
S 
isters and Brothers, 

 

At the last Labour Management 

Meeting the Company informed the 

Union that random drug testing will 

be implemented at some point in 

2012.  It is being launched at Cardinal 

River Operations to start.  In the 

Valley, policies and implementation 

are still being reviewed.  When 

everything is ready the Company 

plans to meet with the USW to discuss 

the policy and rollout.  

 

As you are aware, Local 9346 is totally 

against random drug testing.  We feel 

it is against the Human Rights Laws 

and also the Canadian Charter of 

Rights. 

 

We have been in contact with our 

lawyers seeking advice.  Once we see 

the policy it will have to be arbitrated.  

We do however, agree that no one 

should go to work under the influence 

of drugs or alcohol.  

 

I would like to remind our Members 

who go on short term disability to get 

their physicians to put as much 

information on the form as possible.  

Some of our Members get denied 

benefits because of insufficient 

information.  Make sure a copy of the 

physicians clinical chart notes and 

brief narrative outlining current 

symptoms and current treatments and 

filled out.  

Work place bullying threatens health 

and safety.   

 

What is workplace bullying?  

 

Bullying is an act of repeated aggressive 

behavior intended to intentionally hurt 

another person, physically or mentally.   It 

usually involves a pattern of behavior that is 

intended to intimidate, offend, degrade, 

humiliate, or exploit a known vulnerability.  

 

What can you do if you think you are being 

bullied? 

 

If you feel that you are being bullied, 

discriminated against, victimized, or 

subjected to any form of harassment: 

Keep a factual journal or diary of daily 

events in as much detail as possible 

Keep copies of any letters or emails that 

you receive from the person who is 

harassing you 

Report the harassment to one of the 

Union reps or stop in and see me at the 

Union hall.  

 

It has been a rough year for all of us, 

especially with the 67 day strike.  I would 

like to thank all the Shop Stewards, Safety 

Reps, and the whole Membership for all the 

support you have given this Local.   

 

On behalf of the Executive I would like to 

wish everyone a safe and festive season. 

 

In Solidarity,  

Christopher Nand - President 
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Our last newsletter featured an article from the Fording River Local 7884 
and it dealt with the treatment of employees. Having worked for Fording 
Coal on two separate occasions in the past I was not surprised.  I 
started here in the fall of 2000, prior to the merger and was quite sur-
prised with the mannerism of management and supervision in general. 
Matter of fact the first time I stayed over to work on the shovel crew a 
supervisor from running repairs offered me a ride down the hill and pro-
ceeded to thank me for my efforts and said we really appreciate that 
here. That was probably the first time I had been thanked in over twenty 
years of working. The same supervisor is still here today still treating 
people respectable and the rest could learn a lot from him. When the 
merger happened in 2004 I wondered what affect the Fording manage-
ment style was going to have on our management philosophy here. 
Over the last ten years we have gotten away from that somewhat, some 
of the change was imported from the merger but a lot has come within 
the ranks. I truly believe this company has promoted some individuals 
who lacked the people skills to begin with and it is costing them dearly in 
moral and turnover of employees.  Hopefully management is not in a 
time warp and can see that the demand for experienced people is hurt-
ing this company and affecting our workforce, just a slight is all they 
need to send them away. In maintenance I have a good rapport with 
most supervisors and other than some past issues our members are 
treated fairly well. Some may disagree with that statement but thatôs the 
way I see it. Our issues now mainly stem around company policy, inci-
dent investigations, contracting out work, and enforcement of safety 
rules. We have had a few occasions where we felt our members were 
not treated fairly and we are dealing with those through the grievance 
procedure. On occasion I work in and around the plant area and the 
feedback I get is things are much the same.  I know the operations end 
is a different beast and some supervision needs to be trained on the 
treatment of employees. Just a little reminder to our members in most 
cases the supervisor is like yourself trying to get through their shift 
smoothly doing their best to manage the crew, they may not be aware of 
each individuals concern.  If you have issues that are mounting donôt 
wait until the frustration level gets the best of you. Arrange to have a 
discussion with your supervisor or the appropriate person that can help 
you. ñListen to counsel and grow in wisdom. A wise person is always 
willing to listen to the advice of others. Be willing to listen even when you 
donôt like what you hear and save yourself some trouble. Fools are 
headstrong and do what they like; wise people take advice.ò After doing 
this you may be surprised that they felt all was good and you werenôt on 
their radar screen. Remember they are handling a lot of people and 
once you are on your machine they will not see you and may not even 
talk to you during the course of the shift. If you feel you are getting some 
unwarranted attention from your supervisor then there is a few things 
you can do, give an honest effort, donôt spread your bad attitude by dis-
rupting the crew and work safely. You will be surprised how well things 
will go. If you have issues that are beyond your supervisor, the company 
and the union offer various channels for you to talk to the appropriate 
people. The EFAP program for example is strictly confidential and has 
been used by some of your co-workers. Because of their commitment to 
tackle the problem we have seen some good results. If the issues are 
related to the mine site there are several avenues to express your opin-
ion in a respectable manner and complaining is not going to get it done. 
If you have issues with a co-worker discuss them in a respectable man-

