ruse registront ™




Effective First Pay Period After April |, 2025 (3% GWI)

IscreEment Increment | Increment | Increment | Increment H'mm Increment | Increment | Increment
First Year iv.“.-“l - Third Year | Fourth Year| Fifth Year | Sinxth Year |Seventh Year| Eighth Year | Minth Year| Tenth Year
B.768.00 8.027.00 B2E5.00 8,552 .00 820,00 1008700 10, 355,00 1062 1.00 10, BB 00 1115600
[Level 5 {HH : 1% 5555 57,14 58.7E 6043 &2.07 63.72 6536 [T 1] BE &S
Recognition Pay
o Lol gesass| omsoo| eareas o788 | os90800| 1017250]  104s082| 1070713 10sTIEA| 1924078
T3 Ll oty 5449 5608 5747 5931 80,56 62 80 £4.25 85 89 6753 89.18
20 Years 39000 H 858453 924300 9580138 Q. TET A8 10,0508, 00 10 302 &0 10, 57083 10,837 13 11,1008 53 11,3?1.'?3-“
b b el 55.29 5488 5847 8011 8178 61,40 8505 86,69 [TEE] 4998
2T Years 48 750 H g 158 88 S41528 9E7TIEI 084013 10,208 25 1047475 10,742 B3 11.000.38 11.275.68 11 544 (6
— e TR 5704 59.53 6117 §1E7 [y 6611 5175 £919 7104
937300| 053138| OB8575| 1015625 1042438| 1060088  1095900| 1122550 1145200| 1176013
30 Yearsf58.500 Houwrs 5768 5937 056 6150 4 15 6579 5744 59,08 707 7237
B 124 00 GURED 0 SE41.00 9,208 .00 10,174.00 10,442 .00 10,708, 00 10,87 7.00 11,243.00 11,511.00
Level & {HH'IHFH] BL 1% E1.74 59.11 057 Bh2&l E4.1E 6550 G755 &909 ThHE4
Recognition Pay
021050 | ossess| e7er2s|  osears| 1026028 1052838 wreass | 1108300 1133880 1150783
1 Taural 230 Hours 5668 58.27 59,06 6150 63.14 TR 0643 68.08 6971 7137
5340 80 9,808 A8 BAST.25 10 123.75 10,350, 25 10,658 .38 10,524 88 11,193.00 11.458.50 11,727 83
SR e 08 Mo 5748 5807 60,64 £230 6194 6559 67,21 G880 7051 L7
951275| 977113 1002050 1020500 1086280 1083053 | 100713 | 11,36625 | 1163175 1180980
&5 Tewif4l. /i Hours 58,54 6013 6172 6336 45,00 .55 58,29 5954 7158 7303
9. 72888 QST 2L 10,245 53 1081213 1077863 11,048 75 11.313.25 11, 581 28 11,847 28 12.115.00
N Yewrsitoi Houn 5987 5146 63.05 469 56,33 6758 59,62 TR 7291 74.56




Effective First Pay Period After April |, 2026 (3% GWI)

Increment
Increment | Increment | Increment | Increment | increment | Increment o Increment | Incrament | Increment
First Year |Second Year| Third Year | Fourth Year | Fifth Year | Sixzth Year Vass Eighth Year | Ninth Year | Tenth Year
Ll [LPH_:I £ 662,00 £ 82500 £ 948100 6 117.00 528600 6,455.00 8.623.00 819200 B.581.00 7.430.00
3484 J5.85 3560 764 38.68 3T 40.76 41 B0 42 B4 41,68
Recognition Pay
5 75084 £.915 00 6,036,688 6,205 88 6.374.BR £,543.83 B8.712.88 £.581.88 7.050.88 T.M0.88
15 Years29,250 Hours
3539 36,40 715 38,19 39.23 4027 41.31 #2135 43,39 44 43
5884 13 6 04E.25 B.170.13 6.338.13 850813 BETT.13 BB46.13 TO01513 718413 T7.353.13
0 Tears(39 0600 H :
prg] 36121 7.1 3797 3901 40.05 4109 an 4317 4421 4515
806128 8235 38 §.347 25 8 51825 5885 D8 B A54 35 702325 718225 7.381.25 T.530.26
¥earzi48 T50 H.
L 8,750 Hours 3730 38.31 1906 4. 10 40.14 43 |5 43 ¥} 4476 45,30 #4534
6,283 88 6445800 £ 560 85 £,735.88 6,907 68 7.075.84 7.245 B8 T.414 84 7580 A T.752.88
30 Yearsi58, 5900 Hou :
= A8.67 3968 40,43 4| 47 4151 4355 44,59 4553 45 57 #1710
Level 2 (LPN) 5 896,00 6.066.00 6, 186.00 £, 365,00 B,534.00 B, 703 .00 B.ET1.00 7.040.00 7.208.00 7.ATB.00
36,28 iT33 3B |3 T Hp.21 41,25 4128 4332 44 36 45 40
H:-n-r_-nlnil:id-rl F:'r
5,584 BB 8,155.50 6,285 50 6,454 50 8,623 .50 8782 80 6.555.88 712885 T.247 83 T, 466688
15 Yearsf29,250 Ho : :
e 316,83 J7.88 JB.68 9T 40176 4 .80 41 B3 43 87 4491 45.95
611813 B, 200 75 541875 TR E] B, 75675 525 TS T.093.13 726213 7.431.13 TED0.13
T, 9,
i 37,65 3870 39.50 40.54 4158 4162 4165 4469 4573 4677
205 25 B, 465 88 6,505 88 B, 764 B8 6,931 B2 7.102 88 727025 743528 7 GOR SE TITT.08
25 Yearsf48, 750 Ho - . -
= = T4 ik 40,59 41,63 41ET 43.71 44,74 45 78 45 E2 47 B&
G.517.08 G, GE0.S0 6,818 .50 G.907.50 7.156.50 732550 T &892 B8 7651 88 7.830.68 7.939.68
0 Vears/58. 500 Ho
e s 40.11 4116 41.%6 43,00 44.04 #5308 45,01 47.15 48 19 49 F3




Effective First Pay Period After April |, 20256 (3% GWI)

1 nt
Incrernent | Incramant | Incrament | tncrement | Incremant | tnerement ':':; Incremant | Incramant | Increment
First Year |Second Year| Third Year | Fourth Year| Fifth Year | Sbcth Year o Eighth Year | Minth Year| Tenth Year
7.140,00 7.414.00 7.686.00 7.96500 | 6.244.00 8.523.00 8,802 00 908200 | ©.35000| B.639.00
i
Level 3 (RN/RPN)* 43.94 45,62 4730 45.02 50.73 5745 5417 5589 57,60 59.32
Recognition Pay
IS Years/29.250 M T.229.583 7 50283 7. 77583 8.055.13 8,333 00 8.612.50 B,AG2 30 9.171.50 89445 %8 8. 72868
o it 4449 4617 4785 4957 51.28 53,00 5471 Sh.44 58,15 59 &7
7.362 68 7 635,68 7.006.68 8.188.38 | 646625 B.745.75 8,025 25 930475| 9.58263| 986213
Y 9 H
20 Yearsl 39,000 Hours 4531 4699 4667 50.39 5210 53.82 5554 5726 5897 60,69
ST 754000 71300 3.086.00 BIE550| BS4138 892288 920238 G4B188| 9.75375| 1003025
” e 46.40 4808 45.76 5148 53.19 5491 56,6 5835 60.06 6178
30 Years/S8,500 H T.TE2E3 806663 8 30863 858813 B B&E.00 8,145 50 9.425.00 8,704 50 £.682 38 10, 261.88
- o 2177 49,45 51,13 5285 5456 56,28 5800 £9.72 &1.41 £3.15
8 482 00 B r49.00 90600 6,261 .00 8 565 00 9,841 00 10,116.00 10,363 00 10,667 .00 10,942 00
1
et bt 52.20 5184 55,48 57.18 58.84 £0.56 6225 6395 5564 67.34
Recognition Pay
8 ET1.88 B 838 36 O 104,88 8.381.13 0654 13 9930.38 10, 20:5.00 10.481.25 10, 755,88 11.032.13
R TN S SN 5275 54.19 56.01 57.73 59.4| FTRT 6280 £4.50 66,19 6769
870513 BET1 B2 9.238.13 951038 | 978738 | 1006353 1033825| 1061a50| 1088813 | 1318528
Tl i 5357 5521 56,85 5855 5023 5193 6362 6532 6701 6871
B ER2 25 9 148.75 b415.25 9,691.50 9,964, 50 10,240.75 1051534 10,781 63 11,066 25 11.342.50
ears48. 7
25 Yearsi6,750 Hours 54.66 56.30 57.94 55,64 51,32 61,02 647 664l 68,10 69,80
R, 5,104,860 937138 9.637 80 991413 | 10.187.13| 1046338 | 10,73800| 11.01425] 11.28888| 1156512
o 5603 5767 59,31 61,01 62.69 64,39 66,08 67.78 6947 7117

*lrachrdes Liceased Graduate murses, which ore defined by the Collepe of Repstered Murses of British Columbéa a3 “nurses granted LGN repstration in BC prior to
Oct I, 1990. An LGN registrant may perform or provide services os they are o repitheresd nurse regisiront.”




Effective First Pay Period After April |, 2026 (3% GWI)

Increment

Increment | Increment | Increment | lncrement | Inerement | Increment PRI Increment | Increment | Increment
First Year |Second Year| Third Year | Fourth Year | Fifth Year | Sixth Year Yaar Eighth Year | Ninth Year | Tenth Year
0.03100| 929600 0.564.00 983000 | 10.11500| 1030000 | 1066600| 10.040.00| 11,21500| 1149100

Level § (RN/RPN
( ) 5558 57.12 58,86 50,55 6225 6394 £5.64 67.32 69,02 7071

Recognition Pay
e e 912113 | 938782 965413 age7s5| 1w0z0500] to4reea| 1o7sses|  11o0mses| 1130s13| 1157978
o st 56.13 5777 59.41 61.10 6180 64,49 6619 6787 59,57 7125
3 Years/3%.000 Hours g 254 38 8,520,868 B, 787 38 10005200 10,338.25 10,612.68 10,E80.13 11,182,413 11,434,238 14, 713.00
: 5695 58.59 60.23 6192 63.62 6531 7.0 68,69 7039 7108
8,431 50 3,698.00 996450 | 1023913| 1051538 1079000 | 11.08625| 11,33825| 1161550] 1180013
T 5804 5968 6132 63.01 64.71 66,40 &8I0 49,78 71.48 7317
0,654 13 802063 | 1018713| 10461751 1073800 1101263 | 11.28888| 1156188 1183813] 1211275
H Yoo Houry 59,41 5108 4269 64,38 5608 67.77 947 7115 7285 7454
5.353.00 4 65300 5,93:0008 10,205 00 10,470.00 10.755.00 11,030.00 1130800 11 58000 11 858 0O

|Level & (RM/RPN '

ol e ) 57.83 59,44 ART 6280 6449 £6.18 6788 $9.58 7126 7196

Recognition Pay
9,488.75 975163| 1001875| 1029438 105es00| t0me3sa| wriees|  1iaeera| nisesaa| 1104538
15 ¥earsi29, 290 Hoors TEL 50,01 5166 5335 65.04 6673 68.43 0,13 T8l 7351
GE2000| 988488 1015200 1042783 10.70225| 1097688 1125313| 1152038| 1180238| 12078683

¥earz/39 H
A 000 Hours 55,20 60,83 6248 6417 65,86 6755 69.25 70.95 7263 7433
878713 10,062.00 1033013 10,604. 75 1067538 11,154.00 1143025 11, 706.50 11.979.50 12.255.78
S Vel ST Howey 8029 61.92 63.57 65.26 66,95 4B 64 7034 7104 371 7541
D0875| 1028463| 1055275| 10R2T38| 1100200 1137663 | 1185288 1192913 | 1220213 1247838

T

30 Years/58.500 Hours 6l 66 5129 £4.94 5663 58,32 0.0 TTE]] 7341 75.09 7679




Effective First Pay Period After April 1, 2027 (3% GWI)

Inerement | Increment | Inerement | Increment | Increament | Increament 5 . Incremaent | Increment | Increamant
First Year |Second Year| Third Year | Fourth Year| Fifth Year | Sixth Year i Eighth Year | Minth Year | Tenth Year
Level 1 (LPN 5.832.00 5.000,00 6, 126.00 6,.201.00 6.475.00 6. 6458.00 6,622.00 5,996, 0 TAT0.00 7.344 0D
( ) kLY ] 16,92 7. £ 3585 40,92 4].98 4305 44 13 45 1%
Recognition Pay
552313 6,080, 50 6,217.25 B,352.75 B, 566,63 8,740,530 6,812.75 708663 7,260 .50 7434 38
15 Yearsf28, 150 Ho
- g 3645 3748 16 39,34 2041 4148 4154 436] 68 4575
20 Years 19,000 H £,055 .63 &,227.00 8,353.75 B,520.25 8,703.13 B6.B7T7.00 7,049 25 729313 7.997.00 7,570.88
i st 728 3832 39.10 40.18 41.25 272 43138 44.45 4552 4659
6.243.25 GA410.63 6,537.28 6,712.68 6,886 15 T.060.63 T.aa B8 740675 T 58063 7.754.50
25X 0,130 Hoas IB4r 1945 +.23 4131 43 I8 4345 44 5] 4556 46 &5 4F TE
647238 6.6%9.75 6, 76650 6,842 00 T.110.88 T.289.75 746200 763585 7.809.T5 7.883.63
T H
30 Years/38.500 Hours 1983 #{LBk 4 | &4 41 FE 43,19 4486 439 4699 48,06 4913
lLavel 2 I:LPH] &, 07300 5.248.00 838200 6.558.00 8,730,000 &, 904,00 T.077.00 7.251.00 742500 7. 500 00
3737 3845 19.27 0. 34 4 .42 41 4% #3155 A4 61 45 6% 45 T4
Recagnition Pay
816383 §339.13 B472.38 B, 5458 25 BE&21.75 B.0995.63 78788 7.341.75 T.E1563 7,685 50
Lk et kicain 1753 19481 983 40,90 4198 4308 44,11 45 18 4525 47 33
630013 EATS5.63 6,608 88 6 TELTS 6,958 25 713213 730433 TATE.25 T.652 13 T.826.00
20 Vesarsf3%,000 Howr
» 87T 3985 67 41.74 4182 43,89 44,95 45,08 47,09 48,16
§.483.75 665925 6, 75250 6.905.38 T.141.88 T.315.75 7 46800 T.681 B& 783575 8.005.63
b 1590 # 98 4 B0 41 87 4395 45 0F 45108 4715 43 ¥ 49 39
30 Years/S8.500 H 6. 71288 E.888.33 7.021.63 718550 TAT1.00 T.544 88 771713 7561 00 8064 88 B.238 75
e e 41.31 4239 4121 44,28 45.36 46.43 4749 4855 49.63 0,70




Effective First Pay Period After April 1, 2027 (3% GWI)

Inerement
Incremant | Increment | Incrament | Increment | Incremaent | Increment | o T | Increment | Increment | Increment
First Year |Second Year] Third Year | Fourth Year| Fifth Year | Sixth Year e Eighth Yoar | Minth Year | Tenth Year
7,354.00 7,636.00 7.817.00 820400 849100 B,779.00 8,066.00 935400| OS4100| 992800
1 -
Level 3 (RN/RPN) 4526 4699 4871 5049 5225 5402 55.79 57.56 59.33 1,10
Recogmition Pay
7.445.75 7.726.E8 8,008 O 829563 8.581.63 g,869.25 8 156.E8 8 444 50 S TI2 A3 10,018. 75
IS Years/29.250 H
ks 4582 4755 49,28 51,05 5281 458 56,35 B2 59.8% 61,66
758225 785338 B.144.50 B43213| 8718.12 9,005.75 9,293 30 5.58100| 0B5863| 1015625
20 Years/39,000 H
oo 46.66 4839 50,12 51.89 5165 55.42 57.19 5696 60.73 6250
7.76588 |  B.O47.00 B.326.13 BE15.75| B.801.75 916938 | 9477.00 976463 | 1005225 1033088
25 Years 48750 H. :
oy 4779 1952 5125 5302 5478 5655 58.31 0.0% 6186 63.63
T9500| 827612 B.557.25 BE4a88| 912088 941850 970612 800375 | 1028138 | 10,560.00
0 Years! H: = - : : - :
58,500 Hours 4520 50.93 5266 54.43 56,19 57.96 59.73 61 50 6327 6504
B735.00 9.011.00 5.286.00 S5T000] 985200 1013600 1041900] 1070400] 1088700] 1127000
Level 4 (RNIRPN) 53.76 55.45 57.14 5889 60,63 6138 6412 6587 57.61 9,35
Recognition F'I:r
BEE2T.00 8, 101.63 8.376.25 8 66063 9,943 38 10,227.75 10,510.50 10,794 .88 11.077T.63 11, 360238
IS Years/29,150 Ho :
b 54.32 56.01 57.70 5945 6119 62.94 64.68 6643 5817 5991
B.563.50 9.238.13 851275 9,797.13| 10,079.68 10.364.25| 10647.00| 10831.38| 121413 1149688
20 Years/39,000 H ' :
o 5516 5685 BG4 6029 6200 63.78 6552 67.27 69,01 70.75
Bl 8,147 12 942175 9,506.38 998075 | 1028250 1054788 | 1083083 | 11.11500| 11397.75| 11.680.60
' rbral 56,29 57.98 55 67 6142 6316 6491 6665 5840 70.14 7188
T 8,376.25 9,650,688 9892550 | 1020088 | 1049262 10,777.00 | 11.088.75| 11,34413| 1162688 11.809.63
o il 57.70 59.39 6108 62.83 5457 66.32 68.06 6981 7155 71.19

*incudes Licensed Groduate nurses, which ore defined by the Coliepe of Repistered Murses of Britsh Columbsia as “murses gronted La"-qu.hraﬁmmﬂl: Do e
Oer f, 1990, An LGN regrierant mdy pedorm or provide serwced as they are g repretersd Ao registrant”




117

Effective First Pay Period After April |, 2027 (3% GWI)

Increment

Increment | Increment | Inérement | lacrement | lnérement | lncrement P Increment | Incremant | Increment
First Year |Second Year| Third Year | Fourth Year | Fifth Year | Sixth Year Ao Eighth Year | Minth Year | Tenth Year
B, 302 0 857700 9.851.00 10, 134,00 10.418.00 10,702 00 10,288.00 11.288.00 11.551.00 11,838 00
Level 5 (RNAFN) 57.24 58.94 60,62 6236 &4 11 6586 5751 59,34 71.08 7184

Raecagnition Pay
939250 | oseaTs 994175 | 10zms50| 1osesss|  io79azs|  iomrea| 1138875 114180  s1g27s0
TR 57.80 59.50 6118 6192 64.67 66,42 6817 §9.90 71.64 73.40
9.520.00 0 B0S5, 25 10,078.25 10.351.00 10,645.38 10.828.75 11.214.13 11.495.25 11, 7780 12064 00
20 Vaaws/35,000 Hours 58.64 6034 6202 63.76 65,51 67.26 59.01 70.74 7148 74.24
571263 GOBAEE| 1026188 1054463| 1082900| 11.11338| 11397751 1167BBB| 1108163 1224763

25 Years48, 750 H.
= Be o 59.77 6147 63.15 64,89 66,64 68,39 70.14 087 7361 7537
084175 10,218.00 10,461.00 10,773.75 11,05813 11,342.50 11,626.88 11.808.00 1219075 1247675

30 Years/58,500 Hours

8, 61,18 6288 6456 66,30 8,05 £9,.80 7155 7328 75.02 76.78
o ERD.00 9.953.00 10,228 0O 1051100 10,793.00 11,078.00 11,361.00 11.645.00 11.227.00 12 212.00
Lavel 6 (RN/REN) 59.57 5125 5254 6468 5642 8817 €991 7156 7340 7515

Recognition Pay
et 677113| 1004413 1031875| 10e01s50| t08saz5|  mese3| 1iasiae|  i7ass| 1zowssa| 1230288
it b 60.13 6181 63.50 65.24 66.98 68.73 7047 7112 7396 7571
6,807 63 10168063 10,4955, 25 10, 738.00 11,020.76 11,3058.13 11587 88 11.872.3% 12,155.00 12,459 33
bbbl 097 6165 5434 .08 5781 6957 7131 7306 7480 7658
10.081.25 10,384 25 10.838.88 10,521,683 11,204.38 11 48B.T5 11, 771.50 12.055.88 1233883 12 823 00

35 Years 48750 H
Srsi$0.750 Howrs 210 63,78 6547 &7.21 58,95 70.70 7244 74.19 7593 7768
1032038 1059338| 1085800| 11.15075| 1143350| 1171788 1200063| 1228500 12.567.75| 1285213

30 Y earw'58, 500 Hours

R, 5351 65.19 66,88 68.62 70.36 211 7385 75.60 77.34 79.09




Effective First Pay Period After April |, 2028 (3% GWI)

