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SAFETY
This One Word Can Either Lead to
Life, Death, or Being Seriously Injured At Work!
Is Today the day you die at work? I know that this is a harsh
statement, but it is something that we just cannot ignore!
Over 1,000 Canadian workers are dying every year. In Canada, four workers die each
day. The number of people killed at work each year in Canada has risen for the past 15
years. This is in contrast to almost every other OECD country (Organization for
Economic Co-operation and Development), where the incidence of workplace fatalities is
declining. According to the latest report from the Association of Workers' Compensation
Boards of Canada, 1,055 people lost their lives at work. That's four people every work
day.
Dead because their workplace was not safe! Dead because they got injured. Dead
because they did not have adequate training; and Dead because they had an accident.
Four people every day who never come home again. Dead because their employer failed
to ensure they were safe at work. In addition to these workers killed at work, there are
many others where the death goes unreported if they die of a disease unrecognized as
an occupational disease.
I am going to high-light on a couple of recent Accidents that could very easily have
resulted in Fatalities at Fording River. I will give you a true picture, in my opinion, of what
happened, and why. Let me make it clear, my objective is not to insult or disrespect
anyone; however I will not downplay the seriousness of what happened, as we must
learn from our mistakes!
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594 TRUCK RUNAWAY
On the nightshift of May 3, 2014 a haul truck trainee and trainer were travelling down a ramp in
94 truck with their second load when the trainee, using the dynamic brakes attempted to activate
the RSC (Retard Speed Control) brake system and inadvertently shut the engine down by
activating the engine kill switch. After realizing that he had killed the engine, the trainee asked the
trainer twice as to what he should be doing, the trainer responded by trying to start the truck with
the key. With no help from the trainer, the trainee then continued to run the loaded haul truck
down the remainder of the ramp reaching top speeds of 85km per hour using his service brakes.
• The cause of the accident was obviously the activation of the engine kill switch, and the
inexperienced trainer, who should have immediately without hesitation instructed the
trainee to hammer the service brakes to the floor and to hold them there until the truck
stopped. If your engine dies during operation, DO NOT turn key switch off and try to restart the truck while still moving, your steering accumulators will bleed down and system
will fail!

545 TRUCK RUNAWAY
On the nightshift of July 8, 2014 the haul truck driver stated that he went to 5 shovel to get a load,
he got to the flats prior to hill above switch-back applied dynamics and knew right away that he
didn’t hit them hard enough and was going to fast. He maintained full dynamics and went around
switch-back and stayed on full dynamics all the way down, hitting a top speed of 75.6 km.
By the time he got to KMC he thought that he was slowing down, but when he went past KMC
toward 1865 he realized that he was still going way to fast for the corner and instead of applying
his service brakes and skidding into the corner he maintained dynamics and kept slowing truck
and aimed the wheels for the berm to slow down. He then bounced off the berm and the truck
spun around and flopped on its right hand side in the middle of the haul road.
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The worker was told that he was coming out on overtime to run a grader, however when he got to
work he was put onto a haulage truck. He stated that if he knew he was going to be assigned
to a haulage truck, he would not have accepted the overtime. Even though he was classified as
a haulage truck driver, the worker who has been employed for about 2 years 4 months, only drove
haul truck for the first 4 months of his employment, prior to being put onto the cable crew. Over
the past 2 years on the cable crew the worker only drove haulage truck a few times, before
accepting the two shifts of overtime on July 7th & 8th. When asked if he felt confidant running
haulage truck the worker responded by saying yes, he felt confidant, but not comfortable.
• The cause of this accident was without question a lack of ability & experience by the cable
crew worker, who had only driven truck a few times in a two year period.
• One of the recommendations of the Union Rep involved in the investigation was for the
cable people to receive ongoing refresher training on haulage trucks, to maintain their
ability, when working outside of their truck classification for extended periods of time.
The Management Rep involved in the investigation disagreed, stating, that he did not want
to bring down the moral of his cable crew by forcing them to drive truck.
I don’t want to bring down the moral of my cable crew by forcing them to drive truck, “What a
Crock of Crap!” I wonder? Would the Management Rep have had the same response, if the
inexperienced driver put his truck over the berm and killed himself? Or ran over a pick-up truck,
killing a couple of mechanics? Someone had better take their heads out of the sand and walk the
talk when it comes to being a Courageous Safety Leader, before someone does get killed.
It is our responsibility as Courageous Safety Leaders to take every reasonable precaution to
protect the Safety and Health of every worker at our mine-site. When we fail in fulfilling these
responsibilities, workers are put at serious risk of injury, or death.
We have not had a fatality at the mine since 1992. Prior to 1992 I have seen 14 Fatalities at
Fording River, and our recent pattern of accidents is scaring the living crap out of me..
If you are working outside of your classification for an extended period of time, you must always
request a refresher course before operating, especially on haulage trucks. A two hour re-fresher
course will re-familiarize you, so that you can be confidant and comfortable with the operations
of your haul truck.
It is your responsibility as a worker to make sure that you are adequately trained, and it is also
the Manager’s responsibility under the Health Safety and Reclamation Code for Mines in
British Columbia, to ensure, all workers are adequately trained to do their job’s.
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The foreman who made the comment “I don’t want to bring down the moral of my cable crew by
forcing them to drive truck” should also take a re-fresher course! On how to be a Courageous
Safety Leader! This is the same foreman who went on a 2 hour rant at the beginning of his shift on
July 22nd yelling at his crew, throwing a stretcher on the floor, pulling out a body bag, and
blaming the workers for his lot in life, and threatening to quit because of his fear of a fatality on
his shift. Give me a break, do you really think he accomplished the goal, I would think not!

