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BARGAINING CONCLUDES WITH
CHALLENGES TO LEGISLATION

With the issuance of the Construction Industry Disputes Resolution award
settling the Carpenters dispute on January 2", 2008, the 2007 round of
bargaining has finally concluded, almost exactly one year after the first
notices to bargain were served. Despite the complexity and the challenges
of the round, it is significant that the last trades to settle received the same
annual increases for industrial work as the settlements in May 2007, and the
same adjustments to allowances and premiums.

The settlements achieved in August and since specified the increase for
2008, but also featured inflation protection. As a result of the December to
December CPI increase published on January 25", the increase in May of
this year will be adjusted by ~4¢ as a result of the inflation protection
provisions.

In the wake of the bargaining, the Association, together with our affiliates on
the Coordinating Committee of Registered Employers’ Organizations, will
be responding to some challenges to the legislated construction bargaining
structure. The Carpenters have applied for judicial review of the Labour
Relations Board ruling to the effect that, to be lawful, all unsettled trades in
a consolidated group would need to serve notice of strike in unison. The
union alleges, as part of the application to the Court, that the ruling and the
consolidation provisions in the legislation violate their Charter of Rights and
Freedoms guarantee of freedom of association.

The Carpenters, Boilermakers, Electricians and Pipefitters have each filed
statements of claim against the provincial government, challenging the
bargaining structure and the provisions for consolidation and for arbitration
for hold-outs. They each allege that their Charter guarantee of freedom of
association is violated by the provisions. They are relying on a 2007
decision of the Supreme Court of Canada in respect to some legislation in
the British Columbia healthcare sector. Our counsel advise that the Supreme
Court decision cannot and should not be construed in the way the unions
allege.

Irrespective of the legal merits of the Charter challenges, it is ironic that
these challenges are being launched by the very unions that have relied on
these provisions of the legislation in previous rounds, and even in the 2007
round. The Pipefitters have usually been among the first to enter into
memoranda of settlement, and have relied on the REOs and the legislation
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to ensure that no trade that settles
later gets more. All have relied
on the legislation to protect them
from strikes and picketing by
renegade unions.

CLR, together with the Electrical
Contractors Association of
Alberta, the Boilermaker
Contractors Association and the
Industrial Contractors Association,
have applied for status to fully
participate in these lawsuits, to
defend the bargaining structure.
Clearly, any disintegration of the
structure would be very adverse to
the interests of  unionized
contractors and, paradoxically, to
the unions themselves.

We will report further when there
are any developments in respect to
this litigation.
RNT
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LABOUR AGREEMENT
SUNCOR MAJOR PROJECTS

Most of the affiliates of the
Iberta  Building Trades
Council have signed a Project
Labour Agreement in respect to
the Suncor Voyageur Project and
other major projects for Suncor. A
number of the trades that have
signed will be taking the proposed
deal to their respective
memberships for a ratification
vote, most of which should be
completed around the end of
February. The deal, if ratified,
will provide exclusive access for
union contractors, having a
bargaining relationship with a

signatory trade, to bid work on the
cokers, the gas / oil hydro-treater,
and the diesel hydro-treater on the
Voyageur Project, along with the
Steepbank Extraction Project and
the Millenium Naptha Unit. This
exclusivity is conditional on the
respective unions being able to
provide a minimum of 95% of the
worker requirements for the project
in each of their trades.

The Voyageur Project, covered by
the proposed project terms, would
involve an estimated $11.6 Billion
worth of work and up to 17 million
man hours with a peak workforce of
5000 workers. Not all of this work
is covered by the exclusive bidding
arrangement but unionized
contractors and Building Trades
members stand to gain a significant
portion of this work if the deal goes
through.

In addition to the tremendous
potential for future work on the
Suncor suite of Major Projects, the
Building Trades members that sign
on to the deal will also benefit from
a proposed fly-in fly-out
arrangement that will see workers
from Alberta, B.C., Saskatchewan
and Manitoba flown to the project
at the start of a ten day work cycle
and then flown out again for four
consecutive days of rest. This is a
huge benefit to the workers on site
who will now have an opportunity
to avoid the long, and often
hazardous, bus or automobile ride
from the Fort McMurray area that
could take five or six hours to
Edmonton and up to 10 or more
hours to Calgary, arriving home late
on Friday night or in the early hours
of Saturday morning. Many
workers not only faced this long
commute home but were often
working five days at ten hours per

day schedule that only gave them
two consecutive days off and as
such were required to climb back
on the bus at mid-day on Sunday
for the long trip back to Fort
McMurray, after enjoying little
more than one and one-half days
with family and friends. By
comparison, flight times from Fort
McMurray to either Edmonton or
Calgary are around an hour,
getting workers home in time to
enjoy the evening and they don’t
return until late afternoon, four
days later. As an added bonus,
workers working the previously
mentioned five days at ten hours
per day schedule would work one
hundred hours every two weeks
and be paid for one hundred and
ten hours. Workers on this fly-in
fly-out schedule will also work
one hundred hours every two
weeks but will be paid for one
hundred and twenty hours.
Workers on this fly-in  fly-out
schedule will have a staggered
start day for their schedule of
either a Monday, Tuesday, or
Wednesday so that all of them can
enjoy weekend time at home on
their days off.