ner if this is not feasible then talk to a shop steward, safety rep or your 
supervisor they can point you in the right direction. Most new hires are 
well aware of this as it part of their orientation since 2008. 
 The issue of drug testing has always been a bone of contention for this 
local. We donôt disagree with drug testing just the reasoning or justifica-
tion for requiring a test. The end result of the program should be to help 
the person involved as we all know that drug and alcohol abuse have far 
reaching effects that go beyond the workplace. I personally find  the 
process very insulting to a competent worker who has proven himself 
with this company. In the end what they are saying is you have zero 
credibility how do they know. The testing process is supposed to be 
private and confidential but there is more curiosity in and around the first 
aid station then a delivery room. This company and industry in general 
have established some broad perimeters on the right to drug test and 
random testing is just around the corner. This has already been estab-
lished in other industries and if you are a contractor working for some of 
the big energy companies you are tested prior to going on their site. On 
this issue you can turn out the lights the party is over. If you still donôt get 
it I will quote our HR department ñYour employment will be terminated 
immediatelyò. 
On another front safety has become big business corporately and espe-
cially here at Elkview. If I understand the structure correctly we now 
have eight people in the loss control department and thatôs not counting 
our loss prevention officers and security people. I guess the former man-
ager was right when he proclaimed that for every dollar you invest in 
safety you get six dollars back, at this rate we will no longer have to 
mine coal. I am a little curious as to why the company would promote 
another individual from the safety committee. To date that is the fifth that 
I am aware of in the last six years. If they are doing such a fantastic job 
representing the workers and getting feedback from our members 
wouldnôt it make sense to keep them right where they are effective.  
Hmm!!!  I guess the company is recruiting the same type of people the 
union is looking for. Lets hope these individuals pay as close attention to 
your concerns and safety issues as they had in the past. Obviously I 
cannot print what I really think about this issue as it does not meet the 
requirements of this newsletter. 
At our most recent regular meeting on November 15 we had a number 
of issues raised by our members some of the topics were very sensitive 
in nature and for the most part I was impressed with our members con-
duct. It was a good meeting and probably long over due. I felt we re-
ceived a lot of positive input and I thank those people for expressing 
their concerns. ñHOWEVERò unfortunately we now live in a society 
where you donôt have to stand up for anything, the world is full of critics 
some are able to make a living at it; others do it for entertainment value. 
You never have to do anything for the members or put yourself front and 
center on the firing line. You can apply for a staff position and still criti-
cize the local for not doing enough to protect your rights. I have wasted 
far too much ink on some of these individuals over the years and I hope 
you are wise enough to see through them. 
Remember in life there are givers and there are takers, both knowing no 
boundary to their cause or lack of it. 
 
                                                         In Solidarity 
                                                         Peter Rosner 

Treatment of Employees  



 

Dear Sisters and Brothers, 

 

I was very happy to see a good turnout at the November 15, 2011 meeting.  The letter that Alex Hanson wrote and published seemed 

to be the ñhot topicò in the later part of the meeting. Alex called me some time before he published this letter and asked me what was 

going on.  I answered all the questions to the best of my ability, and Alex hung up.  I would like to go over the letter Alex wrote, 

point by point. 

 

1. Why is the union doing nothing as the company looks for ñvolunteers: from the truck driver pool to operate scrapers for truck 

rate instead of dozer/grader rate ï side stepping wages and seniority in one foul swoop? 

 

I told Alex that the volunteering for the rubber tired dozer had been discussed with the Company.  The Company would 

ask for volunteers and the senior volunteer would be used.  The R.T.D. carries no rate of its own.  Even when you bid 

on a dozer/grader posting, your pay rate is the rate of pay for your last job (e.g. truck driver ï job class 6 - $32.20).  I 

drove truck many years ago and would have been glad to get a break on a R.T.D.   As far as the scraper goes, the Com-

pany did not discuss this in any way, shape, or form.  The CBA is very specific as to who runs a scraper. (Senior dozer/

grader operators)  We are against using voluntary truck drivers for use as scraper operators.   After this was brought to 

our attention, we have discussed this with Company at Labour Management and we are waiting for a reply. 

 

2. What about the massive influx of contractors on site doing the jobs we once used to?  Why are contractors now doing reclama-

tion, hauling coal, and hauling rejects ï once considered ñgravyò jobs for our members? Are we going to finally protest when a 

contractor shovel show up; the only thing left to come? Will the union just roll over then? 