The following are quotes from the Manual
Courageous Leadership: A Supervisor’s Impact on Safety
• As leaders, we set the standards for Teck’s culture of Safety
• “Foreman” or “Superintendent” is a title you are given.
“Leader” is a reputation you earn from your crew.
• Teck counts on us as supervisors to visibly
demonstrate our safety leadership role
• Do you practice and demonstrate safety or do you only talk safety?
Others do what they see you do not what you say!!!
We all have the responsibility of being Courageous Safety Leaders.
It is not my objective to totally blame management for the increased accident rate at
the mine-site, we are all to blame. However, management sets the standards of Health
and Safety at the mine-site, and if management fails at walking the talk; they lose all
credibility with their workforce, morale decreases, and accidents increase.
If Management at all levels spent more time; listening to the Workers and their
Union, they would have a productive, cost efficient, and have a safer and more
content workforce! Micro-managing, and treating people like crap accomplishes
nothing! This is an open invitation to the Manager and all Superintendents; Call
us, we can form a Committee and work together on getting Fording River back on
track!
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TEMPORARY FOREIGN WORKERS
The Company has informed the Union that they are currently recruiting foreign heavy duty
mechanics through the Temporary Foreign Worker Program, to meet their shortfall on site. In
Tecks application process it is helpful to have a letter of support from the Union, so the
Company had requested that I sign a letter, to support their efforts in recruiting Foreign Trade
Workers at Fording River. The following was my letter of response back to the Company;
I am going to be totally upfront and honest with you. My opinion has not changed regarding
the hiring of Foreign Trades Workers, either you guys are totally blind, or you just refuse to
see the big picture of what’s happening with the retention of the trades at Fording River. And
yes I am aware of your previous presentation; and the meeting with Glen Campbell as I was
there, however that was in 2011. It is now 2014 and I would have thought, and expected that it
would be a requirement for you to involve the Union each time that you make an application to
import foreign trade workers, where we have an adequate, skilled, and qualified, group of
people who are looking for work right here in Canada, that would jump at the chance to fill
your labour shortages.
At our last Labour Management Committee meeting we talked with you and your staff
including the General Manager and the Superintendant of Maintenance, and discussed your
ongoing problems of retaining your qualified trades. We told you how 25 trade’s people
retired, and another 25 trades people quit in an 18 month period at Fording River, and that
you are doing nothing in an effort to retain these people, and you do everything in an effort to
drive them away.
The Company's attitude to the trade’s retention problems at Fording River is, "if you don't like
it here, then quit". Well they are taking your suggestion and they are quitting, and you guys
just sit there and do nothing, as millions of dollars of skilled labour just walks out the door
right in front of you.
The Superintendant of maintenance responded further by saying, "well they were unhappy,
disgruntled employees anyway, so no big loss". What an attitude, no wonder you have a
skilled trades shortage at Fording River. Let’s treat them like shit, lets drive them away, and
then we can hire foreign workers who will be more obedient and submissive to the master
Teck.
We are not opposed to foreign workers coming into Canada and establishing a life here,
however they should be entering through the front door like everyone else, instead of using the
side door, created by government, and big business.
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In my opinion, you guys are calculated and motivated to eliminate every Canadian trade’s
person at Fording River, in an effort to fulfill your temporary foreign worker mandate, and for
that reason you should all hang your heads in shame.
You think that were stupid, and can't see what you are doing? The United Steelworkers Local
7884 will not support your foreign worker application, and we will do everything in our power
to discourage your application at the Federal and Provincial levels, as we believe what you
are doing, is an abuse of the Temporary Foreign Worker Program, and a complete disregard
for the many qualified Canadians who are looking for work right here in Canada. If you
disagree with me, I so await your response. The Union has not received a response from the
Company.
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Canadian H.D Mechanic – Declined Employment
About 2 months ago I received a resume for employment from a H.D. mechanic who was laid off
from the shutdown of Wolverine mine in Tumbler Ridge. I know that the Company is continually
short of experienced H.D. Mechanics and this person is Red Seal Certified and has 26 years of
experience as a H.D Mechanic. I immediately contacted the Company, and forwarded his resume
to them and for the past two month I have been continually calling the Company, in an effort to
secure him employment at Fording River.
We were doing an employee orientation last month and there were three (3) H.D. Mechanic
foreign trade workers being hired, and immediately I thought, “what about the Canadian heavy
duty mechanic with 26 years of experience, who was recently laid-off, and looking for a job?” I
called the Company again to find out what the problems were in hiring this worker, and I was
informed that the company did a complete reference check and they were going to pass on hiring
this person. It had nothing to do with his skills or ability. It was because he had an attitudinal
problem.
I immediately thought, “What is an attitudinal problem?” Was it because the worker had an
opinion? Was it because he was not the submissive, obedient, worker that the Company was
looking to hire? How many other qualified Canadian workers have been denied employment
because of a perceived attitudinal problem? All of those thoughts immediately ran through my
mind, including the comment, “they were unhappy disgruntled workers anyway, “So no big loss”
at·ti·tu·di·nal
: the way a person views something or tends to behave towards it, often in an evaluative way
: relating to, based on, or showing a person's opinions and feelings