Incremant
Increment | Increment | Increment | Increment | lncrement | Increment : Increment | Incremant | Increment
First Year |Second Year| Third Year | Fourth Year | Fifth Year | Sicth Year s Eighth Year | Ninth Year | Tenth Year
Lavad 1L500 #,007.00 5,180,00 8,310.00 B.45000 |  6,569.00 8,848 00 7.027.00 720600 7385000 7.564.00
1697 803 1883 39.94 4104 42,14 43124 4434 4545 46,55
Recognition Pay
e £,101.88 5,274.13 6,404.13 658450 | 7328 8.842.00 712075 720850| 747088| THsEE3
kol e izl 3755 61 35,41 4052 4162 4171 4382 4492 4603 47.13
R e B.243.25 5.415.50 §.545 50 672588 | 600463 7 08338 726213 TA40E8 | 762125| 780000
1842 19.48 40.28 4139 4249 4159 4469 45.79 46.90 48.00
25 YearsE 750 H 6.421.75] 6.504.00 B,734.00 691438 | 7.080.13 TZI1.88 | 745063 762038 | 780075| 7.006.50
- ity 39.58 40,64 41,44 4255 43.65 44.75 45 85 46.95 4806 49.16
666738| 682063 5.969.63 715000 |  7.328.75 7 507,50 768625 786500 | 6.04538| B.224.13
e 4103 4209 4189 44.00 45.10 46.20 47.30 4840 4951 50.61
S 625500 643500 6.573.00 6.753.00] 683200 7.111.00 7.289.00 7.46800| 764800 7.827.00
vel 2 (LPN) Tr) 39,60 4045 4156 4166 4176 4486 4596 47.06 4817
Raecognition Pay
634888 | 652025 6.567.38 6.84775| 7,026.50 7,205 25 7.384.00 756275 | 774180| Toziea
IS Years2%.256 Hours 3907 4018 4103 4214 4324 4434 4544 4654 4764 4875
649025 | B67063 5.608.75 88813 | TAGT.88 7 346,63 7.525.38 70413 | 188288| 806325
wara 19
L N 1994 4105 4190 43.01 44110 452 46,31 47.41 4851 49,62
8 E87E.TS 6,659.13 B.B9T 25 717763 7.356.348 .535.13 T.r13.88 T.892 63 8.071.28 B.251.78
35 Ters 8750 Houes 41.10 4221 43.06 44,17 4527 4637 4747 4857 49.67 5078
6.014.28 7.084.75 7.232 88 741325 | 759200 7.770.75 7.945.50 B12825| B8307.00| 843738
30 Years/58,500 Hour
. 4755 43 64 44.51 45 62 4571 47 .82 4892 55,02 51,12 52.23




Effective First Pay Period After April |, 2028 (3% GWI)

T
Increment | Increment | Increment | Increment | Increment | Increment hml::t Increment | Increment | Incremient
Firit Year |Second Year| Third Year | Fourth Year | Fifth Year | Sixth Year Yaie Eighth Year | Ninth Year | Tenth Tear
7.575.00 7865 00 815500 845000 | 874600 804200 933600 963500 ©993000| 10.22600
Level 3 (RN/RPN)*
{ ) 1662 1840 50,18 5200 5182 5564 5746 59.29 FTRI 0293
Recognition Pay
A 1e7000| 795028 8,248 50 8.54425| 824000 13575 | 943150 gr2e88 | 1002483 | 1032038
ot 4720 4898 50.76 5158 54.40 $621 S804 S9.87 1 6% 5351
781138 | 610063 538068 B69563|  B.0B138 8277 13| 957268 BE7035| 1016600 1048175
20 Years/35,000 H
il 1807 4985 51,63 53.45 55.27 S7T.090 58,91 5074 6156 54,38
799588 | 28913 8.578.38 BE7413| 916988 94E583| 976138| 1005875 10.35450| 10.650.25
L #.13 5101 5279 5461 5643 5825 50.07 6190 &372 65,54
8.235.50 B 524 75 E.814.00 B.109.75 8.405.50 870125 B.E9T 0D 10,284 33 10.550.13 10,885 BE
30 Years/58,500 H
sk 50,68 5246 5424 5606 5788 59.70 5152 5335 £5.17 56,99
8.598.00 9, 281.00 9. 56500 8 &57.00 10,148 00 1044000 10, 732.00 11.025.00 11, 317.00 11 60800
4 (RN/RP :
Level 4 W) 5537 AT SBES 80,66 245 €415 5604 6785 5964 7143
Recognition Pay
o e g00188| 97463 9,660.00 005150 | 1024238| 1053488 | wosesrs|  1niiose| viet07s]| 1170163
w2, e 55.95 5769 5944 6124 53,00 6483 56,61 68.43 7022 7201
523325 951800 580038 | 1009288 | 1038375| 087625| 1086713 11281.25| 1155213| 11843.00
ety 5682 5E.56 0.3 1 611 63,90 6570 8749 6930 71.09 TLEB
042175 9 704 50 9 988 ER 10,281 38 1057225 10,864 75 11.155.63 11,449 75 11. 74D B3 12.031.50
Lo A0 Howo 5798 $9.72 5147 6327 65.06 5605 58,65 7045 7225 7404
30 Yeara/58.500 Hours |57 38 | 904073 | 1022450 | 1051700 | 1080788 | 1110038 T139125| iesesa| iiereas| vazeria
59.43 6117 62.92 .72 66,51 6831 70.10 7191 7370 75.49

*Includes Licensed (voduate nurses, which are defined by the Colepe of Repitened Nurses of Brbsh Columbda a3 “auvses granted LGN reputratien i B.C prior 1o
Oee |, [990. As LGN regiscrant may perfonm or previde sendces o they are o repistersd nurse regstrant”




Effective First Pay Period After April |, 2028 (3% GWI)

Increment

Incramant | Increment | Incremant | Incroment | Inerament | Incrament e Incrament | lncremant | Inerament

First Year |Second Year] Third Year | Fourth Year| Fifth Year | Sixth Year i Eighth Year | Minth Year | Tenth Year

958100| 085400| 10.147.00| 1042800( 1073100] 11.02300| 11.31800] 11.60800| 11.89800| 1219100

Level 5 (RN/RPM) B9 50.70 5244 6423 66,04 67.83 £9 64 71.42 71 7502
Recognition Pay

4 EB75 25 8858 00 10,240.75 10,531.63 10,825.15 11.116.683 11,410.75 11, 700.00 11.892 50 12 78500

15 Years/i?,250 Hours 59,54 61.28 63.02 6481 66,62 6841 7022 7200 73.80 75,60

20 Years39.000 H B.616.63 10,068 35 10,362 13 10.673.00 10,867.13 11,258.00 1155213 11,641.38 12.133.68 12.426.38

L 6041 6115 63,69 65,68 6749 69.28 7109 7187 T4.67 T6.AT

25 Yeurs/48.750 Hours | 1000518 | 1028788 | 1057063| 1086150| 1115563 | 1144650 1174063 | 1202988 1232238 1261488

6157 63131 5505 6684 58.65 70.44 7215 7403 7583 7763

1024075 | 1052350 | 1080625 | 11,087.13| 1139125 | 1188213 11.97825| 1228550 1255800 1285050

AP o 63.02 6476 56,50 6829 70.10 7189 73.70 7548 7728 75.08

9970000 10,352 .00 10,535 .00 10,836.00 11,117.00 11,410 00 11,702 .00 11,9594 00 12, 285 00 12, 57800

Level & (AN/RPN) 135 6300 6483 6662 8.4l 70.12 7201 7181 75.40 7740
Recognition Pay

10,063,632 10,248, 38 10E29.13 10, 930.00 11,210.88 11.505.00 11, 785,83 12.088.38 1237925 12.871.7T5

I3 Ny 210 Hows 61.93 6167 6541 47.20 58.99 70.80 7259 7439 76.18 77,98

20 Yeara/39.000 Homs | 1020500 | 1048775 | 10.77050| 1106138 1135228 N G46.38| 1190725 12.22975| 1252063 1281313

6280 6454 66.28 58,07 5986 7167 7346 7526 7705 7865

10,303 .50 10,676.25 10,850.00 11,240,868 11,540.75 11,6834.88 12,125.75 12.418.25 1270813 13,001.63

o Y oarSR T Lo 6196 55.70 &7 44 §9.13 7102 7183 7462 7642 7821 2001

1062913 | 1091185 | 11,19463| 1148550 | 11.776.38| 1207050 12.398138| 12,65388| 12.94475| 1223725

I e 65,41 6715 58,89 70.68 14T 7428 76.07 7787 79.66 8146




Special Wage Rate Schedules for Pine Free Clinic Nurses

Effective First Pay Period After April |, 2025 (3.0% GWI)

Increment

Increment | Increment | Increment | Increment | Incremenc | Increment R Increment | Increment | Increment

First Year |Second Year] Third Year |Fourth Year| Fifth Year | Siah Year ear Eighth ear | Minth Year | Tenth Year

Hﬂn‘tﬂ}" Rate 7.337.00 762500 701000 E 180,00 B 451 00 BT22.00 8 8692 00 9 283,00 9 534 00 9 805 00

Hourly Rate 45.15 4691 48.68 5034 5201 53.67 55.34 57.00 58.67 60,34
Recognition Pay

15 Years/29.250 Hours | 742300| 771063 | 7.99663| 826638 853775| 8807.50| 9.07888| 9.34863| 962000| 989138

4568 47 45 45921 5087 5254 5420 55.87 5753 59.20 G087

7.553.00 7.840 683 8.128 83 B.358 18 B.BET.TH B.937 50 9. 208.88 Q47883 S750.00 | 1002138

AL Te =S o 4648 48.25 50.01 51.67 53.34 55.00 56.67 58.33 60.00 61.67

¥ 2525 801288 8208 BB 8 5588 83 8.5840.00 8.108.75 838113 8 650 58 ge22251 10.1983.63

TSR 0.10 ot 47.54 4931 51.07 5273 54.40 56.06 57.73 59.39 51.06 62.73

784198 | B22000| 851500| B878475| 9.096.13| 032588| 0658725| 0.867.00| 1013838 | 1040875

S aES Y o 1887 50.64 5140 54.06 55.73 57.39 59.06 50.71 6239 4.06




Effective First Pay Period After April |, 2026 (3.0% GWI)

Increment

Increment | Increment | Increment | Increment | Increment | Increment : Increment | Increment | Increment
First Year |5econd Year| Third Year | Fourth Year| Fifth Year | Sicth Year s Eighth Year | Minth Year | Tenth Year
Maonthly Rate T.E5T_0O0 T 854 00 B 147.00 8425 00 & 70500 B 984 00 8.262.00 9 541 .00 8,820,000 | 10,089.00
Houwrly Rate 46.50 4833 50.14 51.85 53.57 55.29 57.00 58.71 6043 6215
Hacugnitiun I’I.3||I
764583 7,943 00 B8.237.13 8,515.00 B8,794.50 8.074.00 89.351.88 8.628.75 58908251 10,188.75
15 Years/29,250 Houwrs
47.05 48.88 5069 5240 5412 55.84 57.55 59.26 G598 &L 70
7.778.58 8,076.25 B.370.38 B 548 25 B.G27.75 8.207.25 843513 9.763.00 | 1004250 | 1032200
0 Years 39,000 Hours
47.87 45.70 51510 £3.32 54.94 5666 5837 60.08 &1.80 63.52
F.956.00 825338 8.547.50 8 825 38 9,104 88 5 384 3B 958225 884013 | 1021963 | 1049913
25 Years/48, 750 Hours
4896 50,79 L6l 54,30 56.03 5T.75 59,45 &7 G189 ey
8178 B3 8. 478.00 8,770.13 0 048 00 g 327.50 g9 607T.00 S884 88 | 1016275 | 1044225 | 10.721.75
0 YearsS8,500 Hours -
5033 5216 53.97 55.68 57.40 5902 6083 62.54 &4, 26 65,98




Effective First Pay Period After April |, 2027 (3.0% GWI)

Increment | Increment | Increment | Increment | Increment | Increment Mot increment | Increment | Increment

First Year |Second Year| Third Year |Fourth Year| Fifth Year | Sixth Year Year Eighth Year | Minth Year | Tenth Year

Monithly Rate 7. 784.00 B, 08000 8,391.00 B,678.00 8,966.00 8,254.00 9,540.00 582700 [ 1011500 | 10402.00

Hourly Rate 47 590 45 78 51.64 53.40 5518 5695 58.71 G047 6225 &4.01
Recognition Pay

IS Years/29.250 Hours 7.874.75 B,180.25 B 482 50 B,T68.50 8,057.75 9,345,538 9.531.38 281738 | 1020683 | 10,452,632

48.46 50.34 52.20 5396 55.74 57.51 59.27 61,032 &62.81 &4.57

8.011.25 B.316.TH B.619.00 8,805.00 8,184 25 448188 76768 | 10053.88 | 1034313 | 1062813

U RE G 4530 5118 53.04 54.80 56.58 58.35 60,11 6187 63.65 6541

25 Years/48.750 Hours 8,154 88 8.500. 38 8.802 653 8.088.83 0. 377.88 8.665.50 8951.50 1 10237.50 | 1052675 | 1081275

50.43 5231 5417 55.93 57.71 59.48 61.24 63.00 64.78 66.54

30 Years/S8500 Hours 842400 872050 903175| 9831775 960700 o.89463| 1018083 | 1048883 | 10,755.88 | 11,041.88

51.84 53.72 55.58 57.34 59.12 50,89 6165 &4.4 | 6619 6795




Effective First Pay Period After April |, 2028 (3.0% GWI)

Increment | nerement | Increment | Increment | Increment | Increment : s Iht Inerement | Increment | Increment
First Year |Second Year| Third Year |Fourth Year| Ffth Year | Sixth Year i Eighth Year | Ninth Year | Tenth Year
Hthr Race 8.018.00 8.333.00 B 543 00 B.638.00 G 235 00 6 532 00 882600 | 140,122.00 | 1041800 10,714.00
Haourly Rate 4934 51.28 53.19 55.00 5583 S8.66 6047 6229 64.11 6593
Recognition Pay
811200 | 842725| 873763| 003175 032013| o62850| 092063 10216.38| 1051213 | 1080768
|5 Years/29.250 Hours
4992 51.86 5177 5558 5741 59,24 &1.05 62.87 64,69 6651
B 25338 8 58063 B.875.00 817313 8.470.50 9 TET.EB 10,062 .00 10.357.75 10,653.50 10,949 25
20 Years/39,000 H
. sl 50.79 52.73 54.64 56.45 58.28 60.11 5192 8374 65.56 67,18
B 441 88 875713 9 087.50 9.381.83 9,850.00 9 956,38 10.250.50 10,546.25 10,842 .00 1113775
15 Years/4B 750 Hours
51595 5389 5580 576l 59 44 &l127 6308 &4,90 &6,72 68 54
o B BE7750| 800275| 930313| ©950725| 589463 10182.00| 1048513 | 10.78188| 1107763 | 1137338
L 5340 55.34 57.25 59.06 60,89 £2.72 64.53 66.35 68,17 69.99




2025 Collective Bargaining in the Health Sector

Renewal of the 2022 - 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

MEMORANDUM OF AGREEMENT
Between:
Nurses' Bargaining Association
And:

Health Employers Association of British Columbia on
Behalf of the Worksites with Memoranda

Re: Extended Work Day/Compressed Work Week

27.05 Overtime Pay Calculation

(A)  Pursuant to Article 26.01 of this Memorandum, overtime at the rate of time and
one-half (1.5) will be paid on the following basis;

(1) for the first two (2) hours in excess of the daily full shift hours;

(2) for the first seven point five (7.5) hours in excess of the thirty-seven point
five (37.5) hours in one (1) week,

(B) Pursuant to Aricle 26.01 of this Memorandum, overtime at the rate of double
time will be paid on the following basis:

(1)  for all hours in excess of those worked in A1) above,;
(2) for all hours in excess of forty-five (45) hours per week;

(3) for all hours worked on a regular full-lime employee's scheduled day off,
and for regular parnt-time employees for all hours worked on additional
shift(s) to their regular schedule resulting in the part-time employee
working:

(a) (i) in excess of four (4) consecutive extended shifts where the
shift length is greater than eight (8) hours.

(ii) in excess of six (6) consecutive shifts where the shift length
is between seven point five (7.5) and eight (8) hours.

(i) in excess of five (5) consecutive shifts where three (3) or
more of the five (5) are greater than eight (8) hours in length.

(tv)] in excess of six (G) consecutive shifts where four (4) or more
of the six (6) are between seven point five (7.5) and eight (8)
hours in length.
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(b) more than two hundred twenty-five (225) straight time hours owver
the course of three consecutive bi-weekly pay periods.

Employees will not be entitled to overtime under more than one of (a) or
(b), where overtime premiums have already been paid under either of
these provisions.

Fursuant to Aricle 26.01 of this Memorandum, overtime at the rate of one and
one-half (1.5) times the appropriate holiday rate will be paid:
(1)  for all overtime hours worked on a calendar statutory holiday;,

(2) for all overtime hours worked on a day which had originally been
scheduled as a statulory holiday but was changed by the Employer with
less than fourteen (14) calendar days’ advance notice.

Effective the first pay period after April 1, 2027, overtime at the rate of double
liME will be gam on hnura |n &xc:ass -‘.}f the sch-adulad dﬂll'&" full shift hcurs wmlmd

For cl.anl-.r Ihis ﬂmwsbn ::Iu-es rn:rt sumrseda Amcla EE DT - Pand End ::-f Shrﬂ

Waork.

Agreed to in Joint Caucus on the 21st day of May, 2026, at 7 %< @;nf,lhfp.m.

Signed on behalf of HEABC Signed on behalf of the NBA

-

g s

James Sutierman, Employer Spokesperson Jinn
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 - 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

APPENDIX W
MEMORANDUM OF AGREEMENT
FULL-TIME STEWARD AND STEWARD AT LARGE POSITIONS

Full-Time Stewards (FTS)

In the interest of developing quality labour-managemenl relalionships the parlies have
agreed to the continuation of full-time steward (FTS) positions at the following locations:

Vancouver General Hospital 20FTE
Vancouver Acute & LTC UBGHespital 1.0FTE
Vancouver Community 1.0 FTE
Lions Gate Hospital 1.0 FTE
Richmond Hospital 1.0 FTE
BC Children's and Women's Hospital 1.0 FTE
Forensics and Comrections 1.0 FTE
St Pals Hespda— 1.0FTE
M5 doseph's dospaalb 1.0 FTE
Providence Health Care 2.0FTE
South Islands Community & LTC 1.0 FTE
Roya-Cotgrban-Hosprralb—— 20FTE
Royal Jubilee Hospital 1.0FTE
Victoria General Hospital 1.0FTE
Nanaimo Regional General Hospital 1.0 FTE
Kelowna General Hospital 1.0 FTE
Royal Inland Hospital 1.0 FTE
Varnon 1.0FTE
University Hospital of Northern BC 1.0 FTE
Royal Columbian Hospital 20FTE
Surrey 20FTE
Bumaby 1.0 FTE

Page 1 of &
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Abbotsford 1.0 FTE

Langley (wih Gty ) 1.0 FTE
Eagle Ridge (with Community) 1.0 FTE
Chilliwack (with Community) 1.0 FTE
e — —— 1.0 FTE
South lslapdHETE & Communily: — 1.0 FTE
Vancouver {Communityy - 1.0 FTE
Forensie Psyohiatric Hospital-and Forersic-Chmes — +0-FTE
Total 27.0 FTE

The parties agree that the twenty-seven (27) FTE allocation may be reviewed to provide
re-distribution of hours to meet changing needs. Such re-distribution will be upon mutual
agreement and will not exceed the twenty-seven (27) FTE allocation.

These positions are intended to:

= promote understanding between the Union and the Employer through improved
communications and relationships;

» provide leadership and mentorship to designated stewards;

« spend the majority of their time conducling union business;

e coordinate and assign duties and responsibilities of stewards as well as
perform such duties when deemed appropriate and necassary by the FTS;

« promote cultural safety and support the principles of diversity, equity and
inclusivity:

= work collaboratively to resolve workplace differences short of grievance and
arbitration; and

s track worksite issues and monitor trends.

Within one-hundrod-and twenty (120} days-of ratification, the parties agree to create
aAn additional four (4) province-wide full-time stewards te- will promote Truth and
Reconciliation, Indigenous-specific anti-racism _initiatives, cultural safety and diversity,
equily, and inclusion in the workplace. The Paries share an interest in_prioritizing
opporiunities for Indigenous employees to work in these positions.

ards- are entitied to up to a maximum of six (6) weeks of vacation
backfill. An amount equal to three (3) FTE have been allocated to Health
Authorities/Providence Health Care on a proportional basis for this backfill.

To minimize the impacts on patient care and contain the costs in providing backfill for
representatives, where issues arise with respect to backfill coverage, such issues will be
discussed between the parties.