 

We have talked about contractors and contract language at just about every meeting we have had.  Our contracting out 

language is week.  Contracting out is expensive and is done usually as a necessary evil.  Most of the contracting out 

started in maintenance, and has moved into the operations sector.  The move to operations looks large because of the 

machinery needed to do the job.  No one likes seeing contractors doing work on our mine site, but we donôt have the 

language to control it. 

At the last General Meeting there was some discussion as to what would happen if we went on strike next contract 

time.  The general comment was that contractors could come in and do our jobs if they were working on our job site at 

the time of the strike, and leave us in the cold.  This is not true.  Labour Law as it stands today in BC would not allow 

this to happen.  We will be getting an independent study done by our Labour Lawyers, as to what our rights are and will 

present this to the Membership when completed. 

 

3. Why are some contractors working up to 14 twelve hour shifts in a row? Isnôt that insanely dangerous? 

 

In Labour/Management Meetings, the USW have brought forward the fact that some contractors on site are working 

longer shifts than allowed by the Mines Act and by Company Policy.  The Company can monitor the onsite hours, with 

the swipe card system and keep control if they want to.  What makes the shifts worked so hard to keep track of is that 

the same contractors, that work 12 ï 12 hour shifts here, may be working the same shift at the River or Line Creek and 

then at Greenhills.  No one wants to work with someone that might not have their minds on the job.  If you have infor-

mation about contractors working these types of shifts contact us. We will talk to the Company and verify the informa-

tion so that the information presented to the Company is factual not hearsay.  The Mines Department gives mines vari-

ances for different shifts all the time.  Better audits by the Company can control some of the problems with people 

working longer hours than they should, or working more shifts than their own policy allows.  I know of a case where 

our own people were taken to task because of too many shifts worked. We will be requesting more accountability from 

the Company on hours worked. 

 

4. Why are contractors not held to the same safety standards we are?  Why do they not have to complete Courageous Safety Lead-

ership Training or even follow the companyôs own policies regarding safety devices on some of their equipment? 

 

As a Union we have talked to the Company on several occasions about contractorsô safety.  Contractors, according to 

the Company, are treated the same as us.  They have to follow the same SP&Ps as we do, the same safety procedures, 

Vice-Presidentôs Update 



and fill out the same sets of job and fire safety sheets as we do.  Some of the SP&Ps are not being followed but have 

been brought forward to the Company and were rectified.  Examples are as follows: improper lock out, not being tied 

off above  3 meters, poor housekeeping, not following fire procedures, not wearing the proper P.P.E, and not parking in 

the proper place.  If you see contractors doing something wrong, correct them report them to your supervisor, talk to a 

safety rep, and call us at the Hall with time, dates, and what the infraction was.  We will bring it forward to the Com-

pany.  If we donôt know what was going on, we canôt fix it. 

 

5. Better yet, why is the safety portion of our company bonus structure tied to contractors who do not have the same safety stan-

dards that we do? 

 

Our bonuses are completely driven by the Company.  The Company makes the rules.  What we get, how we get it, 

when we get it, and if we get it, is there prerogative. 

 

6. Why is our union newsletter being used to congratulate former union executives who have seen the writing on the wall and de-

cided to jump ship to the company?  Why isnôt our publication being used to its fullest potential by educating our members 

about the real issues at hand? 

 

My personal belief is that it is common courtesy to thank people for work done, past and present and to congratulate the 

person for being promoted or moving on to something that is better for  them.  At our November Executive Meeting, I 

was voted down, and so from now on, nobody will be thanked for doing a job for the Union if they are promoted to 

staff. 

Real issues are written in the Union paper every month.  Some of those issues may not be your issues, but they are real 

issues.  Feel free to submit your issues and they will be considered for Union monthly paper. Come in and let us know 

what your problems are, donôt let them fester.  We canôt read your mind.  Let us know 

 

 

7. Why is the union executive going to quietly ñappointò their own committee to try one of our members for harassment instead of 

having the membership elect a jury of our peers to conduct the trial? 

 

8. Do you think that it is fair for the potential punishment for the accused to be ineligible to run for office in the next election if the 

harassment charge has come from one of the current executive members? 

 

9. Where is the documentation for the above charges so the accused can prepare a proper defense? 

 

10. Are anti-harassment policies infringing on freedom of speech laws?  Are legitimate anti-harassment policies being used to si-

lence and eliminate political opposition? 

 

At the time of the November 15th meeting, no charge had been laid against anyone.  A letter had been written and was 

under investigation by District 3 President Steve Hunt.  The District then turned over the investigation to our National 

Director, Ken Neumann.  Ken Neumann decided to use a mediation process to try and solve the problem.  Mediation 

took place in late November.  We think that by using a jury of our peers, it would have been impossible to find some-

one or some group that could have been impartial at the time. 