How to Hire a Temporary Foreign Worker (TFW) A Guidebook for Employers
The Federal Government’s Temporary Foreign Worker Program allows eligible foreign
workers to work in Canada for an authorized period of time if employers can
demonstrate that they are unable to find suitable Canadians/permanent residents
to fill the jobs and that the entry of these workers will not have a negative impact
on the Canadian labour market. Employers from all types of businesses can recruit
foreign workers with a wide range of skills to meet temporary labour shortages.
As we previously stated, this has absolutely nothing to do with the Foreign Workers who
are coming to Canada to better their lives, it has to do with the abuse of the Foreign
Worker Program, by Corporations not maintaining the Canada first philosophy, where we
believe unemployed Canadians are being discriminated against for the job, because they
are not “Suitable Canadians”.
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2014 Retirees
Rick Sutherland – Journeyman Pipefitter
Rick Ricker – Journeyman HD Mech
Ralph Sigurdson – Journeyman Steel Fabricator
Gary Tucker – Journeyman Pipefitter
Satch Mudaliar – Journeyman Auto mechanic
Richard Mosiondz – Journeyman Welder
Khen Chang – Journeyman HD Mech
Vince Auger – Journeyman Welder
Bryan Beler – Journeyman Welder
Harley Paton – Link Belt Operator
Bill Dortman – Equipment Operator
Don Simpkin – Crane Operator
Larry Stadnyk – Service Person
Brian Paulson – Haulage Driver
Randy Jarvis – Crane Operator
Jim Larson – Service Person
John Taillon – Equip Operator
Norm Smith – Blaster
Renny Roo – Driller
Kapur Virk – Haulage Driver
Jim Woolf – Haulage Driver
Marilyn McInnis – Janitor
Steve Swann – Equip Operator
Alex DeBoeck – Haulage Driver

January 21, 2014 to July 22, 2014 Demographics
• Retirees – 24
• Full Time Employees Quit – 35
• Casuals Quit – 11
• Tradespersons Quit – 13
• Tradespersons Hired – 11
• Casuals Hired – 65
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Random Drug and Alcohol Testing
Struck Down by Alberta Arbitration Panel
What happened in UNIFOR Local 707A v. Suncor Energy Inc.?
In the first arbitration decision to apply the Supreme Court of Canada’s decision in Irving Pulp &
Paper to the issue of random testing, an Alberta arbitration panel has found that Suncor Energy
Inc.’s random drug and alcohol testing policy is an unreasonable exercise of management’s
rights. Suncor’s random drug and alcohol testing policy was struck down.
UNIFOR, the union representing over 3,000 Suncor employees working in Alberta’s oil sands
near Fort McMurray, grieved the July 2012 imposition by Suncor of a new random drug and
alcohol testing policy. Employees of Suncor had previously been subject to a reasonable cause
and post-incident drug and alcohol testing policy. After 23 days of hearing and 19 witnesses, a
majority of the arbitration panel upheld the union’s grievance, finding that Suncor’s policy
unjustifiably intruded on employees’ privacy rights.
In coming to its decision, the arbitration panel heartily embraced several key principles emerging
from the Supreme Court’s landmark Irving Pulp & Paper decision: employees’ privacy rights are
very significant rights; drug and alcohol testing are highly intrusive on employees’ privacy
interests; employers must prove that any workplace where random testing is introduced has a
problem with drug and alcohol use/abuse; and a random testing policy is only justifiable where
the benefits gained by the employer in imposing the policy outweigh the harm done to employees’
privacy interests.
The arbitration panel found that Suncor had not established in its evidence at arbitration that
there was a demonstrable problem in the workplace amongst bargaining unit employees with drug
and alcohol use/abuse. The panel found that the Suncor workplace had a declining reportable
injury rate.
The arbitration panel found that Suncor had failed to prove a causal link between employees’
drug and alcohol use, or positive drug and alcohol test results, and accidents, injuries and near
misses in the workplace. In the absence of such a link, the arbitration panel could not find that
the benefits from imposing the policy for Suncor outweighed the significant intrusion on
employees’ privacy rights.
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With specific reference to random drug testing, the arbitration panel found that the inability of
urinalysis to detect impairment or job performance deficits at the time the test is taken seriously
undermined Suncor’s claim that its business interests were served by imposing random testing.
As urinalysis detects only recent use and not present impairment, the positive results in urinalysis
testing did not demonstrate either a problem with drug use/abuse, or any real risk to safety
flowing from drug use/abuse. The panel found that Suncor’s claim that random drug testing acted
as a deterrent to drug use was speculative.
According to the arbitration panel, Suncor’s use of urinalysis for drug testing, when other more
advanced tests exist which can actually detect present impairment (i.e. oral swab testing),
demonstrates “the Employer is in fact seeking to regulate the personal lifestyle and moral choices
of its employees, on their own time.”

