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ON THE LINE
Random Drug Testing

This is an update about the Arbitration hearing®ithe
Policy grievances filed by Local Unions 7884 and®3
against Teck’s random, without-cause drug and abtoh
testing policies. The arbitration hearings began in
Cranbrook, BC the week of November 24-28, 2014.
Extensive opening statements were delivered by the
lawyers for USW and Teck. The key legal positiakert
by the Local Unions were that Teck’s random drud an |
alcohol testing policies are an unreasonable exsraf
Teck’'s management rights and an unreasonable imtnu:
on employees’ privacy and dignity.

Following the opening statements, the arbitratbe parties’ lawyers, and reps from the Locals toluitee
Fording River operations. The arbitrator then headdence over three days from 5 bargaining unplegees
from both Local Unions about their experiences woiéing randomly tested for alcohol and drugs. The
bargaining unit withesses gave compelling and Hehlrtestimony which will be of considerable assise to the
Locals in demonstrating that random testing isgngicant violation of employees’ privacy and digniMany
thanks are due to these bargaining unit employeesdming forward to testify to their experiences.

Fred Riehl, Chief Steward of Local 7884, also festiabout the Local's commitment to health an@tyaénd its
reasons for pursuing the policy grievances agairestk’s random testing policies. The hearing resumed
Vancouver, BC on January 20-23, 2015 with testinfomm Troy Cook, Chief Steward of Local 9346, arehD
Lott, the staff Representative of the USW Inteamati Union. They both testified about the impor&an€ health
and safety to the Locals’ members and the Localssons for pursuing the policy grievances.

The remaining two and a half days of the arbitratieearings in Vancouver dealt with the testimonthef
Locals’ expert witnesses, Dr. Scott Macdonald. Basgehe University of Victoria, Dr. Macdonald set
Assistant Director of Research at the Centre fodidiibns Research. Dr. Macdonald’s evidence adaréss
Teck’s (disputed) claims that random alcohol andgdtesting is an effective means of improving waxde
safety. The arbitration hearings will likely resummeJune 2015 with testimony from Teck’s expemegses.
Further hearing days will deal with evidence froeck’'s management witnesses.

While the litigation of the Locals’ policy grievaes has been a long process, the Locals remaindanmtfthat
the law, and the facts on the ground, favors theals) position that Teck’s policies are an unreasbie
exercise of Teck's management rights and an unredse intrusion on the privacy and dignity of afirgaining

unit employees. We will keep you posted about further developments.
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TECK REPORTS UNAUDITED
FOURTH QUARTER RESULTS FOR 2014

Teck Resources Limited reported annual adjusted profit attributable to shareholders of
$452 million, or $0.78 per share, compared with $1.0 billion or $1.74 per share in 2013.
Fourth quarter adjusted profit attributable to shareholders was $116 million, or $0.20 per
share, compared with $227 million, or $0.40 per share, in the fourth quarter of 2013.

“Although 2014 was a challenging year with significantly lower prices for some of our
key products, our operations performed well, setting various production records and
generating positive cash flows at all sites,” said Don Lindsay, President and CEO. “We
continued to focus on conserving cash and maintaining a strong financial position.”

Highlights and Significant Iltems

Gross profit before depreciation and amortization in 2014 was $2.9 billion
compared with $3.7 billion in 2013. Gross profit before depreciation and
amortization was $757 million in the fourth quarter compared with $875 million in
the fourth quarter of 2013.

Cash flow from operations, before working capital changes, was $2.0 billion in
2014 compared with $2.6 billion last year. Cash flow from operations, before
working capital changes, was $522 million in the fourth quarter compared with
$636 million a year ago.

Profit attributable to shareholders was $362 million in 2014 compared with $961
million in 2013. Profit attributable to shareholders was $129 million in the fourth
quarter of 2014 compared with $232 million in the same period last year.

We closed the year with a cash balance of $2.0 billion and in January paid a
$0.45 per share dividend, which totaled $259 million. On an annualized basis our
dividend was $0.90 per share.

Our liquidity remains strong with a cash balance of $1.7 billion at February 11,
2015 and US$3.0 billion available under our revolving credit facility which
matures in 2019.

If we meet our full year guidance for production, costs and capital expenditures,
assuming current commodity prices and exchange rates and no unusual
transactions or events, we should complete 2015 with over $1 billion in cash
without any material change in our overall U.S. dollar debt level.



Bargaining Updates

Line Creek workers who are represented by the Operating Engineers Union
have been at the bargaining table with Teck since May 2014. Teck
presented the Union with a final offer in January of this year, threatening
that if it was not accepted they would lock-out the workforce. In my opinion
the company’s final offer was a complete insult and a total lack of
appreciation and respect towards their workforce. The Union presented the
company’s final offer to their Membership, and the Membership rightfully
responded to the insult by rejecting the offer by 86%.

The company and union met again after the vote and of course the
company gave the usual speech, that they were disappointed with the
Union bargaining committee, that they could not sell the final offer to their
membership. The parties decided to bring in Mediator Vince Ready in an
attempt to move forward, Vince booked out after 1 %2 days as the Company
and Union were at an impasse and the Company refused to move past
their previous final offer.

The Union again had membership meetings on March 9", 10", 11"
outlining their discussions with the company since the previous vote, and
the company’s refusal to move off their final offer. There was another vote
on March 11th after the meeting. The final offer was again rejected by
71.8%. Teck should now understand from the outcome of both votes that
the membership at Line Creek is not going to cower at their threats and
intimidation by accepting an insulting disrespectful offer.

