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Although secondary school is often viewed as preparation for the world of work, the current curriculum allows few opportunities for students to examine the workplace critically.  This guide provides an opportunity for teachers to deliver lessons that allow students to question existing workplace practices and formulate their own ideas surrounding work.  Through an understanding of the history of workplace struggle, the role that unions have played in changing the workplace, and the rights and responsibilities granted to workers by law, students are given the tools to challenge undesirable workplace practices.

This resource guide was designed primarily to act as a supplement for teaching Career Studies and Cooperative education. However, many of the lessons can be adapted to match the curriculum for other subjects.  For example, labour history lessons could be used in the History, Economics, and Business Studies classroom. The lessons on workers’ rights could be used in a Law classroom.  The unit on globalization could  introduce labour’s perspective on the topic into a Geography class.  Even the English classroom could benefit from some of the lessons on labour history when studying depression era novels like the Grapes of Wrath. A Music or Society class could analyze union songs.  


The lessons are designed to fill either one or two classes.  For the most part the lessons are independent of one another unless otherwise stated.  Each lesson outlines the objectives, step by step activities, and the resources needed. Most resources are either easy to obtain in the school or are provided in the package.  Many of them are generated by unions or from labour-friendly websites. Teachers should feel free to add any resources, such as media clips, that would enhance the lesson and aid in the student’s understanding of the subject.  Because this resource guide is not specifically tied to the curriculum, evaluation and assessment tools are not provided.  It has been left to the teacher to judge what is an appropriate level and method for evaluating student progress.  This guide should also not be considered a conclusive guide to teaching labour studies, but rather a springboard to produce further lesson plans and research surrounding workplace education. 


To study the world of work would be incomplete without an understanding of the role workers have played in its evolution. It is important to understand the achievements made by workers and the ongoing need to struggle for change in the workplace.  Hopefully, activities from this book will challenge students to think and act, to understand labour issues and take positive steps to ensure better workplaces in the future.
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The Ontario Federation of Labour operates a speakers’ bureau which sends trade unionists to speak to high school classes about unions

The OFL and your local labour council have a package of materials for the use of these guest speakers, essentially a kit of resources and activities to be used before and after the speaker’s visit. This kit is called “Talking Union”. The modules in the kit are closely aligned to the units in the Learning Labour resource book, so that no further resource materials or handouts may be needed. The “Talking Union” modules are: 

1. What do Unions Do?

2. Know Your Rights

3. Health and Safety

4. Unions and Social Reform

5. Unions and Equality

Because the “Talking Union” speakers can bring an actual union worker’s perspective into each of these areas, they can be an ideal complement to the lessons in the Learning Labour book.  

For example, nobody can explain an apprenticeship better than a skilled trade person who has gone through the process already. Union negotiators or health and safety inspectors can provide fascinating case studies from their actual experiences. Personal stories of coping with a disability, with unemployment, with racism or union busting during an organizing drive can make these issues real for students. 

If you would like to speak to someone about having a union guest speaker in your classroom, contact the OFL Speaker’s Bureau at: the Ontario Federation of Labour, 15 Gervais Drive, 2nd floor, Don Mills Ontario M3DC 1Y8 or contact Sylvia Stewart at (416) 441-2731 or by email at sstewart@ofl-fto.on.ca or call your local Labour Council.

Unit 1:

The World of Work

Unit 1 – Lesson 1: What Does Work Mean to Me?


Duration: 75 minutes

Expectations:
Knowledge: This is intended to be a good introductory lesson for labour education.  It allows students to take part in defining, through the use of photographs and class discussion, what constitutes work.  

Skill: Students will analyze photos of people in different workplaces.  Students will be expected to clip out or produce a photo of a person working.  Students will also be expected to create a descriptive paragraph on what work means to them using the photograph for inspiration.

Lesson:
1. Pre-Lesson Assignment – Prior to the lesson, students must clip out from a paper or magazine a photograph of a person working. Hopefully, some photographs will show people in traditional paid workplace settings like an office or construction site, while others may show people in domestic labour or volunteer work settings.  

2. Activity - With each photo, students will work in small groups to discuss why they chose their photo and how their photo relates to the world of work.  

3. Students will then discuss with the rest of the class some of the topics discussed in their small groups.  It is hoped that the class discussion will revolve around issues of what constitutes work, like paid versus unpaid labour.  

4. Other issues that should be discussed are what students consider to be the value of work.  Is it simply a means to acquire wealth, or is it something else?  The teacher should make a concerted effort to guide the discussion so students may explore the many aspects of work.

5. Follow Up - students will write a one-page analysis of their photos.  In the analysis, students will define the meaning of work.  In their definition students will write about the important core values and objectives of work, not for the employer, but for themselves.  In other words, students will create a one-page analysis that best describes what they hope to gain from work.  

Resources:

· Photograph of a person working (provided by student – have extras for students who forget to bring in their own

Unit 1 – Lesson 2: Improving Your Workplace


Duration: 75 minutes
Expectations:
Knowledge: Students will learn about different occupations and the problems that have existed within each workplace.

Skill: Students, working within groups, will compare and contrast different workplaces.  They will critically evaluate different workplace settings and recommend ways to remedy existing problems.  Students will also be expected to organize and present their ideas to the rest of the class.

Lesson:
1. Introduction – The teacher will take the students through an example of a workplace scenario provided at the end of the unit (Jerry Coleman, PACE).  

2. The teacher will use the exercise sheet provided (Improving Your Workplace) to model what is expected for each student.  The class will work with the teacher using the scenario provided to fill in the exercise sheet. The teacher could make an overhead of the exercise sheet or use flip chart paper and markers to guide students through the exercise.  

3. Activity - After modeling the exercise, the teacher will ask students to form groups of four or five and have them choose one of the other workplace scenarios provided.  

4. In groups students will first read the scenario and then complete the “What is Work” handout. The group with the SAG handout might need vocabulary help.

5. Follow – Up: After completing the assignment, groups will be expected to complete a “final draft” on flip chart paper and present it to the class.  At the end of the lesson, the teacher will highlight the key themes from each presentation and try to uncover common problems from each workplace scenario.

Resources:
· overheads of the “Jerry Coleman, PACE” scenario and the “Improving Your Workplace?” worksheet

· photocopies of the scenarios and worksheet

· flip chart paper and markers

Improving Your Workplace
       Group Title ____________________

	Description of occupation


	

	Problems in the workplace


	

	Strategies used to correct problems

 
	

	How did the workplace change?


	

	What strategies would you use as a worker to ensure a fair workplace? 


	


Jerry Coleman: PACE

As a worker at the Chemetall Foote plant in New Johnsonville, Tenn., Jerry Coleman aids in the production of blue lithium, a chemical used in an array of products such as plastics, pesticides and prescription medications. 

Before workers won a voice on the job with PACE International Union in February 2000, Coleman and others at the plant faced a gnawing undercurrent of basic unfairness. Managers made decisions about vacation schedules and overtime based on a “politics as usual” system, Coleman says. 

Several years ago, Coleman, the only African American worker among his 30 colleagues, bid for a higher paying maintenance job at the plant. His repeated requests were met with many delays. “They kept putting me off,” says Coleman. He might have shrugged the incident off as just more “politics as usual.” But soon after, the company posted another job—and filled it right away. He suspects racial discrimination at least partly accounts for the discrepancy in the way management handled the two job postings. 

Today, Coleman and his co-workers have a union contract that protects them from discrimination and unfairness. “Things are a lot more equal now,” says Coleman, president of his union, PACE Local 5-7. “The company does a double take,” he says, explaining that managers turn to the written, enforceable contract when they need to make a decision affecting workers. 

As local president, Coleman aids his fellow workers during grievance proceedings and ensures managers follow the contract. “When you go into a grievance and you come out on top, it feels good,” he says. “People look to me to make sure things are equal.”

Copyright © 2003 AFL-CIO

ADVANCE \d 4Andria Babbington: Hotel Employees and Restaurant Employees International Union (HERE)

I work at the Sheraton in downtown Toronto. I’ve been there more than 15 years. I work as a room attendant. My job is very stressful. Some days you can laugh about it at the end of the day. But some days you’re actually crying while you’re working. It could be the guest who’s causing the stress, but it’s more often management.

You’re just scared to go back into the workplace. You don’t know what kind of workload you’re walking into. It could be a tough one. We have between 15 and 16 rooms for an eight-hour shift — 15 rooms when one’s a VIP lounge. It’s a bigger workload, so you get one room less to do. You try to get through the day, but you find management’s not sympathetic. They don’t compliment you for a job well done. Instead, they’ll get on your case for the simplest mistake. They can be very mean. 

ADVANCE \d 4
Some supervisors like to pick on people who have a language barrier, or if you’re a different nationality. They use that to their own advantage. It’s hard. If you had a manager who you could talk to about your problems, then maybe things would be better. But the manager usually works with the supervisor, and the supervisor usually figures they can do anything to you as long as no one is watching. I know of many situations like that, where a supervisor would be nasty to a worker when there were no witnesses. I’d go to my manager and the manager would just look at me and say, “But the supervisor would have no reason to do that.” They get their power from thinking they can do anything. You know? “You’re just a little person down there. Nobody’s going to believe you.” 

ADVANCE \d 4People will tell you they’re scared. There are a lot of things happening to them, but they’re scared to talk back. They say they’re scared they’re going to lose their job. Or they’re scared because they can’t speak English very well. I usually say to them, “Don’t swear, speak clearly — so they understand every word you’re saying — look straight in their eye, and you make sure that you speak up for your rights. Because if you don’t, they’ll keep walking on you. And from the moment they find that you have a voice for yourself, that’s when they’ll take a second look before they try to jump on your back.” 

ADVANCE \d 4I became shop steward a year ago. One of my reasons for that was because it was really heartbreaking walking around looking at other workers being walked on. I think, in a sense, the company actually abused those people. People would work until after seven or eight o’clock at night, doing the same work they had come in at eight in the morning to do. And no one said, “It’s time to go home to your family.” They were working for free. And if the day came when that worker would leave a room unfinished after their eight hours, they were written up for it. 

Some days you just love your job. But I think it’s helping other people that motivates me. That’s why I am there. One of the hardest things is trying to tell a worker, “You have your rights. At the end of your eight hours, go. You walk away. That’s your right. You don’t have to be scared. It’s time to go home.” 

ADVANCE \d 4

ADVANCE \d 4Nothing was done about sexual harassment before. Now we have a policy. We started enforcing it in the workplace about a year ago. Before, when we had guests who’d harass us — some of them literally shove you, or say nasty things to you — you would complain to your manager, but the guest would complain as well! Some of them had been coming to the hotel for years, and they knew they could do these things and get away with them. Right away they would call the manager to complain, and the next thing you know, they’d have a basket of fruit or they’d get a free night at the hotel for doing what they did. So, before, the worker was on her own. ADVANCE \d 4
Sometimes you’d have a co-worker do the same thing to you. I was sexually harassed by a co-worker. When I complained, the supervisor looked at me and said, “That guy couldn’t harm a fly.” The guy would stand there and watch the managers as they put me down, and then he’d go further with it. 

ADVANCE \d 4One night I had to work until after 11 at night. I went into a supply room to get some cleaning liquid for the next morning. I heard the door shut behind me and, when I turned around, the guy grabbed my breast. I said to myself, “Why do I have to put up with this, over and over?” I moved back, and then I gave him a kick in the crotch. I looked at him crunched over and I said, “You’ll either have to explain what kind of meal you got in the cafeteria that made you that sick, or why you’re walking that way.” But it’s a shame. No one working in a hotel should have to put up with this.

ADVANCE \d 4Now, a worker has more rights and can speak up. We started educating workers about what harassment is, and what to do if you experience it, or witness it. It opened a lot of people’s eyes. They learned that some of what has been done to them all this time is harassment. So, we’re one step further. But we still have a long way to go.

 Now management says they’re promoting zero tolerance. But when new workers come in, they don’t give them any orientation about harassment. I believe it’s their responsibility to make sure new people know what harassment is, and what to do if they feel they are being harassed. I don’t believe they’re doing what they’re supposed to. So, still, if there’s a problem between workers, and the person being harassed fights back, she’s being suspended for it. They’re both told, “That’s it — both of you go home.” That’s not fair.

Excerpted  from “Making Beds, Talking Union” as told to Shelley Gordon, Our Times magazine, February/March 2000 issue, available online at www.ourtimes.ca/features/00/beds_union.html
The Actor's Road to Empowerment

by Ken Orsatti, 1995

Imagine working on a film with unrestricted hours, no enforced turn-around and no required meal breaks. Imagine working under a seven-year contract that you cannot break and more than likely will be forced to renew, for a producer who can tell you who you can marry, what your morals must be, even what political opinions to hold.

This was Hollywood for actors in 1933 under the studio system. Rebel against the studio and you were in for a hard time, better to quit while you're ahead. Fortunately, a group of actors risked their careers to start the Screen Actors Guild. Studio boss Irving Thalberg swore he would die before accepting the Guild. In 1936, Thalberg died and in 1937, the studios accepted defeat and signed a contract with the Guild that, for the first time in Hollywood, gave actors a sense of empowerment.

But the road to empowerment did not end in 1937. While the Guild had won actors better working conditions, the studios still basically "owned" their stars. As there was a tacit agreement among studios not to raid each other for a star’s services at their contract’s end, actors were not able to choose their roles which is crucial in building a career. 

Help came, however, in the form of two actresses who were no longer willing to accept the absolute power of the studios over their destiny: Bette Davis and Olivia de Havilland. Bette Davis, tired of the inappropriate roles Warners forced on her, rebelled and was suspended without pay. When Warners issued an injunction against her working anywhere else, Davis sued and lost, but a rebellious precedent had been set. After her triumph in Gone With the Wind (1939), Olivia de Havilland also rebelled for better roles and was put on six-month suspension, and when Warners refused to release her from her seven year contract at the end of its term by claiming that the term of her suspension should be added on to her contract, she sued and won in the landmark "de Havilland decision" opening up to negotiation the studios "term-contract." 

A few years later (1948), the Supreme Court dealt another fatal blow to the studios in its anti-trust Paramount Decree ordering that the motion picture industry be broken up, clearing the way for independents to enter the industry. Suddenly, actors had the power to control their own careers. When Jimmy Stewart negotiated to work on Winchester '73 (1950) for a percentage of gross receipts, he set a precedent for star deal power that is still in force today.

While there was reason to rejoice at the empowerment stars enjoyed with the dissolution of the studio system, for the non-star contract players, risk and insecurity were the inevitable side effects. The great dominant parents had sent their children out into the world to fend for themselves: guaranteed employment as it existed with the old studio contract was obsolete. However, while the studios were gone, a more benign guardian angel remained to fill the void in the form of the Screen Actors Guild. With the advent of television, the studio system was dealt its final blow. SAG was able to win rights for actors through its first commercials contract in 1953, residual payments for television reruns in 1952 and, in 1960, after a strike, residuals for films shown on television. With the implementation of the Pension and Health Plan, won in the 1960 negotiation, and residual gains, SAGs role in filling the studio system void and finding the means to empower its members was well on its way. 

Today, the freedom and power for stars brought about by the demise of the studio system, is evident in the fact that most stars have their own production companies becoming, in essence, their own mini-studios. The actor who produces, directs, initiates his/her own projects is no longer a phenomenon but an accepted part of the industry.

From winning the basic human necessities of decent working conditions in 1937 to fostering the growth of the actor as an individual in the face of twenty-first century technology, the Guild has empowered its members by fulfilling its dual capacity of nurturing employment opportunities while maintaining an active vigilance in member protection. When freed from the confines and "protection" of the studio system, actors were left with a responsibility to control their destinies. With SAG as guardian, and sometimes avenging, angel, the studio system void is being filled today with actors who have more tools and opportunities for self-empowerment than ever before.

Ken Orsatti was SAG National Executive Director, 1981 - 2001. 

Reported by Melanie Webber

The Major League Baseball Players Association 

To trace the history of unions in professional baseball, we have to go back, back, way back, to 1885. That's right, the first players union was founded nearly 120 years ago, just nine years after the creation of the National League and six years before the American League came into existence. This first attempt at organizing professional baseball players was undertaken by John Montgomery Ward, a shortstop with the New York Giants, when he and some of his teammates established the Brotherhood of Professional Base Ball Players. Ward recognized how the owners reserve system prevented players from earning their market value. Unfortunately, the Brotherhood didn't last long enough to change a system that would exist for another 90 years. 

As short-lived as the Brotherhood was the players' attempt at organizing on their own behalf never fully disappeared. Other attempts included the creation of the Players' Protective Association in 1900, the Fraternity of Professional Baseball Players of America in 1912, and the American Baseball Guild in 1946.  After laying low for nearly 20 years, Major League Baseball players began to seriously consider taking another crack at organizing in 1965. This time around, the players looked outside the white lines for an experienced individual to help their cause. Their search led them, in 1966, to the United Steel Workers of America, one of the nation's strongest unions, and to Marvin Miller, an economist for the Steel Workers. 

Miller educated the players on the fundamentals of organizing, and the importance of solidarity. Miller convinced the players that they would have greater leverage in negotiations with owners if they acted in unison, and in 1968, Miller helped Major League baseball players negotiate the first-ever collective bargaining agreement (CBA) in professional sports. The agreement was a first step toward giving the player a say in the heretofore owner-ruled world of professional baseball. It took nearly a century, but Major League baseball players were on their way. 

Miller served as the MLBPA's executive director from 1966 through 1983, and during his tenure base salaries, pension funds, licensing rights and revenues were brought to new levels, laying the groundwork that helped create what is widely considered one of the strongest unions in the country. 

Among the many milestones achieved under Miller's watch was the milestone of free agency rights. 

It was Curt Flood who started the ball rolling toward free agency, when he challenged the legality of baseball's claim to the right to perpetually renew a player's contract, essentially binding the player to one club for life, or until that club decided to get rid of the player. Flood challenged the policy and filed a private suit against Major League Baseball, funded by his fellow players. Flood eventually lost his case, but his fight educated countless players and millions of Americans about the fundamental inequity of the reserve system. 

Just three years after Flood vs. Kuhn, players Andy Messersmith and Dave McNally once again challenged the reserve clause. This time, instead of a trial in a court of law, an independent arbitrator heard the case. And in December 1975, the players finally won the right to free agency, when arbitrator Peter Seitz ruled that the reserve clause granted a team only one additional year of service from a player, putting an end to perpetual renewal right the clubs had claimed for so long. 

It was during the Messersmith/McNally hearing, and clubs attempt to overturn the ruling, that Miller met Donald Fehr, the MLBPA's current executive director. Fehr assisted the MLBPA's defense as a Kansas City-based attorney, and two years later, in 1977, Miller hired Fehr to join the Association as general counsel. 

Fehr served in this capacity until 1986, when the players named him executive director. Fehr has continued Miller's legacy of keeping the players united, by keeping them informed and educated on the issues that involve not only their professional lives, but their families and futures as well. 

The strength of the Association can be measured in its gains, and despite work-stoppages of various lengths during eight CBA negotiations, the solidarity and resolve of the players has never been stronger. Each generation of players has passed along a legacy and a responsibility to the next generation - a legacy built on equality, loyalty and fair play. 

Copyright © 2003 Yahoo! Inc. All rights reserved. Privacy Policy - Terms of Service - Copyright Policy - Help - Ad Feedback Copyright © 2003 MLBPA. All rights reserved. 

Jennifer McLaughlin, Wal-Mart
Jennifer McLaughlin is 22, has a baby, drives a truck, wears wide-leg jeans and spiky plastic chokers, dyes her hair dark red, and works at Wal-Mart. The store in Paris, Texas , Wal-Mart Supercenter #148, is just down the road from the modest apartment complex where McLaughlin lives with her boyfriend and her one-year-old son. Five days a week she drives to the store, puts on a blue vest with "How May I Help You?" emblazoned across the back, and clocks in. Some days she works in the Garden Center and some days in the toy department. The pace is frenetic, even by the normally fast paced standards of retailing; often, it seems, there simply aren't enough people around to get the job done. On a given shift McLaughlin might run a register, hop on a mechanical lift to retrieve something from a high shelf, catch fish from a tank, run over to another department to help locate an item, restock the shelves, dust off the bike racks, or field questions about potting soil and lawn mowers. "It's stressful," she says. "They push you to the limit. They just want to see how much they can get away with without having to hire someone else." 

Then there's the matter of her pay. After three years with the company, McLaughlin earns only $16,800 a year. "And I'm considered high-paid," she says. "The way they pay you, you cannot make it by yourself without having a second job or someone to help you, unless you've been there for 20 years or you're a manager." Because health insurance on the Wal-Mart plan would deduct up to $85 from her biweekly paycheck of $550, she goes without, and relies on Medicaid to cover her son, Gage. 