Why is the Suncor case Important?
To USW Members at Teck?
Like the Supreme Court of Canada’s decision in Irving Pulp & Paper, the decision of the
Arbitration panel in the Suncor case will be of enormous assistance in the USW’s grievances
against Teck’s Drug and Alcohol testing policy. The Suncor case provides strong support for
USW’s position that Teck’s unionized coal mines are safe workplaces and that Teck does not have
reasonable cause to introduce random drug and alcohol testing which significantly interferes with
employees’ privacy rights.
Another nail has been hammered into the coffin of random drug and alcohol testing in Canada.
Whether it is the Supreme Court of Canada - or arbitrators on the ground - an extremely high bar
has been set before employers’ efforts to impose random drug and alcohol testing on employees
will be found to be justified.
Teck knows that the bar is set extremely high and that it cannot meet it by any stretch. In the
absence of a problem with drug and alcohol use/abuse at Teck’s coal mines, Teck continues to
recklessly pursue its random testing policy without regard to its impact on USW members. It is
now time for Teck to read the writing on the wall and do the right thing – revoke its random drug
and alcohol testing policy.
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Courageous Safety Leadership
I received many calls from Members, regarding a Quarterly Safety Meeting where the workers
were instructed by Management that, “any worker who misses work because of bad road
conditions will be disciplined.” I immediately sent an e-mail to the Company regarding my Safety
concerns, and was told.
“The Mine Superintendent is communicating to every shift what his expectations are about
attending work. He is clear that winter road conditions are not a reason not to come to work. That
in the absence of a “road closure” that employees are expected to report to work and that
employees that do not attend work without approved leave would be subject to the discipline
process. Really he’s just stating the obvious that people need to attend work and coming to work
is not discretionary. Nothing new”
I was very concerned regarding what I felt was another production over safety message, and
responded with the following.
With all due respect to the Company’s position regarding winter road conditions, your opinion
lacks the insight of being a Courageous Safety Leader. You state that winter road conditions are
not a reason not to come to work, and that in the absence of a “road closure”, employees that do
not attend work without approved leave would be subject to the discipline process.
Being able to make a personal judgment call regarding any safety issue, is one of the cornerstones
of being a Courageous Safety Leader. Taking that decision making process away from the
employee, for fear of discipline is not only inconsistent with our Courageous Safety message, it is
also a very dangerous message to be sending to your employees.
“I would request that you review the following manuals; Courageous Safety Leadership and
Courageous Leadership: A Supervisor’s Impact on Safety. If you do not have a copy, I would be
happy to send you mine. Please read both manuals from cover to cover, and then ask yourself if
your actions regarding the above noted issue are consistent with the message that Robin
Sheremeta and Don Lindsay were instilling in their employees during the introduction of the
Courageous Safety Leadership Program, I would think not”. I copied the above noted response to
the on site General Manager- Dean Runzer, the Vice President of Coal Operations- Robin
Sheremeta, and President and CEO of Teck- Donald Lindsay. To date we have not received a
response to our concerns.
Let me make it clear to all of you. If you are subjected to severe road conditions and are unable to
make it to work, do not let the Company’s intimidation message of drive, or you will be
disciplined, take away your common sense, of being a Courageous Safety Leader. Use your own
judgment. We are not living in a third world country, where you’re expected to put your life on the
line for your employer. This Union will challenge with a vengeance, all legitimate claims of
discipline regarding this production over safety message.
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Drug, Alcohol, Medication Policy (The D.A.M. Policy)
As expected, the Company’s introduction / implementation of the D.A.M. Policy
have created other disputes that are not clearly indentified in the language of
the policy.
We have had two workers (that we know of) who were unable to provide a
sufficient amount of urine for testing purposes within a “three hour window”.
These workers were than required to arrange a medical exam with their own
personal physicians to see if there was a medical reason for not being able to
provide a suitable sample within the three hour window. In both cases the
physicians provided sound medical opinions as to why the workers were unable
to provide a sample.
These medical opinions were than sent to the medical review officer appointed
to oversee Tecks D.A.M. Policy. The medical review officer did not accept the
physicians’ opinions and both workers were labeled as having a positive test
result.
The workers were than required to attend a medical addiction / assessment to
review their drug, alcohol and medication use. Of no surprise to us, neither of
the workers was found to have any problem. The workers return to work would
be dependant on the workers being forced to agree to be randomly tested for a
two year period. This random testing protocol would be in addition to the
random testing as per the D.A.M. Policy.
The Union has advanced one of these workers cases to arbitration while the
other is still in the grievance procedure. We have also retained a leading expert
in the field of urinology to assist our case. It is truly unfortunate that workers in
today’s world should have to experience this nightmare of events, regardless of
Teck’s commitment to provide monetary damages if the courts dismiss their
unilaterally introduced D.A.M. Policy.
If anyone experiences any similar situations as the result of the D.A.M. Policy
let us know immediately.
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Track Your Own Hours While Training
From time to time, we receive complaints that a worker is not being paid the appropriate
rate of pay for the job they are performing.
The problem arises when a worker is in a trainee position under our Collective Agreement.
Many of the jobs require that you put in a certain amount of hours in the trainee position
before you receive the full rate of the job. For example; a haulage truck trainee gets paid at
wage grade 10, after working as a haulage truck trainee for 520 hours, the worker will
receive wage grade 14. Presently the difference of pay between wage grade 10 and 14 is
$2.49 an hour.
For the most part the Company does a good job tracking individual hours, however
mistakes are made. We strongly recommend that all workers keep a daily log of their
specific hours so that if a dispute arises, you will have an excellent record of your hours.
When a worker accepts a bid that is your start point for the training period. You should be
able to than calculate when you should be receiving the full rate of the job. If your training
is interrupted (ie: you are transferred to another job for a day) once you have completed
the full training hours the Company must retroactively pay you at the full rate of the job
from the time you should have finished your trainee period if not for the interruption(s).
Also even if you do not have a bid (for example pit utility) and you are driving truck, once
you have achieved 520 hours of performing this job you should receive the full rate of the
job. Finally, if you are not being paid the appropriate rate or are owed money retroactively
discuss it with your foreman. If you cannot reach a resolve contact a Shop Steward or the
Union Hall.
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Isn’t this the Truth!!!!! – The Modern Era

