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Charting Our History:
A chronology of racialized
workers in Canada
and the laws that impact them

1500: The first recorded incidents of slavery in Canada, as
Portuguese explorer Gaspard Corte-Real enslaves more than 50
Aboriginal men and women in Newfoundland.

1600s: Black enslaved workers are brought to Canada to work as
agricultural labourers and domestic servants. Aboriginal people also
are enslaved in parts of Canada.

*k*

1834: Slavery is abolished throughout Canada and in the entire
British Empire under the Slavery Abolition Act.

1850: The first wave of Chinese settlers arrive in Canada as part of
the gold rush.

1850’s: The Underground Railroad, established by anti-slavery
activists, is a network of secret routes and safe houses from the U.S.
to Canada enabling many black people to escape from slavery in the
U.S.

1870's: The first wave of Japanese settlers arrives in Canada.

1870's to 1890’s: Legislation is passed throughout Canada
disenfranchising Chinese Canadians and prohibiting them from voting
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provincially or joining “white-only” unions and barring them from
professions such as law, medicine and working in the public service.

1880’s: Canada recruits Chinese labourers to help build the
transnational railroad and lay tracks for the Canadian Pacific Railway
(CPR) in British Columbia, and other Chinese labourers, to
compensate for the shortage of “white” workers. Their wages are
one-quarter to one-half less than those paid to white labourers. They
build the most dangerous part of the railroad and one Chinese worker
dies for every quarter mile of railway built through British Columbia.
Hundreds of Chinese workers die from disease, malnutrition, and
exhaustion. They are not allowed to bring their spouses and children
to Canada.

1883: Formation of the Trades and Labour Congress which
includes international and small unions in Canada but only
includes members of European descent. The Congress mainly
includes “protectionist” unions and consists of unions that have
“whites-only” clauses.

1885: After the railroad is finished, the federal government passes
the Act to Restrict and Regulate Chinese Immigration into Canada
which imposes a head tax for each Chinese immigrant. The money
collected enables the government to give land grants to European
immigrants.

1887: Chinese are expelled from Vancouver.

*k*

1900: The head tax on Chinese immigrants is increased from $50 to
$100.

Late 1990’s early 1900’s: The first South Asian immigrants settle in
B.C. These immigrants are mostly former soldiers in the British Army
Troop from the Punjab region in India.
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1900's: The federal government does not want to encourage the
immigration of black people from the U.S. Instead of placing an
explicit ban on immigration, officials discourage Black American
immigrants and reject them on the basis of medical or other grounds.

1900: The Dominion Elections Act states that the qualifications for
federal elections are the same as for the provincial elections.
Therefore, if you cannot vote provincially you cannot vote federally.
Over half of Canadians, including visible minorities, Aboriginal
peoples, and women have no democratic rights.

1900’s: The Ontario legislature establishes segregated schools for
Black people (which remained in place until 1964). Residential
segregation is legally enforced through racially restrictive covenants
of deeds and leases. Black people are refused service and
separated in restaurants, theatres, and recreational facilities.

1900’s: Due to the growing South Asian population, the white
population views South Asians with the same racial bias, hostility and
resentment directed to other racialized groups. There are increased
racist acts against South Asians (i.e. articles and editorials in B.C.
newspapers emphasizing the importance of maintaining an Anglo-
Saxon superiority).

1902: The Canadian Federation of Labour is formed by
organized unskilled workers who were expelled or broke away
from the Trades and Labour Congress. This group was more
progressive in ideology than the Trades and Labour Congress.
For example, during the early 1900’'s these unions provided the
most vocal opposition to anti-immigrant attacks by the Ku Klux
Klan, government and other protectionist organizations.

1902: Cunningham v. Homma (British Privy Council). Tomey
Homma had applied to have his name on the voters list in B.C. He
was denied the right to vote because he was born in Japan and did
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not have British parents. Homma challenged this decision in the
courts. The highest court at that time, the British Privy Council,
upholds the law on the basis that B.C. had the jurisdiction to pass the
law.

1903: The head tax on Chinese people is increased to $500,
equivalent to two years of labour.

1907: South Asians have their voting rights taken away in B.C. (later
to be expanded throughout Canada). South Asians cannot access
political office or obtain municipal and provincial contracts, enter
professions such as education, law, and pharmacy or own property in
some sections of Vancouver. They experience racial stereotyping
and physical abuse and cannot go to a movie wearing traditional
head dress.

1908: The Canadian federal government passes the Continuous
Passage Act (amendments to the Immigration Act) to favour
immigrants from Europe and to refuse entry by immigrants from India.
The Act stipulates that all immigrants must arrive by a continuous
journey on “through tickets” from their country of origin. An
uninterrupted journey is made impossible since the Canadian
government instructs steamship companies to not provide this
service. Thus, although it does not specifically mention Asians in the
Act, it directly impacts them adversely — a form of indirect
discrimination. The Canadian government requires that Indian
immigrants have $200 on arrival while European immigrants need
only $25.

*k*%

1910: The Canadian Immigration Act gives the state the power to
exclude certain immigrants from Canada on the basis that they
belong to a race that is unsuited to the climate or requirements of
Canada with British and white Europeans given preference. It is used
to exclude Black people and other racialized immigrants from
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Canada. This provision is only removed from the Immigration Act in
1978.

1914: R.v. Quong Wing (S.C.C.). Quong Wing was convicted after
he hired two white women to work in his restaurant in Moose Jaw
Saskatchewan. The laws stated that no white woman could work in a
restaurant, laundry or other business owned, kept or managed by
Chinese men (i.e. born in China to Chinese parents). The law was
designed to promote morality by “protecting” white women from the
immoral advances of Chinese immigrants. The Supreme Court of
Canada decides to uphold the law, based on whether Saskatchewan
had the jurisdiction to pass the law or not. (As a consequence of this
case, Ontario amends its law to prohibit Chinese men from employing
white women.)

1914: A ship called the Komagatu Maru arrives in Vancouver’'s
harbour with 376 South Asians. The Canadian government denies
these passengers entry to Canada and tries to seize the ship by
force. It holds the passengers aboard the ship for nearly three months
with little food before they are forcefully returned to India.

1916 -1922: Women obtain the right to vote federally and in most
provinces. (Quebec was the last province to allow women to vote in
1940.)

1916 — 1920: Chinese workers form their own unions, including
the Chinese Railroad Workers, Chinese Labour Union, Chinese
Shingles workers’ Union, Chinese Cooks’ Union, and Chinese
Restaurant Workers Union.

1919: The Order of Sleeping Car Porters is formed by Black
porters after the Canadian Brotherhood of Railroad Employees
which represents Canadian National Railway workers refuses
them membership.
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1919: The Winnipeg General strike occurs. Workers of colour,
including the Brotherhood of Sleeping Car Porters are involved
in organizing and supporting this strike.

1919: The Saskatchewan government revisits the case of Quong-
Wing after being lobbied by the Chinese government to change the
law. The law is amended to delete the reference to “Chinese”.

1920: The Dominion Elections Act recognizes that every white
Canadian over 21 years of age, male or female, can vote in federal
elections. It does not include Aboriginal people and those barred from
voting provincially, including Asians.

*k*%k

1921: Lowe’s Montreal Theatre Ltd. V. Reynolds (Quebec Court of
Appeal). Mr. Reynolds had challenged the theatre’s rule that black
people were not allowed to sit in the orchestra section and were
restricted to sitting in the mezzanine. The Quebec Court of Appeal
decides that the management of the theatre was entitled to make it
own seating rules, even if they are discriminatory.

1923: The Chinese Exclusion Act bans Chinese immigration until
1947. An Order in Council excludes “any immigrant of any Asiatic
race” except agriculturalists, farm labourers, female domestic
servants, and wife and children of a person legally in Canada. ("Asia”
was conceived broadly, going as far west as Turkey and Syria).

1924: Franklin v. Evans (Ontario Court). Franklin sued Evans for
damages after the latter denied the former service at his restaurant.
The judge decides that. Evans did not violate any laws; a restaurateur
can discriminate on any basis including race. The action is
dismissed.

1929: The British Privy Council overturns a 1928 Supreme Court of
Canada decision and decides that the term “persons” in the British
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North America Act 1867 includes women who are therefore entitled to
hold public office.

*k*%

1930’s: Black Canadians continue to challenge racist practices of
separation and refusal of public services and take their cases to
court.

1932: B.C. adopts the Unemployment Relief Act during the
Depression. This Act created public works projects to give people
jobs and was partly funded by the federal government. It included a
provision which prohibited discrimination in employment based on
political affiliation, race or religious views.

1934: Manitoba’s Libel Act let a person seek an injunction to stop a
libel based on race or creed against them if the libel would likely
expose persons of that race or creed to hatred, contempt or ridicule.

1939: Christie v. York Corporation (Supreme Court of Canada). Fred
Christie, a Montreal Canadians hockey fan, challenged the decision
of a bar owner to refuse him service at the Montreal Forum’s tavern
because of its policy not to serve blacks. The Court rules that private
establishments can discriminate on the basis of free enterprise and
therefore the bar is allowed to have this policy. The Court adds that
businesses could set rules unless they violated laws or ran “contrary
to good morals or public order”. (There was a similar case and
decision in 1940: Rogers v. Clarence Hotel (B.C. Court of Appeal).

*k*

1940’s: Workers of colour are underrepresented in the
workforce. They are grossly overrepresented in low-paying,
dangerous and precarious employment. Most workers of colour
are not unionized and those that are members of a union
experience systemic racism within their own union. Labour
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activists of colour organize to fight discrimination in
employment and poor health and safety conditions.

1942: Under the War Measures Act, Japanese Canadians, including
over 10,000 born in Canada, are interned, deprived of their civil
liberties and lose all of their property and possessions. They are sent
to detention camps in western Canada. Many are incarcerated in
jails, internment camps, and sent to work on road construction
projects in British Columbia, Alberta, Manitoba, and Ontario. They do
not regain their rights until almost a decade later but most do not ever
recover their property or possessions. Only in 1988 does the federal
government take responsibility and give a formal apology and
compensation to just over half of the 23,000 Japanese Canadians
who were detained. It is important to note that no Germans or Italians
were detained even though Canada was at war with Germany, Italy
and Japan.

1944: The Ontario Racial Discrimination Act is passed which
prohibits the publication or display on lands, premises,
newspapers or radio of any notice, sign, symbol or other
representation that is racially discriminatory. Labour
committees, like-minded organizations and racialized activists
play a significant role in having this Act adopted.

1945: The foundations are laid for the new international organization
named the United Nations.

Post WW II: The Jewish Labour Committee (JLC) begins to
systematically advocate for the elimination of racial and
religious prejudice within the trade union movement in Canada.
Human rights committees are established within local, provincial
and national labour bodies. The focus of these committees is on
public education programs for labour activists, as well as for the
general public, and networking with other organizations. The
JLC receives financial aid and resources for their work from
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many union leaders including the United Steelworkers of
America and the United Packinghouse Workers’ Union.

1945: The B.C. Social Assistance Act is passed. While racialized
people do not have the right to vote, this Act prohibits discrimination
based on colour, creed, race or political affiliation in the
administration of social assistance programs.

1945: Re Drummond Wren case (Ontario Court). A white man
bought some land which had a covenant that prevented it from being
sold to “Jews or person of objectionable nationality”. He challenged
this covenant as being against public good and therefore should be
void as being contrary to public policy. The judge agrees and finds
the covenant invalid,

1946: Viola Desmond, a Nova Scotian of African descent, buys her
ticket for black patrons but refuses to sit in the balcony designated
exclusively for black people in the Roseland Theatre in New
Glasgow. Instead she takes her seat on the ground floor where only
white people are allowed to sit. After being forcibly removed from the
theatre and arrested, Desmond is eventually found guilty of not
paying the one-cent difference in tax on tickets for white people.

1947: The B.C. Provincial Elections Act Amendment Act gives the
right to vote to every Canadian of eligible age except Japanese and
Aboriginal peoples.

1947: Chinese Canadians and South Asians are given right to vote in
federal elections.

