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Letter to the membership 

USW Local 7884 Membership 

The year of 2020 has come and gone, and I could not be happier to have that year behind us. 

From the outbreak of the COVID-19 pandemic and the continuous flow of related struggle’s, 

followed by a horrendous year in health and safety with nearly thirty Dangerous Occurrences, it 

is safe to say we will not ever wish for another year like that.  

All of you have made countless sacrifices to keep Fording River operational through these hard 

times and that does not go unnoticed. The Union and the Employer will continue to reevaluate 

shift start times and many other COVID protocols as the roll out of vaccinations proceeds. I 

know many of you are eager to get back to working 7:00-7:00 shift starts and all of us are ready 

to get back to a bit of a normal, but we must ensure we do that only when it is safe to do so. 

The Union will keep you updated and educated on any new developments related to COVID-19.  

When looking at the numerous Dangerous Occurrences in 2020, it is extremely clear that we 

have failed regarding Safety on site. It is of the utmost importance that both the Union and the 

Employer reevaluate the existing plan of Health and Safety at Fording River Operations.  

It is important that many changes happen regarding the Union and Company Health and Safety 

departments, but the burden does not stop there. We must all stay vigilant and speak up when 

it comes to our safety and our co-worker’s safety. Many of the Dangerous Occurrences in 2020 

could have been prevented if someone had spoken up about the situation. Investigation after 

investigation proved that many individuals identified hazards prior to a major incident 

happening but they made the choice to not speak up. They made the choice to stay silent and 

hope nothing happens! They made the choice to think that maybe the next person will call that 

in! I do not blame these individuals, but I do want us all to learn a key lesson from the choices 

they have made. That lesson is to not worry about what others may think if you ask a question 

or point something out, JUST SPEAK UP!  

No matter how big or how small, if you see something that looks or feels unsafe, it most likely is 

unsafe. Together we can make this worksite safer for everyone!  

Bargaining has commenced between the Union and the Employer and I could not be happier 

with the bargaining committee you have all selected. This group has proven to put in the extra 

effort, and they are ready to work at a moment’s notice. They continue to rearrange their lives, 

adjust their schedule’s, and come to the table day after day eager to provide the membership 

the best possible contract.  As your bargaining committee works through finalizing Non-

Monetary proposals with the Employer, we are expecting to exchange Monetary proposals 

around the start of May 2021. After we have exchanged Monetary packages with the Employer 

your bargaining committee will be holding crew meetings to explain in detail all the proposals 

on the table. We want each one of you to see exactly what we are fighting for as we want you 
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to be educated prior to voting on the contract. Our next bargaining dates for Non-Monetary will 

be April 7th-9th, 2021.  

Elections for your Local Executive are also happening in April with the vote taking place from 

April 12th- 17th. Nominations are now closed. You will see on the following page all the 

nominees for various positions. I would like to wish all the nominees the best of luck and I urge 

you all to get out and vote.  

Lastly, I would like to thank each one of you for allowing me to represent you as president of 

Local 7884 for a second term. I feel we have made large strides in the last three years and I am 

looking forward to what challenges the future brings.  

Thank you all for allowing me the opportunity to work for you.   

Solidarity Forever, 

Adam Connell, President 

USW Local 7884 
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Steelworkers Humanity Fund 

         It is truly amazing what the Steelworkers Humanity Fund accomplishes, both within 

Canada and around the world. Our contribution of just one cent per hour goes a long way in up 

lifting people out of poverty, protecting workers rights and other essential projects such as 

disaster relief. Here are just a few examples of what the Humanity Fund is currently funding or 

plans on funding throughout 2020. 

Projects within Canada: 

•Disaster relief for those affected by floods and forest fires. 

•$220,000 to food banks across Canada. The Humanity Fund has doubled its contribution to 

Canadian food banks in the face of Covid-19 to help both our most vulnerable and those 

who will need assistance from food banks after the economic fallout from Covid-19. 

•Funding for multiple Canadian Food Centers across Canada to help with food security in 

Canada. 