Stewards at Large (SAL)

The parties agree to the continuation of the sevesteen-(44 eighteen (18) ssteward at
k-arge (SAL) positions; ene-from each of the respective Health Authorities/PHC in the

applicable regionasach-BCNU-ragion.
SAL positions will be allocated as follows:
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Coastal Mountain 1.0FTE

Richmond Vancouver 1.0 FTE

Central Vancouver 10FTE

Vancouver Metro 1.0 FTE

Shaughnessy Heights 1.0 FTE

Simon Fraser 1.0 FTE

South Fraser Valley 1.0 FTE

Fraser Valley 1.0 FTE

South Islands 1.0 FTE

Pacific Rim 1.0FTE

Comox & Campbell River 1.0 FTE*

North Wesl 1.0 FTE

Morth East 1.0FTE

Okanagan Similkameen 1.0 FTE

Thompson North Okanagan 1.0 FTE

West Kootenay 1.0 FTE

East Kootenay 1.0 FTE

NBA Constituent Unions 20-FFE 1.0 FTE

Total 18.0 48 FTE
Effective sixty (60) days after the ratification of the 2025-2029 Collective Agreement, the
Parti to 1, itional FTE by an asterisk (*].

The Parties agree that the severteen—{47)- egighteen (18) FTE allocation may be

reviewed to provide re-distribution of hours to meelt changing needs. Such re-
distribution will ba upon mutual agreement and will not exceed the severteen—{1-5

eighteen (18] FTE allocation.
These positions are inlended to:

= promote understanding between the Union and the Employer through improved
communications and relationships;

» provide leadership and mentorship to designated stewards;
« spend the majority of their time conducting Arlicle 6 work;

« work collaboratively to resolve workplace differences short of grievance and
arbitration;

= promote cultural safety and support the principles of diversity, equity and
inclusivity; and

» track worksite issues and monitor trends.
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SAL positions will be selected from staff of the Health Authority/Providence Health Care
site from within their region.

General

In the event that either the Health Authority/Providence Health Care or the Nurses’
Bargaining Association (NBA) have concerns regarding the effectiveness of the working
relationship at a particular location, the Vice President of Human Resources and the
senior NBA representative will meet to discuss the most appropriate means of
addressing the issues.

The effectiveness of the labour/management relalionships will be evaluated on a yearly
basis by a representative of the Union and the Employer through the examination of
factors such as the disposition of grievances, improved resolution of workplace
differences short of grievance or arbitration, as well as initiatives that have improved
communications.

The parties agree to support joint education on topics which promote the development
of quality labour/management relationships. In situations where facilitators/educators
are used, such cost will be shared equally by the Employers and the Union.

The parties agree to the following principles as they relate to the union-management
relationship and the application of the PCA:

a. SAL and FTS will normally be the first point of contact for Article 6 work subject
to their availability. Other worksite stewards will continue to perform work
pursuant to Article 6 as per the PCA.

b. The parties agree to use technology, where appropriate, (e.g., ZOOM,
teleconference) to allow incumbents to support remote sites in a cost efficient
and effective manner.

¢. Normally, one (1) union steward is required time off to perform work outlined in
Article 6.03 and 6.04 at the same time, unless otherwise agreed between the
Employer and Union at the local level. Notwithstanding, meetings should
normally have a similar number of attendeeas from the Employer and the Union.

d. In the event that the Union desires an additional person to attend for mentorship
or training, they may apply for union leave under Article 44.0 | (F).

Hours of Work and Remuneration

1. All positions are intended to be full-time and incumbents will be considered regular
full-time status while occupying the positions unless otherwise mutually agread by
the Union and Employer.

2. Hours of work are 37.5 hours per week on a regular schedule from Monday to
Friday, unless the parties (local employer and designated Union staff
representative) at a paricular location mutually decide otherwise. Agreement on
allernative arrangemeants will not be unreasonably withheld.

3. Daily hours of work will depend on the individual workload which may vary.
4. Schedules will be communicated 1o the Employer.
5. All positions will have a mutually agreed home site.
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10.

11.

12.

13.

All positions will be paid at Nurse Level 3, Step 10 of the wage rate grid while
occupying the position. Service for the purpose of wage increments in their original
positions will accrue and be credited upon their retumn to their original position in
accordance with the collective agreement. SAL and FTS will be eligible to receive
Year 15-30 Add Pay in accordance with Appendix WW — 2023 Wage Schedule
Adjustments.

In the event that an existing incumbent Is receiving a higher rate of pay, they will
be wage protected at their current rate of pay as long as they remain in the
position. Such nurses are eligible for any negotiated general wage increases.

Compensation is based on siraight-time hours and does not include overtime
worked within or attached to their original position.

Compensation for wages and premiums is based on the principle that incumbents
should not lose overall eamings as a result of filling one of these positions.
Incumbents will be compensated for all premiums that they would have been
entitled to in accordance with their original position except Article 28.04 - Short
Motice Premium while cccupying the position.

The premiums paid will be based on an average of all hours paid that attracted the
applicable premium within the 12 months immediately preceding the incumbent's
commencement in the position. In circumstances where the incumbent held their
original position for less than 12 months prior to commencement in the position,
the average will be based on the shonter period. The average will be paid on a bi-
weekly basis in accordance with the Employer's pay periods. Aricle 28.05 -
Reqular Premium entilement for existing incumbents as of April 1, 2023 will be
calculated based on the annual average hours worked by a full-time nurse pro-
rated by the FTE of their regular position with the Employer.

Incumbents should undertake o schedule their work so0 as not to incur overtime.
Overtime worked in the position must be authorized in accordance with the PCA.

Incumbents are permitted to accept nursing work offered by the Employer outside
their position which will be applied and paid as per the PCA, including at overtime
rates where applicable.

Any benefits that are not collective agreement rights but were in place prior to
starting in the position, such as parking, will continue as long as they are in affect
between the parties.

Agreed 1o in Joint Caucus on the 21st day of May, 2026, al z: % é.lplfp,m.
Signed on behalf of HEABC Signed on behalf of the NBA

James Suderman, Employer Spokesperson Jim d&n&ﬂﬁﬂeﬁemnn
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 - 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

APPENDIX A.2
MEMORANDUM OF AGREEMENT
ENHANCED DISABILITY MANAGEMENT - REGIONAL REPRESENTATION

An Enhanced Disability Management Program ("EDMP") was incorporated into
the collective agreement for the purpose of facilitating an employee centered, pro-
active, appropriate and customized disability management program for employeas with
occupational and non-occupational illness/injury.

The parties agree to the creation of twenty-twe- four (224) union disability
management representatives to support the coordination and promotion of the program.
These representatives will work in collaboration with the Employers Disability
Management Professionals to promote and coordinate best praclices with respect to
disability management, and will adhere to the roles and responsibilities of the union
representative as identified in the EDMP Policies and Procedures document.
Representatives will work under the direction of designated BCNU staff.

These representatives will be distributed by Region as follows:
VCH

FHA

PHSA

Providence

VIHA

IHA

12 NHA

1 Affiliate Sites

23  Vacation Backfill (with two from the Fraser Health Authority and one from
another health authority/PHC)

224 Total
The increase of total EM@MMI ta Menw-fﬂur {341

established in the 2025 — 2029 Collective Agreament will

On request, the paries will provide a list of their respectivea EDMP
representatives by region. Effective April 1, 2023, the affiliate representative will be
selected from a Health Authority/Providence Health Care.

f S S O R -
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EDMP representatives are entitled to up to a maximum of six (6) weeks of
vacation backfill.

The parties agree that the cost of the twenty-twe- four (224) regional union
disability management representatives will be funded out of the Appendix A1 -
Enhanced Disability Management Program — Administration.

Regional assignments will be determined by mutual agreement between the
parties.

Normally, only one (1) EDMP representative will parlicipate in case-specific
meelings or issues at the same time, unless mulually agreed between the Employer
and Union at the local level. Notwithstanding, meetings should normally have a similar
number of attendees from the Employer and Union. In the event that the Union desires
an additional person to attend for mentorship or training, they may apply for union leave
under Article 44.01(F).

The parties agree to use technology, where appropriate, (e.g.. ZOOM,
teleconference) to allow representatives to suppert remote sites in a cost efficient and
effective manner.

Hours of Work and Remuneration

EDMP representatives will have the same hours of work and receive the same
remuneration as the positions under Appendix W — Full Time Steward and Steward at
Large Position.

Agreed to in Joint Caucus on the 21st day of May, 2026, at 2 . >0 {Eg;}p.m.

Signed on behalf of HEABC Signed on behalf of the NBA

J’M /,/”’
uderman, Employer Spokesperson Jim - kKefsperson
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

APPENDIX A.3

MEMORANDUM OF AGREEMENT
PREMIUM MAINTENANCE WHILE AWAITING LTD

Employees who have applied for LTD or whose LTD application is under appeal
are eligible for financial assistance in relation to Medical, Extended Health, Dental,
Group Life and AD&D, and LTD premiums provided the employee has:

exhausted their sick leave cradits,

used up all vacation entitlements,

exhausted all other paid leave and banks that thay are entitled to, and
used up their twenty (20) days unpaid leave grace period.

Provided the employee has fulfiled the above requirements the NBA (BCNLU) will
reimburse the employee for the cost of the benefits premiums from the 20-day end of
the benefit continuation deadline onward for the remaining eligibility waiting period for
LTD or the appeal period not to axceead twelve (12) months. Where the eligibility waiting
perod for LTD or the a | period exte beyond ve (12 nths and u
eighteen (18) months, the Union will reimburse 100% of the cost of benefit premiums
from the Appendix A.4 Fund for this additional period.

& & @

Agreed to in Joint Caucus on the 21st day of May, 2026, at "2 . >0 @.a’p.m,

Signed on behalf of HEABC Signed on behalf of the NBA

e

James Suderman, Employer Spokaespearson
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)

Collective Agreement

Amend the collective agreement by changing the following:

APPENDIX A6
MEMORANDUM OF AGREEMENT
DUTY TO ACCOMMODATE — PERMANENT ACCOMMODATIONS

The parties agree that the long-term health of injured and disabled employeas’ benefits
from timely and proaclive measures to meet their permanent medical restrictions lo
keep them productively employed, or result in their early retum to work. The parties
further agree that it may not be possible to accommodate all injured and disabled
employees, but where accommodation that does not result in undue hardship is
possible, agree that:

3)

b}

c)

d)

Employees shall provide the Employer with appropriate and acceptable medical
information that sels out any limitations and/or restrictions in a timely
manner. Within_three (3] weeks of the medical being received from the

employee, the Emplover, will review the received medical documentation and

r indicate that more

Once this medical information Is acc:epled and agreed to by the Employer, the
accommodation process will begin. Should the medical information indicate that
the employee requires a permanent accommodation, the Employer will contact
the employees and union within two (2) weeks to discuss possible accommodation
options.
Within four (4) weeks of accepting and agreeing to the provided medical
information and receiving confirmation that the employee is fit to return to work
as per limitations and restrictions, the Employer will:

i) offer | atioc:

ii} _offer the employee transitional work; or

iii) Fsst-begin paying the employee at their previous rate of pay.
Transitional work may include various nursing duties, access to education funds
to upgrade skills or special projects.
For the purpose of this provision, previous rate of pay means the employee's pre-

disability straight-time rate of pay in their pre-disability position, for the hours that
the employes s approved o work in accordance with their limitati

rastrictions up to a maximum of their pre-disability FTE. Employees in receipt of
such pay will receive the seniorty and service-based accruals and benefits for
the hours that the employee is approved to work, If the Employee is in receipt of
wa lacement benefi h as long- dizability (LTD) or Work
vocational rehabilitation benefit payments, the previous rate of pay will be
reduced by those amounts received from the LTD insurer and/or WorkSafeBC.

Page 1 of 2



) Accommodation agreements/plans for employees requiring a permanent
accommodation may be reviewed periodically by the Employer,

Agreed to in Joint Caucus on the 21st day of May 2026, at 1 . %o ,@iﬁ.fp.m-
Signed on behalf of HEABC Signed on behalf of the NBA

[ :
/L—T'_\ ot A
James SOd€rman, Employer Spokespearson Jim W&A%Vkespemun
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by deleting and changing the following:

The Parties agree and acknowledge that the foflowing changes are for housekeeping
purpases only and are not intended to substantively alter the Parties’ respective rights
and obligalions under the Collective Agreement.

The Parties further agree that the following changes do not in any way impact, alter, or
terminate any and all underiying previous seftlement agreemenis and memoranda of
agreement/understanding regarding the integration of LPNs info the Collective
Agreement.

The Parties agree lo amend the Collective Agreement by deleting Appendix EE and
changing Article 6, 11, 13, 18 and 62 as follows:

APPENDIX EE
MEMORANDUM OF AGREEMENT

INTEGRATION OF LICENSED PRACTICAL NURSES INTO THE NBA PROVINCIAL
COLLECTIVE AGREEMENT
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ARTICLE 6 — UNION RIGHTS AND ACTIVITIES

6.06 Superior Benefits

Employees receiving benefits andlor wages specified in this Agreement, superior to
those provided in this Agreement, shall remain at the superior benefit level which was in
effect on the effective date of this Agreement, until such time as such superior benefits
are surpassed by the benefits and/or wages provided in succeeding agreements. This
provision applies only to emphg.rees on staff as of the effective date of this Agreement.

enlnled ur'u:IEr Ernnln-.re spjc ific Mernnraru:!a of Understandlnq tn the FBA and CBA

mllecﬂu& agreements are extinquished.
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Motwithstanding the abova, the LPMs at Eagle Ridge Hospital in Frasar Health Aulhority
will maintain superior benefits as outlined in the Memorandum of Understanding

previously agreed by the Hospital Employees’ Union,
ARTICLE 62 - WAGE SCHEDULE CLASSIFICATIONS

Mursing jobs have been categorized into four job groups and six classification levels.
The job groups are;

« Community Health Activities (CH)
« Direct Patient/Client’'Resident Care Aclivities (DC)
» Educational Aclivities (ED)

« Program and Service Activities (P3)

The classification levels are LPN (Levels 1* and 2) and RN/RPN (Levels 3', 4, 5, 6).

Classification | Jab Profile
CH DC ED PS

Level 1 (LPN)* LPN1 LPN1
Level 2 (LPN) LPN 2 LPN2 ILF"HE
Level 3 (RNRPN) |CH1  |DCt | PS1
Lavel 4 (RN/RPN) CHZA/CHZ2B DC2A/DC2B |ED2 Ps2
Laval 5 (RN/RPN) CH3 DC3 ED3 |[PS3
Level 6 (HN/RPN) CHAA/CH4B DC4 ED4 1

In the event that an employee moves from a Licensed Practical Murse Position to a
Registered Nurse or Registered Psychiatric Nurse Position, they shall be placed at the
lowest step in the new increment structure that shall give them a monthly wage
increase. Moving from a Licensed Practical Nurse Position to a Registerad Nurse or
Registered Psychiatric Nurse Position shall not be considered to be a promotion and
shall not trigger the requirements of Article 18.06.

* To include LPN Orthopaedic Technologists (previously FBA SA25)

** To include Licensed Graduate Nurses, which are defined by the College of
Registered Nurses of British Columbia as "nurses granted LGN ragistration in B.C. prior
to Oct. 1, 1990. An LGN registrant may perform or provide services as if they are a
registered nurse registrant.”

Effective April 1, 2016, LPNs that receive the operating room (previously FBA SA29)
wage rate will be grandparented. On a go-forward basis, a qualification differential will
be equally applied to all nurses in accordance with Article 53.01.

Upon_integration Inlﬂ lhe NEA cenaln LF*Ns Were entttrer.:l tc- wag protection and
received monetary | gSes. e
wage rate 'Red-Circled’.

The merging of the pre-existing RN/RPN and LPN classificalion systems in the above

classification system shall not result in any other changes to the classification or wage
rate of RNs, RPNs or LPNs,
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ARTICLE 13 - SENIORITY

13.0X Dual Registrants (LPN and RN/RPN)
(A An LF-‘H wtm hemmes an HHFHPH and provides the Employer wlth RH.'F:F'N

accordanca with the collective agreement but in any case. no earlier than

April 15, 2013,
If casual status, hours worked since Aprl 15 2013 would be credited as

(B] When an LPN provides the Employer with RN/RPN registration, this triggers
the application of seniority which can then be used to apply on RN/RPN

positions,

(C) The senigrity list provided as per Arlicle 13.06 will include all employees but
the list must be provided in a format that allows the list to be sorted by LPNs
and RN/RPNs.

(D] For the purposes of seniority-related benefits under the Collective Aqgreement

such as first consideralion for vacancy postings, displacement and vacation
sal&cimn there wull hla lwo segrale senmmy |I51.5 for LPNs and HNS:’HPNE

niori I . n th
(E) Employees may a-::crue seniority 5 both an LPN and an RN/ RPN. These

senfority lists are distinct and will not be combined for any purpose.
{F] Eenlﬂﬂw on elther Iist shail nnt be e::-mng_ished Excwmm

"

g,l_rrenthr wm'ks a_n::l ac:-nn_ressenluntv on nnh.r une. list will hai.re thmr seniority

on_the inactive list frozen. This frozen list will be reactivated should the

(G) Article 51: Portability applies to all seniority (LPN seniority and RN/RPN
seniority).
(H) E_prweea WI'H} are i:lual reqlstereﬁ Aas _an LPN and as an HH.!' HF‘N will

tme LPN who also pic hifts as an RN/RPN will have their
RMN/RPN seniority credited with those hours. The parties recognize this as an

exception to seniority accumulation under Article 13 — Senlority.
ARTICLE 18 - PROMOTIONS, TRANSFERS AND DEMOTIONS IN THE FILLING OF

VACANCIES OR NEW POSITIONS
18.0X Dual Registrants (LPN and RN/RPN)
Employees who are dual registered as an LPM and as an RN/ RPN will be paid the rate
of the job with the exception of an RN/RPN w n Wi ar lar LPMN ition, i
not on the casual LPN call list or has their LPN seniority frozen (not actively working as
an LPN). These nurses will be paid their current RN/RPN wage rate for the work in

gither classification.

ARTICLE 11 — DEFINITION OF EMPLOYEE STATUS AND BENEFIT ENTITLEMENT
11.01 Restriction of Employee Status
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(A} The status of all employees covered by this Provincial Collective Agreement shall
be defined under one of the three definitions found in Aricles 11.02, 11.03, and
11.04. If a dispute arises over the proper allocation of employee status, such
dispute shall be resolved through Article 9 Grisvances.

(B)] Employees who are dual registered and working as an LPN and as an RN/RPN:

. hal ' : li=tim lar part-time or
casual:

. may hold mulliple reqular positions provided their FTE is equal to or less
than 1.0 FTE.

Agreed to in Joint Caucus on the 21st day of May, 2026, at_2: <. @mJp.m.

Signed on behalf of HEABC Signed on behalf of the NBA

James SUderman, Employer Spokesperson Jim Gnlwvﬁhn
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 - 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by adding the following:

APPENDIX FF.1 (NEW)
MEMORANDUMOF AGREEMENT
ECHOA RAPID DISPFUTE RESOLUTION PROCESS TRIAL

The purpose of this MO is fo outling a trial process_ which facilitates the rapid resolution
of non-complex grievances through BCHOA once Step 2 of the grievance process has
been exhausted without resolution.

{A] Only grievances under Article 9.02 of the PCA that have been advanced to expedited
rbitration within imelines idenfif n be referr mutual agreemen e
BCHOA's Rapid Dispute lution i i
arbitration process, for resolution of non-complex disputes.

(B} Grievances may be referred tu the RDR process during their initial case
management ing at BCH n mutual agreement of the parties.

deterrmneﬁ that a me is llme mnsme and warranls gnnntmng earhr resolution, The

finalized roster will not exceed ten (10] files to be heard per meeting. BCHOA RDR
Meeatings will occur periodically, relative to the volume of files referred to the RDR.

process,

(D] If either the Union or HEABC deems a file rostered to be unsuitable for RDR at any
time prior to the hearing, they may remove it from the process and immediately refer

ll:_hac:lc tu EI-{:HDA cas& ma nau-gmﬂ 1 and 1h&n IF required. to the expedited or full

r:rutlm&d in Anmle 10.02(C) and 1{1 l]:-:n[D]ni 'the FCA hnwew_-r the BCHOA Hegls!rar
will endeavour to schedule all disputes under RDR for hearing within one (1) month

(F1 Althe hearing of a dispute under the RDR, the party with the onus will make the first
presentation which will include an opening statement, a written summary highlighting

the party’s position, supportive evidence and the remedy sought. The other party will
han hawve th me o rtunity to present its case_ All submissions must be brief

and not more than ten (10) minutes in duration. There shall be no witnesses. Case
law, if relied upon, shall be limited to one (1) submission that is directly related to the
case. Each represenlatme will share only ne::ess-arl.r du::urmntaimn Necessary
] AMGE : response, and

limited sugpgrtlng dncuments Emmr‘tlunate to the relatwe mmpbexlhr of the facts
and issues that gave rise to the grievance, the value of the grievance, and the
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importance of the gnavang to 1h& parties {e.g. a copy of the vacation schedule

where a denial of uggil,nn leave is in dispute.) Despile the I‘::-reg_ng the EEHﬂA

Reqgistrar will have authority to modify th rocedural rules wh o in
the circumstances.
The arbitrator may render an nral

for isi ral ill be ac ani bri ara h

written summar\r of the decmm and/or remedy ordered. if a decision is not rendered

at the hearing, the arbitrator will provide th ties with a written decision no later
n fi ca r days after the hearing.

isions issued under the RDR process are subject to the following restrictions,

which will be written at the beginning of all RDR decisions as follows:

This decision Was rendered under the Ra _mcl D:suute E&:mlutmn

Wr dispute at issue and are without prejudice, These
decisions shall have no precedential value and shall not be
referred to in any subsequent proceeding.