All of us are Union Members, Executive, Rank, and File. We all live under the same constitution and have the same 

rights.  The constitution dictates time of election and the rules we have to live by.  If someone breaks these rules they 

are subject to the punishments that are in place under the constitution. 

Anti-harassment and Freedom of Speech work hand in hand.  Both have rules and regulations.  In our case, the Govern-

ment of Canada, BC Human Rights Board, and the USW Constitution.  As for using the laws to manipulate the out-

come of an election, no.  The complainant made it very clear, if the respondent couldnôt run in the election, than the 

complainant wouldnôt run either. 

 

            In Solidarity, 

            Dave Sheets 

          Vice President 

Vice Presidentôs Update Continued 



 

Respec t 
 

Treating people with respect is key to conflict transformation. When they are denied respect, people tend to react negatively, creating 

conflicts or escalating existing ones.  

--------------------------------------------------------------------------------  

By Sana Farid  July 2005  

Published on Beyond Intractability (http://www.beyondintractability.org) 

 

 

"When men and women are able to respect and accept their differences then love has a chance to blossom." -- John Gray  
 

In a class on negotiations and the impact of power, two students in a mock group negotiation exercise willingly walked out of a prof-

itable deal just so that a stronger member of the group could be taught a lesson and be left with nothing. When asked in the debrief-

ing session as to the reason, the response that came was that the man in power was asserting his authority over the less powerful 

groups and constantly showed an arrogant attitude. The lack of respect given was enough for them to accept losses, provided that the 

student with power lost face in front of others. 

 

Another group in the same class walked in with extremely different results. The outcome was more equally distributed. In this case, 

the person in power was asked for the reason. His reasoning was: óI know I have power; but I don't need to show it. I have to build 

relationships with these other players, so it is important I treat them with respect. For it is these small relationships that will help me 

in the future.' 

 

What is Respect? 

 

Sarah Cobb describes the importance of framing values clearly in one's narratives.  

 

Every human being and nation, irrespective of their power or strength, has the right to be respected. "Respect is an unassuming re-

sounding force, the stuff that equity and justice are made of."[1] It means being treated with consideration and esteem and to be will-

ing to treat people similarly.. It means to have a regard for other peoples' feelings,[2] listening to people and hearing them, i.e. giving 

them one's full attention. Even more importantly, respect means treating one with dignity. Respect is the opposite of humiliation and 

contempt. So where the latter can be a cause of conflict, the former and its opposite can help transform it. As William Ury writes in 

his book The Third Side: "Human beings have a host of emotional needs- for love and recognition, for belonging and identity, for 

purpose and meaning to lives. If all these needs had to be subsumed in one word, it might be respect"[3]. 

 

Importance of Respect in Peacebuilding and Conflict Transformation 

 

Respect is the first positive step in building a relationship and relationships are central to conflict transformation.[4] One does not 

have to like a person or understand his viewpoint to accord him respect. Respect comes with the belief that a person or culture can 

have beliefs contradictory to ours and we should still honor them, as basic respect is a fundamental right of all human beings. In ad-

dition, goals and concessions become easier to attain when the element of respect is present As Bill Richardson, the US permanent 

representative to the UN put it. "You have to be a human being. You cannot be arrogant..... If you treat each individual with respect, 

each nation with dignity, you can get a lot further than trying to muscle them"[5] 

 

A case example is that of John Kamm, the founder of Dui Hua Foundation. Kamm has been successful in persuading the Chinese 

government to release political prisoners, when many others have failed. He has found that approaching the Chinese "with dignity 

and respect facilitated their response to his inquiries and uncovered a wealth of information regarding the status and well being of 

thousands of political prisoners.[6]" 

 

Peacebuilding and conflict transformation strongly emphasize the human relationship aspect. Therefore, for peacebuilding to suc-

ceed, the element of respect is essential. 

 

 



Respect plays an important role in a number of ways. 

 

1.Respect allows one to build trust with "the other." 

2.Respect allows one to build and rebuild relationships. 

3.It provides one with "an entry," into the other side 

4.Those who are respected within the community are most likely to be able to bring or encourage peace. 

5.In addition, according respect can make the key difference in the direction of the conflict[7]. 

6.Its presence can lead to a positive change, whilst its absence may lead to even more destruction. 

The presence of respect can therefore create opportunities. It is then up to the peace builder to act upon them.  

  

 

Thus, for a peacebuilder, it is important to look at respect from different angles. First is the importance of treating parties to a con-

flict with civility and honor. Once people are accorded respect, they are more willing to make compromises which are long term and 

sustainable, rather than those that are made under duress. Second, peacebuilders and "outsider neutral" mediators need to look for 

links within the conflicted society and community that have the respect of the people, such as professors, elders, religious leaders 

etc.Through these people, the mediators and peacebuilders can build networks and contacts. And through their help, peacebuilders 

and mediators can begin to build rapport with the conflicting parties. 