Teck Coal Mountain Operations represented by USW Local 7284 are now
at the bargaining table, and exchanged proposals with the company on
March 10" & 11™. | am sure that this company will attempt to shove the
same crap offer down their throats, with the same threats and intimidation
that they used with the Line Creek workers. Teck Elkview Operations
represented by USW Local 9346 contract expires October 2015, and Teck
Fording River Operation represented by USW Local 7884 contract expires
April 30, 2016, and we look forward to getting to the Bargaining table.

Remember Solidarity is power! We are all fighting for the same thing. We
are fighting for fair increases in wages, pensions, and benefits, which in-
turn will give us a better standard of living in an effort to support our

families! And give us the ability to retire with dignity.
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Continuing from my previous story | would be negligent if | did not outline
the difference between the Teck CEO’s 2014 total compensation package
compared to the average worker at Fording River, and their 2014 total
compensation package. But first | will explain that in today’s economy
$38/hr is not a great paying job. It is above average, however, after all the
tax deductions, and the bills are paid, does it really give the average single
income earner much left at the end of the year? For example; if | am

35 years old, married with 3 children, which is not uncommon in today’s
world. | scraped, and saved for years to come up with a $30,000.00 down
payment on a $300,000.00 home in Elkford. | now have a $270,000.00
mortgage with monthly payments of $1,500.00 a month. Now let me work
out some math from the average single income worker at Fording River.

Mortgage payments $1,500.00 x 12 months =$18,000.00 /year

House Insurance & Maintenance------------------- $2, 500.00/year
Hydro payments $100.00 x 12 ============ $1,200.0 Oyear
Natural Gas Payments $100.00 x 12 months= $1,200.0 Ol/year
Home Phone Internet & TV $175.00 x 12 ====$2,100.0 Olyear
Cell Phone/family $175.00 x 12 months =====$2,100. 00/year
Property & Service Taxes =============== $1,800.00 /year
Vehicle Payments $400.00 x 12 months ==== $4,800.0 Ol/year
Vehicle Insurance $115.00 x 12 months ==== $1,380. 00/year
Vehicle Fuel & Maintenance $200.00 x 12 == $2,400 .00/year
Food & Clothing $1,200 x 12 months ===== $14,400.00 /year
R.E.S.P for 3 kid’s $300.00 x 12 months ==== $3,600 .00/year
Total === $55,480.00/year

Now think about it. Last year the average Coal miner made about
$100,000.00, and after all the Federal / Provincial Taxes / El/ CPP and
other deductions, and don’t forget the extra Sales Tax that were paying on
everything that we purchase, with the money that has already been taxed
once. At the end of the year were paying approximately 45% of our
$100,000.00 yearly income, on taxes, CPP/EI and other deductions.

So after all the deductions (if were lucky) we clear about $55,000.00. The
above noted mortgage payments and monthly bills work out to just over
$55,000.00 a year. Now were in a deficit! And what about all the other
unexpected expenses that always pop-up out of the blue, vet bills, extra
costs associated with braces for the kids, school trips, spending money, a
little vacation in the summer, and a small contribution to our RRSP. Time to
pull out the Visa and create another monthly bill we can’t really afford.
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Teck Executive Salary - All in a Day’s Work?

As | stated previously; we would be negligent if we did not outline the
difference between the Teck CEQO’s 2014 total compensation package
compared to the average hourly worker at Fording River, and their 2014
total compensation package. We know that Teck CEO Don Lindsey’s 2014
total compensation package was well over $10,000,000.00 dollars, so lets
make it an even ten million just to make the math easier, (what's a few
hundred thousand here or there). Keep in mind that Don Lindsey has been
employed at Teck since 2005, that’s ten years of service.

Now let’s say the average worker at Fording River has been employed
since 2000 and has 15 years of service, and that his 2014 total
compensation package is $120,000.00, this would include all wages,
benefit, and pension contributions, including bonuses, and a couple
hundred hours of overtime.

Don Lindsey could leave after his third day of work in January and make
the average workers, 2014 total compensation package of $120,000.00.
Yes, if my math is correct Mr. Lindsey would only have to work 3 days to
make our yearly total compensation income of $120,000.00.

And they have the audacity to tell the workers at the bargaining table that
they can'’t afford to give them a decent offer, so that they are able to
adequately provide for their families. And when the membership say’s NO
to their offer, they threaten to lock out the workers!




USW Teck Chain Locals Conclude Successful Strategic Meeting

The United Steelworkers "Teck Chain" has concludeddays of successful and
productive meetings in Trail, B.C. where local uri@came together to discuss a
number of issues important to Steelworkers whceanployed by Teck Resources.

USW Locals 7619, 1-424, 480, 7884, 9346, 9705, ,j28%d by District 3
Director Stephen Hunt, Staff Representatives Dedt) Keith Turcotte, Sean Ball,
along with District Staff Ron Corbeil, Jessie Uppald Brad West were all part of
the strategic discussions that took place.

The importance of standing together, shoulder tmler was recognized by the
leadership of all USW locals. Each local spoké®increasingly aggressive
attacks by Teck. Their approach is obvious, amihdb see, they are seeking to
divide Steelworkers in the hopes of picking uséf by one. They believe by
doing so they will be able to achieve unprecederaédacks.

In the run up to bargaining, Teck always beginsriopoverty. And right now, it's
no different. It's the same, old, tired messagg'tle always tried. And just like in
the past, it's not supported by any facts. Temkis audited financial statements
clearly show that they are an extremely profitatieporation that continues to net
massive profits each quarter.