1947: Prime Minister Mackenzie King makes a statement in the
House of Commons outlining Canada’s immigration policy. He states
that Canada has the right to select immigrants who are regarded as
desirable future citizens. Large-scale immigration from the “orient’
would change the fundamental composition of the Canadian
population.
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1947: Under the leadership of Premier Tommy Douglas, the
Saskatchewan Bill of Rights Act is passed — Canada’s first general
law prohibiting discrimination on the basis of race, creed, religion,
colour or ethnic or national origin with respect to accommodation,
employment, occupation and education, and publications.

1948: Japanese Canadians are given back the right to vote in federal
elections.

1948: The Universal Declaration of Human Rights is adopted by the
United Nations.

*k*%

1950’s: Most Canadian provinces enact legislation prohibiting racial
and religious discrimination in employment and/or housing.

1950’s: Most Canadian provinces amend their property acts to
prohibit restrictive land covenants based on colour, race, creed and
ethnic origin.

1951: Canada’s first Fair Employment Practices Act is adopted
in Ontario which prohibits discrimination in employment on the
basis of race and religion. It also outlines the procedure for
complaints and sets out fines for violations of the Act. Labour
committees together with other community organizations and
racialized activists play a key role in lobbying the government
for this legislation.

1952 — 1953: A new Immigration Act is passed. It set out “preferred
classes”, including British, French and American immigrants and
Asians who have relatives in Canada. However, the Act discriminates
against Asian immigrants without immediate relatives in Canada,
certain nationalities or ethnic groups, gay person, persons with
mental disabilities, etc. The Act also gives the federal government
the ability to exclude or limit groups from settling in Canada for social
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or economic reasons. Included in the assessment is the factor of
“climatic unsuitability” which effectively denies Black people entry to
Canada.

1953: The Federal Employment Fairness Act applies to federal
government and all sectors within its jurisdiction prohibiting
discrimination within the civil service. Other provinces enact similar
legislation.

1954: The Ontario Fair Accommodation Act prohibits
discrimination on the basis of race, religion and ethnicity in
service delivery (i.e. restaurants, shops, etc.). Labour
committees, along with other community organizations play a
role in lobbying the government for this legislation, together
with the National Unity Association consisting of racialized
human rights activists such as Hugh Burnett from Dresden,
Ontario.

(Note: Similar legislation was passed in Manitoba in 1953, Nova
Scotia in 1955, New Brunswick in 1956, British Columbia in 1956,
Saskatchewan in 1956 and Quebec in 1964).

1955: The Canadian Domestic Workers Program is established to
deal with the chronic shortage of Canadian workers prepared to
accept low wages and undesirable working conditions. Initially the
program targets Black women from the Caribbean region, and later
focuses on women from the Philippines. Many of the immigrants
entering as domestics are racialized women and qualified
professionals who are otherwise unable to immigrate to Canada
because of racist immigration practices. Through this program,
women immigrating face significant discrimination when seeking
other employment.

*k*k

1960: The Canadian Bill of Rights established. This recognizes
fundamental freedom and equality rights. However, it is ineffective
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because it does not have a remedial or enforcement mechanism built
into the Act.

1960: Aboriginal Canadians were no longer required to give up their
treaty rights and renounce their status under the Indian Act in order to
gualify for the vote.

1960: King v. Barclay and Barclay’s Motel (Alberta District Court) —
King was refused a room at the motel even though there was a
vacancy sign and the owner admitted that they did not rent to
racialized people. The Alberta District court dismisses King's law suit
under the Alberta’s Hotelkeepers Act, which states that an inn must
take in guests who pay and are in fit condition. The judge says there
was no violation of the Act because the motel was not technically an
“inn” and King did not qualify as a traveler under the Act. The judge
holds that Barclay was within his right to refuse King lodging.

1962: Ontario human rights laws are repealed in order enact
Canada’s first comprehensive provincial Human Rights Code and
establish the country’s first human rights commission. This is the first
time there are enforcement mechanisms, penalties and punishments
provided in the Code.

1962: A major overhaul of the Immigration Act by eliminates the
“White Only” policy. The new Act focuses on education, skills and
other qualities to be able to immigrate to Canada regardless of
colour, race, or national origin and as long as the immigrant had a job
or is able to support themselves until they obtain employment.

1963: Nova Scotia passes its first Human Rights Act, consolidating
other human rights legislation into one Act.

1964: The Separate Schools Act is amended to remove the provision
that made segregation of black students legal.

2013 National Conference for Racially Visible Members
TOGETHER: Our Strength is in our Differences Page 12 of 31



Contributions of Racialized
> Union Activists Workshop #2

Public Service Alliance of Canada
Alliance de la Fonction publique du Canada

HANDOUT #2

1966: A White Paper is tabled in Parliament outlining the key
elements of reforming the immigration laws and regulations, including
the Points System for independent immigrants.

1966: Alberta adopts its Human Rights Act which sets up a
comprehensive system to deal with discrimination. A Commission
would be established in 1972.

1966: The Public Service Alliance of Canada (PSAC) is formed
through the amalgamation of the Civil Service Federation and
the Civil Service Association of Canada including 14 national
affiliates with a membership of 110,000. Cal Best, an African-
Canadian, had co-founded the Civil Service Association of
Canada in 1958.

1966: Jamaican workers start to migrate to Canada under the
Seasonal Agricultural Workers Program (SAWP). Seasonal
agricultural workers receive less pay for their work and do not have
access to labour, health and safety or human rights, making this
immigration policy incredibly profitable to Canada while further
marginalizing the seasonal agricultural workers. SAWP is a guest
worker program that attempts to respond to the labour shortage in the
Canadian agricultural sector.

1967: Through the Immigration Act, the Canadian federal
government introduces the “Point System’ which is an immigrant
selection method that purports to eliminate racial discrimination while
it selects ‘suitable’ immigrants through a point system. Points are
allocated according to six categories: education, languages (English
or French), work experience, age, arranged employment in Canada,
and adaptability. There is a Eurocentric bias in the point system.

1967: New Brunswick adopts its comprehensive Human Rights Act
and sets up a Commission to deal with discrimination.

1968: P.E. I. adopts its comprehensive Human Rights Act. A
Commission is set up in 1975.
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1969: B.C. and Newfoundland both adopt comprehensive Human
Rights Act. In B.C. the Act sets up a Commission to ensure the law is
followed. The Newfoundland Commission is set up in 1974.

*k*k

1970s: The PSAC and the broader labour movement, including
the Canadian Labour Congress (CLC) and the Canadian Union of
Public Employees (CUPE), focus their work on employment
equality through affirmative action programs.

1970’s: Racialized workers create their own labour support and
advocacy organizations and coalitions because their issues
were not being addressed in their unions.

1970: Manitoba adopts a comprehensive Human Rights Act, and a
Human Rights Commission.

1970: Africville, the Black settlement near Halifax, Nova Scotia, is
forced to relocate without the consent of the residents due to the
poverty and health risks imposed upon them.

1970: Vancouver City Council destroys Hogan's Alley, Vancouver’'s
Black community, with the construction of the Georgia Street Viaduct.

1971: The Multiculturalism Policy recognizes “the pluralist Canadian
society in that it contains Canadians of British and French origin,

Aboriginal peoples and ‘others™.

1974: The Seasonal Agricultural Workers Program (SAWP),
operating in many provinces, expands from using the services of
Jamaican workers to employing workers from Mexico and the
Caribbean. Under the SAWP, workers face language barriers,
mobility problems and cultural differences manifesting themselves in
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outright racism. These barriers segregate and exclude migrant
workers from the rest of their host rural community.

1975: Quebec’s Charter of Human Rights and Freedom is adopted.

1976: A year after the federal government introduces wage and
price control legislation, the Canadian Labour Congress
sponsors a national Day of Protest to mark the anniversary.
Over a million workers are estimated to have participated in
demonstrations across the country.

1976: PSAC establishes its Equal Opportunities Committee
(EOC) which deals with women’s issues.

1977: The Toronto Chinese Garment Workers’ Association is
formed to advocate for the rights of garment workers.

1978: Parliament enacts the Canadian Human Rights Act, which
prohibits discrimination in employment and services in the federal
jurisdiction. The federal government sets up a Commission to ensure
compliance with the law.

1978: Reforms are made to the Immigration Act. Under the new Act,
the federal government is required to set targets for the number of
immigrants it will admit each year, and to consult with the provinces
regarding the planning and management of provincial immigration. It
also introduces new categories of immigrants including:

(1) independent class: individuals applying for landed-immigrant
status on their own initiative;

(2) humanitarian class: a) refugees as defined under the United
Nations Convention on Refugees, and b) other persecuted and
displaced persons not covered under the UN Convention;

(3) family class: including the immediate family, parents, and
grandparents of individuals already living in Canada; and
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(4) assisted relatives class: distant relatives who are sponsored
by a family member in Canada and who meet some of the
selection criteria of the independent class.

The 1978 Act represents the first time that Canada formally
recognized refugees as a legitimate class of immigrants to
Canada. Moreover, under the new classifications, the Point
System only applied to the independent class (and partially to
the assisted relatives class). As such, immigrants applying
under the humanitarian or family classes were not required to
meet the Points System.

1979: Saskatchewan consolidates its Human Rights Code.

1979: The International Coalition to End Domestic Exploitation
(INTERCEDE) is created to conduct research and advocate on
behalf of domestic workers.

*k*%k

1980’s: Racialized community activists bring labour and non-
unionized workers in precarious employment together. Even
though community activists organize racialized workers in
unions, they are not offered jobs within unions.

1981-1992: The Foreign Domestic Movement Program is
established targeting racialized women, mainly from the Philippines.
Through this immigration program, the Canadian government
subjects racialized women workers to all forms of abuse, to 24-hour
work, and to little or no access to health care and other social
services. Later this program becomes the Live-in Caregiver Program
(LCP)

1981: The mandate of the PSAC Equal Opportunities Committee
Is expanded to include all equity groups, including racialized
workers.
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1982: The federal government adopts the Canadian Charter of
Rights and Freedoms. Section 15, the Equality provision, comes into
effect in 1985.

1983: The federal government implements a voluntary employment
equity policy resulting in special measures programs that were piloted
by the government. The PSAC was not involved since the
government did not consult the union but PSAC supported the
initiative.

1983-1984: The Task Force on Equality in Employment, headed by
Justice Rosie Abella, was created to examine the issues of
representation in the workforce. The Canadian Labour Congress
(CLC), PSAC and other unions make submissions in support of
employment equity. The Task Force produces a groundbreaking
report: Equality in Employment.

1984: The Chinese Canadian National Council (CCNC) launches the
Chinese Head Tax Redress campaign in response to 62 years of
legislated racism.

1985: Visible minorities are added to the groups covered by the
federal government’s Affirmative Action Program which was initially
enacted in 1983.

1985: Simpson Sears v. O’Malley (Supreme Court of Canada). This
groundbreaking case recognizes that indirect or unintentional actions
or policies can have an adverse affect and that there a duty to
accommodate an employee who has been affected short of undue
hardship. The case dealt with religious accommodation.

1985: Bhinder v. CNR & Ontario Human Rights Commission
(Supreme Court of Canada). The court had to decide if the CNR hard
hat requirement was a bona fide occupational requirement (BFOR).
The court finds that it was a BFOR and thus there was no
discrimination.
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1986: PSAC negotiates its first collective agreement “no
discrimination’ clauses.

1986: The federal government adopts the Employment Equity Act to
help remedy historic discrimination and remove barriers in the
workplace against women, Aboriginal people, people with disabilities
and visible minorities. The Act does not apply to the federal public
service. Labour participated in the initial consultations on the
proposed Act.

1986: Labour activists who were involved in anti-racist work
inside unions as well as in their communities found the Ontario
Coalition of Black Trade Unionists.

1988: The Canadian government makes redress payments to
Japanese Canadians as compensation for their loss of property,
status and internment during World War II.

1988: The PSAC triennial convention adopts a comprehensive
human rights policy. This policy re-affirms PSAC’s support for
human rights as proclaimed in the Universal Declaration of
Human Rights, the Canadian Charter of Rights and Freedoms
and the Canadian Human Rights Act. It also outlines measures
to facilitate achieving equality and eliminating discrimination.