 

What Happens in the Absence of Respect? 

 

Contempt and humiliation are the absence of respect, as are a sense of being unheard or not understood. The absence of respect or a 

perceived lack of respect often leads to conflict at an individual, family and societal level. Since the first key step to building strong 

relationships is respect, the absence of respect or the breakdown of respect are also key factors in the breakdown of relationships and 

in the occurrence of conflict. Relationships and contacts that are built without the presence of respect are seldom long term or sus-

tainable. 

 

Creating Respect 

Respect is created in many ways. 

 

1.It is created when people treat others as they want to be treated. This brings us to the famous quotation from the Bible. "Do unto 

others as you would others do unto you". This also brings the element of circularity to it. That is, things are connected and in rela-

tionship. So the growth of something, such as respect, often nourishes itself from its own process and dynamics[8]. Be the first to 

accord respect, and with time, it will develop amongst all the conflicting parties. 

2.Avoid insulting people or their culture; instead try to understand them. Many disastrous interactions are characterized by attitudes 

such as arrogance, disdain, fear of difference, etc.[9] To avoid this, it helps to contact people who are familiar with the unfamiliar 

culture and can give the peacebuilder guidelines of how to best adapt to the culture. 

3.Be courteous. Listen to what others have to say[10]. Treat people fairly. All the basic elements "that we learned in Kindergarten" 

will go a long way to creating an atmosphere of trust and respect.[11] 

4.Apart from the above, when already involved in a conflict, óseparating the people from the problem[12]' also allows one to treat the 

other side with honor. Recognizing that the issue is the problem at hand and not the people can also help create respect. 

Conclusion 

 

William Ury tells how he managed to build trust with the leaders in Venezuela and through shuttle diplomacy and focusing on their 

interests got them working together to prevent violence.  

 

Thus the presence of respect can help transform conflicts, by providing opportunities that did not exist before. At the same time, the 

absence of respect can lead to conflict. What makes men like Bill Richardson and John Kamm succeed in negotiations and dialogue 

where many other fail, especially in their dealings with cultures other than our own? What makes them different from others? Both 

cite respect to be their main secret. Recognize respect to be a basic human right, treat individuals and states with dignity, and you 

will receive a more sustainable response. The relationships so established will be based on mutual trust and respect, and hence is 

likely to last. In contrast, if you browbeat your enemies (or both sides if you are the mediator) then even though the goal may be at-

tained, the relationship will be resentful, and backlash, more than stable peace is the more likely outcome. 

 

----------------------------------------------------------------------------------------------------------------------------- ------------------------------- 

 This piece was written while the author was completing a Master of Arts degree in Peace Studies at the Joan B. Kroc Institute for 

International Peace Studies at the University of Notre Dame.  

----------------------------------------------------------------------------------------------------------------------------- ------------------------------- 

 

To see all credits: 

Source URL: http://www.beyondintractability.org/bi-essay/respect  



ñYou Have to Lead the Change 

You Want to Seeò 
 
On our November JOHSC tour, Pat Good and I 
focused our tour on ensuring that the pit opera-
tions weekly audits were being done effectively 
as well as some issues that had been brought up 
at  various Safety Meetings.  We found that 
most of the weekly audits were very effective 
and the safety issues were being resolved in a 
timely manner, however; there are some areas 
of operations that are being overlooked.  Such 
as the breaker and several housekeeping issues.  
We also toured the SMS site and talked with 
some of the SMS employees about some of the 
complaints concerning the new 930ôs haul 
trucks. 
 
If anyone has any concerns or knows of any 
other areas that need to be looked at more 
closely during weekly audits or JOHSC tours, 
please let myself or your crew Safety Reps 
know.   
 
In the New Year I will try to focus more on 
keeping the Membership informed of issues in 
all areas of the Mine Site as well as a brief re-
view of tours and meetings.   
 
I am also including a sheet in this newsletter for 
you to put your questions, comments, or con-
cerns about Health & Safety down on paper so 
that our Safety Reps and JOHSC Members will 
be able to have new direction and be able to set 
some goals for 2012 to improve our Health & 
Safety at Elkview.  These concern sheets are for 
everyone to use, hourly employees, staff, con-
tractors, etc. and you do not need to put your 
name on the sheets.  
 
I value your opinions and suggestions and en-
courage everyone to fill out a form and place it 
in the Union box (near the bulletin board out-
side the deployment area) 
 
On November 22 and 23 we had a Safety Rep 
School at our Union hall.  Our new Safety Reps 

are:  Mike Kiedyk (A/B), Karianne Lynch (B), 
Brenda Walsh (B), Joel Savage (B), Ryan De-
laire (D), Stefan Fischer (D), and Garry Meeu-
wsen (D). 
 
