
November, 2009 

Presidentôs Report 
Greetings, 

 

You will notice when reading this edition of the Gauntlet it has 

increased in content.  The Gauntlet Committee held a meeting a few 

weeks ago and decided changes had to be made.  These changes 

include bringing more Union culture to the publication and more 

articles pertaining to everyday issues both on the Floor and at the 

Union Hall. 

  

Our Labour Day event was a huge success.  For the first time we had 

a live band.  This yearôs festivity included supporting our Sisters and 

Brothers, who are still locked in a labour dispute in Sudbury and Port 

Colborne, ON as well as Voiseyôs Bay, NL.  ñKicking A## for the 

Working Classò Steelworker T-Shirts were handed out to the general 

public for a donation to assist with their Strike. 

   

I will take this opportunity to personally thank:  The band ï 

ñMonalithò;  Mayor Tim Johnson, Niki Ashton, MP, Roy Leslie, 

USW Dis. 3 Staff Rep; Steve Ashton and Wayne Levac, Thompson 

Labour Committee.  The Labour Day event would not happen 

without the support of our volunteers, who worked hard to make sure 

the event was successful.  Again, thank you to all the volunteers who 

helped in any capacity. 

 

Our Local, as well as all other USW Locals in Manitoba endorsed 

Steve Ashton in his pursuit of being the Premier of our province.  

Steveôs beliefs on Anti Scab Legislation made it easy for us to give 

him our support.  Greg Selinger, Steveôs opponent, was not endorsing 

Anti Scab Legislation. 

  

Companies, like Vale, have no issue with using Scab labour, even 

though it creates a fundamental split in the workforce of Canada, 

while motivating hatred and potential for volatility on a Picket line.  

In a conversation I had with Mr Sillinger at the MFL (Manitoba 

Federation of Labour) Convention, he was adamant about Manitoba 

not needing this type of legislation.  Mr Sillinger, also, does not work 

for a company like Vale. 

  

Unity and Strength is the trademark of the United Steelworkers and 

our Local has been a very active part of rallies in Port Colborne, 

Sudbury and recently, in Goose Bay, NL, which is the location where 

Voisyôs Bay workers have their Picket line.  Internationally, the 

Steelworkers have been on an aggressive solidarity campaign in 

which European Unions have become united with the United 

Steelworkers.  Never before has Solidarity been at the forefront of a 

labour dispute, from picketing shipments of copper on the docks of 

the North Sea Port of Brunsbuttel, Germany to rallying support from 

Brazilian President Luiz Lula.  The labour dispute will be roughly 

110 days old at the time of this publication and Vale is not interested 

in returning to the Bargaining table.  Wayne Fraser, Director , USW 

Dis. 3; requested Vale return to the table in the spirit of finding some 

common ground.  Unfortunately, the request was denied on the 

grounds of either a take it or leave it attitude!  

  

Vale has tried to seek a favorable court injunction no less than 3 

times since the dispute started in Sudbury, with their most recent 

attempt being a few weeks ago.  The Judge basically told the Vale 

lawyers ñnot to waste his time and to resolve your differences on 

Picket Line protocol between yourselves.ò  Immediately after the 

decision, a barbeque was held on the Court House lawn for USW 

Local 6500, which was catered by the Court House Guards in support 

of our Sisters and Brothers.  Plenty of jeering from the Guards and 

the Brotherhood took place as Valeôs high priced lawyers left the 

Court House. 

 

On the Local 6166 front, we have been experiencing some serious 

problems with a few front line Supervisors.  Harassing and targeting 

our members will not be tolerated by our Local.  The majority of 

supervisors are decent people who deserve respect and dignity from 

the Membership, which is the same respect and dignity we ask for in 

return.  The few who spoil this relationship and you know who you 

are, have to realize the damage they are creating does not stop at the 

employee affected by this unwanted action, it also creates hardship 

 

 

 (Continued on page # 2ñ Presidentôs Reportò) 

USW 6166 Local President, Murray Nychyporuk and Raise Bore 

Driller, Brent Flood. 
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for the employeeôs family.  