This financial crisis is forcing governments and business at
all levels to make some tough decisions.
If things continue like this for much longer, there's a real
risk that we may have to lay Fred off…
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Always know your Negotiated Sunlife Benefits
People are continually being sent the wrong reimbursement on their eyeglass rebates.
Remember you are entitled to $150 reimbursement per year, and where no benefit claim is
made in a year, the benefit will be increased to $300.00 for the next year only. We
continually notify the company of workers who are only being reimbursed $150 when they
should be reimbursed $300.00, so please pay attention to your entitlements, because if you
don’t catch it, Sunlife doesn’t care. Please contact the Union Hall immediately if you have
not received the proper re-imbursement.

Random Drug Testing
As a result of a recent arbitration, workers who refuse the Random Test will no longer be
entitled to equivalent sick pay. The Arbitrator made it clear that he was bound by the
earlier Arbitrators award which did not grant the Unions application to have the policy set
aside and as such the policy has full force until the merits of the policy are determined later
on this year.
So if you refuse, you will be placed on an unpaid leave (which we will argue is disciplinary
in nature at the main hearing) and will be required to attend an assessment and follow all
recommendations or requirements that may be determined, before you return to work.
Basically, the new Arbitrators hands were tied as a result of the earlier arbitrator’s
decision.
However the new Arbitrator made it very clear that if he finds that the Company’s Random
policy is not justified, then the issue of whether a worker who refused and has lost pay will
have to be revisited.
Please contact the Union Hall if you have any questions about the Company’s Random Test
Policy.

Random Drug Testing Arbitration
After the appointment of a new Arbitrator, John Kinzie, the dates are now confirmed for the
Random Drug Testing Arbitration.
November 24-28th - In Cranbrook – opening statements, view of mine, Union’s witnesses.
December 8-12th – In Vancouver – Expert witnesses.
Jan 19-23rd – In Vancouver – In Vancouver – expert witnesses and Employer witnesses.
February 18th & 19th – In Vancouver – Final Argument.
A total of 17 days of hearings.
15