Now, more than ever, every Steelworker in everi dperation needs to stand
together. It's how we achieved what each memheermily enjoys in his or her
collective agreement, and it's how we'll continoi@ake progress at the
bargaining table.

Coming out of the meetings there is a strong comerit to speak with one voice
and stand united and together. The leadershigldd&W locals are working in
solidarity to coordinate its efforts to ensure tisteelworkers employed in every
Teck operation are treated with the respect anchéss they deserve.

Other key issues that were discussed included:
The inappropriate use of temporary foreign workers
Apprenticeships
Health & Safety

Environmental issues, including an update on theiM&olley tailings dam
failure

Drug testing

The Teck Chain represents nearly 5,000 members ritigh Columbia.
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Together, we have made progress but we must Keep
Fighting for Safer Workplaces

Unions are about more than decent jobs for workidre.labour movement also works to make
workplaces safe for everyone. Yet, each year thuisaf Canadians are killed or injured on the
job or die from work-related diseases. In 2014,0lG@nadians died because of their work, but
we know the numbers are higher because officialréig only capture those who received
workers’ compensation benefits. Hundreds more e funder-reported illnesses and
occupational diseases that go unrecognized indhmpensation systems.

Despite the frequency and tragedy of these dea#fugigent corporations that kill workers face
little public, political or legal scrutiny. Whilegtice routinely investigate and lay charges related
to homicides, different rules seem to apply to vpteike fatalities. We should not tolerate a
situation where companies wilfully neglect healtid 3afety measures that would prevent injury
and death. For example, nearly two years afterraBuake, B.C., explosion and fire took the
lives of two workers, it was announced that neittreninal charges nor charges under the
provincial workers compensation or occupationaltheand safety legislation would be

laid. Justice is not being served. We must haveotigh scrutiny for potential criminal liability

on the part of those employers who are negligent.

Governments have a responsibility to properly esddrealth and safety laws and the criminal
code. Yet the same politicians who claim to be koo crime are soft on corporations
responsible for workers’ injuries and deaths.

This amounts to unequal treatment before the lath, avfferent rules for investigating fatalities
in workplaces than for those occurring elsewheagrniéss works only if corporations and their
representatives are held accountable — in the saygerpetrators of other crimes are held to
account.

On April 28th we mourn those who have died. Howetrex deaths of these workers are also a
reminder that all levels of government must do morenforce our Health and Safety laws and
vigorously prosecute violations when a worker itekli or seriously injured. It is time for fair
and equal treatment before the law for workplagéries and deaths. Together we have made
good progress protecting workers’ Health and Sadfatywe have to keep fighting for safer
workplaces for everyone.

Day of
Mourning

April 28




Going Home Safe and Healthy Every Day!

A phrase that sounds like our safety is being nooad in the most effective way
no matter what the cost. It makes our families thiedoeople in the community
feel that a company has your best interest in mmdhatter what. If the phrase is
to be displayed with any kind of pride all the fashould be on display for the
workers to see. Therefore the minutes of the OHS1Id reflect accurately the
ongoing problems and questions that are being askedmonthly basis by the
committee.

The OHSC committee has asked for months for therdasitoring results so we
can figure out whether we are Going Home Safe agalthly Every Day. Last
meeting we where told NO we pay for the test sadisealts are ours. Yet these are
not reflected in the minutes. For years our congaitias been trying to get proper
air circulation in the welding shop so we can GartdécSafe and Healthy Every
Day but it is still on the minutes.

On regular basis incidents happen on site thaha@ireeported or investigated
which goes against the Mines Act. Some are invatgdbut only by the company
if there is no wrong doing by an hourly employeénafY questioned about these
incidents our committee members are told we anegogdiculous there was either
no incident or, now that the scene has been cleameahd the evidence is cleared
away we will look into it. You can only imagine hampossible it is to chase that
tail. This issue has also been on our minutesdarsy

As a committee a small group of people take or@bkath task of trying to hold
parties responsible for there actions. It can tselyompared to being beat up by
your brother and expecting him to tell your fattres truth and take on the
punishment that he deserves. In what sounds Iik@sh analogy this is what it
feels like to be on a committee such as this. Uryather brothers and sisters did
not see the acts for themselves did it really happeare you just causing trouble
for personal gain.

Fact is there is no personal gain to be on a coteeiike this there is only the
satisfaction that at the end of the day you trai that everyone really does go
home Safe and Healthy every day including yourgadep in mind the people on
committees such as these; work beside you andkposed to the same dangers as
you.



Condolences will never be enough

More than two years have passed since an explosion at Babine Lake
sawmill in Burns Lake killed two workers and injured 20 others. Just three
months later, on April 23, 2012, an explosion at the Lakeland Mills sawmill
in Prince George killed another two workers and injured 22 more. Since
then workers and families are left wondering why so little has been done by
the Provincial agencies responsible to improve the Health and Safety of
workers in BC mills.

WorkSafe BC recently released its findings into the Babine Lake explosion.
Its primary conclusion, these deaths were preventable. Knowing this, it's
unfathomable that at no time did WorkSafe BC, the Criminal Justice
Branch, or the RCMP make any serious efforts to determine if criminal
negligence occurred. This despite legislation passed unanimously by our
Parliament just a decade ago that amended the Criminal Code to ensure
employers who wilfully fail to protect the safety and lives of workers they
employ could be found criminally liable for negligence. These changes
were a response to the horrible coalmine explosion at Westray Mines in
1992 that killed 26 people. It was hoped the law would prevent similar
deaths from occurring elsewhere in Canada.