Complaints about understaffing and low pay are not uncommon among retail workers, but Wal-Mart is no mere peddler of saucepans and boom boxes. The company is the world's largest retailer, with $220 billion in sales, and the nation's largest private employer, with 3,372 stores and more than 1 million hourly workers. Its annual revenues account for 2 percent of America's entire domestic product. Even as the economy has slowed, the company plans to add 800,000 more jobs worldwide by 2007. 

Given its staggering size and rapid expansion, Wal-Mart increasingly sets the standard for wages and benefits throughout the U.S. economy. "Americans can't live on a Wal-Mart paycheck," says Greg Denier, communications director for the United Food and Commercial Workers International Union (UFCW). "Yet it's the dominant employer, and what they pay will be the future of working America." The average hourly worker at Wal-Mart earns barely $18,000 a year at a company that pocketed $6.6 billion in profits last year. Forty percent of employees opt not to receive coverage under the company's medical plan, which costs up to $2,844 a year, plus a deductible. As Jennifer McLaughlin puts it, "They're on top of the Fortune 500, and I can't get health insurance for my kid." 

Angered by the disparity between profits and wages, thousands of former and current employees like McLaughlin have started to fight the company on a variety of fronts. Workers in 27 states are suing Wal-Mart for violating wage-and-hour laws; in the first of the cases to go to trial, an Oregon jury found the company guilty of systematically forcing employees to work overtime without pay. The retailer also faces a sex-discrimination lawsuit that accuses it of wrongly denying promotions and equal pay to 700,000 women. And across the country, workers have launched a massive drive to organize a union at Wal-Mart, demanding better wages and working conditions. Employees at more than 100 stores in 25 states -including Supercenter #148 in Paris- are currently trying to unionize the company. 

Wal-Mart has responded to the union drive by trying to stop workers from organizing-sometimes in violation of federal labor law. In 10 separate cases, the National Labor Relations Board has ruled that Wal-Mart repeatedly broke the law by interrogating workers, confiscating union literature, and firing union supporters. At the first sign of organizing in a store, Wal-Mart dispatches a team of union busters from its headquarters in Bentonville, Arkansas, sometimes setting up surveillance cameras to monitor workers. "In my 35 years in labor relations, I've never seen a company that will go to the lengths that Wal-Mart goes to, to avoid a union," says Martin Levitt, a management consultant who helped the company develop its anti-union tactics before writing a book called Confessions of a Union Buster. "They have zero tolerance." 

The retaliation can be extreme. In February 2000, the meat-cutting department at a Wal-Mart in Jacksonville, Texas, voted to join the UFCW--the only Wal-Mart in the nation where workers successfully organized a union. Two weeks after the vote, the company announced it was eliminating its meat-cutting departments in all of its stores nationwide. It also fired four workers who voted for the union. 

Source: excerpted from an article by Karen Olsson in Mother Jones , Mar/Apr 2003

[Note: the UFCW took Wal-Mart to court over the Jacksonville situation. In a landmark ruling in June 2003, the National Labour Relations Board ordered Wal-Mart to recognize UFCW Local 540 as the bargaining agent for the meat cutters, to restore the department to its prior structure, and to bargain with Local 540.]

Why Would Anyone Live Like This?
Arnie Rios doesn’t shock easily. As a UFW (United Farm Workers) staff person, he knew the horrible conditions under which many farm workers are forced to work and live. But when he saw how farm workers were living at a wretched housing camp on High School Camp Road in Sebastapol, California, in Sonoma County, he was truly shocked. Here is what he had to say:

I was amazed to see the degree of the absolute squalor that over 100 people – farm workers and their families – were living in. These people were sleeping in various broken down and rusted out old cars and vans, and in beat up trailers and buses and falling apart old dilapidated sheds and small buildings. None of these places had any running water, indoor toilets or plumbing. There was one shower in an old rotting out shed that was used by the 100 plus inhabitants, including children.

One young man told me that he lived in a small single room building with his wife and young daughter. The building has no heat or running water. No toilet or shower. Many of the windows are broken and he has tacked up scraps of wood to keep out the cold.

The most shocking thing is that this man and his family share this one room shack with two other families. Together, they pay $600 a month for this dilapidated hovel.

The man who owns and runs this miserable dump claims he is doing the farm workers a service. Giving them a place to live. Isn’t that nice of him?

When this blatantly illegal camp came to light, the County authorities issued a misdemeanor complaint against the owner, John Michael Kolling. The complaint describes something out of a 19th Century Charles Dickens novel. It notes that the shacks and vehicles being rented to farm workers and their families: 

“
Lack hot or running water or plumbing fixtures. 

Lack adequate heating. 

Lack electrical lighting. 

Lack sewage disposal. 

Lack a lavatory. 

Have unsafe wiring. 

Have broken windows and doors.”

The District Attorney noted that the shacks even lack a kitchen sink. With conditions like this, you might wonder, “Why would people live there?”

The answer is they have no choice. There is precious little housing in the Central wine making region of California, where so many farm workers toil to produce the grapes and wine that Americans love so much. And what little housing there is priced way too high for workers like those who live on High School Camp Road. While tourists flock to the wineries for tours and tastings, families are living in Third World squalor just down the street.

Copyright © United Farm Workers

http://www.unitedfarmworkers.com/site_index.htm
Unit 1 – Lesson 3: Historic Workplaces
Duration:  one to two 75 minute periods

Expectations:

Knowledge: Through the use of photographs students will learn how early labour practices differ from today. 

Skill: Students, working with a partner, will analyze pictures of people in different workplaces over the past one hundred years.  Students will also be expected to create a descriptive paragraph using the photograph for inspiration.

Lesson:

1. Introduction - The teacher will begin the lesson by placing one of the photographs (Girl With Coal) on the overhead. Allow the students to examine the photograph and write down some thoughts on what they see in the picture.  Ask some students to share their comments.

2. After receiving some preliminary descriptors, the teacher should begin to shift the discussion toward the social conditions surrounding the photo.  For example, the teacher could ask the class what some of the conditions were surrounding child labour or work in factories and coal mines.

3. Activity - After the modeling exercise, the teacher will ask students to form groups of two or three depending upon the size of the class.  Each group will receive a different photograph.  

4. In their small groups, students will conduct a think-pair-share with their photograph.  Students will work with a partner to develop a list of descriptive points about the type of work and the social conditions that allowed that work to take place.  

5. After each pair or triad creates their list of points, the groups will post their photographs and lists on the wall or bulletin board. The students then circulate to read the lists and study the pictures

6. Follow Up - each student will write a descriptive paragraph as the person who is featured in one of the photographs.  If there is more than one person in the photograph, have the student pick one person.  In the paragraph, the student will describe the life they lead in the workplace.  It is hoped that the student will gain some understanding of the difficult working conditions that have existed in the past.

Resources:

· Overhead of photograph provided

· Blackboard or flip-chart paper and markers to record student responses

· Photocopied photographs of different workplaces (provided)
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Unit 1 – Lesson 4: Some Highlights of Labour History

Duration: Two or more 75 minute periods
Expectations:

Knowledge: Students will learn about different events in labour history. 

Skill: Students will be expected to navigate the World Wide Web in order to find information on events in labour history.  As well, students will be expected to complete a poster that summarizes the event they choose to research.  Also, students will be expected to present their research findings to the rest of the class.

Lesson:

This is a project where students should work with a partner.  The research and the presentation are quite time consuming, therefore, more hands should lighten the load.  

1, Introduction – To catch the students’ interest, show one or more film clips to illustrate a situation or event in labour history.

2. Activity - This lesson will be divided into two parts.  The first part is a research exercise that will be conducted on the Internet.  Students will be given a choice of topics from a list provided, or they may choose their own topic.  

3. From a list of suggested Internet sites, students will research an event, person 

     or organization that has had an impact on the labour movement.  Students will be given a handout (provided) to complete which will form the framework for their research.  

4. In the second class, students will use their research material to complete a poster about their topic.  The poster will contain background material on the event, person, or organization along with photographs, diagrams, or other illustrations to decorate their poster.  

5. When the posters are completed, students will post their work and take a gallery walk of the finished posters.  During the gallery walk, students will speak about their poster and what they learned from the exercise.  

6. Follow – Up At this point the student and or teacher could elaborate on the importance of the event, person, organization in the labour movement. 

Resources:
· photocopies of handouts (provided)

· poster paper, markers, glue, scissors

· movie clip from a film such as Norma Rae, Reds, or Grapes of Wrath 

Labour Research Handout



Names:

Important Date(s):

Description of event, person, or organization:

Opposition Faced:

Importance to labour movement:

List of Possible Topics

· Canadian Auto Workers

· Canadian Labour Congress

· Canadian Union of Public Employees

· Cesar Chavez

· Co-operative Commonwealth Federation

· Tommy Douglas

· Flint Sit-down Strike

· American Federation of Labor

· Equal Pay for Work of Equal Value

· Jimmy Hoffa

· Knights of Labour

· Karl Marx

· On To Ottawa Trek 

· Ontario Federation of Labour

· Days of Protest

· Stelco Strike 1981

· UNITE

· Winnipeg General Strike

· Wobblies

· J.S. Woodsworth

List of Possible Internet Resources

· http://www.aflcio.org
· http://www.caw.ca
· http://www.clc-ctc.ca
· http://www.ofl-fto.on.ca/
Otherwise, type the name or organization into google www.google.ca
Unit 1 – Lesson 5: Labour Timeline

Duration: One - two 75 minute periods
Expectations:

Knowledge: Students will develop an understanding of releveant events in Canadian labour history and recognize where they belong in time. 

Skill: Students will be analyze pieces of writing for key points to develop a timeline of some events in labour history. They will work both within a group and with the class to formulate a complete timeline.

Lesson:

1. Introduction – The teacher will begin by explaining what a timeline is. This could be done by making an overhead of a timeline or drawing it on the blackboard and filling in a sample date on the timeline. The timeline should go from 1800 to 2000.

2. Activity – The teacher will form students into groups of four. Each group will receive two of the written pieces from the Canadian Museum of Civilization.  The pieces should not be distributed in time order.

3. 3. All students within the group will read the period pieces. Afterward, the group will divide up the tasks. One member will serve as a recorder to write down important dates and their relevance to labour history from each written piece. Another member will be responsible for transferring the recorded summary to the large class timeline sheet. The other two will find or create illustrations for the group’s assigned topics for the timeline sheet. These could be photocopied pictures or drawings.

4. 4. As the summaries and illustrations are completed, they are transferred to the class timeline taped to the wall or blackboard. The large class timeline sheet should be constructed out of a number of sheets of flipchart paper taped together or from a large roll of paper. Each group could use a different colour of paper.

5. Follow – Up – key projects from previous lesson can be added to the timelines (eg. Winnipeg General Strike, Days of Protest etc). As time permits, the class can use their research for a discussion of how things have changed, how labour history ties in with major historical events such as war, etc.

6. Students can copy the main events from the class timeline into their notes.

Resources:
· large paper roll or flip chart paper, markers, tape

· photocopies of summaries provided

Craft Unions
In the early 19th century, most Canadians worked as farmers, fishers, and craft workers. These activities were on a small scale; often, there was little differentiation between one's work and home life. Most people resided on farms or in small villages. This was also a time when all family members contributed directly to the family livelihood, with survival often depending on such co-operation. But in Canada this way of living changed rapidly through the last 50 years of the century. This is when Canada experienced its industrial revolution. 

The building of canals and railways, huge projects for their time, and the beginnings of the factory system changed where people lived and worked. Many rural residents, especially the youth and new immigrants, found their way to the emerging factory towns and cities. The shift in the centre of production from the family to the factory was part of a broad social and economic transformation affecting Canada. It heralded the advance of industrial capitalism. This process created much sharper distinctions between employers and employees. Also, this new relationship was governed by a capitalist labour market where wage earners competed with one another for work. Expansionary times with good employment prospects might mean better wages and living conditions; on the other hand, in recessionary times, wages plummeted as workers struggling to survive competed fiercely for the few remaining jobs. 

Workers created unions to protect themselves in these new impersonal labour markets. Although the first unions were small, local organizations, they attracted hostile reactions from governments and most employers. In fact, governments declared unions illegal. Union sympathizers confronted constant harassment, firings, blacklisting, and arrests. Despite this opposition, poor wages and dangerous working conditions led to an increasing number of strikes and protests. In the 1830s and 1840s, huge and violent strikes accompanied the construction of the Welland and Lachine canals, and protests in the logging camps occurred frequently. These actions were usually spontaneous outbursts of frustration that resulted in few lasting organizations.

The first signs of permanent unions date to the mid-nineteenth century. In manufacturing towns craft workers such as printers, shoemakers, moulders, tailors, coopers, and bakers established local unions. Railroad workers also actively pursued trade unionism. In the hostile atmosphere of this era, the life of these associations proved fragile and their existence was never guaranteed. Eventually, unions strengthened their situation through the creation of local assemblies, and by looking farther afield to establish links with British and American unions.
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The Nine-Hours Movement

"We want not more money, but more brains; not richer serfs, but better men. . . ."

In 1872, in Hamilton, Ontario, railroad workers and other craft workers created the first significant cross-occupational organization. Known as the Nine Hours Movement, workers formed Nine Hour Leagues across southern Ontario and into Montreal, Sherbrooke, and Quebec City. The leagues grew out of workers' demands for the nine-hour working day – a reduction of two to three hours for most wage earners. League members argued that reduced hours would improve the quality of life for workers. All society would benefit from the reduced hours, Nine Hour advocates explained, because shorter hours meant more time for learning, family, and community. 

When employers showed no inclination to grant the shorter working day, the Nine Hours Movement planned a series of general strikes. When this strategy was tested in Hamilton in May 1872, it failed. The strike began on an impressive note when 1,500 workers paraded through the streets. However, when the employers proved unbending in their opposition to the union, the workers gradually returned to work and the strike was lost. The Nine Hours movement never recovered its former energy, although Nine Hour Leagues did continue in some towns for several more years. Together, the local leagues founded the Canadian Labor Union, a precursor of the Trades and Labor Congress of Canada formed a decade later. 

An interesting dimension of the Nine Hours Movement was its interest in building working-class solidarity at the polls. It sponsored political education forums and tried to inject labour issues into elections. Its emphasis, though, was on converting Liberal and Conservative candidates to its views, not in creating an independent labour party. In this initiative the Nine Hours Movement recorded some success. Ottawa printer Daniel J. O'Donoghue was elected as an independent candidate, but soon joined the Liberals. Prime Minster J.A. Macdonald's government responded to working-class pressure with the passage of several minor pieces of labour-related legislation, including the much heralded, but ultimately ineffectual, Trade Union Act. 

The Nine Hours Movement disappeared into the morass of high unemployment of the depression of the late 1870s. Its legacy for the Canadian labour movement is an interesting one. Despite its failures and emphasis on male craft workers, the organization represented an early episode of emerging worker solidarity. For example, the movement's founding of the Canadian Labor Union marked the first attempt to create a labour central, and its forays into politics put labour issues on the electoral agenda. 
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Crisis of the Craftworkers

In the 1890s, many of Canada's most skilled workers sought protection from low wages and deteriorating working conditions in the craft union movement. Indeed, during the first decade of the twentieth century, craft unions won hard-fought struggles for union recognition and improved wages. These victories, as well as the increasing threat of the Second Industrial Revolution to the craft workers' control over their workplaces attracted thousands of new recruits to the craft unions. Machinists, moulders, bricklayers, carpenters, boiler makers, engineers, conductors, trainmen, and upholsters were some of the crafts organized at this time. 

The successes of the craft unions were not easily won; indeed, the unions experienced as many defeats as victories. Employers hostile to the unions used a variety of tactics to slow the growth of the union movement. Employers intimidated union sympathizers with firings and blacklisting. Some companies hired private security agents to intimidate union activists physically, especially during union organizing drives. Governments often aided the companies in their assaults on the union workers. Police and sometimes the militia arrested strikers and broke up picket lines. The government called troops to the aid of business in British Columbia, Nova Scotia, and Quebec. Employers also turned to the court system to further browbeat unions. Many courts willingly accepted the arrests of strikers, granted injunctions against picketing, and entertained lawsuits designed to financially cripple unions. 
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International Unions

Facing strong opposition from employers and Government, Canadian workers looked to the craft union movement in the United States for organizing help. Craft unions in the United States had evolved through the 1890s into what became known as business unions. These unions responded to the rise of corporate America by centralizing their own operations and decision making, hiring more permanent officials to oversee the operations of the union, and organizers to work full time on the difficult task of organizing workers. They also pioneered the creation of centralized strike funds and benefits for their members. Many craft union locals hired full-time business agents to lead organizing drives and to negotiate and enforce union contracts. 

Craft unions concentrated on winning binding contracts with employers and, whenever possible, securing industry-wide agreements. Organizations such as the United Mine Workers of America and the International Association of Machinists militantly defended their members in disputes with employers. Their determination won these unions increasing support in the United States. 

Craft unions created the American Federation of Labor (AFL). This national federation of unions served as a parliament for labour. The AFL co-ordinated organizing activities among its member unions and sorted out disputes that arose among them. It also represented the craft unions' political interests by appearing regularly before governments debating labour issues. 

However, there were important limitations to the AFL and the craft union movement. On the one hand, the emphasis on preserving craft jurisdictions helped unions to win concessions from employers; on the other hand, this practice excluded the majority of working people from joining these unions. Consequently, semi-skilled workers and labourers whose ranks were increasing rapidly with the rise of mass production went unorganized. Most women were to be found in these ranks and therefore played only a minor role in the craft union movement. Some craft unions had discriminatory policies. Clauses in some union charters excluded Afro-Americans and Asians from membership. 

INTERNATIONAL UNIONS AND CANADIAN WORKERS

Canadian craft workers increasingly looked southward to the AFL unions for organizing support. The AFL's expertise in union organizing and collective bargaining appealed to Canadian workers. Access to the centralized resources of the American unions, such as strike funds, also attracted the attention of Canada's struggling craft workers. Finally, Canadian workers accepted the international ideal of these unions. After all, they were all craft workers who faced the same attitudes, if not in fact the same employers, whether they lived north or south of the border. 

On the strength of this relationship with AFL unions, combined their own determination: Canadian workers joined unions in numbers not witnessed since the era of the Knights of Labor. The railway running trades workers — engineers, conductors, trainmen, machinists, moulders, boilermakers, carpenters, bricklayers, and upholsters, were among the many trades joining the international unions. Union membership soared to 160,000 by 1912. Increasing strike activity reflected the intense bargaining of the period. In 1912, strike action peaked in the pre-World War I period with 242 strikes involving 43,000 workers. 

The record of the craft union movement in Canada was mixed. On the one hand, many unionized craft workers won improved wages and standards of living. On the other hand, some workers complained that AFL unions centralized decision making south of the border. In a particularly nasty episode in 1902 at a convention in Kitchener, Ontario, the Trades and Labor Congress (TLC) expelled all its Canadian unions for whom there was an AFL alternative (often referred to as "dual unionism"). This decision affected the remnants of the Knights of Labor and the Provincial Workmen's Association, as well as many independent unions in Quebec. The TLC took this action at the request of the AFL. In return for the exclusion of these dual or rival unions, the AFL promised the struggling TLC leadership financial and other organizing assistance. This decision fragmented the Canadian labour movement for many years. 

As the craft unions carved out their place in industry, they also searched for greater solidarity amongst themselves. In many cities and towns across the country they created local trades and labour councils to co-ordinate political campaigns, organize union drives, and petition governments. Many experimented with the publication of weekly or monthly labour-orientated newspapers. Most councils met bi-weekly in local fraternal or other rented spaces. But a few of the larger and more stable councils built "labour temples," like Winnipeg's Trades and Labour Hall. (The Room 10, James St. Labour Temple Exhibit, Canada Hall, at the Canadian Museum of Civilization is based on Winnipeg's original central labour hall.) 

Labour councils had an important political role in their communities. They lobbied local and provincial governments on safety and workers' compensation issues and addressed many concerns about how their communities were to be developed. Some councils entered labour candidates in elections and tried to maintain their own independent labour parties. While electoral success usually evaded these parties, their presence did pressure provincial governments into legislating improvements through factory and workers' compensation acts. 

The success of the craft union movement was met by a stiffening resolve among corporate leaders to resist and, indeed, reverse union gains. As World War I approached, employers launched anti-union "open shop" campaigns. Once again, union activists found themselves the targets of firings, blacklistings, and, all too often, physical beatings. Governments and the courts rarely intervened on behalf of the workers. But it took the severe depression that began in 1913 to halt completely the advance of the craft union movement. It quickly threw thousands of workers out of work and left labour activists waiting for better economic times to revive their movement. When that revival did come in 1916, it took a form that few of the craft leaders had anticipated in 1913. 
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The Assembly Line

The world was again changing rapidly for workers as Canada entered the twentieth century. Canada was experiencing what many historians refer to as the Second Industrial Revolution. Work became more standardized and regulated. Factories were becoming ever larger, some now employing thousands of workers. The assembly line became the symbol of this new era of mass production. Henry Ford's huge automobile plants in Windsor and Detroit showed the way to the future for many industrialists. These changes in the way work was organized brought profound changes in the lives of thousands of Canadian working people over the next century. 