Projects around the world: 

•Addressing human rights issues for miners and their communities in Mozambique. 

•Promoting and upholding labour rights in the garment sector in Bangladesh.  

•Empowering women throughout Latin America. 

•A vocational school in Liberia. Giving war affected youth the opportunity to lean skills that 

will allow them to provide and build a better future for both themselves and their 

communities. 

           The Humanity Fund is an effective tool for supporting workers’ rights and building 

solidarity while also lifting people out of poverty. Without funding from the steelworkers many 

of these projects would not be able to run. For more information on some of the programs and 

news around the Humanity Fund go to www.usw.ca/act/activism/humanity. 
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Mind maintenance 

Right now, with the covid virus in full swing, you need to remember to try and take care of your 
mental health! With so much negativity currently, we need to make the best out of a bad 
situation. We must keep our social distances but can still enjoy many things just in different 
ways. Long walks, bike rides, snowshoeing, horn picking, and many other things. You can always 
phone someone and still keep that conversation alive! Remember to call those who seem to 
keep themselves isolated from the rest of the world! They might need to hear a welcoming 
voice and just a little reassurance that everything will be alright. Keeping your mental health 
strong in these times is hard for us and our loved ones, but with support from each other we 
will overcome this!  
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Company Scheduling Entitlements Unilaterally  

It has come to our attention that the company has been unilaterally scheduling people’s 

entitlement leave, such as Banked time and Floaters, to cover sick days, family days, etc., 

without the permission of the employee. Scheduling an employee’s holiday entitlement leave 

without the employee’s permission is a direct violation of the Collective Agreement. 

In article 10.01 (d) (page 25 of the Collective Agreement) it clearly states “… Banked time off is 

to be taken as arranged by mutual agreement between the company and the employee.” 

In article 11.01 (page 29 of the Collective Agreement) it is stated “…. Each employee shall be 

entitled to two (2) Floating Statutory Holidays during each calendar year that he / she is in the 

Company’s employ, which shall be taken at a time which is suitable to both Company and the 

employee.” 

The company does not have the right to schedule your entitlement leave without your 

permission. If you come across this issue, please bring it forward to your shift’s Shop Steward 

and contact the union hall right away so that the issue can be addressed.  
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Worker Compensation Report 

We are very encouraged in the rising reports of injuries at the mine site. Not that we are happy 
that there are any injuries but that workers are doing the right thing and reporting them to 
Management/First Aid. 

We are also receiving more calls from members seeking advice or information concerning their 
WCB claims. When this is done, we can make sure that all right steps are taken to hopefully 
lead to a successful acceptance of your claim. Never think that you do not want to bother us as 
your claim and overall, wellbeing is a top priority. 

One issue that keeps on coming up is the Companies right to force you to do Light Duty or 
Accommodated Duties. Too often we heard of members being injured at work and end up 
being brought down to a hospital or Medical Clinic for treatment. 

The Company will in most cases want you to return to work. Some members have told us that 
the Company tells them that they need to complete the investigation into the injury or that 
Light Duties will be provided. It is simple, follow your doctors advise. If they say stay off work, 
you stay off work. Always contact the Union Hall. 

I am always available to help. Day or night or weekends, it does not matter, contact us. 

I would like to thank all our Reps for encouraging our members to do the right thing when 
injuries occur. 

Be Safe 

Fred Riehl, Compensation Representative 
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Don’t Let Your Guard Down 

Obviously with Covid-19, the stress level for each and every employee has increased 

dramatically. Presently there is no clear end in sight with experts believing that any chance of 

getting back to some sort of normal will be when we are all vaccinated. 

Our members for the most part work a twelve-hour shift. In mine operations and processing, 

additional time at work is added due to the hot change. To add to these long shifts, you can also 

add one hour at the beginning and end of each shift for travel to the mine site. 

We also have several members who live outside of Elkford and this additional time is spent to 

get to work and home. 

Whether you are a janitor in the dry or a millwright in processing or any other occupation, a day 

of work is long and hard on both the body and mind. 