To date this legislation has never been applied in BC. No criminal charges
were laid following the death of millworker Lyle Hewer despite
recommendations from the local police or even following a successful
private prosecution by the United Steelworkers. No criminal charges were
laid following the death of farm workers transported in shoddy,
unmaintained passenger vans.

No criminal charges were laid following the death of Sam Fitzpatrick, killed
while clearing rock for a hydro project at Toba Inlet, despite raising safety
concerns with his employer. No criminal charges were laid against the
owners of a mushroom farm, after the boss ordered workers into what
would be no less than deadly conditions. To date no criminal charges have
been laid in either of the recent sawmill explosions. The pattern is very
clear when it comes to workplace deaths and serious injuries, employers
are given the benefit of the doubt, while workers are discouraged from
complaining.



Why? In short, it's because workplace injuries and fatalities have become
an acceptable cost of doing business for too many employers and the
provincial safety and prosecutorial agencies responsible for holding them to
account. Over and over again corporations appeal for the right to be treated
as citizens, then the same companies silence that tune when it comes to
workplace fatalities. First corporations are too big to fail--now they’re too
big to jail.

In the case of Babine Lake, and the same appears to be true regarding
Lakeland, instead of any charges being laid, criminal or regulatory, all we
see is inter-agency finger pointing, and no serious commitment to change.
Can workers be confident a similar explosion won't happen again, NO! Can
workers and their families have any confidence that organizations
responsible for health and safety are doing their utmost to save lives? Not if
they read WorkSafe BC’s own report or a recent review by the Deputy
Minister to the Premier? Neither report questions whether WorkSafe BC did
enough to prevent these deaths, or why they did not even consider criminal
charges.

While now promising to establish a protocol between police, safety
agencies and crown counsel--something United Steelworkers have called
for well before these deaths-- is a helpful step. But it's far short of the
cultural change that needs to take place to prevent worker deaths. Imagine
if impaired driving or domestic violence were treated in the same manner
as worker deaths. Just as these crimes are unacceptable to society, so too
is the killing of workers. Just as criminal charges are a known deterrent
factor in the former, they can have the same value in preventing workplace
killings.

Condolences will never be enough for anyone who has lost a family
member. Even more so knowing these deaths and life changing injuries
were no accident. Our solution is simple--if we want to stop the killing we
must enforce the law.

Since 2000, over 10,000 Canadians

have died because their employer failed
to keep their workplace safe

Meanwhile... not one employer has gone to jail
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A fireball shot into the air at the Babine Sawmill in Burns Lake on January
20, 2012. Two workers were killed, dozens more suffered severe physical
and emotional trauma three months later, with no answers to why the first
explosion happened another two workers were killed by an explosion at the
Lakeland Sawmill in Prince George, B.C. Today workers are still looking for
answers.

Christy Clark decided against calling a Public Inquiry, preferring instead a
Coroner’s Inquest. But the Coroner's Inquest is a disaster. The former head
of WorkSafe BC declined to testify and answer questions.

WorkSafe BC also turned down access to a private investigation by one of
the mills' owners and then did not tell an ongoing inquest about the
existence of this extensive hidden evidence!

The Coroner's Inquest promptly adjourned indefinitely because as
explained by the lead government lawyer it will take weeks to review the
new evidence and arrange for the new witnesses to testify.

We created the petition because the public deserves the full facts of the
case. Workers and their families deserve answers, not a cover-up.
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“The inquest has heard how WorkSafe BC'’s failure to carry out its
mandate to ensure the health and safety of workers resulted in a
complete mishandling of sawmill safety both before and after the
explosion,” said Stephen Hunt, Director, USW Distri  ct 3 “Despite this
tragic failure to do its job, the agency is not bei ng held accountable.”

Now that the Coroner's Inquest proved to be a mess, it is time for the
people of B.C. to call for a Public Inquiry so that families can get the

closure they need and that policies change to stop any future deadly
explosions.

Only a Public Inquiry will compel WorkSafe BC, the owners of the saw-mill
and everyone involved with this tragic explosion to answer the important
guestions of why this happened and how the investigations were so badly
botched. To date Christy Clark and her BC Liberal government have
refused to call a Public Inquiry. Our hope is that with enough public
pressure we can collect thousands of signatures on this petition, and
convince Christy Clark to keep her promise to the workers and families of
Babine Lake and Lakeland sawmills. Please sign it today and pass it along
through your networks.

We Would Request that Every Member go to the
Following Link and Sign the Petition and Pass it on to
all of your Social Media Friends

We launched a petition to call for a Public Inquiry, please
sign the Petition at: http://inquiry-usw.nationbuilder.com

If you go to our Web-site at USW7884.com and you will find a

Direct Link to the Petition
12



Telecommunications Workers Union and
United Steelworkers Announce Merger

In a referendum, members of the Telecommunicat@asgkers Union (TWU)
have voted 73.7% in favour of joining the Unite@&workers.

The merger agreement takes formal effect on Jariyd@915, but both unions will
kick off joint activities immediately. The agreentémcludes strong, mutual
commitments around Collective Bargaining, Educat@drganizing and legislative
action.

"With the USW's extensive International networkafiies and resources and the
TWU's deep expertise in the sector, our newly nektgeion can become a global
leader in the telecommunications sector.

The Telecommunications Workers Union (TWU)has a proud 70-year history of
representing communications workers and workerslated fields. They represent
12,000 members across Canada that work for telecomaations companies like
TELUS and Shaw Communications, as well as workerslated fields.