The increasing use of machines that accompanied the Second Industrial Revolution created demands for workers with new types of skills. Semi-skilled machine operatives were in great demand. Growing corporate offices and service companies created thousands of clerical and retail jobs. Women filled many of these positions. And the number of labouring jobs available continued to rise to help build two new continental railways, expand the resource industries, and construct private and commercial buildings in the booming cities. Many people wondered where all the needed workers were to be found. Canada's answer was to search for immigrants across the Atlantic Ocean in Europe. 

In the first decade of the century, hundreds of thousands of immigrants made their way to Canada. In these few short years, they changed the face of the Canadian working class. Semi-skilled workers and labourers flooded into Canada from Central, Eastern, and Southern Europe. Ukrainians, Poles, and Italians migrated to Canada to take up many of the labour-intensive and difficult jobs in construction and industry. The huge railway and other infrastructure projects of the time employed large numbers of immigrants. On these sites in Western Canada, Europeans were joined by thousands more workers from Asia, especially from China. 

Immigrants from the more industrial countries of Northern and Western Europe also joined the wave of immigration to Canada. Many Germans and Scandinavians, for example, were skilled and semi-skilled workers who found employment beside the thousands of English and Scottish workers taking up most of the newly created jobs in industry for machine operatives. While the lives of these workers were difficult, their factory positions tended to bring a little more stability to their lives than to those of other immigrants forced to tramp across the country in search of short-term employment as labourers. 

As Canada entered the twentieth century, the rise of mass production and the waves of new immigrants did not bode well for the union movement. Employers and government openly displayed their antagonism to labour. The wave of immigration meant that ethnic and racial differences had to be tackled before a solid union organizational base could be established. 
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Industrial Workers of the World

The exclusion of all but the most skilled workers from the craft union movement did not mean that others did not organize in the early twentieth century. Miners in British Columbia and Nova Scotia engaged in serious confrontations with mine owners; for example, in 1901 in Rossland, British Columbia and in 1909 in Nova Scotia the militia was used against the strikers. In both cases, the workers had rejected the craft union approach to organizing in favour of industrial unionism (industrial unions organized all workers - from the skilled to the labourer - into a single unit). Mine owners disliked industrial unions because they believed they gave workers too much power. On the other hand, this was precisely why industrial unionism was attractive to a growing number of workers, especially those in the resource industries. 

In 1905, a group of socialist labour leaders gathered in Chicago to form the Industrial Workers of the World (IWW), otherwise referred to as the Wobblies. The Western Federation of Miners, which had led the Rossland strike, was one of the IWW's first affiliates. IWW organizers traveled through the mining, railway, and other resource industry camps in British Columbia and western Alberta. They rallied the workers to industrial unionism, which made good sense in the large camps of migrant resource workers, many of whom were recent immigrants to Canada. Workers were attracted to the IWW because it was attentive to their needs. IWW literature was published in several languages and its union halls offered friendship and entertainment for these itinerant labourers. The IWW was famous for its songs, collected in the Big Red Song Book. Many, like "Solidarity Forever," became anthems of the labour movement. 

The IWW was known for its emphasis on industrial action rather than politics. The union never shied away from strikes and even advocated the use of the general strike to achieve its goals. Business and government leaders strenuously opposed the rise of the IWW. They did everything possible to blunt the union's popularity. This was most obvious in 1912 when the IWW led a massive strike in the construction camps of the Canadian Northern Railway in British Columbia. Demands for improved living conditions in the camps of mostly immigrant workers - some I.W.W. meetings were conducted in up to sixteen languages - met with stern resistance from the company and provincial government. In the face of these combined forces, the workers ultimately lost this struggle. This defeat combined with the continuous harassment the organization faced wherever it went in the West weakened it. In 1913, the Depression, which hurt the craft unions, brought an end to most IWW activity in Canada. Many construction camps closed and their workers were scattered across the continent, robbing the IWW of its main constituency. The union never regained its pre-war prominence. 

The IWW's legacy is an important one. Its voice was the only one for the thousands of isolated, itinerant workers suffering in the harsh camps of western Canada's construction and resource industries. The union also served as a reminder that there were alternatives to the craft union model of labour organizing. 

The I.W.W. was not the only force behind the rise of industrial unionism in the years leading to World War I. In Quebec, the predominantly French and female workers in the textile industry organized themselves into an industrial union and led a massive strike in 1907. In Montreal, Toronto, and Hamilton the largely female, Jewish workers in the clothing trades also attempted to create industrial unions. None, though, found lasting success. In western Canada, industrial unionism did receive an important boost just before World War I. Both the Alberta and British Columbia Federations of Labour endorsed the concept and promised a campaign to convert the Trades and Labor Congress to industrial unionism. 

Textile Workers, Toronto, 1980’s
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1919: Radical Solutions

The drawing to an end of World War I in autumn 1918 only intensified the deepening conflict in industrial relations in Canada. Workers escalated demands for the universal eight-hour day, union recognition, and better wages. The number of strikes and workers involved in them continued to escalate: 

	Year
	Number of Strikes
	Number of Strikers

	1916
	168
	26,971

	1917
	222
	50,327

	1918
	305
	82,573

	1919
	428
	149,309

	1920
	459
	76,624


In 1919, when almost 150,000 Canadians went on strike, the country lost in production the equivalent of over 3.4 million striker days. The breaking down of barriers between craft and other workers begun during the war continued into 1919. In fact, the more conservative craft unionists saw their influence eroding quickly. At the annual Trades and Labor Congress (TLC) conventions in 1917 and 1918, their policies encountered challenge after challenge from militant delegates demanding the TLC adopt industrial unionism and aggressively pursue radical politics based on the ideology of class struggle. While the TLC leadership withstood this challenge in its conventions, support for a more progressive programme could be found across Canada. 

The pattern of this growing revolt varied somewhat across the country. In central Canada, militant and radical union activists tended to remain in their existing unions. Their strategy was to radicalize from the inside by converting to industrial unions. In the West, union activists led a movement to create a radical alternative to the TLC. On 13 March 1919, a special convention was called for this purpose. Delegates from across the region gathered in Calgary at the Western Labour Conference where they formulated plans to form the One Big Union (OBU). In a referendum following the Calgary meeting, thousands of workers, mostly in western Canada, voted overwhelmingly to secede from the TLC. In June, they formally launched the OBU. 

The OBU declared itself a revolutionary industrial union, advocated the use of the general strike, and declared its support for the Bolshevik Revolution in Russia. More immediate OBU objectives included: union recognition; the six-hour day/five day week to help alleviate unemployment; better wages; and the "repeal of Orders-In-Council restraining the liberties of workers." Because the OBU was in its formative stage in spring 1919, it did not play a direct role in the strike wave rolling across the country. However, the concept or idea of a "one big union" became a symbol during this tumultuous period, and many of the leaders of this revolt were prominent OBU advocates. 

The appeal of a "one big union" also influenced workers in the Maritimes. While unionists in the West were busy planning the One Big Union, workers in Amherst, Nova Scotia created their own independent One Big Union. Indeed, before the official launching of the OBU in the West, the Amherst OBU led a general strike against all the town's employers. The Amherst strike and many other local confrontations occurring across Canada during this spring of labour's discontent were abruptly pushed from the front pages of the country's newspapers by the even more dramatic events developing in Winnipeg. 
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The Great Depression

The "dirty thirties" proved to be a desperate time for many Canadians. Mass unemployment left thousands of Canadians struggling to survive in a world without unemployment insurance, health care, and with very little social assistance. Many young men "tramped" back and forth across the country, riding the rails in search of work. It was the decade of the hobo jungles about which so much is written. It is easy to imagine that this was a trying time for labour. Craft unions continued to retreat into themselves, leaving all but a small group of workers without any union support. Before the decade was over, however, the craft unions and their central body, the Trades and Labor Congress (TLC) found themselves challenged and ultimately surpassed by several new grass-roots labour organizations. 

In Quebec, the Catholic union movement grew in membership and militancy. It organized all workers in a factory or on a job site, much like an industrial union. Lay leaders such as Alfred Charpentier began to replace the clergy in the movement. They also began to inject a new militancy into the union. In 1937, a Catholic union led a strike of 10,000 workers against Dominion Textile, one of Quebec's largest companies. The provincial government responded by enacting the most repressive labour legislation in Canada. 

Elsewhere in Canada, there was little union activity in the 1930s. The one significant exception was the Workers' Unity League (WUL) formed in 1928 by the Communist Party of Canada (CPC). The WUL was the most active labour organization in Canada in the early 1930s. It tried with some success to organize industrial unions among semi-skilled and unskilled workers. It was most attractive to miners and industrial workers in the West and Northern Ontario. Spirited attempts to organize in Stratford and several other towns in southern Ontario brought the wrath of business and government down upon the union. The militancy and communist ideas of WUL activists did not sit well with the country's elite. However, the CPC itself, not government or business, brought an end to the WUL. In 1935, CPC disbanded the WUL on a call from the Communist International to rejoin the established organizations such as the TLC. Although the WUL's total membership probably never exceeded 40,000, it was an important organization. WUL communists were seasoned labour organizers who soon would play a pivotal role in a new and powerful wave of organization beginning to sweep across the country. 
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The CIO and New Industrial Unionism

In the midst of the Depression, a social movement emerged in the United States that in a few short years altered dramatically labour relations in North America. It began at the 1935 Annual American Federation of Labor (AFL) Convention. J.L. Lewis, the influential president of the militant United Mine Workers' of America, challenged the AFL to open its ranks to industrial unions. Before the convention ended, Lewis had won enough support to force upon the AFL's reluctant leadership the creation of the Committee for Industrial Organizing (CIO). The committee's mandate was to spread the gospel of industrial unionism. 

CIO organizers across the United States began preaching the philosophy of industrial unionism to an enthusiastic reception from American working men and women. Union drives quickly reached into the heart of mass production in the auto, steel, rubber, meatpacking, and electrical parts plants of American industry. The workers' frustration with their situations exploded into a militancy of mass picketing and factory occupations. Soon CIO workers celebrated victories that many could not have imagined possible only a few short years before. The CIO's success in the workplace forced political changes as well. New Deal legislation and the Wagner Act, partly brought about as a result of labour pressure, solidified unions' legal rights in the United States. It did not, however, come without a cost to labour. 

BUILDING THE CIO IN CANADA 

In Canada, union sympathizers watched events south of the border with growing anticipation. By 1937, Canadians were approaching the CIO for help. Already overwhelmed by events in the United States, CIO leaders had few resources to share with Canadian organizers. They offered moral support, a small amount of money, and one organizer. It was obvious that the success of the CIO in Canada would depend on Canadian union activists. Interest in the CIO spread quickly. Loggers in British Columbia, women clothing workers in Montreal and steelworkers in Sydney were among the first to sign CIO cards. But it was the mass- production industries of Southern Ontario that represented the heart of the movement. Here the organizational skill of the largely communist leadership of the early CIO years faced its greatest test. 

Created: October 28, 1999. Last update: July 8, 2002 © Canadian Museum of Civilization Corporation

Emergency Measures: P.C. 1003

Labour's pressure in the workplace and in the political arena forced the government's hand. In early 1944, the ruling Liberal government passed an emergency Order-in-Council, P.C. 1003, that protected the workers' right to organize and required employers to recognize unions chosen by a majority of workers. This emergency law was extended by two years after the war's end to ensure labour stability in the transition to a peacetime economy. This pivotal change in our labour laws had far-reaching effects on industrial relations in Canada. It meant that employers now had to bargain with legally certified organizations of their employees. 

Labour responded quickly to its newly won legal status. Union locals across the country pressed employers to negotiate and sign binding contracts. The national labour federations, the Canadian Congress of Labour (CCL) and the Trades and Labor Congress (TLC), co-operated in a campaign to convert the emergency provisions of P.C. 1003 into permanent legislation at the end of the war. Such co-operation between the two major labour federations reflected the TLC's own gradual acceptance of industrial unionism. It also represented tacit recognition by the CCL and TLC that internal feuding weakened their political power. 

The growing alliance between the CCL and TLC, however, did not mean that the labour movement was completely united. A majority of Quebec unionists still remained outside the national labour bodies. On the political front, unlike after World War I, the conclusion of World War II was not accompanied by broad coalition of progressive labour forces. Instead, the divisions of the inter-war years between the communists, socialists, and other progressives continued to deepen. 
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The Rand Formula

After World War II, many unions proved intent on firming up the advances made during the previous several years. As well, thousands of unorganized workers looked to unionize. Certainly, everyone sought to prevent a return to the low wages and unsteady work that characterized the inter-war years. This reasoning once again brought labour into direct conflict with many employers. Business was not pleased with the concessions labour had won during the war and did not want to see those rights extended any further. Consequently, a new strike wave roared across the country. By 1950, when labour relations calmed somewhat, every major industry in every part of the country had been affected. As labour historian Craig Heron wrote about this time, "in the peak year of 1946, strikers shut down the British Columbia logging industry, the Ontario rubber industry, the central Canadian ports, the Southam newspaper chain, the country's steel industry, and dozens of mass-production plants in the biggest strike Canada had ever seen." (Heron, p.75) In the next several years, packing-house workers and railway workers launched a huge national strike. In Quebec, asbestos workers literally battled company and provincial police in a violent dispute that set labour on a new path in that province. 

A landmark legal decision followed a strike in Windsor, Ontario involving 17,000 Ford workers. Justice Ivan Rand granted the union, as part of the settlement, the compulsory check-off of union dues. Rand ruled that all workers in a bargaining unit benefited from a union-negotiated contract. Therefore, he reasoned they must pay union dues, although they did not have to join the union. This decision meant a degree of financial stability for unions never previously enjoyed. This formula, when combined with the decision of the federal government to codify P.C. 1003 into the Industrial Relations and Disputes Act, created the legal framework for labour relations in Canada for the next 30 years. 

Labour used its improved bargaining power to secure better wages and working conditions, and protection against arbitrary management decisions on firings and promotions through grievance and seniority clauses. The increased finances of the unions allowed them to hire more permanent staff and develop greater expertise in collective bargaining. These were all measures for which labour had fought long and hard. Important victories as they were, critics worried that these developments would make unions too bureaucratic and less responsive to the needs of their members. 

Despite the solidarity apparent among workers in the post-war period, serious political differences continued to divide the movement. The antagonism between the supporters of the Communist Party of Canada and the Co-operative Commonwealth Federation worsened as the Cold War descended upon North America. As the political hysteria of the period deepened, social democrats and other anti-communists followed the lead of the unionists in the United States. They expelled communists from their industrial unions and eventually ejected a number of unions because of communist involvement in them. This exclusion included the International Wood Workers of America, British Columbia's largest union. The communists did not help their cause by continually offering uncritical support to the Soviet Union and its allies. This conflict within the "House of Labour" exploded in the 1950s and 1960s into some of the most vicious and violent battles between unions in our history. On a more positive note, though, the Canadian Congress of Labour and the Trades and Labor Congress were resolving many of their differences. In the early 1950s, discussions towards a merger of the two central bodies began in earnest. 
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Uniting Labour: The CLC

Divisions that had split the mainstream labour movement into the Canadian Congress of Labour (CCL) and the Trades and Labor Congress (TLC) began to recede during World War II. First, wartime conditions brought the TLC and CCL together in campaigns to lobby governments on labour issues. On the thorny question of industrial unionism, the TLC softened its position. Some of its own unions were adopting the industrial model, often because of fierce competition with CCL affiliates. By the early 1950s, this costly and divisive raiding of one another's affiliated unions forced union leaders to search for a compromise. In 1953, a unity committee composed of CCL and TLC leaders started negotiations. Similar discussions were occurring in the US where an agreement was reached to merge the American Federation of Labor (AFL) and Committee for Industrial Organizing (CIO) to form AFL-CIO. In March 1955, negotiators in Canada announced a similar decision. 

On 23 April 1956, 1,620 CCL and TLC delegates, representing over a million union members, met in Toronto to found the Canadian Labour Congress(CLC). Several months later, labour unity received another boost when the One Big Union and several other independent unions, including the Locomotive Firemen and the Railway Trainmen affiliated with the CLC. Across the country, local and provincial TLC and CCL councils followed the lead of the national organizations and merged. Two decades of frustrating competition between Canada's two largest labour organizations finally had ended. Now only the Catholic unions of Quebec remained outside the CLC. 

The formation of the CLC strengthened the position of labour in Canadian society. Union members became important allies of others in Canada, such as the co-operative movement campaigning for a national health care system, universal social assistance programs, workers' compensation, minimum wage laws, improved pension and unemployment plans, and other related programs. The CLC pursued these issues through educational programs and by lobbying federal and provincial governments. It also called for a labour party to replace the Co-operative Commonwealth Federation  (CCF), which had faded considerably in popularity since the end of World War II. 
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Unionization of the Public Service

The postal workers' wild-cat strike brought significant changes to the way the federal government and, eventually, most provincial governments dealt with their employees. In 1967, the federal government passed the Public Service Staff Relations Act. This complex legislation essentially extended collective bargaining rights to government workers and allowed them the option of arbitration or the right to strike to settle disputes. Significant restrictions remained on which employees could unionize (for example, the military and Royal Canadian Mounted Police (RCMP) were excluded) and circumstances under which strikes were allowed. However, the majority of government workers now had the right to collective bargaining. Government workers' response to the legislation proved dramatic. They unionized in record numbers. Federal government employees joined the Public Service Alliance of Canada(PSAC), whose membership reached over 180,000 by the 1980s. As provincial governments passed similar enabling legislation, their workers unionized mostly into affiliates of the 275,000 strong National Union of Provincial Government Employees. Other public sector workers entered the ranks of the labour movement at the same time. The Canadian Union Of Public Employees(CUPE) burst onto the scene recruiting thousands of municipal and provincial workers, and workers employed in hospitals, schools, day cares, nursing homes, libraries, social service agencies and other related sectors of the economy. By the mid-1980s, CUPE'S 330,000 members made it Canada's largest union. CUPE's membership also reflected the changing composition of Canada's paid labour force and the new reality of the union movement. Women constituted 50 percent of CUPE membership. Women assumed significant positions in the union's leadership, including its presidency. CUPE emerged as an ardent campaigner for equal pay for work of equal value, maternity benefits, and childcare. 

A pattern of increasing unionization among professionals employed in other quasi-government jobs also occurred. Teachers, nurses, social workers, professors, and cultural workers - for example, those employed in museums, orchestras, and art galleries - all sought private- sector collective bargaining rights. Initially, many of these groups stood apart from the mainstream labour movement. However, harsh attacks on all collective bargaining rights in the coming decades would gradually draw them closer together. 

The decision of nurses to change their organizations from "associations" to "unions" symbolically represented this shift in thinking. The influx of public sector workers into the labour movement changed the Canadian Labour Congress (CLC). Membership of the CLC's Canadian unions surpassed that of the international unions for the first time in history. This development created tension in the CLC over policies and organizational dues. A group of international building trades unions withdrew from the CLC in the mid-1980s over these issues, but rejoined a several years later.
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Unit 1– Lesson 6 - Apprenticeship

 SEQ CHAPTER \h \r 1 Lesson 6: Apprenticeship

Duration: 75 minutes

Expectations:

Knowledge: Students will learn what apprenticeship is and how it works. Students will learn how long an apprenticeship lasts, how they could become apprentices and what designations such as the Interprovincial Standards Program or Red Seal Program mean. Students will become acquainted with the Ontario Youth Apprenticeship Program (OYAP).

Skills: Students will work in small groups to conduct research, share their findings with others in the group and explain what high school path and work experience they would need to take to become eligible for apprenticeship. 

Lesson:

1. Activity - Each student will complete a work sheet, including facts on apprenticeship in general and one trade in particular. The choice of trade is up to the individual student.

2. Each student chooses a trade to research as well as conducting general research on apprenticeships.  

3. The lesson works better if each student has his or her own computer to use. 

4. Students should then form groups of 3-5 to share their information on their trades. The groups should cover as many trades as possible. 

Resources:
· Exercise sheets

· Apprenticeship Subject Pathways (Ontario Ministry of Education, 2002), 65 pages (available on Ministry website)

· Ontario Youth Apprenticeship Program Ministry of Education website: www.edu.gov.on.ca/eng/training/apprenticeship/ Skills/oyap.html 

· Ontario Youth Apprenticeship Program (OYAP), school board regional website: www.oyap.com 

· Canadian Apprenticeship Forum: www.caf-fca.org
Apprenticeship Student Exercise Sheets
Answer the following questions in a few short sentences.

