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Framework Agreement 

Between 

Nurses Bargaining Association ("NBA") 

And 

The Health Employers Association of British Columbia ("HEABC") 

The parties agree to conclude a Collective Agreement for the term April 1, 2012 - March 31, 
2014 on the following material terms: 

• All provisions previously signed 

Wages 

• General Wage Increase all classifications 

• Effective April 1, 2013 3% 

Increased Hours of Work 

• Effective April 1, 2013, the hours of work will increase from 36 to 37.5 hours. This will 
result in a 4.17% annual increase in pay. 

Additional Patient Demand 

• The parties agree that in instances where patient demand exceeds the normal capacity 
of a facility or a unit within a facility, the Employer will call in additional nurses as 
necessary to meet patient care needs. Patient care needs will be determined jointly by 
the manager and nurse in charge of the unit in question. 

"Patient care needs" includes, but is not limited to, an assessment of number of patients, 
patient acuity, anticipated rate of patient turn-over, patient dependency and staff skill 
mix. 

Additional nurses will be called in using the following: 

a) Casuals 
b) Regular part time 
c) Float pools 
d) Redeployment of other nurses if circumstances permit 
e) Regular full-time 

Regularization of Hours 

• The parties agree that overtime hours, hours worked by casual employees, hours 
worked by part-time employees above their normal FTE and hours worked by agency 
nurses will be jointly reviewed every 6 months and wherever possible where the hours 



are consistent and recurring, will be converted into, or added to, regular positions. 

Community - Replacement of absences 

Effective January 1, 2013, community nurses will be replaced for at least two weeks of vacation 
each year. The Employer will make all reasonable efforts to replace those vacation leaves using 
regular relieflfloat positions. 

Health and Welfare Coverage 

• Effective November 1, 2012 the Extended Health Care Plan will include Pharmacare tie­
in with the addition of coverage for Prometrium. 

Joint Benefit Review Committee 

• Commencing within sixty (60) days of ratification, a Joint Benefit Review Committee will 
identify opportunities for making the benefit plans (Extended Health, Dental, Group Life, 
AD&D) more cost effective while maintaining and increasing overall value for members, 
and will develop recommendations for implementing these opportunities. The Committee 
will also identify cost containment options to ensure the long term sustainability of the 
benefit plans. This committee will report to the parties by December 31, 2013. 

Pension Enhancement Program 

• Effective July 1, 2013 existing employees may, on an irrevocable basis, elect to 
exchange vacation entitlements for a compensation increase based on the following 
table: 

Years of 
Pension 

Continuous Day Exchanged 
Enhancement Pension Enhancement 
Allowance per Allowance per year 

Service 
month 

0..19 5 $80 $960 
20 6 $96 $1,152 
21 7 $112 $1 344 
22 8 $128 $1,536 
23 9 $144 $1,728 
24 10 $160 $1,920 
25 11 $176 $2,112 
26 12 $192 $2,304 
27 13 $208 $2,496 
28 14 $224 $2,688 

29 and up 15 $240 $2 880 

New Hires -Sick Leave Entitlement 

• Effective January 1, 2013, new employees will not be entitled to cash in their sick leave 
credits under Article 42.11. 



Long Term Disability 

• Effective November 1, 2012, ERIB to enhance and support efforts to increase the uptake 
of early retirement incentive benefits. 

Residual Dollars 

• Eliminate the remaining ongoing residual amount of $3 million. 
• Reduce the Training/Education Partnership Fund on an ongoing basis by $300,000. 
• Effective November 1, 2012, increase the mileage amount in Article 29.06(A) and Article 

57 .02(C) to fifty-two cents ($0.52) per kilometer. 
• Apply responsibility pay to CH1 level nurses relieving in a higher rated position or 

designated in charge of a ward, unit or worksite, as described in Article 30 
(Responsibility Pay) on evening and weekends. 

Separate Commitment 

Additional Nurse FTES 

• Notwithstanding the term of the agreement the parties agree that the total number of 
straight time paid hours of RN/RPNs in the health sector will be increased from the 
December 31, 2012 hours by at least 4,159,687.5 straight time paid hours (2125 FTE) 
by March 31, 2016. These increases will be distributed relatively evenly over this period, 
although the increases in the first year may be less. A strong majority of these FTEs will 
be regular positions. 

The new nurse FTEs will be in Surgical Service, In Hospital Medical, Residential, Long 
Term Care, Hospital Services, ICU Services, Home Care Nursing, Emergency Medicine, 
Obstetrics, Hospitalization, Mental Health and Addiction, among others areas. 

All of which is agreed this Monday, September 25, 2012. 

Signed on behalf of the HEABC Signed on behalf of the Nurses 
~ Bargaining Association (NBA) 

··) ~> ;·-.... i )1 c?~ { r~~>J 

A~3.~. 



2012 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

Amend the collective agreement, by adding the following Memorandum of Understanding: 

Memorandum of Understanding- Acute Care/ Long Term Care Staff 
Replacement 

E&OE 

Employees on vacation will be replaced except where the service levels are reduced (e.g. clinic 
closure, operating room closure, operating room slow down). The Employer will make all 
reasonable efforts to replace vacation leaves using regular relief/float positions, where possible. 

Employees on long~term leaves, (e.g. maternity leave, LTD) will be replaced. The Employer will 
make all reasonable efforts to replace these long-term leaves using regular relief/float positions 
or temporary postings. 

This proposal is subject to the parties achieving a ratified agreement. 

All of which is agreed this Saturday, September 22, 20 12. 

Signed on behalf of the HEABC Signed on behalf of the Nurses 
Bargaining Association (NBA) 

Memorandum of Understanding- Acute Care/ Long Term Care Staff Replacement Page I of I 



20 12 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

Amend the collective agreement, by adding the following Memorandum of Understanding: 

MOU- Acute Care/Loog Term Care.jtaff R~mlacement ·Short-Term Absences 

E&OE 

Y'Lher~J:hQL€.! are vacancies due to short term absences in acutellongt~rm care facilities of 20 beds or 
more the Employer willn~glace t;bose vacancies. 

QrL~Q!IL9.~occasions a nurse on a short term ab_~_«;tl1ce may~_qt be rgplaced if the nur~e in chill:&~~ and the 
1Jlanage_r!lgr:t:tE!Jhat"p_.1tient_<:areJlCeds can be. met with sdt~duled <ill~Lavailable nurses. 

'~1tient c.i!J:e_nelli:!s" i11Qll9_g~._b!!Jis.opt limited to an assessment of number of patients, pa,t[ent acuity, 
!l!lticir-ated~nte of patient turn-over,_r-atient dependency and staff skill mix. 

Jill;! EmP-loyer will replace absences .using the f0jJowing: 

a) CagtaJl!, 
b) Regularr-art ti!ltQ 
c) Float_pooh 
d) RedeR]Qyment of oti.LE!Lnurses jf circumstal)ces permi~ 
e) Regularfu!l-tim__g 

'l'lhm:.<LtllPfC are vacancies due ~p-~ll_QJt term __ al&en~~~Jfl.!lfUte!loQg_tgrn) care facilities of les~~J;ban 20 
peds, the En1plo_y_gr_ will mnke all J:easooable efforts to rgplace thosg_y;~_<;ancies. 

On some occasions th~Employer may not be r:e~uired to make all reasonable efforts to replace those 
vacancies_lLthe nurse in charge and tbe man(!g~r agree that patient care needs can be met witll 
scheduled~rrod available nurses. 

~PatienL<:J1ELQQeds'~_in~lt!dcs, but is.J.l~t limi~&!:Lto an asses!im.£nt of number: o(J>il.tlill!!:s. patienLt~cuity, 
<!m!dpi!J:QQ ram_cin.atl~nLtJJrn:_Qver.Lpatient deper}qen.~~~wd staff skill .. mi~ 

Jhe Employer will make all reasonable efforts to replace absences using _the following: 

a) Casuals, 
b) Reg~!l!lLPn.!~.!;tif!l<:J 
c) Float.p_ogJ~ 

MOU- Staff Replacement· Short-Term Absences Page I of 2 



d) Redeployment of other nurses if circumstances permit 
e) Regular full-time 

All of which is agreed this Saturday, September 22, 20 12. 

Signed on behalf of the HEABC Signed on behalf of the Nurses 
Bargaining Association (NBA) 
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2012 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

Amend the collective agreement, by adding the following Memorandum of Agreement: 

Memorandum of Understandin~- In-charge nurses 

E&OE 

Ihg_R<WtieU~g!·ee that it is desirable to_Q_eveloFJ_provinc;1al educational standards for in-_charge nurses in 
or_der for them to provide consistent, supported front-line leadership at the worksit~. Such educational 
gllo.9;tJ.:(;t~ would include but no! be limiteQ__tq:_ 

" IJ!_c;Jijtating the effective utilizail9Jlill_g_u({; 
" t1_Qt)itoriogQverall Ratient c.ar:~.nee_Q!i_; 
• ,.j~~f!ssing whether circurruitaoc;.~ueq~Jir~_£::nlling in staff; 
• ProvidiogjgadershiR on the lHli!:Jl!LcL.L!illizing available resources for SURR.Ort, 

Io .. JJ:h11.£Qd. the parties agree to jQintly deveiQp_R!·ogram(s) to imP.Iement such educational standards at 
tb~Jo£::nLLevel._ This will begin __ yyJthin 90 9.ay~_g[_ratification of the Collective Agt:_g~merrt and the 
prggri!m V'{itlJl.q ready for rollout within 12 tllQD!h~ thereafter. 

YYidlm~pecUQ_program d_gve1QpJJ1cm~aciLP-ilr1Y will be resjLonsible for payingslLe!!:.own_(:osts related 
ffi.l:Jli.~.J:!ndeavour. 

All of which is agreed this Saturday, September 22, 2012. 

Signed on behalf of the HEABC 

Memorandum of Understanding- In-charge nurses 

Signed on behalf of the Nurses 
Bargaining Association (NBA) 
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I Tabled 

2012 Collective Bargaining in the Health Sector 

Renewal of the 2010-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

Replace the current Article 59 with the following: 

Article 59 Professional Responsibility Clause 

In the interest of safe patient/client/resident care and safe nursing practice, the 
parties agree to the following problem solving process to. address-nurse 
concerns relative to patient/resident/client care including: 

(A) 
(B) 
(C) 

nursing practice conditions 
safety of patients/clients/residents and nurses 
workfoad. 

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

All matters pertaining to any issues submitted on a Professional Responsibility 
Report Form shall be kept internal to the parties involved in Article 59 processes 
until the process described in this article has been fully concluded. 

59.01 The nurse(s) with a concern may document on a Professional 
Responsibility Form (PRF) their concern and will discuss the matter with their 
excluded manager, or excluded designate with the objective of resolving the 
concern. The -nurse(s) may be accompanied by a steward. The preferred 
method for this discussion is face to face, but may also take place via telephone, 
video-conferencing or email where necessary. This will occur within 72 hours of 
the nurse(s) identifying the concern. Within 72 hours of the above noted 
meeting, the excluded manager will provide the nurse with an outline in writing of 
actions to be taken. 

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 PRF Committee. The nurse(s) retains the original and forwards 
copies to her excluded manager, the Chair of the Professional Responsibility 
Committee and the Union steward. 
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59.03 A Professional Responsibility Committee 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 Committee: 
(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 Union steward 
(3) the immediate supervisor 
( 4) the excluded manager of the unit 

59.04 Members of the committee shall have access to documents and data as 
may be necessary to assist in satisfactory resolution of the nurse(s)' concerns. 

59.05 A meeting of.the Committee shall be held within fourteen (14) calendar 
days of receipt of the PRF. The PRF Committee will have thirty (30) days 
following the meeting to attempt to resolve the identified concern(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. 

59.06 Applicable to Health Authorities, Providence Health Care Society and 
Bishop of Victoria (St. Joseph's General Hospital) 

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

b) If the-concern(s) is not resolved at the PRF committee 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 PRF Committee final 
Written report or of the failure to implement the report. 

c) The SRC will review the matter, including having access to data and 
documents as necessary, and will issue recommendations in a written 
report to the Union and the respective Health Authority/Providence Health 
Care within 60 days of referral. 

d) Recommendations that are unanimous will be binding and will be 
implemented by the parties. 



e) Recommendations that are not unanimous will not be binding but will be 
detailed in the written report issued to the Union and the Health 
Authority/Providence Health Care for further consideration. 

59.07 Applicable to Affiliate Employers other than Providence Health Care 
Society and Bishop of Victoria (St. Joseph's General Hospital) 

a) 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 PRF Committee final written report: The 
Union may make a written submission and/or a verbal presentation. All 
parties shall receive copies of any submission or documentation that may 
be provided to the Board. 

b) The Board of Directors (or functional equivalent) will review the 
submission and/or 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 Professional Responsibility 
Committee members. 

59.08 If additional staff are immediately necessary due to emergent 
circumstances either within a particular shift or for the next shift, and no 
management personnel are on the premises or otherwise immediately 
accessible to the employee in person or by telephone, the Registered Nurse or 
Registered Psychiatric Nurse who has been designated in charge shall have the 
authority to call in additional staff pursuant to any policies in place respecting 
such call-ins for specific work units. For such call-ins, call in by seniority pursuant 
to Article 11.04 shall not apply. 

All of which is agreed this Monday, September 25, 2012. 

Si(:lned on behalf of the HEABC · Signed on behalf of the Nurses 

Barg~ 
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I Tabled Stt f ;;,~/;:L 
2012 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

NBA Proposal 
,. . ::···. :··~.!,:, 

Memorandum of Agreement· Transition to the 37.5 hour wor~ week 

During collective bargaining the parties agreed to a 37.5 hour work w~kas part of a 
number of initiatives put in place to address the issues of workl(',ad:,arld'Job security for 
nurses. 

The Employer agrees that this will not result in any layoffs:.9fnurses and will be done in 

a manner that minimizes the impact of these changes,9~'iodlvidual nurses' employment 
and security. 

It is recognized that in many areas it will ben~CfaS_$ary to revise the master rotations in 
order to implement the 37.5 hour week. The:, parties commit to work together to ensure a 
smooth transition as a result of changes-.tb relations due to the increased hours of work. 

In order to minimize impact of the tra.n~ition to the 37.5 hour week on ~ . [) _ _ 
units/wards/programs, the Emp_l~.er'agrees to:..- C..O.U..~~ ~ fc ~ ~ ! ~ 
a) Regularization of ca$uat.a~d-overtime hours (part time or full time basis) ~ 

including creatin{tJJU1~tJh vacation relief or float positions. 
b) Use of current v~canCies to maintain current part time employee's hours of work. 
c) Offer job S,hqreS':as per Appendix AA 
d) Other op~io~ a's mutually agreed between the Union and the Employer. 

The Employe('~bd-the Union agree to develop a process to expedite the building of the 
rotations an~tor schedules. 

' ~.::'" ·, . ·· ...• 

This proposal is subject to the parties achieving a ratified agreement 

DB/jj/cope 378/moa ·transition to 37 and a half hour work week sept 25 Page 1 



Memorandum of Understanding 

Between: 

Ministry ofHealth ("MOH") 
And: 

Health Employers Association ofBC ("HEABC") 
And: 

Nurses Bargaining Association ("NBA ") 

Re: Community Health Nursing- Review of Assessment Systems 

Preamble 

Over the past decade, a number of electronic tools have been developed and 
implemented that assess the quality of a client's life to standardize services to clients 
and their families who utilize BC's health care system. 

Nurses working in community-based services are responsible for performing these 
assessments using multiple electronic tools to collect data. These nurses frequently 
experience the assessment systems as overly complex and having an effect of reducing 
the time that they have available to directly interact with and provide care to clients. 

The parties recognize that a review of the current systems will enable improvement 
of assessment systems and of the ability of nurses working in the community to 
provide quality care. As reflected in the presentation by BCNU representatives, 
Helen Ho, Annemarie Plurnridge, Rhonda Croft, Kath-Ann Terrett and Karis Velma, 
on March 23, 2012, the goal is to improve the assessment system by reducing time 
spent on documentation (electronic and paper) thereby allowing for increased direct 
interaction with clients and th((ir families .. 

1. MOH has agreed to undertake a comprehensive review of the current systems 
with an objective of enabling nurses and others increased opportunities for interaction 
with clients and their families. 

2. The review will commence immediately upon signing of this Memorandum and 
will involve the creation of a tri-partite Steering Committee with representatives from 
MOH, health employers, HEABC and the NBA. Lean methodology will be utilized to 
ensure consultation with community-based nurses at the point of care, managers and 
others as determined by the Steering Committee. The shared objective is an improved 
the assessment system and increased opportunities for nurses and others for direct 
interaction with clients and their families. 

PW/jj/cope 378/mou re community health nursing sept 25 2012.docx Page 1 



3. The Steering Committee will report to the responsible Associate Deputy 
Minister no later than January 15, 2014 with recommendations for improving the 
current assessment systems, and reflecting the consultation, unless another date is 
agreed to by the steering committee and to take the necessary measures to implement 
those recommendations that MOH determines will most effectively serve the needs of 
clients and their families. 

Dated: September 25, 2012 

BCNU 

HEABC ~-
MOH 

~~----------~----.a ________ MB ____________________ __ 

PW/jj/cope 378/mou re community health nursing sept 25 2012.docx Page 2 



E&OE 

20 12 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

Amend the collective agreement, by adding the following Memorandum of Understanding: 

Memorandum of Understanding- Job Security 

Training 

A d~(llacesl_llil!glQ)'i!L""tho eleJ::.ts to fill an L!Ilfitled~.Y;Kan~;:y_(lursuant to Ar·ticle 19 will be Rrovideg 
educ;ltionltG!inir)gJ~LQg~QJDe~c.ap_!'lble alli!.Qu.!1Jified to fill that unfilled Vi)cancy to the~extent that tht;:: 
EmpJQyer w9uld otherlfYi~e tr<!ln..!1n emg!Qx_ee for the vagnc¥.: 

Article 35.03(E) will a~ 

The Emplqyer "'til!Jttilize the di?Riaced en}gl_qy_ge itU1_lli!rs[Dg_nQsition while she is awaitingJrainingj)nd 
th£L9!IlPillY~ee will receive the same FI.E~;m<JJ.Lourly~wag<:u:are ~ .. she hei.Q at Jbe. time_Qf dispJacemq_nt. 

Nothing in this MOU modifies or alters the Emg!Qyer's existing selection processes for speciality 
trainiogQQportuf)ities. 

PisRute resolution process. reJm.rding di~placement options 

Where disg@ced emg!Qyees are not permitted to fill a vacancy, unfilled vacancy, or bump into a position 
because the EJ11Q!Qyer deems them to not have the Glf!aQilities a!:ld~qyalifi<.;.ations for that p_9sition, th_g 
Union will havub.<u:]gb.L!QJ'efgr the matter to th~Jocal senior human resources desigoate wl!:hin five 
(.!>l.J:illmld;.u:.illlxs_oJJhe .Emgloyer_dg!;;jsion that the emgloy~e is nQLCj!ill)jfied. 

The )peal sqnior human rgsources designate will resr-ond within five (5) calendar days of the referral. 