There are also provisions in this
proposed project agreement that
should prove attractive to workers
from  other  Provinces  not
mentioned above. These workers
will also enjoy a fly-in fly-out
schedule that will get them back
home for a full week off after
every five weeks of work. These
workers will work six days per
week at ten hours per day followed
by one day of rest. Over the
course of their six week cycle (five
weeks on followed by one week
off) they will have worked the
same number of hours and had the



The Bulletin Page 3

same amount of time off as
Western Canadian workers. Under
both of these proposed work
schedules all hours worked outside
of the scheduled hours will be paid
at double time. This schedule may
also apply to workers from certain
parts of the United States; however
there will Dbe an alternative
schedule for any Temporary
Foreign Workers who may be
employed from other countries.

If this proposed Project Labour
Agreement is approved by all
Parties and proves to be effective
in attracting the required work
force, as well as promoting a safe
and productive work environment,
we could see this become a model
for other remote projects in areas
such as Wood Buffalo. The initial
term of this Project Labour
Agreement is for five years but it
could be extended by agreement of
the Parties for additional five year
terms to cover future Suncor
Major Projects. If we are
fortunate, this could turn out to be
as beneficial for Building Trades
members and contractors as the
Syncrude 21 PLA has been, under
which we have jointly worked
over 100 million man hours. We
are very excited about the prospect
that this type of project labour
agreement  will  help  union
contractors and union workers to
acquire a significant proportion of
future major project work for
Suncor and potentially other oil
sands companies in the Fort
McMurray area.

Additional details or a copy of the
proposed PLA can be obtained by
calling Herb Holmes or Neil
Tidsbury at the CLR offices.

HH
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" ENCOURAGING
DEVELOPMENTS IN
THE LAW ON ALCOHOL AND
DRUG POLICIES:

AN UPDATE
\-

[ n 2006, we reported on the Court
of Queen’s Bench judgment in
respect to a decision of the Alberta
Human Rights, Multiculturalism
and Citizenship Commission panel
(the “HRC”) in the Chaisson
complaint. The HRC had dismissed
Mr. Chaisson’s complaint that he
had suffered discrimination in
respect to employment on the basis
of mental or physical disability, in
part because there was no evidence
that he had a disability. Mr.
Chaisson had failed a pre-
employment drug test, and was
denied continued employment as a
result. He claimed to be a casual
cannabis user. The Court of
Queen’s Bench ruled that the HRC
had erred in its findings. The Court
ruled that claims of discrimination
may be founded in perceived as
well as actual disabilities. The
Court  concluded that pre-
employment drug testing is prima
facie discriminatory, for both
recreational and habitual drug users,
and that there must be appropriate
accommodation for those that fail
such drug tests.

Since that article was published,

there have been some further

developments:

= The Court of Appeal has
overturned the Court of Queen’s

Bench  decision in  the
Chaisson matter.

= An arbitration award (the
Bantrel case) has dismissed a
grievance in respect to a site
access testing policy that
included the testing of persons
on site before the policy was
introduced.

= The award in the Bantrel case
has been upheld by the Court
of Queen’s Bench on judicial
review.

= An arbitration award (the PCL
Industrial case) has dismissed
a grievance in respect to a
contractor’s policy that
required that persons who fail
alcohol and drug tests,
including site access tests,
complete assessments by a
substance abuse expert and

fulfill any recommendations
issued as a result of the
assessments, before  Dbeing
considered  candidates  for
employment or re-
employment.

All of these rulings have accepted
that our industry is highly safety
sensitive, and have endorsed the
risk management objectives of the
respective policies they were
asked to consider.

In the Chaisson appeal, the Court
of Appeal commented on the
Queen’s Bench conclusion that the
effect of the subject employer’s
policy was to exclude Mr.
Chaisson from employment on the
basis of perceived disability. The
Queen’s Bench judge had written:
“The Policy not only treats all
prospective employees who
test positive for drugs the
same, it treats them as if they
were drug dependent and
further assumes that they are
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likely to report for work employer’s vehicles. Such a testing is part of the
impaired.” policy does not mean that the implementation of a pre-