1.
What is apprenticeship and how does it work?

2.
How long does it take to complete an apprenticeship?

3.
How would you become an apprentice?

4.
Explain how a student can start an apprenticeship while attending high school.

5.
What is the Red Seal Program?

6.
Each student will select a trade from one of the Construction, Industrial, Motive Power and Service Sectors. 

Trade: _______________________________________

7.
How long is the apprenticeship for this trade? _____________________ year(s)

8.
If you wanted to pursue this trade, what courses should you take in secondary school?

9. 
What is the Ontario Youth Apprenticeship Program (OYAP)?

10. Explain how the Ontario Youth Apprenticeship Program can work in conjunction with apprenticeship subject pathways to provide a student with the right direction in working towards an apprenticeship.

Unit 1 – Lesson 7: The Changing World of Work

Duration: One - two 75 minute periods
Expectations

Knowledge: Students will explore the changing world of work.  Students will understand the role workers can play in challenging workplace change.

Skills:  Students will use comparison and contrast charts to determine some strategies for workers to use to challenge the changing face of work.

Lesson

1. Introduction - The teacher will begin the lesson by asking students how they or their parents work, i.e. part-time, contract, flextime, or standard nine-to-five workday. Results should indicate varied workplace organization.

2. Next, the teacher will distribute the handout Changing Landscape of Work, go through the different workplace options and explain each alternative.

3. Activity - The teacher will then divide the class into groups of three or four, using the handout  and their own experiences or speculation to fill in the Workplace Alternatives Worksheet.  The third column of the chart will be left blank until the class as a whole has had a chance to discuss it.

4. Students will then place their summaries on the board or flipchart paper, using workplace alternative headings from the handout.  More information may needed to be added with the guidance of the teacher.

5. The class will then go through each alternative to determine if the worker is better served with this workplace alternative.  If not, the class will then recommend ways that it could be modified to better suit workers’ needs. The teacher will write student responses on the board/overhead/flipchart paper. 

6. When all of the workplace alternatives have been analyzed students will copy the teachers notes on modifications into their own charts. 

7. Finally, the class will discuss some of the strategies workers could use to achieve the modifications in their chart.

Resources

· Markers, flipchart paper

· Handout (provided)

· Worksheet (provided)
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The workplace has changed significantly over the last one hundred years.  Women have gained a greater inclusion in paid work, as have visible minorities and the disabled.  The average amount of hours worked per week, which earlier in the last century had declined, has more recently begun to increase, especially for salaried rather than “hourly paid” employees.  Finally, the stability that once existed in permanent full-time paid work has started to decline leaving many workers anxious about their personal economic futures.  The traditional workplace is transforming to include an alternative set of practices, some of them are listed below. 

Flextime: which allows employees to take advantage of a range of starting and ending times for the workday.  Workers are given greater flexibility in choosing the hours they work.

Compressed workweek: which allows employees to condense their workweek into fewer days.  Often a forty-hour workweek is condensed into four days – the number of days are compressed rather than the number of work hours.

Telecommuting or flexiplace: in which employees work at home or other location during part or all of their scheduled working hours.  Modern technologies allow workers to e-mail or fax their work into the office.

Permanent part-time: which is steady part-time employment, usually for a set number and configuration of hours each week.  Workers have greater job security but work less hours than full-time permanent workers.  Also, permanent part-time workers may not be entitled to benefit plans that are often offered to full-time permanent workers.

Job sharing: an option that allows two people to share the responsibilities of one full-time position.  Workers will agree to split the duties of a position in favour of a reduced workweek.  Just like permanent part-time workers, job sharing employees may not be entitled to workplace benefits.  

Phased or partial retirement: in which an employee about to retire cuts back his or her hours of work to part-time status.  Instead of retiring, senior workers remain part of the organization to offer their experience and expertise to the company.

Leave time: which is an authorized period away from work without loss of employment rights.  Leave time is usually found in professional occupations.  It allows the worker a temporary unpaid leave of absence while still retaining their seniority, benefits and employment with the organization.  Leave time may be used by the employee to upgrade skills and education.

Contingent employment: refers to temporary workers, consultants, contractors, those hired for special projects.  Often referred to as contract work, employees are hired on a temporary basis to complete a project for the organization.  Once the project is completed, the worker is likely forced to look for another contract.  Often the worker receives no benefits for the time they are employed.

Source: Report on Changing Work Patterns as we approach the Year 2000 Prepared by: SIAST Research and Development © SIAST April 1998

Workplace Alternatives Worksheet
	Type of Work
	Advantages to Employee
	Disadvantages to Employee
	How Could This Option be Improved?

	Flex-time
	
	
	

	Compressed Work Week
	
	
	

	Telecommuting 
	
	
	

	Permanent Part-time
	
	
	

	Job Sharing
	
	
	

	Partial Retirement
	
	
	

	Leave Time
	
	
	

	Contingent Employment (Contract Work)
	
	
	


Unit 2:

Why Join a Union?

Unit 2 – Lesson 1: Debate on Organized Labour

Duration: 75 minutes
Expectations:

Knowledge: Through the use of debate, students will attempt to understand the importance of unions in Canada’s labour movement.

Skill: Working in groups, students will develop and deliver an argument concerning the importance of labour unions in society.  Each student will use skills of persuasion and presentation to deliver an argument to the rest of the class. 

Lesson:
This is an introductory activity for the unit on Unions that must only be done when the previous unit has been completed. This exercise is meant to flush out some assumptions and stereotypes that students might have around organized labour. It acts as a bridge between the previous unit on work and the unit on the role played by unions in society, and could be used as a formative assessment for that unit.

1. Introduction - The lesson is essentially a “four corners” debate on the issue of trade unions in Canadian labour history.  The teacher will set up the lesson by explaining what a debate is and how to properly conduct oneself during a debate.  

2. Activity - Next, the teacher will present the topic for discussion: “Labour unions are a benefit to society.” 

3. The class will be divided into four groups, those who strongly agree, agree, disagree, and strongly disagree with the statement.  Allow students to choose their groups; however, the teacher should try to keep the group sizes even.  

4. When students are in their groups, they are to look back on their notes and research projects from the previous unit to formulate an opening statement that summarizes their argument.  As well, students are expected to take additional notes for rebuttal.  This should take about twenty minutes.

5. When the groups are finished formulating their arguments, they will be given five minutes to deliver their opening statements.  After each opening statement, students will be given a chance to deliver counterpoints to the arguments.  

6. It is important that the teacher have some control over the proceedings and that every student be given a chance to speak.  

7. Follow – Up – The teacher should hand out the pages on Benefits of Unionization and compare to the conclusions of the debate. 

Resources:
· Previous projects and notes from Unit 1

· Four signs – “Strongly Agree”, “Agree”, “Disagree” ,“Strongly Disagree”

· Benefits of Unionization pages

 Benefits of Unionization
Almost one of every three Canadian workers belongs to a union.   According to Statistics Canada, roughly 3.6 million employees in the Canadian Workforce in 1998 were union members. 

Some of the reasons why people may choose to join unionized workplaces include:

· Job security

· Improved wages

· Health Care, Pension Plans, and other Benefits

· Health and Safety

· Scheduling of hours

· A stronger voice through collective bargaining

· A right to vote on your contract

Let’s take a look at these benefits to further understand why people join unions and how they can work for you!

Job security

One of the most important concerns for any employee in times of high unemployment and economic uncertainty is the right to keep your job.  In a union workplace, a collective agreement prevents you from being fired without reason.  When you belong to a union, seniority rights also protect you.  The longer you work, the more seniority protection you have.  In the event of a lay off or reductions in the workforce, employees are ensured fairness by recognition of seniority. 

Improved Wages

Unionized workers generally earn more than non-union employees performing similar work do.  As a union member your wages can be negotiated and wages will be set out in a contract.  This ensures that people who do the same job are paid equally.  According to Statistics Canada, in 1998 the average hourly wage in Canada for unionized employees was 29.8% higher than that for non-unionized employees.  

Health Care, Pension Plans, and other Benefits

A union workplace is more likely than a non-unionized workplace to have a dental and healthcare plan, coverage for sickness and accidents, and a pension plan to which your employer contributes.  It is also more likely that unionized workers have better paid vacation leaves than non-unionized employees have.    

Scheduling of Hours

As a union member, your hours of work will be based on your seniority.  The employer is required to schedule the 8-hour shifts before the 7-hour shifts, and then downward to the minimum 4 hour shifts.  All shifts must be based on your seniority.

A Stronger Voice through Collective Bargaining

An individual
employee has little influence over what happens at the workplace and has little say of the decisions of the employer.  Belonging to a union gives you rights that you do not have as an individual.  Rather than dealing with the employer individually concerning the terms and conditions of the employment, employees bargain collectively as a group and the employer is legally obliged to negotiate with the union and cannot refuse to discuss the issues that are of concern to the employees.

A Right to Vote On Your Contract  

The ultimate decision as to the terms and conditions of the workplace is up to the employees. Unionized employees are entitled to vote on the acceptance or rejection of any contract negotiated by their union.  A majority of the employees (51% or more) must vote for the contract to become effective.

THANKS TO UNIONS WE HAVE. . . . 

· Free public education

· Paid vacations

· Minimum wages

· Workers’ Compensation

· Pay Equity

· The Right to Organize

· A Limit on Hours of Work

· Medicare 

· Paid holidays

· Canada Pension Plan

· Overtime pay

· Severance Pay

· Job Security

· Cost of Living Raises

· Ban on Child Labour

Imagine Life Without Them!

Unit 2 – Lesson 2: How to Join a Union

son 2: How to Join a Union

Duration: 75 minutes
Expectations:

Knowledge: Through role play and a teacher directed lesson, students will understand why some workplaces choose to unionize.  As well, students will learn how to unionize.
Skill: Students will participate in a role-play and class discussion to develop an understanding of why people choose to unionize.  

Lesson:
The opening exercise of this lesson must be conducted with great care.  This is a good lesson to introduce the idea of industrialization and its impact upon the workplace.  Also, the simulation demonstrates why some workplaces choose to unionize.  

1. Activity - First, the teacher will place a picture on an overhead for the class to draw.  It is not important what the picture is, but it should be fairly easy to draw.  

2. After allowing each class member to replicate the picture, the teacher will ask students to quickly display their artwork. It is hoped that most will look like the original.

3. Next, the teacher will choose five volunteers to participate in an assembly line demonstration.  

4. The teacher will display the same photo and ask each of the five volunteers to draw only a specific part of the picture, drawing as many copies as possible in 2 minutes, thus replicating an assembly line production.

5. While the students are drawing the teacher will perform the role of manager and playfully reprimand those in the line who fall behind or are unable to replicate their portion of the drawing.  

6. The teacher will replace those who are unable to keep up with other students from the class.  It is important that the teacher and the students treat this exercise as a game and not take it seriously.  

7. At the end of the two minutes, the teacher will collect the stack of drawings and discard those that are considered poor quality.  The point of the exercise is to demonstrate the differences between the craftsman and assembly ways of production.  When students are given the time to complete the task on their own and are allowed to complete the whole project, the pictures tend to come out better.  Although more pictures can be produced in a shorter time through the assembly production two drawbacks appear.  The first is that students can be easily replaced by other students in the class if they are unable to complete the task to the manager’s specifications.  Second, the pictures tend to be of poorer quality than the ones drawn by individual students. 

8. This exercise opens up the discussion of why industrial unions were created in the first place.  The teacher could use this lesson in conjunction with the previous unit to open a discussion around how unions safeguard against unfair treatment of workers.  The teacher could ask if any of the students are employed in a unionized workplace or if they feel their workplaces could benefit from unionization.

9. The teacher will then distribute photocopies of the two worker testimonials provided and discuss why the workers see the right to unionization as important. 

10. Finally, the teacher should handout the steps to unionizing and go through the steps with the class.

11. After the teacher-directed lesson on the steps to forming a union, the class will reflect on the opening exercise to determine the ways a union could have helped during the simulation.   

Resources:
· Paper and pencils for drawing

· An overhead of a simple picture

· Photocopies of worker testimonials (provided)

· Overhead of “Steps to Organizing A Successful Union” (provided)

Jim Tilden, IUE-CWA

After graduating from trade school more than 40 years ago, Jim Tilden worked nonunion manufacturing jobs for a couple of years. The way managers treated workers shocked him. “You had no say,” Tilden recalls. “They’d almost expect you to eat lunch and work at the same time.” 

So when Tilden had the opportunity to get a job at the General Electric Co. plant in Lynn, Mass., where workers had a union voice on the job, he didn’t hesitate. “I could see the difference” right away, says Tilden, a member of IUE-CWA Local 201, who has made gears and gear casings for the turbines on military ships for 37 years. 

But talking to people in nonunion shops today, Tilden says things now aren’t that different from the experiences he had at the beginning of his career, when workers didn’t have any voice on the job and had to put up with unfair treatment. Tilden spends time talking to workers at a nonunion GE plant in Auburn, Maine, where he helps workers come together to solve workplace problems and lay the groundwork for organizing their own union. 

Tilden happily admits it was his “big mouth” than got him involved in his union’s organizing efforts. He would speak out at union meetings and talk about how unions had to help more workers form unions if existing union members wanted to stem corporations’ race to the bottom. GE would farm out work to nonunion plants in the United States. “I thought, ‘Let’s get them in the union.’ You’ve got to organize.” Union leaders finally challenged Tilden to put his words into action and help more GE workers form unions. 

When he travels to Auburn with several union colleagues, Tilden says, “We fill the workers in on safety and health laws and how a union would help them. We try to help people in the workplace.” Thousands of IUE-CWA workers at GE recently staged a dramatic, two-day strike to protest the company’s erosion of health insurance benefits while it was making billions of dollars in profits. When union members stand up for all working people, as during the strike, or help other workers form unions, “They’ll say, ‘These people are good people’” and become more open to being part of the union movement, Tilden says. 

In the early years of unions in the United States, “people were asked to give up their lives” when they fought for rights on the job, says Tilden, a labor history buff. Today, “we’re asked to give up a few days or a few hours,” he says. “If we working people get together, we can have things the way they should be.” 

Copyright © 2003 AFL-CIO

Judy Padfield, OSSTF

From 1972 until 1999, the office, clerical and technical employees of the Waterloo Board of Education functioned as an independent association rather than belonging to a larger union.

The drastic changes in educational funding in Ontario under the Conservative government since 1995 propelled Judy Padfield and others into union activism. “The Ontario education funding formula over the past eight years defined our work as ‘non-classroom work’” says Padfield, “It limited the money that could be spent for school secretaries, computer technicians and dozens of vital jobs that keep the schools and offices of a large urban school board running. Our members lost hours of work, some jobs were contracted out to cheaper non-union, less-experienced workers, and we had to deal with long periods of uncertainty wondering if our jobs would be appreciated and valued, or whether they would be cut as a frill.”

The Waterloo workers felt that something needed to be done. They needed to be part of a union that had a clear understanding of their issues, that would provide financial resources, access to and knowledge of the whole provincial picture rather than just one school board, and general advice and guidance on the larger issues facing their members. The decision was made in 1998 to pursue the prospect of joining with other provincial, national or international unions. The membership voted in 1999 to join the Ontario Secondary School Teachers Federation, which represents about 15,000 educational workers as well as about 35,000 teachers.  Judy Padfield  says “Our decision to join the OSSTF has been a great choice. A large educational union with expert staff is on call to provide service. Advice and training for our local leaders as well as for our members, legal assistance, grievance support, professional negotiators, political action, education services and communication campaigns that promote our issues are only a phone call away. OSSTF is a full service union.”
 Steps to Organizing A Successful Union

1. Acknowledge problems and issues in your workplace. 

2. Contact a Union. You can find one by browsing the Internet. You can check out individual unions' sites or connect with the Canadian Labour Congress which can help you get in touch with a union. Unions can also be found in the yellow pages of the phone book under Labour Organizations 

3. Tell the union you contact about your workplace and ask questions. 

4. Meet with a few co-workers you trust to begin to form an inside organizing committee. This committee will be responsible for communicating with the Union staff, signing up co-workers and maintaining the Union's presence in the workplace. 

5. Meet with the Union staff organizer for training and education about organizing, the Union and the Law. 

6. Approach co-workers to join the Union by signing a Union Membership card. By law you are allowed to talk to your co-workers about unionizing and getting cards signed while at work, as long as it is not on the employer's time. However, organizing campaigns are usually kept secret from the employer, in order to limit their interference in the process. 

7. Once 40 per cent of the employees have shown they support the union by signing membership cards, the union can apply to the Ontario Labour Relations Board (OLRB) to be certified to represent the employees in your workplace. 

8. 5 days after the union applies to be certified as the employees' bargaining agent, a secret ballot vote will be held. If more than 50 per cent of the workers vote in favour of the union, the OLRB will certify the union to represent the workers. If less than 50 per cent of the employees vote in favour of the union, then the application is dismissed, and a 12-month waiting period must pass before further attempts at certification can be made. If an employer interferes with the certification process, and as a result the vote does not reflect the wishes of the employees in the bargaining unit, then another vote may be held. 

9. After a successful vote, a bargaining committee will be elected by you and your co-workers to assist a Union Representative to negotiate with your company. 

10. Upon certification, a union will begin negotiating a collective agreement (contract) with the employer, which outlines the conditions of employment, rights, privileges, or duties of the employer and the employees. 

11. After you ratify the collective agreement, you and your co-workers will elect stewards and committees to represent you on a daily basis in the workplace. They will receive extensive training and education to qualify them for these positions. 

12. If you have a problem which you feel is a violation of your contract, you can address it with the help of your stewards and the Union staff. 

13. As a Union you will have the strength to solve problems and make improvements. When you stick together, you can continue to strive for better wages, benefits, and the respect and dignity you deserve.
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Unit 2 – Lesson 3: Negotiations Simulation

Duration: 75 minutes
Expectations:

Knowledge: Students will learn the process of negotiation. 
Skill: Students will participate in a negotiation simulation.  Students will be expected to understand the complexities surrounding negotiation and compromise. 

Lesson:
1. Introduction - The teacher will introduce the topic of negotiation by asking students about their experiences negotiating.  This could include anything from a compromise struck with parents over a curfew to a deal they made to buy something they liked.  The teacher should stress the importance of compromise when attempting to negotiate a deal.  

2. Activity - The bulk of this class will be spent on The Ugli Orange Simulation. The teacher will ask the class to form into groups of six.  Each group will divide into two teams of three.  The simulation will be a negotiation between two sides fighting over one product.  The scenarios are provided.  

3. The teacher should stress that both teams should try to strike the best deal possible for their side.

4. The first part of the class will involve the teams reading their scenarios and trying to come up with a bargaining position (their “demands”)that will be taken to the negotiations.  

5. Teams will negotiate and try to arrive at a deal that satisfies both sides.  The teacher will set a time limit for negotiations.  

6. When the time expires, the groups must have a price set for the oranges, otherwise the negotiations will be considered a failure.  

7. The teacher will record on the board what each group set as the price for the oranges and the amount sold.  

8. Students will be given an opportunity to discuss what some of the difficulties were in arriving at a deal.  

9. At this point, the teacher will explain, if it isn’t already discovered, that each side needed the oranges for a different reason and if each side trusted one another to disclose what they really wanted a compromise would have been easier to achieve.  The general concepts of negotiation and mediation can be discussed.

Resources:
photocopies of scenarios (provided)
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Unit 2 – Lesson 4: Collective Bargaining

Duration: 75 minutes
Expectations:

Knowledge: Students will learn the process of collective bargaining thorough a simulation that represents a very common job situation for young people. 
Skill: Students will participate in a collective bargaining simulation.  Students will be expected to understand the complexities surrounding collective bargaining.

Lesson:
1. Introduction - First, the teacher will introduce the topic of collective bargaining by relating back to the previous lesson.  The teacher will remind students of the difficulties in reaching a compromise while providing some options to overcome potential obstacles. The general goal of any negotiations is to get a deal.

2. Activity - Next, the teacher will quickly run through a teacher-directed lesson on steps in the collective bargaining process, using the overhead/handout provided.  

3. Students will then engage in a simulation of collective bargaining for youth jobs.

4. Divide the class into groups. Four groups will represent management or owners of the following businesses which employ a lot of part time student workers: McBurgers (fast food), GAB (trendy clothing), Shell Out (gas bar), and Mall Mart (large department store).  The owners should be reminded that their main goals as a business are to make a profit and keep the customers coming back, but that they must reach a deal, and can’t simply refuse to bargain with the workers.

5. Four other groups should represent the recently-unionized part-time student employees of these businesses. Their main goals are to improve wages and working conditions and keep their jobs.

6. The negotiations will take place after each group has had a chance to meet and formulate their demands.  Negotiations will take place in four bargaining locations throughout the period, but a cutoff time will be established (about ten minutes before the class ends).  The workers should go first in each session.

7. Whatever deals are in place at the cutoff time represent the final contract.   Each worker bargaining team should report their deal to the class and compare results.

8. Follow – Up – Students should discuss the problems and frustrations they encountered. They will hopefully come to the understanding that reaching a collective agreement is a difficult process and that compromise is the only way to strike a deal.  