One of the major risks at work is fatigue. Teck has in the past put on courses dealing with 

fatigue and identified things our members can do to reduce fatigue. Teck realizes that even 

prior to Covid-19, fatigue was a serious matter that constantly needs to be addressed given the 

earlier description of our members workday. As one member said we are always operating in 

the danger zone for fatigue. 

There can be no doubt that with Covid-19 the pressures on our members have dramatically 

increased the need for all of us to understand the dangers fatigue brings. If your tired or 

stressed during your shift, make sure you immediately report it. You will not get in any trouble 

for doing the responsible thing. The Union will ensure this.  
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Teams 

Teck seems to have a new buzz word, teams.   As defined by Professor Leigh Thompson of 

the Kellogg School of Management, "[a] team is a group of people who are interdependent with 

respect to information, resources, knowledge and skills and who seek to combine their efforts 

to achieve a common goal".[1] 

A group does not necessarily constitute a team. Teams normally have members with 

complementary skills[2] and generate synergy[3] through a coordinated effort which allows each 

member to maximize their strengths and minimize their weaknesses. Naresh Jain (2009) claims: 

Team members need to learn how to help one another, help other team members realize 

their true potential, and create an environment that allows everyone to go beyond their 

limitations.[4] 

Do you feel part of the “team” while at work or simply a cog in the machine?  Are you 

empowered to grow and learn more skills, and contribute to the growth and strength of our 

workplace?  I do not.  I thought maybe at one point.  When head office started doing the 

independent studies and surveys about 10yrs ago, I think there have been at least 3.   

The last quarterly meeting held in small groups the company safety person commented that 

they knew morale was low and wanted ideas on how to correct that.  I found the question 

insulting.  Seriously, you get paid the big bucks to be the idea people, but you want me to solve 

the problem for you! But hey, maybe they are starting to treat us as team players so ok.  I 

suggested “More carrot, less stick.”  In other words, more pats on the back for a job well done, 

saving the company money, or fixing a problem and less discipline for minor infractions.   

Personally, I have not seen any improvement on this.  Management still seems to be creating a 

divisive atmosphere instead of a co-operative one.  The office seems to change procedures or 

even cab layouts with no consultation with the people who run the machines.  Bring up a 

suggestion to the supervisor, and IF he passes it up the chain of command, he gets credit, not 

you.  Most times however, it falls on deaf ears, since the prevailing attitude seems to be hourly 

people just like to complain and not actually solve problems. 

Frankly, if Teck is serious about teams and teamwork, it starts at the top, and it is their job to 

include all team members.  This would be far more effective, in my opinion, if they started 

developing leaders, not just boss’s.  Team is not just a word, it includes actions, and 

communication and work from all members if you close the door on one you might as well 

close it on all. 

 

 

 

https://en.wikipedia.org/wiki/Leigh_Thompson_(academic)
https://en.wikipedia.org/wiki/Kellogg_School_of_Management
https://en.wikipedia.org/wiki/Team#cite_note-1
https://en.wikipedia.org/wiki/Team#cite_note-2
https://en.wikipedia.org/wiki/Synergy
https://en.wikipedia.org/wiki/Team#cite_note-3
https://en.wikipedia.org/wiki/True_self
https://en.wikipedia.org/wiki/Team#cite_note-4
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A little trivia.... 

March 8 International Woman’s Day 

International Women's Day (IWD) is a global holiday celebrated annually on March 8 to 

commemorate the cultural, political, and socioeconomic achievements of women. It is also a 

focal point in the women’s right movement, bringing attention to issues such as gender equality, 

reproductive rights and violence against women. 

The earliest reported observance of International Woman’s Day - then called National Woman’s 

Day - was on February 28, 1909, in New York City, organized by the Socialist Party of America. 