Ln the event .that the local senior human resources designate deems that the emg!Qyee does not h"ve 
the c.<JPllbilit\es and/or QU<llifications necessary for the gosiJ:ion, tf.L~_UnioJJ.._may..sefer the matt<;!r to 
arb.iJ:r!1tion ~thin.~Y~JJZl.day~s.,.JfJ:11Q_matt~r js noueferred wjthin sev~t:)lL(Z)_9Jl)'s.1t;_will be c"onsi<;l~red 
a.lli!n9mL~siJU11ess~th~LPilr:J!es_agr.9e in writiogto waive the seven (7) day time limit. 

The matter will be heard within ten (lQ~ of the referral by a mutuall~reeable ar·bitrator. 

Matters referred l!.oder ~hl~_{;lroq~ss ac~Lexemr-t from the gcievanc,g_RLQ.Cedure stegs set out in Article 
9.02. 

Memorandum of Understanding Job Security Page I of 2 



While the dispute remains unresqlved, the Employer will utilize the displaced employee in the next 
Qgtion identified in the displacement process that the Employer deems the employee to be qualified and 
capable to perform. If tha~ is not possible, the Employer will utilize the displaced employee in another 
flur:ilog_r-osition. While the dispute remains unresq!ved, the emr-loyee will receive Jhe same FTE ang 
bQwly wagg_t!l!:e as slte held at the tim.e of di!!p!M;gp)Qnt. 

This prog9sal is subject to ratification. 

All of which is agreed this Saturday, September 22, 2012. 

Signed on behalf of the HEABC Signed on behalf of the Nurses 
Bargaining Association (NBA) 
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2012 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

Amend the collective agreement. by adding the following Memorandum of Understanding: 

MOU - Maintenance of Straight-Time Paid Hours of Nurses 

E&OE 

HEABC will r-rovide the NBA withth~ total number- of straight-time paid hours, of the nur·ses in the 
b&!;tlth sector for the calendar year 2012. 2013. 2014, and 20j~This information will be provided to 
J:he NBA.fQJ.·.~as;h calenci.aLy_qar byJuly_gf the follow\.ng_year. 

For the terfll~Lthe <:;:gjjgc;_ti_~~.cm1Qilt ... the tQ.t11 number of s_traight-tirll .. Q..Raid hours of nurses in the 
health sector will be no less than the tQtal number of straight-time Raid ho!JI'S of nurses in 2012. 

HEABC will also provide the NBA with the number of FTEs broken down by FT. PT and casual, and the 
illt!J1ber q£.gvertime hour~Qf nursg~in_the hefllili!!ector for the calendar year 2012,2013,2014. and 
2.QJ.~ 

All of which is agreed this Sunday, September 23, 2012. 

Signed on behalf of the HEABC 

MOU ·Maintenance of Straight-Time Paid Hour·s of Nurses 

Signed on behalf of the Nurses 
Bargaining Association (NBA) 
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20 12 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

Amend the collective agreement, by adding the following Memorandum of Understanding: 

Baseline Staffing Information 

E&OE 

The Employer will provide the union with copies of the baseline staffing levels. the regular FTEs and total 
casual hours for all units/wards/programs by March 31. 2013. This data shall also be provided on an 
annual basis thereafter. 

If the Union has questions or concerns regarding the baseline staffing levels. the appropriate senior staff 
from the Employer will meet with the appropriate senior officers of the Union to discuss the issues. 

This proposal is subject to the parties achieving a ratified agreement. 

All of which is agreed this Saturday, September 15, 2012. 

Signed on behalf of the HEABC 

Baseline Staffing Information 

Signed on behalf of the Nurses 
Bargaining Association (NBA) 

r·····&ilj~k<-

Page I of I 



20 I 2 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

Amend the collective agreement, by changing the following Article: 

11.03 Regular Part-Time Employees 

11.03 Regular Part-Time Employees 
(A) Definition 

E&OE 

Regular part-time employees are those who are regularly scheduled to work a minimum 
of fet~rtee!1-f>oint-f<.H:lr,~(44A) fifteen (15) hours or equivalent per week but less than the 
full hours as provided in Article 26.01 Hours of Work. 

Employees who are regularly scheduled to work a minimum of fourteen point four (14.4) 
hours or equivalent per week but less than fifteen (15) hours at' the time of the transition 
to a 37.5 hour work week, will be deemed to be regular part-time. 

The effective date for this provision is the same as the effective date for the 37.5 hour 
work week. 

All of which is agreed this Monday, September 24, 2012. 

Signed on behalf of the HEABC 

11.03 Regular Part·Tirne Employees 

Signed on behalf of the Nurses 
Bargaining Association (NBA) 
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2012 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

Amend the collective agreement, by changing the following Appendix: 

Appendix H - Laid off Employees and External Health Authority Vacancies 

Health Authorities commit to provide laid off employees within the geographic region of the Health 

;\uthority health sector who have exhausted their Article 19 rights, with placement into external 

Health Authority vacancies or, if required, appropriate orientation and education for the scope of 

practice necessary for safe practice in the acute or community setting. 

The parties agree to jointly develop guidelines that will maximize opportunities for laid off nurses 
through orientation and/or education for those employees. 

This process may be enabled through access to the Training/Education Partnership 
Fund. 

All of which is agreed this Monday, September 24, 2012. 

Signed on behalf of the HEABC: Signed on behalf of the Nurses 
Bargaining Association (NBA) 

13.c9~ 
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2012 Collective Bargaining in the Health Sector 

Renewal of the 2010-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

Amend the collective agreement, by changing the following Appendix: 

Appendix X- Letter of Understanding New Graduates: Mentorship Program 

E&OE 

Health Authorities/Providence Health Care Employers and empleyees mayrat-#le loGallevel, agree to implement a 

Mentorship Program for newly graduated Registered Nurses and Registered Psychiatric Nurses. The purpose of the 

program is to guide/support new graduates' transition from "practice ready" to "job ready". 

The program will include newly graduated RNs and RPNs. 

If the Health Authority/Providence Health Care decides to implement this program, it will be implemented on a 

health authority wide basis. All new graduates hired at that time will be hired under this program. The Health 

Authority/Providence Health Care will determine the number of new graduates to hire and will notify the NBA. 

The new graduates will be hired as casual employees and will be given temporary full-time/part-time 

assignments for l:lp-to -the twenty-four (24) to thirty-six (36) fifteen (1§1 weeks of the Mentorship Program. 

Employees in such assignments will be treated as a regular employee for the duration of the 

Educational sessions, for both mentor and new graduate, will be held at the beginning and end of the agreed 

upon time period. 

Each new graduate will have extra "orientation" of four full shifts with a buddy, except where a new graduate's 

preceptorship has been on the same unit. 

Any new graduate mentorship programs of 24 weeks or longer will be covered by this memorandum. 

All of which is agreed this Thursday, September 20, 2012. 

Signed on behalf of the HEABC Signed on behalf of the Nurses 
Bargaining Association (NBA) 
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20 12 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

NBA PROPOSAL 

Amend language to add new Provincially legislated Paid Holiday: 

39.0 I Paid Holiday Entitlement 

Each regular employee shall receive a day off, on or for the following paid holidays and any other general 

holiday proclaimed by the Federal or Provincial Government: 

New Year's Day British Columbia Day 

B.C. Family Day Labour Day 

Good Friday Thanksgiving Day 

Easter Monday Remembrance Day 

Victoria Day (Queen's Birthday) Christmas Day 

Canada Day Boxing Day 

All of which is agreed this Thursday, September 06, 2012. 

Signed on behalf of the HEABC 

Article 39.0 I - Leave- Paid holidays 

Signed on behalf of the Nurses 
Bargaining Association (NBA) 
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20 12 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

Amend the collective agreement, by adding the following Appendix: 

20 12 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

Amend the collective agreement, by adding the following Appendix: 

Appendix - Consolidation of Certifications 

This agreement agplies to all Health Authorities and Providence Health Care. _6!! Qrovisions of the 
Collective Agreemeot continue to apply except as herein modified. Each Health Authority/Providence 
Health Care will create and maintain one merged dovetailed seniority list covering all members of the 
NBA employed within the Health Authority/Providence Health Care. 

The consolidation of seniority lists will be completed nine (9) months following the date of ratification 
and will be implemented the following pay period (the "implementation date"). 

Each Health Authority/Providence Health Care is deemed to be the Employer for the Collective 
Agreement. 

The parties agree to facilitate the creation and administration of single seniority lists as follows: 

A) Status 

1. Each ern12loyee shall be restricted to _one status: regular full-time, regular part-time or casual 
effective the date of implementation. 

2. Regular part-time employees may hold positions at up to two worksites provided the employee's 
multiple positions do not exceed a total of 1.0 FTE. (Subject to B13a below) 

3. Employees who have regular and casual status at different worksites, shall inform their Health 
Authority/Providence Health Care no later than ninety (90} days prior to the implementation date 
of which status they wish to maintain and which they wish to relinquish. 

B) Seniority and Benefits 

1. Each Health Authority/Providence Health Care is deemed as the successor Employer to the 
previous Employers within each individual Health Authority/Providence Health Care. 

Appendix • Consolidation of Certifications Revised 5/3112012 6:27 PM 
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2. All individual seniority lists for each Health Authority/Providence Health Care will be merged into one 
new NBA single seniority list covering all employees under the Collective Agreement for that Health 
Authority/Providence Health Care on the implementation date. This will be done by "dovetailing" OIJ 
the basis of overall seniority accumulated at all work locations within the Health Authority/Providence 
Health Care. "Dovetailing" means placing employees on a list in descending order of seniority. 

3. Employees who are registered in multiple seniority lists prior to the implementation date, will receive 
the total seniority eamed at all worksites to a maximum of 1.0 FTE. 

4. Employees who have multiple benefiVseniority entitlement dates will retain their most favourable 
entitlement date on record. The application of this provision shall not result in a benefit entitlement 
that exceeds their most favourable entitlement on record. 

5. Regular employees working 1.0 FTE or less, and casual employees, will continue to accrue seniority 
and benefit in accordance with the Collective Agreement. 

6. Employees with multiple regular positions shall receive the aggregate total of sick leave and special 
leave banks not to exceed the maximum entitlement(s) in the Collective Agreement. 

7. Employees with multiple regular positions will continue to accrue vacation credits based on total 
straight time hours worked in those regular positions in accordance with the Collective Agreement. 

8. Employees with multiple regular positions will contribute to the applicable pension plan in 
accordance with the Collective Agreement and the rules of the applicable pension plan. 

9. Employees required to relinguish position(s) under Clause B13a shall have the vacation associated 
with the relinquished position(s) either paid out or scheduled as paid vacation, at the employee's 
choice, on a one time basis. 

10. Employees who have multiple benefit plans will be informed of single plan coverage and receive 
coverage under one health plan, with the exception of existing l TO claimants. Existing l TQ 
claimants will continue to be covered by the applicable l TO plan in effect as at the time of injury or 
illness. The application of this provision shall not result in an improved benefit entitlement 

11. Employees will receive payroll information used to create an adjusted seniority date and/or benefit 
entitlement. The NBA will be provided with this information (60) sixty days prior to implementation. 

12. To the extent that a Health Authority/Providence Health Care does not already have a merged 
seniority list. the following will apply to fully complete the merger: 

a) Nine (9) months following the date of implementation, an employee may have 
multiple positions that total more than 1.0 FTE. No later than nine months following 
the date of implementation (or another mutually agreed upon date), the employee 
must relinquish position(s) until the FTE of the position(s) they hold is/are equal to or 
less than 1.0 FTE. 

b) The employee will identify the relinquished position to the employer no later than 6 
months after the date of implementation; 

c) Paid hours for employees working at multiple worksites will not be combined for 
overtime calculation purposes for nine (9) months following the date of 
implementation. If a Health Authority/Providence Health Care has a partially mergJd 
seniority agreement within a DSLA area, this provision does not apply within that 
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DSLA but does apply within the Health Authority as a whole. 

d) During the 9 month period following implementation, employees who have two or 
more positions will continue to be paid the rates and increment steps associated with 
each position. After that period, regardless of whether the employee is required to 
make a selection under 13(a) or whether they will continue to have multiple positions 
that do not exceed 1.0 FTE, the following principles will apply in determining the 
employee's increment step: 

1. Employees with multiple positions in the same classification will receive 
the highest of the applicable increments earned; 

2. Employees with multiple positions in different classifications will receive 
the most favourable increment taking into account their experience and 
service with the Employer and which is consistent with the collective 
agreement. 

C) Vacancy Posting 

1. Each Health Authority/Providence Health Care will post vacancies at each work location 
within the Health Authority/Providence Health Care, in accordance with Article 17, and all 
employees of that Health Authority/Providence Health Care shall be entitled to apply in 
accordance with Article 18. Multi-site postings shall specify the home work location for the 
position. 

2. Employees are not eligible for relocation expenses where they post or access work across 
worl< locations. 

D) Displacement Options 

Di,~placen1ent options will be as set out in the new Article 19, and which is set out in an 
Appendix entitled "New Article 19". 

E) Implementation 

1. NBA and HEABC (on behalf of the Health Authority/Providence Health Care) will make a 
joint application to the Labour Relations Board to ensure that this Agreement is reflected 
in the Consolidated NBA Certifications. 

2. Any dispute arising out of the interpretation or implementation of this Agreement shall be 
referred to arbitration. 

F) Union Representation 

1. BargaininQ._illlent representation will continue to apply following the implementation 
dat~ 

2. Employees transferred/appointed/promoted to a position at a different work location will 
be represented by the bargaining agent certified to represent the work at that work 
location. 
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G) Collective Agreement 

1. This Agreement shall not be used to interpret any aspect of the Collective Agreement 

2. Any memorandum with the Health Authority/Providence Health Care and the NBA and/or its 
constityent unions covering items set out in this Agreement shall be modified and replaced by 
this Agreement. unless otherwise agreed. by the implementation date. 

H) Consequential Amendments 

1 . ConseQ!.!§Jntial amendments will be made to the Collective Agreement as necessary. 

All of which is agreed this Thursday, May 31, 2012. 

Signed on behalf of the HEABC: Signed on behalf of the Nurses 
Bargaining Association (NBA) 
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2012 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

Amend the collective agreement, by adding the following Appendix: 

Appendix ?: New Article 13: Seniority 

This Article is effective on the implementation date as defined in the Consolidation of 
Certifications Appendix. 

13.01 Definition 
(A) Regular Employee 

Seniority for a regular employee is defined as the length of the employee's continuous 
employment (whether full-time or part-time) from the date of commencement of regular 
employment, plus any seniority accrued, while working as a casual employee of the 
Employer. 

(B) Casual Employee 
Seniority for a casual employee is defined as the total number of hours worked by the 
employee at the worksite up to a maximum of the annual full-time equivalent 1879.2 
hours per year. A regular employee who terminates her employment and is rehired by 
the same Employer as a casual employee within 30 calendar days shall retain her 
seniority accrued as a regular employee. 

A casual employee who is the successful applicant on a regular position: 

(i) is entitled to seniority credit in the regular position for the total number of hours 
worked as a casual at all worksites of a health care employer signatory to the 
Nurses' Provincial Collective Agreement up to a maximum of the annual full-time 
equivalent 1879.2 hours per year; and 

(ii) the casual seniority hours worked at all worksites referred to in (i) above will be 
voided. 

13.02 Wefksit~-Portability of Seniority 
Seniority relates to werksite seniority with the Employer and is not portable with the 

exception of 4.J,G3,~1~04~and 51.02(H), or when an employee is transferred according to 
Section 4 of the f.lealth Authorities anc/ Social Service Deliverv Improvement Act. 

4~ovetailed-.Seniofity 
WithiR~the-fiveRegienaiFiealtR-AutheFiHes,wher-t~empleyees-are exerBisiRg -displaGement-er 

recall-rights,seniori~y--relates-to-Govetailed....seniority-within-the-Govetailea-SeniGFity-bist-Area 
fOSbAj-as -desBribed by-decision-82-74/2GQ2--of -the--b:abeurRelations-Boar.O-of-British-Gelumoia 
and-as-listea--below~ 

4-. ---'VanGeuver-Geastai-FiealtR-Atltherity 
2. Seutfl-VanGei:IVer-lslanG-l=tealtA-SewfBe-Qelivefy-Ar-ea 
3-. --Gentfal-and-Nor:tR-Vanco~:WeF-Island-l=tealth-SeFViGe-Qelivery-Areas 
4. Simgn-F'-r-aser....anEJ...Soutf:I-Maser-Health-Service-Qelivery-Areas 
5.,.---Fr-aser-Valle)L-I~Iealth-Service--Oelivery-Area 
6o----East-Kootenay Health Service-OeliveFy-Area 
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7-.-----Kootenay/Beundar.y--Healt-R-SeFVise-Qeliver-y--Area 
8. Okana§an-Fiea~ef\4~ 
9,~--·----+l:lempsen/Gariboo-Ftealth Service Delivery Area 
+0-c--Ne~tl:l-east-Fiealtl:l-Ser.vice--Deliver..y-Area 
-1-1"·-----Nerthern-lnterieF-Fiealth-Ser.vice-Gelivery-Area 
12-:- --Nertl=l West 1,-Jealtl'l-Service-Deliver..y-Ar-ea 

+he abeve-list-is-incl~;lded-for-clarificat4on-only-·and-is--subjeet-·to--chan§e-bt-le§islation, LRB 
deGision,or-mutual-a§reemenb 

~3.04·-·AGcommodation-of-SeniGFit.y 
An-empleyee--can .. transfer-senioritt-from-ene-worksite-ef. .. an-a-Health-Autherity~to...anetl:ler 

worksite of. the same Health Authority-in-tl:le-followin§ circumstances; 

+.---when-an-emf')loyee--is-tr-ansferfed-aeeeFding-te-Seetien-4-of-the-rolealth-Autl:lorities--and 
Seeiai-Service-Delivery-1-mf')FOvement-Ast;. 

2--:---wheFI·-a--displaced-empleyee---ffloves-to-a-vacaney---at--anotfleF-Worksite [refeF--to 
19~0-1{13}(2-) h 

3:--·-- -when-a-disf')laced -employee-bumps-to-anGther-werksitei-and 

4~ ····· -when a displaced-employee-joiRs-a-casual-·list-·at-another-worksit&. 

13.05;1 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 maternity leave as provided for in this Agreement; 

(C) absence due to any paid leave for the period of the leave; 

(D) absence due to the conduct of Union business; 

(E) 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. 

13.061 Employment in Excluded Positions and Within Other Bargaining Units 
(A) An employee accepting a position of a continuous nature which is with the same 

Employer but outside of her bargaining unit, shall retain her seniority accumulated up to 
the date of leaving the bargaining unit, for a period of ninety (90) calendar days. 

(B) An employee temporarily substituting in an excluded position or within another 
bargaining unit, shall continue to accumulate her seniority. 

13.07§ Merged Seniority Lists 
Seniority lists for employees covered by this collective agreement will be merged at--tfle 

worksite-regardless of Union membership. 

13.08§ Seniority Lists 
(A) On the last date of the payroll period immediately prior to January 1 and July 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 posted on each Union bulletin board and a copy 
shall be forwarded to the Head Office of each of the Unions. 
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(B) 

(C) 

The seniority list shall contain the following information: 
(i) name; 
(ii) status (regular full-time, regular part-time, casual); 
(iii) wage schedule classification; 
(iv) start date; 
(v) total hours for casuals; 
(vi) job titles; 
(vii) worksite; 
(viii) Social Insurance Number (subject to (B) below). 