1988: The National Employment Equity Network is created by a
coalition of equality-seeking groups. The mandate of this
coalition is to lobby the federal government to make the
employment equity program more effective. The PSAC is part of
this network.

1989: Andrews v. Law Society of B.C. (Supreme Court of Canada).
Andrews met all the conditions to be admitted to the bar in B.C.
except that he was not a Canadian citizen. He challenged this
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requirement in the courts. The Supreme Court finds that this
requirement is discriminatory on the basis of national citizenship.

*k*%

1990: Visible minority members form the PSAC Equality Action
Group in the National Capital Region to work on human rights
iIssues. This later became the NCR RVAC Committee.

1990: Central Alberta Dairy Pool v. Alberta Human Rights
Commission (Supreme Court of Canada). The Supreme Court
recognizes that it made an error in the Bhinder case. The Court
holds that even if a rule is a bona fide occupational requirement
(BFOR), there still can be “adverse affect discrimination” and the
employer should have try to accommodate.

1991: Eight nurses of colour at Northwestern Hospital file the first
complaint of discrimination on the basis of race with the Ontario
Human Rights Commission.

1991: The Canadian government introduces the security certificate in
the Immigration and Refugee Protection Act (IRPA). The security
certificate is a legal document that authorizes the government to
imprison indefinitely and without charge or trial any non-Canadian
citizen it deems a ‘threat’ to ‘national security’.

1991: A committee of the House of Commons was given the
mandate to review the Employment Equity Act, 1986 and make
recommendations for improvement. The PSAC provided its views
to the Committee. The Committee's 1992 report, entitled A Matter of
Fairness, makes a number of recommendations including the
inclusion of the federal public service under the Act, that the Act
require bargaining agents to be consulted and have input into the
preparation and implementation of employment equity plans, and that
the Canadian Human Rights Commission (CHRC) become the
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enforcement agency under the Act with auditing powers. Although
this report was tabled in 1992 the Act was not revised until 1995.

1991: Treasury Board Secretariat adopts an Employment Equity
Policy, which requires departments and agencies to prepare and
analyze statistical data, analyze their employment systems to identify
barriers, consult with employees, develop employment equity plans,
and endeavor to meet numerical goals.

1991: Baltej Singh is the first Sikh to join the RCMP and to wear an
official RCMP turban. Many Canadians oppose this and attempt to
convince the federal government to prohibit any changes to the
uniform worn by the national police force initiated in 1871. .

1992: PSAC’s Equal Opportunities Committee is expanded by
eight seats in order to ensure the representation of groups
covered by Human Rights Policy.

1992: The PSAC National Board of Directors adopts a resolution
to commemorate the United Nations Day for the Elimination of
Racial Discrimination, March 21.

1992: PSAC member Lynn Jones is elected to the Canadian
Labour Congress Executive Council in one of two visible
minority affirmative action positions. The second position is
filled by CAW member Hassan Yussuff.

1992: Central Okanagan School District No. 23 v. Renaud (Supreme
Court of Canada). The Supreme Court finds that union could not act
in a discriminatory manner and that they had an obligation to
accommodate union members.

1992: The Live-In Caregiver Program (LPC), a federal program
whereby mainly migrant racialized women enter Canada as live-in
domestic workers, is established.
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1993: The Ontario Employment Equity Act receives Royal Assent.

1993: The Public Service Reform Act makes employment equity
policies in the public service mandatory under the Financial
Administration Act (Section 7) and the Public Service Employment
Act.

1993: PSAC’s National Board of Directors adopts a Harassment
Policy and Complaint Procedure. This policy undertakes to
maintain a harassment free environment at all PSAC functions
and, unlike the Sexual and Personal Harassment Policy, pertains
to harassment on all prohibited grounds cited in the PSAC
Human Rights Policy (e.g., race, disability and so on).

1993: Visible minority, Aboriginal members and LGBT members
begin to form their Regional Committees across the country.

1993: Funding is provided for pilot project weekend education
seminars for visible minority members in Halifax and Toronto,

who play an active role in planning, developing, organizing and
delivering the seminars.

1993: A workshop on “Anti-Racist Facilitator Training” is
conducted at the annual conference for PSAC education staff.

1993: PSAC conducts a systems review of all the union’s
internal policies and practices as part of the Employment Equity
Plan for PSAC staff. This plan is jointly developed by the PSAC
and the staff unions.

1994: The Canada Labour Congress formally established the
Human Rights and Racism Committee with four working groups
representing the equity groups, and a Human rights and Racism
Coordinator staff position. The CLC also amends the CLC
Constitution to include one visible minority vice-president and
one Aboriginal vice-president on their Executive and establishes
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an Anti-Racism Task Force to look at racism in the labour
movement.

1993: PSAC initiates a joint conference with management for
over 200 racially visible and Aboriginal federal public sector
workers in Nova Scotia.

1994: The Federal Court orders a Canadian Human Rights
Tribunal to re-examine its rulings on the Mary Pitawanakwat
case. A settlement is later reached giving Mary Pitawanakwat
$200,000 to cover damages and credits for all annual leave and
sick leave. She had alleged gender and racial harassment.

1994: In preparation for the upcoming revision of the
Employment Equity Act, the Canadian Labour Congress strikes
an ad-hoc committee. PSAC is an active member on that
committee, which reviews the federal legislation as well as the
short-lived Ontario Employment Equity Act, and develops a
more detailed labour position on employment equity. The PSAC
and other unions appear before a House of Commons standing
committee regarding Bill C-64, the proposed amended federal
employment equity legislation.

1995: A full day of the PSAC’s National Board of Directors
meeting is dedicated to training on systemic discrimination,
harassment and human rights concepts

1995: Parliament adopts a revised federal Employment Equity Act,
which applies to the federal public service for the first time. The new
Act contains other significant improvements to the former Act, such
as:
e providing the Canadian Human Rights Commission (CHRC)
with the authority to conduct audits of employers;
e making the Federal Contractors Program requirements
equivalent to those of the public service with regard to
implementation of employment equity;
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e requiring employers to consult with bargaining agents regarding
the preparation, implementation and revision of their
employment equity plans; and

¢ including more detailed requirements for employers in
implementing employment equity.

However, there are also a number of problems with the 1995 Act,
particularly the consequential amendments to the Canadian Human
Rights Act' which takes away the ability to file complaints based on
employment equity data in most cases, and takes away the
Commission’s ability to order employment equity remedies. In
PSAC'’s view, the Act is still not nearly strong enough to ensure that
employment equity will become a reality in workplaces

1995: The Ontario Employment Equity Act is repealed by the Harris
Conservative government.

1995: Representatives of the PSAC and the two staff unions
sign the PSAC Internal Employment Equity Plan.

1995: As part of the federal budget, the government imposes the
Right of Landing Fee, widely known as the Head Tax. The fee of
$975 applies to all adults, including refugees, becoming permanent
residents. In February 2000, the government rescinds the Right of
Landing Fee for refugees, but maintains it for immigrants.

1995: Canada officially proclaims February as Black History Month.
1996: PSAC pilots its advanced course in “Human Rights”.

1997: In National Capital Alliance of Race Relations (NCARR) v.
Health Canada, a Canadian Human Rights Tribunal orders a series of
permanent and temporary measures to eliminate discriminatory
employment barriers against visible minorities and to redress the
effects of past discrimination.
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1996: The first PSAC National Unity Conference brings together
racially visible workers and Aboriginal members together to
discuss and strategize about issues important to their
communities. This is the first conference of its kind in the
labour movement in Canada.

1998: PSAC pilots its first course on harassment.

1998: During the Nova Scotia provincial election, the efforts of PSAC
members help elect the first black woman to the legislature. Yvonne
Atwell, well-known community activist, represents the riding of
Preston for the New Democratic Party.

1999: In Meiorin vs. the BC Government, the Supreme Court of
Canada rules that employers have a positive obligation to ensure that
workplace standards and requirements do not discriminate.

1999: The PSAC holds its second National Unity Conference.
1999: The PSAC adopts Policy 40 on Anti-Racism.

1999: PSAC collaborates with federal employers in the development
of an Employment Systems Review Colloquium. The colloquium is
designed to help union and employer representatives understand the
work required by this stage in the employment equity process.
Another goal is to engage representatives in the regions with the
expectation that union-management activities will take place that will
facilitate an exchange of strategies.

1999: The Task Force on the Participation of Visible Minorities in the
Public Service is created to study the problem of under-
representation of visible minorities in the federal public service.

*k*k
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2000: The Task Force on the Participation of Visible Minorities in the
Public Service delivers its report entitled Embracing Change in the
Federal Public Service (also known as the Perinbaum Report), a
government-wide action plan to address under-representation within
the federal public service. The Embracing Change report sets a goal
of 1-in-5 for new hires into the federal public service by 2003 and for
executive hires by 2005, in order to address the large and growing
gap with respect to this group. Three years of funding is attached to
this initiative. The PSAC had provided a submission to the Task
Force during its consultations and welcomes the report and its
recommendations. (After five years, the funding is not renewed and
the initiative fails because the goals of 1-in-5 were never met.)

2000: The PSAC develops its “Duty to Accommodate: A PSAC
Guide for Local Representatives” publication (later revised in
2009). This guide is a popular tool for members to better
understand the duty to accommodate, the process involved and
the responsibilities of all the parties in the workplace.

2000: Resolutions adopted at the PSAC national equity
conferences, including the Unity Conference are allowed to be
sent to the PSAC triennial convention.

2000: Labour and community activists launch the Asian
Canadian Labour Alliance (ACLA).

2000: PSAC triennial convention delegates amend the union’s
Constitution to allow eight PSAC Equity representatives,
including two visible minority members, to have delegate status
at PSAC triennial conventions with full delegate status.

2000: PSAC negotiates a Joint Learning Program with Treasury
Board that provides union-employer training to members on
various topics including anti-discrimination and anti-
harassment.
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2001: After September 11, the Immigration and Refugee Protection
Act is amended. The Act erodes due process and fundamental rights
in Canada and broadens governmental powers to arrest, detain and
deport immigrants, with some of the worst impacts being experienced
by racialized communities.

2002: Canadian and Syrian citizen, Maher Arar is detained and
deported to Syria by U.S. and Canadian authorities even though he
carries a Canadian passport. The PSAC publicly calls for the
release of Arar while he is imprisoned and supports his efforts
to have the Canadian government establish a public inquiry into
his detention. The PSAC contributes financially to the Maher
Arar Support Committee and actively participates on a CLC
working group. A commission of Inquiry established in 2007
found Arar innocent. The federal government issues an apology
and agrees to a settlement. Many of the recommendations from
the Inquiry have yet to be implemented.

2002: The PSAC begins to conduct its comprehensive
employment equity and duty to accommodate courses.

2002: The third PSAC National Unity Conference takes place.

2002: There is a review of the federal Employment Equity Act.
PSAC makes submissions and recommendations to the House
of Commons Standing Committee on Human Resources
Development and the Status of Persons with Disabilities.

2003: Delegates to the PSAC triennial convention agree to fully
fund delegates to the National Equity Conferences and double
the budget.

2003: PSAC launches its Social Justice Fund at the triennial
convention. The Fund focuses on international development
work, Canadian anti-poverty and development initiatives,
emergency relief work in Canada and around the world, worker
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to worker exchanges, and worker education in Canada and
around the world.

2003: A $20,000 budget is allocated to assist the work of
existing regional equity committees. Newly created regional
equity committees, including Racially Visible Action
Committees, each receive $500 start-up funding.

2003: The UN Special Rapporteur on contemporary forms of racism,
racial discrimination, xenophobia and related tolerance visits Canada
as a result of the implementation of the Durban Programme of Action.
The Special Rapporteur puts forward 15 conclusions and
recommendations which “may add credibility, trust and recognition to
its genuine political commitment to combating racism, discrimination
and xenophobia”. The PSAC provides submissions to the Special
Rapporteur in which it calls for a national action plan against
racism and a strategy that will incorporate and implement
employment equity, international and domestic human rights
principles.