Bully Boss Abuse Continues
On May 8th I sent an e-mail to the Company regarding a foreman, stating that I was
getting ongoing complaints from members, that the foreman was insulting and
disrespectful towards workers and was using threats of termination when dealing
with some workers on his shift. Before I received a response, from the Company, I
received more complaints regarding the same foreman. This prompted a further
letter of complaint to the Employee Relations Department, which stated; “I continue
to receive complaints regarding the conduct of Mr. - - - -. At approximately 9am on
May 13th the foreman was dealing with some haulage truck driver issues over the
radio, while doing so he referred to the haulage driver(s) as f------ idiots over the
radio.”
“This foreman continues to conduct his management duties in a bellicose and
belligerent and disrespectful manner. I am confidant that you do not condone this
continued harassment by your management staff; however it seems that some of
your foremen are not getting the message, that this type of behaviour will not be
tolerated”.
I further stated; “If one of my members called the foreman a” f------ idiot” over the
radio he would without question be immediately terminated for insubordination,
however you continue to slap the wrists of these bully bosses and allow them to
continue their abusive damaging behavior. I would request that you immediately
deal with this foreman to prevent any further re-occurrences of his abusive
behavior”.
A short time later I received a response from the Company, requesting a meeting,
stating that they obviously have a shared interest, but in fairness they can’t possibly
conduct a fair investigation without more facts. The individuals that have the
complaints need to bring them forward to the mine ops department so that they can
be addressed and dealt with.
I responded by agreeing to a meeting, however as I told them before I cannot, and
will not at this time bring the complainants forward, as we have a past history with
this foreman’s aggressive behavior and I have assured my members that I will not
reveal their name and subject them to further abuse. I have also been informed that
the foreman is already out there doing some damage control giving some bullshit
excuse that he didn’t mean to call the haulage drivers f------ idiots over the radio, he
did it accidently when he had his radio mike keyed at the same time that he was
calling them f------ idiots on his cell phone, which we know at this time to be nothing
more than “fabricated damage control”
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The Union filed a grievance against the Company for not providing a Harassment
free workplace, and received the following response from the Company;
“We have a mutual interest in ensuring a work environment here at Fording River
that is free from all forms of harassment. I believe our team is generally quick to
address and adept at handling any issues as we become aware of them. At the
same time, I hope you can appreciate the concerns we brought forward in our
discussion around not having all the information in front of us to do a proper and full
investigation into some of the allegations of this particular case. I would hope that
if you are ever presented with information that allows us to conduct a more
thorough investigation into this or other matters that you would share that
information with the Company”.
“We certainly take allegations of harassment and/or bullying seriously and can
ensure you that we will continue to enforce our treatment of employee’s policy
amongst all of our employees, both staff and hourly alike”.
It wasn’t that the Company didn’t have all of the information. Their main concern
was that I would not give them the names of the workers who brought the
complaints forward.
They had plenty of information to investigate the allegations, without the names of
the complainants. They did not dispute the fact that the foreman did call the
haulage drivers f------ idiots over the radio, so why do they need the workers to
come forward with the complaints. The workers came to their Union, the Union is
an advocate for the workers, and the Union will keep all workers safe from any
further abuse by keeping their name confidential when they bring these complaints
of abuse forward.
I am going to repeat myself, because I am confused, by the Company’s 3rd stage
grievance response when they state; “We certainly take allegations of harassment
and/or bullying seriously and can ensure you that we will continue to enforce our
treatment of employee’s policy amongst all of our employees, both staff and hourly
alike”.
Why is it; if an hourly worker calls a foreman a f------ idiot over the radio he would
be immediately terminated for insubordination, So why is the foreman who called
the haulage drivers f------ idiots over the radio still working?

Does the Company take a less aggressive approach when harassment
and bullying is being perpetrated by management? I would think so!
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Report to the Union Hall
The Union continually receives complaints, from workers regarding ignorant, hostile, bully
bosses; this type of disrespectful, aggressive approach to employees has to stop
immediately. Who do you people think you are? You get a title and you think that you are
someone special, and beyond reproach? Well you had better think twice the next time
that you think about disrespecting your workers because we will no longer tolerate your
aggressive behavior. Everyone has a job to do at the mine and we want to go to work, do
our jobs, and go home harassment free. We are grown adults, we have families, wives,
children, and grandchildren, and we are human beings, were not some piece of scrap
that you think you can kick around at your leisure.
If you have a problem with a worker, then you had better treat that worker with dignity
and respect, and communicate in a calm rational manner when resolving it, or we will
discuss your attitude through a grievance, and take whatever other legal action that we
deem necessary to resolve your attitudinal problem. The only way to stop a Serial Bully is
by exposure. We are asking all employees on the mine-site to get involved, don’t remain
silent anymore. Contact the Union Hall, if you are being disrespected and bullied, or you
witness someone else being disrespected by a bully boss. We must do everything in our
power to eradicate this cancer from our mine-site.
Everyone has a responsibility to put an end to this archaic management approach
that a select few, “bully bosses” have created when dealing with some of their
employees. The Union is keeping a file at the Union Hall called the Bully Boss file,
and we need your help by providing us with statements. Your names will always
remain confidential, unless you authorize us to release that information. Without
your proactive approach, of documenting and providing us with statements, these
people will continue their abusive behavior, so please stop by the Union Hall, send us a
fax, or e-mail, and let’s eradicate these bully bosses from Fording River.
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OHSC Report
The last news letter it noted some of the issues regarding the various departments. As a
whole we must say that things are not improving at this time. There is exclusion of the
OHSC committee on numerous issues which include no involvement of safe work
procedures, disturbing accident scenes, and conducting safety investigations with a
safety rep, after the company has already conducted its own investigation privately. It
has become clear that certain supervisors feel that the safety reps are to be contacted at
the company’s convince when everything else is done which includes taking statements
and conducting interviews without a safety rep present.
In the HT545 truck incident a supervisor questioned why the OHSC was still there. It was
apparent that this supervisor felt he could do what ever he needed to do and did not
need the “interference” of the rep. present. We would like to believe that this is due to
the lack of training or understanding which the company would address in the very near
future.
At the meeting on April 3 2014 the company was given a written report of 17 issues that
needed to be addressed and clearly told that when the company responded in writing the
OHSC worker reps would schedule the next meeting. On about June 20 2014 the Union
received a written reply. Only 6 of the issues were addressed satisfactorily leaving 11
issues outstanding. Since that time (April 3) many more issues have come forward. At
this time the OHSC worker reps are in the process of finding new avenues on how to
deal with all these issues.
One of these avenues explored is having full involvement by ministry at the OHSC
meetings. This would make clear what the responsibilities are for everyone and what is
acceptable. It would also give the ministry an insight into what the inner workings are at
both levels. It could also inform at the meeting what the expectations of the code are as
per the ministry. Hopefully things will improve in the future.
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Tool Box Meetings
(The following e-mail was sent to the Company)
I have received many complaints from workers especially in Mine Operations that management
is conducting crew meetings prior to shift start. The Collective Agreement is clear, the 4x4
Memorandum of Agreement B-5 states “The normal shift will be day shift, commencing at 7am
and night shift commencing at 7pm,
L.U # 9 states depart the dry for place of work at 6.55 am/pm. 4x4 Memorandum C states
“Overtime occurs when an employee is required to work more than his scheduled hours of work
in a work day”.
These so called tool box meeting are being conducted by management anywhere from 6:45 to
6:55 am/pm, and we would consider these meetings as time worked and subject to the overtime
provisions outlined in the Collective Agreement. If a worker shuts their piece of equipment down
at the end of the shift prior to 7 am/pm they will be disciplined, and If Management starts
work/meeting with the workers prior to 6.55 am/pm shift start, then the workers should be paid
overtime.
The Company responded by stating that these Tool Box meetings are voluntary, workers are not
required to participate or attend, therefore overtime is out of the question.