In order to comply with the Income Tax Act, before the Employer releases the Social 
Insurance number of any employee, the Union shall provide the Employer with a signed 
waiver from each of their members, authorizing the release of the Social Insurance 
Nurnber. 

It is agreed that the Employer will not provide the Social Insurance Number without a 
signed waiver. 
Social Insurance Numbers will not be included on those lists posted at the worksite. 

Where such lists are produced in electronic format, the Employer will ~~ovide them to the 
Union in this format, provided that it can be done so at no add1t1onal cost to the 

Employer. 

All of which is agreed this Thursday, May 31, 20 12. 

Signed on behalf of the HEABC: 
Signed on behalf of the Nurses 
Bargaining Association (NBA) 

--~----
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E&OE I 

20 12 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

Amend the collective agreement, by adding the following Appendix: 

Appendix ?: New Article 19: Layoff and Recall 

This Article is effective on the implementation date as defined in the Consolidation of 
Certifications Appendix. 

Pmvisiens-ef-.-tl:lis--AftiGie-.(and-ArtiGie~tJ.)-easeG-eR-tfeGisiens-B~002,B2+4f2002-and 
B8f20Q3~ef-the-babour-Relatiens-Bea~of-British-Golumbia-are-iRGiudeG-foHIIarity--only-and-are 
not-intended-toeitl:ler:-exf')alld or-restriGt-the-rights-f')rovided-by-those-deGisioner. 

These provisions shall be utilized to protect regular employees, wherever, possible, from 
loss 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 
qualified 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. 

(8) Displaced Employees' Options 
A meeting will be arranged between the displaced employee and his/her 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 
QevetaileG-SeniGFity-bist-Area-{OSbAj,a current union seniority list for the worksite (see 
Article 13.01§) as well as a Elovetailea seniority list for the respective Employer, 
Qovetailea-Senierity~bist~Area-(where-apprepriate-)-of···tl:lese-em!')leyees-witl1-less-.tl:lan 
seven·{7-)--year:s-senieFity, and information regarding any other options that may be 
available at the time. 

Displaced employees will notify the Employer in writing, no later than seven (7) calendar 
days from the date of the meeting in 19.01 (B) above, of the position they have chosen 
under Article 19.01 (8)(1) er-Affisle--1-9:-0+(B)f2-)-or Article 19.01 (B) (J-) m_(c). 

At the end of the seven (7) day period noted above, or earlier If it is agreed that no 
comparable worksite bump is available per Article 19.01 (8){3)W,(c) prior to that time, the 
displaced employee will have a further seven (7) calendar days to notify the Employer in 
writing of the position they have chosen under Article 19.01 (8)(32)(d). 

Employees on a leave of absence for any reason may be served displacement notice 
and can elect to make their choice while on leave, or when they return to work. If they 
choose to make their choice when they return to work, their choice will be based on the 
vacancies and seniority lists current at that time. 
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Regular employees identified by the Employer as displaced due to a reduction in the 
work force shall have access to the following provisions: at-tf:leiF-Wefksite-(tRe-wer-ksite 
restfiGtiefl-.-is-oot-applisable-tt>-exi6Bng:-lesal-agFBements,-multi-site-funpleyef&-Witf:l 
merged-senier4ty-lists,Br~te-Gemmunity..nur-ses-bl:lmping.-withiA-Br~9etween-pregr:ams-)-er 
QSbA-a~apprepriate-~:~nGieF-AFt~Gie-1~.Q3:-

( 1) Vacancies 
(a) In anticipation of the utilization of vacancies for displaced staff, the 

Employer may make temporary assignments to fill regular vacancies for 2 
months prior to the issuance of displacement notices. 

(b) Displaced employees shall have first consideration in the selection of 
vacant or new positions whether or not such vacancies have been 
posted, or unfilled vacancies that have been previously posted and gone 
unfilled. The selection of the vacant positions shall be in accordance with 
seniority, provided the employee has the capabilities and qualifications to 
perform the duties of the vacant position. 

(2-) lJRfiUed-VaGanGies 
WAere-apprepriate-Hnder-ArtiGieA.3.G3,-displaGed-empleyees-shall f:lave-aGGess 
te-unfilled·NaGaAGies-that-hav&-been--previeusly-pested-andgene-unfilled-within 
theii~DSbA~,:he-selectien--ef.-theNaGant-pesitiens--shanba-i!HlGGerdanGe-witR 
senier.ity,previded-tf:le-empleyee-has-the-sapaei!Uie~nd-qualifisatien~ 
r;>erfeFm4he-auties-ef.-th&NaGant-pesitien. 

Tf:le-fe~:~r-19ealtf:l-Autherit~es-whese-tlevetaUed-senierity-lists-afe-les~an 
aYtl:leFity-wide-may-nenetheles~sheese-te-effet:-Ynfilled-vaGaRGie~to-displacea 
empleyees en-an-autherity-wide-basis. 

For vacancies and unfilled vacancies, first consideration i.s giyen. to displ~ced 
employees at the originating worksite, second consideratlon.ls 91ven. to d1~placed 
employees from other worksites within the Employer, and th1rd cons1deratron is 

given to all other employees. 

(~)ffi Bum~ing d I an elect to bump to a position in line with seniority 
(a) Displace elmp)oyees·~ed the displaced employee has the capabilities and 

(subject to @(3-)(b) be ow ' pro~l d osition 
qualifications to perform the dutles.o,lf thheosseel~ctpeosi~ion to bump into by designating:. 

(b) Displaced employees WI c o 

(i) the FT~; ( o ram for community nurses only); and 
(ii) the um~wardt/progsrat ~1ft p~tt~rns are identified as days/evenings; 
(iii) the sh1ft pat ern. 1 . 

. 1 · ht . days· nights· or evenmgs. 
days/nights·, evenings mg s, • 'f ' held by the junior employee with the 

They will then bump to the po.sl lOA am ( ro ram for community nurses 
designated FTE, shift pattern and ~n~~~;rd/~z;~ disJac~ment notice and treated in 
onl ) Employees who are bumpe w~ e s . 
ac!o~dance with the provi~ions of Article 19.01 (B). ' 

(c) worksite Bumping . . opt'lons in their own worksite first and ·u review their bumpmg 
Displaced empl~yees WI s listed in (a)-(b) above. 
follow the bumping procedures. a rksite where applicable . 

(d) QSbA Bumping outside of the wo bl to bump into a position that IS . 
(i) Should a displaced employee not be a. ~ a non-comparable position, they Will 

comparable, and they do not ~~~~i~e~~~p~n~m~P~~ons at the worksite and may exercise 
be deemed to have exhauste 
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their bumping rights, as above, at other Employer worksites. witRiA-tRe-QSbA-wflere 
appFef*lat&tlfltleF-Aftiele-~. 

(ii) A comparable position will be defined as a position that is: 
(a) Within a field of practice sharing a common clinical focus (e.g. 

medical, surgical, extended care, intensive care, psychiatric care, etc.) 
with the employee's pre-displacement field of practice; 

(b) +/- 0.2 FTE of the employee's pre-displacement FTE; and 
(c) Does not require the employee to change their status. 

~iit-Af!.empleyee-exeroising-b~;~mpiA§-figAts-withiA-the-QSbt\-may-e~:~mp-aA-empleyee 
eGGUpying-a-wmpaFaele-pesiBen.witli-less-tnan-seven{7-j-year-s-senieFity-eF-may-eneese 
te-eump-inte-a-nen-wmparBele-pesition-neld-by-an-empleyee-with-le-ss-tlian-seven-(:-7) 
years-senierit~ 
~iv}~he~:~ld-the-empleye&exereising-eumping-riglit&withiA-Ih&QabA-net-Rav&Bny 
GempaFael&el:lmp-eptienswitA-Ie-ss-tl1an-seveA-(+f-years-ef-mere-senieFity-eA-tRe 
devetail-senieFity-list-at-the-weFksite-GfleseA-b-y-the-empleye&. 
M-ShettJG.ne-wmpamele-pesitie~vailaele-feF-tne-eisplaGeG-BmpleyeewitniA-tl1e 
OObA.tlie-empleyee-may-ettmp-inte-th&mest-jttnier-pesition-heiG-ey~A-empleye&BWle 
werk.sit&Ghosenby-the-employee, 

(4) lay-off 
If a displaced employee finds there is no satisfactory position available to her, 
she may elect lay-off. 

(5) Access to Casual Work 
A laid-off employee may have access to casual work without affecting her status 
as a laid-off regular employee. Such an employee shall only be entitled to such 
benefits as are available to casual employees except as outlined in Article 19.03. 

(6) Severance Allowance 
A laid-off employee shall be entitled to severance allowance pursuant to Article 
55. 

(C) Displacement Processes 
(i) The Employer may elect to process all displacements, selection of vacancies and 

bumps as they occur, or delay the movement of individuals into positions 
selected until all subsequent postings/bumping placements are known. 

(ii) If an employee, who has been previously accommodated as a result of a 
medically documented disability, is displaced or bumped by another employee, 
Union representatives and representatives of the Employer will meet to find a 
placement which maintains a reasonable level of accommodation for the disabled 
employee, or identify alternative options for the senior employee. 

(iii) An employee selecting or bumping into a position under Article 19.01 (8)(1 )...QL, 
19.01 (8)(2) eF-i97G4-(.@}(-3) shall be considered a qualifying employee pursuant to 
Article +S7G4 18.03 and shall be entitled to orientation as specified in Article 
4&-0518.04. If the employee is found to be unsatisfactory in the qualifying period, 
she shall be entitled to one additional access to the provisions of Article 19.01 (B). 
If found to be unsatisfactory a second time, she shall be laid off. 

(iv) Any change in position under Article ·19.01 (8)(3-)ill shall not result in a promotion 
unless agreed upon between the Union and the Employer. 

(v) A displaced employee filling a lower rated position under 19.01 (8)(1) or, (2) er--(3-) 
shall continue to be paid at her current rate of pay until the rate of pay in the new 
position equals or exceeds it with the exception of displaced employees choosing 
to bump or fill a lower rated position under 19.01 (8)(1) or (2) rather than 
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accepting a vacancy or unfilled vacancy within their own classification at their 
worksite or within their geographical area, which they are qualified and capable 
to perform. Such employees shall assume the rate of pay of the lower rated 
position iAt~RiGI:l~tl:ley.-bump. 

(vi) "Geographical Area'' means a worksite located within 50 kilometers of the 
employee's originating worksite. 

[19.02 and 19.03 remain unchanged] 

19.04 Recall 
(A) Should regular vacancies occur following lay-off, those employees on lay-off shall be 

recalled to these positions in order of seniority providing they have the capabilities and 
qualifications to perform the duties of the vacant position. 

(B) 

(C) 

(D) 

(E) 

Laid-off employees may decline recall to one regular position within the Geographical 
Area without affecting their lay-off status. Laid off employees will be offered but are not 
required to accept regular positions outside the Geographical Area. 

The Employer shall give seven (7) calendar days' notice of recall for work of an ongoing 
nature to the employee and such notice shall be by registered mail. The employee shall 
keep the Employer advised at all times of her current address. 
Laid-off employees failing to report for work of a regular nature within seven (7) calendar 
days of the receipt of the written notice shall be considered to have abandoned their 
right to re-employment. Employees required to give notice to another Employer shall be 
deemed to be in compliance with this seven (7) calendar day provision. 
Any recall shall not result in a promotion unless agreed upon between the Union and the 
Employer. 
If no employee on lay-off possesses the required capabilities and qualifications, the 
vacant position will be posted in accordance with Article 17.01. No new employee nor 
casual employee shall be hired to fill regular positions until those laid-off have been 
given first option of recall. 
An employee recalled to a position shall be con~idered a qu.~lifyi~g en:ployee pursuant 
to Article 18.04 and shall be entitled to orientation as spec1f1ed 1n Article 18.05. If the 
employee is found to be unsatisfactory in the qualifying period, she shall be returned to 
the recall list. Total time on tt1e recall list shall not exceed one year. 

All of which is agreed this Thursday, May 31, 2012. 

Signed on behalf of the HEABC: 

I 

\ 

Signed on behalf of the Nurses 
Bargaining Association (NBA} 
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20 12 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

EMPLOYER PROPOSAL 

Amend the collective agreement, by changing the following Article: 

Article 32.03 Safe Workplace 

32.03 Safe Workplace 

E&OE 

(A) The Employer and employees recognize the need for a safe and healthful workplace and 
agree to take appropriate measures in order that risks of accidents and/or occupational 
disease 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 visitation to clients in the community shall have the right to 
request backup to attend 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 patient/resident/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 identify the 
potential for aggressive behaviour. In-services and/or Instruction in caring for the violent 
patient will be provided by the Employer. 

(D) Critical incident stress defusing shall be provided to employees who have suffered a 
work-related, traumatic incident. Critical incident stress debriefing or appropriate support 
shall be offered to employees. Appropriate resources will be made available as soon as 
Qossible following the incident. Employees attending the debriefing will be given time off 
from work without loss of pay to attend, or be paid at the applicable rate of pay. 

fQ}{.!;.l 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, 
• develoQment of environmental assessment skills, 
• familiarization with client population, 
• development of appropriate care plans, and 
• ground rules for safe visitation of clients. 
The Employer will a1se make readily available ongoing and updated information, 
manuals.......Qn!Jne tools and procedures for these purposes. The Employer will provide 
appropriate safety clothing and equipment. 

Article 32.03 Safe Workpl~cc 
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(F) The Health Authorities and Providence Health Care agree to provide to employees 
violence prevention training based on the program that was designed by the Provincial 
Violence Prevention Steering Committee. Where operational 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. 

All of which is agreed this Sunday, September 02, 20 12. 

Signed on behalf of the HEABC Signed on behalf of the Nurses 
Bargaining Association (NBA} 
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E&OE 

20 12 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-20 12 Nurses Bargaining Association Collective 
Agreement 

Amend the collective agreement, by changing the following Article: 

Article 44.01 -Union Leave 

44.01 Union Leave of Absence 

An employee on an unpaid Union leave of absence shall have her 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 requesting 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 requirements. the Employer will consider 
all of the circumstances including the length of notice provided, and will make all reasonable 
efforts to grant the leave. 

Where there are less than 15 regular employees at a workstation worksite at the time the 
leave request is submitted, and subject to operational requirements, unpaid Union leave of 
absence will be granted to one 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 backf111ed for the duration of their term of office. 

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

(A) a Union Council/Board 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 represent the Union and/or a region at annual or special 
conventions of the Union. 

(C) a member of the Union's bargaining committee. Such leave (including travelling time) 
shall be granted to attend preparatory negotiating meetings, 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 attend 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 to-members to-aUend-H3!iJl:llar 
of-Speeial-meetings-ot-StffiR-Gommittees under this category shall be subject to the 
operational requirements of the worksite. 

(G) union leave for members of the Bargaining Committee (C) and Council/Board members 
(A) shall not affect the employee's benefits, seniority or increment anniversary date, and 
such leave shall be exempt from the provisions of Article 37. 

Revised 5/3 1/20 12 6:4B PM 
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(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 she 
holds the position. 

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 her former position with the Employer, and shall 
be provided with an adequate period of orientation upon her return to work. 

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

All of which is agreed this Thursday, May 31,2012. 

Signed on behalf of the HEABC: Signed on behalf of the Nurses 
Bargaining Association (NBA) 
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20 12 Collective Bargaining in the Health Sector, 

Renewal of the 20 I 0*20 12 Nurses Bargaining Association (NBA) 
Collective Agreement 

Amend the collective agreement, by changing the following Article: 

Article I I .04 - Casual Employees 

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. 

(8) Maternity leave relief. 

(9) Client Specific Assignments from Home Support Agencies. These assignments 
are client specific, subject to cancellation without notice, and may be filled within 
the total discretion of the client. These assignments are deemed to be in 
compliance with Articles 11.04 (B) through (F) which shall not apply. (See also 
Appendix "T") 

(B) Off Duty Rights 

When calls are made by the Employer for casual employees to report to work, the 
acceptance of such work shall be at the employee's discretion. Where-a-,sasual 
empleyee-has-Het-accej:>ted-such-weFk-fer-a-peried -leAger-thaR-tflree-(3-)-menths,the 
~mpleyer-and .. the-IJnien-shall-meet-te-discuss-the .. bena-fides-ef-the-refusal-aAd-the 
GeAtiAued ·empleymeAt-ef-.tfle-empleyee7 

Where-therB·~s-ne-eeAa·fi<:le-reasen-fer·the-refusal-of-werk...and··a-fl:lrther-#!ree-(-3)·menths 
has-elapsed--withel:lt--any-si:Jifts-werked-ey...tfle-empleyee,the-easl:lal--emf3l0yee-will-ee 
deleted"from-tAe casuai~Gall-in~list"' 

(C) Letter of Appointment 

Article II .04 • Casual Employees Revised 5/31/2012 6: I 0 PM 
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( 1) All casual employees shall receive a letter of appointment immediately following 
recruitment clearly stating their employment status, their classification and wage 
level, their worksite, and if the employee is seeking regular employment it shall 
be noted. This letter shall also include a mutually acceptable statement of the 
casual employee's days and shifts of availability for work of a casual nature, 
notation of any specialist qualifications held by the employee, and the mutually 
agreed wards, units and programs in which the casual employee will work. 

(2) 

The Employer may require a casual employee to work a minimum of 225 hours 
over a twelve (12) month period, in which case this minimum shall be outlined in 
the letter of appointment. and (C)(4)(a) shall apply. 

GasYa~mpleyee~preferences-fer....specifiG-SAift&-er-ar:eas-ef-wer-k~wiiJ,-net-be 
accommetlatB€h:lt~tl:le--e-x-pense-Gf-regular empleyee~cnedules-er areas of 
work. Cas-t~ffi-empl0yees-wm-ee~&x-pected to work-ln-cmy-area41:ley-are-assigned 
te--er-m0V&d-~e-4uring-a-sl:lift--unless-#ley do net-l:lave-tl:l&-·requisit&....skiUs-0F 
erient-atieA-requireEl-topractice--in-that~area: 

General Availability 
(. 

The commitment to availability specified in the letter of appointment shall be 
subject to mutually acceptable revision. Such revision will occur once per year, 
or, if mutually agreed between the Employer and the employee, on a more 
frequent basis. The Employer will issue a revised letter of appointment to reflect 
approved changes to employee's general availability. 

Casual employees who are not offered 225 hours over a twelve {12) month 
period within their agreed upon availability are not required to meet the minimum 
standard. 

Casual employees' preferences for specific shifts or areas of work will not be 
accommodated at the expense of regular employees' schedules or areas of 
work. Casual employees will be expected to work in any area they are assigned 
to or moved to during a shift unless they do not have the requisite skills or 
orientation required to practice In that area. 

(3) Short-Term and Long-Term Availability 

{ill Netwfthst-aRffing.-tl:le---a90V&, Except as noted in (C)(3)(b). all casual 
employees shall provide for each month meAthly availability schedules in 
writing (or by an alternative method contemplated in (E)(I}(7))) to the 
Employer Ae~les~ll:lan-feurteeR~(-14}-tlays.-These schedules must be provided 
by the first day of the month prior to the start of the following month, and must 
indicatiAge the shifts and days when they are not available, if that availability 
differs from their stated availability for the previous month. 