Resources:

· Overhead of Collective Bargaining Process (provided)
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Unit 2 – Lesson 5: Union Web Site Research

Duration: 75 minutes
Expectations:

Knowledge: Students will learn about the member services different unions provide, and the political action with which unions are involved.

Skill: Students, working in groups, will use the internet to research different unions.  As well, students will provide critical feedback on the positive and negative aspects of each union’s web page.

Lesson:
1. Activity - In groups, students will research different union web pages.  

2. Each group will be responsible for critically evaluating a union based upon the services they provide members, the political and social action with which the union involves itself, and how clearly the web page explains the operations, history and beliefs of the union.

3. Students will form groups of three.  This exercise works best if each student has his or her own computer to work from.  If this is not possible, the exercise will simply be a group research project where students gain information on the aforementioned topics.  

4. If there are enough computers, have each student research one of the three topics mentioned above for the union of their choice.  For example, one student would research the services the union provides for its membership.  

5. Each student would then meet with other classmates researching the same part of their project to discuss similarities and differences among different unions.  

6. When the “subtopic groups” have finished their discussion, students will return to their home groups to discuss their own findings and those of other classmates.  It is hoped the home groups will then get a complete picture of their union and how it compares to other unions.  

7. Follow – Up - The closing exercise of this project involves each student writing a letter or email (with a printed copy to the teacher) to the union they researched.  The letter will contain a review of the web site and comments on how the union could improve upon its services.  As well, the student’s letter to the union should provide advice for unions outlining better methods to attract young workers.  The letter should not only provide a means for students to think about the advantages of unionizing, but might also help unions hoping to reach younger workers.

Resources:
· list of union web pages (provided)

· research worksheet (provided)

Some Sites to Review
· Canadian Auto Workers – www.caw.ca
· Canadian Labour Congress – www.clc-ctc.ca
· Canadian Union of Public Employees – www.cupe.ca
· Canadian Union of Postal Workers – www.cupw.ca
· International Association of Fire Fighters - www.iaff.org
· International Labour Organization – www.ilo.org
· Ontario English Catholic Teachers Association - www.oecta.on.ca
· Ontario Federation of Labour – www.ofl-fto.on.ca
· Ontario Nurses Association – www.ona.org
· Ontario Secondary School Teachers Federation – www.osstf.on.ca
· Teamsters Canada – www.teamsters-canada.org
· Union of Needletrades, Industrial and Textile Employees (UNITE) – www.unite-svti.org
· United Steelworkers of America – Canada – www.uswa.ca
· American Federation of Labour – www.aflcio.org
Union Web Page Worksheet

1. Rate (a mark out of 10) and comment on the general appearance of the web page. (Was it easy to read, attractive, colorful etc?)

2. Rate (out of 10)  and comment on the general ease with which can browse the site for information.

3. What other unions are affiliated with the union you are researching?

4. Provide a brief description of your union.  Who do they represent?  How long have they been in operation? etc.

5.
Divide your group into three sections. Have each section research one of the topics below:

· Political activism of the union

· Member services they provide (education, support services)

· Collective agreements reached by union – outline either a collective agreement reached or a the details of a pending agreement

Unit 3:

Workers’ Rights

Unit 3 – Lesson 1: Health and Safety

Duration: 75 minutes
Expectations:

Knowledge: Students will learn what constitutes a safe work environment.  Students will learn the WHMIS symbol system for identifying hazardous materials.  As well, students will understand the duties of employers and workers to create a safe work environment.

Skill: Students will create a poster demonstrating a potential hazard in the workplace.    

Lesson:
1. Introduction – Ask the students if they or someone they know were ever involved in a workplace accident.  

2. Activity - When the students have finished recounting their stories, the teacher will distribute a photocopy of the handout “Can You Relate to This Story?”  The class will read the story together and discuss some of the problems surrounding unsafe work environments.   

3. Next, the teacher will lead a lesson outlining the responsibilities for both the employer and employee in making a safe work environment.  

4. The teacher will distribute the handouts on health and safety, as well as the WHMIS chart.  

5. The teacher will explain the importance of understanding the safety rules of the workplace in order to prevent accidents.

6. After completing the teacher directed portion of the lesson, students will create a workplace safety poster.  The poster will highlight some of the dangers faced by workers in today’s workplaces.  

7. Follow – Up – The completed posters will be displayed throughout the classroom.  

Resources:
· Handout on Westray workers (provided)
· WHMIS handout (provided)
· Occupational Health and Safety handout (provided)
· Markers, pens, poster paper
Excellent student resources on Health and Safety are available, including the Live Safe, Work Smart program (a copy should be in your school or see www.livesafeworksmart.net) and www.youngworkers.ca run by the WSIB.

· Can You Relate To This Story?

The following are excerpts from "Death by Deregulation. . .The Story of Westray", produced by the United Steelworkers of America.

Introduction 

In the early morning of May 9th, 1992, there were 26 men working underground at the Westray Mine near Stellarton, Nova Scotia. The main shaft of the mine sloped down from the entrance for 1,300 metres, and then split into two "roads". One led some 550 metres to the North main where 15 miners were working at a coal face. The other ran for 450 metres to the Southwest section where 11 men were occupied in reinforcing the roof and operating a continuous mining machine. About 5:20 a.m., a spark from one of the machines in the Southwest 2 section ignited a pocket of methane gas in a roof cavity. Three men saw flames over their heads and started to run. Nearby, three others realized something was wrong and reached for their emergency breathing kits. The methane fire spread from one pocket to the next, generating a deadly by-product, carbon monoxide. As the fire passed over the fleeing men, they fell in their tracks. Perhaps ten seconds had passed since ignition. The gas fire reached the main road, stirring up clouds of coal dust around the conveyor belt system. With a force many times greater than the methane explosions, the coal dust ignited, spreading fire and a massive shock wave through the mine. At the extremity of the North main the other 16 men died instantly, some with their tools still in their hands. Almost two kilometres away the mine entrance was blown apart. Less than a minute had passed since the spark. 

Why Did This Terrible Event Occur?

To answer this question, we must examine the roles of the mine owners and operators, their political friends, and the Nova Scotia government officials responsible for regulating coal mines. It was their action, or inaction, that sent a work force of mostly untrained miners into the mine, pushing them to produce profits from a marginal and unstable coal seam.

Wayne Cheverie, Westray Miner

“I met my direct supervisor, Arnold Smith, right on this corner and proceeded to tell him that I was sick and tired of having safety being Number Two at Westray, that…”

Lawyer at the Hearing “With what being Number One, Mr. Cheverie?”

Wayne Cheverie “Production.”

Commentator:

If the mine had been well managed – if there had been proper work plans, adequate supervision and training, and proper enforcement of mining and safety regulations – the coal dust and methane gas would have been controlled and nobody would have died at Westray. But the mine was not well managed or regulated, and the miners were on their own. The available options were to quit or to try to make the best of a bad situation.

Lawyer: “And is it fair to say that [. . .] in both union drives, safety concerns were matters that were raised by Westray employees?”

Shaun Cornish, Westray Miner “They were the paramount thing, yes.”

Lawyer: “Was it your hope that if one of those union drives was successful that something would be done about safety at Westray?”

Shaun Cornish:  “Yeah, I still believe it would have been. Something – you know, because alone – they were frightened [. . .] Even though you’re as alone as you were before, they feel together and they would have done something.”

Copyright – Canadian Labour Congress
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Occupational Health and Safety – Employee and Employer Rights and Responsibilities

The Occupational Health and Safety Act sets out the health and safety rights and duties for employees, employers, supervisors and others in the workplace.  It was designed to not only expand employee’s knowledge of the hazards in the workplace, but also to provide the opportunity to use this knowledge to prevent accidents and injuries to themselves and others.

The Occupational Health and Safety Act applies to all employees and employers working in Ontario unless they work in private homes; agriculture; or are covered by the Canada Labour Code.

Your Right to Know

Like all workers, you have the right to know about any hazards you may be exposed to on the job.  This includes:

· The right to be trained

· The right to have information about machinery, equipment, working conditions, processes and hazardous materials

· The right to training about the “Workplace Hazardous Materials Information System” (WHMIS), where the work involves hazardous materials.

Reporting Workplace Hazards

· If you believe there is a hazard in the workplace, you have a duty to report it to your employer or supervisor.

· If you believe the problem is not being dealt with adequately, you should advise the joint health and safety committee or the health and safety representative in the workplace.

· If the workplace has no committee or representative, phone your nearest Ministry of Labour office.

Hazardous Materials

· All controlled products (for example, flammable or poisonous materials) must be labeled or identified.  Do not handle products that are not labeled or that you have not been trained to use!

Your Right to Refuse Unsafe Work

· You have the right to refuse work if you believe it is dangerous to your health and safety or another worker’s health and safety.

Your Responsibilities

· Your employer has the basic responsibilities for your health and safety in the workplace, but you share this responsibility. You also share responsibility for the health and safety of other workers. Your duties as a worker include:

· Using or wearing any equipment, protective devices or clothing required by your employer

· Reporting to your employer or supervisor any missing, broken or defective equipment or other hazard in the workplace, or any violation of health and safety law that you know about

· Not working or operating equipment in a way that could be dangerous to yourself or anyone else in the workplace and not taking part in pranks or horseplay.
Duties of Employers, Supervisors and Employees:
Employer:

· Employers have an overriding obligation to take every reasonable precaution to ensure the health and safety of the workplace.

· They must ensure that the supervisors are competent and that they know the laws and regulations of health and safety. This includes knowledge of any possible hazard existing in the workplace.

· They must provide training and information on how to work safely with certain substances to those employees who work with hazardous substances.

· They must make a copy of the Occupational Health and Safety Act available to all workers.

· They must ensure that employees know how to operate all equipment and that all machines have proper guards.

· They must ensure that all employees are legally old enough to work in the workplace.

Supervisors (those employees with the authority to direct other employees on a daily basis):

· Supervisors have duties similar to the employer.

· They must make sure that the health and safety of employees is not in danger at any time. Supervisors are in contact with the employees on a regular basis.

· They must ensure that employees are working safely according to the law.

· They must inform employees of any possible health and safety dangers that exist in the workplace.
Employees:

· Must be in compliance with the Act. This includes working safely at all times and wearing the required protective clothing or equipment.

· Cannot remove any safety guard or protective equipment for any reason except when it is necessary to use a temporary guard.

· Are responsible for reporting any safety guard or protective equipment that is missing or not working properly to the employer or supervisor.

· Must report any hazard in the workplace to the employer or supervisor.

· Employees have the right to make their workplace safer by communicating their thoughts or complaints regarding unsafe working conditions to their health and safety representative

Unit 3 – Lesson 2: Workplace Compensation

Duration: 75 minutes

Expectations:

Knowledge: Students will learn about the role the Workplace Safety and Insurance Board plays in the workplace.  Students will understand what qualifies as a workplace accident and the strategies for avoiding injury.

Skill:  Students will read scenarios of workplace accidents and determine what the worker could have done to avoid injury.

Lesson:
1. Introduction -The first part of the lesson will involve a class discussion on the topic of worker compensation.  The teacher should first ask the students what happens if someone is injured on the job.

2. After explaining the basic idea of worker compensation, the teacher should then shift the discussion to the different ways workers can injure themselves on the job or be disabled by work-related illnesses.  

3. Activity - The next portion of the lesson will be teacher directed.  The teacher will distribute handouts (provided) on the basic functions of the WSIB.  The handouts will inform students of their rights to benefits if they are ever injured on the job.

4. Next, the teacher will distribute the WSIB quiz.  The class will spend five minutes taking the quiz.  

5. The teacher will then go through the quiz explaining each correct answer.  The quiz, answers and explanations are provided.

6. Finally, the teacher will distribute scenarios (provided) outlining different injuries to young workers.  

7. Students will work in groups to uncover strategies for dealing with unsafe work environments.  As well, groups will discuss what could have been done to prevent the accident and what sort of compensation the injured worker is entitled.  

8. After the groups have finished discussing their scenarios, a speaker from each group will explain what their scenario is about, how it could have been prevented, and what compensation the worker is entitled.

Resources:

· Workers’ Compensation handout (provided)

· Workers’ Compensation Quiz (provided)

· Stories of injured workers (provided)
Workplace Safety and Insurance Board

The Workplace Safety and Insurance Act covers all workers in Ontario as soon as they start working for an employer, except for casual workers such as part-time babysitters, volunteers, learners and students.  Full-time, part-time, seasonal, and domestic workers are covered by the act.

The Workplace Safety and Insurance Board (WSIB) provides benefits to cover medical treatment (including prescription drugs and medial equipment), loss of wages, and job retraining for those employees who become injured through the course of their employment.

ACCIDENTS

· Accidents include willful and intentional acts by others, chance events and 

· disablements from the course of employment.

· An employer must report all accidents to the WSIB if the employee received medical attention and/or was not able to earn full wages as a result of the accident. This report must be made regardless of whether lost time from work occurred. 

INDUSTRIAL DISEASE

· An Industrial Disease is an illness caused by work.

· Some industrial diseases occur immediately (ex. poison), or others happen over time (ex. lung disease caused by working in mines, wrist or knee pain cause by repetitive work.)
· The WSIB pays for all health care that is necessary, appropriate, or sufficient for an employee because of their injury or illness, including prescription drugs and medical equipment (ex. crutches, back braces, etc.)

· It is important that employees keep all receipts for prescription drugs, medical equipment and travelling expenses. The WSIB required original receipts to reimburse expenses. Photocopies are not accepted. 

COMPENSATION

· The nature of an employee’s compensation will vary depending on whether they are partially or permanently disabled.

· Employees receive 85% of their normal pre-injury net average earnings less their current earnings or the amount they are prevented from earning because of their injury. These benefits are mailed to the employee every 2 weeks.

· Employees are only eligible for compensation if they are co-operating in health care measures as determined by the WSIB, in early and safe return to work, and all aspects of labour re-entry plan.  

· For permanent injuries, employees can receive compensation for their pain and suffering. This compensation is determined by a medical practitioner’s diagnosis of the employee’s total impairment.

· If employees are totally unable to work they can receive a minimum annual amount of $15,321.51 or their pre-injury net average earnings.  

· If a worker dies as a result of an accident or industrial disease, their spouse and/or children would be entitled to receive the benefits from WSIB.

· The WSIB also offers a labour market re-entry service for those injured workers who cannot return to their regular jobs. These services often combine language training, academic upgrading, counseling, training for other jobs. Employers are also helped to alter their workplace so as to accommodate an employees’ return. 

EMPLOYER’S OBLIGATION

When a workplace accident occurs the employer must:

· Provide injured worker with and pay for transportation to a hospital, physician, or worker’s home.

· Report the injury to the WSIB within 3 days of the occurrence.  

· Pay the employee’s full wages and benefits for the day of the injury.

If an employee is unable to return to their regular job, the employer must offer it or a similar one to the employee. If the employee is unable to return to their pre-injury employment, the employer is obligated to assist them in finding suitable work either with the same employer or elsewhere, as well as an obligation to accommodate the employee.

The exception to this applies to workers who have been employed for less than one year with the company where they were injured, employers with less than 20 workers, and workers who cannot return to work for 2 or more years.  If an employee is unable to return to their old job, the employer has a 2-year obligation to re-employ the employee.

If an employer fails to co-operate with the WSIB they can be penalized by having to make additional payments to the WSIB and the employee.

EMPLOYEE’S OBLIGATION

It is the employee’s responsibility to:

· Inform his employer immediately of any injury that occurs at the workplace or on the employer’s property.

· Co-operate with the WSIB. Otherwise they can lose their benefits.

· Get the names and phone numbers of any witnesses.

· Inform the doctor or health care professional that they were injured at work.

Workers’ Compensation Quiz

Note: this quiz is taken from the Young Worker Awareness Program web site (ww.youngworker.ca). The site contains health and safety information for young workers, their parents, teachers, principals, employers and others. It is hosted by the Workplace Safety and Insurance Board of Ontario, Canada (www.wsib.on.ca)

1. Workers in Ontario have three basic rights when it comes to health and safety. Which of the following is not one of your rights? 

[image: image2.wmf]The right to know about workplace hazards
[image: image3.wmf]The right to shut down an unsafe workplace
[image: image4.wmf]The right to refuse unsafe work
[image: image5.wmf]The right to participate in health and safety inspections and recommendations

2. The number one cause of injury to young workers is: 

[image: image6.wmf]Slips and falls
[image: image7.wmf]Burns
[image: image8.wmf]Breathing dangerous fumes
3.
If you are injured on the job, the first thing you should do is: 

[image: image9.wmf]Go home
[image: image10.wmf]Get first aid treatment
[image: image11.wmf]Fill out a WSIB Form 7
4.
True or false: Your boss can fire you for refusing to perform unsafe work. 

[image: image12.wmf]True
[image: image13.wmf]False

5.
Most on-the-job injuries to young people take place in which industry? 

[image: image14.wmf]Service
[image: image15.wmf]Pulp and paper
[image: image16.wmf]Automobile

6.
True or false: People who work in offices don't have to worry about workplace health and safety. 

[image: image17.wmf]True
[image: image18.wmf]False

7.
You have to play your part too if you want to work safely. Which of the following are among your responsibilities? 

[image: image19.wmf]Work smart; work safe - don't fool around on the job
[image: image20.wmf]Report unsafe conditions
[image: image21.wmf]Dress for the job - wear any required protective equipment or clothing
[image: image22.wmf]Get to know the emergency procedures
[image: image23.wmf]Report all injuries
[image: image24.wmf]All of the above

8.
True or false: Your boss is required by law to train you if you are expose or likely to be exposed to a hazardous substance.

[image: image25.wmf]True
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9.
True or false: Young workers have faster reflexes, so they are less likely to be hurt on the job.
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10.
If you have a question about health and safety at work, you can talk to:

[image: image29.wmf]Your health and safety representative
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[image: image31.wmf]A member of the workplace joint health and safety committee
[image: image32.wmf]A union representative
[image: image33.wmf]A health and safety professional
[image: image34.wmf]All of the above

Answer Key -- Workers’ Compensation Quiz

1.
The right to shut down an unsafe workplace. But you do have the right to refuse work that you feel is unsafe.

2.
Slips and falls

3.
Get first aid treatment

4.
False

5.
Service. Restaurants, grocery stores and other service sector workplaces have many possible dangers.

6.
False. Office workers can get ergonomic injuries such as repetitive strain injury. Other hazards include indoor air quality, chemicals that might be stored in the office; loose wires, etc.

7.
All of the above

8.
True

9.
False. Young workers have a high rate of on-the-job injuries.

10.
Any of the above








Unit 3 – Lesson 3: Employment Standards
Duration: 75 minutes

Expectations
Knowledge: Students will gain an understanding of their basic rights and of minimum employment standards in the workplace.

Skills:  Students will research and produce a fact sheet on employment standards, and teach the class using their findings.

Lesson
1. The teacher will introduce the lesson by asking students what they expect as minimum standards in the workplace.  Students can reflect upon past experiences to arrive at a wish list for workplace standards.

2. The teacher will write student responses on the board.  The list should include points on wages, breaks, and termination.

3. The teacher will then break the class into four groups.  Each group will research one part of Ontario’s Employment Standards Act.  A concise and user friendly version of Ontario’s employment standards can be found at www.yorku.ca/crws.  

4. The groups will research the following topics:

Group 1 – Wages and hours of work

Group 2 – Overtime, breaks, vacations and holidays

Group 3 – Work leave

Group 4 – Termination and severance pay

5. Each group, after researching their topic, will write their point form notes onto flipchart paper.  Each group will present their findings for the rest of the class to copy into their notebooks. 

6. Finally, the class will discuss any surprises they found when performing their research.  It is a good idea for the teacher to stress that these are basic rights and that workers have the power to negotiate for more favourable workplace standards.

Resources:
· Flipchart paper, markers

· Employment standards guide (found at www.yorku.ca/crws)

Unit 3 – Lesson 4: Human Rights in the Workplace
Duration: One to two 75 minute periods
Expectations:

Knowledge: Students will learn what human rights are protected in the workplace.  Students will be able to identify what is appropriate and inappropriate behaviour for the workplace.  As well, students will understand the role that employers and employees must play in creating a work environment free of human rights violations. 

Skill: Students will create a scenario that depicts some sort of human rights violation in the workplace.  Students, working with classmates, will uncover strategies for correcting or eliminating rights violations in the workplace.
Lesson:
1. Introduction - The first portion of the lesson will involve the teacher making a mind map on the board with the class around the topic of Human Rights.  Try to encourage students to think about what constitutes a human rights violation in the workplace. Alternatively, use the story of Dan from Unit 4 (Anti-racism).

2. Next, the teacher will distribute the handouts on Human Rights (provided) and explain each point to the class. 

3. During this portion of the lesson, it would be a good idea for the teacher to encourage the students to discuss some of the points.  For example, to what extent does the class agree or disagree with the employer’s right to choose who works for his/her company?  After going through the points in the handout, the teacher should reiterate the importance of challenging any human rights violations in the workplace without fear of losing their job.