Agreed to in Joint Caucus on the 20th day of April, 2026, at 5:12 p.m

Signed on behalf of HEABC Signed on behalf of the NBA

James Suderman, Employer Spokesperson
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 - 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

APPENDIX RR
MEMORANDUM OF AGREEMENT
EMPLOYED STUDENT NURSE (ESN)

(F) Wage Entitlement

The hourly rate of pay for undergraduate nurses shall be effective the first pay
period after the following dates:

. April1, 20225 $20.5433.00
i, April 1, 20236 $34-6034.08
. April 1, 20247 $32.1335.10
iv.  April1, 2028 $36.15

Agreed to in Joint Caucus on the 21st day of May 2026, at 7. “< @.mu/p.m.
Signed on behalf of HEABC Signed on behalf of the NBA

-

% //,—) ==
) N , /ﬂ'—f
James Sixderman, Employer Spokesperson Jim W
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by deleting the following:

APPENDIVY

The COLA will be applied as applicable to the GWI effcctive on the first pay peried atlor
ﬁpﬂH—Eﬂéa—mﬂnﬁmH—%%—GMhE—mMﬂiﬁd—by—dﬂtﬁmﬂmng the
: 2 o the

April-2023
Ifthe-2023 AABC CP! exceeds the April 2023 GWI of 6.5%, then, on the first pay period
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147

Agreed to in Joint Caucus on the 21st day of May, 2026, at /. %< E:_“J-!-’Pm

Signed on behalf of HEABC Signed on behalf of the NBA

=
Jirn GWH
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

APPENDIX XX
MEMORANDUM OF AGREEMENT

DECLARATION ON THE RIGHTS OF INDIGENOUS PEOPLES AND ELIMINATING
INDIGENOUS SPECIFIC RACISM IN HEALTH CARE

The parties acknowledge the pervasive and ongeoing harms of colonialism faced by
Indigenous peoples. These hams include widespread systemic racism against
l:‘ldlger!uus peoples in BC's health :watern a5 hughlughted in the 2020 fn Plain Ergf:.r report.

The parties commit to working together to address the ongoing harms of colonialism and
racism faced by Indigenous patients, clients, rasidents, service users, health care staff
and providers, including by:

« committing to reconciliation in health care by supporting comprehensive, system-
wide changes that enable Indigenous-specific anti-racism, and cultural safety;

« working together to actively identify, address and rectify bamiers in Collective
Agreements; and

« working to increase the represenlalimi'nf Indigenous individuals in the healthcare
workforce.

Accordingly, building on the work underway, the parties support the creation of a
provincial forum, led by the Indigenous Health branch of the Ministry of Health, that will
include represenlatives from HEABC, health authority Vice Presidents of Indigenous
Health and other leaders, representatives of other HEABC members, and health sector
bargaining associations to engage in collaborative discussions that will inform the work
moving forward and best position the parties in future rounds of collective bargaining (the
“Forum”). Ministry of Health may also invite representatives from other relevant groups
identified by the Ministry of Health, including Indigenous Elders or Knowledge Keepers,
o participate in the Forum.

By-Oetoberd562023; The Ministry of Health wil has established the Forum ard-prasant
the Terms-of Referancethatwillsat-outthe with the following purpose:

« fto-creale-a-Forum for health authority Indigenous leaders and other leaders, and
representatives of other HEABC members and unions to have continuing dialogue
on the commitments stated above. The parties may use the Ferum to present their
ongoing or developing organizational initiatives, including the implementation of
the HSO 75000: 2022 BC Cultural Safety and Humility Standard, complaints
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processes, education, and training to eliminate Indigenous-specific racism and to
hardwire cultural safety and humility into the workplace;

» o discuss ways to leverage resources being developed by NCCIH and Ministry of
Health, as well as raising awarenass of the wealth of resources within the health
systern now, including the repository of work housed with the NCCIH and
resources already developed by health authorities;

« 1o discuss ways to address recruitment and retention of Indigenous staff, which
may include developing recommendations for changes to Collective Agreement
language in the next round of collective bargaining;

« to provide an opportunity for Ministry of Health to solicit feedback and report oul
on ongoing provincial initiatives, including continuing implementation of the In Plain
Sight recommendations and the phased roll-out of the Anfi-Racism Data Act, SBC
2022, ¢.18; and

« fto improve awareness of and compliance with the Declaration on the Righis of
indigenous Peoples Aci, SBC 2019, c 44.

It is understood that the Forum should serve all interested parties in the provincial health
care sector, not only the Nurses’ Bargaining Association. To that end, the parties will
make all reasonable efforts to promote paricipation in the Forum on a provincial and
sector-wide basis.

The Ministry of Health shall hold the Forum quarterly or more frequently as deemed
necessary.

Agreed to in Joint Caucus on the 20" day of February, 2026, at 1:34 p.m.
Signed on behalf of HEABC Signed on behalf of the NBA

P g
't%/b RS A

James Suderman, Employer Spokesperson Ji@ﬁﬁ Spo 76;5;::1
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

APPENDIX ¥Y
MEMORANDUM OF AGREEMENT
RECRUITMENT AND RETENTION OF INDIGENOUS EMFPLOYEES

1. The parties agree that Indigenous peoples are under-represented as employees in
the health care system, and Indigenous peoples have historically experienced
barriers to accessing health care services. The parties agree that these ongoing
harms are best addressed with concerted efforts to embed Indigenous-Specific Anti
Racism. The parties alsoc recognize the important and significant qualities,
contributions and  perspeclives that Indigenous nurses brng o
patients/residents/clients/service users and the healthcare system. Addressing the
under-representation of Indigenous peoples in the health sector workforce is a
critical strategy to ensure cultural safety within the health care system for both
employees and patients/residents/clients/service users, To that and, the parties will
actively support employment equity programs to promote the hiring of Indigenous
employees into the health care system, and to increase Indigenous representation
within the NBA bargaining unit.

2. To support the recruitment and retention of Indigenous employees, and to improve
the care of Indigenous patients/residents/clients/service users across the health
care system, the parties recognize that Employers may select an Indigenous
candidate, even where they are not the most senior qualified candidate, when one
or more of the following circumstances exist:

+» the Employer has identified a position that provides care or services to
Indigenous communities or Indigenous patients/residents/clients/sarvice users
and requires the cultural expertise or knowledge of Indigenous peoples,
communities and/or nations;

« where commitments to hire Indigenous peoples with external funding for
programs have to be met; and/or

« where the Employer has identified it is desirable to hire Indigenous peoples into
leadership or mentorship roles.

Where there is more than one qualified Indigenous candidate, Employers will consider

give—consideration—to, among other faclors things, the community or communities
Eammun-l-m-e&} mur.'nh.ued and the pat:enl.fresudentrclnenﬂsewme user papulatmn EENE:d b

- Ay . o - Prarer 12000 . Ini'glmed hy a
d|st|nct|-nns based apmnach mnsuderatmns wull be given tr:- c:andudates relationshios.
knowledge andfor expenence with or in the communities or populations being served.
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The Employver may engage with the specific community or communities being served in
developing andfor applying these considerations.

Within the first thirty (30) days in the position, the successful candidate may elect to leave
the position and return to their previcusly held position with that employer (if applicable).
In such circumstances, they will give twenty-eight (28) days’ notice to the employer.

Employers will not be required to repost and may select another candidate.

3. The parties agree that there may be new or existing positions that require lived
experience or knowledge of Indigenous peoples, communities and/or nations. In
such cases, the Employer has the management right to require such qualifications
on the job description.

4.  Further to the circumstances identified in paragraphs 2 and 3, in the absence of fully
qualified applicants for a posted position, the Employer may choose to hire an
Indigenous candidate who does not possess all required qualifications for the
position but would become job ready through Employer-provided training, orientation
or mentoring.

5. The parties will share information with the Forum described in Appendix XX MOA
re: Declaration on the Rights of Indigenous Peoples and Eliminating Indigenous
Specific Racism in Healthcare regarding the use of this MOA.

6.  This MOA will form part of the Employvers’ and Unions' joint commitment to advance
reconciliation and build a more equitable and culturally safe healthcare system.

Agreed to in Joint Caucus on the 12" day of May, 2026, at 4:12 p.m.
Signed on behalf of HEABC Signed on behalf of the NBA

A S

James SGbérman, Employer Spokespersan Jim Wﬂ%%
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 - 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

APPENDIX 22
MEMORANDUM OF AGREEMENT
DIVERSITY, EQUITY AND INCLUSION WORKING GROUP

The parties agree that addressing and improving diversity, equity and inclusion (DEI)
in the workplace is a priority for the health sector, not only for healthcare staff. but
also to better serve patients, clients and residents.

The parties have a joint interest in stopping harm and fostering ereating-safe,
inclusive work environments by developing approaches to foster positive spaces,
identifying and making efforts to remove barriers to individuals of historically
persistently andfor systemically oppressed ("HPSO") peoples/groups undes
represented-groups, and making recommendations to employers and employees to
further diversity, equity and inclusion in the workplace,

Accordingly —within—120-daye of ratification the parties will establish continue a
coordinated and integrated provincial and sector-wide Diversity, Equity and Inclusion
Working Group (the "Working Group™).

The Working Group will be established by Provincial Health Human Resources
Coordination Centre (PHHRCC) and will include representatives from health

authorties, other HEABC member representatives, and health sector bargaining
associations.

The Working Group may invite subject matter experts, people with lved
experiences, and other relevant government ministries to attend as guests and to
participate in conversations as needed.

The Working Group will meet quarterly (or as otherwise agreed) and will complete
their work prior to Marsh-31—2028]end of new agreement term].

The Working Group’s focus will be the advancement of diversity, equity and inclusion
in health care workplaces and the Working Group will:

« Developlermeofrelsrence:

« Engage and consult stakehalders interest holders as requirad,

» Continue to Gagather all necessary data in accordance with applicable privacy
legislation in advance of the Working Group's meetings to inform discussions
and actions of the Working Group;

» Conduct a review and analysis of available relevant data to benchmark the
current state of the health care workforce with the intention to identify current
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gaps in under-represented workers, HPSO workers:
s Support the creation of a safe, and discrimination-free workplace;
= |dentify solutions to address barriers to employment and career advancement;

« Continue to rReview available data in accordance with applicable privacy
legislation; and

« Continue to rReview existing health authority/Providence Health Care (PHC)
DE!| programs and actions to identify gaps; ard

+ The panies will continue 1o work cooperatively to support implementation and
promote the framework and action plan as adopted by the Ministry of Health
and the health authorities/PHC. This may include recommendations for
resources necessary to support adopted aspects of the framework, including

{(but not limited to) training and education, emplover ar Ministry of Health

personnel, andfor policy change. Topics of training and education may include
(but_are not_limiled to) anti-racism, gender and sexual diversily, anti-

ha E;gmgn], and g;;al;njmf awareness, Rﬁmm%mmﬂm

m'nplwaa DEI #ammg—whmh-ma}msluda-anh-mmm-uammg—gandm
SFI-GENUA dersHy BarHRg ant-harassinent raring . and disaidity
Ay AARSCE Ha e

8. The Working Group will make recommendations to PHHRCC.

Agreed to in Joint Caucus on the 13" day of May, 2026, at 6:37 p.m.

Signed on behalf of HEABC Signed on behalf of the NBA

&~ =

James Sudérman, Employer Spokesperson Jim G%ﬂ%&aﬁb&rﬁﬂn
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)

Collective Agreement

Amend the collective agreement by changing the following:

APPENDIX AAA
MEMORANDUM OF AGREEMENT
GENDER DIVERSITY AND INCLUSION

General Inclusion & Gender-Affirming Support
The parties agree to the following:

i

The parties agree that Two-Spirit, gender-diverse and transgender people have
experienced and continue to experience barriers to respect, representation and
safely in the workforce. Addressing these concerns in the health sector workforce
is a critical strategy to ensure equity and inclusion within the health care system
for both employees and patients/residents/clients/service users. To that end, the
parties will actively engage in creating culturally safe and anti-racist workplaces
that are inclusive of gender diversity, which may include policies and practices with
a gender inclusive lens, gender-affirming leave(s), and workspaces for gender-
diverse individuals and ongoing educational resources and supports,

The parties will work together to protect the job security, privacy, and safety of
Two-Spirit, transgender, and gender diverse employees at all times in accordance
with the Collective Agreement and legislation.

Upon an employee’s request, the Employer will work with the employee (and the
Unian, if requested) to prepare a gender-affirming support plan that is respectful,
amployee-centered, and tailored to the employee's particular needs, including how
and if any name or pronoun changes will be communicated.

Employees may request that the Employer correct their personal information, such
as legal name and gender changes, on employee records, directories, and
workplace documents. This may include seniority lists, nametags, employee 1Ds,
email addresses, organizational chans, health care coverage and schedules and
human resources documents. Employers will correct personal information
pursuant to applicable privacy law.

Gender identity and expression are protected grounds pursuant to the B.C. Human
Rights Code. Gender-based discrimination can happen at the workplace or onling
and includes but is not limited to intentional:

« Deadnaming (using employee's former name);

= Misgendering (referring to someone using a word or pronoun that does not
reflect their gender); andfor
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= Doxxing (intentional sharing personal information, including old photos or
medical information for the purpose of harassment or online mobbing).

6. Employers will review current policies and procedures to ensure they are gender
inclusive.

7. Employers will make gender inclusive resources available to employees and
managers.

This MOA is not intended to limit the work of the DEI Working Group in advancing gender
inclusion in the workplace.

Gender-Affirming Medical Leave

Effective April 1, 2023, the Employer will grant an employee a cumulative total of up to
eight (8) weeks of leave with pay for medical procedures and revisions. Additional paid
or unpaid leave may be provided through collective agreement leave provisions.

Bathrooms/Change Rooms

An employee worker may use the bathroom/changeroom of their lived gender regardless
of whether or not they have sought or completed surgeries or completed a legal name or
gender change. Employers will:

A) Ensure single occupant bathrooms/changerooms (where they exist) on their
worksite premises are accessible by employees of any gender identity or
expression by ensuring there is signage welcoming all genders and confirm this to
the MBA within six (8) months of ratification and

B) Within one hundred and eighty (180) days of ratification, pPost signage outside
and insidein all bathroom/changeroom facilties about diverse genders being
welcome in these spaces.

Agreed to in Joint Caucus on the 20™ day of May, 2026, at 1:49 p.m.

Signed on behalf of HEABC Signed on behalf of the NBA

b

James Suderman, Employer Spokesperson
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by adding the following:

APPENDIX XXX — NEW
MEMORANDUM OF AGREEMENT
INDIGENOUS GRIEVANCE AND ARBITRATION RKIN P

In the Memorandum of Agreement regarding Declaration on the Rights of Indigenous
Feoples and Eliminating Indigenous Specific Raciam in Healtheare, the parties made

several acknowledgmenis and commitments including, but not limited to:
* acknowledging the pervasive and ongoing harms of colonialism faced by

Indigenous peoples:
agreeing to work together to address the ongoing harms of colonialism and racism

faced by Indigenous patients, clients, residents, service users, health care staff
and providers; and

creating a provincial forum to engaage in collaborative discussions to inform the
work moving forward (the “Provincial ISAR Forum”).

Tha parties acknowledge that the Canadian leqal system reflects Eurocentric and colonial

worldviews in theory and practice. which can propagate Indigenous-specific racism and

other harms to Indigenous peoples. Although grievance and arbitration processes are

Egvﬂlgggﬂ with the goals of remedv:ngglspu:e-a and addreaslnq lnemlﬂes and injustices
ext within the 056

Indigenous empl Theref th artie.s \CKNOW lhe |m srtance of reviewin
these processes to create culturally appropriate pathways to I‘EEJ]DFI[' to grievances

nous employees and to eradicate Indigenous-specific racism and hard-
wire a “speak-up” culture in health care,
By April 1, 2026, HEABC will convene a coordinated and integrated Indigenous Grievance

and Arbitration Working Group (the "Working Group”). The Working Group will review the
Wﬁl& and arb[tranun processas and develop provincial and

sector-wide recommendati n the nd arbitr processes that:
lakes a distinclions-based approach;

hardwires Indigenous-specific anti-racism by embedding Indigenous rights;
promotes cultural safety;

= encourages a ‘speak up’ culture; and

= maintains respect and collaboration,
The Working Group will:

| =
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i ' iti i membears, HEABC
health sector bargaining associations, and guests or subject matter experls

including representatives from the Provincial ISAR Forum, as needed:;

.
=
=
m
3
:r.
=
-
1]
=
=7
2
=
jiv ]
=
&

meeat quarter as s deemed neces

s

develop terms of reference;

I

dIBEUEEH:I-I‘IS and actions; aru:l
make provincial and sector-wide recommendations to the Provincial ISAR Forum

| ™

to support Employers and Unions in identifying and utilizing culturally appropriate
pathways for resglution in grievances involving Indigenous employaes,

Elder or Respected Indigenous Community Member Support
The Working Group, or a sub-committee of the Working Group, will pricritize the

development of joint recommendations regarding opportunities for Indigenous employees
lo request the involvement of an Elder or another respected member of the Indigenous
community _in_qgrievance procedures and/or other meetings with employers. Such

recommendations will be issued by March 31, 2029, and will consider._ among other
things:

+ the value and suppor this involvement would provide Indigenous employees;

+» the cultural and emotional safety of Elders or res mmuni rs:

+ the importance of maintaining timely wmtglane processes and procedures:

COMMUMI membea employees nd m P T I'EEEH’[BTIUES in  tho

DIOCEesSSes:;

» identifying the types of meetings or discussions where Elder or respected
community member involvement may be appropriate; and

. other quidance regardin ropriate ¢ | norms ices and

expectations for such involverment.

above work doas

aqreaing locally in aduanc:-a to famlltateﬂ'm attandarlcna -ﬂf an Eldar or anniher mspa{:tad

community member in a grievance process or meeting.

Agreed to in Joint Caucus on the 12 day of May, 2026, at 4:12 p.m.
Signed on behalf of HEABC Signed on behalf of the NBA

N —

James\Sudsrman, Employer Spokesperson im Go esperson
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 - 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreament by adding the following:

APPENDIX XXX — NEW
MEMORANDUM OF AGREEMENT
INDIGENOUS WORKFORCE COMMITTEE

To further the recruitment, retention and advancement of Indigenous employvees, a
provincial Indigenous Workforce Committee (the "Committee”) will be established for the

purpose of sharing and discussing Indigenous workforce planning activities and inibatives
across the health sector_including, but not limited o

« Programs supporting the recruitment and retention of Indigenous employees:

« Career path counselling for Indigenous employees.;

« [Education, mentorship, and training opportunities for Indigenous individuals: and
« Pathways and skill development programs to facilitate Indigenous employees'

De::laratmn nr lhe FH_ght of InquennusPenMes and Ellrnlnahng Inr!jggnﬂuﬁ_ BM

Racism in Healthcare and will be made up of a representative from each public sector
healthcare bargaining association and a representative from each health authority/PHC,

with secretariat support from HEABC, The Committee may include representalives from
the Ministry of Health or any other interested names mutually deemed to be appropriate

m h Imimi 52 rnrmt Il be led by two rotating cochairs, one
ainin i represantative an Ith authority/(PHC represantative.
The Commitles wi ithi da all health-zsector 2025 — e

agreements have been ratified, and will meet on a quaterly basis. The Committes will
report to the forum providing periodic updates.

Agreed to in Joint Caucus on the 20™ day of February, 2026, at 1:34 p.m.