Originally having started in socialist and communist countries throughout Europe. And playing an 

integral part in the February Revolution in Russia and spreading throughout the world. The 

United Nations began celebrating International Woman’s Day in 1975. In 1977, the United 

Nations General Assembly invited member states to proclaim March 8 as an official UN holiday 

for woman’s rights and world peace. It has been commemorated annually by the UN and much 

of the world, with each year’s observance centered on a particular theme or issue within 

women’s rights.  

2021 International Woman’s Day theme is #ChooseToChallange. Change comes from challenge. 

“A challenged world is an alert world.” 

By Terri Mutschke 
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Incidents & Reporting 

Reporting an Incident. 

When an incident takes place there are a few things that need to happen immediately.  

1) Freeze the scene. 

2) Call the pit supervisor. 

3) Call a Union Safety Rep. 

4) Do not move any equipment in the area. (the only time its ok to move is if there is 

immediate danger) 

5) We recommend not giving statement until talk to your union rep. 

Next steps see the L.P.O. if there has been a chance of injury. This is especially important to be 

checked over and cleared as many of these injuries may lead to a WCB issue. When the L.P.O. is 

finished you will get a first aid report. Read this report over to check for accuracy and have your 

safety rep look at it as well. Keep this record for yourself as it may be required later. 

When you get off site call the union office (250)865-2223. You may be provided with a number 

to report to W.C.B. as you might not be hurting right now your injury may bother you in the 

future and we want to make sure your covered. 

Investigation.  

The investigation is important to find out what happened and how to prevent it from 

happening again. When doing a safety investigation, the safety rep and supervisor are equal. 

Please communicate with your Rep. If there is any information that will help find the root cause 

they can request it. 

1) Honesty is always the best and it is expected.  

2) Supervisors will lead the questions however your safety rep may ask further questions.  

3) “I do not know” is an acceptable answer. (do not guess or try to answer what you might 

think) 

4) Fully participate throughout the full investigation.  

The expectation at the end of the investigation is to have a root cause for the incident. If your 

supervisor feels that you are at fault you will be requested to provide a post incident drug and 

alcohol sample. At this point if you disagree the recommendation is that you request a shop 

steward, and one must be provided as it could lead to discipline. 

Right now, biggest incidents that are not getting reported immediately is shovel bucket - truck 

contact. When that happens, you need to be checked out by L.P.O. 

Be sure you receive a first aid statement as soft tissue injuries can take days or even weeks to 

show up and it is hard to prove when the company appeals your claim to get it denied by WCB. 
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Safety & Reporting 

Teck has made it clear that going home safe and healthy every day is a core value. However, the 

farther down the line we get that core value fades and production takes over. It is no secret 

that the best and most productive days that we have are the days without incidents.  

 

How do we achieve this? 

• Report all potential hazards. 

• Report all near misses. 

• Report all incidents.  

• Report anything that does not look or feel right. 

When should I report? 

• IMMEDIATELY  

Who and when do we notify on all of these? 

• Your first call should be your pit supervisor. 

• 2nd call safety rep or union steward. 

Why should I call a safety rep or union steward? 

• Your union representative must be informed of issues to help with the follow up process 

as they may have information that has been passed on between crews. 

• Supports your case if there is negative recourse. 

• Union reps are here for your support and they are here to work for YOU! 

• To ensure issues are investigated to the Unions standards. 

 

Reporting and investigating are the key components of creating a safe productive workplace.              

Near miss reporting is an opportunity to identify a hazard proactively. Investigating incidents is 

reactive.                
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Training Opportunities Good vs Bad 

There is a lot of confusion regarding training so it’s necessary to clarify the good and bad. 

Fording River and the U.S.W. have mutually agreed on the right to equal training opportunities. 

This is something that your union had to fight for. Without this language, the company would 

be able to pick and choose who was given preference and some would never have the chance 

to advance their skills. This information can be found at the back of the C.B.A. Letter of 

Understanding #12. 

SUBJECT: Training Opportunities within the Same Job Classification - Mine Production 

Department 

1. Unplanned Training Opportunities 

These opportunities occur when the Company has not planned for training because of short 

notice of the opportunity. 