4. Activity - The final portion of the lesson will involve a role-play scenario developed and acted out by the students.  

5. The class will be divided into groups of three or four.  

6. Each group will create a skit that will play out one of the human rights violations talked about in the lesson.  Each skit should be under five minutes in length. 

7. After each skit is performed, the class will discuss what rights were violated and the steps that could be taken to correct or eliminate the problem.  

8. It is important that the teacher look over the rough draft of each skit to avoid embarrassing and uncomfortable situations in the classroom.

Resources:
· Human Rights handouts (provided)

Human Rights (Teacher’s Copy)
The Human Rights Code of Ontario guards against the discrimination and harassment of individuals not only in the workplace, but also those seeking employment.

The Human Rights Code applies to all persons in Ontario with the exception of those who work for the federal Government or an industry regulated by the Government of Canada.  These workers are covered by the Canada Human Rights Act.

Discrimination

Discrimination includes differential treatment and is based on one of the prohibited grounds, thus making it illegal.

An employer must not let his feelings about a person affect his decision on hiring or promoting such person(s).

Prohibited Grounds of Discrimination

An employer, co-worker and union cannot discriminate against or harass an employee, job applicant, or co-worker because of their:

· Race



· Ancestry

· Place of origin

· Skin Colour

· Ethnicity
· Citizenship
· Gender
· Sexual orientation

· Handicap or disability

· Age

· Marital Status
· Family Status

· Record of Offences

Employers are legally able to treat job applicants and employees differently if they can legally justify this treatment by basing it on a defined goal for a disadvantaged group. For example, a company that did not hire visible minorities in the past may decide to give preference in hiring to visible minorities in the future.

An employer must have a very good reason for any work rule that is designated to discriminate based on one of the prohibited grounds of discrimination. This rule must be related to performing the job itself. For example, a need to wear safety equipment.

Harassment

Harassment is defined as engaging in a course of disturbing comment or conduct that is known or is reasonably known to be unwelcome.

Harassment can take place through:

· Insults




· Jokes

· Degradation



· Discrimination which makes life difficult for an individual

Harassment is wrong, unfair, and against the law.  Employers must stop harassment, and must take steps to prevent harassment from occurring in the workplace.

THERE ARE NO EXCEPTIONS TO THE RULES AGAINST HARASSMENT!!
Sexual Harassment

Sexual harassment includes:

· Touching

· Sexual Comments

· Sexual Jokes

· Unwanted Sexual Suggestions

All employees have the right to freedom from harassment in the workplace as well as the right to freedom from any reprisal for rejecting a sexual request or advance by a person in authority.

It is illegal for your employer or supervisor to make sexual suggestions or requests of an employee and they are legally responsible for stopping or preventing sexual harassment from occurring in the workplace.

Complaints

If an employee feels that they have been sexually harassed, they must tell the person responsible to stop or they can complain to their supervisor if the harasser is a co-worker.  

A record of the occurrence should be kept including what was said and done, who was involved, where and when it happened, and the names of any witnesses.

If the harassment does not stop, a complaint can be made to the Ontario Human Rights Commission.

The maximum fine for any person having violated the Act or the regulations within the Act is $25,000. 

Handicap and Disability
Legally, handicap and disability mean the same thing.  Both are considered to be:

· Any condition caused by an injury, illness, or birth defect such as 

blindness, deafness, diabetes, epilepsy, paralysis, or loss of any part 

of the body

· A learning disability

· Mental retardation or mental disorders

· Any work related disabilities that led to a claim to the WSIB 

An employer is permitted to ask an employee or job applicant about his special needs so long as they pertain to the essential duties of the job; the skills or abilities that are involved with a job.  Even if the employee cannot perform all the essential duties of a job because of his disability, the employer must try to accommodate him.

An employer must try to make every reasonable effort to accommodate any disability. 

The only exception is if the accommodation would cause the company undue hardship and financially endanger the business. 


Unit 3 – Lesson 5: What Can Workers Change?

Duration: 75 minutes 

Expectations:

Knowledge: Students will understand the importance of workplace control. As well, students will learn about workplace alternatives that place workers in greater control of the workplace.  

Skill: Students will discuss and debate the merits of organized labour.

Lesson:
1. Introduction - The teacher will introduce the lesson by reviewing what benefits have come from labour unions.  

2. The teacher will write the students responses on the board.  After the class has formed a list, the teacher will ask the class two questions:

· Could these gains have been made without organized labour?

· Have workers gained greater control over their work?

3. Activity -The class will discuss the questions as a whole.  There are no right and wrong answers to the questions, they are only intended to have students think about workplace control.

4. As the teacher discusses the answers, attention should be given to the differences in workplace control between union and non-union workforces.

5. Finally, the teacher will distribute the story of the Purdy chocolate workers .The story looks at some of the problems faced by workers when they attempt to change the workplace.  

6. The final question asks students to work in groups and arrive at workplace alternatives that would give greater control to the workers and remedy the problems at the factory.  It is hoped that the discussion will bring to light some of the complexities surrounding workplace reorganization.

Resources:
· Story – Sweet Dreams - with questions (provided)

· Handout on workplace alternatives

 SWEET DREAMS ARE MADE OF THIS:

Chocolate Makers Unionize

excerpted from an article by Carole Pearson, in Our Times, March / April 1999

Every kid’s dream — working in a chocolate factory. For Teresa Yuen, however, working at Purdy’s Chocolates was less than a dream come true. “I could see the company was cheating and not treating its workers fairly,” says Yuen, who has worked at Purdy’s for more than six years. Up until last year, even though both full-time and part-time employees worked Monday to Friday, eight hours a day, only those classified as full-time received benefits, including profit sharing, vacation leave and paid statutory holidays. “Part-timers got nothing.” 

Yuen came to Canada from Macau 26 years ago. She was one of 35 part-time workers at Purdy’s Chocolates, a Vancouver company which employs over 100 people in its factory. Nearly 80 per cent of the workers are women, the majority of whom are from Taiwan, Hong Kong, the Philippines and Vietnam. For these immigrant workers, the lack of benefits was not their only complaint. They were also angry that the company repeatedly promoted white women to full-time positions ahead of Asian and Filipino workers with more seniority. Yuen says bluntly, “They chose ones by colour and age; younger women.”

Teresa Yuen became the one to take on the challenge, with the help of the Communications, Energy and Paperworkers Union of Canada. CEP national representative Joie Warnock says it didn’t take rocket science to see where the lines were drawn at the factory. “Although company management was outraged at suggestions they were being racist, for 10 years the only women being promoted — except for one white immigrant — were white Canadians.” 

One difference that stood out to part-timers was their exclusion from annual profit-sharing, which sometimes was worth as much as $2,000 to individual workers. “In November when the profit-sharing cheques were handed out, only full-timers got them,” says Yuen. And “every November, the part-timers were angry.” 

Getting nowhere with management, Yuen went to the labour relations board [in 1996] with her complaints. She was told by officials that, without a collective agreement, the company does not have to recognize seniority and can use favouritism in determining who gets promoted or laid-off. She says, “The LRB said look for a union,” and it didn’t sound like a bad idea to her. “My sister and brother are both in unions and they are happy. I had no union and I was unhappy.” Yuen began selling the idea to the other Cantonese-speaking workers at Purdy’s.  Interest in joining a union quickly spread to the other groups of immigrant women. Yuen says everyone realized that “no matter how hard we work or how long we work, the company won’t change anyone into full time.” 

Yuen wrote to Jenny Kwan, the NDP MLA for the Vancouver-Mount Pleasant riding, to ask for help. “I told her the company was not paying right.” Kwan arranged for Dave Coles and Fred Wilson from the CEP to meet with Yuen. In a meeting that lasted several hours, Yuen says they told her “the company can do whatever it wants without a union. So, they told me how to begin.” 

Money was not a key issue. Purdy’s pays its employees around $13 per hour, depending on job classification. Warnock says what was important to the workers “was the recognition of seniority and the elimination of favouritism. The women wanted to be treated with dignity and fairness.” Belen Tio agrees. “We were happy with the pay. We were not happy with the way the company treats their workers.” Tio began working at Purdy’s one week after arriving in Canada from the Philippines. After eight years she was still classified as part-time. “I work the whole year except two weeks at Christmas, but [I was still receiving] no vacations and no sick leave.” 

The lack of benefits and appreciation was an issue that brought all the part-time workers together, regardless of race. One of the white part-time employees, Penny Dean, says that “at Christmas, the owner would thank the full-timers for their hard work, but we wouldn’t get thanked for our work. It was just like a slap in the face.” 

The organizing drive began in early1997. Yuen admits that the prospect had her worried. “I was so scared I couldn’t sleep at night. I couldn’t eat.” She was afraid the employer would find out she was behind the union drive, so she moved her campaign out of the workplace. She phoned the Chinese and Filipino employees at their homes in the evening. “I asked them, ‘Do you think they [the company] will change?’ No one said ‘yes.’” Yuen’s initial calls developed into a telephone support group: co-workers phoned each other after work to discuss what was going on and to maintain support for each other. Warnock says this networking “was the key to success.” 

As Yuen mobilized the part-timers, Wendy Stewart worked on the full-time employees. Many were sympathetic towards the part-timers, but they also had their own complaints. The full-time workers were fed up with one supervisor who appeared to expect bribes from employees. She decided who would be laid-off and when they’d be called back. People learned that to avoid being the first one out and last one back, it was advisable to offer “gifts.” These employees welcomed the idea of a collective agreement that would recognize seniority and put an end to this humiliating practice. In the end, it was dissatisfaction among both part-time and full-time workers that made the drive a success. In July 1997, the CEP signed up over 55 per cent of the bargaining unit and received certification. However, the battle was not yet over.

During the annual Christmas shutdown in 1997, Purdy’s had letters couriered to employees’ homes that stated how good the company was to its employees and how they didn’t need a union. After everyone returned to work in January, Purdy’s management said they would listen to their employees’ concerns. However, Dean says, “There were only cosmetic changes, like new paint. They didn’t deal with any big issues.” When workers continued to express anger at being classified as part-time when they were essentially working full-time hours, management responded by changing their title to “prime time” workers. 

Through the spring of 1998, the employer continued to avoid contract negotiations. Eventually the 10-month period prohibiting decertification applications expired, and a decertification vote was scheduled for mid-June. A full-time employee spearheaded the decertification drive. Management allowed her to move from department to department, handing out anti-union literature on company time. The CEP followed the rules, limiting its pitch for support to non-working hours. But behind the scenes, the women worked the telephones, calling co-workers to encourage support for the union. 

The male employees in Purdy’s warehouse section were especially reluctant to get on board. Tio adds: “They have benefits, they’re all full-time and all white. But we had to build bridges with them. It took hard work before they would support a union. They were waiting to see how the women made out.” 

Warnock says that, during the decertification drive, many of the men had no feeling one way or the other about the union. “But,” she adds, “the men didn’t like being bullied into voting against the union. They told the union what this woman [who was promoting decertification] was doing. We couldn’t have done it without them.” Meanwhile, when one of the men was unjustly fired from his job, the union was able to get him re-hired and this helped build support among the warehouse workers. 

The decertification vote was conducted on June 24, 1998 but the results were sealed due to irregularities. The labour relations board mediator issued his recommendations at the end of July and these were accepted by both sides. The first contract for Purdy’s workers was ratified on August 10, 1998. But the struggle was still not over. A second decertification vote was held a few weeks later. Tension increased as the ballots were being counted but, in the end, the union won by seven votes.

More than two years have passed since Yuen took the first step to correct the inequities she and her co-workers endured in their workplace. It started with one phone call and ended with over a 100 people enjoying fair treatment under a collective agreement. All the Purdy’s workers are now classified as full-time, lay-offs are done by seniority, and money from the profit-sharing has been diverted into providing benefits. Says Tio, “Now we are all equal.” “This is the first year we get a vacation,” says Yuen, “and it’s thanks to the union.” Life is a bit sweeter at the chocolate factory.


WORKPLACE ALTERNATIVES
Here are two workplace alternatives.  Can you think of others?

Cooperatives
A cooperative is a worker owned company.  Essentially the workers own a portion of the corporation and are entitled to a say in how the company runs.  There is no single majority owner who controls the affairs of the company.  Instead, the traditional hierarchy of a company is eliminated and all the workers in the company are given an equal voice in the operations of the business.  Major decisions surrounding production and operations are brought before the workers who decide the direction of the business through a vote.  Whatever the majority of the workers decide becomes the policy of the company.  Cooperatives have successfully operated and still operate throughout the world. 

Reduced Work Week
Similar to the past when unions fought for a reduction in the work week and brought about the eight hour work day, there is a movement which seeks to reduce the work week to four days. The idea behind the four-day-work-week is somewhat different than the movement for the eight-hour day in that the four day week incorporates the philosophy of conservation over consumption. The eight-hour day was an attempt to make the workplace more humane and save workers from long, laborious days.  Similarly the four-day week hopes to reduce long work weeks.  However the four-hour week movement places greater attention on reducing unemployment and what we produce and consume. It is hoped that if everyone were to reduce the time they spend at work, then more workers could share the workload. Although everyone would make slightly less (after all you would work one less day a week) consumer spending would not completely collapse because more people would be working and consuming.  However, with the reduction in the total hours worked, a reduction in what we consume is likely to take place. This is seen as a positive step toward sparing the environment, as we are likely to produce less waste.

Unit 4:

Labour Equity

Unit 4 – Lesson 1: Women in the Workplace
Duration:  Two - 75 minute periods

Expectations:

Knowledge: Students will learn about the strides women have made in the workplace.  As well, students will understand some of the struggles that women face in the modern workplace.
Skill: Students will interview a woman about their work.  Students will also develop a collage of images that show a transition over time of “typical” female work.

Lesson:
1. Pre-Lesson Activity - For homework, students will interview a female worker about her job and daily routine.  A list of sample questions is provided.  

2. The students will take their interview questions and write a brief summary about the person and their work experiences.  

3. It is important the teacher stress that students should ask their interviewee  about both their paid and unpaid labour.  

4. Activity - The first part of the lesson will involve a group discussion.  Students will form groups of four or five and discuss their interviews.

5. Students will hopefully gain an understanding of some of the challenges women face in the workplace and the diverse set of jobs that their interviewees had.  

6. The group will try to tease out common themes from each interview and write them on a piece of chart paper.  

7. After each group has finished making their list, a group member will present to the rest of the class some of the common findings.  It is hoped through a larger class discussion that some of the challenges women face will be consistent with other groups.  As well, the diversity of work performed by women should increase with class discussion.  

8. Note: if the students do not bring up domestic labour and the “double duty” women face today, the teacher should mention it for students to discuss.

9. The next portion of the lesson will be teacher directed.  The teacher will go through the handouts (provided) explaining some of the struggles that women face in the workplace.  

10.  As well, the handouts outline some of the strategies that all workers could utilize in order to make the workplace more equitable for women. 

11. Activity - The final part of the lesson is an exercise that acknowledges the great strides women have made in the workplace.  

12. The teacher should initiate this activity by asking students what type of work was performed by women at the turn of the century and how it has changed over time.  

13. The activity that accompanies this exercise is a fun and light exercise.  For this exercise, the teacher should have a large selection of photographs.  The easiest way to obtain a large set of photographs is to use old magazines or newspapers.  

14. Have students work in groups (their original groups for this exercise would be fine) to cut out pictures of women at work.  

15. Once the group has compiled their set of photographs, they are to make a collage of images that show how women’s work has evolved [or not] over the years.

16. The images should be arranged to demonstrate a progression over time (for example the images depicting more “traditional” jobs could be placed on the left, while the more “modern” jobs would be placed on the right).  

17. Allow the students to be creative in the way they display their images. 
18. After everyone is finished, students can go on a gallery walk (posters are hung about the class while the class tours the “works of art”) with one member of each group explaining why they chose their particular set of photographs. 
19. It is hoped that this exercise will demonstrate that women, although still disadvantaged in the workplace (especially women of colour and those with disabilities), have come a long way in the last one hundred years.
Resources:

· Interview sheet (provided)

· Handouts (provided)

· Old Magazines, newspapers, scissors, glue, markers, poster paper

Sample Interview Questions

Important: If the interviewee does not feel comfortable answering any of the questions below, please move on to the next question.  Do not pressure the person to respond to the question.

1) Who is your employer?

2) What type of work do you perform?

3) Briefly describe your duties at work.

4) What are some positive aspects of your work?

5) What are some negative aspects of your work?

6) In what ways are you challenged in your job?

7) Do you feel you have room to develop your skills?

8) Do you have to work long hours?

9) Do you have work to perform outside of your main employment activity? (housework)

10) How long do you spend performing these activities?

11) Do you volunteer in the community? If so, where and for how many hours a week?

12) Do you feel that you may have been discriminated upon in the past because of your gender? If so, what happened and what did you do to remedy the problem?

This is a sample list of questions. You should not feel restricted to asking only these questions. Try and come up with five questions on your own.

UNIONS WORKING FOR WOMEN

Women workers have always been in an unfair situation.  In the late 1800’s and early 1900’s most women workers were single.  Employers would hire them as cheap labour at the lowest rates of pay.  Women needed collective action to improve their conditions.  A union is one way that would give women a greater voice in the workplace.

Unions make a difference

· Union women make much better wages.  In 2000, full-time unionized women made $18.70 an hour, while non-unionized women made $14.28 an hour.  Part-time, unionized women earned an average $17.10 and hour vs. $10.39 without a union.

· 79% of unionized women have a pension plan; only 31% of unorganized women do.

· 78% have extended medical coverage; for non-union women it’s 40%.

· Balancing work and family is easier with a union.  35% of union contracts have flex-time; more than 24% have paid leave for illness in the family; 53% have unpaid leave for personal reasons.

· 61% of union contracts have anti-discrimination provisions.  52% have protection from sexual harassment. 

Giving Women a Voice


In order to address issues of concern to women, women need to be involved at all levels including:

· at the negotiating table
· on health and safety committees
· as shop stewards
· on any committees with joint employer/employee members
· on company boards where there are employee representatives
· in union educational and training courses
· at conferences and as delegates to conventions.
During the World Women’s March in 2000, women across Canada came up with a Baker’s Dozen – ideas to make our lives better.

1. More money for healthcare in a public, not private system.

2. More money for social housing – just 1% of the budget would make a huge difference.

3. A national childcare fund, with $2 billion to start, so our kids have good care.

4. An increase in Old Age security to help older women stay out of poverty.

5. Better unemployment benefits.

6. Funding for women’s organizations.

7. A say in proposed legal changes that affect women.

8. Fair immigration policies.

9. An end to world poverty.  Cancel the debts for the 53 poorest countries.  Increase foreign aid.

10. The right to social assistance when in need and an end in workfare.

11. Fair access to post-secondary education, with grants (not loans) for students.

12. Women with disabilities included in consultations on equality issues.

13. No-nonsense laws that make employers pay women fairly.

Questions:

1) How do you feel about these ideas?

2) How do you think they can contribute to a more equitable workplace?

Pay Equity

Ontario has legislation called the Pay Equity Act to ensure that women and men receive equal pay for work of equal value.  The Pay Equity Act requires that jobs be evaluated and work mostly or traditionally done by women be compared to work mostly or traditionally done by men. The Pay Equity Act has been enforced mainly in government workplaces and in other large unionized workplaces. 

It is important to understand that pay equity is “equal pay for work of equal value”, which is NOT the same as “equal pay for equal work”. 

If jobs are of comparable value, then female jobs must be paid at least the same as male jobs.  Female jobs are mostly or traditionally done by women such as librarians, childcare workers, or secretaries.  Male jobs are mostly or traditionally done by men such as truck drivers, firefighters, or shippers.

An employer could, for example, compare the value of the work of a secretary, a traditionally female job, to the value of the work of a shipper, a traditionally male job.  If the value to the organization is equal or comparable, the secretary must be paid at least the same as the shipper.



Unit 4 – Lesson 2: Anti-Racism

Duration: Two 75- minute periods

Expectations:

Knowledge: Students will learn to identify and challenge racism in the workplace.  

Skill: Students will develop a campaign that will help stop discrimination in the workplace.  Students will use a variety of media techniques to deliver their message.

Lesson:
This lesson will primarily involve the students using their creativity to deliver an anti-racist campaign for the workplace.  

The first part of the lesson will be teacher directed, however, the rest of the two periods will be controlled by the students.  

1. Introduction – The teacher can use the case study of Dan (provided)  to start a discussion on racism in the workplace and how to stop it.  The teacher can then go through anti-racism handouts (provided).

2. Activity – The teacher will then explain the project to the class. The teacher could set up the project as if the class were hired by the provincial government to produce an anti-racist campaign for Ontario workplaces.  

3. The class should be divided into five groups with each group producing one of the media projects.  The five projects are as follows:

· A television commercial

· A radio commercial

· A poster campaign

· A media or news release indicating the purpose and objectives of the campaign

· A news report interviewing young workers

4. Allow students to choose their work group.  The media release group should be no more than three people, it would be a good group for those too shy to be comfortable in front of the camera.  