Signed on behalfl of HEABC Signed on behalf of the NBA

i,
P

James Suderman, Employer Spokespersan
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreemeant by adding the following:

APPENDIX XXX — NEW
MEMORANDUM OF AGREEMENT
Between:

Ministry of Health (“MOH")
And:

Health Employvers Association of BC (“HEABC”™
And:

Nurses' Bargaining Association ["NBA™)

Re: HEABC Membership for Unionized Long-Term Care and Assisted Living
(LTCIAL) Operators

WHEREAS in 2009, government implemented a policy that removed mandatory
ip in HEABC for publicly funded LTC/AL rators that were members of

HEABC at the time, which allowed contracted cperators to negotiate lower cost collective
agreements;

WHEREAS acovernment has identified that the lower cost collective agreements
ntl tri Q itment and retention challenges that were greatl

exacerbated by the COVID-19 pandemic;

WHEREAS to stabilize the delivery of LTC/AL during the pandemic, since April
2020 MOH has provided wage- i ing to all -HEABC contr LTC/AL
4] le empl at t facilities to be paid the waqge rates in the HEABC

collective agreements;

WHEREAS government has recently announced that it will no longer provide wage
levelling to fully privately funded LTC/AL operators;

WHEREAS government has recognized that common wages, benefits and working
conditions for unionized staff supports a caring, well trained and gualified workforce that
delivers a consistent provincial standard of care for all seniors.,

THEREFORE. the parties agree:

1. For purposes of this Memorandum of Agreement, "HEABC membership criteria” are

that the organization is a ﬁealjh Drgamzal:mn faa derned m the HEABC Eylawst
which, directly or indirect

govermnmeant for the provision of services valued at 5250 000 or more annually.
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MOH commits to continue providing wage leveling for LTC/AL operators that meet
HEABC membership criteria. until at least March 31, 2027, For any other LTC/AL

operators that currently receive waage levelling, but do not meet HEABC membership

criteria, MOH retains the ahllrhr to end wage leveling on ninety (30} day notice

wage levelling funding, such that theair continued receipt of wage leveling funding is
contingent on no subcontracting of work currently performed by unionized staff.

MOH will coordinate with the Public Sector Emplovers’ Council Secretariat fo

implement new Eg[lﬂ dlgﬂg [g end the 2008 policy that enabled voluniary HEABC
mem hip for uni ad co TC/AL o [5.

For all operators in receipt of wage levelling. MOH and HEABC will assess which

operators with unionized employees currently meet HEABC membership criteria and
share this information with the NBA within sixty (60) days of ratification or as soon

as possible,

n iating a tem T nsiﬁ men fr nsiti uf mpl : Mew
HEABC members in the Faciliti ha aining unit to the NBA Collecti ment.

MOH will create a transition schedule to support a phased fransition to HEABC

membership over a two (2) year timeframe (October 1, 2026 to September 30,
2028).

= Phase One (October 1, 2026 — September 30, 2027) will target to include fifty
percent (50%:) of all LTC/AL operators with unionized employees that meet
HEAEBC membership criteria:

» Phase Two (October 1, 2027 — September 30, 2028) will target to include the
remainder of operators with unionized employees that meet HEABC
membership criteria.

In_alignment with the transition schedule, MOH will submit periodic requesis to
Government to amend the Health Care Employers Requiation.

Agreed to by the parties this 20th day of April, 2026

Signed on behalf of HEABC Signed on behalf of the NBA,

B

James Sudérman, Employer Spokesperson

Signed on behalf of the Ministry of Health

"

- e

r. J" -
&
f_a ,

Ted Patterson, Assistant Deputy Minister,
Ministry of Health
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by adding the following:

APPENDIX XXX — NEW
MEMORANDUM OF AGREEMENT
BCCNM-CERTIFIED PRACTICE DESIGNATION NURSES WORKING GROUP
On or before April 1, 2028, the Employer and the Union will form a working group of two

(2) members each to identify and gather data regarding BCCNM-certified practice nurses
and will consider potential ways that could give recognition to those cerifications,

Agreed to in Joint Caucus on the 21st day of May, 2026, at _2 , %« i:é:__ﬁn.fp.rn.

Signed on behall of HEABC Signed on behalf of the NBA

/

S
James Suderman, Employer Spokesperson
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by adding the following:

APPEND - NEW
MEMORANDUM OF AGREEMENT

SEXUAL ASSAULT NURSE EXAMINER (SANEVFORENSIC NURSE EXAMINER
(FNE} WITNESS REMUNERATION

Whereas:

A. A Sexual Assault Nurse Examiner (SANEVForensic Nurse Examiner (FNE) may
be subpoenaed by the Crown Counsel to testify in court as a facl or expert witness

in_a criminal proceeding providing evidence which arose directly out of their work-
related duties,

B. The nead fo attend court, as legally required, is a duty cited in SANE/FNE’s job

D. A casual SANE/FNE subpoenaed to attend court to testify to facts arising in the
course of their employment with an employer covered by the Collective Agreement

is ineligible for paid leave under Article 34 — Leave — Court Appearance.

E. A regular SANE/FNE required to attend court on an unscheduled day of work to
testify to facts arising in the course of their employment with an employer covered
by the Collective Agreement is ineligible for paid leave under Arlicle 34 — | eave —
Court Appearance.

F. The Parti i t raat in_ensuri HEs ar-a agprnpnatelv
remunerated wh ; atte A5 :
proceeding teslif_u,ging tn Evrden-::e acquired in_the nerfnrm:mc:e of dul:&s as a

SANE/FNE for the Employer.

Therefore, the Parties agree that:
1. Where an emplovee is ineligible for paid leave under Aricle 34 — Leave — Court
Appearance (as outlined in D and E above), the Employer will compensate the

employee subpoenaed by the Crown Counsel to altend cour in_a criminal
proeceeding as a fact or expert witness testifying to facts that arose through the
performance of duties as a SANE/FNE with an Employer covered by the Collective
Agreement their applicable Collective Agreement rate of pay for;

a) Time required to testify at court; and
b} Reasonable time fo prepare their testimony for the court appearance.
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2. Where the above is applicable, the employee will be eligible for remuneration from

their current HEABC member employer. An employee will only seek
reimbursement from one employer covered by the Collective Agreement in each
instance,

Where applicable and not already reimbursed by any other party, the Employer will

provide SAME/FNEs mileage allowance pursuant to Ardicle 57.02(C) for travel

associated with providing testimany in the circumstances outlined above and other
associated cosls as applicable under the Employer's relevant policy.

r E/FNE receives any other reimbursement, fees, or compensation for
dance at cou ill remit all Em I,

je

[+

thei

Agreed to in Joint Caucus on the 12* day of May, 2026, at 4:12 p.m.

Signed on behalf of HEABC Signed on behalf of the NBA
.-’/12.--'——"‘ 4.}'_,——'—'7
James Sudérman, Employer Spokesperson Jim Goulg7NBA Spdkéfperson
Vv
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 - 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by adding the following:

APPENDIX XXX — NEW

MEMORANDUM OF AGREEMENT
REGIONAL JOINT OCCUPATIO HEALTH AND SAFETY COMMITTEES PILOT

The Parties have a commaon interest in supporting a consistent approach to regional
health and safety that is collaborative, coordinated, and effective.

The Parties agree to a two (2) year pilot project to establish and determine the
effectiveness of Regional Jeint Occupational Health and Safety (OHS), Psychological
iglence Prevention (VP) ("Regional OHS Committee”) at

n |
Health Authorities/Providence Health Care (PHC).

Each Health Authority/PHC will pilot one Regional OHS Commillee that consolidates
existing regional specialized committees to provide a consistent and collaborative
ggmanh to ernmmrer—mde OHS. F‘HE and ‘l,f'F' related igggﬁ, The Hggignal OHS

The purpose of the gmggl OHS Committee will be to work collaboratively to provide
guidance and recommendations on:

QHS, PHS and VP QI:IHDIES angﬂmi

+« Risk assessment completion;
+ W Brs:
+ Corrective actions to address OHS and violent incidents and trends.

wemurﬁndgm of ﬁg_;egment Hf: Addres-ﬂ-lng W-Drhj:a_lace Violence
and Hesnecl in Health wﬂmp_ace {Apnendix Gi only for lhe duratmcn of Ihe nllul The

g iz not an EE Iatlnn Eaihwa:.: for IE IJDHSE con E ms.
Each Health Authority/PHC will invite participants from each bargaining association that

represents the emplovees of the Health Authority/PHC.

ional OH i will lished in an ith May 2024
Recommendation Report: Regional Joint OHS, PHS, and VP Committees which will be
provided to all members of the Regional OHS Committess.

Each Regional OHS Committee will establish a Terms of Reference using the template

provided in the Recommendation Report. Within ane (1) year of commeancemeant, each
Regional OHS Committee will review their Termns of Reference and assess the
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wlll hEE[WIE to the F‘arlmg .
At the end of tha twio (2) vear pilot, each Regional Committee will assess the committea's

effectiveness utilizing established criteria and determine, in accordance with the Terms
nf Heferen::e if they will -:nnunue tn:- meet The raﬁuﬂs of the aﬁsesam-&nts and mgu;

wffﬁﬂﬂjﬂ F"EELHJE PEnﬂd Qyﬁﬂti whn::h ih&‘l' E.EELH_ﬂﬁ the !Iﬁ;lﬂnal "-I"
D0 I -

= pbliga

associations and emplovers to establish effectivenass criteria.

Agreed to in Joint Caucus on the 20™ day of May, 2026, at 1:43 p.m.

Signed on behalf of HEABC Signed on behalf of the NBA

James Suderman, Employer Spokesperson
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< Date=
Via Email: <EMAIL>

< hfame>
=Title>
<Addrass>

Dear =Mames=,
Re: Regional Joint Occupational Health and Safety Committees Pilot

The Murses Bargaining Association (NBA) and the Health Employers Association of BC (HEABC)
support the Regional Joint Occupational Health and Safety Committess Pilot, which will establish one
Regional OHS Committee at each health authority and Providence Health Care (PHC). The Regional
OHS Committee will consolidate existing regional and specialized committees, only for the duration of
the pilot, to promote 2 consistent, coordinated, and collaborative approach to employer-wide
occupational health and safety matters.

Given the work already completed and the template provided in the May 2024 Recommendation
Report: Regional Joint OHS, PHS, and VP Committees, the NBA and HEABC expect these regional
committees to finalize their terms of reference within two months of its first meeting to ensure the
committess are operational and advancing the intended objectives of the pilot. Where a committee s
unable to mest this timeline, the matter should be escalated to HEABC and the bargaining associations
for further discussion,

in addition, NBA and HEABC expect that these regional committees provide dedicated time and space
to identify, discuss, and recommend a minimum of ane (1) OHS project, annually.

Sincerely,

James Suderman

Executive Director, Megotiations and Member < Mame>

Services <Title>

Health Employers Assodation of BC BC Nursas’ Union
lames.Suderman & heabe.be.ca < Ermail>

604 306 2361 <Phone=



2025 Collective Bargaining in the Health Sector

Renewal of the 2022 - 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by adding the following:

APPENDIX XXX — NEW
M NDUM OF AGREEMENT

WEAPONS SCREENING PILOT PROJECT

The parties acknowledge the opportunity to introduce weapons screening in healthcare
as a proactive step fowards addressing the risk of weapons-related violence,
Maintaining a safe environment is essential for staff and is integral to delivering the
highest standard of patient care.

The parties agree lo a pilot project to implement and assess artificial intelligence (Al)
based weapons deteclion and voluntary weapons screening as follows:

s Phase 1 — Planning and Set Up: The first six (6) months of the pilot will be used
for planning including but not limited to devel t of proj lans, technolo
and equipment procurement and installation, identifying and securing a mutually

n evaluator ishment of an luation framework, collection of
relevant data and information, and the evaluation will commence.
= Phase 2 — Implementation: Once Phase 1 is completed, the participating health
authorities will pilot the following programs for one (1) year:
o Fraser Health Authority (FHA) will pilot an artificial intelligence (Al) based
weapons detection at Surrey Memorial Hospital.

o Vancouver Costal Health (VCH), Northern Health Authority (NHA) and
Interior Health Authority (IHA ] will pilot voluntary weapons screening al the

following sites:
= Vancouver General Hospital — ﬁ[ﬂwﬂﬁﬂéﬂﬂlﬁm

. ni riti I ia_ —= Emergency
Departmeant
Y I{ehma Ganaral Hr::sr:utal - Emergancv De @rtmant

ﬂ aluahgn wﬂl i::a ngmgrﬂ : , 'and a ﬁnai mg nreE rt will b& Eruduged and

shared with all Parties.

The pilot project will focus on real-world effectiveness, examine operational challenges,
examine msbbeneﬁt anal‘rsis and eualuate th-a Intﬂg_tlnn with existing wwﬂ;ﬂam

A working group will be established to oversee the pilol project including developing
evalualion metrics with the evaluator, which may include a cost-benefit analysis: the

number and types ﬂ«f ﬂh[ﬂi.‘-ts 1dent|f ed or 5urrandered the number of mr:bdenis invalving
. The
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working group will be comprised of four (4) representatives, each from the Employer
and the Union, and one (1) representative from the Ministry of Health.

The Parties will allocate funds up to a maximum of $3.73 million from the OHS fund
through the Appendix A.1 (A) for the pilot project. The Parlies will allocate an additional

100 from tha OHS Fund for evaluati _Thar ining funds will ided
to the participating health authorties to support, among other things, the procurement
and installation of required equipment and systems, temporary positions, and other

assoclated costs.
The Parties will meet to discuss whether there is interest in having another site

participate in the pilot.

Agreed to in Joint Caucus on the 21st day of May, 2026, at .2 i@ﬁp.m_
Signed on behalf of HEABC Signed on behalf of the NBA

/]
&

James Su&é'riﬁﬁn, Employer Spokesperson Jim Goul
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)

Collective Agreement

Amend the collective agreement by adding the following:

APPENDIX (NEW)
MEMORANDUM OF AGREEMENT
HEALTH AND WELFARE BENEFITS - KEY TERMS

Under the 2025-2029 Collective Agreement, the Paries agreed to significant
enhancements to employee benefits through the establishment of the Employer-Funded
MNurses Benefit Trust (the "EFNBT"). The EFNBT was designed to provide nurses with
autonomy to control their benefit plans and, to enable the parties to make immediate
benefit plan improvements on April 1, 2027. Key terms of these enhancements are
summarized as follows:

1. NBA appointees have exclusive authority to make changes to extended health
care, dental, life insurance, AD&D benefit plans beginning April 1, 2029.

2. Effective upon the commencement of the EFNBT on April 1, 2027, the following
benefit plan enhancements will immediately come into effect:

:
c.
d

e,

f.

Increase Group Life benefit from £50,000 lo $250,000;

. Increase AD&D benefit from $50,000 to $250,000;

Remove $25 annual deductible from Extended Health Benefits:

. Increase coverage for hearing aids from $1,000 per ear every five years to

$2,500 per ear every five years;

Increase vision coverage from $350 for corrective lenses every 24 months
to $900 for corrective lenses and eye exams every 24 months;

Replace upcoming massage therapy reimbursement limits of $1,427 in
2027 and $1,145 in 2028 with $4,000 annual massage therapy
reimbursement limit for plan members and 52,000 annual massage
therapy reimbursement limit for dependents;

Increase reimbursement limit on acupuncture from $100 per person per
year to $500 per person per year;

Increase reimbursement limit on chiropractic from $200 per person per
year to $500 per person per year,

Increase reimbursement limit on naturopathy from $200 per person per
year to $500 per person per year; J5 - ,Je 4
Increase reimbursement limit on podiat ' from $400 per person
par year to $500 per person per year,

Increase reimbursement limit on speech therapy from $100 per person per
year to $1000 per person per year;

Increase reimbursement limit on mental health (psychologist, registered
social worker, registiered clinical counsellor) from 3900 per person per
year to $1,800 per person per year,

m. Increase major dental coinsurance from 60% to 709%;
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n. Increase lifetime maximum reimbursement limit for orthodontia from
$2,750 to $4,000;

o. Added coverage for Shingrex vaccine;

p. Increase frequency of LTD indexing from every four years lo every two
years, and

g Change to reflect that during a period of total disability an employee must
be under the regular care of a medical doctor "or Nurse Praclitioner”.

. The EFNBT is funded through Employer contributions to the EFNEBT, which were

designed with the support of actuarial analysis to provide long-term benefit

sustainability for nurses.

. Employers are committed to pay the full actual cost of Extended Health, Dental,

Life, and AD&D benefits for the first two years of the EFNBT through their

contributions to the EFNBT.

. Starting April 1, 2029, Employers make additional contributions to cover EFNBT

administrative costs in excess of 0.2% of payroll.

Employers will cover LTD experience risk each year by increasing its

contributions to cover LTD costs when such costs exceed projected rates by up

to 2%, and making further additional contributions if LTD cosls exceed 4% above

projected rates,

. The NBA will provide $175 million of seed funding to support the long-term

suslainability of the EFNBT well into the future.

The above summary of key lerms of the EFNBT does nol override or modify the
axprass terms of the Collective Agreement, Trust Agreememnt, or Funding Formula, and

servas solaly as a summary for informational purposes.

Agreed to in Joint Caucus onthe 7| dayof |l . | 2026, at Y .;_{__nf.ifpm

Signed on behalf of HEABC Signed on behalf of the NBA

/S0 =& 7

James Sudérman, Emplnj.réf Spokesperson Jim d, NB 3 kesperson
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by adding the following:
APPENDIX (NEW) -

MEMORANDUM OF AGREEMENT
HEALTH AND WELFARE BENEFITS

1. In this Memorandum:

“Beneafits” means: LTD, AD&D, EHC, Dental and Life;

‘Employer” means any employer cerified to the NBA bargaining unit;

A rF ; fits T
HEABC and the MBA as required by this Memorandum.

. 2 ; 31 _tor ihe : .
EEHEE g ngIggﬂE mggr !hg collective agreement EI‘I‘II‘I‘IEEIHQ on_Apnil
1. 2027 in accordance with a mutually aareea !zEr trust agreement to be

entered into by July 1. 2026 (the “Trust Aoreement”),

3 If the Parties are unable to reach a mutually agreeable Trust Agreement and
Fundlnq Fﬂrmula by July 1, 2026 Vince Ready will be appointed to assist the
Parti in Il

4, The EFNBT will be funded in accordance wnh the Funding Formula entered

lnlﬂ_hi,l:liﬁﬁﬂﬂnd_lhﬂ NBA on May 21, 2026,

5. n the commeancemant of th FMBT. Em will be requir
tn @mm@te in the EFMNBT and will remit conlributions to the EFNBT in
Eﬁlﬂmﬂ!&ﬂ wﬂh_thﬂ,ﬁunﬁma Fqnmula,

E. )

Benefits equivalent tr:- thnsa undear lhe HBT Group Beneﬁl Plan as of May EG,
2028 subject to the following amandments, with the increased cost of such

amendments to be funded through mandate funding and savings from a
mlm_b_ursem&nt limit on mﬁ.&&agﬂbmnw

Increase mveraqe fc:r heannq aﬁ fmm 51 I}EHJ per ear Ev-Er_",_' ﬁn.re years to
$2.500 per ear every five years;

e. Increase vision coverage from $350 for comective lenses every 24 months
to $000 for corrective lenses and eye exams every 24 months;
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10.

11.

f Replace upcoming massage therapy reimbursement limits of $1.427 in

202?' ami $1 145 in 2028 w||lh $4DDU annual massaq& _lhﬂrggg

L .. nt_ti il

g Increase reimhursarneni limit on acupuncture from 3100 per person per
year to $500 per person per year:

h. Increase reimbursement limit on chiropractic from 3200 per person per
year to $500 per person per year;

i. Increase reimbursement limit on nat athy from 2200 per an per

year to $500 per person per year, T% . 3 - 13
j. Increase reimbursement limit on mm’d& from $400 per person
per year to $500 per person per year.

k. Increase reimbursement limit on speech therapy from $100 per person per
year to $1000 per person per year;

l. Increase reimbursement limit on mental health (psychologist, registered
social worker, registered clinical counsellor) from $900 per person per
vear to $1,800 per person per year;

m. Increase major dental coinsurance from 60% to 70%:

Increase lifetime maximum reimbursement limit for orthodontia from

L) 8
$2.750 1o $4.000;

0. I v -

p. Increase frequency of LTD indexing from every four years to every two
years; and

g. Change to reflect that during a period of total disability an employee must
be under the reqular care of a medical doctor "or Nurse Practitioner”,
Motwithstanding the benefit plan chan tin which to take

effect immediately upon the commencement of the EFNBT, the Trustees will

have authority to amend the benefit plan in accordance with the Trust

the NBA wIII haue the excluslve right to make arnend rnanls lu aII henaﬁt plans
provided by the EFMBT, excluding the LTD plan. Decisions about

ﬂmgmmguh to the LTD p_lan will be ma:la mlntl'y 'mf_tha trustees ggp-mntad_bu

will require agreement of HEABC and the NBA,
After the commencement of the EFNBT, Employers’ exclusive obligation with

respect to Benefits will in_the Funding Formula and Trust
Agreement.

Eligibility for enroliment in_benefit plans managed by the EFNBT will continue
to be in _accordance with the terms of the Collective Agreement, and all

refere to specific benefit plans in th llective A hall
interpreted as references to the comesponding benefit plan provided by the
EFNBT.

