
INTERIM AGREEMENT 

8ETW£EN: 
CUPE Local 1816 

(the "Unlon"l 

ANO: 
Pacific Blue Cross 

(the •Employet''I 

WHEREAS the Employer responded to the COVID-19 pandemic leadlng up to March 16, 2020 where the 
Employer formally advised Employees to work, record time and absence, and remain at heme to ensure 
the heahh and safety of all Employees; 

AND WHEREAS the Employer and the Union ag~d on a temporary basis to allow Employees to work, 
record time, and remain at home despite Article 1S.OS In the Collective Agreement statins, "It is 
understood and agreed by all parties concerned that no work shall be taken home by an Employee; 
therefore, It also applies that no Employee shall record time for any work taken home"; 

AND WHERW the partl~ recognize that we are oow transitioning from the pandemic period, where 
there were restrictions on building capacity, into a more permanent flexible work model, where 
requitements to be eligible to work remotely will be put in place. 

ANI> WHEREAS the parties recognize an Interim agreement Is required to resolve Article 15.0S until the 
end of the current collective qreement. 

NOW THEREFORE, In consideration of the terms and conditions outlined herein, the receipt and 
sufficiency of which Is acknowledged, the Parties agree as follows: 

1. Position/Role Ellglblllty 
There wlll be two war115¥es n fallowi: 

a) In Office (10)- roles that are required to work in the office due to manual processes, or 
equipment In the office that must be used, or supporting staff that are In the office. 
Roles that are required to be 10 are the following: 
• Office Services (ex. openln,g and saning mail, scanning. mail deliveries and pick up, 

outgoing mall and print shop). 
• Oeric:al staff in various departments, where paper-based processes stlll require flllng, 

photocopyins, etc. 
• Help Desk agents, who are required to support onsite staff with respect to technology 
• Finance staff, who are required to support onslte processes 
• DA Townley staff, who are required to supportonsite processes 
• Other roles as determined by each department when there Is a requirement In 

consultation with the Union. 
b} Flexible Hybrid (FH)- toles that are able to be performed remotely but will require the 

Employee to be In the office at some frequency. The phased in approad'I will occur in 2022 
subject to BC Provincial Health Orders (PHO}. The Employer will share with the Union the 



timing of the phases and the departments in each phase, prtor to that being shared with the 
Employees. 

2. £mployff Ellglblllty 
For the FH work model. there will be eligiblllty requirements to continue to work remotelv. An 
Employee Is ellglb!e for an FH arrangement provided the Employee meets the followlng minimum 
criteria. If an Employee Is not able to meet the criteria, thev will need to switch to the 10 model: 

o} TttdlnlaJI Rtqulttm,mts: 
• A reliable, stable and secure Internet ser11ice provider, and service that provides a hiflh­

speed Internet connection (with a minimum of lOOMbps for a dedicated line and a 
minimum of 300 Mbps for a shared fine) with a reliable customer service support 
departll'l(!nt. If wlfl Is not stable, then a plug·ln Internet connection mav be required. 

• A~s to a stable phone connection A computer running supported versions of Apple Mac 
Operating Syrtem (OS), Windows OS, or Chrome OS 

• VPN access with multi-factor authentication on ;m Employee'ssmartpho~ or tablet running 
supported versions of IOS or Android OS. If an Employee is not able to support multi-factor 
authentication wtille worl<lng remotely, they will need to switch to an 10 model where there 
wlll be multi-factor au1hentication options avallable that don't require the use of a personal 
device. 

II) Hom11 Wot#cstclt#on Requirements: 
The designated FH work area should: 
• Meet WorkSafeBC's Guidelines on how to set up your workspace: 

https://www.worksafebc.c:omlen/resourc,es/healtb1iafetvlinformation·sheets/settlng-uD­
home·workspace?lang=en. 

• Have adequate noise control to ensure dear telephone and video conference calls to 
colleagues and members, 

• Have adequate privacy control lncludlng, where appropriate. locking doors and windows to 
ensure that family or household members do not have access to ' 
confidential P8C materials, or ovemear private conversations, 

• Be free from distractions and Interruptions that might affect workplace performance, 
• 8e free from hazards, 
• Not be in areas where people gather (e.g. Coffee shops}. 

t:J Ensurfng Emplot« Suu:rSI: 
If an Employee working under a FH arrangement is unable to meet the requirements of their 
job, the Manager and employee will work together to remove the barriers for success in 
act0rdance with LOU #S of the current CUPE 1816 Collective Asreement. 

d) Geograpllk ioaltlon RtqulmMnts: 
The Employee must live within ec within a daltv commute to the office in order to be 10 on their 
defined schedule. If an Employee Is required to mme to the office for Clmes outside of their 
deflned schedule, It will be at the Employee's expense and on the Employee's own time. The 
Employer will provide 24 hours' notice for a full Ul'ISCheduled day for working In the office. 



• If an Employee Is required to come to the offia! for times outside of their defined schedule 
and 24 hours notice has not been provided, It will be at the Employer's expense and on 
company time. 

3. Pl;anned Out~SH 
The Employee must provide evidence of the planned outage (ex. email from BC Hydro, email from 
lmernet provider, etc.) and advise their Manager as soon as they know detalls, such as date, time, 
duratlon. 
An Employee may: 

• WFO for that day. If an employee is required to WFO, that wlll be counted towards the required 
number of days 10 according to the employee's schedule. Such Employees must follow all 
building protocols as stated In the WFO/WFH Policy. 