5. This is a two-day project, so students should be careful not to plan too large of a production.  

6. In the end, the campaign should have finished projects that will be presented to the class as a whole.  

Resources:
· Handouts (provided)

· Video camera, tape recorder, poster paper, markers, pens
· Note: see also the OSSTF resource book “Anti-Racism” 

Source: Teaching Human Rights in Ontario, Ontario Human Rights Commission

ANTI-RACISM
The Human Rights Code of Ontario says that every person is entitled to a workplace free from harassment and discrimination.  

Anti-Racism is the practice of identifying, challenging, and changing the

values, structures and behaviour that perpetuate systemic racism.

WHAT DOES "RACIAL HARASSMENT" MEAN?

"Racial harassment" means that someone is bothering you, threatening you or treating you unfairly because of your:

· race 

· skin colour 

· ancestry 

Racial harassment may also be connected to where you were born, where you lived before moving to Ontario, your religious beliefs, your ethnic background, citizenship, or even your language. 

It is against the law for anyone to harass you, insult you, or treat you unfairly for any of these reasons.

The Ontario Human Right Code (the Code) protects you from racial harassment or discrimination. Your rights are protected where you work. The Code also protects you from discrimination when you sign a contract or join a union, trade or vocational association.

WHEN IS IT HARASSMENT?

Racial harassment can happen when someone:

· makes racial slurs or jokes 

· ridicules or insults you because of your racial identity 

· puts up cartoons or pictures that degrade persons of a particular racial group 

· calls you names because of your race, colour, citizenship, place of origin, ancestry, ethnic background or creed 

These kinds of behaviour are wrong even when they are not directed towards you, because they hurt people and make them feel uncomfortable. They can make living and working together very difficult.

Racial harassment can have a bad effect on, or "poison", the places where you work. Even if the harassment is not directed at you, it can still poison the environment for you and others.

How do you know if the environment is poisoned? One way is to look at the effect of negative comments or actions. For instance, if certain racial slurs or actions make you or others feel uncomfortable in the workplace or fearful of returning to work, this could indicate that the work environment is poisoned. 

WHAT CAN I DO?

If you feel you have been harassed, you could try to tell that person to stop. The person who is harassing you could be your employer, your supervisor or your coworker.  If racial harassment happens at work, you can speak to the person's boss or tell your union representative. 

IS IT MY RESPONSIBILITY TO MAKE IT STOP?

Although you can try to make the harassment stop, it is not your responsibility alone. You might feel that saying or doing something might put you, your job at risk. If this is the case, go to someone else in authority.

In Ontario, employers, contractors, professional associations, and unions have the responsibility to make sure that racial harassment does not occur on their property, in their workplace, or in their facilities.

RACIAL HARASSMENT CAN LEAD TO VIOLENCE

Silence or doing nothing will not typically make racial harassment go away and sometimes such behaviour can lead to violence. If you feel uncomfortable or threatened, speak to a person in authority about it (ex. a supervisor). You can contact the Ontario Human Rights Commission to make a complaint. Where harassing behaviour makes you feel like you’re in danger or leads to violence, you should call the police. 

WHAT CAN THE UNION DO ABOUT RACISM?

· Include human rights and anti-racism education at regular union meetings. (eg. invite speakers, show films, etc.) 

· Take a clear position against all forms of discrimination and communicate this to all members. 

· Consider bargaining for an anti-racial harassment clause in your collective agreement and for employer-paid literacy and language training for those who have English as a second language. 

· Provide basic information to workers on union and human rights. 

· Consider offering services through the union of particular help to minority workers, for example, translation and legal assistance. 

· Consider translating notices, publicizing union meetings and events. 

· Ensure that job postings are translated into other languages when appropriate. 

· Continue to challenge legislation which threatens the human rights of all workers and in particular minority workers, for example, farm workers and domestics. 

· Continue to support other struggles for human rights and link these issues where possible to similar struggles in our own workplaces and communities. 

· Encourage minority workers to participate in all the union's activities.

FOR MORE INFORMATION 

For more information about the Ontario Human Rights please visit Ontario’s Human Rights Commission web site at www.ohrc.on.ca, or call in confidence during regular office hours from Monday to Friday. 

Toll free 1-800-387-9080. 
Prejudice

Symbols of Prejudice
Although for many workers the union is like a family, not everyone has always been welcomed into the fold of labour.  Some were excluded.

Revealing discrimination in the labour movement can feel awkward and difficult.  However, uncovering the prejudices within reminds us of what we’ve changed and what we still need to work on.

Exclusion


Employers have often used racism, sexism, and discrimination on the basis of sexual orientation to “divide and rule” labour.  Their efforts have too often been successful.  Many labour leaders and rank-and-file members in the past advocated for and celebrated discriminatory legislation, such as federal head tax on Chinese immigrants and the Factory Act limiting occupations of women.

Divisions in labour were also between craft workers and industrial workers; those of different political affiliations; and members of international and national labour organizations.

The Power of Fear
Fear of losing the power of one’s expertise as a skilled trades person.  Fear of losing hard-won wage gains.  Fear of losing one’s job to someone who will take a lower wage and work longer hours. Employers used this fear to actively pursue the cheapest labour.  The fear, division and vulnerability of labour left room for employers to push the wedge even deeper between the organized and the unorganized.

Having learned from the past, unions have now made it a priority to fight discrimination and educate about the value of honoring our differences.

Building Bridges
More recently, unions have begun to look at the obstacles in the way of immigrant workers.  Many have difficulties because of limited English.  Their legal rights are often denied.  They are forced into the lowest paying jobs.  Solutions to these problems had to be found.

English-as-a-Second-Language classes were needed.  Labour materials were produced and distributed in other languages to reach out to immigrant workers.  Materials covered workers’ rights, Unemployment Insurance and Workers’ Compensation.  Today workers can find materials from their unions in many different languages.

Anti-Racist Action
As early as 1935, trade unionists in Ontario were organizing against racism and discrimination.  Among some of the earlier activists were Sid Blum, Donna Hill, Kalman Kaplansky of the Jewish Labour Committee and Harry Gairey and Stan Grizzle of the Brotherhood of Sleeping Car Porters.

By the 1946 the Jewish Labour Committee had the broadened support of the labour movement, and labour committees for the human rights were established in several provinces.  Due to the relentless efforts of these trade unionists, by the end of 1960 laws were in place to prohibit discrimination on the grounds of race, colour, and nationality.

Current Law 
The Ontario Human Rights Code “prohibits discrimination against any person with regard to employment or any term or condition of employment because of race, creed, colour, ancestry, place of origin, citizenship, ethnic origin, record of offenses, family status, handicap, sex, marital status or age”.

It is also illegal under this law to discriminate against any person by reason of affiliation or profession.  Classification of jobs by gender is also illegal.

While some progress has been made in terms of improved legislation, the basic problem remains.  Women, native people, the differently abled and visible minorities, still experience discrimination along racial, sex and other lines.

In 1981, the Ontario Federation of Labour (OFL) launched its Racism Hurts Everyone campaign.  They used posters, leaflets and television commercials to increase awareness among union members and the public.  Regional forums were an important part of the campaign.  The labour movement spoke out about the anti-racism struggle when no other major institutions would.  It gave courage to those fighting racism in their workplaces.

The Ontario Federation of Labour, the Canadian Labour Congress, and most of their affiliated unions, have human rights departments to educate their members around issues of discrimination, whether it be on the basis of race, gender, or sexual orientation.

Unit 4 – Lesson 3: Child Labour

Duration: 75 minutes

Expectations:

Knowledge: Students will understand the complex issues surrounding the problematic use of child labour.  Students will learn some strategies toward changing the situation for children around the world.

Skill:  Students will research an issue surrounding child poverty.  Students will write a letter asking either a company or the federal government to stop the use of child labour.

Lesson:
1. Introduction - First, the teacher will distribute the facts/myths handout to the class.  When reading through the handout, the teacher will pause on each point and ask the class if they believed the "fact" in the past.  

2. When the class is finished reading the handout, the teacher will ask students what can be done to stop child labour.  

3. The students' responses will be written on the board.  Some possible answers include: letter writing to government officials or corporations, protests, boycotts, foreign aid, building schools in the developing world, etc.  After compiling a list of potential actions, the teacher will circle the letter writing campaign as the strategy that will be used by the class.

4. Activity – The exercise will first involve the student or teacher researching an issue involving child labour. A film clip would be a good motivator. See, for example, It Takes a Child: The Craig Kielburger Story. If time and resources permit, it would be better for the student to perform the research, however the exercise will work if the teacher prepares the lesson. 

5. When the student/teacher has finished researching an issue, a letter is to be written by the student asking either a government official (e.g. Minister of Trade) or the company (e.g. The Gap or Nike ) to stop supporting child labour.  Tips for writing effective letters can be found in Chapter 2 of Take Action! A Guide to Active Citizenship, written by Marc and Craig Keilburger.

6. The letter will actually be sent to the government or company with a response hopefully arriving before the end of the school year.  

7. Follow – Up - If or when students receive their responses they will bring the letter to class for everyone to read and to decide if the class is satisfied with the response.

Resources:
· Child Labour Facts/Myths handout (provided)

· Video – It Takes a Child: The Craig Kielburger Story
· Web search engines – many focus on specific campaigns 

· A good place for students to start is www.freethechildren.org and The New Internationalist magazine, issue on Child Labour (No. 292, July 1997) at www.newint.org
· Marc and Craig Kielburger (2002) Take Action! A Guide to Active Citizenship. Toronto: Gage Learning,

CHILD LABOUR RESEARCH MATERIAL: 


Produced and Published by: Vikas Adhyayan Kendra , Mumbai, India

MYTH: Employers are obligating children by employing them.

FACT: 
Employers are only concerned about profit and child labour can be exploited at no cost to them: "Certain sectors such as agricultural tend to rely heavily on child labour because of the pliability of children on low wage. Children enter the labour market at a very early age, even before they are six years old, [working] alongside their parents either for no wage or for a negligible income. The household sector (the middle class particular) employs a substantially large number of child labour. There is a selfish interest involved in recruitment of children for daily household chores. Industries like bead making, glass making, carpets, gem and stone polishing, matches, fireworks have thrived purely on the strength.

MYTH: 
Poverty is the single major cause of child labour.

FACT: 
While it is true that child labourers come from impoverished families, it should be noted that child labour also perpetuates poverty since the child labourer who survives the harsh conditions becomes an unskilled, debilitated adult who is not employed even in the industry that exploited him / her earlier. Furthermore, child labourers receive a low, negligible income and often no wages at all. Child labour also depresses adult wages and keeps adults unemployed.
MYTH: 
If children do not work, they and their families will starve.

FACT:
Starvation persists even when families and the children in it are working. Starvation is the result of a combination of factors, including price policy, low income, low purchasing power, income disparity, unequal food distribution, poor availability of food, lack of access to food production and unequal land ownership patterns.

MYTH:
Children themselves want to work.

FACT:
When children express their preference for work, it is because of their inability to conceive of an alternative. Children are compelled to work by the non-availability or lack of access to school, an irrelevant school curriculum and physical abuse from teachers. For children, earning enhances their feeling of self-worth and hence their demands centre on the improvement of working conditions and dignity of labour. However, the issue of an enabling work environment should be dealt with separately without obscuring the realization of children's rights. The expression of the desire to work by children reflects their lack of trust in adults to change their situation. Child labour is ultimately an indictment of societal apathy and indifference to their plight.

MYTH:
If children work, they become equipped with skills for the future.

FACT:
The tasks allotted to child labourers are simple and repetitive such as labelling, filling, rolling, fetching and carrying. "Skill" is a misnomer when applied to the backbreaking toil and drudgery children engage in. The hard, physical labour, exposure to the elements, dust, toxic fumes, chemical solutions damages children's health irrevocable, shortening their life span and impairing their development.

MYTH:
Industry will collapse if child labour is not available.

FACT:
The International Labour Organisation held a workshop to present the findings of studies that have been conducted on the profitability to an industry if child labour was replaced with adult labour. The industries examined included carpet, brassware, gem polishing, match industries. It was found that looking only at the economic implications, the increase in the cost of a product caused by replacing children with adults is only marginal, can be largely absorbed by the industry or if passed on to the consumer, the increase in the sale of the final product would also be marginal.

Fact Sheet prepared by Madhuri Kamat, YUVA.

Campaign Against Child Labour (CACL) was initiated in November 1992. Its goal is the eradication of child labour. CACL is active in 12 states across India, with 700 members that include children's organisations, women's groups, trade unions, academic institutions, eminent citizens and volunteers. Copyright © 2000 Free the Children. 
Unit 4 – Lesson 4: Accessibility to Employment

Duration: Two - 75 minute periods

Expectations:

Knowledge: Students will understand some of the barriers faced by the disabled and some of the principles behind making employment accessible for all.

Skill: Students will discuss and debate a case in a mock Human Rights case.

Lesson:
1. Introduction – To introduce the concept of accessibility to employment, the teacher will ask students what constitutes a disability.  After making a list the teacher will then ask how disabled people are excluded from workplaces. The teacher will go through the handout and highlight some of the points.

2. The teacher will then divide the class into groups for the mock hearing.  One group will represent the defendants (4 or more people), another the prosecutors (4 or more people), a group for the human rights panel (5 people), Jack Warden, a senior member representing the law firm, and Bill Sparks. As well, some students could act as reporters, videographers, etc.

3. The teacher will distribute the case study.  The prosecutors and defendants will prepare their case with their clients – Prosecution (Jack Warden), Defendants (the senior member of the firm and Bill Sparks).  While this is happening, the human rights panel will read the guidelines on Disability and the Duty to Accommodate.  The guide can be found at www.ohrc.on.ca.  Because the document is long, the teacher could highlight key passages.

4. When the prosecution and the defendants are ready to present their case the hearing will begin.  The hearing will proceed as follows, with prosecution going first

· Opening statements from each side  

· Witnesses for each side, with cross-examination of each

· Closing statements

· Deliberation by panel

· Final verdict delivered by panel 

5.  After the hearing is over, the teacher will discuss with the class the difficulties


in determining what is an appropriate measure to accommodate the disabled

Resources:
· Handouts (provided)

· Policy and Guidelines on Disability and the Duty to Accommodate (available at www.ohrc.on.ca) 

DISABILITY AND THE DUTY TO ACCOMMODATE

Under the Ontario Human Rights Code, everyone has the right to be free of discrimination because of handicap or perceived handicap in the social areas of employment, services, goods, facilities, housing, contracts and membership in trade and vocational associations.  This right means that persons with disabilities have the right to equal treatment, which includes the right to accessible workplaces, public transit, health services, restaurants, shops and housing.

Policy and Guidelines on Disability and the Duty to Accommodate, 2000

A disability is defined by the Human Rights Code as a person who currently has, has had or is believed to have or have had:

(a)  any degree of physical disability, infirmity, malformation or disfigurement that is caused by bodily injury, birth defect or illness, and without limiting the generality of the foregoing, including diabetes mellitus, epilepsy, any degree of paralysis, amputation, lack of physical co-ordination, blindness or visual impediment, deafness or hearing impediment, muteness or speech impediment, or physical reliance on a guide dog or on a wheelchair or other remedial appliance device,

(b) a condition of mental retardation or impairment,

(c) a learning disability, or a dysfunction in one or more of the processes involved in understanding or using symbols or spoken language,

(d) a mental disorder, or

(e) an injury or disability for which benefits were claimed or received under the insurance plan established under the Workplace Safety and Insurance Act, 1997.

An employer must accommodate the employee with the disability using these principles as a guide.

· The needs of the persons with disabilities must be accommodated in the manner that most respects their dignity, to the point of undue hardship.

· There is no set formula for accommodation – each person has unique needs and it is important to consult with the person involved.

· Taking responsibility and showing willingness to explore solutions is a key part of treating people respectfully and with dignity.

· Voluntary compliance may avoid complaints under the Code, as well as save the time and expense needed to defend against them.

The principle that is most often challenged by both sides is the first principle.  It is difficult to determine the level that best respects the employee’s dignity, and the extent the accommodation will lead to undue hardship for the employer.  

Respect for dignity, according to the Ontario Human Rights Commission, is as follows:

Human dignity encompasses individual self-respect and self-worth.  It is concerned with physical and psychological integrity and empowerment.  It is harmed when individuals are marginalized, stigmatized, ignored or devalued.  Privacy, confidentiality, comfort, autonomy, individuality and self-esteem are important factors as well as to whether an accommodation maximizes integration and promotes full participation in society.

Policy and Guidelines on Disability and the Duty to Accommodate, 2000

Undue hardship claimed by the employer cannot be based solely on the following:

· Business inconvenience

· Employee Morale

· Third Party Preference (desires of customers or clients)

· Collective Agreements or Contracts

The employer can claim hardship because of accommodation based upon:

· Cost – so substantial that the viability of the enterprise would be jeopardized – the enterprise must seek outside funding prior to claiming cost related hardship

· If a serious risk to injury still exists to anyone in the enterprise after the accommodation



Unit 4 – Lesson 5: Unemployment

Duration: 75 minutes

Expectations:

Knowledge:  Students will understand some of the causes and problems associated with unemployment.  

Skills:  Students will graph unemployment numbers and compare the different provincial levels of unemployment. Students will attempt to develop some solutions to the problem of unemployment.

Lesson:
1. The teacher will ask the class what it means to be unemployed.  This will involve not only asking students the literal definition of unemployment, but also what the individual loses in their life when he/she loses their job.

2. Next the teacher will distribute the handouts on unemployment and explain the concepts on the page.

3. The teacher will then distribute the worksheet on provincial unemployment levels.  Students will complete the sheet on their own.  After the worksheets are completed, students will discuss the answers to the question.

4. The teacher will then show the class a video selection (could be a scene from Roger and Me, or from a movie on the depression – Grapes of Wrath) depicting life in a town or community with high unemployment.  The class will discuss some of the problems faced in the community.

5. Finally, the class will break into groups to brainstorm possible solutions to high unemployment.  The solutions can be as diverse and creative as the students wish.  After students brainstorm possibilities, group members will write some of their ideas on flip-chart paper and present them to the class. 

6. Follow-Up – compare class ideas  on how to stop unemployment to those of various governments or activist organizations

Resources:
· Unemployment handout (provided)

· Unemployment worksheet (provided)

· Video (Roger and Me preferred) 

· Graph paper, flip-chart paper, markers

UNEMPLOYMENT WORKSHEET

Unemployment definition: The unemployment rate is the percentage of the labour force that actively seeks work but is unable to find work at a given time. Discouraged workers—persons who are not seeking work because they believe the prospects of finding it are extremely poor—are not counted as unemployed or as part of the labour force. (Canadian Government, 2003)

There are different types of unemployment. Some include:

· Seasonal: Workers are unemployed because their job does not allow them to work during certain times of the year.  Some seasonal work would include fishing, ski instruction, and some forms of farming.

· Frictional: Workers are temporarily unemployed while switching from one job to another.  It is hoped that this type of unemployment is short and temporary and that the worker finds new work of equal or better quality.

· Cyclical: Unemployment numbers will increase and decrease depending upon the economic conditions of the time.  In some instances the government will step in with economic relief and work programs when the economy is struggling and unemployment is high.

· Systemic:  Unemployment levels that are considered to be permanent by economists. This level of unemployment (usually around 4 to 6 percent in the western world) is attributed to allowing the free market system allocate labour.  Because supply and demand dictate what percentage of the population will be employed, it becomes difficult to employ the entire labour force. 

Some of the problems attributed to high unemployment rates include:

· an increase in alcoholism and drug abuse

· an increase in spousal abuse

· an increase in mortality rates

· an increase in psychological disorders like depression

Provincial and National Unemployment Rate For June 2002 and 2003

	Province
	June 2002
	June 2003
	% Change

	Newfoundland Labrador
	15.5
	13.7
	-1.8

	Prince Edward Island
	8.1
	6.0
	-2.1

	Nova Scotia
	8.5
	8.0
	-0.5

	New Brunswick
	8.7
	9.5
	0.8

	Quebec
	7.7
	8.4
	0.7

	Ontario
	6.7
	7.0
	0.3

	Manitoba
	4.3
	4.1
	-0.2

	Saskatchewan
	4.9
	4.9
	0.0

	Alberta
	5.1
	4.7
	-0.4

	British Columbia
	8.2
	7.7
	-0.5

	Canada
	7.1
	7.2
	0.1


Source: Statistics Canada

Exercise:

1. Using the table above, identify the province with the highest unemployment rate in June 2003.  What province has the lowest unemployment rate in June 2003?  Why do you think this is so?

2. What region of Canada has the highest unemployment rate?  Why?

3. What region of Canada has the lowest unemployment rate?  Why?

4. Using graph paper, plot the unemployment rates for the ten provinces on a bar graph, using different colours for 2002 and 2003.  What do you notice about the graph?
Unit 5:

Globalization and the International Worker

Unit 5 – Lesson 1: International Trade

Duration: Two  75 minute periods 

Expectations:

Knowledge: Students will understand the role international trade agreements play in the lives of workers around the world.