Upon entrance into a mutually agreeable Trust ment, A i .1

g_q_l.l 2 of the Collective Agreement will be terminated and the obligations

thercin will cease to be of Effect Includnng but not Ilrnuted tn the n'taﬁsggg.-
reimbursement limits s r 126 decis 551 [

Ready pursuant to these E;Endmes_
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12

Effective April 1, 2027, and contingent upon the Parties entering into a
mutually agreeable Trust Agreement, the following consequential
a. Delete;
i. Appendix 5 — Memorandum of Agreement Re: Extended Health
Care and Dental Benefits Appendix T - Memorandum of
Agreement Re: Drug Coverage
b. Amend in accordance with Schedule 1 of this MOA: Appendix A Enhanced
Disability Management Program, Section B — Long Term Disability (LTD)
Plan — Waiting Period (date of disability on or after April 1, 2011)

c. Amend in accordance with Schedule 2 of this MOA: Article 60 — Medical,
Extended Health and Dental Coverage, Long-Term Disability and Group
Life Insurance

Page 3 of 18
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SCHEDULE 1
AMEDMENTS TO
APPENDIX A
ENHANCED DISABILITY MANAGEMENT PROGRAM

(to take effect April 1, 2027, contingent on the Parties entering into a mulually agreeable
Trust Agreement)

[Upon publication of the Collective Agreement, all cross references in the below
amended provision will be corrected and all underlining and crossed out sections will be
deleted to reffect the final published version]

Section B — Long Term Disability (LTD) Plan — Waiting Period (date of disability
on or after April 1, 2011)

LTD Benefits are now provided by the Employer-Funded Nurses Benefits Trust
(EFNBT), and the EFNBT Trustees have discretion to amend LTD benefit entitlements
in_accordance with the Trust Agreement. Therefore, the following section has been
amended in efforts to remove LTD Plan entitlem m the lan of th llective
Agreement and to preserve provisions relating to the respective obligations and
entilements of Employers and employees that continue to be govermned by this
Collective Agreement. The Parties agree that any remaining references lo LTD Benefil
entitlements or LTD plan provisions that are within the discretion of the EFNBET Trusiees
do not restrict the powers of the Trustees as set out in the EFNBT Declaration of Trust,

1.0  Eligibility

1.1 Regular full-time and regular part-time employees, upon completion of the three-
month probationary period, become members of the Long Term Disability (LTD)
Plan as a condition of employment.

Effective April 1, 2012 one million three hundred and thity one thousand
($1,331,000) per fiscal year is allocated from the ongoing 2010-2012 Total
Compensation Residual monies to the Employer-Funded Nurses’ Benefits Trust,

with the instruction to the Trustees that they endeavour to use these funds to
maintain a four (4) month waiting period for LTD benefits. reduca-the- L Th-waiting
poriod from five - B months-to fowr {44
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T TR =Wl g N a Bl = BLause
ef-an-accident-or sicknoss—of-a-covered-employee-to-perform-the-duties-ol-their

WoAE R 2t wate a T fale ] =

Waiting Period/Transition to LTD

4.1 Employees who slill have unused sick leave credits after the waiting period when
the long term disability benefit becomes payable shall have the option of:

4.1.1 using sick leave credits to top up the long term disability benefit; or
4.1.2 banking the unused sick leave credits for future use,

4.2 Employees who will be eligible for benefits under the LTD Plan shall not have
their employment terminated. Following expiration of their sick leave credils
andfor any other paid leaves to which they are entitled, they shall be placed on
unpaid leave of absence until receipt of LTD benefits.

43 Employees who have a CMP and participate in transitional work, a graduated
return to work or an accommodation during the LTD waiting period will not have
their entittement to LTD benefits delayed as a result of participating in the CMP.

Page 5of 18
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4.4

4.5

4.6

5.0
5.1

5.2

5.3

5.4

5.5

5.7

An employee who has been granted any unpaid leave of absence totaling less
than twenty-cne (21) days in any year (including time while in receipt of LTD)
shall continue to accumulate all benefits.

An employee shall not accumulate benefits from the twenty-first (21st) day of
unpaid leave (including time while in receipt of LTD) to the last day of the unpaid
leave (see Article 37 of the PCA).

Upon expiration of an unpaid leave an employee shall receive credit for
previously eamed benefits and shall resume accumulating benefits.

LTD Benefits

Provisions set out under Section B — 4.4, 4.5 and 4.6 apply to employees in
receipt of LTD benefits.

Medical, Extended Health and Dental — Employees on long term disability who
have already been granted unpaid leave of absence (including time while in
receipt of LTD benefits) totaling up to twenty (20) days in any year may choose to
continue to maintain any or all of the Medical, Extended Health and Dental
benefit plan coverage. The premiums will be cost shared by the employer and
employea on a 50-50 basis provided the employee pays their portion of the
premium for such coverage in advance on a monthly basis.

Pension — Employees on long term disability shall be considered employees for
the purposes of pension in accordance with the Municipal or the Public Service
Pension Plan Rules, as applicable.

Group Life Insurance — Employees on long term disability shall have their group
life insurance and AD&D premiums waived and their coverage continued.

LTD Premiums — LTD premiums shall be waived while an employee is in receipt
of a disability benefit from the LTD Plan.

For individuals with a date of disability prior to April 1. 2027, the following will

apply on a go forward basis from April 1, 2027:

In the event that the LTD benefit falls below the amount set out in Section
B — 56 above for the job that the claimant was in at the time of
commencement of receipt of benefits, LTD benefils will be adjusted
prospectively to seventy percent (70%) of the first $6843- 58318 for
RNs/RPNs and $5110 for LPNs of the cument monthly earnings and fifty
percent (50%) on the current monthly eamings above $6843 58318 for
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RNs/RPNs and 35110 for LPNs or sixty-six and two-thirds percent (B6-
2/3%) of current monthly earnings, whichever is more based on the wage
rate in effect following review by HEBT/underwriter every two feur years,
(Mote: the $6843 58318 for RNs/RPNs and $5110 for LPNs is the LTD
Threshold as of April 1, 2024 ).

&8 For the purposes of the above, earnings shall mean basic monthly
eamings (including isolation allowances where applicable) as at the date
of disability. Basic monthly eamings for regular part-time employees shall
be calculated on the basis of the employee’s average monthly hours of
work for the twelve-month period or such shorter period that the employee
has been employed, prior to the date of disability, multiplied by their houry
pay rate as at the date of disability.

510 Employees are not to be terminated for non-culpable absenteeism, while in
receipt of long term v::lua'.:.@ilznlllt:.r benefits.

(o} -8B6% rate of pay at-date of disability =513.60 perhour

fe—70%-of-surrent rate of pay =612 2 per hour

reh— e e A e — o= 2 0

tet —hesahua-tdonthle-Beabbie-Bonait faed = S22 10
7.0  Integration with other Disability Income

7.1 In the event a totally disabled employee is entitled to any other income as a
result of the same accident, sickness, mental or nervous disorder that caused
them to be eligible to receive benefits from this Plan, the benefits from this LTD
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7.2

7.3

T4

7.5

Plan shall be reduced by one hundred percent (100%) of such other disability
income.

If other disability income is available to the employee, they must apply for this

income prior to receiving LTD benefits. Other disability income shall include but is

not limited to:

7.2.1 any amount payable under any Workers' Compensation Act or law or any
other legislation of similar purpose; and

7.2.2 any amount the disabled employee receives from any group insurance,
wage continuation, or pension plan of the Employer that provides disability
income; and

7.2.3 any amount of disability income provided by a compulsory act or law; and

7.2.4 any periodic primary benefit payment from the Canada or Quebec Pansion
Plans or other similar social security plan of any country to which the
disabled employee is entitled or to which they would be entitled had they
applied for such a benefit; and

7.2.5 any amount of disability income provided by any group or association
disability plan to which the disabled employee might belong to or
subscribe.

Private or individual disability plan benefits of the disabled employee shall not
reduce the benefit from this Plan.

If a disabled employee becomes enlilied to other disability income, such as a
WCB or CPP award, as a result of the same accident, sickness, or llinass for
which they are eligible and entitied to receive LTD benefits under the LTD Plan,
then the LTD Plan is entitled to be repaid in accordance with Appendix B.

The amount by which the disability benefit from this Plan is reduced by olher
disability income shall be the amount to which the disabled employee is entitled
upon becoming first eligible for such other disability income. Future increases in
such other disability income resulting from increases in the Canadian Consumer
Price Index or similar indexing arrangements shall not further reduce the benefit
from this Plan until the LTD benefit payable is recalculated 1o reflect current wage
rates [Reference Section B — 5.7].
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combination of poension benefit, Canada Pension-Plan retiremant benefit
w Haad i =-|.EF' 'n._-E"' M e e H A L |.' H ndi:l:,

9.0 LTD Appeals

91 LTD claims shall be adjudicated and paid by a claims-paying agent to be
appointed by the Trustee. The claims paying agent shall provide toll free
telephone access to claimants. In the event a covered employee disputes a
decision of the claims-paying agent regarding a claim for benefits under the LTD
Plan, the employee may file an appeal requesting that the claim be re-examined
by the claims-paying agent.
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8.2 The claims-paying agent shall provide a decision letter which includes the
reasons for acceptance or denial of an appeal and shall provide it to the claimant,
and the Union upon receipt of authorization from the claimant.

9.3  File disclosure including all medical opinions and case notes shall be provided to
the Union when requested and upon receipt of authorization from the claimant.

9.4 A claimant shall have a two (2) year time limit to appeal any decision to deny or
terminate a claim unless there are good and sufficient reasons to extend the time
period. Claimants shall be provided with information about the appeal process

and contact information for their union representative.

10.0 Claims Review Committee (CRC)

10.1 If the employee continues to dispute a decision of the claims-paying agent, the
employee may request to have the claim reviewed by a Claims Review
Committee (CRC) comprised of three (3) independent and qualified medical
doctors agreed to by the LTD Plan Advisory Committee.

11.0 Return to Work

11.1  Upon return to work following recovery, an employee who was on claim for less
than twenty-four (24) months shall continue in their former job. An employee who
was on claim for more than twenty-four (24) months shall return to an equivalent
position, exercising their seniority rights if necessary, pursuant to Aricle 12 and
Article 19.
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13.0 Rehabilitation under LTD Plan

13.1 Rehabilitative employment shall mean any occupation or employment for wages
or profit or any course or training that entitles the disabled employee to an
allowance, provided such rehabilitative employment has the approval of the
employee's doctor and the underwriter of the LTD Plan.

13.2 Approved Rehabilitation Plan (ARP) means a rehabilitation plan that has been
jointly developed by the employee and the employee's union, the Disability
Management Professional (DMP) and the HBT/underwriter and approved by
HBTfunderwriter, consistent with the principles of the EDMP. The ARP shall be
signed by the employee and the HBT/underwriter.

In the event that an employee is medically able to participate in a rehabilitation
activity or program, called an ARP, that can be expected to facilitate a return to
their own job or other gainful employment, entitltement to benefits under the LTD
Plan will continue for the duration of the ARP as long as the employee continues
to participate and cooperate in the ARP.

14.0 Rehabilitation Review Committee (RRC)

14.1 In the event that the eligible employee does not agree with the rehabilitation plan
or does not agree that they are medically able to participate and cooperate in the
rehabilitation plan, then, to ensure benefit entitlement under the LTD Plan, the
employee must either:

14.1.1 be able to demonstrate reasonable grounds for being unable to participate
and cooperate in the rehabilitation plan; or,

14.1.2 appeal the dispute to the Rehabilitation Review Committes (RRC) for a
resolution.

14.2 The RRC shall be composed of three (3) qualified individuals who, by education,
training, and experience are recognized specialists in the rehabilitation of
disabled employees. The RRC shall be composead of three (3) individuals chosen
on a rotating basis from a list of rehabilitation specialists mutually acceptable to
the parties. The purpose of the RRC shall be to resolve the appeal of an eligible
employee who:

14.2.1 does not agree with the rehabilitation plan; or,

14.2.2 does not agree that they could medically participate in the rehabilitation
plan,

14.3 During the appeal process, the eligible employee’s entitiement to benefits under
the LTD Plan shall continue until the RRC has made its decision. The decision of
the RRC shall determine whether or not the eligible employee is required to
participate and cooperate in the rehabilitation plan. The rehabilitation plan
approved by the RRC shall be deemed to be the ARP. In the event that the
aligible employea does not accept the RRC's decision, their entitlement to
benefits under the LTD Plan shall be suspended until such time as the eligible
employee is willing to participate and cooperate in the ARP.

15.0 Rehabilitative Employment Benefits and Entitlements while in receipt of
LTD Benefits
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15.1 An Employee who retums to gainful rehabilitative employment under an ARP will
receive all monthly rehabilitation eamings plus a monthly Long Term Disability
benefit up to the amount set out in Seclion B = 5.6 of this Appendix provided that
the total of such income does not exceed one hundred percent (100%) of the
current rate of pay for their regular occupation at the date of the disability.

15.2 An employee who returns to gainful rehabilitative employment under an ARP and
works 15 hours or more per week will have their Medical, Dental, and Extended
Health benefits reinstated. Group life insurance, AD&D and LTD premiums are
waived.

15.3 An employee who retumns to gainful rehabilitative employment under an ARP will
have all other benefits accrue on a proportionate basis.

12.4 Earnings received by an employee during a period of total disability that are
derived from employment which has not been approved as rehabilitative
employment under an ARP, shall reduce the regular monthly benefit from the
Plan by one hundred percent (100%) of such eamings.

15.5 If the ARP involves a change in own occupation, the LTD benefit perod will
continue at least until the end of the first two (2) years of disability or some lesser
pariod as agreed to by the employee, the Union and the DMP as part of a CMP,

15.6 Upon successful completion of the ARP an employee who is unable to retumn to
their own job may have their LTD benefit period extended for a maximum of six
(6) months for the purpose of job search.

16.0 Request for Paid Leave while engaged in Rehabilitative Employment and in
Receipt of LTD Benefits

16.1 Requests for paid leaves, except sick leave, on a day that an employee is
scheduled to work will ba granted and paid in accordance with the PCA and will
not result in income that exceeds one hundred percent (100%) of the current rate
of pay for their regular occupation at the date of the disability. (See Section A -
12.1 for leaves while engaged in rehabilitative employment and not in receipt of
LTD benefits).

17.0 GRTW Wages and Benefits while in receipt of LTD Benefits
17.1 These employees are considered disabled and under treatment.

17.2 The employeas will receive pay and appropriate premiums for all hours worked.
The LTD Plan will pay for hours not worked at two-thirds (2/3) of basic monthly
eamings at the date of disability.

17.3 On the commencement of a GRTW Medical, Dental, and Extended Health
benefits are reinstated. Group life insurance, AD&D and LTD premiums are
waived.

17.4 An employee who is engaged in @ GRTW under an ARP will have all other
benefils accrue on a proporiionate basis.

18.0 LTD Premiums While On A Leave of Absence

18.1 Employees on leave of absence without pay may opt to retain coverage under
the LTD Plan provided by the Emplover-Funded Nurses' Benefits Trust and shall
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pay the full premium. Coverage shall be permitted for a period of twelve (12)
months of absence without pay, except if such leave is for educational purposes,
when the rmaximum perrnd shaIE be extended tu hm:: {2} year‘s I:F—&H—emaleyﬂa—an

' ' pesses: Two (2)
paman&—ﬁm HEAEG—-und ane—persun lmm—lha—HBI— w—l::lh&r bem:ﬁt
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SCHEDULE 2
AMENDMENTS TO

ARTICLE 60 - MEDICAL, EXTENDED HEALTH AND
DENTAL COVERAGE, LONG-TERM DISABILITY AND GROUF LIFE INSURANCE

(Effective April 1, 2027, contingent on the Parties entering into a mutually agreeable
Trust Agreement)

[Upon publication of the Coflective Agreerment, all undertining and crossed out sections
will be deleted to reflect the final published version]

60.01 Medical Coverage

(A) Regular employees and their eligible dependents (including common-law
spouses) shall be covered by the Medical Services Plan of B.C. or any other plan
mutually acceptable to the Union and the Employer. The Employer shall pay one
hundred percent (100%) of the pramium.

(B} A regular employee may cover persons other than dependents if the plan camier
agrees and if the employee pays the full premium for them through payroll
deductions.

({C) Membership in the medical plan is a condition of employment for regular
employees who are not members or dependents of members of another
approved medical plan.

(D) The medical plan becomes effective on the first of the calendar month following
date of hire.

60.02 Extended Health Care Coverage

Effective April 1, 2027 the Employer-Funded Murses' Benefits Trust (EFNET) provides
Extended Health Care Benefits o eligible employees in accordance with the Plan
Document, and all Employers are required { ici in tha
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60.03 Dental Coverage

Effective April 1, 2027, the EFMNBT provides Dental Benefits to_eligible employees in
accordance with the Plan Document, and all Employers are required to participate in the
EFNBT.

(A)

| 1 |4 =F He dg :'__ £ HAL ”ﬂ" k1= 3 -!_" FLE nt
@%}ﬂh&m&eﬁh&eﬂenﬂaﬁ-ﬂm—ﬁ—a&mﬁmmﬁﬁhﬂ—mﬂf

M&Eﬂe—@ms&—ﬂ&n—%&%%—aﬂn—mﬁﬂk—a&e&p&aﬁb—h +thae-Union
&Hd—tha-EmphaynaF{E-&a—ala&A&p&ndm—E—}
h-.teh-a H%}mnﬂ&pmammﬁ&ﬁam@#h&d&mﬁa—s&wme—&uﬂem&a

claims-after

(B)  A-regular-employee-may cover-pearsons-other-than-dependentsHhe-plan-carrer
agress—andit-the—employee—pays—the full-premium—for—them—through payroll

E ndlllun of

ﬂ_rc_a_lia_mﬂnveaﬂ in_accordance with the Plan Document, and all Employers are

required to participate in the EFNET.
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60.06 Group Life Insurance Plan
Eﬁﬂf:twe A,t_:lnr 1 EDE‘?. the EFNBT ;:_rmwdes Gmug Life rnsurance m eltglble emgl:-'.faas

[REMAINDER OF PAGE INTENTIONALLY LEFT BLANK]

Agreed lo in Joint Caucus on the 21st day of May 2028, at 'L!,' S ﬁ_g}fpm

Signed ﬂf alf of HEABC Signed on behalf of the NBA
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2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

GENERAL HOUSEKEEPING PROPOSAL

The Parties agree and acknowledge that the following changes are for housekeeping
purposes onfy and are nol infended to substantively alter the Parfies’ respechve nghts
and obligations under the Coffeclive Agreement.

ARTICLE 13 - SENIORITY

ARTICLE 19 - LAY-OFF & RECALL

This Article is effective on the implamentation date as debired-inthe-Consclidation—of
cedifieati . i

These provisions shall be utilized to protect regular employees, wherever possible, from
lass of employment, with the exception of employees who are dismissed for cause.

19.01 Displaced Employees

In the event of a reduction in the work force, regular employees shall be laid-off in reverse
order of seniority, provided that there are available employees with greater seniority who
are gualified and willing to do the work of the employees laid-off.

An employee who is qualified and yet unwilling to do the work shall be laid-off.

(A) Notice to the Union
At the time notice of displacement is issued, a copy of the notice shall be sent to
the Union steward.

iB) Displaced Employees’ Options

A meeting will be arranged between the displaced employee and their hisfher shop
steward and Employer representative(s). The Employer will make available a list
of current union vacancies within their worksite, a list of unfilled vacancies within
the respective Employer, a current union seniority list for the worksite (see Article
13.06) as well as a seniority list for the respective Employer, and information
regarding any other options that may be available at the time.

**Rest of article to remain intact**
ARTICLE 38 — LEAVE — MATERNITY PREGNANCY AND PARENTAL LEAVE

ARTICLE 46 — LEAVE — CEREMONIAL, CULTURAL, SPIRITUAL
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AND COMPASSIONATE LEAVE FOR INDIGENOUS EMPLOYEES

**The Parfies agree lo amend the Collective Agreement by deleling the following
Appendices (HH, and JJ.4)**:

Fage 2 of 28

188



recamPerdations
ARTICLE 11 — DEFINITION OF EMPLOYEE STATUS
AND BENEFIT ENTITLEMENT

11.04 Casual Employees
{(A) Definition

Casual employees may be employed to work full shifts or part shifts on a continuous or
intermittent basis in capacities such as:

(1) Sickness relief,
(2) Vacation relief.
(3) Leave of absence relief.

{4) Relief pending a regular employee appointment (Reference Article 17.02
Temporary Appointments).

{5) Temporary work load, including but not limited to, supplemental shift care services
provided to specific clients for palliative care purposes.