The Court of Appeal disagreed:
“That conclusion cannot be
sustained. The evidence
disclosed that the effects of
casual use of cannabis
sometimes linger for several
days after its use. Some of the
lingering effects raise concerns
regarding the user’s ability to
function in a safety challenged
environment. The purpose of

the policy is to reduce
workplace accidents by
prohibiting workplace
impairment. There is a clear

connection between the policy,
as it applies to recreational
users of cannabis, and its
purpose. The policy is
directed at actual effects
suffered by  recreational
cannabis users, not perceived
effects suffered by cannabis
addicts. Although there is no
doubt overlap between effects
of casual use and use by
addicts, that does not mean
there is a mistaken perception
that the casual user is an
addict. To the extent that this
conclusion is at odds with the
decision of the Ontario Court
of Appeal in Entrop V.
Imperial Oil Ltd. (2000), 50
O.R. (3d) 18, 189 D.L.R. (4th)
14, we decline to follow that
decision.”

Commenting further on the safety

objectives of the employer’s

policy, the Court of Appeal said:
“We see this case as no
different than that of a trucking
or taxi company which has a
policy requiring its employees
to refrain from the use of
alcohol for some time before
the employee drives one of the

company perceives all its
drivers to be alcoholics. Rather,
assuming it is aimed at safety,
the policy perceives that any
level of alcohol in a driver’s
blood reduces his or her ability
to operate the employer’s
vehicles safely.  This is a
legitimate presumption. Its goal
is laudable since carnage on the
highways is a leading, but often
ignored, cause of death nearing

epidemic proportions.
Extending human rights
protections to situations

resulting in placing the lives of
others at risk flies in the face of
logic.” [emphasis added]

In the Bantrel arbitration, the panel
considered the characteristics of the
construction industry and
commented as follows:
“The panel also is of the view
that the issue of drug and
alcohol testing cannot be
considered in isolation from the
increasing emphasis on safety in
workplaces which has occurred
in the last five to ten years
reflected in the strengthening of
safety related provisions of the
Occupational and Health Safety
Act and the criminalization of
certain conduct in the workplace
through amendments to the
Criminal Code. No longer can
employers afford to turn a blind
eye to identifiable safety
hazards in the workplace, nor
would the unions and employees
want them to do so.” [emphasis
added]

Further:
“We also recognize that the
testing in dispute before us
involves testing of employees
already on site. However, the

access drug and alcohol
testing policy which in our
view is justifiable within the
context of the worksite and its
history. ... [In this case] it is
mandatory universal testing
which is applicable to every
person coming onto the
construction site. Simply put
to gain access the site, testing
is required. To test some but
not all on the worksite in itself
raises issues of discrimination
and is inconsistent with the
safety imperatives
underpinning the rule, having
particular regard to the factors
affecting this site and which
are discussed subsequently.
In that regard we note that the
safety imperative
underpinning the pre-access
testing policy is to identify the
most_significant safety risks
which is justified by the
dangerous and  hazardous
worksite. [emphasis added]

The Bantrel panel went on to
conclude that the  testing
requirement was not unreasonable.
The panel was not satisfied that
other measures are available that
would accomplish the same risk
management objectives.
Moreover, after applying the tests
prescribed by the Supreme Court
of Canada, the panel concluded
that the policy was not in violation
of the Human Rights, Citizenship
and Multiculturalism Act. The
Court of Queen’s Bench dismissed
all of the grounds advanced for
judicial review of the panel’s
award, and upheld the award in all
respects.

In summary, all of these four
decisions issued during the past
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year have allowed and even from groups historically | Committee decided to incorporate
endorsed the  specific  risk underutilized in Alberta’s | every recommendation into the

management measures directed at
the safety implications of alcohol
and drug use, as part of
comprehensive safety and loss
management policies, and in the
hazardous environment of the
construction industry. These
decisions are helpful in reconciling
the controversy arising from the
employers’ obligations under the
Occupational Health and Safety
Act to ensure insofar as possible
the health and safety of every
worker, and the prohibitions on
discrimination in  respect to
employment articulated in the
Human Rights, Citizenship and
Multiculturalism Act.  Because,
however, the application of these
awards and judgments is limited to
the facts and contexts of each,
leadership on the part of the
provincial government in fully and
finally reconciling the perceived
conflict in their legislation is still
urgently required.

Copies of these decisions are
available electronically from the
Association.

RNT

4000004000

ADDING A& CULTURAL

COMPONENT TO THE COAA
RESPECT IN THE

WORKPLACE MODEL

The Committee and Background

"he  Construction  Owners
Association (the “COAA”)
invests in a number of workforce
development strategies including
attracting and retaining individuals

construction industry. To support
those strategies, the Respect in the
Workplace Committee (the
“Committee”) was constituted and
subsequently produced an
integrated best practice addressing
workplace bullying, harassment and
violence. The Committee enjoys
remarkable industry support and the
current membership includes Wade
Ashton (IBEW), Paul Delong
(CLAC), Sam Kemble (CLR),
Marla McCready (Merit), Lori
Miller (Kiewit), Hardy Lange van
Ravenswaay (PCAC), Cailin Mills
(HRE), Lindsay Osmond
(Westwood) and Lynne Palumbo
(CLR).