It is my opinion that these meetings occurring before your shift starts without overtime, is
a complete disregard of your time. Remember every second counts, they are up on the
hill with stop watches, telling you your taking too long doing your safety ground check,
they are disciplining you for parking one (1) minute early at the end of the shift, they are
disciplining you for taking to long on your lunch break, but it’s ok for them to take 10
minutes of your time before the start of your shift to do a tool box meeting. Something is
not adding up! Remember this is your time, and you are not required to participate, if you
do not want to, it’s your choice. Give them an inch and they will take advantage of it, you
take an inch and you will be disciplined for it. You are however required to get your
assignments prior to shift start, and be on the man buss departing the dry at 6.55 am/pm.

Listen to Me “Were Having a Tool Box Meeting”
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Some of the Many Dangerous Occurrence Reports
545 Haul Truck was operating from 5 shovel to 1865 spoil; on the down ramp, the operator lost
control of his loaded truck, reaching top speeds of 75.6 km/hr. He was going way to fast to
maneuver around a corner and slammed into the berm, in an effort to slow his truck down. The
truck bounced off the berm, rolled, and came to rest onto the right hand side in the middle of the
haul road.
The mine rescue team was called to the scene and the Operator was out of the cab standing on
the door of the cab; the entire area on both sides of the haul road was blocked off and secured.
Mine Rescue packaged the operator up and brought him down off the truck to Fernie hospital for
X-rays, where it was discovered the worker had several fractured ribs.
•

528 service truck was being used by Journeyman mechanic and co-worker, to perform field work.
On the ramp past Clode Fuel they noted they could smell something burning and pulled over to
check it out. The passenger got out and checked underneath the truck when he saw a small
amount of flames by the transfer case. He got a fire extinguisher off the truck and extinguished
the flames but as soon as he stopped the extinguisher, the fire reignited. The fire extinguisher
was reapplied until empty and the flames flared up again. When trying to contact Mine Rescue on
the Service Truck radio the flames had spread up into the engine compartment and were coming
out of the hood in front. Both workers pulled back several hundred feet to a safe distance as the
truck was fully engulfed. A passing truck assisted by calling Mine Rescue.

•

9 Shovel backed out of face ~4’ to clean up toe, contacting 10 RT on the right side platform;
damage to platform but no contact with cab or ROPs. RT had been cleaning left side of shovel
with permission from the Shovel Operator while Shovel was working the face slightly to the right
of shovel center line; RT backed behind shovel counter weight, unannounced to Shovel, at the
same time the shovel reversed to clean the toe; damaging platform on RT.

•

Dozer 909 was working on the blast area TB30A-10 that was shot yesterday afternoon. The
dozer Operator was assigned to clean the TN7 seam in this area. The Operator was backing up
when suddenly the backend of the dozer dropped off into a hole. The hole was an old water
sump (9m in diameter) that had been bermed and signed off, but the integrity of the controls
appeared to have been compromised by the blast. The Operator tried to get the dozer to climb
out, but the dozer started to slide to the right; the Operator stopped the dozer and climbed out of
the cab on the left side onto dry ground. The back of the cab was submerged in ice and water.

•

Worker was operating 10 Hoe above 6 Shovel and on top of the coal seam cleaning waste from
the seam. While doing so the outside edge of the coal seam cracked and gave away causing the
Hoe to roll approximately 15 meters down the coal face/pile to the bottom. The operator was
wearing his seat belt and said he was knocked around but nothing too severe.
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•

On February 23, 2014 at 1000, 914 Dozer was pushing hanging wall waste off of the G-12 coal
seam to 5 Shovel when 583 haul truck (930 E) made a swing on the right side of the Shovel and
proceeded to back into the loading area. As the truck backed into the face the tail of the box
contacted the hand rail and door of the dozer cleaning the coal seam. No damage was reported
to ROP/FOPs.