2005: The federal government announces it will launch the Canada
for All: Canada’s Action Plan Against Racism. The Action Plan
receives $56 million over five years in the February 2005 federal
budget.

2005: PSAC holds its fourth National Unity Conference.

2006: The PSAC triennial convention amends Section 15 of the
PSAC Constitution to include Regional Human Rights
Committees which consist of all the equity groups.

2006: The Supreme Court of Canada in Multani v. Commission
scolaire Marguerite-Bourgeoys affirms the right of a Sikh school boy
to wear the kirpan at school. The school has a duty to accommodate
religious beliefs.

2013 National Conference for Racially Visible Members
TOGETHER: Our Strength is in our Differences Page 27 of 31



Contributions of Racialized
> Union Activists Workshop #2

Public Service Alliance of Canada
Alliance de la Fonction publique du Canada

HANDOUT #2

2007: The Senate Standing Committee on Human Rights delivers its
first report, entitled “Employment Equity in the Federal Public Service
— Not There Yet”, which finds that not enough progress is being made
and contains a number of recommendations for improving the
representation of the four designated groups. The PSAC had made
a submission with recommendations to the Standing Committee.

2008: The first PSAC National Conference for Racially Visible
Members is held as a result of the Unity Conference being
divided into two conferences, one for racialized members and
the other for Aboriginal members.

2008: PSAC and the staff unions adopt a PSAC Internal Anti-
Racism Policy.

2008: The Bouchard-Taylor Commission in Quebec issues a report
that states myths and misperceptions perpetuate the discrimination
against racialized communities and there is a need for reasonable
accommodation of religious beliefs.

2009: A UBC study tailors 6,000 mock resumes to specific job
requirements in 20 occupational categories and sends them to
employers with online job postings in the Greater Toronto area. The
study finds resumes with European names receive interview call-
backs 40 per cent more often than identical resumes with “racialized”
sounding names.

2009: PSAC, with the CLC and other unions, participates in the
follow-up to the Durban Conference against Racism, Racial
Discrimination, Xenophobia and other forms of discrimination in
Geneva.

*k*%k

2010: The Senate Standing Committee on Human Rights releases a
second detailed report entitled Reflecting the Changing Face of
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Canada. The PSAC had provided submissions and
recommendations to the Committee.

2011: PSAC holds its second National Conference for Racially
Visible Members.

2011: The Canadian Centre for Policy Alternatives and The
Wellesley Institute produce a report on the state of workers of colour
— Canada’s Colour Coded Labour Market: the Gap for Racialized
Workers by Sheila Block and Grace Edward Galabuzi. The report
outlines how racialized workers continue to be over-represented in a
range of traditionally low-paying service industry jobs ranging from
janitorial services and call centres to security services.

2012: The Senate Standing Committee on Human Rights hears
witnesses, including the PSAC, on the progress of employment
equity in the federal public service.

2012: The PSAC National Human Rights Committee (NHRC),
which replaced the union’s Equal Opportunities Committee,
holds its first meeting.

2013: The Senate Committee on Human Rights again hears
witnesses on the progress of employment equity in the federal
public service. The PSAC appears and makes
recommendations.

2013: The third Conference for Racially Visible Members is held
simultaneously with the other National Equity Conferences.
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Sources:

1. David Austin (2013) Fear of a Black Nation: Race, Sex and
Security in Sixties Montreal.

2. Canada in the Making website:
http://www.canadiana.ca/citm/specifique/immigration e.html

3. Canadian Broadcasting Corporation (CBC) — Highlights in Labour
History - http://www.cbc.ca/news/canada/story/2009/09/04/f-labour-
day-canadian-workforce.html

4. Canadian Council for Refugee website:
http://ccrweb.ca/en/hundred-years-immigration-canada-1900-1999

5. Canadian Geographic website:
http://www.canadiangeographic.ca/magazine/jf01/culture acts.asp

6. Canadian Human Rights Commission website: http://www.chrc-
ccdp.ca/en/index.asp

7. Canadian Labour History website:
http://www.newlearner.com/courses/hts/cin4u/pdf/labourhistory.pdf

8. CUPE website: http://cupe.cal/racism/cupe-black-history

9. Citizenship and Immigration Canada website:
http://www.cic.gc.ca/english/resources/publications/legacy/chap-

6.asp

10. Edmonton Social Planning Council:
http://www.edmontonsocialplanning.ca/content/view/1031/271/
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11. The Protection o f Human Rights in Canada” by Brooke Jeffrey;
Philip Rosen at:
http://www.revparl.ca/english/issue.asp?art=341&param=90

12. Mapleleafweb website:
http://www.mapleleafweb.com/features/immigration-policy-canada-
history-administration-and-debates

13. Multi-cultural History Society of Ontario website:
http://www.mhso.ca/chinesecanadianwomen/en/downloads/education
/[immigration laws handout.pdf

14. Through the Eyes of Workers of Colour, Women Working with
Immigrant Women in collaboration with the Toronto & York Region
Labour Council, 2004

15. Wikipedia website:
http://en.wikipedia.org/wiki/History of immigration to Canada
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Mini-Biographies of Racialized
Activists

Cal Best
Co-founder of the Civil Service Association of Canada which
later became part of the PSAC

James Calbert Best was the son of a human rights activist and a railway
porter, his career in the federal public sector began in the Department of
Labour in 1949, where he co-founded the Civil Service Association of

Canada, one of the organizations that merged in 1966 to form the PSAC.

Cal was born in New Glasgow, Nova Scotia, and as a young man founded,
with his mother, the first African-Canadian owned newspaper in that town,
The Clarion. The paper covered local news and sports, but more
importantly, delved into the deeper racial issues facing black people in
Nova Scotia and across North America. It featured the case of Viola
Desmond, who has been referred to as a Canadian Rosa Parks. In 1946,
she was arrested and fined for sitting in the "whites only" section of the
Roseland Theatre in New Glasgow and refused to move when authorities
tried to force her to.

After achieving degrees in political science and public administration, he
embarked on a 49-year career in the federal public sector, including a term
as Canadian High Commissioner to Trinidad and Tobago.

Even in retirement, his considerable contribution continued. In 1999, he
served as a member of the Treasury Board President’s Task Force on the
Participation of Visible Minorities in the Federal Public Service.

Cal Best died in the summer of 2007 at the age of 81.

from the PSAC website: (http://www.psac-
afpc.com/news/2008/messages/20080201-e.shtml)
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Hassan Yusseff
Canadian Labour Congress Secretary-Treasurer

Canadian Labour Congress Secretary-Treasurer Hassan Yussuff has come
from the factory floor of automotive manufacturing plants to the second-
highest position in the country’s labour movement.

Hassan has a long history of remarkable achievements, becoming the
CLC'’s first person of colour elected to an executive position in 1999 as
Executive Vice-President. He was then elected to the first of his four terms
as Secretary-Treasurer in 2002.

Hassan has also been a highly active union leader in the international
arena, leading to his recent election as president of the Trade Union
Confederation of the Americas (TUCA) for a four-year term.

TUCA represents more than 50 million workers belonging to 50 active trade
union affiliates in 29 countries, including Canada, the U.S., Brazil and
nations in Latin America. TUCA belongs, in turn, to the International Trade
Union Confederation (ITUC), with headquarters in Brussels.

Hassan started his international activism by visiting South Africa in 1991 as
part of a CLC delegation. He was then chosen as an observer to the first
democratic South African elections in 1994 that saw Nelson Mandela
become President of the formerly racially segregated nation.

In 1999, Hassan led a fact-finding delegation to East Timor whose work
contributed to that country’s eventual independence from Indonesia. He
was also an executive member of the United Nations’ North American
Coordinating Committee on the Question of Palestine.

Born in Guyana, South America, Hassan Yussuff came to Canada as a
young immigrant and later found work at the CanCar plant in Toronto — a
bus, trailer, railway and aircraft manufacturer where he first became active
in the labour movement.
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Within a year he had become plant chairperson of Local 252 of the
Canadian Auto Workers, the start of a series of key CAW positions,
including being elected plant chairman of the General Motors Truck Centre.
He later served as a staff representative in the organizing and service
departments before being appointed as Director of the CAW Human Rights
Department.

It was during those years that he also served on the CLC’s Executive
Council and co-chaired the CLC Human Rights Committee.

Since becoming a CLC Executive member, Hassan has led delegations to
the World Social Forums, where thousands of progressive individuals and
organizations join in a common search for sustainable economic
development that respects human, labour and environmental rights.

He is a member of the Advisory Committee on the International Labour
Affairs known as ACILA, which advises Canada’s Minister of Labour on
international labour matters.

He has also been President of the Trade Union Technical Advisory Council
(known by its Spanish-language acronym, COSATE), the trade union
advisory committee of the Organization of American States (OAS) and has
been a Governor of the Canadian Centre for Occupational Health and
Safety (CCOHS). Currently he sits on the Executive of COSATE.

Hassan complements his labour roles with deep community involvement,
including being active with the United Way, where he has served on the
National Board of Directors, and with the National Institute of Disability
Management.

(Source: The Canadain Labour Congress website:
http://www.canadianlabour.ca/about-clc/officers/hassan-yussuff )
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Marie Clarke Walker
Canadian Labour Congress Executive Vice-President

Coming from a family where both her mother and father have deep roots in
the labour movement, Marie is the first woman of colour to be elected as an
Executive Vice-President of the Canadian Labour Congress as well as the
youngest-ever elected CLC officer.

Her mother is a retired trade union activist and feminist originally from
Jamaica who remains involved in the struggle for equality and social justice
for all workers. Marie’s father is a lawyer in Barbados who has represented
workers all his life.

During her childhood in the Caribbean and Canada, Marie participated in
many community activities. She learned as much about the issues of social
justice by being at demonstrations and picket lines as she learned in the
classroom. Marie’s passion for social justice was further developed when
she spent time in Grenada working with the Ministry of Education on a
number of programs including youth reconstruction programs during her
summers.

Those early experiences informed her working life, starting her career
working in a home for the aged, later with adults and children with
developmental disabilities and then as a counsellor and family-support
worker in Toronto.

Marie faced workplace racism, experiences that led to her developing a
peer mediation anti-racism program for use in elementary schools and a
renewed union activism.

Marie rose rapidly through the ranks of the Canadian Union of Public
Employees, eventually becoming CUPE Ontario’s Equity Vice-President
and her union’s first-ever national Diversity Vice-President, before being
first elected as a CLC Executive Vice-President in 2002.
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At the CLC, Marie is heading up a unique pilot project in Toronto by
connecting the labour movement in Canada’s largest and most diverse city
with the community.

Working with the Ontario Federation of Labour and Metro Toronto area
labour councils, Marie is helping to build labour’s profile, increase public
support and improve links with community groups and social allies.

Marie’s past duties at the CLC make her a perfect choice for the role — she
has previously been responsible for the poverty, housing, health, safety
and environment and peace files. In addition she has also had
responsibility for the Women’s and Human Rights Department,
transportation, aviation and security issues. She has been deeply involved
at both the national and community levels with the struggle for women’s
rights and equality.

As the Canadian Labour Congress representative on the broadly-based
Pay Equity Task Force, she was part of ongoing efforts to have the federal
government appreciate both the social and economic issues implicit in
equal pay for work of equal value.

Marie strongly believes that unions cannot and should not be divorced from
the greater community and is determined to promote the good that labour
can do for all segments of the community.

Marie remains very much involved in family and community as the mother
of two sons. She has served as a Board member on a number of
organizations, including the Canadian Peace Alliance, the Canadian Centre
for Policy Alternatives, Adventure Place, the Scarborough Malvern National
Soccer Club and Scarborough Basketball Association. Marie is currently a
Governor on the Canadian Centre for Occupational Health and Safety, and
Is an executive member of the Coalition of Black Trade Unionists, Juliette’s
Place, a shelter for abused women, and the Malvern Community Coalition.
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(Source: The Canadian Labour Congress website:
http://www.canadianlabour.ca/about-clc/officers/marie-clarke-walker )
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Jinny Simms
Member of Parliament, Newton-North Delta, B.C.

Jinny Sims has a long and dedicated history as a teacher, counsellor, union
leader and as a strong advocate for public education.