Adding a culture component to the
model

Recently, the Committee chose to
enhance the model by adding a
culture  component. However,
culture falls outside the
Committee’s scope of expertise.
Research, fresh perspectives and
guidance was a prerequisite to
proceeding. Thus, the Committee
consulted experts, and
commissioned the assistance of
University of Lethbridge students

Ryan Hung, Tibetha Kemble,
Dwayne Lemiski, and Rabia
Sheikh. Under the leadership of
Tibetha Kemble, the students

compiled the necessary research,
shared their expertise and made
recommendations. The deliverables
exceeded the Committee’s
expectations both in insightfulness
and in respect to the amount of
work accomplished. Through the
course of their presentation, the
student group tactfully challenged
industry ideas, provoked debate,
and defended their recommended
course of action. The result is the

model.

The cultural component includes a

framework to assess different
aspects of culture such as
communication  style,  family

relationships, orientation towards
authority and power, religious
observances, individualism versus
collectivism, cooperativeness
versus competitiveness, attitudes
towards uncertainty, gender roles,
language, and diet. A checklist is
offered that includes a list of
factors employers may want to
consider when introducing a new
cultural group to the workplace.
There are practical strategies for
providing supports such as
welcoming workers at the airport,
linking Nnewcomers with
community  groups, providing
interpreters, mentors, using a
buddy system and cultural liaisons.
The “DRAFT” Cultural
Component of the Respect in the
Workplace Model will be released
at the COAA Best Practices
Conference in May 2008. If you
have any questions on this exciting
initiative please contact Lynne
Palumbo in our Calgary office.

LP
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APPRENTICESHIP

[n 2007, 232  deserving
apprentices received
scholarships. Since the scholarship
program began in 2002, 819
apprentices have been awarded
scholarships. So far, the Alberta
Apprenticeship  and  Industry
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Training Board, in partnership
with industry and government will
be able to award 250 scholarships
in 2008—that’s one scholarship
for every 272 apprentices. On
average, Canadian universities and
colleges offer one scholarship for
every five students.

Industry, the Alberta
Apprenticeship  and  Industry
Training Board and government
have made it a priority to increase
the number of scholarships for
Alberta’s 67,000  apprentices.
Through the Access to the Future
Fund, monies raised by industry
will be matched one to one, up to
$800,000 annually. For every
$10,000 contributed, one named
scholarship of $1,000 is created in
perpetuity. Contributors have their
own webpage set up on the
tradesecrets website, providing
background information on their
company or association or person
as well as logos and website links.
The scholarship can be designated
toward a particular trade or groups
of trade and other criteria can be
added such as designating towards
an aboriginal, a woman in a non-
traditional trade or contributors
can even designate a region that
the apprentice must reside in.

To date, we have raised 75% or
$600,000 towards our goal of
raising $800,000. Our deadline to
raise the remaining $200,000 is
March 31, 2008 and it is fast
approaching. Construction Labour
Relations IS working to
communicate the need to reach the
full commitment of $800,000 by
the end of March. Because the
government is offering matching
funds annually, industry is
encouraged to contribute to the
scholarship program if and when

they can. This will be an ongoing
process. We are also encouraging
contributors  to  consider a
subscription and offer to contribute
over the course of a few years.
Alberta Apprenticeship and
Industry Training has been doing a
great job of promoting
apprenticeship as a post secondary
form of education and the
scholarship initiative is a key
component of that promotion.

If you are able to contribute prior to
March 31, 2008 your named
scholarship(s) will be awarded
starting this fall. If you would like
more information on the scholarship
opportunities and how you can help
us reach our goal of $800,000 this
year, please don’t hesitate to contact
Erin Stevenson at
erin.stevenson@gov.ab.ca or by
phone at (780) 422-4472. You can
also contact Doug Hawkins in our

Calgary office for more
information.
DH
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| CEFAP

Construction Employee &
Family Assistance Program

an initiative by Construction Labour
Relations — Alberta

Plan Administrator: Lynne Palumbo
Plan Manager: Ron Cherlet

2007 represents the 6" year that
- CEFAP has been in existence
and the program has really begun to
hit its stride in terms of familiarity
amongst companies, unions and
employees as well as with the Client
Service Centre at Wilson Banwell-

Human Solutions. The computer
data program that manages all
program data continues to be fine
tuned and is now very proficient
in supporting CEFAP operations.

Our eligibility list is generated via
this program on a monthly basis.