The most senior employee in the job classification, in the work area on the shift will be offered 

the first opportunity to train. 

2. Planned Training Opportunities 

When the Company formally plans training, the most senior employee in the job classification 

on the shift will be offered the first opportunity to train. 

This letter of understanding very clearly states that when training is offered. The company must 

start at the top of the seniority list for the job classification working their way down. Everyone 

in that job class will be offered the training opportunity provided they have their check out 

hours. If there are not enough volunteers, the company reserves the right to train the most JR 

operator in the job classification on the job offered. 

Things to remember when deciding to get checked out or not: 

- Breaks monotony of same job all the time. 

- You could operate many different pieces of equipment in a day. 

- When you are checked out as a backup operator you may lose out on prime time off, as you 

may be required to fill the role for a senior operator inside or outside your job classification. 

- Turning down or saying no to a training opportunity has no effect whatsoever on the job 

bidding process. You will still be able to bid as per normal if you decline to a training 

opportunity. 
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Pensions 
I tend to get asked a lot of questions about our pension plan. Seems like many people 

do not understand how it works or what the difference is between a Defined Benefit Plan or 
Defined Contribution Plan. Having a pension plan is a very important part of retirement. It 
allows people to go on with their lives after finishing a career in the work force.  

The Government does have funds set aside for us when we retire at 65 like the Canadian 
Pension Plan (CPP) & Old Age Security (OAS) but they are not enough for someone to live 
comfortably. Many analysts believe that a person should have around 70% of their annual 
income for retirement. The reason that it is not 100% is because people tend to have paid off 
most major life expenses by the age of retirement, like mortgages, loans, or helping kids paying 
their way through school. The max CPP payout for people retiring at 65 is $1,203.75 per 
month with the average being around $689.17. The final amount you are eligible for is 
determined by a few different factors such as the age you decide to start your pension, how 
much and for how long you contributed to the CPP, and your average earnings throughout your 
working life. For someone who has taken maternity/paternity leave during their career they can 
apply to have these years removed from the calculation as they are exempt. This increases your 
average earnings in the CPP calculation by removing years with low/no income while on the 
leave.  Someone working in the mining industry for their entire career would be closer to the 
max CPP amount due to high average earnings, contribution amount and many years of service. 
However, that will only provide approximately $14,445.00 per year of taxable retirement 
income. In other words, you will be taxed on the income received from CPP.  

Old Age Security eligibility depends on the number of years you have lived in Canada. You must 
have lived in Canada for at least 10 years prior to retirement and have been 25 years old on July 
1, 1997 to qualify. If you lived in Canada for 40 years between the time you were 18 to 65 you 
qualify for the full amount.  If you lived in Canada for less than 40 years (after age 18) you will 
receive a partial payment amount, calculated by the number of years you lived in Canada 
divided by 40. You can delay your first payment up to 5 years to get a higher amount. If you 
have lived in Canada for 40 years your OAS will be $615.37 per month up to $747.85 if you 
delay until age 70. This would be $7384.44 or $8974.20 respectively per year and is also taxable 

income like CPP. Combined with the max CPP that leaves a person with approximately 
$21,829.44- $23,419.20 of taxable retirement income from government plans and 
programs. 

This likely falls quite short of the 70% of pre-retirement income you would 
like to target for a comfortable life in your post-work years.  

You may know our Union has bargained in a Defined Benefit Plan to add to 
the Government funds for when we retire. Our pension is an important part of 
our retirement. It helps make sure we have enough income to retire comfortable 
and with dignity.  But what is a Defined Benefit Plan, and how does it differ from a 
Defined Contribution Plan? In a Defined Benefit Plan, we bargain for the amount 
that we get paid out when we retire. The employee is guaranteed the bargained amount at 
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retirement. The company takes the risk of investing, costs of administration of the plan, and is 
responsible to make sure we receive the pension amount we bargained.     