(b) During June, July, and August, the casual employee's monthly availability 
shall not be inconsistent with their letter of appointment, apart from approved 
vacation periods. 

- -------------
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(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)(I)(?)). 

(d) The Employer is not required to call casual employees who do not provide 
their availability as required in (C)(3)(a). 

(e) The Employer is not required to call casual employees for shifts for which 
they have indicated they are not available. 

(3}--Short~TermAvailability 

Notwitnstan€lin€)-tAe-a0ove,-Basual-empleyee&-SRa~FOVide-monthly-availa9ility 
scl:ledules-in-wFiting-te-the-€mF>Ieyer-ne-less-4Aan-four.teeR-{:1-4)-day&-f;)FioF--te-tfle 
star-t---Gf-tl:le-montR--tndiGatiAg-snifts-aAd--days-wneA-tRe-y-ar-e-not-availaele.-lf-the 
empleyee's-meAthly.-availasilit-y-eveF-a-three-mentn--period-(excluding-June,Jwly, 
and-August}is-incensistent-with--tlle-availa0ility-specified-in-4he--employee's-letter: 
ef-appeintmeAt,-the-EmployeF-and--the-UnieA-shall-meet-te-discuss-the--bo"1&-fides 
ef-the-incensistencie&.---GI:lr-iA€}-Jwne,--JI:lly,-and-AI:lgl:lst,the-easual-employee's 
mont-Riy-availabilit-y-snaii-Aet--be--incensistent--witfl-theiF-Ietter-of-appointment,-apaft 
ffom-appFeveEI-vaGation periods,-

(1}, Insufficient and Non-Availability 

(a) Where the Employer requires a casual employee to work a minimum of 225 
hours in a twelve (12) month period, the following shall apply: 

(i) If the employee has worked less than 112.5 hours in the six (6) month 
period following the employee's start date, and any six (6) month 
period thereafter calculated from that start date, the Employer shall 
issue a letter to tnat--the employee which shall state the number of 
hours the employee has worked, and further advise that if the 
employee does not work the required minimum of 225 hours over the 
applicable twelve (12) month period or provide a bona fide reason for 
not doing so, then they will be removed from the casual register and 
their employment will end. This letter will be sent to the employee by 
registered mail at their last known address and will be copied to the 
Union. 

(ii) If the employee has worked less than 225 hours in the twelve (12) 
month period following the employee's start date. and any twelve (12) 
month period thereafter calculated from that start date, the Employer 
shall issue a letter to that employee which shall state the number of 
hours the employee has worked in the preceding twelve (12) months 
and that, unless the employee provides a bona fide reason for not 
working the required minimum within 30 days of receipt of the letter, 
they will be removed from the casual register and their employment 
will end. This letter will be sent to the employee by registered mail at 
their last known address and will be copied to the Union, and will be 
deemed to be the notice to the Union described in Article 15.04. 
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(iii) If the casual employee appears on more than one casual register with 
an Employer and has not worked any hours within a twelve (12) 
month period on one or more of those casual registers, the Employer 
shall send a letter by registered mail to tHat the employee's last 
known address advising that they will be removed from those casual 
register(s) where they have not worked unless they provide a bona 
fide reason for not accepting work within 30 days of receipt of the 
letter. The letter will be copied to the Union. 

(b) Where the Employer declines to require a casual emgloyee to work a 
minimum of 225 hours over a twelve (12) month period, the following shall 
illm1Y;_ 

(i) Where a casual employee has not accepted any work for a period 
longer than three (3) months, the Employer and the Union shall meet 
to discuss the bona fides of the refusal and the continued employment 
of the employee. 

(ii) Where there is no bona fide reason for the refusal of work and a 
further three (3) months has elapsed without any shifts worked by the 
employee, the casual employee will be deleted from the casual eaU-in 
list register. 

(iii) If the casual emolovee's monthly availability over a three-month 
period (excluding June, July, and August) is inconsistent with their 
availability specified in the employee's letter of cmgointment, the 
Employer and the Union shall meet to discuss the bona fides of the 
inconsistencies. 

(4)(§1 New Qualifications 
Casual employees will provide the Employer with documentation identifying any 
new specialist qualifications they have obtained. Such information shall be noted 
on the employee's personnel file and will be added to their letter of appointment 
at the next revision. 

fa1(§) Orientation 
The Employer will provide casual employees with orientation to all the wards, 
units and programs mutually agreed in the employee's letter of appointment. 

(D) Casual Register 
(1) A casual employee shall be registered for work in those wards, units and 

programs specified in the letter of appointment. 

Casual employees may request placement on the register for additional wards, 
units or programs. All such requests must be in writing. 

When the Employer identifies a shortage of casual employees on a particular 
ward, unit or program, they will consider requests for placement on the register 
for those wards, units or programs, from existing casual employees before hiring 
additional casual employees. Such requests will not be unreasonably denied. 

By mutual agreement with the Employer, casual employees will be added to the 
register for additional wards, units or programs. Where such agreement has been 
reached, a revised letter of appointment shall be issued. 

Page 4 of 6 



(2) The Employer shall maintain a master casual register which shall include a list of 
all casual employees employed by the Employer at that worksite in descending 
order of their seniority, the seniority hours, and the mutually agreed wards, units 
and programs in which the casual employee will work. 

(3) Seniority on the master casual register shall be updated every three months as of 
the last date of the payroll period immediately prior to January 1, April 1, July 1 
and October 1 each year. The updated list shall be posted at the worksite. 

(E) Procedure for Casual Call-In 
(I) The manner in which casual employees shall be called to work shall be as 

follows: 

(1) The Employer shall offer casual work as defined in Article 11.04 (A) to 
casual employees in order of seniority providing the casual employee: 

(a) is registered for work in the ward, unit or program where the work 
exists; and 

(b) has the qualifications and capabilities to perform the work being 
relieved; and 

(c) has been orientated to the ward, unit or program. 

Where the casual employee does not meet the above criteria, the 
Employer will pass on to the next casual employee. 

(2) Exceptions to the above may occur to address the need to consolidate 
the skills of new graduates as per the Letter of Understanding on New 
Graduates. (see Appendix "X") 

(3) Notwithstanding (1) above, where the Employer has received 48 hours or 
less notice of a vacancy creating relief work as per Article 11.04 (A), the 
first shift of the vacancy and any remaining shifts in that block may be 
filled as the Employer deems most efficient. 

Where the shift pattern has not allowed for probationary casual 
employees to be properly assessed, the Employer may arrange for a 
maximum of three shifts out of seniority order, with a supervisor or 
clinician, to conduct the assessment. 

(4) Where a casual employee is called for a casual assignment which would 
attract overtime, they must so advise the Employer when asked. The 
Employer shall then have the option of calling another employee. 

(5) Where Employers are seeking casual employees for blocks of work which 
are known more than a month in advance, the Employer may post these 
blocks at the worksite and invite casuals to indicate their preferences for 
the work available. Work assignments shall be made in accordance with 
seniority as per (E)(I) above. 

{6) Telephone Call~ln 
(a) ---The-empleyer~ shallee-ebligated toccall-a---Gasual-empleyee-enly-for 

those-tlays-andcsl'tifts-fer-whiGh the-employee has-indiGated-shell'le 
is-avaHable-pursuant-tG-(GH~}~above-.. 

(§.b) The Employer shall call by telephone only those casual 
employees on the register at a number provided by the employee. 
The Employer shall commence by calling the most senior 
employee in the register who meets the criteria specified in (E) (1). 
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The Employer shall permit the telephone to ring a minimum of 
eight (8) times. 

(QG) All such calls shall be recorded in a. log book showing the 
signature of the person making the call, the employee called, the 
position they are being called to fill, the time the call was made, 
whether the employee accepts or declines the invitation to work or 
fails to answer the telephone. In the event of a dispute the Union 
shall have reasonable access to the log book and shall be entitled 
to make copies. 

(fd) In the event that relief is requested with less than twenty-four (24) 
hours notice, the date and time of the notification shall be 
recorded in the log book. 

(Z) Alternative Process for Casual Call~ln 
The Employer may introduce a process for the assignment of casual work 
which is an alternative to telephone call-in (set out in (E)(6)) using 
available technology. If the Employer elects to Lise such an alternative 
Qrocess it will advise the Union. 

This alternative process may put the onus on the employee to respond to 
posted schedules or circulated offers of work within a set time period 
~hich will be specific to the alternative process used. By mutual 
agreement which shall not be unreasonably withheld, the Employer and 
the Union will determine how the procedures set out in (E)(6) need to be 
modified for the alternative process. The principles in Sections 11.04 
(E)(1} to (5) shall be applied, and reasonable provisions will be made for 
employees who do not have reliable access to the internet or other 
technology. 

(+§) A block of work is defined as the shifts between regular days off, or, if 
mutually agreed at a local level (i.e.: ward/unit/program or worksite), any 
combination of shifts. 

(II) An arbitrator shall have the authority to award monetary damages in response to 
a violation of Article 11.04(E)(I)by the Employer. 

(Ill) Straight time casual work that has been offered and accepted cannot be 
cancelled by the casual employee or the Employer without a bona fide reason 
(e.g. circumstances beyond the employer or employee's control.) 

All of which is agreed this Thursday, May 3 I, 20 12. 

Signed on behalf of the HEABC: Signed on behalf of the Nurses 
Bargaining Association (NBA) 
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20 12 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0"20 12 Nurses Bargaining Association (NBA) 
Collective Agreement 

Amend the collective agreement, by changing the following Article: 

Article I 1.04 (D) - Casual Register 

(D) Casual Register 

E&OE 

( 1) A casual employee shall be registered for work in those wards, units and 
programs specified in the letter of appointment. 

Casual employees may request placement on the register for additional wards, 
units or programs. All such requests must be in writing. 

When the Employer identifies a shortage of casual employees on a particular 
ward, unit or program, they will consider requests for placement on the register 
for those wards, units or programs, from existing casual employees before hiring 
additional casual employees. Such requests will not be unreasonably denied. 

By mutual agreement with the Employer, casual employees will be added to the 
register for additional wards, units or programs. Where such agreement has been 
reached, a revised letter of appointment shall be issued. 

(2) The Employer shall maintain a master casual register which shall include a list of 
all casual employees employed by the Employer at that worksite in descending 
order of their seniority, the seniority hours, and the mutually agreed wards, units 
and programs in which the casual employee will work. 

(3) Seniority on the master casual register shall be updated every three months as of 
the last date of the payroll period immediately prior to January 1, April 1, July 1 
and October 1 each year. The updated list shall be made available postea at the 
worksite. 

(4) For the purposes of selection to a vacancy, the Employer shall use seniority 
hours from the last date of the payroll period immediately prior to the posting 
g!osi 119_lli1te. 

All of which is agreed this Saturday, September 22, 2012. 

Signed on behalf of the HEABC 

Artic.lc I 1.04 (D) - Casual Register 

Signed on behalf of the Nurses 
Bargaining Association (NBA) 

W;~~------
Page I of I 



E&OE 

2012 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

Amend the collective agreement, by adding the following Appendix: 

Appendix - Casual Employees - One Time Deletion 

On a one-time basis and within six (6) months of the date of ratification, the Employer will be 
entitled to delete a casual employee from a casual register where that employee has not worked 
any hours in the twelve ( 12) months prior to the date of the letter referenced below. 

The Employer will send a letter by registered mail to the casual employee at her last known 
address stating that the employee has not worked in the last twelve (12) months. and providing 
the employee with an opportunity to respond within 30 days with a bona fide reason for not 
accepting work. This letter will be copied to the Union. If the employee does not respond within 
30 days, or does not provjde the employer within 30 days with a bona fide reason for not 
accepting work, the employee will be ~leted from the casual register. 

If this one-time deletion causes the employee to be deleted from all casual registers on which 
that employee appeared, then the employee's employment will end. and the letter referenced 
above will be considered effective notice pursuant to Article 15.04. 

All of which is agreed this Thursday, May 31, 2012. 

Signed on behalf of the HEABC: 

Appendix - C~suol Employees One Time Deletion 

Signed on behalf of the Nurses 
Bargaining Association (NBA) 

Revised 5/31/20 12 3:46 PM 
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2012 Collective Bargaining in the Health Sector 

Renewal of the 2010-2.012 Nurses Bargaining Association (NBA) 
Collective Agreement 

Amend the collective agreement, by adding the following Memorandum of Understanding: 

Memorandum of Understanding - Qualification Review Committee 

E&OE 

During bargaining, the NBA raised a number of concerns relating to the qualifications that are 
established for various nursing jobs in the health sector. These concerns ranged from the 
reasonableness and relevancy of Qualifications contained on job descriptions to the 
inconsistency in the gualifications established for very similar jobs across Health Authorities/ 
Providence Health Care. 

In response to these concerns, the parties agree to establish a Qualifications Review Committee 
to review qualifications across the Health Authorities/ Providence Health Care and provide a 
report of its findings to the parties prior to September 1, 2013. The NBA and HEABC will identify 
the representatives that will participate on this Committee within 30 days after ratification. 
Representation will include the NBA. HEABC and Health Authorities/ Providence Health Care. 

The focus of the review will be on acute based jobs and other non-acute jobs that cover a 
significant number of employees. A priority area for the Committee will be general duty jobs that 
do not have an associated speciality training course. The purpose of the review is to identify: 

the range of jobs in a particular service/program area and the range of qualifications 
associated with these jobs, and 

the factors that are considered in relation to the establishment of the gualifications such 
as the nature of the job duties, patient population served, and the nature of the worksite 
where the work is performed, or any other such factors. 

As part of this report the Committee will provide joint recommendations to the parties regarding 
any qualifications that the Committee considers to be not reasonable, relevant or consistent. 

All of which is agreed this Thursday, September 20, 2012. 

Signed on behalf of the HEABC Signed on behalf of the Nurses 
Bargaining Association (NBA) 

Memorandum of Understanding- Qualification Review Committee 
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E&OE 

20 12 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

Amend the collective agreement, by changing the following Article: 

Article 21 - Creation of New Position 

21.0 I Employer Notice 
If the Employer creates a new 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 61 and 
shall provide a copy of the new job description to the Union, pursuant to Article 23. 

21.02 
(A) 

(B) 

Implementation 
The Union will notify the Employer 't•rithin forty five (45) days of receipt of 'tvritten notice 
whether the classification assignment is acceptable or whether to initiate the Job Classification 
Revie'.v Proced~;~rc in (B) below. If the Union objects to the Employer's classification assignment, 
it must incl~;~de reasons giving rise to the objection in its '>\'ritten notice to the Employer do so 
via the Job Classification Review Procedure. If the Union fails to object in writing as described 
aboYe, the classification/wage le•,el assignment shall be considered as established. 

Job Classification Review Procedure 
(i) Where the Union has initiated the Job Classification Review Procedure, the Employer 

will provide the inCI;lmbcnt and her non bargaining unit supervisor the job questionnaire, 
answer sheets, and job profile, within three (3) months of the notification to the 
Employer of the objection. VVithin fourteen ( 14) days of receipt of these do€\ffl'lents, the 
employee and her supervisor shall each complete the questionnaire, and shall 
respectively indicate which job profile best fits the job in question. Each shall then 
submit her answer sheet and profile match to her respective Union and Employer 
representatives. 

(ii) Within t'Nenty eight (28) days of the exchange of completed documents, referenced in 
Af*Je 21.02 (B)(i), representatives of the Union and HEABC shall within twenty-eight 
(28) days consider factors which include the followffig; which profile best describes the 
core function of the job in question, the results of the completed job questionnaires, 
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. 

ftit1(ii) Failing resolution of the matter by negotiations, the matter may be referred by either 
party to classification arbitration. The classification arbitrators shall be either John 
Kinzie, Joan Gordon, or other mutually agreeable arbitrator. The Arbitrator shall 
consider the same criteria (see Article 21.02(8) fitt.ill) as the parties in determining the 
appropriate classification/wage level for the job in question. 

(tv)(iii) Classification arbitrations will be governed by the following processes: the parties will be 
limited to four (4) hours' presentation each, the parties will utilize staff representatives 
of the Union and the HEABC to present cases, and the award will be issued within 

Article 21 • Creation of New Position 
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thirty (30) days of the hearing. The arbitrator's decision shall be limited to determining 
the appropriate classification/wage level of the job. 

(C) If the Union objects to the wage structure established by the Employer and by negotiation or 
arbitration succeeds in revising the wage structure, the revised wage structure shall be 
retroactive to the employee's date of employment in the new position. 

All of which is agreed this Friday, September 07, 2012. 

Signed on behalf of the HEABC Signed on behalf of the Nurses 
Bargaining Association (NBA) 
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2012 Collective Bargaining in the Health Sector 

Renewal of the 2010-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

Amend the collective agreement, by changing the following Article: 

Article 22 - Change in Classification 

22.01 Employer Notice 

E&OE 

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 61 and shall provide a copy of the new job description to the Union pursuant to Article 23. 

22.02 Implementation 
(A) The Union will notify----tAo EffipleyeF-WitAiA---fefly--five--t45) days of receipt of written notise-whetl=ler the­

elassifieation-assignmcm is aGce(}table or whether te iAitiate the Jeb-Qassification Review-P-FoeeduFe-in­
(8)-below: If the Union objects to the Employer's classification assignment, it must include reasons givmg­
risc te-tAe objectioo iA its-writteA-Aetice to the Employer- do so via the Job Classification Review Procedure. 
If tho Unioo-fails to object iA-WritiAg-as described above, tho classificatioolwa§e level assignment shall 9e 
considered as ostablisl:leG. 

(B) Job Classification Review Procedure 
(i) Upon initiation of the Job Classification Review Procedure, tho EmpleyeF-Will (*GVide 

the incumbent and her non-9argaiAiAg-I:IAit supervisor the job questioonaif&,-answer sl=leets,aAd 
job profile,witl:lin three (3) months of the notification to the Employer of the objection. VVitAiA 
fourteen (14) days of receipt of these documents, the employee and her supervisor shall eaGJ:l 
complete the questionnaire, and shall---fes(3ectivel-y iAdicate 'Nhich job profile best fits the job iA 
question. Each shall then submit her ans•Ner sheet 

{»») ------- WitAiA-twenty-eight-{28j-Gays of the exchange of completed documoots, referOAGe€1 in 
Article 22.02 (Bjfij, representatives of the Union and HEABC shall within twenty-eight (28) days 
consider factors whicl=l iAGiude the fell~ which profile best describes the core function of the 
job in question, the results of the completed jeb questieAAaires,-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)(ii) Failing resolution of the matter by negotiations, the matter may be referred by either party to 
classification arbitration. The classification arbitrators shall be either John Kinzie, Joan Gordon, or 
other mutually agreeable arbitrator. The Arbitrator shall consider the same criteria (see Article 
21.02(8)-(ti) (i)) as the parties in determining the appropriate classification/wage level for the job in 
question. 