All companies employing
individuals working under
mandatory covered trades &

voluntary participating companies
and unions (the plan presently has
6 union participants) provide their
employee list to CLR
electronically. This information is
due with the same time lines as the
hourly  and monthly  fee
remittances the 15" of the month
following the month it represents
(ie: January is due February 15"
etc).  With approximately 120
organizations remitting data and
dues, we receive in an average
month information for just over
25,000 individuals. This
information is then pulled through
our database and an eligibility list
is generated that averages 37,000
qualified individuals that can
access plan services.

The utilization has been dropping;
with  experiences of ~6%
utilization in our 2004-2005 fiscal,
~5% in the 2005-2006 fiscal and
~4.18% in the 2006-2007 fiscal.
Factors for this decline vary but
the key reason for this drop is most
likely the fact that the total number
of cases per month has remained
very static while the number of
eligible individuals has risen
sharply. CEFAP provided critical
incident support in respect to a
traffic off-duty fatality last year.

New Extension to Eligibility Rules

Services are afforded to any
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person or dependant appearing on
our current eligibility list, which is
an amalgamation of all qualified
individuals for the current month
plus five past months.

Site Access A & D test failures are
afforded immediate coverage as if
the person had passed the test and

entered into employment with a

participating employer and if:

e they provide a copy of their
current dispatch slip to Wilson
Banwell Human Solutions,

e they were being dispatched to a
participating company of
CEFAP;

e the slip is dated within the last
two months;

This ensures our contractors are
able to afford assessment as a first
step towards any necessary
accommodation for those that fail
site access tests.

LP
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\-

€) 007 saw the completion of program delivery and
& curriculum revisions to Better SuperVision. We
now have fully upgraded and up to date program
materials that meet the industry defined standards and
best practices for supervisory skill development.

Demand for programs continues to be strong with

g
TRAINING
\.
p
BETTER SUPERVISION AND special scheduling requests please contact Karen
LEADERS BUILDING LEADERS Williams in our Edmonton office.

New Brunswick is the latest province to obtain Better
SuperVision for delivery. The program delivery
license was purchased by the Saint John Construction
Association who are in the process of organizing
their first program for delivery this winter.

RC
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programs being offered in the
Edmonton region, Fort McMurray
area, and Calgary. Last year there
were 212 Better Super-Vision
graduates. From our new
supervisory mentoring program,
Leaders Building Leaders, there
were 51 new graduates.

CANADIAN MODEL
ALCOHOL & DRUG
POLICY TRAINING

The CLR % day Supervisors’
Workshop on the 2005 edition of

Currently, the BSV Committee is
planning the development of a website that will
support the program in a comprehensive way.
Should you have suggestions on any website services
needed to support supervisory training please contact
Ron Cherlet in our Edmonton office.

Program schedules are available through the CLR
offices and on the CLR website. Programs are
scheduled for delivery at various major project sites
and in Edmonton, Calgary, and Fort McMurray with
a wide variety of day and evening schedules. For any

the Canadian Model Alcohol & Drug
Policy was delivered to 688 people last year. This
program brings up to date information on the
progressive practices to be utilized in effectively
administering the policy in the field. An additional
37 people completed the CLR “Train-The-Trainer”
program on the 2005 Canadian model.

For current program schedules contact Karen
Williams in our Edmonton office or check the CLR

website www.clra.org
RC
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[ WHAT'S NEW/CHANGES

AMALGAMATED REMITTANCE FORMS - Launched in October 2007

With the steady increase in the number of exciting initiatives our Association has been asked to become
involved with by our members, the necessity to design a new “‘Amalgamated Remittance Form” that details
all of our mandatory dues and fees on one form has become more and more pressing. We were pleased to launch
the new form in October 2007.

The table on the back of the form now details all required hourly dues and fees, including those for mandatory

CLR initiatives on a trade by trade basis. Totals from the back page are calculated and carried to the front of the

form next to the applicable category.

e When a box is shaded in pink it refers to the NOTES on the front of the form regarding calculation of
contribution.

e When a box is BLACKED OUT it indicates non-applicability for that specific trade.

e Audiometric Fees for both Commercial and Industrial hours have been removed from the form effective
December 2007 due to the fee holiday that was unanimously adopted at the AGM in November 2007.

Any voluntary participant agreements for coverage that have been entered into with CLR will continue to be
forwarded on a separate form. Any questions regarding our new amalgamated form can be directed to either
Priscilla or Lynne.
LP & PQ
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[ Recent Changes To - CEFAP & AUDIO FEE CHANGES

t the Annual General Meeting of the membership of CLR on November 7™, 2007, a unanimous motion was
carried to adjust the rate of hourly dues for the Construction Employee & Family Assistance Program
(CEFAP) and Audiometric Testing Program, effective December 1%, 2007.