•

Operator of 904 Dozer {011), working at 8 Shovel, saw smoke coming from his engine
compartment. He descended onto the right side dozer tracks, discharged one fire extinguisher,
turned off the dozer and discharged another fire extinguisher. The fire suppression on the dozer
discharged automatically, but was unsuccessful in putting the fire out. Mine rescue was called to
extinguish the fire. The operator is unharmed. The dozer is beyond repair. The fire damage
extended from the engine compartment throughout the whole underside including the cab.

•

During the night shift of April 27, 2014 at approximately 2200 a rubber tire dozer (RTD16) was
cleaning up around 6 shovel, a 4100XPB. 6 shovel was loading a truck on the right side of the
shovel. Shovel operator asked for the RTD to clean up on the left side (blind side of shovel). The
operator positioned the RTD using the side clearance flags on the shovel. As the shovel swung
to load the second bucket into the haul truck, the counter weight contacted the RTD dozer and
damaged the RTD’s right fender and top left corner of the RTD bucket.

•

On night shift of May 3, 2014 a haul truck trainee and trainer were traveling down a ramp in HT
594 (930-4 Komatsu) with their second load when the trainee, using the dynamic brakes on HT
594, attempted to activate the RSC brake system and inadvertently shut the engine down. The
truck was a run away and luckily the ramp was clear and the trainee maintained control, top
speeds were 85 km/hr as they approached a flat section while the trainer attempted to fire the
engine up again. The service brakes were applied consistently all the way down the ramp,
extensive damage was done to the wheel motors and brakes.

•

Welder was gouging a 3 inch plate off the top of the sticks and a piece of slag, or gouge rod fell
into workers boot. By the time he was able to remove his boot the slag had burned through his
sock resulting in a burn to the top of his foot. The worker informed his foreman of the situation
who then brought him to first aid. First aid then sent him to the Elkford clinic for further evaluation.

•

There was a Dangerous Occurrence that occurred, whereby a Senior Management Trainer at
Fording River directed haulage truck driver(s) to drive around a roped off area of the 1925 spoil
to dump their load. This area was roped off because of high monitor readings on an active
unstable spoil. A Senior Management official went into the area, put production before safety,
and gave the instructions that compromised the Health & Safety of workers.

On the morning of July 21, 2014, at approximately 6.20 am, 570 haul truck was hauling waste
from the 1910 bench to the 1925 spoil. The truck just finished climbing the ramp out of the pit and
was accelerating on the flat haul to the 1925 spoil when the operator fell asleep and failed to
negotiate a curve driving up onto the berm flipping the truck onto the driver’s side. .
If for any reason you feel drowsy, tired or fatigued while you’re operating your piece of
equipment, please pull over to a safe spot where you can call your foreman, and get out of
the cab and get some fresh air. The above noted incident could have very easily resulted in a
fatality or multiple fatalities at Fording River. Always err on the side of Safety!
•
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Poster Removed From Management
Bulletin Board in Pit Control
The Union called the General Manager requesting that a Derogatory
Poster be removed from their Management Bulletin Board in Pit Control.

The following three sentence Caption was written inside the
Hangman’s Noose

SOMETIMES PEOPLE NEED A HUG
WITH A ROPE
AROUND THEIR NECK

The Union requests the person to come forward, take
responsibility, and interpret your Message for Us!
We thank the General Manager for removing this
Bulletin from their Management Bulletin Board!
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The Union also Requested the
Company to Remove this Bulletin

We would also request the Person who posted this Bulletin to Come forward and
take responsibility. We can provide you with whatever Councelling you need!
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You Must Register for Pharmacare
Do you have a Pharmacare number? All residents of British Columbia are
encouraged to register for Pharmacare even if your income does not entitle
you to the benefits.
You must have a registration number on file with Sun Life when using your
drug card. If you do not have a Pharmacare number and your prescription
amount hits the cap of $600.00 then Sun Life will have your card declined
by your pharmacist until you have a Pharmacare number registered with
Sun Life. If you do not have a Pharmacare number you can register online at
www.health.gov.bc.ca/pharme or call 1-800-663-7100. If you need assistance
or a computer to register online please contact the Union Hall and we can assist
you in registering and obtaining a Pharmacare number.
Once you have your Pharmacare number contact Sun Life Customer
Service at 1-800-361-6212 and inform the customer service agent that you
wish to submit your Pharmacare number to your file. Be sure that you have your
Contract # which is 150038, and your Personal Certificate number, that would be
your man number, and your Pharmacare number. It usually takes one business day
for Sun Life to update your drug card.
If your Drug card is declined for this reason or any other reason, and it is
urgent that you obtain the prescription, then you should pay for your
prescription and manually submit an Extended Health Care claim form to
Sun Life for reimbursement. You can obtain these claim forms on the Sun Life
Website or the Union web-site, or stop by the Union Hall and pick one up
or call us and we will fax it to you.
If you have any difficulties please contact us at any time.
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I’LL GIVE UP
MY UNION CARD
WHEN YOU PRY
IT FROM MY
COLD DEAD HAND
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