The United Steelworkers (USW)s a diverse private-sector Union with 225,000
members working in every region and sector in Canad
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Grievance Report

1) We are awaiting an Arbitrator’s decision concegnihe right of an

employee to retire. The employee was to attend@mdine meeting in
which the Employer was going to terminate him. €hgployee decided to
retire before the meeting occurred and notice wast® the Employer. The
Employer did not accept the resignation and proegedth the termination.
It is our position that it is an unfettered riglitamy employee to retire or for
that matter resign their employment at any time iarsdnot subject to
Employer approval.

2) We did an arbitration in Cranbrook where two eogpkes who were in an

acting supervisory role decided to remove a lock employee who had
gone home and forgotten to take their lock off.ikiknbther cases, no one
was at risk; nonetheless the employees shouldfofleeed the lock-out
rules and contacted the Loss Prevention Officgreagolicy. The Employer
saw fit to give both employees a Step 4 and a myosdispension and the
Union argued that the discipline was excessivehRotployees had
excellent work records which the Employer ignoM&k await the decision.

3) We were scheduled to go to arbitration on Aprint 2, 2015 on another

lock-out case, where the Employer gave both empl®yatep 4's even
though in our opinion they did nothing wrong. Thaoyer finally decided
to drop the discipline only days before the hearihgas unfortunate that
the management members who determined that Stepe#ésappropriate
did not give this matter more consideration atstagt. We would also like
to thank the employees who came forward and madsytclear that they
did not approve of management’s discipline deciswell done.

4) We will be going to arbitration for an employebaweceived Step 4 and a 4

shift suspension for not reporting a concern thatrack was not operating
correctly.

5) We will be going to arbitration over the termiatof an employee who hit

a power line while his truck box was in the air.
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6) We will be going to arbitration over the Emplogemisuse of promoting
employees to acting supervisory positions.

7) We recently lost a decision as it relates tatianoing scheduling. The
Employer wanted to move more employees to a dityssinedule from the
two day / two night schedule. The dispute arosaibge the Employer
wanted to separate the shifts for vacation pugpdSe even thou both
groups worked the same shift, they were beingraggd because of their
hours of work. Our main concern was that a jupenson on two days / two
nights would get vacation time when a senior pe@odayshift would be
denied and the Employer could transfer the sgreoson to two days / two
nights to cover for the junior person who wasarffvacation. At the hearing
the Employer said that they would not do thatsTikithe first time the
Employer has done this and sometimes it's bettbave a third party (an
Arbitrator) decide the matter or define the right@mployees and
management in interpretation issues. We will dios®nitor the situation
and hope that further disputes do not arise. Ifsdack to arbitration we
will go.

7) We have received a lot of complaints over faigmton some of the crews
in mine op. The Union filed a policy grievance &t gnformation from the
Employer on whether junior employees were beingnated to higher
paying jobs or receiving training while senior enyges are not been given
the opportunity. This was not a grievance againgtcd our junior members.
Some of those employees made it clear they felag an attack against
them. We assure you it was not. When we receiveptants we are
obligated to investigate the matter. Sometimesrtiet mean the need to
file a grievance to get the information from the@oyer. We are continuing
to investigate this matter. In the mean time werdtie following;

a) All training is to be offered by seniority.
b) All promotions are to be offered by senioritwafple — Truck Driver
promoted to Equipment Operator or Nicholson ofl®dr Blasting Crew.

The Employer must offer these temporary positionseniority and also
any required training.
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c) Some jobs like Haulage Driver have a numbeeqtirements that do not
involve Haulage Driving, For instance, the CabteW Water Truck, etc. It
IS our position that these duties should not at\ag offered to the same
people and respect must be given to seniority vaheosing who is
required.

d) If an employee is vacant from work for a periodger than 45 days, the
Employer must post a temporary bid. There are smnditions to this
requirement and if you have any questions pleabeis or send us an e-
mail.

8) We will be going to arbitration for an employeboweceived Step 3 for
using an improper tool.

10) We will be going to arbitration for employee avteceived Step 3 when he
made a mistake when changing out a wrong parteiff@oyee caught his
mistake and corrected it. The Employer felt a Steyas appropriate
because of what “might” have happened if the rkestaas not caught. It's
unfortunate that we now have to arbitrate the ‘Whs.

11) We have a number of our members who have hesgresded or terminated
as a result of placing various items in the oderswitch on their haul
trucks. It is obvious that this problem is widesgd which to us means that
this practice has been condoned for sometime. tdthpehe Employer will
not discipline a few, to get the message outltthat the manipulating of the
override switch is not allowed. It is our opinitrat to firmly tackle this
problem, each employee should personally be icigiduon this proper
procedure or rule and that any future Haulage édsi\be trained properly on
the override switch’s operation.

12) The Drug and Alcohol Policy grievance will cionie this summer. The
Union has completed its case and we now awaiEthployer’'s case. We
remain committed to winning this dispute and mglsaore that all our
members who have had to provide a test receiaeegptable monetary
award for the serious breach of their privacy tsgh

13) We have a number of other disputes on the giohidve not fully
developed. We will report on them when we can.
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Work to the Rule

Normally, a work to rule campaign is a Union iriti@ designed to slow down
production. What happens is all Union members egeired to follow every rule

or policy to the letter. This would also requireraembers who cannot remember a
job procedure to request a review of the procetafere the job proceeds. This
would also include all Equipment Operators or Hauick Operators to operate
their machinery at speeds that are comfortableeamt Remember the golden rule
“Drive to the Conditions”.