With the stabilization of utilization, a reserve within the Associations’ policy requirements and the ability to
review a history of access over the last 7 years, budget preparation pointed to a timely recommendation of a
reduction in rates for the CEFAP.

e CEFAP contributions were decreased from 2.5¢ per hour to 2¢ per hour for hourly rated personnel, and from
$3.75 per month to $3.00 per month for salaried personnel. This changed effected the following trade divisions
as well as the all voluntary participants of the plan:

Bricklayers Ironworkers Plumbers / Pipefitters
- Refractory Maintenance - Reinforcing Refrigeration Mechanics
- Refractory Construction - Structural - Construction
Carpenters Labourers - Maintenance
Cement Masons - Construction Roofers (Local 8 & 92)
Insulators - Refractory Maintenance Roofers (Local 1325)
Millwrights Sheet Metal

Operating Engineers Sheeting & Cladding
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Under-utilization of the Audiometric Program created a large surplus of funds and upon preparation of the budget
it was felt an immediate “remittance holiday” was not only timely but an added benefit to our members.

e A fee “holiday” from 3.0¢ per hour to 0¢ per hour for Audiometric Fee remittances was instituted effective

December 1, 2007, until August 31, 2008 (the remainder of the current fiscal year), or such earlier date as the
Board shall determine that ending the fee remittance holiday is appropriate in light of incurred expenses
relative to the Audiometric contingency fund levels. The following trade divisions are affected by this change:

Carpenters
Cement Masons
Insulators
Ironworkers

- Reinforcing

- Structural
Labourers

- Construction
Millwrights
Operating Engineers

- Industrial

- Commercial
Plumbers / Pipefitters
Sheet Metal
Sheeting & Cladding

The revised Fees were indicated on the December 2007 amalgamated remittance forms. If you have any questions

regarding any of the foregoing information please call me at your convenience.

LP
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SKILLS CANADA

(C/reating innovative
\_Jopportunities for students to
develop trade and technology skills
has been a driving force behind the
growth of the Skills movement in
Alberta.  Through partnerships
with industry, labour, government
and educators, Skills Canada

Alberta is taking a proactive
approach to inspire students to
pursue trade and technology
careers.

Fostering a culture of admiration
for  students  pursuing their
ambitions in the trades and
technologies is a key goal of Skills
Canada Alberta.  High schools
across Alberta integrate Skills

Canada programs into their
classrooms and extracurricular
activities,  thereby increasing

students’ skill level as they enter

apprenticeship and other
secondary studies.

post-

The Skills movement began 16
years ago as leaders from all
sectors recognized the need to
provide a platform to grow
Alberta’s upcoming young
tradespeople and technologists.
Just as students developing their
talents in athletics, art and music
deserve an opportunity to be
showcased, so do students pursing
their talents in a trade.

“Each year we see the impact we
have on thousands of students and
teachers gaining information and
inspiration on the career options
that exist in this prosperous
economy,” said Chris Browton,
Executive Director, Skills Canada
Alberta.  “Employers recognize
that part of the solution to the
labour challenges Alberta faces is
to think creatively and invest in
fostering and showcasing the talent
of Alberta’s youth.”

The result of a growing
commitment by industry is an
increase in  opportunities  for
Alberta students to gain exposure
to the trades and technologies at
regional, provincial, national and
international level as Alberta
prepares to the host WorldSkills
Calgary 2009.

The Skills movement’s flagship
event in Alberta is the Provincial
Skills Competition, which has
grown to be among Canada’s
largest, with 600 high school and
post-secondary students competing
in 40 events. This year SkKills
Canada Alberta will host the 16
Provincial Skills Competition on
May 22-23, 2008 at Stampede
Park in Calgary.

The two-day event is also
Alberta’s  largest and  most
interactive trade and technology
career fair. Thousands of students
from across Alberta will tour the
event on a field trip to explore
career options they typically
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wouldn’t have access to discover.
Dozens of Try-A-Trade® hands-on
demonstrations are available for
students to work with volunteers
and test drive a skill in a particular
trade.

High School students will gain
experience at eight regional Skills

Canada  competitions  across
Alberta prior to the

Provincial Skills
Competition.

Competitions in

Calgary, Edmonton,

Fairview, Fort
McMurray, Lac La

Biche, Lethbridge,

Medicine Hat and Red
Deer create excitement
at a local level for
students with trade and
technology aspirations.

Following the
Provincial Skills
Competition,  Alberta

will welcome Canada’s
best young trade and technology
talent as the host of the Canadian
Skills Competition, May 26-27,
2008 at Stampede Park in Calgary.
This year is a particularly exciting
year for Skills Canada participants,
as they will be wvying for the
opportunity to become part of
Team Canada and represent the
country at WorldSkKills Calgary
2009, happening September 1-6,
2009.

WorldSkills is the pinnacle of
excellence in skilled trades and
technologies training, drawing
more than 900 competitors

representing 49 countries. The
competition will utilize 800,000
square feet of competition space,
and 5,000 international experts,

delegates and judges will gather
from around the world.