Please show them consideration and respect 
while they are learning and getting more in-
volved in your Health & Safety.   
 
Congratulations to all of you and welcome 
aboard the Health & Safety Team.  I am looking 
forward to working with all of you in the future.  
Our next Safety Rep Meeting is Wednesday, 
January 4, 2012 at 4:30pm at the Union Hall.  I 
look forward to seeing you all there to discuss 
all of our incidents and safety concerns on the 
mine site. 
 
My goals for 2012 are to try to get everyone at 
Elkview proactive about safety rather than reac-
tive; to make Elkview a safe place for EVERY-
ONE to work, hourly employees, staff, and con-
tractors alike; and to try to find that delicate 
balance between Production and Safety because 
without Safety there is no Production and with-
out Production...we are unemployed! 
 
I would like to wish everyone and their families 
a very Merry Christmas and Happy holiday sea-
son.  Please celebrate the season safely, at home 
and at work!  And All the best for a Happy, 
Healthy 2012. 
 
Please donôt drink and drive! 
 
 Sandi Oakes 
 ACTING OHS CHAIR USW LOCAL 9346 

 JOHSC CO-CHAIR  
              ELKVIEW OPERATIONS  
 

Togetheré 
 We Can Make A Difference!  

 
 

 

 

 

HEALTH AND SAFETY  



Canadian Occupational Health & Safety Legislation: 

 

The purpose of Occupational Health & Safety (OH&S) 

Legislation is to protect you. The employee, against 

hazards on the job.  It outlines the general rights and 

responsibilities of the employer, the supervisor, and the 

employee. 

The law makes both you and your employer jointly 

responsible for workplace, Health & Safety Legisla-

tion. 

 

What  Does the OHS& Legislation Say: 

 

Each of the provinces and the federal government have 

their own OH&S legislation.  The details of the OH&S 

legislation vary slightly from one jurisdiction to an-

other but the basic elements are the same. 

Most Canadian jurisdictions have a general duty provi-

sion in their OH&S legislation which requires employ-

ers to take all reasonable precautions to protect the 

Health & Safety of employees.  New legislation, com-

monly known as Bill C-45, was proclaimed into force 

on March 31, 2004.  Bill C-45 imposes a legal duty on 

employers and those who direct work to take reason-

able measures to protect employee and public safety.  

If this duty is want only or recklessly disregarded and 

bodily harm or death results, an ñorganizationò could 

be charged with criminal negligence.  For further detail 

refer to the Justice Canada Website at 

www.canada.justice.gov.ca. 

 

Steps to refuse Unsafe Work: 

 

You can refuse work if you have reason to believe that 

the situation is unsafe to either yourself or your co-

workers. 

i. You must report to your Supervisor that you are 

refusing to work and state why you believe the 

situation is unsafe. 

ii. You, your supervisor, and a Joint Health & Safety 

member or employee representative will investi-

gate. 

iii.  You return to work if the problem is resolved 

iv. If the problem is not resolved, a government health 

& Safety representative is called. 

v. Your Supervisor  may assign you reasonable alter-

native work. 

vi. The inspect will investigate the situation and give a 

decision. 

 

Did you know...Everyday 30 young workers (any 

worker who is under 25 years of age) are injured - that 

is one worker every 48 minutes. 

 

 
 
 

Christmas Angel  
 

One Christmas, a long time ago, Santa Claus was 
getting ready for his annual trip; but there were 
problems ...... everywhere. 
 
Four of his elves were away sick and the trainee 
elves did not produce the toys as fast as the regu-
lar ones. So, Santa was beginning to feel the pres-
sure of being behind schedule. 
 
Then, Mrs. Claus popped in to tell Santa that her 
mother was coming to stay for Christmas; which 
stressed him even more. 
 
After a while, he went to harness the reindeer, he 
found that three of them were about to give birth 
and two had jumped the fence and run away, 
heaven knows where to. 
 
Then, when he began to load the sleigh one of the 
boards broke and several large toy-bags fell to the 
ground, scattering their contents all over the 
place. Needless to say, Santa was not in the best of 
moods. 
 
Suddenly, the doorbell rang and he went to the 
door expecting another problem. But when he 
opened it, there was a little angel with a great big 
Christmas tree that she had brought especially to 
cheer him up. 
 
The angel greeted him very cheerfully, "Merry 
Christmas Santa Claus. Isn't it just a wonderful 
day? I have a beautiful tree for you. See, isn't it 
just the loveliest Christmas tree you've ever seen? 
Where would you like me to put it?"  
 