Born in India, Jinny immigrated to England when she was nine years old.
She earned a Bachelor of Education at the University of Victoria in
Manchester and moved to Canada in 1975.

After years of teaching in the classroom and being actively involved in the
BC Teachers’ Federation, she became Federation president in 2004.

In 2005, she successfully lead the Federation’s fight against the Campbell
government for smaller class sizes and better learning conditions for
students.

Jinny currently works for the BCTF as Director of Professional and Social
Issues.

(Source: MP Jinny Simm’s website)
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Régine Laurent
President, Fédération interprofessionnelle de la santé du
Québec - FIQ, Quebec

Régine Laurent was born in Haiti but immigrated to Quebec at the age of
11. She graduated from CEGEP Vieux Montréal (1979) with a diploma in
Nursing and she practised her profession at Hopital Santa Cabrini. An
active unionist since 1984, she was elected president of the hospital’s local
union in 1985. At the end of the decade she also became involved in the
pay equity work at the Healthcare Table, with the Conseil du trésor, as well
as being an activist active in such files as “Echec & la guerre” and violence
against women.

In 1991, she ran for a position on the Executive Committee of the
Fédération des infirmiéres et infirmiers du Québec — FIIQ. She occupied
the position of Secretary until June 2001, acting as the political officer for
the national and international Solidarity file, among others. In the fall of
1992, Ms Laurent was one of the interns at the Centre international de
solidarité ouvriere (CISO) which went to Burkina Faso to meet nurses,
students and unionists. Then she participated in the implementation of two
training sessions for young Quebec nurses who were paired up with
midwives. She also held the position of vice-president and president of
CISO.

From December 2005 to June 2009, she was the president of Alliance
Interprofessionnelle de Montréal (AIM), a union of 5,500 members affiliated
with the Federation. She then resigned these duties when she was elected
president of the Fédération interprofessionnelle de la santé du Québec —
FIQ, the new name for the FIIQ, which represent over 62,000 nurses,
licensed practical nurses, respiratory therapists and perfusionists.

In 2010, Régine Laurent was named one of the 50 most remarkable
women in Quebec by Chatelaine magazine which was marking its 50
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HANDOUT #3

anniversary. The Haitian Young Chamber of Commerce, in the context of
its 3" Gala of Excellence, also paid tribute to her in order to mark her social
commitment, her career and her achievements.
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Larry Rousseau
Regional Executive Vice-President, NCR Region

Larry Rousseau was elected PSAC Regional Executive Vice President for
the National Capital Region in June 2011.

Previously, Brother Rousseau was a Regional Vice President with the
Union of National Employees, and an employee of Statistics Canada.

His first experience in the labour movement was when he started as a filing
and stockroom clerk in the mail room of the Canadian Labour Congress at
the age of 18. Shortly thereafter, he was elected shop steward for the
Office and Professional Employees International Union Local 225 (now
COPE). His involvement in the GLBT, peace and social activist movements
has been an integral part of his engagement and commitment for social
justice.
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Sharon De Sousa
Regional Executive Vice-President, Ontario Region

In May 2011, Sharon DeSousa was elected as the Regional Executive
Vice-President (REVP) for Ontario of the Public Service Alliance of Canada
(PSAC), which represents over 30,000 PSAC members across the Ontario
region. As part of her duties Sharon sits on the Alliance Executive
Committee, which is the national governing board of the PSAC, a union
with over 180,000 members across Canada. She is the first woman of
colour to sit on the Alliance Executive Committee and also the youngest.

Sharon has been active in the labour movement and a strong activist in her
community; raising awareness on issues of equity and advocating on
behalf of marginalized communities. Sharon has worked tirelessly to break
down barriers by facilitating anti-oppression workshops, being a founding
member of the PSAC Toronto’s Racially Visible Committee, becoming the
Racially Visible Member Representative on PSAC’s Ontario Council and in
her new role as REVP.

Sharon’s goal is to create an inclusive labour movement, by empowering,
engaging and mobilizing workers to take political action and have their
voices heard. “Fighting injustices and bettering our society must occur at
every level within the labour movement, from the shop floor to demanding
our political leaders take action on issues affecting our communities”,
Sharon DeSousa, REVP — Ontario.
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2 TAKE ACTION!

TAKE ACTION!

Everything you need to know to mobilize
members and win positive change

Are you ready to take action in your workplace and
community? You've come to the right place!

This handbook is a compilation of tools and tips
developed by PSAC or by other union and community
partners. It's designed to give you some “nuts and bolts”
tips to get started. But our inspiration comes from people
like you who are brave enough to take a risk and work
hard to make change.

This is by no means the last word on mobilizing.

Rather, it is meant to serve as a handy compilation of
ideas, strategies and tips to help inform your activism
and get you thinking about what will help your members
build successful campaigns and actions.

We invite you to share this tool with the other unions and
community partners you work with. Add your strategies
to the ones outlined here. There is space at the end of
this booklet to write down your own ideas. And don't be
afraid to get creative.

Good luck and have fun!



Mobilizing checklist

This checklist is a short reminder of the
things you will need to consider when you
want to mobilize members for a cause.

[0 Design actions that are easy to carry out
and achieve a concrete goal.

[0 Make sure you have support from your members.

Find out how they are affected and what they
want to do to change the situation.

Work with them to come up with ideas and
strategies for action.

Choose the best strategies and actions together.

[0 Keep members in the loop.
Let them know what’s happening.

Keep members involved in decision-making
and update them on developments.

[J Make sure your message is clear and to the point.

Use plain language so that your messages and
actions are easy to understand and act upon.

Respect the diversity of your membership.
Make sure your publications reflect people from
different cultural backgrounds, age groups and
with different abilities.

Use different kinds of media to attract as many
people as possible.

Plan your actions in high traffic areas or in
conjunction with major events, to help attract a
bigger audience.

Decide in advance what constitutes a “win,”
and make sure to celebrate your victories.

Design your actions to reflect the changes you
want to make, and remain flexible, so your actions
can adapt to changing circumstances.

O Get political.

Take your message directly to decision-makers
by encouraging your members to write letters
and sign petitions.

Escalate your tactics if you don’t get a response.
This could include phone calls, in-person visits
or demonstrations.

Get allies on board to support your actions.

O Have fun.

Engage the public through creative, collective action.
Include food, song, theatre and art in your activities.

Create an atmosphere of solidarity with the actions
you undertake in the workplace, in public venues,
on the streets and in your communities.

TAKE ACTION! 3



The 12 principles of strategic campaigns
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When we take a look at
some of the most successful
campaigns in the labour and
social justice movement, we can
see similar strategic principles at
play, no matter how different the
issues involved. The tactics change
depending on the employer and the
situation, but the underlying principles
remain constant.

ACTION!



1. Seize the initiative. If you're entering into a tough
conflict or strike, it's critical to think ahead and make
calculations like: “If we take action, what could we do
to exert enough pressure to win?”

Although some campaigns may require hundreds

of hours of research, more often the key information
about an organization is published in an annual report,
reports to a security exchange, business press reports,
reports to Parliament or to a government minister and
other such easily accessible material. At the very least,
these sources may point you in the right

strategic direction.

2. Map the big picture. Draw a map of all the
relationships your employer has. Begin with your own and
honestly evaluate your position, assessing how well you
are organized and how hard it will be for the employer

to secure replacement labour or to legislate you back to
work. But don't stop there!

3. Look at who runs the organization. Note who

is on the board of directors, how senior management

is appointed and by whom, who the suppliers and
customers are, what regulations the employer must
comply with, what financial commitments the employer
has and what individuals or institutions capitalize the
organization. That map will help you choose an
effective strategy.

4. Think like "them.” By thinking like them, we can get
beyond the conventional response they're expecting from
us and make a real impact.

5. Go for the higher vulnerability. Most organizations
are vulnerable somewhere and all employers or large
organizations are more vulnerable in some places than

in others. Withholding labour or picketing only addresses
one vulnerability, not the only one — and these days this
is not necessarily the most effective one.

Evaluate where to focus your efforts based on the
organization’s vulnerability. Adopt a multifaceted
approach to your campaign that reaches the organization
at all levels; its clientele or service users and the other
organizations it deals with.

6. Plan to win. Your plan must be realistic and
manageable. To mobilize the membership, your approach
needs to be reasonable, logical and plausible. People
should be able to participate without having to make a
superhuman sacrifice. If the perfect tactic is beyond your
human or economic resources, scale it back to a level that
you can implement. Your plan must hold the prospect of
success. People want badly to win and want to do what is
reasonable to achieve a victory

7. Stay flexible — clear your mind of assumptions.
Successful campaigns are built on dozens of
readjustments. Evaluate what you are doing on

an ongoing basis and be prepared to change the
plan accordingly.

8. Struggle for social justice and human rights.
As César Chavez once said, “The fight is never about
grapes and lettuce. It's always about people.”

Let people know what the real problem is and why the
employer, the government or the organization’s behaviour
is wrong. Do it in a way that will be understood and have
an impact, even on those people who don’t know or care
about unions. If we use that as a standard, we are likely
to be successful. And, in the process, people may end up
knowing more and caring more.

9. The more you involve the members, the longer
they last. If you involve people in a struggle where they
feel they have a chance, then their desire to win is usually
enough to make them want to participate. And if you
find a way that'’s fun, then it energizes people instead of
draining them.

10. Go where you are most visible. In the old days,
work places were situated in communities where, if you
put up a picket line, you had a chance of influencing
people not to cross. Not anymore. Today communities
are more fragmented and many work sites have moved
to industrial parks where there’s no one to see you, no
matter how many pickets you turn out.

So, go to where you can deliver your message to

the largest proportion of your target audience. Take
advantage of everyday events like rush hour on the
subways, metros or sky trains. Use a community event

like a county fair or public spaces like city hall as a
backdrop. Consider putting your employer in the spotlight
by staging a demonstration at a trade show. There are
opportunities everywhere!

TAKE ACTION! 5




11. Make your struggle a community concern.
Coalition-building and community partnerships are ways
for the broader community to join you in your cause.

When the public perceives a campaign as a labour-
management dispute, they won't likely want to interfere.
In that case, your struggle will likely be seen as a conflict
between two giants, probably equally bad; or as a dispute
too complex to understand.

Positive, ongoing working relationships with community
groups, social justice organizations and coalition partners
can ensure that all parties affected by a government, an
organization or an employer’s actions (or lack of), can
more easily come together to work for change.

12. Escalate - and be consistent. Mount an ongoing
campaign that consistently raises the stakes and keeps the
opposition wondering what might come next.

Remember that a series of well thought-out actions
implemented in a consistent and persistent manner can be
more effective than one big action that stands on its own.
Make your actions accessible and fun so that members
and allies maintain their interest and commitment.

When an organization comes to understand that you

are committed and your actions are proving disruptive,

it will eventually act in its best interests and do what is
necessary to induce you to stop your campaign. The trick
is to keep heart. You only have to last one day longer than
they do!

Nothing beats success — but you can never lose

by acting. Strategic campaigns are becoming popular
because they work. However, you never know how
long they will take and there are no guarantees. Getting
members involved, working with allies on important
issues, raising awareness and letting the employer know
that you will fight for justice and dignity — this is the
winning formula!

6 TAKE ACTION!

Key questions:
identifying your goals

Short-term:
What do we want to accomplish right now?
What is achievable?
What is the minimum we can accept in the short-term?

Mid-term:
Are we trying to gain new ground or protect what
we already have?
What can we anticipate in the mid-term that will
help us meet our long-term objectives?

Long-term:
What period of time are we looking at?
What specifically are our long-term objectives?
What is the minimum we can accept in the long-term?

Forming allies and anticipating the opposition:
Who is on our side and why?
Who is not on our side and why not?
Who is a fence-sitter and why?

The message:
Who are we trying to communicate with?
How wiill we frame our message to gain support
and be successful?
Is positive media coverage critical to our success?
If so, how do we achieve it?
How should we respond to anticipated opposition?
What is our message to our supporters?
To the fence-sitters?