Safe Workers of Tomorrow is officially up and running for the school 

year.  Ron Brown and Rod Jervis will kick this yearôs program off by 

travelling to Nelson House to put on the presentation for their 

students.  Ron Brown, who coordinates the SWOT program, stated 

there would be some new content in this yearôs presentation.  

Additionally, we will be holding a Health and Safety Level II course 

here at the Hall in early November.  

 

Major hostilities of World War I were formally ended at the 11th 

hour, of the 11th day, of the 11th month in 1918, with Germany 

signing the Armistice.  I urge all members, working or not, to cease 

all actions on November 11th at 11am, to honour the sacrifices our 

Canadian Soldiers made in all war efforts leading up to the present 

mission in Afghanistan.  

In Solidarity, 

Murray Nychyporuk 

President, USW 6166 

ASK A STEWARD 
 

What is a Grievance? 

By Dan Dnistransky 

 

 

 

 

A Grievance is where one partyôs action or 

lack of action caused a violation of the rights 

of an individual or group, as provided in the 

Collective Bargaining Agreement, a law or 

other established practice. The key words 

here are:    ñA violation of.ò 

 

Therefore, we have to ask ourselves, does it 

violate: 

 

The Collective Agreement. 

Federal or provincial law. 

Human Rights. 

Workers Compensation. 

Health and Safety. 

Past practice. 

The employeeôs individual rights, for 

example:  Privacy, freedom from  

discrimination, etc. 

 

Stage I 

 

So, in the course of your day you find the 

Company has violated the Collective 

Bargaining Agreement.  What do you do? 

 

First of all, I would strongly urge getting a 

Union Steward to assist you and try to find a 

resolve to the violation.  A certain number of 

grievances can be resolved if the Company 

and the Union can sit down and DO THE 

RIGHT THING. 

 

However, if the grievance is unable to be 

resolved, the Grievor, provided it is done 

within 14 days worked, immediately 

following the occurrence of the circumstances 

giving rise to the grievance, can by himself/

herself or accompanied by a Union Steward 

file Stage I with the Frontline Supervisor.  

This is done verbally or in writing. 

 

The Company has 3 work days, excluding the 

Grievor and the Company representative 

regular days off, to give the Grievor a 

decision on the grievance.  If the answer is 

ñYesò, the Company agrees and will resolve 

the grievance, if ñNoò, the Grievor has no 

justifiable grievance. 

 

PLEASE NOTE:  It is highly recommended 

all employees use a Union Steward when 

filing Grievances.  This method ensures there 

is a second person present when filing for 

Stage I and at that point, the USW 6166 Fact 

sheet can be filled out immediately. 

 

Stage II 

 

At this point, the Union Steward will fill out a 

Fact sheet and file for 2nd Stage.  When the 

Company gives the Grievor an unsatisfactory 

answer at Stage I, the Union has 7 days to 

file, in writing, a request for a Second Stage 

meeting.  The meeting will take place within 

14 days of the date from which it was 

requested. 

 

At this meeting, the Grievor is present and 

will have the opportunity to speak on the 

issue.  Up to 3 Union Stewards are selected 

by the Conflict Resolution Coordinator to 

represent the Grievor.  On the Company side, 

a Human Resources representative, as well as 

additional Company representatives are 

selected, as they deem necessary, in order to 

resolve the issue.  The whole purpose of the 

meeting is to resolve the issue(s) brought 

forward.  The Company has 7 days from the 

date of the Stage II Meeting to make a 

decision, in writing, on the outcome of the 

meeting, whether or not the grievance is 

resolved. 

 

Stage III 

 

If, after receiving a negative answer from the 

Company from the Stage II meeting, the 

Union will, within 7 days, file for a Stage III 

Meeting, which will be held within 7 days of 

the Company receiving a Stage III meeting 

request from the Union.   

 

Once again, the whole point of the meeting is 

to try and get a resolve to the issue.  Unlike 

Stage II, the Grievor usually does not attend, 

unless he has been requested to by either the 

Union or the Company.  At the end of the 

meeting, the Company, again, has 7 days to 

submit to the Union their decision in writing. 