Thus began the tradition of the little 
angel on top of the Christmas tree. 
 

 

 
 

 

 
 

 

 

 

 

 

Health & Safety Continued 



49/09 - waiting for 1st stage response  

12/10 ð Unjust Discipline ð abeyance  

17/10 ð Training Labourers to load front end ð referred to arbitration  

18/10 ð Unjust discipline ð referred to arbitration  

25/10 ð  Duty to Accommodate ð waiting first stage response  

30/10 ð Unjust Suspension ð  abeyance  

31/10 ð Unjust Discipline ð  abeyance  

32/10 ð Policy ð Contracting out ð referred to arbitration  

36/10 ð unjust discipline ð referred to arbitration  

41/10 ð unjust discipline ð in abeyance  

45/10 ð unjust discipline ð waiting for 3rd stage response  

47/10 ð unjust discipline - waiting for 3rd stage response  

03/11 ð Duty to accommodate ð Waiting 2nd stage meeting  

06/11 ð Trades retention bonus ð Waiting 2nd stage meeting  

09/11 ð Proper pay not being paid for position ð waiting 3rd stage meeting  

11/11 - Improper pay while attending school - waiting 3rd stage meeting  

16/11 - Policy  

23/11 - Policy - job postings not posted in all places - 3.5 meeting requested  

24/11 - not awarded posting - waiting 2nd stage reply  

26/11 - unjust & unreasonable discharge - referred to arbitration  

31/11 - Policy - Not keeping with past practice  

32/11 - vacation hours  

33/11 - not paid proper rate of pay for jobs assigned  

34/11 - unjust discharge - abeyance  

35/11 - Group Policy - overtime not offered  

36/11 - Group - Not being called for overtime  

37/11 - unjust discharge - stage 3 1/2  

38/11 - unjust discipline - second stage  

39/11 - 44/11 - 45/11 - 47/11 - no information available at this time  

40/11 - not awarded position or transfer  

41/11 - unjust discipline letter  

42/11 - request for modified duties - denied  

43/11 - unjust & unreasonable discharge  

46/11 - counseling letter - discipline letter       In Solidarity,  

Troy Cook - Grievance/WCB Committee Chair  

Grievance Report Troy Cook 



NOTICES 
 

Congratulation to Peter Zazzara ,winner of the Toyôs for Tots  50/50 draw  

 

We would like to thank everyone who supported the Women of Steel Fundraisers - 

Toyôs for Tots Campaign 50/50, the Movember Campaign for Prostate Cancer, and  

the ongoing ñToiletriesò for the Womenôs Shelters 

 

SHOW YOUR UNION CARD 

If you have or know of any Local businesses who wish to 

participate in this program please have them contact  

Jo-Anne at the Union Hall at 250 -425-0131 or 

admin@usw9346.ca   

Here are the participating businesses.  

 

1. The Cottonwood Tree  (Fernie)  

  - Health Food store  

  - 10% off products  

 

2. Sparwood Hose & Fitting  

 - 5% off  

 

3. Intermountain Services  

 - $100 off purchase of a seacan  

 - 10% off rental  

 

4. NAPA  

 - 10% (applies to all mine employees)  

 

5. Cummins Western Canada  

 - 5% off  

 

6. BOARDSTIFF - in Fernie, BC 

 - 10% off  

 

7. Ski Base - in Fernie, BC 

 - 10% off  

 

8. Fernie Sports - Fernie, BC 

 - 10% off 

 

9. Elk River Guiding Company - Fernie, BC 

 - 15% off 

  

10. W.E. Insurance (Home and Auto)  

 - Call 1 -800-663-4200 in BC 

 - Call 1 -877-787-7021 in all other Provinces.  

 

11. W.E Tax Services  

 - Call 1 -800-845-1181 



EFAP PROGRAM 

 

 

NOTICES BY EMAIL.   

 

Anyone who would like to 

get newsletters, meeting 

dates, and notices emailed 

to you, please forward your 

e-mail address to:  

admin@usw9346.ca  

 

The Employee and Family Assis-

tance Program is still available for 

Elkview employees and their fami-

lies to use.  

 

This EFAP Program provides confi-

dential counseling and  informa-

tion for you and your family if you 

need it. They deal with things such 

as childcare, workplace stress, 

health information, financial infor-

mation, individual counseling, 

eldercare, substance abuse, legal 

information, family counseling, 

and couple counseling.  

 

When you first call, youõll speak 

with a qualified EAP Support Spe-

cialist who will assess your situation, 

risk, needs and preferences and 

guide you to the assistance best 

suited to resolving your issue. The 

specialist will ask you a series of 

questions, including the name of 

your employer to ensure youõre 

covered.  