(iv)(iii) Classification arbitrations will be governed by the following processes: the parties will be limited to 
four (4) hours' presentation each, the parties will utilize staff representatives 

Article 22 - Change in Classification 
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of the Union and the HEABC to present cases, and the award will be issued within thirty (30) 
days of the hearing. The arbitrator's decision shall be limited to determining the appropriate 
classification/ wage level of the job. If the Union objeots to the wage structure establisReG-

(C) by the Employer, and through 

22.03 Employee Grievance 
If an employee considers there has been a significant change to the job content of the position held, the 
employee may initiate a grievance by using Step I of the Grievance Procedure. If the issue is not 
resolved at this step, the Job Classification Review Procedure of Article 22.02(8) above shall be utilized .. 

All of which is agreed this Friday, September 07, 2012. 

Signed on behalf of the HEABC Signed on behalf of the Nurses 
Bargaining Association (NBA) 
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20 12 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

Amend the collective agreement, by changing the following Article: 

Article 23 - Job Descriptions 

E&OE 

During the life of this Collective Agreement, the Employer shall prepare job descriptions for 
all classifications covered by the Certificate of Bargaining Authority. Job descriptions should 
contain the job title, worksite, name of the department, 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. If the Union fails 
to object in writing within sixty (60) calendar days of receipt of the job descriptions from the 
Employer, the job descriptions shall be considered as established. 

All of which is agreed this Friday, September 07, 2012. 

Signed on behalf of the HEABC 

Article 23 -Job Descriptions 

Signed on behalf of the Nurses 
Bargaining Association (NBA) 

h~dDAk 
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E&OE 

20 12 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-20 12 Nurses Bargaining Association (NBA) 
Collective Agreement 

Amend the collective agreement, by changing the following Article: 

Article 62 - Wage Schedules 

··--~~- -·--·---- --

irst F 
Ye ar 

Second Third 
Year Year 

__________ " ___ 
------"'·~~ 

Effective: April 2, 2010 

Fourth Fifth Sixth 
Year Year Year 

Seventh 
Year --C---------- -------~---- ----------·-- -------~- -·---·--·-----

Level1 4,6 81 4,859 5,041 5,219 5,401 5,581 5,763 
29 .89 31.03 32.19 33.33 34.49 35.64 36.80 --- -- ----· r-------

Level2 5,5 66 5,664 5,790 5,937 6,115 6,259 6,441 

33 .54 36.17 36.97 37.91 39.05 39.97 41.13 -- ---~,,.~---

Level3 5,9 27 5,970 6,085 6,242 6,432 6,583 6,764 

37 
~----·--------+ 

.85 38.12 1...1.~:86 39.86 41.07 42.04 43.19 ---- ------ --- ------- -----1··· 

Level4 6, 170 6,222 6,336 6,496 6,690 6,848 7,033 

39 ___ L_ .40 39.73 40.46 41.48 42.72 43.73 44.91 --

-----""·-~----

ule for-bong-+enn-Care-Gase Special Wage Rate Sched 
Managers-&-Pine 

Effective: 
Free Clinic Nurses 

First Second Thir'd~T Fourth 
Year Year Year I Year 

t-·M·~-on_t_h-ly-+~-4-95-5-+--5-, 151 5,34~ 15:5~; 
::~~~y-- .. 3°1.·6·--4-- -

_f3~te ~ ___ ____,__3_2_.89 _ 34. ~~-~36 

Ae~!-~! . .?_~1 o 
Fifth Sixth Seventh 
Year Year Year 

cc~----~ 

5,733 5,921 6,106 
.. , I 

36.61 37.81 38.99 
-·--

---

Eighth Ninth 
Year Year r--------- '--- -
5,932 6,145 

37.88 39.24 
t------ _" __ ,_3-~. 

6,613 6,821 
42.23. 43.56 

6,934 7,147 

44.28 45.64 
-------- ~~~----

7,204 7,412 

46.00 47.33 --

-------·--

]"' 

Eighth Ninth 
Year Year 

6,273 6,485 
--------

40.06 41.41 

. -----------------------------------~--------- ----
Effective Ap ril1,2011 

- . - ~-------------- ----·--· ----r--

Third Fourth Fifth Sixth Seventh Eighth Ninth 
Year Year Year Year Year Year Year 

---~---------- --------- - ·-~~~,---- -------- !--------

Level1 4,822 5,193 5,376 5,562 5,749 5,935 6,111 6,330 

30.79 33.16 34.33 35.52 36.71 37.90 39.02 40.42 
... -----1-----+-- ------------1- ---~~~---

Level2 5,733 5,835 5,963 6,115 6,298 6,447 6,634 6,812 7,027 

36.61 37.26 38.08 39.05 40.22 41.17 42.36 43.50 44.87 
-~,-·-~~--~-=-~ --- -~--- -·-~~ 
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Level3 

-~--.~~~~ 

Level4 

First 
Year 

6,967 
44.49 

7,053 
44.00 45.04 

Special Wage Rate Schedule for bong-:r:erm-Ca~Gase 
Managers-&-.Pine Free Clinic Nurses 

E ffec:~v~~p_r:~l~1, ,~~11 
Second Third Fourth Fifth Sixth Seventh 

Year Year Year Year Year Year 

7,143 
45.61 
-~-

7,420 
47.38 

Eighth 
Year 

~--·-~·- -~- -------· ·--- -1----~--+--· 

5.306 5,506 5,703 5,905 6,098 6,289 6,461 

7,362 
47.01 

-~'' 

7,634 
48.75 

Ninth 
Year 

6,679 

Hourly 
Rate 

32.59 33.88 37.71 38.94 41.26 42.65 

Effective_30 day:s after ratification of the Collective Agreement, the 1.5 wage rate of pay under the 
Special Wage Rate Schedule as a result of Vince Ready's May 12, 1999 ArbltratiOJl award on the 
allocation of jobs under MOU # 17 will no longer aP-PlY. to the Long Term Care Case Manager position, 

!,)nlessothervt]se negotiated, in£.~trnbentsjn the Long Term (:are C!lse Manag§!Lp.osition at the time of 
ratJfic~l!Jipn_yyil!sontinue to receive wage incre(l~e], 

All of which is agreed this Monday, September 24, 2012. 

Signed on behalf of the HEABC Signed on behalf of the Nurses 
Bargaining Association (NBA) 
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2012 Collective Bargaining in the Health Sector 

Renewal of the 2010-2012 Nurses Bargaining Association (NBA) Collective 
Agreement 

NBA Proposal 

MOU- Job Descriptions 

The Health Authorities/Providence Health Care agree that consolidating the number of 
job descriptions is an important objective and are committed to this process. 

Within 90 days of ratification and quarterly thereafter, each Health Authority/Providence 
Health Care will provide the NBA with the number of job descriptions it has for each 
existing profile. 

Within 90 days of ratification, each· Health Authority/Providence Health Care will begin a 
process of consolidating and reducing its job descriptions. By March 31, 2014, each 
Health Authority/Providence Health Care will have reduced its total number of job 
descriptions for nurses to no more than 60 in the nurses sector to betv1een 100 and 120 
per Health Authority/Providence Health Care. Thereafter, the Employer will continue its 
efforts to reduce job descriptions. 

In addition, the tjealth Authorities/ Providence Health Care will commence a process of 
working tog~ther to seek opportunities for common job descriptions across Health 
Authorities/ Providence Health Care. 

DB/jj/cope 378mou- job descriptions- september 25 (3)1 



Health and Welfare Coverage Agreement 

Between 

Nurses Bargaining Association ("NBA") 

And 

The Health Employers Association of British Columbia ("HEABC") 

The parties agree to the following changes to the Early Retirement Incentive Benefit 

Notwithstanding the current ERIB provision contained in the Collective Agreement, the parties agree to 

enhance and support efforts co increase the uptake of Early Retirement Incentive Benefits (ERIB) by 

eligible employees 

It is agreed that: 

• The Union will be provided with the information necessary in order to cont:act potentially 

eligible employees, three months prior to their· earliest possible eligibility. 

• . The Union will contact employees on the list referenced above to explain how the ERIB 

provision works and to encourage employees to provide the necessary authorization co 

determine their eligibility. 

• Employees who apply for ERIB may choose to continue to maintain the Extended Health benefit 

plan (excluding MSP and Dental) coverage to age 65. The premiums will be cost shared by the 

employer and the employee on a 50-SO basis provided the employee pays their portion of the 

premium for such coverage in advance on a monthly basis (see Appendix A, Section B, 5.2 and 

Appendix C Section I (B)). 

In order to expedite the processing of ERIB <~pplications, it is further· agreed that ERIB packages will be 

prepared and sent out at least four times per year, timing to be determined by mutual agreement of the 

parties. 

All of which is agreed this Monday. September 24, 2012. 

Signed on behalf of the HEABC: Signed on behalf of the Nurses 
Bargaining Association (NBA) 



HEABC 
HEALTH EMPLOYERS 
ASSOCIATION OF BC 

TABLED BY HEABC 

Mar 20, 2012 @ 2:45 PM 

Without Prejudice, E&OE 

2012 Collective Bargaining in the Health Sector 

Renewal of the 2010-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

EMPLOYER PROPOSAL 

Amend the collective agreement, by changing the following Article: 

ARTICLE 46- Medical/ Extended Health and Dental Coverage/ Long-Term 
Disability and Group Life Insurance 

46.04 Dependents 
An eligible dependent for the purposes of Articles 46.01, 46.02 and 46.03 is one who is 

listed on the employee's tax deduction return form (TD1) or who is acceptable to the plans, but 
does not include those individuals referred to in parts (B) of the above specified Articles. 

ARTICLE 46- Medical, Extended Health and Dental Coverage, Long-Term Disability and Group Life Insurance Revi~ 
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20 12 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

Amend the collective agreement, by changing the following Article: 

Article 05.02 - Union deductions 

E&OE 

All employees who are covered by the certification 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 employee. 
The Union shall advise the Employer in writing 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 containing the names of 
the employees for whom the ded~;~ctions were made and the amo~;~nt of each ded~;~ction. listing the first 
name. last name. worksite name. bargaining association affiliation and the pay periods covered, with start 
and end dates of the pay periods. 

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

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

All of which is agreed this Friday, September 07, 20 12. 

Signed on behalf of the HEABC 

Article 05.02 - Union deductions 

Signed on behalf of the Nurses 
Bargaining Association .(NBA) 

~OZJ:J:~ 
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20 12 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

EMPLOYER PROPOSAL 

Amend the collective agreement, by changing the following Article: 

Article 13.08- Seniority lists 

E&OE 

(A) On the last date of the payroll period immediately prior to January 1 and July 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 posted 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: 
(i) name first name and last name; 
(ii) ig_Q_status and posted FTE (regular full-time, regular part-time, casual); 
(iii) wage schedule classification: 
(iv) start seniority date; 
(v-)~tetal~he~;~FS-feF-GaSHals; 

(v) seniority hours: 
(vi) job titles; 
(vii) worksite; 
(viii) Social Insurance Number (subject to (B) below). 

(B) In order to comply with the Income Tax Act, before the Employer releases the Social 
Insurance number of any employee, the Union shall provide the Employer with a signed 
waiver from each of their members, authorizing the release of the Social Insurance 
Number. 

It is agreed that the Employer will not provide the Social Insurance Number without a 
signed waiver. 

Social Insurance Numbers will not be included on those lists posted at the worksite. 

(C) Where such lists are produced in electronic format, the Employer will provide them to the 
Union in this format. provided that it can be done so at no additional cost to the 
Employer. 

All of which is agreed this Friday, August 31, 2012. 

Signed on behalf of the HEABC 

-

Signed on behalf of the Nurses 
Bargaining Association (NBA) 

~~--



20 12 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

EMPLOYER PROPOSAL 

Amend the collective agreement, by changing the following Article: 

Article 9 - Grievances 

9.01 Discussion of Differences 

E&OE 

If a difference arises between the Employer and an employee(s) or between the Employer 
and the Union concerning the interpretation, application, operation or any alleged violation of the 
Agreement, the employee(s) shall continue to work in accordance with the Agreement until the 
difference is settled. 

9.02 Grievance Procedure 
The following procedure shall be used for the resolution of differences referred to in Article 

9.01, other than for the suspension or dismissal of employees and Application disputes under 
Article 9.03 or 9.07. 

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 the matter giving rise to the 
difference, the employee with or without the steward (at the employee's choice) shall discuss 
the difference in a meeting with the immediate supervisor. Where the immediate supervisor is 
also the Step 2 designate, this stage may be eliminated. 

Step 2 
If the difference is not satisfactorily settled under Step 1 then, within fourteen (14) calendar 

days after the completion of Step 1, the employee with a steward shall meet with the 
representative designated by the Employer with the authority to handle grievances at Step 2 to 
discuss and submit the grievance in writing. 

Within a further seven (7) calendar days of receipt of the written grievance, the 
representative designated by the Employer shall give a written response to the employee and 
the steward. Should the grievance be denied, written explanations shall be given. 

If the grievance is not satisfactorily settled under Step 2, then the steward shall notify the 
Union within fourteen ( 14) calendar days of receipt of the written response to the grievance. 

Where the Union submits the written grievance, Step 1 shall be eliminated and the Union 
shall be substituted for the employee in Step 2. 

Step 3 
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The Union shall, within a further fourteen (14) calendar days of this notification, discuss the 
grievance with the representative designated by the Employer with the authority to handle 
grievances at Step 3 (who shall be outside the bargaining unit). 

The parties recognize they have a common interest in resolving grievances. Such resolution is 
promoted through providing each other with background information and documentation directly 
related to the grievance so that informed discussion of the issue can take place at this level. 

Within a further seven (7) calendar days of the Step 3 meeting the representative 
designated by the Employer shall respond in writing to the Union. Should the grievance be 
denied, written reasons for denial shall be given. Failing settlement at this step, the grievance 
may be referred to lnaustr-y-Tr-ot~elesneeter,anGiteF arbitration within 90 days after the Employer 
designate's decision has been received. 

~ndustry-Troublesheoter 

Where-~·a~GiifferenGe-arises-Getween-·the--parties-relating--to-the-Eiismissai,-.GiscipliAe,er 
st~spension-ef-aA-employee,eF-to..#le--interpretatien,application,operatfen,er-allegJeG-vie!aHen 
ef4Ris-Agreement,incluEiing-a~estien-as-to-whetR8f-a-fnatter-is-ar.eitfaele;-G~;~Fing-tRe-teFm-Gf 
tRe-Previnciai-Gellective-Agreement,-Qavid-McP-hillips;-Judi-KGrein,-GAFis--S~;~IIivaR;-GF-a 
substitute-agreed-te-ey-the-parties,snall-at-the-re(;!Hest-ef--either:-party~ 

(A)---investigate-the-difference, 
fBj-.define-th&issue-in·the-difference,and 
{G)---make-wFitteA-Fecommendatienerto-reselve-the-difference-,within-five-(.5}-Eiays-of-th&-tlate 

ef.reseipt--ef-#le-request,and-feF-these-five-(-&)-days--from-that-aate,time-aees-flet-ruR-in 
respest-ef-tl=!e-gFievance-proseauF&. 

+ne-aeeve-AameG-trouelesl::l0eter-s-will~e-usea-eA-a-Fetating-basis-at-each-empleyer-: 

ln-the·event-tl:le-parties-are-unaele-te-agree--en-an-lAdustFy+re~;~elesneoter-witl::lin-a-peFied-ef 
tl:lirty--(30) days-either-party· may...apply-t0-the-Minister~ef--babeur-fof--tAe-Province····Gf...-63Fitisn 
Gelumeia-te-appeint-suGh -person~ 

F-ailing-settlement-at-thi&-step,tl=!e-@fievance-may...be-refeHed-te-aFeitfatieA-:-

9.03 Single Employer Policy Dispute 
If a difference of a general nature arises between the Union or its members and a single 

Employer concerning the interpretation, application, operation or alleged violation of this 
Agreement or Memoranda, the aggrieved party may submit a written grievance to the other 
party within twenty~one (21) calendar days of becoming aware of the matter giving rise to the 
difference, and Step 3 of Article 9.02 shall apply. A copy of the grievance shall in every case be 
forwarded to the Union and the HEABC. 

Where a Health Authority produces a written policy which has application throughout the 
Health Authority, a grievance regarding the policy may be filed at one worksite within the 
authority. If the grievance is resolved or arbitrated, the resolution reached will be binding on all 
Health Authority worksites. 

If the grieved policy has limited application throughout the Health Authority, the Health 
Authority Representative at the Step 3 grievance meeting will confirm with the Union to which 
work sites the policy does not apply. 
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9.04 Application of Single Employer Arbitration Decisions 
(A) The arbitration award arising from a grievance filed under Article 9.02 or 9.03 is binding 

on the single Employer, the employees of the Employer, and the Union or Association 
(as the context requires) in respect to that single Employer. · 

(B) The decision is not binding on other members of HEABC or on the Union or Association 
(as the context requires) in respect to other members unless the Association and 
HEABC mutually agree. 

(C) HEABC and the Association may rely upon the arbitration award in arguing other 
arbitrations respecting other members of the Association. 

9.05 Amending Time Limits 
If the time limits in Articles 9.02, 9.03 and 9.07 are not complied with by the employee(s) or 

the Union, then the grievance shall be considered as being abandoned, unless the parties have 
mutually agreed, in writing, to extend the time limits. 

9.06 Resolution of Employee Dismissal or Suspension Disputes 
The following procedure shall be used for the resolution of disputes relating to the dismissal 

or suspension of an employee(s): 

Step 1 
Within ten (10) calendar days of notice of the dismissal or suspension, the Employer shall 

notify the head office of the Union of such termination. 

Step 2 
Within a further fourteen (14) calendar days of receipt of notice in Step 1 of this Article, the 

Union may institute the grievance procedure at Step 3 of Article 9.02. 

If this time limit is not complied with, then the grievance shall be considered as being 
abandoned, unless the parties have mutually agreed, in writing, to extend the time limits. 

9.07 Industry Wide Application Dispute 
Step 1 

If a difference of a general nature arises between the Union (on behalf of its members) and 
HEABC (on behalf of its members) concerning the industry wide interpretation, application, 
operation or alleged violation of this Agreement or Memoranda, the aggrieved party (the NBA or 
the HEABC), shall submit a written grievance to the other party within twenty-one (21) calendar 
days of becoming aware of the matter giving rise to the difference. A copy of the grievance shall 
in every case be forwarded to the constituent Unions of the NBA and the HEABC. 

For the purposes of this Article, a difference of a general nature is defined as one arising as 
a matter of general interpretation/application or general operation/alleged violation based on the 
language of the Agreement. 

Step 2 
The NBA and the HEABC shall meet within sixty (60) days or such later time as may be 

mutually agreed to attempt to resolve the difference. Failing resolution, either party may submit 
the difference to arbitration pursuant to Article ·1 0 within 60 days of the meeting. 

Notwithstanding any decision(s) issued pursuant to Article 9.02 or 9.03, the decision of the 
Arbitration Board under this Article shall be binding on all members of the NBA and all members 
of the HEABC who are covered by this agreement. 

Where an arbitrator has been appointed to hear a dispute under Article 9.02 or 9.03 and the 
dispute is on the same issue as the matter in dispute under Article 9.07, the 9.02/9.03 arbitration 
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proceedings will be held in abeyance. The interpretation established by the Article 9.07 Award 
shall then be applied on a remedial basis by the parties to resolve the 9.02 or 9.03 disputes on 
the same issue. 