Assessing the situation

Openings

What opening or opportunity exists now that makes
this a good time to take action? Possibilities

How long is this window of opportunity open to us? Are we trying to defend what we have or

_ , i ?
If we don't take advantage of this opening now, when gain new ground:

will we get another chance? Can we turn the tables and put our opposition

. ive?
Are we (or our group) the leader on this issue, on the defensive’

or are we joining a larger struggle? Can we afford to defend an indefensible position?

Are we reaching out to groups who could be Is our issue ambitious enough?

standing with us? ,
How will we measure our success?

e — Who amongst those with power and influence over our
daty, coat issue(s) might be convinced to help us influence others?
/ L Do we need total support to achieve our goal?
shots 2 pp g
X [T [ sigra ] 300 | v
0t 7
S —ﬁ

Sample strategy template

Date Action Objective Resources Cost Who's responsible
needed

Total cost =
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Why collective actions?

1. They allow members to participate directly and
collectively in an activity, thereby increasing their
feelings of solidarity and camaraderie.

2. They send a visible message to management and/or
politicians that workers are united and serious about
the issue.

3. Often they provide the union with media coverage
that allows us to explain our position to the community
and help increase community support.

4. They have an impact on the employer and can result in
positive change in the workplace.

How to plan actions that work

Collective actions should be planned so as to

gradually escalate pressure on the employer. The longer
the issue remains unresolved, the more confrontational
the collective actions may become. In most cases, you will
want to begin with a less confrontational action and then
increase it if there is no positive response

from management.

In developing your ideas for escalating the campaign,
think in terms of “levels of action.” The union intensifies
the actions and raises the stakes at each level. We bring
the membership along by ensuring that they are part of
the planning, organizing and implementation of

all actions.

Accessibility is key

Keep in mind that not all activities will be appropriate
in every circumstance. Get a sense of what your
members are willing to do. Don't try to push people
too far, too fast.

Use personal contact to let members know the
“when,” “where,” "how” and “why” of the
collective action.

Make sure your action is accessible to people with
disabilities and is reflective of the diverse cultural
backgrounds within your membership.

Provide translation and/or child care, when needed.
When serving food, be aware of dietary restrictions
and potential allergies.

Ask participants to avoid wearing perfume and
using heavily scented products, in order to account for
chemical sensitivities.

"ou

Here are some ideas that have worked in other
workplaces and communities. Some of them are more
confrontational than others. They are designed to give
you a sense of the range of actions available to members
— from the more timid to the more dramatic.

1. Wear the same colour to work. Encourage members
to wear the same colour on specific days — such as red
every Thursday — until the issue is resolved.

2. Distribute balloons and flags. Hand a helium
balloon (be careful of allergies to latex), or flag to
every worker on the way in to work in the morning.
Ask them to display them at their desks or in the lunch
room. To add to the effect, arrange for people to pop
the balloons or wave their flags at a particular time.

3. Enter the workplace en masse. Arrange for
everyone to wait outside the workplace door and walk
in together at the beginning of a shift or work day. You
may want to serve refreshments and sing union songs
while the group gathers.

4. Use colour-coordinated ink. Arrange to have
everyone who is responsible for filling out reports use
green ink one week, then red the next, etc. This is a
great way to get hesitant members involved and get
the employer’s attention.

5. Synchronize your actions. At a specific time, arrange
to have all members at a workplace do something in
unison like tapping their pencils on their desks, singing
a solidarity song, clapping their hands or waving their
hands in the air.

6. Return trinkets. Organize members to collect and
return together any promotional items such as mugs
and t-shirts they've been given by the employer.

TAKE ACTION! 9




Chants, slogans
and songs

7. Hold a “theme day.” Choose a theme, like "my
employer’s making me ill.” Encourage people to dress
up and participate in lunchtime activities. An example
might be something like “a race to the bottom” at
the annual work picnic that features our favourite
corporations competing for the lowest paid workers.

A rally without music
and chants is like a cake
without icing!

Take some time before your
action to sit down with others
and create a few slogans,
chants or songs that will grab
people’s attention and get
your point across.

8. Host a “lunch with a bunch.” The Machinists’ Union
coined this phrase during their mobilization at Eastern
Airlines. Invite other organizations and make it a rally or
an educational event. Hold song writing or sign making
workshops. Have some sidewalk chalk on hand and
encourage people to leave messages for the employer.

9. Stage a mock funeral. Gather at dusk with candles
in front of an MP’s office, federal building or other
place of employment. This creates dramatic pictures
for the evening television news. Bring a coffin to
your employer: “R.I.P. federal public service jobs,” or
whatever other slogan may be appropriate.

Some tips for creating chants, slogans, raps
and/or songs:

Rhyming is catchy. It is also an easy way to get
others to remember and join in.

Use well known tunes or rhymes and put your
words to them.

Funny and witty is okay. It's also okay to target an
individual or group of individuals. But ensure your
language and your message is appropriate,
understandable to all and not offensive.

Always have copies of your chants, slogans, raps and

10.0rganize a children’s march. Bring out your
members’ kids and grandkids. Give them union hats,
balloons and small picket signs (cut your usual signs in
half). This tactic generates good media coverage and
builds solidarity within families and in the community.

Other ideas:

Distribute handbills or information flyers in

the workplace.

Canvass members one-on-one to spread the word
and gauge their opinions.

Set up display tables in the lobby at work.

Display posters, buttons and other union symbols
in the office.

Send postcards to the employer.

Picket managers’ and/or MPs' offices.

Attend employer meetings or events en masse.

songs to hand out at your events.

Bring instruments, drums, music and noise-makers

(a handful of pennies in an empty pop can taped
shut makes a cheap and effective noise-maker). If you
use a music player, be sure to have an amplifier and a
power source.

Have a variety of chants, slogans, raps and/or

songs to choose from.

Your chants, slogans, raps and songs should respect
the diversity of your members and their communities in
terms of language, culture, age and gender.

Union power on the rise ... What do we want?

Now it's time to organize! Justice!
No more bosses’ tricks and lies ... When do we want it?
Now it's time to organize! Now!

Give our children better lives ...
Now it's time to organize!

10 TAKE ACTION!



Out on the heat,
out in the street
Union power can’t be beat!

There's one thing that’s clear to me
The people here have unity!

Fi, fi, fo fum

Don't take yourself — or your employer -
too seriously

In one workplace, management was promoting “team
building.” In reaction, the members hung a banner from
one side of the office to the other that said “Go team go!
Rah, rah, rah!” One worker came to the office wearing a
mask of the Prime Minister and played the team leader.
Other workers came dressed as a construction team. That
was the last they heard of team building.

Some PSAC members have applied non-traditional
methods to the grievance procedure. When one office
was facing layoffs, members started filing grievances on
sheets of drywall, old pieces of carpet and other weird
and wonderful things. When management realized that
people were preparing to visit the local junk yard for even
more innovative possibilities, they decided it was time to
address the members’ concerns.

On another occasion, workers decided to have a grievance
lunch and used the time to fold photocopied grievances
into different shapes to make paper hats, birds, fans and
airplanes. Everyone had a great laugh later when they saw
the boss at the photocopier trying to unfold and flatten
them to make the necessary copies. The employer finally
conceded on the issue that had provoked the grievances.

Remember: Whatever you do and however you do
it, involve your members and have fun!

Look out bosses, here we come!

We're working families under attack

What do we do?
Stand up, fight back!

TAKE ACTION! 11
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How to work in coalition

“Never doubt that a small group of thoughtful,
committed people can change the world. Indeed,
it is the only thing that ever has.”

— Margaret Mead
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What is a coalition?

A coalition is a grouping of organizations and/or
individuals that come together to work on a common
goal. A coalition presents a unified community voice that
shows that many groups and individuals are concerned
about a particular issue and are working together to
develop solutions.

Coalitions offer an effective way to share work where
many in the community are concerned about the same
issue or issues. Coalitions also provide a forum for people
affected by an issue to give voice to their concerns and
become involved in the process of change.

Coalitions combine a number of different strengths,
including strength in numbers, diverse skills, knowledge,
insights and ideas along with the power of pooled money
and resources.

Consider this:

Coalition-building can form an important part of

any union or social justice campaign. However, it is
important to fully understand the kind of commitment
you are making before entering into or forming a
coalition.

Working within an existing coalition, or forming one
yourself, is a huge commitment of time and resources.

Coalitions take on a life of their own and cannot

and should not be controlled by any one agency

or individual. They provide an opportunity to work
together in new ways and establish new partnerships.

While coalitions can take on large tasks and provide

a powerful united voice, they do not always move
quickly or smoothly. It takes time to discuss issues and
reach agreement on initiatives. Groups of individuals
need to learn to work together. Organizations need to
support each others’ agendas and respect each others’
cultures. All voices at the table must be respected and
integrated.

Joining a coalition

Before starting a coalition, determine whether or not
there are similar organizations already in existence in
your community. Ask yourself these questions before
you proceed:

Should your group become part of an

existing coalition?

What are the advantages and disadvantages of
becoming part of an existing group?

Does it espouse similar principles and ideologies

as your group?

Is this coalition looking for new participants?

Are you prepared to participate over the long haul —
not just to support your own agenda, but to support
the interests of the other groups involved as well?

If you answer yes to most or all of these questions, you
may want to approach an existing coalition to see if your
group can join. If not, you should consider whether or not
you can form your own coalition.

Starting a new coalition

You may want to start by asking three or four individuals
from respected organizations you work with to
participate in a brainstorming session. You may want

to identify names of individuals to contact within those
organizations. Other considerations include:

Who are the community’s key leaders?

Who are the obvious stakeholders in the issue?

Whose participation will be critical to the success

of the effort?

Are diverse populations of the community represented?

Sometimes coalitions can attain visibility and recruit
members more quickly if they have a powerful
“champion.” The champion may be a labour leader, a
high profile social justice activist, a political leader, a civic
official or member of the faith community. Whatever
their niche, the champion must be a person who is well
respected and capable of generating support for the
coalition and its issues.
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SECTION 2 TACTICS

Invite members

Draft a letter of invitation asking potential members

to attend an organizing meeting. Your letter should

be signed by key representatives of the organization(s)
already involved. A personal invitation may be more
beneficial for some, rather than a letter. Assess what's in it
for them and use this in your recruitment message.

Coalition coordinators should be able to assess how

the potential members’ priorities and tasks intersect

with those of the coalition. Associated groups must see
“what’s in it for them” and how they can contribute to
the coalition. To avoid confusion follow these simple rules:

Don’'t assume everyone is familiar with your
organization or with the same details related to the
issues you are addressing.

Avoid using jargon, acronyms or “inside” language that
may exclude others from participating.

Be sure that language differences and cultural
differences are reflected in your coalition’s messages,
processes and practices.

The first meeting

Spend the first meeting getting to know one another.
Ask each member of the coalition to talk about their
organization, how they hope to contribute to the
coalition, and what skills/resources they can contribute.

=
(
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Participants should also:

develop a list of roles and responsibilities for
coalition members;

include the number of times the group can expect to
meet, the time of the meetings, what is expected of
the group and what individuals may be expected to
contribute; and,

establish membership criteria.

Understand power relationships and work toward sharing
power in the group. Power relationships in coalitions

can be located in and accentuated by such things as
cultural and language differences, access to resources,
who we know, community status, literacy and so forth.

A coalition’s members should be prepared to explore

and acknowledge their power relationships and to work
toward sharing power equally amongst group members.

Keeping the group together

Success is the best way to keep people involved in a
coalition. Every coalition achievement may not be big or
flashy, but each one should be noted and celebrated. In
fact small victories, in which members of the coalition
actively participate, keep people motivated and willing to
carry on and sustain a campaign that will ultimately win.
Remember to celebrate those victories and to support
each other.



Want to know the best way
to make sure that elected
officials understand

your position? Meet

with them directly, and
tell it to their face. But
make sure you follow
these tips to make sure
that your meeting goes
smoothly and that you
make a real impact.

1. Define your issue
and choose your target

Your issue must be one that can be addressed by the
level of government you are lobbying. You should be able
to articulate your issue in a few clear concise sentences.
Some gquestions to consider:

What specifically do you want done about the issue?
How does your issue affect the people that this
politician represents?