In a Defined Contribution Plan, you would bargain for the amount going into the plan, 
but you do not actually know how much you will get paid out when you retire. The employee 
takes the risk of investing and must pay the costs of administration for the plan, with no 
guaranteed return. If you retire when the economy is not doing well, you could be taking a 
substantial loss. This is why companies have been making a shift to Defined Contribution Plans 
and placing the burden of saving and investing for retirement on employees. Therefore, the 
advantages of a Defined Benefit Plan far outweigh a Defined Contribution Plan. 

 
Now that we know a little more about what a Defined Benefit Plan is let us talk about ours. Our 
members have the option of unreduced early retirement at age 55 with a minimum of 30 years’ 
service and whose combination of age and service equals 88. You may have noticed that the 
government funds do not kick in until age 65, yet we can retire at age 55. We have bargained 
for an early retirement benefit that fills in this gap. It is paid monthly and is calculated at $25.00 
multiplied by years of service. For a 30-year employee this would be $9000.00 per year. Your 
pension amount is calculated in the same manner. It is paid monthly and is calculated at (2020) 
$83.75 multiplied by years of service. For a 30-year employee this would be $30,150.00 per 
year. This amount is increased yearly throughout a contract. This amount will also increase 
after you retire through indexing. This is to ensure that the amount of your retirement benefit 
keeps up with inflation. Two other key elements of the plan I would like to talk about are post-
retirement death benefits and the plan health. When someone with a pension passes away 
their spouse will get 66 2/3 of the retirement benefit for their lifetime. This amount will go to 
your ex-spouse if you do not change your beneficiary. Also, the 66 2/3 is a government set 
amount. If you do not have a spouse this amount will go back into the pension fund. Finally, our 
pension plan is very healthy, with more than enough assets to meet its current pension 
obligations on both a going concern and solvency basis. This means is that there is enough 
money to keep the pension plan operating into the future, AND that if everyone were to retire 
today there would be more than enough money to pay everyone their benefit.  

I would also like to mention that there are other options available for 
people to save for retirement. These include RRSP and TFSA. An RRSP is a 
registered account meant to help you defer taxable income. Contributions to your 
RRSP are tax deductible and can help in lowing the amount of tax you pay now. 
After you retire and start using your RRSP you will most likely be in a lower tax 
bracket and pay lower taxes on the income you get as a result. A TFSA is a 
registered account that you can contribute to and pay no taxes on any income 
earned from investments made with the account. Contributions to a TFSA are not 
deductible for income tax purposes. Any amount contributed (up to the 
prescribed limits) as well as any income earned in the account (for example, 
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investment income and capital gains) is generally tax-free, even when it is 
withdrawn. I hope this helps members understand the different income streams in retirement, 
how different pension work, and the important role of the of our Defined Benefit Pension plan 
in preparing for retirement. For a full copy of the Teck Coal LTD and USW local 7884 Pension 
Plan Agreement please request one at the Local 7884 Union Hall.  
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Bargaining 
        As we approach the end of our contract. There are many questions getting asked about 

bargaining. You would expect as much as many of our members have never been through a 

contract. What is a Collective Bargaining Agreement (CBA)? What is bargaining? What happens 

if we vote down the first contract? What if we vote yes on a strike vote? These are few of the 

many questions getting asked around site.  

First off, let us talk about what is a CBA? A CBA is a written legal contract between an 

employer and a union representing the employees. A CBA outlines terms of employment, 

including pay, benefits, hours, leave, grievance mechanisms, rights to participate in workplace 

or company affairs, job health and safety policies, ways to balance work and family, and more. 

Bargaining is an extensive negotiation process between the parties regarding the contents of 

the CBA. This is where a Union will negotiate for better wages, higher pension, better benefits, 

etc. This is also an opportunity for the company to negotiate to improve their profits and how 

the company functions. The Company and Union do this by submitting proposals that they 

would like to see in the new CBA. These will consist of monetary and non-monetary proposals. 

After discussing the proposals, the Company and the Union Bargaining Committee will come up 

with a proposed new CBA. 