9.08 Clarification of the Nature of the Dispute 
If the NBA or the HEABC disputes the article under which a grievance has been filed, the 

respondent may refer the issue of whether the grievance was filed under the appropriate 
procedure (i.e. Article 9.02/9.03 or Article 9.07), as a preliminary matter to the Arbitrator or 
Arbitration Board (as the context requires) prior to the scheduled hearing date(s). 

9.09 Deviation from Grievance Procedure 
The Employer agrees that, after a grievance has been discussed at Step 2 of the grievance 

procedure the Employer or his representatives shall not initiate any discussion or negotiations 
with respect to the grievance, either directly or indirectly with the aggrieved employee without 
the consent of the steward or the Union. 

All of which is agreed this 

Friday March 23, 2012. 

Signed on behalf of the HEABC: 

-~- --------------- --- --------

Signed on behalf of the Nurses 
Bargaining Association (NBA) 
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20 12 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association {NBA) 
Collective Agreement 

EMPLOYER PROPOSAL 

Amend the collective agreement, by adding the following Article: 

Article I 0.0 I - Case Review Meeting 

E&OE 

Senior level designates from the Employer and the Union, with the authority to resolve the 
issues, shall review outstanding issues referred to third (3'd) party or as mutually agreed. 
Initially this group shall review quarterly and thereafter as deemed necessary to maintain 
the efficiency of the grievance process. 

The senior level designates will attempt to facilitate a resolution to the grievance on a 
without prejudice and without precedent basis. In some cases, the Employer 
Representative and the Union Labour Relations Officer n]ay each present the facts and 
arguments of the case. 

Failing resolution at this level, the parties will determine if the matter is appropriate to be 
referred to the Alternative Dispute Resolution (ADR) process outlined in Appendix , as 
well as the precedential value and application of the decision should the matter reach the 
Arbitration stage of that process. 

The parties may also refer matters to mutually agreed variation of the ADR process, 
including mediation only, referral for non~binding recommendations, or other mutually 
agreeable alternatives. 

This process does not replace other options available under the collective agreement or 
other mechanisms to reach agreement to resolve. 

This Article is in effect from the date of ratification of this Collective Agreement and will 
terminate after a period of two (2) years or until the expiry of this Collective Agreement, 
whichever is later, unless HEABC and the NBA mutually agree to its extension. 

Article I 0.0 I - Case Review Meeting Revised 3/23/2012 II :51 AM 
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All of which is agreed this 

Friday March 23, 2012. 

Signed on behalf of the HEABC: Signed on behalf of the Nurses 
Bargaining Association (NBA) 
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E&OE I 

20 12 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

Amend the collective agreement, by changing the following Article: 

Article I 0 w Arbitration 

10.04£ Authority of the Arbitratien-BGar:d er Arbitrator or Arbitration Board 
(A) Either party may refer any grievance, dispute or difference unresolved through the 

procedures in Article 9 to a Board of Arbitration or a single arbitrator as determined by 
(D) below. Such Board of Arbitration or arbitrator shall have the power to determine 
whether any matter is arbitrable within the terms of the Agreement and to settle the 
question to be arbitrated. 

(B) Where an Arbitration Board is used, the Arbitration Board shall issue a decision and the 
decision of the majority of such Board shall be final and binding upon the parties. 

(C) Where a single arbitrator is used, the arbitrator shall issue a decision which shall be final 
and binding upon the parties. 

(D) A single arbitrator shall be used for E!Lgrievances unless the parties mutually agree to 
use an Arbitration Board. file€1--l:JAEier-Article··9;02-or-9,03. AA-ArbitraUoA-Board-st:laii-Ge 
wseEi-feF-iAdwstFy-wide,applieat-iGfl-Gisputes-filed-l:lnder-Ar-tiele-9.01. 

1 0.02,;}, Notification 
+he-paFty-requestiAg-arbitratieA-UAEief-AFt-iele-9"07-shaii-Aetify-the-etfler-paFty-of-its-iRteRt-te 

arbi~rate-aAd-ef-itsappointee.-te-the-ArbitratioR-Board~ 

+he-reeipient-ef-this-notice-shall,withiR-teA,(10)-caleAdar-days.netify-the-ethe,:....pafty-ef-its 
appeiAtee--te-#le-Arbitratien-Beard:-The-twe-appeiAtees-shall,witflin-a-fur-tfler-teA-(40)-salendar 
Elays,-selest-a--third-persen-to-act as Chair. lf:the-appointees-fail-to agree-upoA-a-Chaif.Within-this 
ten (1 0) caleAdar~day--peried.either~reqwest-the-Registrar of the baseur-RelaUeHs 
Boar-El-te-make-the-appeiAtmeAh 

The party requesting arbitration l:lAde,:....AFt-icle-9,02-er-9.03 shall notify the other party of its 
intent to arbitrate and its proposed arbitrator except where the grievance procedure is included 
within the category of grievances scheduled for expedited arbitration under Article 10.06. 

The recipient of this notice shall respond within ten ( 1 0) calendar days regarding the 
proposed arbitrator. If agreement is not reached within a further ten (1 0) days, either party may 
request the Registrar of the Labour Relations Board to make the appointment. 

The party referring a grievance to expedited arbitration under Article 10.06 shall notify the 
other party of its referral. 

1 0.03~ Expenses of the Arbitratien-Bear4-or Arbitrator 
The expenses of the ChaiF-Bf the ,A,rbitFation--Bear-€1-or--siAgte arbitrator shall be shared 

equally by the parties. Where nominees are used, each party shall be responsible for the 
expenses of its nominee. 

Article I 0 · Arbitration Rcv1scd 8/14/2012 9:37AM 
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!J-{)...04-SiAgJe-..Afbitr-atoF 
By--rnt~tt~al-agreerneRt-betweeR-tl=le-NBA-aR€1-tlle HEABG,-a-siR@Ie-araitFatef-ffiaY-be 

st~estittlte€1-fef-t.F!e-AF9itration-Boara-establisl1ed-pt!Fstlaflt-te-Mele-9m. 

10.05 Waiver of Time Limits 
The time limits prescribed above may be extended by mutual agreement in writing between 

the Union and the Employer. 

10.06 Expedited Arbitration 
(A) All grievances shall be considered suitable for expedited arbitration except grievances 

relating to: 
( 1) dismissals 
(2) suspensions in excess of five (5) days 
(3) grievances filed under Article 9.03 or 9.07 
(4) grievances where a party intends to raise a preliminary objection 

By mutual agreement between designated senior representatives of HEABC and the 
NBA, a grievance falling into one of these categories may be placed into the expedited 
arbitration process. 

Also by mutual agreement between designated senior representatives of HEABC and 
the NBA, dates previously designated for expedited arbitration may be taken out of the 
expedited arbitration process and be used for referrals pursuant to 10.02 (B). 

A designated representative of the HEABC or the NBA may notify the other party in 
writing of its intention at the time of referral to remove a matter from expedited arbitration 
and refer it to arbitration under Article 10. 

(B) A representative of HEABC and the NBA shall meet monthly, or as often as is required, 
to review the expedited arbitration process and to agree on the cases to proceed at the 
next scheduled hearing dates. There shall be two expedited hearing dates scheduled 
each month. The location of the hearings will be at a location central to the geographic 
area in which the disputes arise. By mutual agreement, the designated representatives 
from the HEABC or the NBA may agree to alter the scheduled hearing dates. 

(C) Expedited arbitrations will be scheduled on a first referred, first heard basis within the 
dates scheduled for the Health Authority. Either party may have the right of refusal on 
the first date proposed for the expedited arbitration but must accept the next date set for 
the Health Authority. 

(D) As the process is intended to be informal, the parties will use their staff to present their 
case. This may include staff employed by member employers. 

(E) All presentations are to be short and concise and are to include a comprehensive 
opening statement. The parties agree to make limited use of authorities during their 
presentations. 

(F) Prior to rendering a decision, the arbitrator may assist the parties in mediating a 
resolution to the grievance. Where mediation fails, or is not appropriate, a decision shall 
be rendered as contemplated in (G). 

(G) The decision of the arbitrator is to be completed within 3 working days of the hearing. No 
written reasons for the decision shall be provided beyond that which the arbitrator deems 
appropriate to convey the decision. 

(H) All decisions of the arbitrators are to be limited in application to that particular dispute 
and are without prejudice. These decisions shall have no precedential value and shall 
not be referred to by either party in any subsequent proceeding. 

(I) All settlements of proposed expedited arbitration cases made prior to the hearing shall 
be without prejudice. 
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(J) The Union will forward a brief summary of its case identifying particulars and any 
reliance authorities to the Employer at least ten ( 1 0) days in advance of the scheduled 
date of the expedited arbitration. The Employer will respond in kind within 5 days of 
receipt of the Union's summary. 

(K) The parties shall equally share the costs of the fees and expenses of the arbitrator. 

(L) The expedited arbitrator shall have the same powers and authority as an arbitration 
board established under the provisions of Article 10. 

(M) The following expedited arbitrators are appointed under the collective agreement: Judi 
Korbin, John Hall, Joan Gordon, Chris Sullivan, Peter Cameron, and Tom Hodges. At 
the expiry of the collective agreement. tj1e parties agree to review this roster of 
arbitrators and may, by mutual agreement, add or remove names from the roster. 

All of which is agreed this Tuesday, August 14, 2012. 

Signed on behalf of the HEABC Signed on behalf of the Nurses 
Bargaining Association (NBA) 
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20 12 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-20 12Nurses Bargaining Association 
(NBA)Collective Agreement 

EMPLOYER PROPOSAL 

Amend the collective agreement, byaddingthe following Memorandum of Agreement: 

Appendix_: Alternative Dispute Resolution Process 

E&OE 

Subject to mutual agreement between the Employer and the Union under Article 10.01 -
Case Review Meeting, the following Alternative Dispute Resolution CADR) process may 
be used to resolve disputes. 

This process does not replace other options available under the collective agreement or 
other mechanisms to reach agreement to resolve. 

OVERVIEW 

The parties agree that the effective and timely administration of the collective agreement 
is an important component in maintaining a positive and collaborative working relationship 
as well as attaining procedural fairness. 

Further. to ensure an efficient and timely grievance process. the parties commit to share 
all relevant information early in the process in order to enhance their understanding of 
the issue(s) in dispute. 

A. OBJECTIVES 

• Decrease the length of time it takes to process a grievance from initiation to 
resolution. 

• Improve labour/management working relationships and effectiveness from 
the local level through to the senior level. 

• Avoid confrontational approaches to issues and prevent unnecessary 
escalation of disputes. 

B. APPLICATION OF THE PROCESS 

Memorandum of Agreement- Alternative Dispute Resolution Process 
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This process shall only apply to grievances submitted under article 9.01 of the Provincial 
Collective Agreement (PCA) and shall not apply to grievances submitted under Article 
9.07 (Industry Wide Application Dispute). 

Unless otherwise mutually agreed by HEABC and the Nurses Bargaining Association 
(NBA), this process shall not apply to the following grievances: 

1. Grievances where a party intends to raise a preliminary objection, 

2. Grievances requiring substantial interpretation of a provision of the collective 
agreement 

3. Grievances requiring presentation of extrinsic evidence. 

4. Grievances submitted under Article 9.03 (Single Employer Policy Dispute) 

MEDIATION PROCESS 

The parties will select a mutually agreeable individual to act as a mediator/arbitrator in 
this process. The designated mediator/arbitrator will meet to hear unresolved issues as 
required by the parties. 

The mediation process is a voluntary process. It continues to be voluntary throughout and 
may be terminated at any time by either party. 

In the event that the mediation is not successful. the dispute proceeds to the arbitration 
pbase of this process. 

ARBITRATION PROCESS 

The parties and the Arbit[ator shall agree upon the extent to which the evidence put 
forward during the mediation process should be considered evidence for purposes of the 
arbitration and such additional evidence (if any) is to be presented for purposes of 
arbitration. 

The arbitrator shall have, and is limited to. the same ppwers and authority as an arbitrator 
under the provisions of the current collective agreement between the parties. 

The Arbitrator shall within ten (1 0) days after the close of the hearing deliver his or her 
decision, subject to any reasonable delay due to unforeseen circumstances. The decision 
sha,ll be in writing and shall set forth the facts as found by the Arbitrator, apply the law 
and state the determination of the issues in dispute. 

All decisions are final and binding on the parties and shall have precedential value to all 
worksites of the Employer unless the parties mutually agree to narrow the application. 
The determination of the precedential value and application of the decision shall be 
determined by the parties at the Case Review Meeting under Article 10.01 prior to 
referring the matter to the ADR process. 
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Notwithstanding the above, all resolutions or decisions shall be without prejudice and 
precedent to the Industry. Decisions or resolutions shall not be referenced in any other 
grievance proceedings or grievance settlement discussions with other employers. The 
preamble of all decisions and settlements must clearly state in the preamble of the award 
that the resolution or decision is limited to the Employer that was a party to the dispute 
and cannot be referred to in any other grievance proceedings or grievance settlement 
discussions with another Employer. 

C. Duration 

This Memorandum of Agreement is in effect from the date of ratification of this Collective 
Agreement and will terminate after a period of two (2) years or until the expiry of this 
Collective Agreement, whichever is later, unless HEABC and the NBA mutually agree to 
its extension. 

All of which is agreed this 

Friday March 23, 2012. 

Signed on behalf of the HEABC: Signed on behalf of the Nurses 
Bargaining Association (NBA) 
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E&OE 

20 12 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

NBA PROPOSAL 

Article 14 (B) 

Amend the collective agreement by deleting Article 14 (B) and renumbering the remaining 
clauses. 

Rationale: This clause is discriminatory to the part time employees who work in the 
community based services versus in any other type of care delivery. 

All of which is agreed this Thursday, September 06, 2012. 

Signed on behalf of the HEABC 

Article 14 (B) - delete 

Signed on behalf of the Nurses 
Bargaining Association (NBA) 
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E&OE 

20 I 2 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-20 12 Nurses Bargaining Association (NBA) 
Collective Agreement 

NBA PROPOSAL 

Amend language to add new Provincially legislated Paid Holiday: 

39.0 I Paid Holiday Entitlement 

Each regular employee shall receive a day off, on or for the following paid holidays and any other general 
holiday proclaimed by the Federal or Provincial Government: 

New Year's Day British Columbia Day 

B.C. Family__D~ Labour Day 

Good Friday Thanksgiving Day 

Easter Monday Remembrance Day 

Victoria Day (Queen's Birthday) Christmas Day 

Canada Day Boxing Day 

All of which is agreed this Thursday, September 06, 20 12. 

Signed on behalf of the HEABC 

Article 39.0 I - Leave • Paid holidays 

Signed on behalf of the Nurses 
Bargaining Association (NBA) 
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E&OE I 

20 12 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

EMPLOYER PROPOSAL 

Amend the collective agr·eerncnt, by changing the following Article: 

Section B - LTD Plan - 17.0 - Housekeeping 

Section B- Long Term Disability (L TO) Plan (date of disability on or after April1, 2011) 

17.0 GRTW Wages and Benefits while In-in receipt of LTD Benefits 
17.1 These employees are considered disabled and under treatment. 

17.2 The employees will receive pay and appropriate premiums for all hours worked. The 
L TO Plan will pay for hours not worked at two-thirds (2/3) of basic monthly earnings 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 L TO premiLlms are waived. 

17.4 An employee who is engaged in a GRTW under an ARP will have all other benefits 
accrue on a proportionate basis. 

All of which is agreed this Thursday, August 16, 20 12. 

Signed on behalf of the HEABC 

Section B · LTD Plan · 17.0 · Housekeeping 

Signed on behalf of the Nurses 
Bargaining Association {NBA) 

Revised 8/15/20 12 I 0:54 AM 
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E&OE 

20 12 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-20 12 Nurses Bargaining Association Collective 
Agreement 

EMPLOYER PROPOSAL 

Amend the collective agreement, by changing the following Article: 

Article 17.0 I Postings and Article 17.02 Temporary Appointments 

17.0 I Postings 
(A) The Employer shall post notice of all nursing vacancies, describing the position, department, 

~QJ~~si~,g. the date of commencement, a summary of the job description and the required 
qualifications. 

(B) Notwithstanding Article 17.0 I (A) above, nursing vacancies in mental health services and in 
extended and intermediate care services will be dual posted for RN's and RPN's. 

(C) The Employer will post all Level I positions (with the exception of Public Health and 
Preventative Nurses) without the requirement for a BScN degree. 

Where the Employer determines that a Level 2 position requires a BScN degree, the position 
will be posted with a notification that states the Employer will equally consider an equivalent 
combination of education, training and experience. 

(D) The Employer agrees to post notices at least ten (I 0) calendar days in advance of selection. 

(E) The Employer may implement electronic job postings and electronic employee applications for 
job postings in place of or in conjunction with paper postings. 

When the Employer utilizes electronic job postings only: 

(a) A copy of each new electronic posting will be emailed to the steward coordinator or 
designate at the worksite. 

(b) Employers will ensure that employees will have reasonable access to electronic posting 
information. 

Article 17.02 w Temporary Appointments 

(A) The Employer may make a temporary appointment, without posting, to a vacant position 
provided such position is one in which the former incumbent has terminated employment with 
the Employer. The temporary appointment shall not exceed thirty (30) work days, unless the 
Union and the Employer mutually agree to extend this time limit. 

(B) The Employer may make a temporary appointment to a position in which the present incumbent 
has been granted leave of absence. Where such leave of absence is for a period in excess of six 
(6) calendar months, the Employer shall post a notice relative to the nursing vacancy. Such 
temporary employment shall not exceed twelve ( 12) months, unless the Union and the 
Employer mutually agree to extend this time limit. The Employer shall advise the Union of such 
long term appointments. 

Revised 9/3/2012 4:59PM 
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(C) A regular employee who is assigned to, or on her own volition, fills a temporary appointment 
shall return to her former position and pay rate without loss of seniority and accrued 
perquisites when the temporary appointment ends. 

(D) !.n.-tbQ event thilt!tn applicant for the_poste!Lposition is not available to stare the position within 
four (4) weeks of the commencement date of the temporarx.-pos~ing, the Employer shall not be 
required to consider such application. 

All of which is agreed this Monday, September 3, 20 12. 

Signed on behalf of the HEABC Signed on behalf of the Nurses 

_J:f!CB: __ _ 
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20 12 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0~20 12 Nurses Bargaining Association (NBA) 
Collective Agreement 

Amend the collective agreement, by changing the following Article: 

E&OE 

Article 17.05 Increasing or Decreasing Regular Part~Time Employee FTE Status 

Amend Article 17:05 as follows: 

17.05 Increasing or Decreasing Regular Part-Time Employee FTE Status 
(A) Where an increase or decrease in hours is required in a unit, ward, or program, the 

Employer will determine where these hours would be best utilized/reduced. Further, 
where the Employer's scheduling objectives are met, the Employer will offer a part-time 
employee, by seniority, the opportunity to have the hours in her existing schedule 
increased or decreased. Where the employee accepts the offer, there shall be no 
requirement for displacement notice or vacancy posting of that position. This provision 
shall not apply if it results in a change of employee status. 

(B) Where a change in scheduled hours,_results in an on-going change in an employee's 
FTE status of +/- Q,.Q3 0.08 or less, the Employer will not be required to issue 
displacement notice to the incumbent. Where displacement is triggered, the part time 
employee may waive displacement and select a line on the rotation. A change under 
this clause shall be limited to once a year except by mutual agreement. 