Now we are certainly not calling for such an irtitia, however we are asking all
members to follow the Policies / Procedures asseat Teck. If you're unsure
about a job procedure, ask before you do it. Thesange is “stop taking short
cuts”. You might believe that you are helping Teckbttom line if you do take a
short cut or speed etc... Guess what, Teck has madeyiclear that they don't
want this kind of help and if you're caught theylwliscipline you up to and
including discharge.

If you see a fellow member doing something wrondedicthem, rather than
running to management later that day. If you geassed by anyone for following
the rules we will immediately take them to taskydli have any questions, please
call the Union Hall.
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Courageous Safety Leadership

How good is your Safety Leadership?

Employees cannot change the culture of your orgéiniz; that power resides
with leaders. A core set of safety best practiassyell as leadership’s
transformational style, has a predictive relatignst the culture of an
organization and its safety results. Once we unakdsthe strengths and gaps
in our safety leadership behaviors, we can reigfovbat their doing well and
attempt to improve the areas that need help. &y ¢o believe others judge
your intentions based on your words, but what atisee and judge are your
behaviors.

Have you earned the right to engage the hourly woikrce?

People will treat your organization the way the or@nization treats them.

As leaders, you need to develop relationships wigmployees as real people
not economic units. You need to show that you reglicare. Earning the

right to engage employees is critical to any new dravor.

Creating a culture of commitment requires you keta step back and look at the
big picture. You need to ensure site leaders, gzgdonal decisions, and
processes and procedures are creating a valuaféay sYou also need to
empower people to exercise good judgment. Focusiritpe way’s leaders can
build a robust culture is the first step to deveigmn environment in which
people not only follow the rules, but live them.

Having meetings with the haul truck drivers antiriglthem that they must
drive to the haul trucks potential, and not to itlogvn potential, creates a
negative impact on the Safety culture.

Telling workers that if they don't like it here,a@uit and go work
somewhere else, creates a negative impact on fhty 8alture.

Having a dysfunctional Occupational Health & Safétymmittee creates a
negative impact on the Safety culture.

Having your favorite & special employees who geifprential treatment on
the shift, creates a negative impact on the Safdtyre.

Management not walking the talk when it comes tadgha Courageous
Safety Leader creates a negative impact on théySafure.

Disciplining workers for every mistake they makesates a negative impact
on the Safety culture.
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Working Together to Resolve Workplace Issues

Management and Union Reps on every shift needue Aaooperative working relationship in
order to have a smooth running shift, and advamgeaduction and safety. The expectation of
cooperation is that both labor and managementrgaire from their relationship through
cooperation than they could achieve without it. Umeon Rep on the shift is a direct link to the
unionized workforce, and when the Union rep hass#reor foreman’s cooperation in resolving
workplace issues, worker production, safety andateawill improve.

High morale on the shift is essential to successismostly influenced from the top down rather
than from the bottom up. Senior foreman that eré@at morale in employees do so from the
top-down command and control mode, which implieg #mployees’ do the listening and the
foreman need not reciprocate.

Creating positive morale is accomplished througlivarsified approach to relationship building
between the senior foreman on the shift and therurgp. A senior foreman who implements
this relationship and addresses the concerns ddrtipdoyees reinforces their sense of value,
which in-turn increases production and safety aness.

By prohibiting open dialogue on workplace issube,foreman is denying himself a firsthand
view of problems that exist on the shift, whichurther exacerbate the workplace issues,
leading to employee mistrust, disrespect towardsagament, and a reduction of morale and
workplace motivation.

These are the performance numbers for the shifts fr om March 1st - 10th, 2015

First Hour Last Hour Total mined

1st place: H shift 5248 1st place: H shift 11979 1st place: H shift 130689
2nd place: | shift 4402 2nd place: | shift 11303 2 nd place: | shift 129960
3rd place G shift 4100 3rd place: G shift 10883 3r d place: G shift 115345
4th place F shift 3071 4th place: F shift 9748 4th place: F shift 110180

After discussions with the shift Union Reps | haetermined that the Union Reps who have a
positive productive relationship with their foremamindeed make a difference. The H Shift
Union Rep’s maintain a positive working relationskiith their senior foreman on the shift,
where they have an open dialogue, whereby theyissand resolve workplace issues as they
arise on the shift.

Unlike F Shift where it seems that the senior faaardoes not reflect the same approach, and
thrives on the archaic master/servant (commancanttol) mentality, which creates a negative
influence on the morale of the workforce.

| want to make it very clear that my outline of @f@ove noted production numbers are not a
reflection on the abilities of the workers on FhifSor any other shift, as | am totally against
any form of competition, as competition amongsttskanly promotes an increase in the
incident/accident rates on the mine-site, and eseahimosity between the shifts.

My point being; that shift Union Reps and Seniordfoan must work together to create this
open dialogue of resolving daily workplace isswelsen this occurs it will in-turn have a
positive reflection on the morale of the workerstloat shift.
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Shadesf Grey

In a recent safety meeting a management membeddtadt the lock out
procedure has grey areas. An employee receivezpaldor not locking out while
other employees that did not lock out received NON@ It is very clear that it
depends on what department one works in as to whatlock is required. There
iIs NO grey area.

The lock out procedure is NOT enforced equally s€ithe site. Some departments
require lock out to lookt the equipment, while others can workequipment
without locking out. One wonders as to why thiandabe. The time it takes to

lock out reduces production therefore no locksrageiired! When several
operators were asked on how to do their jobs thgorese was “to do the job
quickly and efficiently.” Obviously “Safely” is éaer a footnote or an after
thought.

