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01 General wage increase
General wage increase of 12 per cent over 
four years.

02 Expanded         
portability rights
Expanded portability rights across all CBA 
employers province-wide.

03 Additional          
monetary gains
Employer-paid FoodSafe refresher courses 
and criminal record checks.

04 Improvements to  
Benefit Trust
Secured long-term viability of the Joint 
Community Benefit Trust, now in a position 
to move closer to equity with the Facilities 
agreement.

05 Increased shift premiums
Increased weekend and afternoon shift 
premiums.

06 Expansion of EDMP
Expansion of the Enhanced Disability 
Management Program.

Collective agreement
HIGHLIGHTS

07 OHS improvements
Meaningful improvements to occupational 
health and safety language.

08 Significant gains on 
wage parity
Significant gains on wage parity with the  
Facilities Bargaining Association.

09 New paid leave
New paid leave for citizenship ceremonies 
and rural/remote travel for medical 
appointments.

10 Added supports for 
Indigenous workers
Added supports for Indigenous workers 
through expanded cultural leaves, new 
child care leave, and new and enhanced 
recruitment, retention and advancement.

11 Expanded rights
Expanded rights to overtime by seniority.

Backgrounder
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On February 22, the multi-union 
Community Bargaining Association 
(CBA) and the Health Employers 
Association (HEABC) reached a four-
year agreement covering more than 
26,000 community health workers 
across B.C., including about 2,300 
HEU members.

The deal includes annual wage increases of three per cent in each year 
for a total of 12 per cent over the four-year term, improved weekend and 
afternoon premium pay, stronger occupational health and safety language, 
additional funds for the Community Health Benefits Joint Trust, a fairer 
overtime system and more predictable scheduling. 

The agreement also sets workers on a clear path toward parity with workers covered by the Facilities 
Bargaining Association (FBA). In the first year of the four-year deal, pay parity is achieved through a 
combination of a three per cent general wage increase, targeted low-wage redress, flex allocations and 
improved shift premiums. 

Hospital Employees’ Union (HEU) secretary-business manager Lynn Bueckert says this tentative agreement 
marks a significant milestone in the multi-year effort to close the gap between the CBA and FBA. 

“Reaching pay parity in year one is a major breakthrough,” says Bueckert. “There is still more to do, but for 
too long, workers in community health have been paid less for doing the same work. Closing that gap is 
about fairness for workers and about strengthening the community-based care people across B.C. rely on 
every day.” 

The tentative agreement includes a commitment from HEABC to invest in a community health worker 
risk-assessment pilot project. This initiative will launch a standardized system for measuring risks in 

community health work settings, giving workers the evidence and platform they need to advocate for their 
health and safety. 

This comprehensive report outlines the full details of the agreement, including monetary improvements, 
enhanced workplace protections and new provisions that strengthen fairness and equity across the sector. 

The CBA Bargaining
Committee
Nicole Russell

Lisa Bouma

Donna Zmaeff

Brenda Brown (staff)

Tasha Whenham (staff)
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Wage increases
Members will see a three per cent general wage increase in each year of the agreement retroactive to April 
1, 2025, for a total of 12 per cent over the four-year term. In addition, with the allocation of new low-wage 
redress monies most members will see additional permanent and ongoing wage increases in addition to the 
general wage increase.  

Other monetary wins
•	 Employer-paid criminal record checks and fingerprinting (ending the practice of it only being paid for 

when outside of legislative requirements). 

•	 Special leave for citizenship ceremonies for workers embarking on Canadian citizenship. 

•	 Special leave for rural/remote travel for medical appointments for members who must travel great 
distances to get the medical care they need, especially as it relates to specialists and specialist 
procedures. 

•	 Coverage for FoodSafe refresher courses both in terms of fees and leave time. 

•	 Language that insulates all CBA wage rates from the minimum wage, ensuring that no wage rate can be 
less than the minimum wage plus 1.9 per cent.  

Shift premium increases
•	 Weekend: effective the first pay period after April 1, 2028, the weekend premium shall increase by $0.50 

to $1.00. 

•	 Afternoon: effective the first pay period after April 1, 2026, the afternoon shift premium shall increase 
by $0.20 to $0.45. Effective the first pay period after April 1, 2028, the afternoon shift premium will be 
increased from $0.45 to $0.75 per hour. 

•	 Plus, opportunities to increase premium rates through low-wage redress during the term of the 
agreement.   

Health, welfare, and occupational health and safety
•	 Expansion of the Enhanced Disability Management Program that expands the number of CBA 

advocates that assist workers through the disability management process to 13 advocates. 

•	 Meaningful changes to our occupational health and safety (OHS) language across multiple fronts, 
including the establishment of a $750,000 community health worker (CHW) risk assessment pilot 
project that will have CHWs reviewing the process and recommending meaningful changes to the 
home support risk assessment process. 

•	 Outside of the bargaining process, the CBA secured long-term changes to the Joint Community Benefit 
Trust (JCBT) that puts it in a position to make meaningful benefit improvements over the next year, 
moving the CBA closer to benefit equity with the FBA.  

Non-monetary wins
•	 Expanded rights to overtime by seniority. 

•	 Lowered the advance notice of overtime to 24 hours and the minimum number of hours in the 
opportunity to two hours. 

•	 Temporary positions must be posted when they exceed four months instead of six months. 

•	 Establishment of the rolling eight principle, which is applied in the FBA for scheduling and 
determining overtime. This will apply to both Article 14 and 15 and provide clarity on scheduling 
patterns, scheduled days of rest and overtime triggers. 

•	 Improved timelines and procedures for bullying and harassment complaints. 

•	 Language across the agreement recognizing the rights and culture of Indigenous workers. 

•	 Pilot project to establish alternate days off for the observance of other holidays or cultural events. 

•	 The strengthening of troubleshooter language and mandatory Step 3 meetings to reduce the amount of 
time members have to wait to see a resolution to their grievance, especially when those grievances are 
related to timely or minor issues. 

•	 The restriction of “previous-experience” language to health care related experience. 

CBA-wide portability
•	 CBA employees will now be able to port their seniority, wage rate, length of service for vacation, special 

leave bank and sick leave bank across the entire province, if they achieve regular status within 18 
months of gaining employment with another CBA employer. 

•	 This portability is not restricted to health authority employees, and our members can now seek 
employment with any health authority or affiliate regardless of whether they currently work for a health 
authority or affiliate.  
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Certainty and greater equity                                         
for community health workers
•	 Expanded the minimum percentage of fixed shifts by health authority to 80 per cent. This will mean 

that Vancouver Coastal Health will need to make a minimum of 80 per cent of their regular lines fixed 
shifts by April 1, 2027. 

•	 The opportunity for casual and regular (non-R40) workers to apply for temporary fixed shift postings. 

•	 Regular 40-hour CHWs will now earn paid time off for paid holidays instead of money in lieu. 

•	 Clarity and equity with other CBA and FBA workers by establishing the rolling eight principle for 
scheduling and overtime. 

•	 A CHW risk assessment pilot project that is designed to create a standardized system for measuring 
risks in the workplace, providing workers with the quantifiable evidence and platform you need to 
advocate for your health and safety. 

Appendix:  
Terms of Settlement
• Items underlined in Articles are changes to the collective agreement.

• Struck-through items in Articles are deletions from the collective agreement.
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