Now that we understand what a CBA is and what bargaining entails. What happens if we 

do not like the new proposed CBA? If we vote it down does that mean, we are going on strike? 

The Bargaining Committee has an obligation to bring back a proposed CBA back to the 

membership for a vote. Typically, a company will give a lower proposal to see how the 

members feel about the proposed CBA. If they get a high, No vote then the company will 

understand that the membership is unhappy with the new terms of the agreement. This does 

not mean you are going on strike it just shows the Company that the members want a fair 

contract. This can encourage the Company to offer a little more. This is what happened with 

Line Creek. They had a 500 No vote out of 501 with 1 spoiled ballot. This clearly showed the 

company that they were not happy with the 1% raise for each year and a $3250 signing bonus. 

The next contact that was offered had a 2% raise for each year as well as a $7500 

signing bonus. This really shows the strength solidarity. 

Now what is a strike vote? A strike vote is a way for unions to vote to give 

our bargaining team the authority to call a strike if circumstances justify. A 

successful strike vote does not necessarily mean we will automatically go on 

strike. A strike vote is usually used when the Company tries to implement 

concessions to take away from the CBA or when the Company just will not 

negotiate or offer a fair CBA. The Company will not budge unless we apply 

organized pressure. A strike has the power to interrupt the supply of coal to the 
market through a labor dispute. This would cost the company money as well as possibly 
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damage relationships with some of their buyers. Truly we do not want a strike as we want the 

company to do well and profit. The better the company does the better our CBA can be. But 

there may come a time when we have to put pressure on the company for a better CBA. This is 

when the Union will do a strike vote. A strong strike mandate is the best way to reach a 

settlement quickly, and without having to take strike action. It is really important time to show 

solidarity as this shows the company that we want a fair contact and that we are not divided. 

 

Together We Bargain Divided We Beg 
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Message from our Financial Secretary 

 
Here is a little information for everyone to think about when deciding on the next contract. Our 

2016-2021 contract we took a 0% for 2016 followed by 2% raise for each of the following 4 

years. We got a $7500 signing bonus with an advance and a little extra on our profit share 

bonus. For a truck driver the total was $20,286. Seems like a lot of money right. Well, how does 

this compare to a contract without a signing bonus and just getting the regular profit share 

without the extra 3.61%. They are almost the same. With the bonus we ended up with about an 

extra $1000. So, it seems that maybe we did alright. But wait a minute, how will this affect the 

next contract. Well, assuming we take a 3% raise each year and average out our gainshare and 

profit share bonuses to 5% each, we will actually be losing out on about $12,000. This is without 

any overtime which would add to this number. And this will compound into every contract 

following. Which, for a 30-year employee who started in 2016, this will accumulate to more 

than $60,000. Now that bonus does not seem so worth it. 

 

Tim Twa, Financial Secretary 
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Repeating Mistakes From the Past 

Grievance Report 

 
The Companies long standing Discipline Policy has a provision which states that employees can 

be suspended pending investigation. After an investigation has taken place the Company can 

return you to work with back pay for all lost wages or return you back to work with some form 

of discipline and a possible suspension or just discipline with no suspension (you would be back 

paid for any lost wages).  

It is our position that this step of the Discipline Policy should only be used on rare occasions in 

which the employees suspected behaviour warrants removal from the site until an investigation 

can be completed.  

For example, an employee is caught with a cell phone and the Company seeks the employees 

phone records. As long as the employee is cooperative and gets the records in a timely fashion, 

we believe there is no reason to suspend pending investigation. There are a lot of other 

examples of inappropriate use of the suspension pending investigation step that we could list. 

However, each case has to be given its due consideration by Management. 

When it is abused by Management it boxes the Company in when making their disciplinary 

decision. Lets face it, the Company does not want to pay for an employee who is not at work. 

Rather than choosing a proper corrective discipline response the Company has to give a Step 

Four plus suspension in order to get around paying any money to the employee. 

This only leads to needless arbitrations and animosity between the parties. We will not stand 

for inappropriate disciplinary responses and as our history demonstrates we will challenge the 

Company on each and every case. 