How many other people and organizations support
your lobbying efforts?

2. Set up a meeting

Contact the elected official’s office in the riding to

set up a meeting date and time. When calling, identify
yourself and who you represent and briefly state the
reason for meeting with the elected official. Make sure
you leave your telephone number with the elected
official’s office in the event of any change in the meeting
time or date. In addition, get the name of the person you
arranged the meeting with for the purpose of

future contact with that office.

Once the meeting time and date have been set by
telephone, confirm it by letter. The letter should contain
the reason for the meeting, the time, the date and the
location. You may also include the names of the other
members who'll be attending the meeting with you.

If the meeting isn’t taking place for some time,
call a few days before the meeting to reconfirm.

3. Prepare for the meeting

Decide who will be going to the meeting. The elected
official’s office may ask how many and who will be at
the meeting.

Hold a pre-meeting briefing session for all of those who
will be meeting with the elected official. The purpose of
this session is to:

Review the purpose of the meeting.

Review the materials you will be using and

the document(s) you will be leaving with the
elected official.

Decide who the main spokesperson will be.
Make sure everyone knows where and when the
meeting will take place and confirm they will be
able to attend.

Get everyone together a few minutes before the actual
meeting time at or near the meeting location. Briefly
review the agenda, and set out the order in which you
want to proceed, who is to be responsible for which
section and how different issues are to be brought up.

TAKE ACTION! 15
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4. Stick to the point

Present your position clearly and request
follow-up. If the elected official is sincerely interested
in discussing the issue and time is not a problem,

take the time you need. On the other hand, don't be
sidetracked onto other issues. The elected official may
be trying to avoid the real reason for your meeting.
Listen well. Much of lobbying is listening, looking for
indications of the elected official’s views, and finding
opportunities to provide good information.

Keep your cool. Be forceful in stating your position,
but don't allow yourself to be trapped into a heated
exchange that will gain nothing. Remember you are
representing your fellow members and part of the
message that you are trying to convey is that the
members you represent are credible and responsible.
Answer questions. Reply to the elected official’s
guestions if you have the answers. If you don’t have
the information, tell the elected official you'll get back
to him or her with the answer. Don’t try to bluff or
give answers that you're not sure of. It will only weaken
your case and decrease your credibility. Make sure you
follow-up with the information requested.

Don’t make idle threats. For example, if the elected
official is not supportive, don’t threaten to throw him
or her out at the next election. A better tactic is to
remind the elected official that you represent union
members who are voters in his or her riding who are
concerned about the elected official’s position on

this issue. The best tactic is to have others show their
support too through telephone calls, letters and visits.
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5. Demand action

If the elected official signals support for the union'’s
position, ask him/her to:

Discuss your position with other members of

his or her caucus.

Raise questions with members of government
on the issue.

Put a motion forward for discussion in the legislature.
Agree to submit signed petitions you have
gathered on your issue.

Generate support from elected officials in the
other parties to put pressure on the government
to act on your behalf.

Write to the elected official responsible outlining
his or her concern about the issue.

Make a public statement on the issue
supporting your position.

Consult with you on any further developments
around the issue.

6. Follow-up

Send a follow-up letter to the elected official thanking
him or her for meeting with you. You can also use this
opportunity to restate your position on the issue as well as
to confirm what action the elected official has agreed to
take. If the elected official did not indicate support at the
meeting, request his or her support again or that he/she
reconsider his or her position.

Monitor the elected official’s performance on the issue.
When the elected official carries out the actions promised,
thank the elected official for his or her support. If the
elected official hasn't followed through, a polite reminder
by telephone or by letter will let the elected official know
you're watching what he/she is doing (or not doing).

Remember: Keep the rest of the activists and union
members involved in your campaign informed about
your lobbying efforts by putting together a short report
outlining your activities.






Types of demonstrations:

Vigils. Candlelight vigils are a well-known way to
remember lost lives or commemorate other kinds of
victims. They are generally solemn and reflective and
intended as a way to honour a person or a group of
persons. A good example is the “Take Back the Night”
vigils or peace vigils.

Picket lines. This type of demonstration consists
largely of a group of people holding signs and chanting
and marching outside a building or office. Pickets

are also a popular tactic with the anti-sweatshop
movement and other groups who have used protests
in front of corporate retail chains as a way to hold
corporations accountable for their actions.

Marches. A march is much like a picket line — people
hold signs and shout chants — except that the crowd
walks from one designated point to an agreed upon
destination. Marches are usually a good idea when
you are expecting a particularly large crowd or when
you want to convey a message in the selection of your
route or your destination.

Steps for organizing a demonstration:

1. Identify and reach out to supporters. As with

organizing any event — whether a house party, teach-in
or protest — it is essential to bring together a key group
of people who are committed to the project. It is also
useful to reach out to other groups to see if they would
want to contribute to the demonstration.

Campaigns work best when they are anchored by a
coalition of groups and individuals. Who else might be
interested in helping to plan the demonstration? What
natural allies do you have in the community? Try to find
coalition partners sooner rather than later. Coalitions
work best when everyone is involved in the process
from the beginning. (See p. 12 for more information on
building coalitions.)
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2. Assign tasks and determine roles. Make sure

everyone knows their assigned tasks. When organizing
a demonstration, you should probably assign one
person to be responsible for emceeing the protest
itself; assign one person to be in charge of getting the
required permits, and if necessary, being in contact
with the police; one person responsible for working
with the media; and one person responsible for signs,
art and chants. Everyone should be responsible for
spreading the word to the general public.

. Know your rights. It is important that you know

your rights regarding the use of space, whether you
are organizing a demonstration on a university campus
or along a public street. Many municipalities require
permits for demonstrations, especially if you will be
using amplified sound such as bullhorns. Permits are
almost always required for marches since they may
disrupt traffic. Talk to the community liaison on the
police force about your demonstration and determine
what permits you will need.

. Get the word out. Turnout is crucial. Both the media

and the decision-makers you are trying to influence
will be looking closely at the number of people at your
protest to see if you have real community backing.
Develop a specific strategy for outreach and publicity
and set a goal for the number of people you want at
the demonstration. Then create a plan for reaching out
to 10 to 100 times as many people as you hope will be
there. Assume that only a fraction of the people you
contact will actually show up. (See p. 22 for more tips
on getting the word out.)

. Use puppets and other props. Life-size puppets

offer a fantastic way to dramatize your issue, and
they make a great visual for television cameras. Other
kinds of props like giant banners will also enliven
your demonstration. Making art a central part of your
protest will help you attract more attention.

. Invite the media and prepare press packets. A

well-organized demonstration on a busy street corner
can communicate with hundreds of people. But if

the media covers your demonstration, you can reach
1,000 times as many people. Make sure you designate
someone to be responsible for doing outreach to the
media. (see p. 26 for tips on working with the media.)

— With information from the Rainforest Action Network



How to take
direct action

Direct action is based on the principle that
instead of having someone else act for
you, you will (individually or as a group)
act yourself. It is about people making
change through their own actions.

Direct action has been employed to
create significant social change. Examples
include the civil rights movement during
the 1960s and the anti-Vietnam and
anti-Gulf War protests. The 1993
blockade at Clayquot Sound — one of the
largest civil disobedience campaigns

in Canadian history — relied on direct
action. More recently, First Nations
protesters in Caledonia, Ontario

also used the tactic.

Direct actions are most often
non-violent, confrontational,
public, disruptive and
potentially illegal. They can

be done with large or small
groups of people. They are
most effective when carefully
planned, when they focus
public attention on injustice in
a compelling way and when
other avenues for change have
been exhausted.

ACTION!
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SECTION 2 TACTICS

Before you engage in direct action,
carefully consider:

Will an action advance or set back your cause?
Will you have broad support?

Can you persuade others that it is necessary?
Are you ready to handle the difficulties of

any backlash?

Have all those involved been able to share their
ideas, fears and past experiences?

If you decide that you want to engage in direct action,
here are some things to think about:

Focus

What aspect of your issue do you want to
highlight? Where and on whom do you wish to focus Refrain from unproductive actions
public attention?

Remember that organizing on an issue the public
knows little about can backfire. On the other hand,
organizing around a long-standing community problem
can increase your numbers, improve your media
coverage and community support and your chances

for success.

Research your opposition and your issue and factor in
enough time for this, particularly if requests under the
Access to Information Act will be required.
Have education and publicity materials ready to make
your case.
Do not meet at the action site, but at an alternative
site nearby where you can wait until your numbers are
Prepare and plan sufficient to move to the action location.
Be sure you have all of the tools you need to carry out
your action, including:

song and/or chant sheets;

bullhorn;

refreshments; and

blankets (if it is cold) and other supplies.

Talk about your goal, how long you plan to stay and
whether or not you should disperse or risk arrest once
authorities arrive.

Pick a date, time and location for your action.

Keep in mind that many effective actions are perfectly
legal. If you plan to occupy streets or want to use
public facilities, try applying for a permit with the What will you do at the action?
appropriate police department.

Make sure that any building you plan to visit will be
open, that any people you want to address will be
available and that you have mapped out where all
doors, exits and offices are.

Have an exit strategy. Figure out in advance how and
when you want your action to end.

Know exactly how many people you need to make
your action a success. Some actions need no more than
three or four people whereas some require crowds.

Be sure you have enough people committed for

the amount of time necessary to carry out your

action. Some actions (sit-ins for example) may take
days, while others (blocking traffic in rush hour), may
only take hours.

Have your core people in place and be sure everyone
knows exactly what they are doing.
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Timing
Plan actions so they are timed for maximum
effectiveness.

Consider investing your time in building a strong
enough base to undertake a successful action later.

Note that if you are in negotiations, this is probably not

the time for direct action, unless negotiations are at an
impasse and your negotiating team is asking for that
kind of support.

Know your rights

It is imperative to know your legal rights and
possible penalties.

Depending on the kind of action being considered, it
may be appropriate to consult a sympathetic lawyer
and get advice before you act.

A few simple legal points you should know are that you

absolutely have the right to hand out leaflets and it is
not always mandatory have to have a permit.

Network

Talk to organizations who support your work and
who may be inclined to join your action.

Ask progressive media to cover the event. Engage in
extensive outreach to gain more support.

Call people with direct action experience for advice or
a short presentation or training. This will make people
who are inexperienced with actions feel more assured
and knowledgeable.

Tell the media what you're doing and why

If possible, schedule your event for a normally

slow news day such as a Monday or the day after a
statutory holiday.

If you are planning an occupation, make sure you
have a cellular phone (and a charged back-up battery)
to contact media and conduct interviews during

the occupation. Remember to take a list of media
telephone and fax numbers into the occupation.

In the event that media cannot gain access to your
location, always leave at least one person outside the
office to liaise with the media when they show up.
Don't let anyone detract from your action by acting
in an intimidating manner or resorting to violence or
other non-peaceful actions that may distract media
attention away from the reason for your event.

For more tips on working with the media, see p. 26.

Stick to the plan

If you must make changes to the initial plan, inform
everyone at the same time. Be sure to integrate
participants’ input and concerns into the final plan.
Authorize a few (preferably experienced) people to
make immediate decisions and deal with the police, if
need be, at your action.

Meet once before the action to solidify all plans and
deal with last minute problems.

Be aware of potential problems

Even though your action may be legal, the police

may cite you for violations or make arrests. If you

have a permit, although they are not usually used

in direct actions, have it ready and have numerous
copies on hand.

You may want to get in contact with a lawyer who
does pro bono work for social justice causes. If he or
she agrees to provide emergency legal help, make sure
everyone participating has the lawyer’s phone number
on them at all times (write the number with permanent
marker on peoples’ arms).

You may experience people trying to impose their
agenda at your action. Plan how you will deal with this.
A good idea is to ask them to comply with what has
been planned and if they refuse ask them to leave.
Encourage people to ignore hecklers and work to
ensure that the action is non-violent. Stay unified!
Remind people they will be photographed and may

be in the news.

When you leave, leave in groups if not all at once.

Follow-up

Appoint people to specific follow-up tasks.
Designate a media spokesperson, so the authorities
aren’t the only ones communicating your reasons
for acting.