Employers can become involved in
the  Skills Movement by
encouraging their local high
schools to participate in Skills
Canada Alberta programs. Options
include sponsoring a bus for
students to travel to the Provincial
or Canadian Skills Competition in

As part of the Provinces recent
budget, the Alberta Government
provided $4.5 million to help
Alberta schools enhance and
improve existing facilities and
equipment used for Career and

Technology Studies (CTS).
Funding is allocated through
conditional grants managed by

Skills Canada Alberta. Proposals
will be assessed on various

requirements including the
school jurisdiction's plans
on how CTS can help

2008 Skills Canada Competition
One of many high school women competing at the
Provincial Competition

May of 2008 or supporting a
competitor training to participate.
Skills Canada Alberta requires
additional  sponsors  for the
regional, provincial and national
competitions happening in 2008.
Opportunities are also available for
individuals interested in
volunteering as an expert or judge
at an upcoming event.

Construction Labour Relations is
sponsoring the opening ceremonies
of both the Provincial and National
Competitions and the Alberta
Building Trades Council is
sponsoring the awards ceremonies
of both competitions. It is
partnerships like these that ensure
the continued promotion of skilled
trade and technology careers.

improve high school
completion rates for their
{ schools, strategies to
prepare students for Skills
Canada competitions, and
meeting  local  industry
needs.

For information on
becoming a partner of Skills
Canada Alberta visit
www.skillsalberta.com  or
contact Shawna Bourke at
780.493.6620 or
shawnab@skillscanada.com. You
can also contact Doug Hawkins in
our Calgary office.

DH
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RAPID SITE ACCESS
PROGRAM (“RSAP”)

Yeptember 2007 marked the
s} dlaunch of RSAP by the
Insulators Union and the Insulators
Trade Division. Contractors
employing unionized Insulators for
shutdown maintenance work in
Alberta also participate in RSAP
with the support of the General
Presidents Committee.


http://www.skillsalberta.com/
mailto:shawnab@skillscanada.com
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owners include
Dow, Northwest
Upgrading, Opti-Nexen, Petro
Canada, Shell, Suncor, and
Syncrude. At present
approximately twelve percent of
the Insulators’” membership has
enrolled into the program.

Participating
CNRL,

When opting into RSAP, workers
commit to comply with the
Canadian Model Alcohol and Drug
Work Rule (the “Canadian
Model”) and agree to be subject to
random testing while employed on
participating worksites.
Maintaining active status in the
program requires compliance with
the Canadian Model, the RSAP
Procedural Rules and if applicable,
additional conditions set by the
third party administrator.

Participant workers who maintain
their active status in the program
are excepted from owner site
access testing requirements and
proceed directly to the worksite
following dispatch (without having
to submit to a site access test).
This significantly improves
workforce delivery by reducing the
lead time from manpower request
to worker arrival on the site.
Workers who do not opt into
RSAP may continue accessing
worksites by achieving a negative
A&D site access test in satisfaction
of owner eligibility requirements.

Participant workers unable to
achieve or maintain active status
are restricted from opting out of
RSAP and are not eligible for
dispatch to any contractor
operating in the Insulators Trade
Division until and unless they
return to active status.

The random draw is administered
globally by an independent third
party.  The resulting tests are
performed through the use of
mobile testing units sent to the site
on work time. At the time the test
is administered workers must
report to the testing administrator
at the site.  Mobile Industrial
Health  Services, the testing
administrator, has adopted the
COAA Respect in the Workplace
Best Practice. The mobile testing
unit is a harassment, bullying, and
violence free zone. Early reports
indicate workers are pleased with
the professional administration of
the collection process in which
their privacy and dignity is
protected. Following  the
collection of their sample, workers
return to work. It is not necessary
to wait for the test results prior to
returning to work as the test is
purely monitoring for compliance
(this is in contrast to a reasonable
cause or post incident test).

In the event of a non-
negative test result the
contractor is contacted

by Organization Health A

Incorporated (the third

party  administrator).

The contractor is informed the
subject worker no longer has active
status in the program and must be
removed from the site pending
assessment. The third party
administrator refers the individual
to a substance abuse expert for
assessment. The assessment
normally occurs in one or two
days. When the third party
administrator receives the
substance abuse expert report, a
post assessment agreement is
entered into between the third

party administrator and the subject
worker. ~ The post assessment
agreement incorporates completion
and ongoing compliance with the
substance abuse expert
recommendations as a condition of
achieving and maintaining active
status. The subject contractor is
contacted by the third party
administrator and given an
estimate as to how long the worker
will need to achieve active status.