In light of what has happened some changes argdgoibe made. Apparently
some management people are in the process of draupiffoot prints”. Recently
In the maintance department a Kevlar sling wasloaded and the failure
indicator on the sling was ripped. Management dttighe workers NOT to
destroy the sling as this person was going totusger. A supervisor later told the
employees to destroy the sling. The supervisorteldshat the sling could not be
destroyed as “a person upstairs” gave direct ingtms not to. After some
discussions the sling was destroyed. Why woulpéison upstairs” want to use a
sling that has indication that it had failed intaiy. |Is this a person who is going
to draw up these new “foot prints”? Why would “fqoints” be needed to even
further complicate the procedures in place?

If your toe nail is across the line while holdingiace of paper we all know where
those “foot prints” will end up. On your backsidére these foot prints going to
be the same for everybody? Locking out is not #mesfor everybody so why
would the foot print be the same?

Apparently if a person is in possession of thedogk that person is in control of
that piece of equipment. We have people that agmtbie equipment and stop
anybody from going on board and running it justduese they are in possession of
the log book!!!! Another reason for not locking auas that there was a
“reasonable assumption” that there is no one etsend. What is reasonable about
one person with step 4 and the other with nothifip@re is nothing reasonable
about it. The only thing that you can assume isstep 4 will be printed and
handed to you if you are in the wrong department.
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You're Box Override Switch

It has become apparent that some operators hawedetstood the box up
override switch issue. A lot of operators are gsijamming device on several
occasions such as the spreading of loads. This reseds to be cleared up so that
there is no confusion in the future.

No one will everjam the box up override switch_with
anything, at any time for any reason.

If it is not possible for you to spread the loaddoany other job, without
jamming the button with a foreign object, you BI®T to do that job. As to the
shades of grey, they only exist if the printeros lon ink when printing the

discipline.
The Modern Era
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Line Creek start-up problem impacted Fish

A die off of fish in the Elk River watershed latest year was the result of the start
up of the line Creek Operations. A total of 74 agesal fish were found in the area
between October 16and November'® prompting a review by the Company.

The review conducted by Teck of the fish mortalitgident has determined that
the mortality was caused by nitrite in the fishcombination with low dissolved
oxygen in the aquatic environment and other carestifs in the treatment facility
discharge water, including ammonia, hydrogen seléidd carbohydrates that are
normally managed within the biological treatmeraqgass.

The constituents were released as the result afldgm with the startup of the
plant, which caused constituents that would nowriadl removed or consumed
during the process to be discharged.

“We accept responsibility for this unfortunate ocence and are now working to
restart the facility and implement measures to @néa reoccurrence”, said Robin
Sheremeta, Vice President of Coal Operations. “Teclommitted to learning
from this incident and implementing the measuregsgary to maintain water
quality and aquatic health in the Elk River wateh

The West Line Creek Water Treatment Facility wasediately shut down
following the incident. Additional staffing and imgwved monitoring, process
controls and incident response are being implendetotprevent a reoccurrence. It
is anticipated that restart of the facility willdie in mid 2015 with full operation
achieved in the fall, the company reported.
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United Steelworkers Organizing Greenhills

Labour organizers from the United Steelworkers drace in the Elk Valley
organizing the miners at Greenhills. Alvin LukinéhW SW Staff Rep/ Organizer,
said, “following requests from the workers at Gia#s over what he termed as
unresolved issues, employees want Fair Represamiatid a contract that is black
and white”. The organizing campaign has kickedaofd is in full gear to unionize
the employees at Greenhills.

The United Steelworkers has informed the Mine Manag Greenhills that an
organizing drive is taking place and to respectptozess as the employees at
Greenhills have to right to be unionized. USW hdiscated the employees at
Greenhills on the benefits that the USW can protadine workers if they decide
to sign on. The full time USW organizers are stgymthe area for the duration of
the campaign. We’'re here to work for the workeraployees at Greenhills will
make their own decisions as to what's in their dgst interest, but they will have
the strong support of the Steelworkers to back therm now up to the employees
at Greenhills to come out to the informational nmegs that are slated in their
communities, we want them to hear both sides ostbey and ask all the questions
necessary so they can make an informed decision.

Just take a look at what Teck is doing at Line €ré@eck can’t be trusted it's all
about cooperate greed. Just think if the 4 coakmin the Elk Valley where all
non-union, what would the working people receivevages and benefits; the bare
minimum. Remember what Teck is telling its empl®yaeGreenhills, you do not
need a Union because you are the highest paid sniméne valley.

Far from the truth, the company has the employe€&seenhills believing that

they are special and will piggy back off of FordiRtyer, whatever they get
Greenhills will get. Employees at Greenhills aractegng out for your support, take
the time to talk to your friends and family tha¢ @mployed at Greenhills and
inform them what the Steelworkers have provided od your families.

Let's take a look at what Teck did to the employae&reenhills. They previously
told the employees at Greenhills that they wouldb®oreceiving the wage or
pension increases that were scheduled to taket ddacary 1, 2015. As soon as
the Steelworkers showed up to organize, Teck goesicand held lunchroom
meetings to informed their employees that theyfoadd some money and would
now be receiving the 4% wage increase startingl Afi2015. Goes to show you
that Teck can’t be trusted!
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Just think about it; Greenhills is now bargaining dll the other Steelworkers
mines in the Elk Valley, they just received a 4%geancrease and the mine
manager has promised the employees that he is gwiatk to Teck about getting
an increase into their RSP Plan.