• Go to an alternative WFH location, to be approved by their Manager and HR. The Manager 
and/or HR may request photos of the other location to confirm that It Is safe and secure. 

• Arrange shift to work ;iround the outage, If possible. If work will be performed outside of the 6 
am to 6 pm core hours, then such arrangement must be agreed upon between the Employer 
and the Union. 

• Access banks or payloss to take the day off. Management will make an exception to the 
minimum coverage requirements. 

4. Unplanned Outqes on fH Days 
The Employee should follow the below protocol for unplanned outages (I.e., power, Internet, 
evacuation, equipment failure, et<:.). 
• The Employee will immediately advise their Manager of the outage and estimated time, if 

known, by providing proof from the provider, 
• The Employee will continue to monitor the estimated outage time, so they can get back to work 

as qulcklV as possible once the outage has been resolved, 
• If possible, the Employee will take a break during this time so that when the outage Is resolved 

they can get back to work, 
• If the power Is out when it is time to dock out, the Employee will note the time and contact 

their timekeeper to clock them out. 
• Where an outage eJCtends beyond same day, the process identified under 3. Planned Outages 

above will be followed. 

S. F;imlly flesponslblllty Lene (FRL) ·Child Olre/hmlly C..re 
FH while working at home, Is not a substitute for childcare or care for other famfly members. No 
family care should be performed durlng work hours. When these situations arise, the Employee 
should use an FRL if allowed under the FRL provision. Any need for aMe care for a temporary 
perlod must be discussed with the Employee's Manager. If an Employee Is faci"8 challenges with 
managlng family responslbllttles and maintaining FH arrangement, then they should speak with their 
Manager about potential solutions. 

6. Hours of Wotk 
Oause 15.02 Standard Flewlble Hours will be waived for all non-scheduled positions at PBC to enable 
staff to worlc from 6:DOam·1:30pm. This change only applies for non-scheduled roles. Should you 
wish to take advantage of this earlier start time, please email your request to your manager who will 



review with HR. Staff are expected to make an effort to adjust their schedule to a4;e0mmodate 
meetln1• or required training. 

7. Pl'lvai:y ind S.cutlly 
Employees on an FH arran1ement must ensure the same level of security for all PSC netwolt and 
data access and comply with all PBC policies as It relates to privacy, security and confldentiality. 

8. Ergonomics 
HR wlll coordinate and conduct an ergonomic evaluatlon through an assessment and pictures on 
each Employee's FH workspace to ensure that it meets ergonomic requirements. An 
Employer/designate visit to the Employee's FH work site may be required If the details provided are 
not sufficient to ensure worker safety. In order to work FH, an Emp!oyu must meet the minimum 
ergonomic requirements Indicated under the Part 2. - Employee El/g{blllly, Home Workspace 
Requ/re~nt:J above. When an employee begins their FH schedule, they must return all PBC 
furniture Including chairs, ergonomic keyboard$, ergonomic mouse, and footstXJols to the office. If 
the emplayee requires this equlpmem at home to support an ergonomic home workstation, they 
will need to purchase those Items. It is both the responsibility of the Employee and the Employer to 
ensure a safe work environment. 

If an Employee faces challenses ln meeting the minimum ergonomic requirements and requests 
assistance, HR wlll coordinate and conduct an ergonomic evaluation through an assessment and 
pictures on each Employee's FH space to ensure that It meets ergonomic requirements. If an 
Employee Is unable to comply, then the Employee will be required to switch to an 10 arrangement. 

!I. TaxBeneftts 
Workln1 from home arrangements may have tax benefits for the Employee. Further inform•tlon ls 
available on the canadlan Revenue Agency web$ite . http,s;//www.canada.ca/en/revenye­
agency.html. If an Employee requires a T2200 for ttie previous tax year, then they can request that 
from HR when preparing their tax return. 

10. PBC Technolou Equipment for Slaff 
In the FH ;a1Tangement, PBC wUI provide technology e.quipment to all employees for WFH and 10 
use. fH employees that h~ been provided with PBC equipment for use at home will keep the 
equipment they have. FH employees currentlv using their own equipment at home wltl be provided 
with PBC equipment In the comins months. If an active Employee needs to drop off or pick up 
equipment this will be done on the Employers time. 
Below Is a schedule of what equipment the Employee Is responsible for when FH or 10. 

Equipment Flex1blo Hybrid In Office 

De$1c Employee PBC 
Chair Employee PBC 
(Staff are eligible lo purchase PBC 
office equipment through PBC's office 
equipment provider) 
Internet Emi:>I""""' PBC 
Office Sunolles Employee PBC 



Compirter P8C PBC 

Monitor PBC PBC 
Software P8C PBC 
rr Accessories (ex. Standard mouse, PBC PBC 
keyboard, cable cords) 
IT Accessones Non-Standard {ex. Employee Employee 
MAC/Apple products, special (PBC will provide If required {PBC wlll provide If required 
keyboard, enzonomic mouse) for medical acoommodatlonl for medical accommodation) 
Headsets llf role reQulres a headset) PBC PBC 
Web Camera {Optional) Employee Employee 

{Tip: Use cellphone to join (10 meetings will be held in 
Zoom meetings) meeting rooms with 

technology, when available.) 

11. The current Collective Agreement eMplres on July 31, 2022. This agreement Is without prejudice and 
wlll expire when a new Collective Agreement has been ratified. 

Signed February 9, 2022 

For the Employer: For the Union: 

Sarah Browne Beth Miller 

Rob Chiarello Roger Pearce 
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