To date the program has not yet
encountered a positive test result.
Since September RSAP has been
accessed by individuals for self-
help and their aftercare is being
case managed. In addition, there
have been instances where
individuals on an existing aftercare
program (administered by
contractors and the union) have
entered into RSAP. In cases where
testing has occurred in accordance
with the Canadian Model, RSAP
has inherited and is subsequently
case managing those aftercare
programs.

The implementation of RSAP

P\ is a significant development

in  Alberta’s construction
industry.
The RSAP program §

sophisticated and sets a new
standard for meaningful multi-
employer measures in support of
the Canadian Model.  Industry
support has been tremendous. Our
gratitude extends far and includes
the RSAP Development and
Implementation Committee, RSAP
Administrative  Committee, the
COAA Safety Committee, CLR
Board of Directors, the Insulators
Trade Division, and RSAP
Providers.
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Our experience confirms RSAP
providers are proficient experts and
thus far discretionary decision
making has been sound. We
recognize and appreciate the
efforts of Shirley Widlake and her
team at Organizational Health
Incorporated, Eunice Friesen and
Nadine Cote and their team at
Mobile Industrial Health Services,
and John Streukens, Karina
Fuentes, and Jake Tremblay and
their team at Wilson Banwell
Human Solutions.

Talks continue with other unions
and owners with the hopes of
offering RSAP to more
stakeholders in the industry. For
more information please contact
Sam Kemble by calling either of
our offices.

SK
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(" SUBCONTRACTING
A&D RELATED

AFTERCARE TO THIRD

PARTY EXPERTS

Recently, the Insulators and
Insulators Trade Division have

developed a process  for

subcontracting the case
management of aftercare for:
1) All Insulator ~ members

encountering a non-negative
alcohol and drug site access
test result, and

2)  All Insulator members found
to be in breach of the
Canadian Model Alcohol and
Drug Work Rule (“Canadian
Model”).

This new process enables the
substance abuse expert referral and
resulting recommendations to be
administered on behalf of the
subject contractor and union, on an
industry-wide basis by an expert
third party.

(Please note the third party case
manager will only accept cases
where the subject individual has
been A&D tested in accordance
with the specifications set out in
the Canadian Model.)

Organizational Health Incorporated
(OHI) has been selected as the
third party case manager. Wilson
Banwell Human Solutions will be
providing substance abuse expert
and treatment services for the
program and Mobile Industrial
Health Services will be providing
the testing services. All providers’
performance with RSAP has been
impressive  and  they  have
particularly excelled at complex
case management. Dovetailing this
new program with RSAP promotes
efficiency and quality of service as
there are a number of common

expertise and infrastructure
requirements.
Under this new framework,

contractors encountering a worker
with a positive A&D test (or a
worker who otherwise fails to
comply with the Canadian Model),
refers said individual to OHI for
case management. Template
letters for referring individuals to
OHI for case management have
been developed and will be sent to
each contractor.

OHI then refers the individual to a
qualified substance abuse expert
(SAE) for assessment and receives
the resulting recommendations. At

the appropriate time, OHI enters
into a post-assessment agreement
with the individual. The post-
assessment agreement stipulates
that compliance with the SAE
recommendations is a condition of
dispatch. OHI case manages the
individual’s completion of the SAE
recommendations and monitors
and supports ongoing compliance
for the term of aftercare. The
process continues regardless of
what site the worker is working or
which contractor the worker is
employed, until the aftercare
program is satisfied.

This is a major development in the
construction industry’s approach to
A&D aftercare. We look forward
to supporting this development and
intend to suggest this process to
other unions and trade divisions in
the near future. Please call either
Doug Hawkins or Sam Kemble for
more information.

SK
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New Employee — Labour
Relations Representative

Construction Labour Relations
would like to welcome Valerie
(\Val) Rendell to the CLR team of
labour relations practitioners.

Val comes to CLR with a diverse
portfolio of skills and we are very
much looking forward to the
valuable contribution she will offer
our Members, the Association and
the industry. Val lives in
Edmonton will be based in the
Edmonton office.

Welcome aboard Val.
AF
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Submitted by Capital Health

My Mental Health

The Canadian Mental Health Association is currently working
with several partners to raise awareness of mental health
issues and illnesses, and to work toward removing the stigma
surrounding them. By removing the misconceptions surrounding
mental illness, those people who need help will be better equipped-
-and more comfortable--to seek it. We know that 1 in 5 Canadians
will experience a mental illness at some point in their lifetime.
When we consider that statistic, it is easy to understand how, in
fact, mental illness affects everyone.

Through February and March, you'll likely see or hear information
about the risk of developing a mental illness through various
media. To learn more about mental illness and how to find help for
you or someone you care about, visit www.mymentalhealth.ca.
Remember, if you or someone with you is in crisis, contact
Alberta's confidential 24-hour Mental Health Help Line at 1-877-
303-2642.
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