 

If the answer at Stage III to the Grievor is 

negative and he/she does not have a 

justifiable grievance, the Grievance will go to 

the Grievance Committeeôs monthly meeting 

for review and recommendation. 

 

NOTE:  Saturdays, Sundays and General 

holidays will not be counted in determining 

the time in which any action is to be taken in 

each of the Stages I to III. 

 

Next issue: The Grievance Committee, 

Mediation and Arbitration. 

 

1. True.   

2. No.   

3.  All the above.   

 

     4.  Yes.   

     5.  Yes.   

     6.  

Employer 

Answers to WHMIS Quiz 
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There have been a few major incidents in the 

last couple of months.  Many of these could 

have easily been fatalities.  My main 

concern (other than the actual incident) is 

some management representatives do not 

recognize the seriousness of these incidents 

or choose to downplay them.  A quote from 

a supervisor after a recent serious incident 

was that if I make this an ñAò, then we will 

have a bunch of people here investigating.  If 

an incident is not investigated properly, the 

root cause(s) cannot be identified and a re-

occurrence is almost certain.  

 

From years of experience and reading 

incident reports, if a joint investigation does 

not occur, many supervisors take the easy 

way out and blame the worker (Fault based 

investigation).  Our investigations must be a 

fact finding exercise, not fault finding. 

When reporting incidents, please ensure it 

isnôt a finger pointing exercise or causes like 

an employee did not S.L.A.M. the job or the 

employee didnôt do whatever for some other 

reason, please do not agree to it. 

 

Also, if corrective actions state ñPersonal 

Contactò or discipline in any way, speak 

with your WSR, because, again, this 

indicates fault finding.  Please remember 

when reporting an incident ensure the proper 

severity is assigned, so the right people are 

notified and the right investigation can be 

done. 

 

Please ensure the equipment you are 

operating is in good working order.  The life 

you save may be your own.  If equipment is 

unsafe or is sub standard - TAG IT OUT 

 

By Murray Pappin. 
cl/cope 342 

                                                                      

By Doug Korman, Worker Safety 

Representative 

T1-Mine 

The conversation around operating unsafe 

equipment really ticks me off!  I hear 

concerns, complaints and beefs about 

equipment not being repaired, fixed or 

replaced and of course, ñthe Supervisor told 

me to operate it anyway!ò.  

 

I would hope if your car did not have brakes, 

your horn did not work, an extension cord 

was cracked or your 2 year old was not 

wearing a life jacket in the boat, you would 

have the mind set to make ONLY 1 

decision.  If the situation could not be 

corrected immediately, you would not 

operate or perform the task.  So, why would 

you put yourself or anyone else in harmsô 

way and do it at work? 

 

Heaven forbid a fatality or serious accident 

occurs and you end up in front of a judge 

and through the investigation process it was 

found you were aware of the unsafe 

equipment because the only person to blame 

would be you!  What a conversation it would 

be telling your spouse and family you, 

consciously, made that decision to work 

unsafe. 

 

How or what do you think a supervisor or 

anyone else would say or do if they were 

confronted and faced with a jail sentence or 

a hefty fine?  They would deny, deny and 

deny!  I challenge management, across the 

Division, to respond to me if you want to tell 

a worker to operate unsafe equipment.  If 

upper management does not think this 

happens - Wake Up!  You have supervisors 

who give that direction. 

   

In life, there are reactions to our actions and 

I would hope the reaction to tagging out 

unsafe equipment would be a positive one!  

For the sake of your future and your 

familyôs, forget the shortcuts, the Bonus and 

ñTag Outò unsafe equipment! 

 

cl/cope 342 

Health & Safety Tidbits 
by Murray Pappin  

As we move from Fall to Winter, please 

remember when planning outdoor 

activities the weather conditions can and 

do change rapidly.  Please prepare for all 

conditions you may experience.  Also, 

ensure ice conditions are safe before 

venturing onto our rivers and lakes.  

There has already been one fatality in 

Manitoba -  a snowmobiler broke through 

thin ice.  
cl/cope 342 

 

 

Divisional Health and Safety Report  
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Unsafe Equipment 