Though the specialist collects infor-

mation including your name, em-

ployer, address, reason for calling, 

etc. this information remains com-

pletely confidential and is never 

released to your employer. Infor-

mation gathered provides general 

statistical data - without ever sin-

gling out individuals or identifiable 

groups - to help Shepell -fgi under-

stand EAP userõs needs and pro-

vide the best, most relevant ser-

vice possible. EFAP is there to di-

rect you to the right assistance in 

the format youõre most comfort-

able with, whether itõs connecting 

you to a specialized program, link-

ing you to a counseling appoint-

ment or sending you a self -

directed resource package.  

 

For crisis situations the EAP Support 

Specialist ensures you receive im-

mediate help, while urgent coun-

seling matters are given an ap-

pointment within 24 -48 hours.  

EFAP CAN BE REACHED AT 1-800-268-5211 



 
NEXT  

MEMBERSHIP 
MEETING  

 
December 20, 2011  

at 5:30PM  
AT THE  HALL   

Local Union Executive Committee Members 

 

OFFICE HOURS  

9:00 - 12:00 p.m. 

1:00 - 5:00 p.m. 

Monday - Friday  

 

Ph: (250) 425 -0131 

Fax: (250) 425 -0086  

E-mail: admin@usw9346.ca 

Website:  www.usw9346.ca            
 

ADDRESS: 

111 Centennial Sq. 

Box 40  

Sparwood, BC V0B 2G0 

Peter Rosner - Trustee  

Ewan Gordon - Inside Guard  

Russell Ullman  - Outside Guard  

Sandi Oakes - OHE&S Com. Chair JOHESC Co-Chair 

Brandee Duff - Guide 

Troy Cook - Grievance Committee Chairperson/WCB 

Committee Chair  

Christopher Nand - President  

Dave Sheets - Vice President  

Horst Gandner - Recording Secretary  

Samuel Samy - Financial Secretary  

Russell Primrose - Treasurer  

Peter Zazzara - Trustee  

Heather Kelloway - Trustee  

Union Hall  

Contact  
 Information  

mailto:admin@usw9346.ca
http://www.usw9346.ca/


Childrenõs Christmas PartyChildrenõs Christmas Party  
USW LOCAL 9346 2011ANNUAL CHILDRENõS CHRISTMAS PARTY  

I would like to Thank EVERYONE who attended the party! I believe that everyone had  a wonderful 

time.  We enjoyed food and refreshments.  Santa came to hand out presents to all the kids. There were 

also craft tables where the kids enjoyed decorating cookies, and making Santa puppets, and then some of 

the kids and parents took a dip in the pool. 

 

I would like to thank  Sarah and Rob Thompson, and her parents Doug and Carrie Wingfield for all your 

help setting up, helping with crafts,  and wherever else was needed. I would like to thank my husband 

and son Mark and Markus Ward for helping with the shopping,  picking up the food, bringing  stuff to 

and from the Union hall, clean up, and helping out with whatever else was needed.  Also, thanks to my 

daughter Jasaed for helping with the wrapping, setting up craft tables and chairs, setting up the crafts, 

helping with the food, and more.  I would like to thank Heather J. Kelloway for picking up the sand-

wiches and making sure Santa made it to our party on time.   

 

A Very Special Thanks to ôSANTAõ and Ray Allen for the wonderful job they did and for taking the 

time to come out and help us on such short notice, Santa you were the superstar of our Christmas Party - 

L. Jo-Anne Monfee 



USW Local 9346 Members  

A Costco Membership Benefits Everyone  

 

Sign up for a new membership  

Before December 31, 2011  

& receive a $10.00 Cash Card.  

 

If you are at the Lethbridge Costco ask 

for Bryan Storey  

 

Use this promotional code: GSWEB73 to 

sign up online at the check out or Print 

off this promotional pamphlet  and take 

it to any Canadian Costco along with 

your membership fee to receive your 

special gift.  

 

C:/Documents and Settings/USW/My Documents/Costco Memberships/Shop Smart, Shop Fun, Shop Costco.eml


Michael Hardy was born October 18, 
1946 in Pincher Creek, AB.  He moved to 
Coleman, AB in 1948, where he presently 
calls home.  He has a lovely wife 
(Antonietta) Toni and 2 children Mike 
and Kelly.  Michael started at Teck Elk-
view in April 2003 and retired October 
22, 2011 

 Samuel Samy & Michael Hardy  

 Michael Hardy & Roger Kolberg  
 Michael Hardy  



Chris Donating $1500  

on behalf of the USW Local 9346  

to Carol Wamsley  

for the Sparwood Food bank 

If you would like to donate in Sparwood: Call Carol 250-425-6435 or go to Overwaitea 
and put your purchase in their big tub at front of store  

To donate in your Community go to your local Salvation Army, food bank, or grocery 
stores to find out how you can bring joy to someoneôs Holiday Season 