(6) Paid holiday relief.
{7) Overtime owing relief.
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(8) MatemityPreqnancy leave relief,

- L wlalasfetaid ol e sl sall  Falsal=-T SN el aTaia @4 TaF=- a

ARTICLE 26 - HOURS OF WORK, MEAL PERIODS, REST PERIODS

26.02 Consecutive Hours of Work

The daily hours of work for each employee shall be consecutive with—thefallowing

f2} with the exception of Eamployees subject to a flexible work schedule arrangeament
may work split shifts, where the employee requests a split shift and the Employer
agrees.
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ARTICLE 36 - LEAVE - ELECTIONS AND PUBLIC QOFFICE

36.01 Elections

Employees who are eligible to vote in a Federal or Provincial election or referendum shall
be entitled to four (4) consecutive hours free from work during the hours the polls are
open to cast their vote, If in order to satisfy this provision an employee must absent
themselves from work they shall suffer no loss of salary for the scheduled hours away
from waork.

36.02 Public Office

Employees shall bhe granted an unpaid leave of absence to enable them to run for an
glected public office, including Municipal, Provincial, Federal, First Nation or other

Indigenous government if nominated, and if elected, to serve their term(s) of office.
;Ftefemnc:e Article 37 = Leava — Ganaral. )

ARTICLE 37 - LEAVE - GENERAL

17.04-D . LS el |
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Raisranas &dine 17— eave — Beserak
(A} _If an employee or eligible person as defined in the Employment Standards Act

(B)

experiences domestic or sexual violence, then in each calendar yvear an employesa
is entitled to a leave as follows:

(1) Uptofive (5) days of paid leave (inclusive of the paid leave in the Employment

Standards Acf) taken in one or more blocks of time:

{2) Upto five (5) days of unpaid leave taken in one or more blocks of time; and
{3} 1 ks of additional unpaid leave taken in one block of time

or, with the Employer’'s agreement, more than cne block of time.
An_emplovea's entitlement 1o leave under this Arlicle is in_addition to _any

(C)

antitement to leave under other articles of the collective agreement.
An employee granted leave under this Ardicle shall be entitled to benefits in

rdance with Articla 37.01 ave = eral). For the balance of the leave
taken pursuant to this Article, the service of an emplovee shall be considered

conlinuous for the purpose of any pension, medical or other plan beneficial o the
loyer shall contin m ment to the plans in the

same manner as if the employee was not absent.
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(D) Casual employeess will not be required to be available for shifts as outlined above.
{E} In th-e e'u'ent that Iegmlatmn enactﬁ_gmwmana mth a_are atsr anmlament to

grmrusmn shau grauml

ARTICLE 11 - DEFINITION OF EMPLOYEE STATUS
AND BENEFIT ENTITLEMENT

11.03 Regular Part-Time Employees
(B) Benefit Entitlement

Regular part-time employees are entitled to all benefits of the Agreement
on a proporlionate basis with the exceplion of medical, extended health and
dental plan coverage, LTD and group life insurance premiums, which shall
be paid on the same basis as for regular full-time employees. (Reference
Article 12 Anniversary Date and Increments; Reference Article 60 48
Medical, Extended Health and Dental coverage, LTD and Group Life
Insurance Coverage.)

11.04 Casual Employees
(C) Letter of Appointment
(3) Short-Term and Long-Term Availability

{c) The Employer may offer casual employees the opportunity to provide their
availability and book shifts as far as six (6) months in advance in writing {(or
by using an alternative method contemplated in (E)(1)(7)).

ARTICLE 13 — SENIORITY

13.03 Seniority — Maintained and Accumulated
Seniority shall be maintained and accumulated under the following conditions:

{a) while in receipt of Workers' Compensation benefits (wage loss replacement and
rehabilitation benefits);

(b) absence due to matemity pregnancy and parental leave as provided for in this
Agreament;

(c} absence due to any paid leave for the period of the leave;
(d) absence due to the conduct of Union business;
(2) absence due to lay-offs, for the first twenty (20) work days,

{f} absence due to a general unpaid leave of absence, for the first twenty (20) work
days; and

(g) absence while on a long-term disability claim (including the qualifying period).

For time periods in excess of those expressed above, seniority shall be maintained but
not accumulated.

ARTICLE 18 - PROMOTIONS, TRANSFERS AND DEMOTIONS
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IN THE FILLING OF VACANCIES OR NEW POSITIONS

18.08 Salary on Promotion

A promoted employee shall receive the lowest step in the new increment structure
which shall give them hes a minimum monthly increase of two hundred dollars ($200.00).
The maximum rate of the new increment structure shall not be exceeded because of the
application of this provision.

The employee shall receive the new pay rate from the first day worked (including
orientation) in the position.

ARTICLE 21 — CREATION OF NEW POSITION

21.01 Employer Notice

If the Employer creates a new position, it shall give written notice to the Union
classification department of the job classification level it has assigned to that position,
pursuant to Article 64 62 and shall provide a copy of the new job description to the Union,
pursuant to Article 23.

ARTICLE 22 — CHANGE IN CLASSIFICATION

22.01 Employer Notice

If the Employer makes a significant change in the job content of a position, it shall
give written notice to the Union classification department of the job classification/wage
level it has assigned to that position, pursuant to Article 84 62 and shall provide a copy
of the new job description to the Union pursuant to Article 23.

22.02 Implementation

{(A) If the Union objects to the Employer's classification assignment, it must do so
via the Job Classification Review Procedure.

{B) Job Classification Review Procedure

(i} Upon initiation of the Job Classification Review Procedure, representatives
of the Union and HEABC shall within twenty-eight (28) days consider which
profile best describes the core function of the job in question, and how the job
fits into the industry standard for like jobs. At the request of either party, the
parties will complete and utilize the job questionnaire(s) in this consideration.
The parties shall attempt to resolve the matter through negotiations.

(i) Failing resolution of the matter by negotiations, the matter may be referred
by either party to the BCHOA as a classification arbitration. The Arbitrator
shall consider the same criteria (see Article 21.02(B)(i)) as the parties in
delermining the appropriate classification/wage level for the job in question.

(i) Classification arbitrations will be governed by the following processes: the
parties will be imited to four (4) hours' presentation each, the parties will
utilize staff representatives of the Union and HEABC to present cases, and
the award will be issued within thirty (30) days of the hearing. The arbitrator’s
decision shall be imited to determining the appropriate classification/ wage
level of the job.
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ARTICLE 53 — QUALIFICATION DIFFERENTIAL

53.03 Registered Psychiatric Nurse

A rEgular Empln}ree who acquu‘es ann‘ I‘I‘IHII‘I[EH‘IS reglﬁtrallﬂn whde—both—the
as both_a

H_gustered Nurs.e thH‘J and R&gstered FE-.rchmtnf.: Ngrsg { HPM:I under the BC
Health Professions and Qccupations Acf shall be paid an additional fi fty dollars
($50.00) per month for clinical preparation.

ARTICLE €0 — MEDICAL, EXTENDED HEALTH AND DENTAL COVERAGE,

LONG-TERM DISABILITY AND GROUP LIFE INSURANCE

60.04 Dependents

An aligible d&pandam for the purposes of Aricles-46.01_ 48 02 and 45 03 Articles §0.01,
60.02 and 60.03 is one who is acceptable to the plans, but does not include those
individuals referred to in parts (B) of the above specified Articles.

ARTICLE 61 - EFFECTIVE AND TERMINATING DATES

(A} This Agreement shall be effective from April 1, 2022 and shall remain in force and be
binding upon the parties until March 31, 2025 and thereafter until a new Agreement
has been consummated.

Employers newly certified during the term of this Agreement and who are added to
the Appendix of the Consolidated certification with the Union shall negotiate the
application of the terms of this Agreement with effective dates as agreed upon
between the parties.

(B) The operation of Subsection 2 and 3 of Section 50 of the Labour Relations Code
of British Columbia (or any succeeding Acts) is5 specifically excluded from this
Agreement.

(C) Al terms of this Agreement shall come into effect at 0001 hours on the dates
stipulated within the Agreement.

MEMORANDUM OF AGREEMENT
Between:

MNurses' Bargaining Association
And:
Health Employers Association of British Columbia on
Behalf of the Worksites with Memoranda

Re: Extended Work Day/Compressed Work Week
ARTICLE 25 - WORK SCHEDULES

25.05 Requirements of Work Schedule
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(A)  The Employer and the Union agree to waive that portion of Article-25.05(E) Arlicle
25.06(E) reading:

Each regular employee shall be scheduled off-duty an average of not less than
one (1) weekend in every three (3) weekends in each nine (9) week period.

(B)  Nursing Staff Work Schedules may take the form of either a two-shift or single shift
rotation.

(C) A regular employee shall not be scheduled to work more than four (4) consecutive
ghifts unless agreed to between the parties,

For the purposes of this article, (A) and (C) refer to schedules with shifts greater than
eight (8) hours in length.

ARTICLE 4& - LEAVE —- CEREMONIAL, CULTURAL, SPIRITUAL

AND COMPASSIONATE LEAVE FOR INDIGENOUS EMPLOYEES

46.02 _Entitlement to Ceremonial, Cultural, and Spiritual Leave
a) An Indigenous emplo may request up to thirty-seven point five (37.5) hours of

leave per calendar year without loss of pay to participate in ceremonial, cultural, or

spiritual event(s). The leave may be taken in one or more blocks of time. Where

auch lea'-.re is lequested the leave shall not be unreasonably denied Leaue unde:

ion to an Ind: oyea’'s entitleme

Aguclg 33.01 - Compassionate Leave as applicable (and per Ihe axpgg_d_gﬂ

definition of “family").

APPENDIX A
MEMORANDUM OF AGREEMENT
ENHANCED DISABILITY MANAGEMENT PROGRAM

Section A — General Principles and Application (effective April 1, 2011)
14.0 Wages and Benefits on a GRTW as part of a CMP

14.1 Employees will receive pay and appropriate premiums for all hours worked. Sick,
vacalion or banked time off, if available, may be used for hours not worked.

142 Benefits under Article 6046 are reinstated on commencement of a GRTW and
continue while the employee is aclively paricipating in the program.

14.3 All other benefits of the PCA accrue on a proportionate basis (see Section B - 17
for employees in receipt of LTD benefits).
APPENDIX DD
LIST OF EMPLOYERS
BRITISH COLUMBIA NURSES' UNION (BCNU)

[The Parties agree to update the list of employers prior to printing/publishing of the
Collective Agreerment]
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**The Parties agree o amend the Collective Agreement by deleting the following
Appendices (JJ.2 and PP)":
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The Parfies agree lo amend the Collective Agreement by deleling Appendix N and
changing Article 25.07(H) as follows:

ARTICLE 25 - WORK SCHEDULES
25.07 Requirements of Work Schedules (Employees on Flexible Work Schedules)

This Article applies to all nurses who are employed in a program which provides other
than 24-hour per day services.

(H} In order to provide the flexibility necessary to enable the completion of the required
hours of work in each four (4) week pericd, it is agreed that no premium or penalty
contemplated in Article 28 (Shift Premium and Weekend Premium) or 27 (Overtima)
of this Agreement shall apply where it results from an employee exercising their right
to flexible work arrangements pursuant to this Article {See-Appeandix—h-}

The Parties agres that the principlas comtained in the Government of the Pravines
of Brtish Columbia (Morthem Interior Health Unit) and BC Nurses' Union (July 19,

1996; Donald Munroe, Q.C. ) Arbitration Award will govem the Parties” interpretation
and application of Article 25 icle 27, Aricle 28 and any related aricles with

respect to the matter of when overtime and shift premiums are payable to employees

working a flexible work schedule.,

ARPPENDECN

The Parties agree to amend the Collective Agreement by delefing Appendix F and
changing Arficle 49 as follows:

ARTICLE 49 — PENSION PLAN

49.0X Incentive Payment for Pre and Post-Retirees

2l The Employer will provide an annual incentive payment (the “Incentive Payment”)

to Eligible Employees. For the purpose of this Aricle "Eligible Employees” means:

i) Employees who are eligible to retire, have maximized their pensionable
service and are not eligible or elect not to contribute to the Municipal Pension
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Plan (MPP) or the Public Service Pension Plan (PSPP) and who continue to
rk in a requ I-ti | im ition: and

(i) Employees who have maximized their pensionable service and are nol

eligible or elect not to conlribute to the MPP or the PSPP and who do retire
of are retired and draw a pension but are rehired into a reqular full-time or a

regular part-time position.
= The Incentive Payment will be;

(i) ___An amount equal to what the Employer would have contributed to the MPP
or the PSPP for the Eligible Employee based on earnings over the preceding

year (less any required statutory deductions). Any earnings counted toward
nsi | rvice will Wil from th Iculation of the |ncentne
Payment.
(i) Payable following December 31st in each year that the Eligible Employee is
employed in a reqular full-time or reqular part-time position as described in

1{i} ar 1{ii) above,
() Paid at the Ehlgible Employee’s option either:
a) di Eligible Empl ! ' Reti nt Savings Flan

where allowable and supported by the appropriate financial institution
documentation supplied by the Eligible Employee: or

(b) directly to the Eligible Employee.

GoRtiAUE-10-Work-in-a reguiar full-lime-or a-regular part-time position; and

= - - . - =
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APPENDIX RR

MEMORANDUM OF AGREEMENT
EMPLOYED STUDENT NURSE (ESN)

HHEHEAS the parties seek fo:

.

Retain graduates of local nursing programs following completion of their
studies by providing job opportunities for paid experience;

Consolidate students’ knowledge and skills so they are ‘job ready’ as new
graduates;

Understand the feasibility, effectiveness and outcomes of such a process;
Facilitate the above points in a safe environment;

AND WHEREAS the Health Professionals and Occupations Act, RSBC 1986,
¢.183 and the British Columbia College of Nurses and Midwives (BCCNM) Mursing
Prolessionale {BCCNR} Bylaws and Policies have been revised to provide for the
employment of undergraduate nurses in health care facilities;

NOW THEREFORE, the parties agree:

1.

Priority for the program will be given to undergraduate nurses who are
residents of British Columbia.

Undergraduate nurses will he hired and uhlu:ed ina manner cunsislent mth

the BCCNM Britisk s
Rules and Fte-glstratmn ngram Pndn:ms and Siandards of F*ractu:e and this

Memorandum of Agreement.

Under the direction of manager or designate, undergraduate nurses will
provide direct nursing care to both stable and unstable
patients/clients/residents, commensurate with their level of education and
training.

Undergraduate nurses will be considered casual employees and governed

by Article 11.04 — Casual Employees except as modified, or specified
otherwise below:

Article 11.04 — Casual Employees

(A) Definition:
An undergraduate nurse is a person engaged in the practice of nursing for the
purpose of working as a nursing student in a health care facility during or between
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the terms of the Mursing Education Program, in accordance with the BCCNM
Ertieh e = = [ Tats =7 Fat ' 3 H.U-I'EE Eﬁlj

APPENDIX JJ.3
MEMORANDUM OF AGREEMENT
NURSING SCOPE OF PRACTICE

Background

The scope of practice for Licensed Practical Nurses ("LPN"s), Registered Murses
("RN"s) and Registered Psychiatric Nurses ("RP-N"s) are sat out in the Nurses (Licensad
Practical), the Nurses (Registered) and Murse Practitioners and the Nurses (Reqgistered
Fsychiatric) regulations under the Health Professions and Occupations Act (the “Act’).
These scopes of practice are complemented by standards, limits and conditions that are
set by the British Columbia College of Nursing Professionals, as well as by employer
policies and an individual nurse's competence to carry out a particular activity.

The Ministry of Health has recently completed updates to the scope of practice
regulations for LPNs, RNs and RPNs under the Act, and is now in a position to work
collaboratively with Health Authorities, Colleges and the NBA in consultation with others
to ensure these scopes are oplimized in praclice seltings across the continuum of care
and in every part of the province.

The Parties recognize that the delivery of care requires well-functioning teams that
value the contributions of all members. Research has shown that “Successful high
functioning teams [are] fluid, confident, non-hierarchal, patient-focused and include the
right nurses in the right job. Team members [have] autonomy over decisions within their
scope of practice. They [make] decisions about complex patients through collaboration,
neqgotiation and recognition of each members expertise.” 2014 Bauman et al. 01
(Kefearence: High Functioning Nurse Teams: Collaborative Decisions for Quality Patient
Care Bauman, et al NSRU - Health Human Resources Seriezs 40 November 2014)
Research will be ulilized to ensure that effective teams are supported which enable
nurses to utilize their skills and abilities in order to eflectively meeat the needs of

patients/clientsiresidents.

ARTICLE 32 - OCCUPATIONAL HEALTH AND SAFETY PROGRAM

The parties commit to establishing a culture of safety and violence reduction in every
worksite.

In recognition of Lhis, the parlies agree o cooperate in the promotion of safe work habits
and safe working conditions and to adhere to the provisions of the Workers Compensation
Act and related regulations. The Employer will ensure that the Astand-Occupational
Health and Safety Regulation is readily available at each worksite for reference by all
workers and will ensure that workers are aware of the onsite location where the Actand
Regulation is available for viewing. The Employer will also provide employees with
information on where copies of the Regulation are available for ordering from
WorkSafeBC, providing the address, phone number, and website for WorkSafeBC.

Page 17 of 23



The provisions of this Article are intended to be additional to, but may also be covered
by, provisions of the Workers Compensafion Act and related regulations.

32.01 Joint Occupational Health and Safety Committee

The Employer and the Union recognize the role of the jJoint Occupational Health and
Safety Committee ("JOHSC") in promoting a safe and healthiul healthy workplace.

The lrnpm-.red eﬁectweness atreamlmed and smguiar report mechanisms of the Jeint
HSC— JOHSC will have benefit to overall

wn-rl-:plac:a safﬂtl_.r am:l wellaberng mcludmg |mpr::n.red claims management.

The Employer shall establish a JOHSC at all worksites as determined by the Workers
Compensation Act. The Employer will also consider requests from the Union to establish
either a JOHSC where there are less than twenty (20) employees or assign the worksite
to an existing JOHSC.

The Employer will consult with the Union Representative when making a proposal to
WorkSafeBC for a variation to JOHSC requirements under the Workers Compeansafion
Act and Occupational Health and Safety Regulation.

Each JOHSC shall govern itself in accordance with the provisions of the Workers
Compensation Act and applicable Occupational Health and Safety Regulations and shall
be comprised of equal representation from the Employer and the Union, with each party
appointing its own JOHSC Members. JOHSC Members appointed by the Union shall be
chosen by the Union membership or appointed by the Union.

NBA JOHSC Members {or alternates) will be provided time during work that is reasonably

necessary to prepare for JOHSC meetings, and shall be released from their regular duties
to attend JOHSC meetings and perform related duties and functions as set out in the

Workers Compensation Act. The Employer will reassign the work that would otherwise
have been performed by the NBA JOHSC Member. This may include replacement of the
employee.

As outlined in the Workers Compensation Acl, JOHSC Members shall be provided with
adequate training and orientation regarding the duties and responsibilities of JOHSC

Members to allow the Members to fulfil those duties competently. Such training and
arientation shall take place within six (6) months of the Member joining the JOHSC.

Where the JOHSC is conducting an incident investigation involving an NBA member, the
designated NBA JOHSC Member (or alternate) shall be released from their regular duties
to participate in the investigation. The Employer will reassign the work that would have
otherwise been performed by the NBA JOHSC Member for the duration of the
investigation. This may include replacement of the employee. Where an investigation is
scheduled outside the NBA JOHSC Member's regular hours, the Member will be paid at
the applicable rate of pay.

Within sixty (60) days of ratification, the parties agree 1o jointly request that SWITCH BC
develop a universal format for JOHSC minutes and pursue the development of OH&ES
curriculum to improve JOHSC effectiveness within twelve (12) months of ratification.

Once per month, the Employer will make available to the Union, in electronic format, the
minutes of each JOHSC meeting, including but not limited to appendices, decisions,
recommendations, reports, data and investigations reviewed.
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The JOHSC may request from the Employer information necessary to complete its duties
and functions of the JOHSC outlined in the Workers Compensation Act. This information
may include but is not limited to, incident and injury reports, safety policies, procedures
and practices, violence risk assessments, security incident reports and regulatory
inspections and orders related to employee occupational health and safety. Such
information will be provided in a timely manner and will not be unreasonably withheld.

Every six (6) months, the Employer shall provide to the Union, in electronic format, the
following data:

« a list of all active Joi

« the areas that each committee is responsible for (such as facility, units or
programs);

« where and when each commitiee meets;

« the names, positions, and commitiee appointment dates for all NBA members;

« the date each member received education as per the OHS Regulation and
additional education referred to in the Collective Agreement or provided by the
employer relating to occupational health and safety.

32.02 Medical Examinations

An employee may be required by the Employer, at the request of and at the expense of
the Employer, to take a medical examination by a physician of the employee's choice.
Employees may be required to take skin tests, x-ray examination, vaccination,
inoculation, and other immunization (with the exception of a rubella vaccination when the
employee is of the opinion that a pregnancy is possible), unless the employee's physician
has advised in writing that such a procedure may have an adverse effect on the
employee’s health.

32.03 Safe Workplace

(A) The Employer and employees recognize the need for a safe and healthéal healthy
workplace and agree {o take appropriate meaasures in order that nisks of incidents,
occupational disease, and violence are reduced and/or eliminated. Employers will
take all reasonable steps to eliminate, reduce and/or minimize threats to the safety
of employees.