As a group, collectively critique what happened and
begin your planning for future actions.
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How to design appealing posters,
signs and banners

F

Posters and signs are an important part of most
campaigns. They tell the public and the press why you
are taking action and what it is you want.

Your message can be depicted either in words or by
illustration. Either way, it is important that your message
is brief, consistent and to the point.

Your message should be something anyone and everyone
can understand. While “inside jokes” or innuendo can be
an effective way of mobilizing activists, they can prove
confusing to the public.
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Your message must be effective but not offensive. Using
humour, sarcasm and wit are fine — unless it alienates
others. Keep in mind the diversity of your community and
be sure your messages and images are culturally sensitive.

Short, to-the-point slogans are better than long
statements. Slogans that rhyme or include a clever play
on words, or those that would be suitable for chants
make the best poster slogans.

Art is good, but it should not be complex. A symbol
or stick figure can be more identifiable than trying to
illustrate a person or a complex design.

If you have a logo or motto, it is important to make
this clearly visible.

Putting it together

Make sure the print on your signs is large, with tall
lettering that is easy to read at a distance.

Use both sides of your sign, poster or banner. It is okay
to create two different messages, one for each side.

Use a dark colour for lettering against a light
background or light lettering against a dark
background.

Choose script that is easy to read — this is not the time
for calligraphy.

Lower case letters are easier to read, especially from a
distance, so avoid whole sentences in full capitals.

Be prepared

Plan in advance for inclement weather. Choose materials
that are waterproof or find a way to make them so by
using a plastic covering, laminating and/or by using
rainproof fabric for banners.

Whether you use a pole or a string around the neck or
you carry your sign with your hands, choose your method
of display based on what will be the most effective under
the circumstances. Signs attached to poles or sticks are
difficult to carry on a windy day and can get heavy after a
while. Still, they are more easily seen in a crowd than signs
draped from a string around the neck.

Banners are best carried by hand — one person at each
end —in a long march but are best displayed using poles
during a rally.

Banners are effective when used as a backdrop for
speakers and/or chants, songs and theatre. Where
possible, banners can be hung in central locations.

It is not essential for everyone in a large group to carry a
sign or banner. This task can be shared by the participants
while others are handing out leaflets, leading chants and
so forth.

Remember, it's all about the message. Keep it simple,
be creative, and have fun!

How to create a dynamic and easy-to-read leaflet

A leaflet may have several purposes. Decide which of
these is most important. Do you want to:

Mobilize people for a protest rally or demonstration?
Announce a meeting?

Gain support for an issue?

Popularize a slogan or message?

Once you figure out your message, determine how to
get it across in as few words as possible. Use everyday
language that best captures the idea.

Example: Consider the following slogan for a group

that is fighting federal and/or provincial cutbacks and
privatization in order to save union jobs and ensure quality
public services and an adequate social safety net for all:
"Public service works for me.”

It is hard to imagine a simpler, more popular way to
express an idea.

Less is more

Sometimes you need a few sentences to expand an idea.
You may set this message off in a box with an interesting
headline. Write as close as you can to the way you talk.
Stay away from technical terms, acronyms, and jargon.
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SECTION 2 TACTICS

Clear design

Make the main message, slogan or demand as
well as any information pertaining to time, day,
date or location of an action big and clear.

Choose a high contrast, black and white graphic,
cartoon or photo that reproduces easily on a
photocopier or small press.

Remember, your images should reflect the
diversity of your workplace.

Use one central theme per leaflet.

Don’'t use too much text.

"IN THE RALLY
Finishing touches: AgME HEAD OFFICE
Remember to proofread your pamphlet. Computer ZPM iiACME LANE
Il check ly find words th isspelled,
355@2 tfw;tea:rseo:wiZusr;d orO rre;(;[af;d?re misspeled, net ESDAY, J ULY 18

Include your organization’s name, logo, website and/or
contact information

Pick a type face or font (examples: Arial, Times Roman),
and size (example 14 point), that are easy to read.

Print or photocopy on light coloured paper.

SHOW YOUR suppogy
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How to present and
speak-at meetings

Speaking in front of crowds doesn’t have
to be a nerve-wracking experience. If you
prepare in advance, practice your material
and get to know your audience, you are
well on your way to giving a dynamic
presentation. Here are a few tips to help
you get started.

1. Know the room. Be familiar with the place in which
you will speak. Arrive early, ensure it is set-up so that
everyone can easily see and hear you, and where
possible, each other. Make yourself accessible to the

people you are speaking to. If applicable, set up a table

with support materials in advance of the meeting and
put posters up that reinforce your topic.

2. Know the audience. Consult with the meeting

issues at the workplace that may affect discussion at
the meeting. Tailor your presentation to the group

of people you will be talking with. Use language,
examples and stories that make sense to your listeners.
Know what level of experience they have with your
topic. Relate your topic to what they care about/

. Know your material. What do you want to

accomplish by speaking to this group? What key
information do you want to provide? Decide on a few
main points you want people to remember. Repeat
them often. Say them in different ways. If you use
numbers or statistics, interpret them or make them part
of a story so that they are meaningful.

. Organize your speaking materials in point form.

Make sure there are clear spaces between each point,
and that your written materials are in large print so you
can find your place after looking up to engage with
participants. Practice your presentation so you are not
dependent on your notes all the time.

. Know your limitations. If you are asked to answer

a guestion or explain something you are not sure of,
be honest. You can follow-up after the meeting. If
the question/issue is not related to your presentation,
let people know where they might be able to go for
assistance — don't get caught up in non-related issues.

. Build democracy into your presentation. You are

there to share important information with a group of
concerned citizens or fellow members. Focus on the
points you want to make not how you look making
them. Allow time for questions and discussion. Where
possible, acknowledge and address concerns raised by
participants and try to integrate the audience’s input
into your concluding statements so they know they
have been heard. Don't take offense and always remain
calm and in control of your emotions.

. Set the mood. Don't tell your audience how to feel.

Show them through your words, your body language
and your enthusiasm and commitment to the issues.
Use stories, memories and examples to bring out that
feeling in them.

organizer in advance to get information about who will
be in attendance with respect to gender and equity
representation, work environments and particular

Remember, you don’t have to put on a grand
performance. It's about how effective you are at
building solidarity.
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Does any of the following sound familiar?

"I didn’t say that!”

“They totally missed the point!”

“They got the facts all screwed up!”

“That guy’s out to get us!”

“] don't trust that rag!”

“| could have told them that if they’d only asked!”

If the answer is yes, then welcome to the wonderful

world of media relations. And, while you might well prefer
to ignore the media, you simply can’t afford to. Why?
Because, however regrettably, most of your non-active,
rank-and-file members place much more trust in the
“mainstream media” and even in the community media
than they do in their own union’s publications and

internal communications.

But don't despair. It's possible to use the media to your
advantage and to get the union’s message out to both
the rank-and-file members and to the general public. As
with most successful efforts, you have to get organized
and build a solid foundation from which to work.

The “labour beat”

In the mainstream media, the “labour beat” has
virtually ceased to exist. More often, the reporter on the
city beat or from the business section is asked to cover
labour relations. Increasingly, reporters are less and less
specialized and don’t have a good knowledge of labour
law or union issues.

Personal contact with journalists is critical to breaking
down the barriers. Having one person who develops an
ongoing relationship with your local media can improve
your chances of getting news coverage.

Ideally, someone working on your issue or campaign
should be responsible for being the media contact.
However, the responsibility can be shared where
necessary — for example, in large media centres or in areas
with both anglophone and francophone media. If you

live in an area where people from diverse communities
live, you should add to your team members from the
major communities who can work with journalists who
represent specific communities.

Get to know your local media

Draw up a list of local media outlets. While this list
should include daily and weekly newspapers and radio
and television stations, don't forget to include the
community or alternative press, campus or non-profit
radio and cable television stations.

Once you've drawn up your list, call each media outlet
to obtain the following information:

the name of the journalist who normally covers
labour (if there is no labour reporter, ask who in
the newsroom you should contact if news of
interest arises);

the name of a back-up contact (usually the
assignment editor);

the phone numbers and e-mail addresses of the
above persons, as well as the media outlet’s newsroom
fax number;

the number of daily editions of a newspaper (or
frequency of radio/TV news broadcasts); and,
the deadline for getting news into each daily,
weekly, community newspaper edition or radio
and TV newscast.

Even though PSAC has access to national media lists, this
“on the ground” information can be extremely helpful to
the union. Once you've done your research, make sure
to contact PSAC’s Communications and Political Action
section and share what you've learned.
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SECTION 2 TACTICS

Never get caught out in an obvious inaccuracy. If

you don't know, just say you don’t know. Call back
the reporter when you have the answer. If this is
information you can't release at this point, say so and
call the reporter once you can release the information.
Avoid using union “buzzwords” or jargon that may be
familiar to you but may mystify and confuse others.

How to write public service announcement

A public service announcement (PSA) is distributed
to media outlets for use in promoting your event to
the public.

Identify the media that runs PSAs and check their
Keep in touch deadlines — magazines or bi-weeklies may have deadlines
as many as two or three weeks before the event. For

PSAC’s media guidelines maintain that only elected . )
'a guidel ntal y radio or TV, it may only be 2-3 days before the event.

officials, or specific spokespeople designated by the
Alliance Executive Committee are permitted to speak on
behalf of the union. This helps ensure that our message

stays strategic and consistent. If you have been designated
as a PSAC spokesperson, here are some guidelines to
follow when speaking with reporters: [SAMPLE]

. PUBLIC SERVICE ANNOUNCEMENT
Never favour one media outlet over another, unless a

journalist has come up with a “scoop” because of his
or her dogged, hard work.

Never refuse to answer a question. Remember,

the journalist can easily get the answer elsewhere, Labour Day picnic will remind the federal
so you may as well take the opportunity to control government to “Think Public!”

the “spin” on the issue and get the credit rather than
the opposition.

Run until September 1, 2008

Members of the Public Service Alliance of
Canada will host a Labour Day Picnic on
September 1st to highlight the positive impact
that public sector workers play in the day-to-
day lives of everyone in Canada. The event
starts at 12:00 p.m. at City Hall. Admission is
free, and there will be free food and games for
adults and children alike.

For more information contact PSAC at
613-560-4200.
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How to write a letter to the editor

Letters to the editor are an effective way to bring

your concerns to the attention of a newspaper and its
readership. The more individual letters on a subject that
can be generated, the more impact you will have. Even if
only a few get published, letters increase the likelihood of
the issue being addressed at all.

Tie the letter to a recent event. Editors are
interested in printing letters that relate to events
happening in the community.

Make one clear argument. The piece should be in
favour of, or critical of a particular position taken by the
paper or described in an article or letter.

Be specific. The letter should focus on a specific issue
that was raised in an article or opinion piece.

Be brief. Check the newspaper’s letter guidelines and
respect them. Length and format requirements vary
from paper to paper. Generally, two short paragraphs
are ideal.

Don't go it alone. Find others to write letters

when possible. This will show that other people are
concerned about the issue too.

Follow up. If you have sent your

letter to the editor and have not

heard anything within a week, make

a follow-up call to check on its status.

Be aware that editors receive hundreds of letters

and may not immediately respond to you.

A little effort goes a long way

When it comes to media relations, practice
makes perfect. Remember that journalists
don't expect perfection. They do, however,
appreciate any effort on your part that makes
their working lives easier.

Combine your efforts and the journalist’s
appreciation, and you're well on the way to
effectively using the media to get your
message across.

Now you‘re ready to take action

Remember that the tips and tools provided in this
document are not definitive instructions on how to be
an activist. Figure out what works for you. Evaluate
your actions and think about what you can do better
next time. Encourage your fellow activists and celebrate
victories together.

One of the most exciting things about getting involved in
union or community activism is the way it builds stronger
friendships and communities. Take good care of yourself
and your fellow members. Remember to take a break

if you feel like you've been taking on too much. Just
because you've committed yourself for the long haul,
doesn’t mean you can't take time to spend with family
and friends.

Most importantly, don’t forget to have fun.
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If you would like to receive this
document in an alternate format,
please contact PSAC’s National
Education Section at 613-560-4200.
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