All of which is agreed this Sunday, September 23, 20 12. 

Signed on behalf of the HEABC Signed on behalf of the Nurses 
Bargaining Association (NBA) 
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20 12 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

EMPLOYER PROPOSAL 

Amend the collective agreement, by changing the following Article: 

Article 18.0 I - First Consideration 

E&OE 

The Employer agrees that when a vacancy occurs or a new position is created 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 and/or assessment. Where an employee within 
the bargaining unit is not appointed to fill the vacancy or new position, she shall be given, upon request, 
an explanation as to why her application was not accepted. The request for reasons must be made 
within fourteen ( 14) calendar days of becoming aware that the employee is not the successful candidate, 
pursuant to Article 17.06. The Employer shall provide such reasons within a further fourteen ( 14) 
calendar days. 

Where employees are applying for a vacancy at/on their home unit in the same job and the same 
classification as they presently occupy, and when all applicants are from that unit. they will be deemed 
qualified and competent and will not need to go through the interview process. 

All of which is agreed this Friday, September 07, 20 12. 

Signed on behalf of the HEABC 

Article 18.0 I • First Consideration 

Signed on behalf of the Nurses 
Bargaining Association (NBA) 

7 
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20 12 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

EMPLOYER PROPOSAL 

Amend the collective agreement, by changing the following Article: 

Article 18.02 Filling Vacancies 

18.02 Filling Vacancies 
In the filling of vacancies, new positions, transfers or promotions, appointments 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 3Q" days of the posted start date" 

All of which is agreed this Friday, August 3 I, 20 12. 

Signed on behalf of the HEABC 

Article 18.02 Filling Vacancies 

Signed on behalf of the Nurses 
Bargaining Association (NBA) 

lJO;k. 

Revised 8/31/2012 3:26 PM 
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20 12 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

Amend Article 25.08 as follows: 

25.08 Voluntary Shift Exchange 
When operational requirements permit, employees may exc~ange shifts among themselves 

provided that: 

(A) prior approval of such exchange is given by the employee's immediate supervisor; and 

(B) an employee moving to the exchanged shift is entitled to all benefits of this Collective 
Agreement which would normally be afforded to an employee working that shift. The 
Employer shall not incur any additional costs except for the nominal costs associated 
with processing a shift excha~ over and above those expenses which would have 
resulted had the exchange not taken place 

All of which is agreed this Thursday, August 30, 2012. 

Signed on behalf of the HEABC Signed on behalf of the Nurses 
Bargaining Association (NBA) 

.. . . . 1 2012-08-29 
. .. I I I 2< 08 vohmtilry shift exchnngc counter proposa 

PD/jj/cope 3 78 art c e ~. 
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20 12 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

Amend the collective agreement, by changing the following Article: 

32.0 I - Joint Occupational Health and Safety Committee 

32.01 Joint Occupational Health and Safety Committee 

E&OE 

The Employer and the Union recognize the role of the joint Occupational Health and Safety 
Committee in promoting a safe and healthful workplace. 

The parties agree that a Joint Occupational Health and Safety Committee shall be 
established for each Employer covered by this Collective Agreement. The Committee shall 
govern itself in accordance with the provisions of the Industrial Health and Safety Regulations 
made pursuant to the Workers' Compensation Act. The Committee shall be comprised of equal 
representation from the Employer and the Union. ee-as-9etween--t-Re-empl0yer--and-the-Unien1 

witA---equai-Fepr.esentatien,-anG-with each party appointing its own representatives. 
Representatives of the Union shall be chosen by the Union membership or appointed by the 
Union. 

All minutes of the meetings of the Joint Occupational Health & Safety Committee will be 
recorded in a mutually agreeable format and will be sent to the Union. 

The Union further agrees to actively pursue with the other Health Care Unions a Joint Union 
Committee for the purposes of this Article. 

The Employer agrees to provide or cause to be provided to Employer members of the Joint 
Occupational Health and Safety Committee adequate training and orientation to the duties and 
responsibilities of committee members to allow the incumbents to fulfil those duties competently. 

The Union agrees to provide or cause to be provided to Union members of the Joint 
Occupational Health and Safety Committee adequate training and orientation to the duties and 
responsibilities of committee members to allow the incumbents to fulfil those duties competently. 

Such training and orientation shall take place within six (6) months of taking office. 
Where the Joint Occupational Health and Safety Committee is conducting an accident 

investigation involving a NBA member. the NBA OH&S representative designated by the NBA 
shall be involved where it does not delay the investigation. 

All of which is agreed this Saturday, September 22, 2012. 

Signed on behalf of the H EABC Signed on behalf of the Nurses 
Bargaining Association (NBA) 

ff-), ;h__ 
\~·--·· 
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20 12 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

Amend the collective agreement, by changing the following Article: 

Section 2 -Article 57.02 (c) - Use of Personal Vehicle 

57.02 Use of Personal Vehicle on Employer's Business 

E&OE 

In addition to article 57.02 in Section 1 of the Provincial Collective Agreement, the following 
shall apply: 

(B) In Northern and isolated areas where employees are required to travel on the 
Employer's business, the Employer shall provide and maintain safety and survival 
equipment as agreed by the local Occupational Health and Safety Committee. 

(C) Employees who deliver community-based services and who are required to use their 
own vehicles in the ordinary course of performing their work duties shall receive a 
mileage allowance for all business related mileage as follows: (i) effective April 1, 2006, 
fifty cents ($0.50) per kilometer. In addition, regular employees who deliver community­
based services and who are required to use their own vehicles in the ordinary course of 
performing their work duties shall be paid an additional fifty dollars ($50.00) per month. 

(D) Business related mileage shall not include the normal distance an employee drives 
between her horne and her regular worksite, but shall include all other mileage included 
for business purposes. For clarity, if an employee proceeds directly to a business 
location other than her regular worksite, she may claim as business related mileage all 
kilometres travelled from that location. If the business location is further than her regular 
worksite, she will claim all kilometres travelled which exceed the distance between her 
home and her regular worksite. 

(gl___ The Parties agree to jointly develop guidelines regarding the safe transport of 
Qatients/clients the above will include guidelines related to risk and patient and nurse 
safety 

All of which is agreed this Monday, September 24, 2012. 

Signed on behalf of the HEABC 

Section 2 - Article 57.02 (c) • Usc of Personal Vehicle 

Signed on behalf of the Nurses 
Bargaining Association (NBA) 
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2012 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

Amend the collective agreement, by changing the following Appendix: 

Appendix AA- Memorandum of Understanding Job Sharing 

Article I • Preamble 

E&OE 

1.1 This Memorandum of Understanding establishes prov1s1on for two regular employees to 
voluntarily "job share" a single full-time position. Part-time positions may be shared where the 
Employer and Union agree in good faith. 

1.2 A "Job Sharing Arrangement" refers to a specific written agreement between the Union and the 
Employer. This agreement must be signed before a job sharing arrangement can be 
implemented. 

Article 2 - Participation 

2.1 The parties recognize that involvement in job sharing is voluntary for all parties. It is further 
agreed that there will be no pressure brought to bear on Employers or employees to participate 
in job sharing. nor will there be access to the grievance procedure should such job sharing not 
be established at the facility level. 

2.2 Employees may initiate a request for job sharing in writing (subject to Article 2.3 and 2.4). 
2.3 Upon approval of a request to job share a notice will be posted within the department to 

determine interest in job sharing a specific position. Those interested in job sharing will respond 1 

to the Employer in writing. Should the number of qualified employees responding exceed the 
number of positions available, then selection shall be on the basis of seniority. 

Job shares will be within the same department and classification except where the Employer and 
Union agree in good faith. 

2.4 A notice will also be posted to elicit interest in job sharing arrangements to accommodate 
employees facing displacement. Approval and selection are subject to 2.1, 2.2 and 2.3 above. 

2.5 For the first three (3) months of a job sharing arrangement, an employee will be deemed to be 
on a qualifying period pursuant to Article 18.03 of the Provincial Collective Agreement, except 
for employees who are participating in a lob Share on their home ward. unit. or program and 
have already completed their qualifying period. 

Article 3 - Maintenance of Full-Time Positions 

3.1 Shared positions shall, in all respects with the exception that they are held by two individuals, be 
treated as though they were single positions with regard to scheduling and job descriptions. 

3.2 Where a vacancy becomes available as a result of an employee participating in a job sharing 
arrangement, the vacated position shall be treated in accordance with the provisions of the 
Provincial Collective Agreement. 

Appendix AA- Memorandum of Understanding Job Sharing 
Page I of 2 



3.3 If one job sharing partner decides to discontinue participation in a job share, she must give thirty 
(30) days' notice and she will then post into another regular position, revert to casual, or resign. 
The remaining employee shall be given first opportunity to assume the position on a full-time 
basis. Should that employee decline the position on a full-time basis and wish to continue to job 
share the position, then every effort will be made. The period of 30 days, to find a job sharing 
partner satisfactory to all parties. The period of time to find a replacement will result in the 
remaining job sharing partner assuming the position full-time. If she does not wish a full-time 
position and no job sharing partner is found, then she would post into another regular position, 
revert to casual status, or resign. The former job sharing position would then be treated in 
accordance with the Provincial Collective Agreement. 

3.4 If the job sharing arrangement is discontinued by the Employer, the most senior employee will 
be given first option to assume the full-time position. The other (least senior) partner will be 
displaced pursuant to the provisions of the Provincial Collective Agreement. 

3.5 The Employer must give sixty (60) days' notice if they wish to end a job sharing arrangement. 

3.6 Either party may cancel this Memorandum on sixty (60) days' notice. 

Article 4 - Schedules and lob Descriptions 

4.1 A work schedule will be set out in advance showing the days and hours or shifts to be worked 
for each job sharing partner. 

4.2 Job descriptions for the job sharing partners will be identical. 

4.3 The Employer agrees not to increase workload levels expected of job sharers for the sole 
reason the position is shared. 

4.4 Once established, the position of hours shared may be altered by mutual agreement of the 
parties. 

Article 5 - Benefits 

5.1 As a general principle and unless otherwise revised in this Memorandum, the employees will 
neither gain nor lose any benefits presently contained in the Provincial Collec~ive Agreement. 

5.2 Each employee in a job sharing arrangement will be treated as a part-time employee for all 
benefit and pension purposes. 

5.3 Each employee in a job sharing arrangement must maintain unbroken eligibility for Employment 
Insurance and Canada Pension coverage. 

Article 6 - Relief 

6.1 Temporary relief for a job shared position will be determined pursuant to the Provincial 
Collective Agreement. However, job sharers will relieve for each other where there is no other 
source of relief available. 

All of which is agreed this Friday, September 07, 2012. 

Signed on behalf of the HEABC Signed on behalf of the Nurses 
Bargaining Association (NBA) 
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20 12 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

Amend the collective agreement, by changing the following Appendix: 

Appendix W - FTE Shop Steward Positions 

In the interest of developing quality labour-management relationships the parties have agreed to the 
continuation, increase or creation of elected full-time equivalent shop steward position(s) at the 
following locations: 

Vancouver General Hospital 2.0 
UBC Hospital .0 
Lions Gate Hospital .0 
Richmond Hospital .0 
Children and Women's .0 
St. Paul's .0 
Mt. St. Joseph's .0 
Royal Columbian Hospital .0 
Surrey Memorial .0 
Royal Jubilee .0 
Victoria General Hospital .0 
Nanaimo Regional Hospital .0 
Kelowna General Hospital .0 
Royal Inland Hospit<1l .0 
Prince George Regional Hospital .0 

Total 16.0 

ThS!_parties created.sixteen ( 16) FTE ShoP- SteW;lrd.positions during the 2006- 20 I 0 round of collec:1ive 
Q!!.t:g!!ining. In addition to the original R,Qlill:imts.J.Jhq_pJ!rties agree effective 8pdLL.lO 12 to create an 
aclditl9Jl!ll~igllL(fl) H~positions a.t the followffiglq~;ltions_; 

SllCCS!)I_ I .0 
Burnaby 1.0 
Abbotsford 1.0 
LaD.gley (with Communityt 1.0 
Eagle Ridge (with Cor:oJJllmlt)'L ____ j.,Q 
~hiiJLYfack JYtith. Cor!lQlllDlty)_ __ _LQ 

Vernon---··---·-·· 
Sow:bl~land (LTC & Comrnlmity) 1.0 

Total 8.0 

Ihe pm1i~.s. agr(;!c dlil.Leffe<:tive April I, fQ111 an amount equal tQ two (2).FTE will be allocated, on a 
proportional bil.sis to Health Authorities..._.for the P!lt:P9Ji.QS of vacatiOJl!:.G.U..cLih..c_ pjjrties also agr..c~..JI:mt 

Appendix W • FTE Shop Steward Positions Revised 5/3 1/2012 6:5 2 PM 
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thc;u;:ost of the additional eighL(8) FTE P-OSitions and the cost of an amount e~ual to two (2) FTEs for 
the R!!IP-Oses of vacation relief will be drawn from the 20 I 0- 2012 Total Compensation Residual 
monies. 

The parties agree that the sixt~en-twenty_:JP_U!: (161_1) 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 stx-Eeetrtwen~x- four (+624) FTE allocation. 

These positions are intended to: 

• - -imtwove"comrBunieat:ions"between- the-parties and-Employer'S; 

• fosteF-·f?IQJnote understanding between tho par~ies- Union atLd..Ji1!?_ EmRJQy_QLJ:hC9J!g!:Lin1P-I'OV~ 
mrnmunications (Lnd relationshir-s: 

• r-rovide leadership and mentorshiR to designated stewards: 

• coordinate and assign duties and responsibilities of stewards as well as r-erform such duties 
wl1en_geomed approP-riate !lDQJ:L~<:Q~~ill:~Y.J:he full time steward; 

• WQJJL<::.QU!l~oratively__tcu:e~Qt'!e reduce workplace differences short of &!:teYi1.ncc an~Larbitration; 

• rt:il~1LYY9rksite issues iillJLr:D_onitor .trends. 

• · !?.e.::!t'tiliillb~i=leR-Aeeded-to·a55ist;-~Q!l::_'t:!'§Fi<pli!€e-issues. 

These r-ositions are intended to beJull_timenndJ:.o oCJ_erate on a regular scheill!!e fr:om Mondax.J;Q 
frid il>'L.!!n les.li_ the P-<1fties ;u:_~LRilr!i~~tl.1r: LQCJltt9rUlJIJJ;!,mlly __ d_eci de oth ervy_Lse. Agrgel}lCJltQD a I tel'na tive 
a!J:aDgQDJQ!1~1>-will not be unn~agliJ!IfJ]y withl)gt~;L 

In the event thilt either the Health Authority or the NBA have concerns regarding the effectiveness 
of the working relationship in-M a particular location.--semng, the Vice President of Human Resources 
and the senior Nurses Bargaining Association (NBA) representative will meet to discuss the most 
appropriate means of addressing the issues. 

IhP~PffectJYeJLe_i~_gf the labour/ma1J!lZ.e11lPIJtl.:.ol<ltiPmbip~ +hese-pesit~enswill be evaluated on a 
yearly basis by a representative of the Union and the Employer through the examination of factors such 
!J1l·inEiuding the disposition of a-deer'ease-in-the-numbel'-ef grievances Alee, <~Aa improved resolution of 
workplace differences short of grievance or arbitration, as well as initiatives that have imr-roved 

~9LDJnunication~. 

Tb c. pa r:tieS~i!gr:e{LliL?J!P-P-QfJ;.joi n t educil_!jQIL9llJ:Q(2[<;:~. which P-romote th q_d~t'LGJ<JPHJJ!llL9LqHf1li!>' 
!iiR.QYr/n1a!1!lgement relationshiQs. In situations where facilitators/educatQLS.!lr.9 __ lJ~()Q, __ ~.l!flu:;.Q~Lyvill b_Q 
shared e~uallx by the Employers and the UnlQD_, 

All of which is agreed this Thursday, May 31, 20 12. 

Signed on behalf of the HEABC: Signed on behalf of the Nurses 
Bargaining Association (NBA) 
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2012 Collective Bargaining in the Health-Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

Amend the collective agreement, by adding the following Memorandum of Agreement: 

OccuRational Health, Safetx and Violence Prevention Committee 

Whereas 11£Lfl1hil!J~cclJ:?lgbi1Lty MilnagemetJrl.lrogram (~I;QJ\Ilf) .. Y"as incorpprated into thc""~gJJ,g.£.tivg 
il&.@cJ11Q!Jt for thf._j2L!rpose of facjJl~1ting an emplq_yee cemercd._proactive,_ilRRJ.:Qpriate and customized 
di~n._bility manjjgillllCO.t.program for employees with occupalli:>.J.Iill and non-oc~J1pational illness/injury: and 

YYJ1ct:c~"2S% olthe cost saving~Jcom the EJ2.!::1!' .. ilre~ allocated tp prevention initiatives ("Cost Savingi}; 

);ffq_qiye April I, 2012, a joint pmvincial Ocqmational Healt;h._Sillety _and Violcmce Prevention 
Committee will be created ()nd one million, two hundred and ninety thousand ($1 ,290,00_0j_per fiscal 
year will be allocated to the 0,lJJdp_ational Health, Safety and VL9Ience Prevention Committee from the 
]:nh;Jnccd Disability_ManagementPmgcnm - Cost S_avings. 

Ih.9J?.il.Lti~LilgLQc tQ_Q~t(lblish_asub-commLt!&<.:U;f:u;IJ~s;uss_all~Lnml~e r~ommet1clru:lons co tbc_parties Q11 
;LgQvernance ~mtc:_t:_ure forJ;lli~.£gm_mittee,___Ih()_s_ubcpmnll.t.t;gJ.tWilLprovide their recom!HQDQ!!tions tQ 
th_q_panics on or befpre March 30, 20 12. 

All of which is agreed this Friday, March 09, 20 12. 

Signed on behalf of the HEABC: 

MOU • OHSY Committee 

Signed on behalf of the Nurses 
Bargaining Association (NBA) 
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2012 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

Amend the collective agreement, by adding the following Memorandum of Agreement: 

Enhanced Disability Management Pcqgram -Administration 

Whereas,. an Enhanced Disability Management Pro_gram ("EDMP") was incorporated into the collective 
agre~D19!ll for the p.J!LQose of facilitating an e111plqyee ~~.mered, proactive, appropriate and customized 
gL~_ahiJitY-JJJ<!Dngement;_program for employees wid_tocqJRJltignal and non-occupational illness/inll!ryLiLQg 

Wl19rQi15_JllLEDMP i!Lgovg.rJLEL<Lb-t a Provingill_S_tgcriog<:pmn1it~9ti'.P~~-] madQ.J!R-Of equal 
nmrcs_Qo_tatiY9,5 of the HEABC and thg_NBA: an<.i 

yYh..Qn'L<l~_a 25% of the cost savings from the EDMP are allocated to improve disability managemen~ 
('Cqg,_SavingL)~ 

.Effgi=Ji'Lcj~lRiiLL 20 12, five huodr~d thousand ($500,000)p9t: fig:<J1~ar will be allocate£! from the 
Enhan~9!:LDisability Management Program - Cost Savingu_Q__j?BY for administration of the EDMP on a 
provincial basis,and to pay for one Provincial EDMP coordinator for: the employers appointed by 
l:IEABC/HQnJdtAuthorities and one Provincial EDMP,_~gprdinator apf2ointed by the NBA. 

nu:~;>~_<::OQ!:c:iimttQIS,Y{jll report to t11!i£S_C __ ;~nd will WOt~!ts;gJ~l9..9J:nti'LQ1x to administer the progrill!tinJ1 
rnanrlQL£PD~L~~-nt with the,ggals and principle~~QL!;bQ...EJ:::>,t1E.Jn.ill!ding coordinating the woc!L_qj 
L9Pf9~PllilltlYJJ~'i.of each party and ens1,1ri11g implementation of_pxovl[lcial standards. 