The long standing Discipline Policy serves to correct an employee’s behaviour and is not there 

to punish someone for their mistakes except for the extreme cases where corrective discipline 

cannot achieve the Company’s goals. 

We encourage the Company not to suspend pending investigation employees when it is not 

necessary to do so. If we don’t see a change, we will not hesitate to take this matter to the 

courts. 

 

Fred Riehl, Grievance Chairman 
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Family Responsibility Leave 

 

Summary 

This section specifies which persons qualify as "a child in the employee's care" or "immediate 
family" in the Act and under what circumstances an employee qualifies for up to 5 days of leave 
under this section. 

 

Text of Legislation 

52. An employee is entitled to up to 5 days of unpaid leave during each employment year to 
meet responsibilities related to 

(a) the care, health, or education of a child in the employee's care, or 
 
(b) the care or health of any other member of the employee's immediate family. 

 

Policy Interpretation 

Family responsibility leave is an employee-initiated unpaid leave of up to 5 days in an 
employee’s employment year, based on their starting date. This leave is designed to help 
employees deal with family problems that conflict with job responsibilities. This leave is a 
statutory entitlement, not something that may or may not be granted at the discretion of the 
employer. 
 
Family responsibility leave does not carry over from year to year if it is not used during the 
employment year. 
 
Employers should record the absence as leave without pay and keep a record of the absence. 

Subsection (a)  
 
"A child in the employee's care" means a child under the age of nineteen. Parents are not 
entitled to family responsibility leave to attend to education-related issues of their children 
after they reach the age of nineteen. 

Subsection (b) 
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"Immediate family" 
 
Under s.1 of the Act, “immediate family” means the spouse, child, parent, guardian, sibling, 
grandchild or grandparent of an employee, and any person who lives with an employee as a 
member of the employee’s family. It includes common-law spouses, stepparents, and 
stepchildren, and same sex partners and their children as long as they live with the employee as 
a member of the employee’s family. 
 
Duration of leave 
 
Employees are entitled to request up to 5 days off, to be taken at their discretion. Any time 
taken off on any day (even one hour) qualifies as one day for purposes of this section unless the 
employer and employee agree otherwise. (See definition of “day” in s.1 of the Act) 
 
Reason for leave 
The request does not need to be made because of a crisis or emergency. It must be related to 
the care or health, and in the case of a child, education, of a member of the employee’s 
immediate family. An employee is encouraged to give reasonable notice of any request for 
leave to allow the employer to accommodate the absence. Employers are entitled to 
reasonable proof, after the event, that the request for a leave was valid. 

Examples 

• Thomas is notified by school authorities that his child has been injured in a school yard 
accident and taken to hospital. Family responsibility leave should be allowed. 

• Carin has an appointment to meet with a school counsellor to discuss behavior issues. 
The appointment is during her scheduled working hours. Family responsibility leave 
should be allowed. 

• Fisher has to accompany his elderly, disabled parent to attend a medical appointment. 
Family responsibility leave should be allowed. 

• Neil wants to accompany his child on a school recreational activity excursion. Since this 
activity is not related to the care, health, or education of the child, it does not justify 
family responsibility leave. 

• Bob wants two days family responsibility leave to go to Edmonton to help his son pack 
up his belongings after his second year at university and drive him home to Terrace, 
where he will live with his parents and work for the summer before going back to 
Edmonton to continue his studies. Since Bob's son is over the age of nineteen, this 
activity is not related to the education of a child in the employee's care and does not 
justify family responsibility leave. 
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We have now gone digital. Anyone who wants to receive notices, 

newsletters, and such, please make sure that the Union has your 

current e-mail address. 

We feel by reaching out to you consistently via email, website updates, 

Facebook posts, will be much more powerful than an annual 

newsletter.  

Please forward your e-mail address to info@usw7884.com, or come to 

the Union Hall and we will make sure to add it to the list. 

Adam Connell, President 

USW Local 7884 

mailto:info@usw7884.com