Look at the bargaining power in the Elk Valley or@@eenhills joins the
Steelworkers. Coal Mountain has started negotiatitig Teck, then Elkview and
Fording River, wouldn't it be great to have Gredishalso at the bargaining table.

It's everyone’s future at stake, it's time for #ile miners in the valley to work
together to secure our futures. We sometimes dappieciate everything we have
in our collective agreements; we have to rementiegrall the union activists are
just volunteers trying to protect our collectiveegments. That is all the
employees at Greenhills are asking for nothing mquseFair Representation.

If we think we have it so bad at our place of emgpient just think what happens
to those workers that are non-union. Teck doeseavieatit wants at Greenhills no
seniority language, no job posting procedure, damugloyees have no rights at
all and can be let go at any time and never gealled. Some casual employees
have been employed for 2 years and do not recal®anefits until they get hired
full time. Employees are afraid to speak up arttefy do their job is on the line.

Teck safety program (CSL) Courageous Safety Lehgees Greenhills is a farce,
employees are afraid to bring up safety issuesfose unsafe work because they
are afraid of being disciplined or bullied by thsupervisor, once again production
over safety. Employees at Greenhills have informedhat not all incidents and
accidents are reported and there is no safetytigati®n held to determine how
the accident occurred.

Without strong Union representation, employerddaroften adopt a “Blame the
Worker” approach to safety. Union Workers can repasafe conditions or injures
and know they are protected from retribution.

It's about the working people being treated faitiyt were not for the coal miners
in the Elk Valley what profits would Teck make? Ramber we are the backbone
of this company, and their most reliable resoufgg/one that would like to come
out and help support the organizing campaign plgageme a call 250-318-009.
Be great to have you out to support the workefSraenhills.
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Show Your Union Card

1. 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. Elk River Guiding Company Fernie, BC - 15% off

8. Gear Hub Sports (**NEW**) 15% off

9. Corrine’s Carpet Cleaning about 15% off and NO taxes.
(works out to about $0.22/sq.ft. depending on size of area)
- Servicing Elk Valley and the Crowsnest Pass

- Call 250-430-7020 or 250-425-9961 for a quote.

10. The Good Earth Natural Alternatives — Fernie 10% off for
vitamins and supplements

11. Gerick Sports 5% off hard goods 10% off soft goods at regular
price.

12. W.E. Insurance (Home-Auto)

Call 1-800-663-4200 in BC (Auto not available)
Call 1-877-787-7021 in all other Provinces.
W.E. Tax Services 1-800-845-1181

13. Marks Work Warehouse — 10% off
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Always know your Negotiated Sunlife Benefits

Members are continually being sent the wrong reimbursement on their eye
glass 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 periodically get calls from workers
who are only being reimbursed $150 when they should be reimbursed
$300.00. 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.

You Want to Rent the Union Banquet Hall?
250-865-2223
$150.00 for Members
$300.00 for Non-Members

Your Local Union Web-Site
(Can be found at) usw7884.com

Every third Wednesday of the Month @ 5pm
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Union Representation (When Do | Need It?)

Our Collective Agreement allows for Union representation for certain
circumstances. Firstly, Article 7:03 contemplates that a variety of disputes
or complaints may arise from time to time. You should first talk to your
immediate supervisor and hopefully resolve the issue. If you cannot reach a
resolve, a Shop Steward should be contacted so that they can provide
advice and meet with a member of management to discuss the complaint
or dispute. When discipline is being contemplated by management, you
have the right to Union representation; management must offer you the
option of having a Shop Steward present.

It has been our experience that all workers who face a possible disciplinary
meeting should always exercise their right to representation. The Shop
Steward is there to advocate on your behalf, they will have knowledge of
similar incidents and the past practice. They will make sure the issues are
properly identified up front and have the opportunity to provide you with
guidance. Sometimes, the issues are clear and the Shop Steward will make
sure that notes are taken to reflect the meetings discussions. In many
cases, the Shop Steward will be able to provide argument and ask
guestions on matters that you did not think of. The right to representation is
one of the most important rights that you have so take full advantage of it, if
you have any questions call us at the Union Hall. Stop by or send us an
email. 250-865-2223 or usw7884@telus.net
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W.C.B. Report

As we have a lot of new members it is importadietail what obligations are
expected of you if you suffer an injury at work.

1.) Always report the injury to First Aid as soos@ossible. To often workers
believe that the injury will resolve on its owngdaihey don’t report it. This leaves
it open to WCB to refuse the claim if problems igérs

2.) Make sure that the injury is documented propesome workers limit the
extent of their injury problems. For example: yodfar an injury when you are hit
by a shovel. When you report it you only mentiair yawer back because that's
what really hurts. You don’t mention the slighteswgss in your upper back/neck
because it isn’t too bad at that time. Later onyb®several days, your neck gets
worse. WCB will then deny your claim because ydundt report this problem.
Make sure the First Aid attendant has documenten giaim properly, and ask
for a copy of the report.

3.) Seek medical attention. If your injury is sessee a Doctor immediately. This
decision is yours, not the company’s. We all recogthat not all injuries need to
be addressed by a Doctor, but do not put off seaibgctor if problems persist,
otherwise WCB will deny the claim because of |daleporting thus it was not
serious. Make sure the Doctor correctly documeats glaim and sends his
report to WCB.

4.) Contact the Union Hall. We will assist you iakimg a claim to WCB. Yes, you
have to report your injury to WCB. It does not reatihether or not you miss time
from work. If anyone has any further questions rdgey WCB, Please contact the
Union Hall.
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