The coor:dinators will be responsible, under the dire£Jion of the PSC. for the overall administration of 
~he EQMP, including disbursing the funds remainiogkom the $500,000 allocation. Priorities for these 
[unQ$_W11LlDcludq_jginurainiog for all stak(.dlQisliJ!'S and,.J:lJ~LQ,sJ:ablishrnent and maintenanc~f a websltg 
aJHl o~hQL~Q!JJffil,mication tools. 

IbQ,J><lni~s agree to establish a sub-committee tQ discuss ang make recommendations to the parties..Qll 
a_governance structure for this committee. The subcommittee will provide their recommendations to 
the P-.!.lLtjgs on or before March 30, 20 12. 

All of which is agreed this Friday, March 09, 2012. 

Signed on behalf of the HEABC: 

Enhanced Disability Management Program -Administration 

Signed on behalf of the Nurses 
Bargaining Association (NBA) 

Revised 3/9/2012 4:06 PM 
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20 12 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0"20 12 Nurses Bargaining Association (NBA) 
Collective Agreement 

Amend the collective agreement, by adding the following Appendix: 

An Enhanced Disability Management PrQgr.anl{EDMPLwas incoq~orated into the collective agreement 
[.or thQ..purpose of facilitating an employee cente.L<;!Q,~pJo-ac:tive, appropriate and customized disability 
management ll[Q&G1Ill19J· emplQYilm> wkl!. occuP-ational and non·O~\lpational illness/injur~ 

Ih_e_P-arties agree to the_~reation_gL§)gygnJLIJ_unlgn~1~bility mnnngg_men_ugp_rg_sentatives to surmort 
the coordinationJlflJL PJ"9_f!l9JtQ!LQLUJQ_pi.QgQJDUhcs_<:)_JJ:lPIQ~QDJatives will work in collaboration with 
the EmpJQygr:~~-Qisabil!!:y_t!!!fl_i\&Qfllent Pr9l£l.~-~QJlil.lH9~Promote and coordif1!lte best practices with 
respect to disability management, and will adhere to the roles jtnd responsibilities of the union 
reQI§lsent.!ltive as idemifiec! in the EDMP Pplic:Le§_and Procedures dqcum~ni, __ Representatives will work 
@der the dire~tion _of _c;l_g~jgn!!~QQ_fiC_~I,L§taff, 

3 VCH/Providence 

2 IH8 

NHA 

Illiw2arti!il~i!gr:gJLtlh11..1lle..@_sL9Lt;h!L<::!JeY.Q.D __ (Ll}__!!nion disabifuymnlli!gement rgpresentatives will be 
fundeJLfltJLQLthYLApp_g_mljx ?? - Enhanc;:ef:!PJ~<\l)Hlty_ManagQmmJJEmgrrurl..=-..Cost Saving~_, 

All of which is agreed this Thursday, March 08, 2012. 

Signed on behalf of the HEABC: Signed on behalf of the Nurses 
Bargaining Association (NBA) 
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2012 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0~20 12 Nurses Bargaining Association (NBA) 
Collective Agreement 

Amend the collective agreement, by adding the following Memorandum of Agreement: 

Enhanced Disability Management Program - Cost Savin~ 

Wherea~ill1_Inh!loced_Qi§.!1bili.tyJ'1!lnagemem!'r9grm!l (''EDMP.,}_was incoq~orated intQ_J!lQJ:;QJlectjv~ 
;Jgrecment fQL.tlliLgurP-92g_9f f<tcilitating an emgloyee centered, (2LQ!!~ll'!!t...!1gg[QgOi!l93nd customized 
disability management R[Qg[!!LD for employees with occupational and non-occupational illness/injury: and 

Whereas_ the parties agreed .in Sf!cljgn 3 Qf Attachment "C" to the 20 I 0-2012 NBA Extension 
8greement ~Q_;dgrm!Jl!LfQC<!LLocation of the sa_yjQgs_('bost Savings") from improved disability 
managQm_e_l}t as_ follows: 

f.mm JbQ date ofJrrwlem_ent!lti.9n (Do _later thiln J"l;_lrc;b_lj_JQJQ) _to March 31, 20 12,_ •mY <;:ost savings frgm 
improved disability rnanagement~JlLb_e_aiLocil_te_d aS. follows; 

~rnltlirmJm c:>LtwgrLW.::flve P-"lrceiJtMRrevention initi<JtiYQ:i 
~ minimmn otJ.YLQnty-five 12§LceiJt to b.eJnvestELcli!Lll11PI'ovcc:l dLsablliJy managcmcm 
~.!h~LCllJatnci~;Jr:JQL&CJJCr".!1.LinY.PSt!lJcmjnJtealth se;:yicc~. 

The p~t:tie~ wiiUle't'Q!QIL\t mgt hod of accowu!ng f<?Lsavings__QJ: C:Q.st?ilsS.Qciatc;!J:Lw!rn 
inJproYed~_ctL~i!bilt~YJJ1anagernem; ____ ;mg 

Therefore th~parties agree that: 

In recQgoJ_t:LQ!t of the terntiD.lL~LolLof the ongoin,g~C9st Savings oblj,gat_ion the ggrtiEl~.!!gree commencjng 
8gdU.2Qlf,_t:Q_;l_llocate .!!IJ__l!l11illJ.BLQf two__t]Jillion,JJln.f:! hundred and twelve thousancL(R.212,000) 
!lnnuall)0m .. Jbf! following_puCRQ_§es: 

Approximately SO percent of t;_bis amount will b~ __ allocated for the gurposes set out in the following 
append ice~ 

ARR!'!DJHx ?? - Enha!lQ":fLQi?<!bilit)'_ Man!l&CJ.riWnt Progr(!rn -·Regional RepresQntation 
8rp~ndix ?? - E11lh1nmc:l Dis(lbility_MarmgelllQriL!;)rograrn- ProvinciaiSteering_C_o_rnmittee 

And the remaining amount will be allocated for the nurposes set out in the following appendix: 

8Rpendix ?? - OccuRational Health, Safety and Violence Prevention Committee. 

All of which is agreed this Friday, March 09, 2012. 

Signed on behalf of the HEABC: Signed on behalf of the Nurses 
Bargaining Association (NBA) 

Enhanced Disability Management Program • Cost SavingsPagc I of I 



20 12 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-20 12Nurses Bargaining Association 
(NBA)Collective Agreement 

Amend the collective agreement, bychangingthe followingAppendix: 

E&OE 

Appendix A: Section 8 " Long Term Disability (LTD) Plan - Waiting Period 

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. 

1.2 In the event an employee, while enrolled in this Plan, becomes totally disabled on or 
after April 1, 2011 and before April 1, 2012 as a result of an accident or sickness, then, 
after the employee has been totally disabled for five (5) months, the employee shall be 
eligible for long term disability benefits. 

In the event an employee, while enrolled in this Plan, becomes totally disabled on or 
after April 1, 2012 a§_a result of an accident or sickness, then, after the employee has 
been totally disabled for four (4) monUJE., the employee shall be eligible for long term 
disability benefits. 

All of which is agreed this Friday, March 09, 2012. 

Signed on behalf of the HEABC: Signed on behalf of the Nurses 
Bargaining Association (NBA) 

Appendix A: Section B • Long Term Disability (LTD) Plan · Waiting Period 
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20 12 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

EMPLOYER PROPOSAL 

Amend the collective agreement, by changing the following Appendix: 

L TO Waiting Period 

Effective April 1, 20'12 one million three hundred and thirty one thousand ($1 ,331 ,000) per fiscal 
year is allocated from the ongoing 2010-2012 Total Compensation Residual monies to reduce 
the LTD waiting period from five (5) months to four (4). 

Qollective agreement will be amended to incorporate this change. 

Signed on behalf of the HEABC: 

LTD Waiting Period 

Signed on behalf of the Nurses 
Bargaining Association (NBA) 

r 

··1~~~it 1\)\~P 0 

) 

Revised 3/9/20 I 2 8: I 0 AM 
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20 12 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-20 12Nurses Bargaining Association 
(NBA)Collective Agreement 

Amend the collective agreement, by adding the following Memorandum of Understanding: 

t:'IOU - Premium Maintenance While Awaiting LTD 

E&OE 

Employees who have applied for L TO or whose L TO agplication is under agpeal are 
eligible for financial assistance in relation to Medical, Extended Health, Dental, Group 
Life and AD& D. and L TO premiums provided the employee has: 

o exhausted their sick leave credits, 
o used up all vacation entitlements 1 

o exhausted all other paid leave and banks that they are entitled tol and 
o used up their 20 days unpaid leave grace period 

Provided the employee has fulfilled the above requirements the NBA (BCNU) will 
reimburse the employee for the cost of the benefits premiums for the remaining eligibility 
waiting period for L TO or the appeal period not to exceed 12 months. 

All of which is agreed this Monday, September 24, 2012. 

Signed on behalf of the HEABC: 

MOU - Premium Maintenance While Awaiting L TO 

Signed on behalf of the Nurses 
Bargaining Association (NBA) 

Page I of I 



E&OE 

2012 Collective Bargaining in the Health Sector 

Renewal of the 2010-2012 Nurses Bargaining Association Collective 
Agreement 

Long Term Disability (L TO) Plan - Premium Maintenance 

Effective April 1, 2012, four hundred thousand dollars ($400,000) per fiscal year is 
allocated from the ongoing 2010-2012 Total Compensation Residual monies a fund to 
cover the costs of LTD Plan - Premium Maintenance. 

The NBA will administer the Premium Maintenance Fund and will provide an annual 
reporting of the expenditure of the funds to HEABC verifying that the sum was 
disbursed in the manner and for the purposes described above. This will include a 
summary statement of the transactions and balances for the year, as well as a copy of 
the NBA's audited financial statements. 

The annual report will be provided within 60 days following the fiscal year end. 

The NBA may redirect all or a portion of the $400,000 residual monies allocation by 
mutual agreement with HEABC and such agreement will not be unreasonably withheld. 

Signed on behalf of the HEABC: Signed on behalf of the Nurses Bargaining 
Association {NBA 
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E.&. O.E. 

20 12 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

Amend the collective agreement, by adding the following Memorandum of Agreement: 

Memorandum of Agreement- Training/Education Partnership Fund 

Effective April 1, 20'12, one million, two hundred thousand dollars ($1,200,000) per fiscal year 
will be allocated to the Training/Education Partnership Fund ("Fund") from the ongginft1_010-
2012 Total Compensation Residual monies. 

The parties agree that the Retraining/Education Fund Committee that was established in 2010 
will be renamed the Training/Education Fund Committee ("Committee") and will continue to 
jointlY admini§ter the Fund and maintain mutually agreeable terms of reference, policies and 
criteria for eligiblli, including an agreed upon process for approval. 

Training/Education proposals may be initiated by the Health Authorities or by individual nurses. 

The Fund will be used as follows: 

• as a priorit,'L to minimize job .loss or disruption caused by displacements 

• to support training, retraining, skills upgrading, and determining educational needs of 
nurses who are transitioning into new roles or positions, and in particular, difficult to fill 
positions including those in specialty areas 

• for any 9ther training, retraining, or educational needs or opportunities as mutually 
agreed to by the parties 

Proposals will be reviewed by the Committee, and approved proposals may be funded up to 50 
percent from the Fund (subject to maximums and to the requirement for matching contributions 
f.CQillJ~1JJLLQYm:)_, 

Memorandum of Agreement · Training/Education Partnership Fund 
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The Committee will endeavour to use the whole of the Fund within each fiscal year. By mutual 
agreement, any remaining funds may be redirected and such mutual agreement will not be 
unreasonably withheld. 

All of which is agreed this Monday, February 27, 2012. 

Signed on behalf of the HEABC: Signed on behalf of the Nurses 
Bargaining Association (NBA) 
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20 12 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0-2012 Nurses Bargaining Association (NBA) 
Collective Agreement 

Amend the collective agreement, by adding the following Memorandum of Understanding: 

Memorandum of Understanding~ Prevention and Assistance Fund 

~(f~fJiv:~AJ;?riLL fQJ}, Ot}g million dollars _($l,QQQ,OOOLpcr fiscal_y~iJL'!':!'iJJ_Q~--!1llQ_gted to_Jllgj>LJ'.'l.\'911~iQ11 
illJILAssis_tance fy_ruJJrgrruh!2..9JJgoing 201Q.:]O !l._T mal Comp_Qnsation Res].flY.nlmonics. 

l:he Prevention and_t\~h.tiLnce Fund will be used tQ.11ssist employees where the assistance can be shown 
,!:Q_J2reventJh.c.uillJplo;'.Q..!'! from being off worls_ or result in the emplo)'_Qe being able to return to worl~ 
fu1[1ier. 

Illr:tNBA_!YllLi.lclrnioi~tt::Uhr:Lf>fJ'.'lVentjQrllliLQJ:-.5~Jstance Fund and will_provide an annual rep_Q.O:JogQf.~[l.Q 
GZP.ill1diture QLt!.te f~mcjs to_ HEABC verifying that the_ sum was disbursedJruhg_rnanner and for thQ 
r-uq~oses described .nh..ovc;, This will inclll.QQ_a .. sumrnary statement of the transactions and Q.alan<:;..es for 
.t.he year. as well.as <Lf..<2RY of the NBA's audited..flna..rlcl.!ll statements, 

The NBA may...f.9dir9~Lall9r_JLI2orti_o1L9LJb.Q..li.O million r.~siciW!Lmonies allocation by __ O:HI~lli11 
agr.Q.ill.lli!llt.'!Ylllii:!~ABC.!:lnd such agreement will nm.Pe unreasonably withbillc:L 

All of which is agreed this 

Monday February 27, 2012. 

Signed on behalf of the HEABC: Signed on behalf of the Nurses 
Bargaining Association (NBA) 

Mcmor~ndum of Under~t.1ndlng- Prevention and Assist~ nee Fund 
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20 12 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0~20 12 Nurses Collective Agreement 

Amend the collective agreement, by adding the following Appendix: 

New Nw:~_e Assistance Fund 

Whereas, the parties have an common interest in ensuring individuals who are educated to 
be nurses are able to successfully practice in British Columbia; and 

Whereas the parties are committed to working in a proactive way to assist nurses to 
establish themselves successfully in tt1eir work environments. 

'Therefore, the parties agree as follows: 

Effective April 1, 2012, five hundred thousand ($500,000) per year will be paid to the NBA 
from the ongoing 2010 - 2012 Total Compensation Residual monies to be used to provide 
programs and support. at both the pre-and post-licensing stage, that can be shown to assist 
nurses in becoming qualified to practice in British Columbia 

The fund is intended to assist any nurse, including internationally educated nurses, who 
requires assistance in preparing for or completing their regulatory requirements and 
providing support for these nurses to be successful in the workplace. 

The NBA will administer the New Nurse Assistance Fund and will provide an annual 
reQorting of the exgenditure of the funds to HEABC verifying that the sum was disbursed in 
the manner and for the pumoses described above. This will include a summary statement 
of the transactions and balances for the year. as well as a copy of the NBA's audited 
financial statements. 

All of which is agreed this Saturday, March I 0, 2012, 

Signed on behalf of the HEABC: 

New Nurse Assiswncc Fund 

Signed on behalf of the Nurses 
Bargaining Association (NBA): 

Revised 3/10/20 12 4:08 PM 
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2012 Collective Bargaining in the Health Sector 

Renewal of the 20 I 0~20 12 Nurses Bargaining Association 
(NBA)Collective Agreement 

Amend the collective agreement, by adding the following Memorandum of Understanding: 

Delete Appendix I and replace with the following: 

MOU - ResRonsive Shift Schedules (RSS)/Rotations 

E&OE I 

Members of HEABC and the Nurses Bargaining Association (NBAl recqgoize the 
importance and need to create shift schedules that are respoosive to nurses' needs 
and also meet the o~rational requirements of a wide variety of work settings. 

The parties agree to establish two BCNU RSS positions and two Employer RSS positions. 
The RSS positions wilt expand and build upon the successful aspects of the previous RS~ 
init@tive iden!ified in}~ppengtx I of tQ~ 201 0·2012 NBA Collective Agreement. The RS~ 
positiqns will work with managers and employees t.Q_p[Qvide education 1 support and 
tools to offer a range of resQQ.nsive shift scheduling options that meet operational 
requirements. 

These responsive scheduling options may include: 
• collaborative shared master rotations;. 
• individual line rotation~ 
• self-scheduling; 
• responsive shift schedules with back-up master rotations. 

In addition, the parties agree to develop a new provincial searchable database (the 
Master Rotation Database) which willact as a prpvincial repository for approved 
ma~ter work schedules/rotations. 

The primary functions of the RSS positions are as follows: 

• To de_velop and deliver education of the philosophy and benefits of a responsive 
shift scheduling approach, and skills and tool~_for staff engagement; 

• Jo assist employers and employees in accessing1 designing or implementi~J.R_ill]Y. 
of the re~spons\Y~ scheduling options mentioned above~~ 

• To provide employers and employees with information and guidelines for self­
scheduling; 

• To e11ter approved existing ang new rotations into the Master Rotation 
Database; and 

" Act as a resource for the utilization of the Master Rotation Database. 
MOU . Responsive Shift Schedules (RSS)/Rotations Revised 8114/20 12 9:04 AM 
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The funding for the development of the Master Rotation Database, the initial start-up 
costs associated with this Database, and salary and benefit costs of the BCNU and 
Employer RSS positions will be allocated out of the remaining $827,000 funding from 
the Ministry qf_Health (the "Funds"). The Master Rotation Database, and the 4 RSS 
positions, will_continue until the Funds are exhausted. 

Within thirty (30) days of ratification of a new Collective Agreement, the parties agree 
to meet to discuss: 

the specific individual duties and responsibilities of the RSS positio!lii 
the creation and the hosting of the Master Rotation Database; 
timelines for development and implementation of the Master Rotation 
Database; 
the utilization of the Master Rotation Database; 

- th~_p_[ocess to administer, enter and retrieve_J)laster WQ[k schedules/rotatio~ 
and 
ggvern~ance and evaluation mechanisms. 

This Memorandum of Agreement is in effect from the date of ratification of the 
Collective Agreement until the expiry of the Collective Agreement1 unless the parties 
mutually agree to its extension. 

The indiyjduals_ filling the twoBCNU_BSS positigns will receive compensation and 
benefits accorgiillL!o theiLexis_ting classification under the NBA Collective Agreement 
and be compeosated for Jmiums that would have attached to their regular work 
schedule. 

All of which is agreed .this Tuesday, August 14, 2012. 

Signed on behalf of the HEABC Signed on behalf of the Nurses 

Bargaining Altio:NBA) 
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