(B) An employee performing a visit to clients in the community may request to be
accompanied by a member of the inter-disciplinary team or other appropriate
personnel for the initial home visit where the pre-screen assessment identifies a risk
of violence or other hazard or where a pre-screen has not been completed.
Employees shall have the right to request backup to attend for any subsequant homea
visits where there is reasonable cause to expect a violent situation and will have
access to appropriate communication equipment.

(C) When the Employer is aware that a patientresident/client has a history of violent
behaviour, the Employer shall make such information available to the employee.
Upon admission or transfer the Employer will make every reasonable effort to
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(D)

(E)

(F)

(G)

identify the potential for aggressive behaviour. In-services and/or instruction in
caring for the viclent patient will be provided by the Employer.

It is recognized that health care workers are vulnerable to violence because they
provide care directly to members of the public across all settings, including hospitals,
care homes and in the community. The Employer will establish procedures and
policies to minimize or eliminate the risk of workplace viclence.

The Employer will provide orientation and/or in-service which is necessary for the
safe performance of work including universal precautions, the safe use of
equipment, safe techniques for lifting and supporting patients/residents/clients, and
the safe handling of materials and products. Nurses who are newly hired to work in
community mental health or in a job that primarily provides services to a similar client
population shall also be provided with orientation, job shadowing, and/or in-service
where necessary for a minimum period of three (3) weeks including:

+ job shadowing with an experienced nurse,

+ familiarization with available patient resources,

« development of environmental assessment skills,

« orientation with client population,

+ development of appropriate behavieral behavioural care plans, and
« policies for safe client visits.

The Employer will make readily available ongeing and updated information,
manuals, online tools and procedures for these purposes. The Employer will provide
appropriate safety clothing and equipment.
Employers agree to provide employeeas with violence prevention training based on
the program that was originally designed by the Provincial Violence Prevention
Steering Committee. The Employer will determine the level of training required for
each employee through review of the worksite violence risk assessment for each
area that the employee works in. When an employee works in their position(s) in
multiple units or worksites, they will be trained in violence prevention to the required
level of their asstgned role on am_.r of those units or worksites. The Empl-wer will
regularly provide Jeirt—Ds - ] . i

JOHSC with the wnrlr.mta 1.r|nlance preuentlﬂn Irarnlng ral;e-s The Empluypr wlll
provide the appropriate level of refresher fraining to all employees on an annual
basis. Where operalional requirements allow, these modules may be completed
while at work., The modules of the program that are applicable to the employee
according to the program will be considered a compulsory in-service under Article
35.02.

The Employer will provide the necessary training to an employee in a new position
as outlined in the Provincial Viclence Prevention Committee's guidelines.
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The Employer will provide OHS supervisory training to any nurse whose job duties
include supervision and/or direction and annual refresher training. This training will
be considered a compulsory in-service in accordance with Article 35.02,

The Employer will provide the necessary fraining to employees who are
commencing work in a supervisory role.

32.04 Provision for Immunizations

(A) Where the Employer or—OesupationalHeallh—andSalely Committea JOHSC
identifies high risk areas which expose nurses to infectious or communicable
diseases for which there are protective immunizations available, such immunizations

shall be provided at no cost to the employee.

(B) Employees who may be exposed in the course of their employment to Hepatitis B
shall be entitled to receive the Hepatitis B vaccine free of charge.

32.05 Critical Incident Support

Critical incident support shall be offered and, if accepted, provided to employees who
have suffered a work-related, traumatic incident including, but not limited to, viclence,
threat of violence, death of a colleague or an unusual or unexpected patient death or a
series of such incidents. The Employer shall offer access to supports from a practitioner
with experience in critical incident support and trauma informed practice including, but not
imiled to, psychologists, psychiatrists, and/or registered clinical counsellors. All
reasonable efforts shall be made fo make appropriate supports and resources available
within forty-eight (48) hours. The Employer shall notify employees of the availability of
supports, including the time, date and location and if provided to the Employer in advance
the name, experience andlor gualification(s) of the practitioner paricipating in the
session. Employees may request such supports be made available at a later dateftime. If
an employee has concerns regarding the practitioner, the Employer will consider those
concerns which may include offering an alternative practitioner. Employees accessing
supporl will be given time off from work withoul loss of pay to attend agreed to critical
incident support, or be paid at the applicable rate of pay. Employee paricipation in critical
incident support is voluntary.

32.06 Psychological Health & and Safety

The Employer and the Union agree to cooperate in the promotion of psychologically
healthy and safe working conditions and practices,

The Health Authorities and-Rrovidense—Health—GCare—{(RHEY PHC shall continue their
implementation of the Canadian Standards Association (CSA) Psychological Health and

Safety Standard in all of their workplaces.

Health Authorities and-Providence-Health-Care{RHC} PHC shall regularly communicate
their implementation of the CSA Psychelogical-Health—&—Safety—Standard to their
employees in Employer worksites.

The Employer and Union agree that the thiteen (13) factors, as defined in the CSA
Psychological Health and Safety Standard are:

« Organizational Culture
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= Psychological and Social Support
# Clear Leadership & Expectations
s  Civility & and Respect

= Psychological Demands

» Growth & and Development

« Recognition & and Reward

« Involvement & and Influence

« Workload Management

» [Engagement

« Halance

+ Psychological Protection

* Protection of Physical Safety

The Employer and Union agree that each of these factors must be assessed and, where
necessary, improved in an ongoing manner in order fo establish and maintain
psychologically safe workplaces.

The Employer and Union recognize the role of Jent-Oesupational-Health-and-Salety
committees{HOHBE JOHSC in supporting psychologically healthy and safe workplaces.
Therefore, the JOHSC shall be engaged in local level identification of psychological heaith
and safety hazards, promotion of psychologically healthy and safe workplaces, participate
in related inspections and investigations and make recommendations for improving
psychological health and safety in the workplace.

Within 120 days of ratification, the Employer and Union agree to request that the BC
Health Care Occupational Health and Safety Society (currently known as SWITCH BC)
develop standardized resources to support local JOHSC to fulfill their duties and functions

to support psychologically healthy and safe workplaces.
APPENDIX D
MEMORANDUM OF AGREEMENT
PROVINCIAL OCCUPATIONAL HEALTH AND SAFETY
The parties share a common interast in preventing workplace injuries and promaoting safe
and healthy workplaces at all worksites; throughout the health care sector.

The parties acknowledge the need for a provincially coordinated and integrated effort to
improve the health and safety of health care workers and to establish systems to
implement the shared objectives below:;
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Promote a safe and healthy work environment and organizational safety culture
through prevention of injury initiatives, safe workloads, promotion of safer work
practices, and healthy workforces, including pilot and demonstration programs;

Prevent and reduce the incidence of injuries (physical and psychological) and
occupational diseases;

Suppon the adoption of leading (best) practices, programs, or models;

Facilitate ce-cperation cooperation between unions and employers on health
and safety issues;

Facilitate and provide education and training for effective functioning of local
Joint Occupational Health and Safety committees ("JOHSC");

Share information, data, and experience across the sector;

Improve awareness of and compliance with Workers Compensation Acl,
Occupational Health and Safety Regulation, and relevant physical and
psychological standards; and

Support the implementation of Canadian Standards Association (CSA) GSA
Standards for Occupational Health and Safety Management and Psychological
Health and Safety in the Workplace.

And where—as whereas the BC Health Care Occupational Health and Safety Society
(currently known as SWITCH BC) was jointly established in November 2020 to provide
the organizational basis for an innovative and collaborative initiative to influence, invest
in, and support province-wide initiatives to improve health care worker health and safety.
SWITCH BC was built on the following principles:

-

Broad stakeholder engagement in governance;
Collaborative approach;

Transparency,;

Evidence based decision making; and
Accountability/Commitment (Compliance).

Therefore, the parties agree as follows:

1. The parties commit to support SWITCH BC in carrying on with occupational health
and safety projects previously agreed to in support of the healthcare sector.

2. In the event of the dissolution of SWITCH BC for any reason, the parties will mesat to
discuss an altermative provincial occupational health and safety structure.

3. Per Appendix A1, HEABC will contribute a sum of $1,290,000 per annum to the NBA
for occupational health and safety initiatives. The NBA may use all or part of the
funding allocated to it to contribute towards provincial projects undertaken by SWITCH
BC, or the NBA may choose to use all or part of this funding to, in conjunction with the
member Employers and HEABC, identify and address initiatives specific to the NBA.
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In furtherance of using gender-neutral language, the Parties agree o replace "maternify”
with “pregnancy” throughout the Collective Agreement. There are no changes to benefits
or enfittements for employees who lake pregnancy feave because of the change in
ferminology. Accordingly, the Farties agree fo amend the collective agreement by
changing the following Arficles.

ARTICLE 38 - MATERNITYPREGNANCY LEAVE AND PARENTAL LEAVE

38.01 Maternity-Pregnancy Leave-and Parental Leave — Birthing Parent

(A) Maternity-Pregnancy Leave

A pregnant regular employee shall be granted up to seventeen (17) consecutive weeks
matersitypregnancy leave of absence without pay. Such leave may commence thirteen
(13) weeks prior to the expacted birth date or any time thereafter at the request of the
employee. The maternitypregnancy leave shall commence immediately upon the birth if
it occurs prior to the timeline outlined above. In no case shall an employee be required to
return to work sooner than six (8) weeks following the birth or the termination of the
pregnancy, unless a shorter time is requested by the employee and granted by the
Employer.

(B) Parental Leave

In addition to a maternitypreqnancy leave of absence as described above, upon written
request and within seventy-eight (78) weeks of the birth of the child, a regular employee
shall also be granted an unpaid parental leave of absence of up to sixty-one (61)
consecutive weeks. Parental leave will normally commence immediately following
maternitypregnancy leave unless agreed to by the Employer for reasons such as
premature birth or a hospitalized infant.

(C) Special Circumstances

{1) Anemployee is entitled to up to six (6) additional consecutive weeks of unpaid
leave if, for reasons related to the birth or the termination of the pregnancy,
they are unable to retum to work when their leave ends under (A) above.

(2) A request for special circumstances leave pursuant to Article 38.01(C)1) must,
if required by the Employer, be accompanied by a medical practitioner's
certificate stating the expected or actual birth date or the date the pregnancy
terminated or stating the reasons for requesting additional leave under this
subsection.

(3) If the rew-bern newborn child will be or is at least six (6) months of age at the
time the child comeas under the care of the employee, and a medical practitioner
certifies that an additional period of parental care is required because the child
suffers from a physical, psychological or emotional condition, the employee
may apply for additional parental leave withoul pay. Five (5) weeks additional
leave may be taken.

{4) Anemployee's combined entitlement to leave under sub-sections (A), (B), and
(C) of Article 38.01 is limited to eighty-nine (89) weeks.

(D) Medical complications of pregnancy, including complications during an unpaid leave
of absence under this Article, preceding the period stated by the Employment
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(E)

(F)

Insurance Act, shall be covered by sick leave credits providing the employee is not
in receipt of matemnity benefits under the Employment Insurance Act or any wage
loss replacement plan.

The Employer may require the employee to provide a doctor’s certificate indicating
the employee's general condition during pregnancy and the expected birth date.
The Employer shall not terminate an employee or change a condition of their
employment because of the employee’s pregnancy or their absence for malermily
pregnancy reascns.

38.02 Maternity-Pregnancy Leave Allowance

A

(B)

(C)

(D)

An employee who qualifies for matesmilypregnancy leave pursuant to Article 38.01,
shall be paid a malernitypreqnancy leave allowance in accordance with the
Supplemental Employment Benefit (SEB) Plan. In order to receive this allowance,

the employee must provide to the Employer, proof that they have applied for and are
eligible to receive employment insurance benefits pursuant to the Employment

Insurance Act.

In addition, the employee must specify whether they have elected for standard or
extended parental leave benefit coverage as per the Employment Insurance Act.

Pursuant to the Plan, the materitypregnancy leave allowance will consist of:

(5] One (1) week at eighty-seven percent (87%) of the employee's normal weekly
eanings;

(6) Sixteen (16) additional weekly payments equivalent to the difference between
the employment insurance gross benefits plus any other earnings received by
the employee and eighty-seven percent (87%) percent of the employee's
normal weekly eamnings.

(7) Benefits under this plan will not exceed seventeen (17) weeks inclusive of the
one (1) week waiting period.

(8) For the purpose of this Plan, “normal weekly” eamings shall mean regularly
scheduled hours multiplied by the employee’s basic rate of pay.

Employees are not entitled to receive the materitypregnancy leave allowance and
sick leave benefits concurrently. However, an employee may opt to utilize
accumulated sick leave credits instead of applying for benefits under this Plan,
provided they satisfy the Employer that their absence is due to a valid health-related
condition, and that they are unable to attend at work fo perform their duties.

The employee shall not be prohibited from utilizing sick leave credits prior, or
subsequent, a period of maternity-pregnancy leave.

To be eligible for the materritypregnancy leave allowance as described in paragraph
B above, an employea must:

{a) not be in receipt of sick leave benefits;

(k) must provide satisfactory documentation to the Employer that they have
applied for and is in receipt of employment insurance benefits; and
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{c) an employse who is not eligible for, or is disentitled to, employment insurance
benefits is entitled to the full amount of allowance under the SEB Plan only
under the following circumstances:

(i) the employee does not have a sufficient number of insurable weeks of
employment to qualify (at least 20 weeks); or

(i) the employee works less than the required number of hours (15 hours per
week); or

(i) the employee's earnings are at least equal to 20% of the maximum weekly
insurable earnings.

38.03 Parental Leave — Non-birthing Parent
(A) Parental Leave

Upon written request, and within seventy-eight (78) weeks of the birth or placement of the
child, a regular employee shall be entitled to parental leave of up to sixty-two (62)
consecutive weeks without pay.

(B) Special Circumstances

If the rew-bormnewbom or adopted child will be or is at least six (6) months of age at the
time the child comes under the actual care and custody of the employee and a medical
practitioner or agency that placed the child certifies that an additional period of parental
care is required because the child suffers from a physical, psychological or emotional
condition, a regular employee may apply for up to five (5) additional weeks parental leave
without pay. The additional weeks must be taken immediately after the unpaid leave in
Arlicle 38.03(A) above. The combined parental leave and parental leave (special
circumstances) cannot exceed sixty-seven (G7) weeks.

38.04 Benefits Continuation

(A) Forleaves taken pursuant to Article 38.01 and 38.03 the first twenty (20} work days
of such leave, the employee shall be entitled to the benefits under Article 37 (Leave

- General).

(B) Forthe balance of the leaves taken pursuant to Article 38.01 and 38.03, the semnvice
of an employee shall be considered continuous for the purpose of any pension,
medical or other plan beneficial to the employee, and the Employer shall continue to
make payment to the plans in the same manner as if the employee was not absent.

(C) Any further leave granted will be unpaid leave without any benefits.
38.05 MNotice Requirement

An employee shall make every effort to give four (4) weeks' notice prior to the
commencement of a leave of absence pursuant to Article 38.01 and 38.03, and at least
fourteen (14) days’ notice of their intention to return to work prior to the termination of the

l=ave of absence.

Notwithstanding the above, an adoptive parent will notify the employer when they are
advised of the date of the adoptive placement. The employee shall fumish proof of
adoption.

38.06 Return to Employment
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(A) An employee resuming employment after a leave of absence pursuant to Article
38.01 and 38.03 shall be reinstated in all respects to their previous position or to a
comparable position, with all increments to wages and benefits to which they would
have been entitled during the period of their absence.

(B) Notwithstanding Article 45, vacations, vacation entittement, and vacation pay shall
continue to accrue while an employee is on leave pursuant to Articles 38.01 and
38.03. At the employee’s discretion, vacation earned pursuant to this Article may be
paid out, taken at the end of the leave, or carried over to the following year
notwithstanding Article 45.04.

38.07 Bridging of Service

If a regular employee, who is employed for an Employer as defined in Article 1.02 of this
Agreement, terminates as a result of a decision to raise a dependent child or children
residing with the employee, and applies for and receives a regular position with the
same Employer, the employee shall be credited with length of service accumulated at
the time of termination.

The following conditions shall apply:
(A) The employee must have completed three (3) years of service with the Employer.

(B) The resignation must indicate that the reason for termination is to raise a dependent
child or children.

(C) The break in service shall be for no longer than three (3) years, and during that time
the employea must not have been engaged in remunerative employment for more
than six (6) months cumulative,

{D) This bridging of service will apply to an employee who is employed by an Employer
party to this Provincial Agreement and applies for and receives a regular position at
the same worksite.

(E) The employee must serve a three month probationary period.

(F) An employee returning to work under this clause shall retain their former increment
level and years of service for vacation purposes.

38.08 Casual Employees

Casual employees shall not be required to be available for shifts for up to seventy-eight
(78) weeks following the birth or adoption of a child pursuant to Article 38.01 and 38.03.
Where the child has medical circumstances requiring continued care, the employee shall
not be required to be available for work for up to an additional eleven (11) weeks pursuant
to Article 38.01(C) or 38.03(B). The employer shall not terminate casual employment for
the duration of this period as a result of this Article.

[REMAINDER OF PAGE LEFT INTENTIONALLY BLANK]
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Where casual employees are unavailable for shifts as a result of this Article, the employee
shall provide the Employer with notice consistent with Article 38.05,

Agreed to in Joint Caucus on the 13" day of May, 2026, at 6:38 p.m.

Signed on behalf of HEABC Signed on behalf of the NBA

e

J _—

James Suderman, Employer Spokesperson im G,uﬁi M /péﬂpersun
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HEABC

HEALTH EMPLOYERS
ASSOCIATION OF BC

300 - ZREY Eait 17* Avenis, Vancoipses, BC VEM 4TS TELGD4.7RES9S  Faoc 504722715
wwrwr heabo beca

[DATE] Via Email: jimgould@bcnu.org

James Gould

Lead Megotiator and Spokesperson

MNURSES BARGAINING ASSOCIATION
4060 Regent Street

Burnaby, BC W5C &P5

Dear Mr. Gould:

Re: NBA Collective Agreement — Client-Specific Assignments from Home Support

Agencies

As part of negotations for the 2025-2029 Collective Agreement, the Parties agreed to the
[DATE] Consolidated Housekeeping Package. The proposed changes were agreed to on the
basis that they are for housekeeping purposes only and are not intended to substantively alter
the Parties’ respective rights and obligations under the Collective Agreement. Among other
changes, this included removing references to Client-Specific Assignments from Home Support
Agencies in the following provisions:

- Article | .04 — Casual Employees
- Article 26.02 - Consecutive Hours of Work,
Appendix EE — Integration of Licensed Practical Nurses into the Provincial Collective

Agreement, and
- Appendix Q — Client Specific Murses from Home Support Agencies.

HEABC writes to confirm the shared understanding that there are no existing employees to
which this language still applies. As confirmed by the Union in joint caucus on [DATE], the
Parties agree to re-negotiate similar terms should information come to light that is contrary o
this shared understanding.

Yours oruly,
1V g -
;5“
James Suderman
Executive Director, Negotiations and Member Services

Legal Services, Megotiations and Labour Relations

¢ Deb Charcis, BCHU
Michael McMillan, HEABC

Encl. Consolidated Housekeeping Package



2025 Collective Bargaining in the Health Sector

Renewal of the 2022 — 2025 Nurses Bargaining Association (NBA)
Collective Agreement

Amend the collective agreement by changing the following:

GENERAL HOUSEKEEPING PROPOSAL

The Parties agree and acknowledge that the following changes are for housekeeping
purposes onfy and are nol infended to substantively alter the Parfies’ respechve nghts
and obligations under the Coffeclive Agreement.

ARTICLE 13 - SENIORITY

ARTICLE 19 - LAY-OFF & RECALL

This Article is effective on the implamentation date as debired-inthe-Consclidation—of
cedifieati . i

These provisions shall be utilized to protect regular employees, wherever possible, from
lass of employment, with the exception of employees who are dismissed for cause.

19.01 Displaced Employees

In the event of a reduction in the work force, regular employees shall be laid-off in reverse
order of seniority, provided that there are available employees with greater seniority who
are gualified and willing to do the work of the employees laid-off.

An employee who is qualified and yet unwilling to do the work shall be laid-off.

(A) Notice to the Union
At the time notice of displacement is issued, a copy of the notice shall be sent to
the Union steward.

iB) Displaced Employees’ Options

A meeting will be arranged between the displaced employee and their hisfher shop
steward and Employer representative(s). The Employer will make available a list
of current union vacancies within their worksite, a list of unfilled vacancies within
the respective Employer, a current union seniority list for the worksite (see Article
13.06) as well as a seniority list for the respective Employer, and information
regarding any other options that may be available at the time.

**Rest of article to remain intact**
ARTICLE 38 — LEAVE — MATERNITY PREGNANCY AND PARENTAL LEAVE

ARTICLE 46 — LEAVE — CEREMONIAL, CULTURAL, SPIRITUAL
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