Skill: Students will conduct internet research and prepare graphic organizers to identify and summarize concerns about the effects of international trade agreements on workers and poor countries

Lesson:

1. Introduction - The teacher will distribute the handout outlining some of the trade agreements involving Canada.  

2. While explaining the handout, the teacher should note that the agreements were signed by governments against the wishes of organized labour.  

As well, the teacher should point out that Canada is bound by international law to the trade agreements even if the agreement is detrimental to well-being of the country.  For example, if an industry chooses to move its operations from Canada to Mexico where labour is cheaper, the Canadian government is powerless to prevent the move.

At this point, the NFB Video Production The Emperor’s New Clothes  could be shown to emphasize the impact of NAFTA on Canadian and American workers.

3. Activity – students should conduct research using internet search engines (hint: use the initials WTO, GATS, FTAA, NAFTA as keywords, or a concept such as “fair trade”) or the Trade Campaign link of www.oneworld.net or the library (eg magazines like New Internationalist)
4. Each student should choose one of the trade agreements from the handout and find two websites or magazine articles that debate the merits of the agreement. Encourage students to go beyond the first few websites listed by a search engine.

5. Students should create a graphic organizer outlining the pros and cons of their chosen agreement based on the following criteria: whose perspectives are given and the reasons given for/against the agreement. 

6. All students who researched the same topic should then get together in a group to summarize their findings on flip chart paper based on their graphic organizers.

7. When all the groups have completed their flip charts, groups will present their findings.  During the presentations the rest of the class should be ready to discuss some of the key points raised by each group.

8. Follow – Up - Finally, the class will discuss as a whole the pros and cons of entering into trade agreements.  This discussion should look at ways trade agreements could be implemented that would better serve the interests of the majority of Canadians.

Resources:
· Trade agreement handout (provided)

· NFB Video – The Emperor’s New Clothes
· Flip chart paper and markers

North American Free Trade Agreement

NAFTA came into effect January 1, 1994 and established a free trade zone between Canada, U.S. and Mexico.  NAFTA replaced the previous free trade agreement between Canada and the U.S.  The agreement allows for the trade of goods and services between the participating countries without a tax or tariff.  Participating countries are unable to protect their industries through the use of import taxes.  Companies are free to establish corporations in any of the participating nations and freely trade their goods across borders. 


GATS

The General Agreement on Trade in Services (GATS) was established in 1994 as a way to open boarders for the free trade in services.  Essentially, government barriers to international competition would be eliminated allowing foreign companies to provide services in other countries. The GATS is a part of the World Trade Organisation and thus has the support of international trade agreements.   This means that countries could face economic sanctions if they opt out of GATS.  The GATS has the potential to constrain governments from providing some of their services.  In Canada this would mean that the provincial governments could be challenged on the ways they currently provide education and health care. 

WTO 

The World Trade Organization Agreement on Government Procurement (WTO-AGP) came into effect January 1, 1996 and applies to most federal government departments. The WTO-AGP is a multilateral agreement which aims to reduce trade barriers around the world making it easier for companies to export goods. The WTO acts as a regulatory body to settle trade disputes around the world. 

FTAA

An agreement between the economies of the western hemisphere, the Free Trade Area of the Americas (FTAA) has not officially been implemented.  The FTAA would extend the North American free trade zone to include South America, Central America, and the Caribbean.  The agreement would allow the free trade of goods and services between the participating countries.  Cuba is the only western hemispheric country not to join the FTAA.

Unit 5 – Lesson 2: Labour in the Developing World

Duration: 75 minutes 

Expectations:

Knowledge: Students will gain an understanding of the conditions workers face in other countries.  Students will also gain an understanding of why domestic companies operate manufacturing plants in other countries.

Skill: Students will use tables and graphs to critically examine why foreign labour markets are so attractive to domestic producers.

Lesson:
1. Activity – The teacher will ask students to turn to a partner (same sex) and look at the tags on five articles of clothing (shirts, t-shirts, shoes, backpacks, etc.) and note where the garments were made and what the company or brand name is of each.

2. The teacher will distribute post-it notes to each group and instruct students to write the article of clothing, country where it was made, and brand name on the post-it note. Students will do this for each article of clothing.

3. Next, have students individually come up to a world map and place the post-it note to correspond to where each student’s article of clothing was made.  

4. The teacher will ask the class if they see any patterns.

5. Next, the teacher will ask the class why they think their clothes were made in these regions.  The discussion will likely migrate toward the low labour costs in these countries. Follow-up by asking them what they know or imagine the working conditions of the people are in these regions.

6. The next part of the lesson will involve students working in pairs to answer the questions on the Macquiladora worksheet (provided) based on Tables 1 and 2 (provided).

7. Follow – Up –After taking up the answers, the teacher can pose the following questions to the class for general discussion:

· What can be done in Canada to prevent the loss of jobs to countries with cheaper labour rates?

· Do you think that corporations have the right to move their businesses to places where labour is cheap, or should they be forced to pay more and improve the living conditions of their workers in these countries?

· For homework, visit and report on one of the websites below using the following criteria:

1. Accessibility: loading time, dependability, ease of navigation

2. Accuracy: credible sources, evidence of bias, recent and current information

3. Appropriateness: use of pictures/diagrams, use of language

Websites

·  http://www.commonthreads.ca, (OSSTF curriculum project on Guatemalan maquiladoras) , 

http://www.geocities.com/Athens/Acropolis/5232/ (Nike Boycott)  http://www.maquilasolidarity.org/ (see their links section for more sites).
Resources:

· Map of the world

· Post-it notes

· Tables and Worksheet (provided)
· graph paper
· rulers
Table 1

Percentage of participation by country in U.S. clothing imports
	PRIVATE
Countries
	1983 
	1990
	1995
	1999

	Costa Rica
	0.6
	1.06
	2.0
	1.5

	El Salvador 
	0.07
	0.2
	1.6
	2.5

	Guatemala 
	0.04 
	0.8
	1.9
	2.3

	Honduras
	0.2
	0.5
	2.5
	4.1

	Nicaragua
	---
	0
	0.2
	0.5

	Dominican Republic 
	1.4
	3
	4.6
	4.3

	Remaining Caribbean Basin
	1.5
	2.84
	1.9
	1.3

	Total Caribbean Basin
	4.0
	8.4
	14.7
	16.5

	Mexico
	2.0
	2.8
	7.4
	14.3

	China
	7.8
	2.8
	12.9
	11.0

	Taiwan
	18.5
	9.8
	5.3
	3.6

	South Korea
	17.3
	9.8
	4.6
	4.0

	Total Asia
	--
	50.3
	34.6
	26.8


Source: U.S. Commerce Department. Data prior to 1990 is estimated by Geretti, G. (2000): The Transformation of the North American Apparel Industry: Is NAFTA a curse or a blessing? Productive Development Series,No. 84, Economic Commission for Latin America (CEPAL).

Table 2

Hourly labour costs in the textile industry (US $ / hour)

	PRIVATE
Country
	1996
	1998

	U.S.
	9.56
	10.12

	Hong Kong
	4.51
	5.20

	South Korea
	4.18
	2.69

	Costa Rica
	2.38
	2.52

	Mexico
	1.06
	1.51

	Guatemala
	1.31
	1.28

	China
	0.28
	0.43

	India
	0.36
	0.39

	Bangladesh
	0.31
	0.30

	Indonesia
	0.34
	0.16


Source: USITC, 1999, 8-7.

Maquiladora Imports and Exports Worksheet
Use Table 1: Percentage of clothing imports by country in U.S. to answer questions 1,2,3,4 and 5 below.

1. What percentage of clothing imports in the U.S. come from  the   

Caribbean Basin countries (the Caribbean and Central America) and Mexico combined?

2. What percentage of clothing imports in the U.S. come from Asia?

3. Using graph paper from your teacher, plot a line graph for each year showing the changes in the percentage of U.S. clothing imports from:

a) the Caribbean Basin and Mexico combined (total for the region)

b) Asia (total for the region)

4. Given the changes occurring in this period, predict which region has the highest labour costs, generally speaking. Discuss with a partner.

a) Asia , or

b) Central America and the Caribbean

5. In relative terms, U.S. imports of clothing from the combined Caribbean Basin has more than quadrupled in the period examined (from 4 % in 1983 to 16.5 % in 1999). Mexican clothing imports have increased sevenfold (from 2% to 14.3%).

What has been the relative increase in Guatemala’s share of U.S. clothing imports in this period? (hint: To calculate: divide the 1999 percentage by the 1983 percentage) 

Use Table 2: Hourly labour costs in the textile industry to answer questions 6 and 7 below.

6. Which country has the highest hourly labour costs?

7. a) List the four countries with the lowest hourly labour costs. 

b) Which region are they in?

Unit 5 – Lesson 3: Anti-Globalization Movement

Duration: Two 75 minute periods 

Expectations:

Knowledge: Students will understand the issues surrounding the anti-globalization movement and the strategies for enacting change.  Students will gain an understanding of the role activism plays in initiating global change.

Skill: Students will learn activist skills such as letter writing, pamphlet production or song writing.

Lesson:
1. Introduction - The teacher will use the previous lessons on trade agreements and the developing world as a springboard for this lesson.  

2. The teacher will review some of the troubles faced by Canada and on developing nations because of world trade agreements and increasing economic globalization.  Articles from The New Internationalist website www.newint.org on global resistance to globalization (No. 338, September 2001) and on redesigning the global economy (No. 320, April 2000) could be distributed and read by students to assist in the review.

3. The teacher will ask the class what people do to challenge these trade agreements.  The teacher will write the students’ responses on the board.  

4. After a few minutes there should be a list of techniques used by activists to initiate change.  

5. Activity - The teacher will then ask students to break into groups and produce some of the activities mentioned on the board.  For example, one group would be in charge of a protest song, another a pamphlet or leaflet, another creating an advertisement, another organizing a boycott or demonstration, etc.   For background on how to produce these activities the teacher could provide resources such as those found in Take Action: A Guide to Active Citizenship, written by Marc and Craig Keilburger.

6. Supporting statistics can be gleaned from previous research done for lessons 1 and/or 2 in this unit. 

7. Each group should be doing something unique so that when the class convenes as a whole, they will be able to put together their mock demonstration. 

8. If students choose to take a stand and do a project supporting a certain trade agreement, or supporting globalization, this should be allowed.

Resources:
· New Internationalist website www.newint.org
· Sample protest pieces (provided)

· Markers, poster paper, paints

· Marc and Craig Keilburger (2002) Take Action! A Guide to Active Citizenship Toronto: Gage Learning

Sample Protest Song - SOLIDARITY FOREVER 

When the union's inspiration through the workers' blood shall run,
There can be no power greater anywhere beneath the sun;
Yet what force on earth is weaker than the feeble strength of one,
But the union makes us strong. 

Chorus: Solidarity forever,
  Solidarity forever,
  Solidarity forever,
  For the union makes us strong.
Is there aught we hold in common with the greedy parasite,
Who would lash us into serfdom and would crush us with his might?
Is there anything left to us but to organize and fight?
For the union makes us strong. - CHORUS

It is we who plowed the prairies; built the cities where they trade;
Dug the mines and built the workshops, endless miles of railroad laid; Now we stand outcast and starving midst the wonders we have made; But the union makes us strong. . - CHORUS

All the world that's owned by idle drones is ours and ours alone.
We have laid the wide foundations; built it skyward stone by stone.
It is ours, not to slave in, but to master and to own.
While the union makes us strong. . - CHORUS

They have taken untold millions that they never toiled to earn,
But without our brain and muscle not a single wheel can turn.
We can break their haughty power, gain our freedom when we learn That the union makes us strong.  . - CHORUS

In our hands is placed a power greater than their hoarded gold,
Greater than the might of armies, magnified a thousand-fold.
We can bring to birth a new world from the ashes of the old
For the union makes us strong. . - CHORUS

Solidarity Forever is the anthem of the labour movement, with words by Ralph Chaplin, 1915, sung to the tune of “John Brown’s Body.” Ralph Chaplin was a poet, artist, writer and organiser for the Industrial Workers of the World. He wrote this song just six months before his fellow IWW songwriter Joe Hill was executed. It is reprinted with permission of the IWW; For more labour songs see http://www.crixa.com/muse/unionsong/songs.html.


Unit 5 – Lesson 4: International Unions

Duration: Two - 75 minute periods

Expectations:

Knowledge: Students will gain an understanding of how global unions operate and why they are needed today.

Skill: Students will compile a mini newspaper or newsletter outlining the projects being undertaken by international unions.

Lesson:
1. Introduction - The lesson will begin with a teacher directed lesson to outline  different levels of unionization.  It is important that students understand that solidarity between workers exists at the local, national and international levels and that unionization is not exclusively a Canadian product.  
2. The teacher will distribute the handouts on the different levels of unionization.  The handouts will give students an idea of what is performed at each union level.

3. Activity - The class will then break into groups to complete their next task. 

4. The project will involve students visiting the web sites of international unions (a list of possible sites is provided) to research what each union views as an important campaign or issue. The web sites or international unions are unique and offer a diverse set of issues to explore.  

5. Organize students into groups. Each group will produce a union newspaper eg. the International Workers’ Weekly (or whatever name the group or teacher decides upon).  The teacher could bring in a sample union newspaper.

6. Each student should be responsible for researching, condensing, and writing a brief newspaper article on news for their chosen international union. 

7. Each article should answer the five Ws in a way that makes the issue easy to understand – i.e. Who is involved? What it is about? Where is this occurring? When did it become important? Why is the issue important to them and to us?

8. Students will then compile their articles into a newsletter format (most word processing programs have a basic newsletter format for students to follow).  

9. The teacher should encourage the students to include pictures in the newsletter.  

10. When the newsletters are finished the teacher will photocopy them for distribution to the rest of the class.  When everyone has each others newsletter the teacher will allow each group to present their most interesting story for class discussion.

11. Follow – up - It is hoped that this exercise will help demonstrate that worker movements exist around the world and that most worker movements are still struggling for basic rights.
Resources:

· International union handouts (provided)

· List of International union web pages (provided)

 Local, Regional, National, and International Unions

The Local Union

Unions are a group of people coming together to fight for their rights as workers.  Like many other groups in our society, unions and the labour movement have set up a structure for their organizations.  The first level of the local structure is the local union.

The workers in one or more work sites come together to form a local union.  A union will be made up of many local unions coming together, often in the same type of work or employment sector.

The workers in the local democratically elect the people they wish to run their union at a local level.  These members receive education and training from the union on how to do their jobs for the local union.

The local union deals with workplace problems or grievances, collective bargaining for a contract and other issues the members wish to take action on.  They decide at regularly held membership meetings how they wish to run their local and what issues or activities they wish to pursue.

For example, a local union Local 1223 of the Health and Allied Workers Union may set up health and safety and human rights committees to work on some the issues that have become important to the members.

The members of the local pay monthly dues that go to provide the services and supports needed by the local union and their larger regional, national, or international union.  These services include:

· Handling grievances

· Collective bargaining

· Education programs

· Strike pay

· Public campaigns

· Staff and administration

· Conferences and convention where members make decisions about how to govern their union.

Members from local unions have the opportunity and 

responsibility to participate in deciding the priorities and directions of their larger regional, national, or international union.

Regional, National, or International Unions 

Most local unions belong to a larger regional, national, or international union.  Regional, national, or international unions help local unions form and then assist them in getting and maintaining a collective agreement.  They also provide support to the activities and running of their local unions.

The larger union has resources to share with the local unions like staff with experience in bargaining or health and safety for example.

The larger union helps the local unions with similar work issues or helps those who work in the same work sector come together to achieve gains in collective bargaining or push for change in legislation governing these sectors.

Regional, national, and international unions hold regular conventions where their members decide the policies and priorities of the union.  The elected delegates to these conventions also elect the officers of their union to provide leadership between conventions.

The Need for International Unions

In promoting a trade union international agenda that will help to offer an effective program for regulating international capital, promoting collective prosperity and guaranteeing the primacy of human dignity, the CLC will work to promote the following priorities in global affairs: 

· a worldwide effort to bring the goal of full employment to the top of public policy at all levels;


· a floor of social dignity for working people everywhere through: the promotion of a social clause in the WTO and in all regional trade pacts; through the advocacy of enforceable codes of conduct for multinational corporations; and through the active boycotting of products and lobbying of corporations engaged in exploitative investment or employment practices, especially those who utilize forced or child labour;


· the elimination of child and bonded labour worldwide and in the very near future;


· gender and racial equality within all aspects of our work at the national and international level;


· control over financial markets by national and international public authorities through the use of transaction taxes on speculative capital or other measures;


· public-sector investment programs in both the industrialized and developing world that will renew infrastructures and foster social and democratic development;


· aid and international development that is both sustainable and appropriate to the challenges faced by poorer countries and which ensures that trade and international financial assistance is linked to development goals rather than free market ideological objectives;


· international solidarity programs that will help workers and their unions everywhere to play a role in the process of change;


· a new role for the United Nations to ensure consistency between the policy goals of major international organizations involved in managing economic interdependence (WTO, OECD, IMF and World Bank);


· reform of the United Nations to ensure that it is an effective force for disarmament and peacekeeping and an advocate of global security;


· a ban on weapons of mass destruction, including land mines, as legitimate instruments of defence and United Nations monitoring and control of the production and trade in arms; and


· support for the rule of law by strengthening the World Court and the International Court of Justice and by establishing an International Criminal Court. 

Source: Canadian Labour Congress

Some International Unions

· AFL-CIO 

· International Confederation of Free Trade Unions

· International Federation of Chemical, Energy, Mine and General Workers' Unions 

· International Labour Organization 

· LaborNet 

· Public Services International Trade Union Advisory Committee to the Organisation for Economic Cooperation and Development 

· Trades Union Congress

Unit 5 – Lesson 5: Unions in Action
Duration: Two -75 minute periods

Expectations:

Knowledge: Students will identify the political activities performed by unions at the local, national and international levels. 

Skill: Students will choose a union and research on the Internet the local, national and international involvement of each union.

Lesson:
This is a culminating activity for all five units.  

1. Essentially, students, in groups of three, will choose a union and research their involvement in a local, national, and international campaign.  

2. Each union or federation web site (a list is provided) should have a section for political campaigns.  Some may not be quick to find.  In this case the site map should be used to make it easier.  

3. The group should divide the task so that one student is responsible for finding a local issue, the other a national issue, and the final an international issue.  

4. With each issue, students should answer the questions on the research sheet (provided).  

5. When they have completed their part of the task, students will report their findings to the rest of the group. For greater interest, they could “dress the part” of a worker in their union.

6. Each group can quickly design a poster or brochure to illustrate their campaign. They could present these on flip chart paper to the class.

7. Through the presentations students should notice a similarity in some of the political action taken by the different unions.

8. This exercise should provide students with the idea that change is possible in this world.  Students should understand that collective action is one strategy toward attaining change in the workplace.  

9. As well, students should gain an understanding that the issues at the local level are intertwined with the issues at the national and international levels.  

10. Finally, it is hoped that students will gain an understanding that the political actions of one union are intended to benefit not only its own members but also workers from around the world.

Resources:
· List of Unions (provided)

· Political Action research sheet (provided)
· Flip chart paper for presentations
Union Web Pages

· American Federation of Labour – www.aflcio.org

· Canadian Auto Workers – www.caw.ca

· Canadian Labour Congress – www.clc-ctc.ca 

· Canadian Union of Public Employees – www.cupe.ca

· Canadian Union of Postal Workers – www.cupw.ca

· International Association of Fire Fighters - www.iaff.org

· International Labour Organization – www.ilo.org

· Ontario English Catholic Teachers Association - www.oecta.on.ca

· Ontario Federation of Labour – www.ofl-fto.on.ca

· Ontario Nurses Association – www.ona.org

· Ontario Secondary School Teachers Federation – www.osstf.on.ca

· Teamsters Canada – ww.teamsters-canada.org

· Union of Needletrades, Industrial and Textile Employees (UNITE) – www.unite-svti.org

United Steelworkers of America – Canada – www.uswa.ca

· Political Action Research

1. What is the name of your union?

2. Who do they represent?

3. Briefly describe one major (local/national/international) issue that involves the union.

4. Why does the union take its stand on this issue?

5. Do you agree with the union’s position on the issue? Explain.

6. What is the union’s plan of action to change the situation?

7. How can you (a non-union member) help in the union’s cause?

Some References for Teachers Using This Guide

Note: references and useful websites are scattered throughout this book and may not all be reproduced here. On-line web searches will also produce further useful websites related to the topics included in this guide.

Forcese, Dennis.  The Canadian Class Structure. Toronto: McGraw-Hill Ryerson Ltd., 1997.

Keilburger, Marc and Craig. Take Action! A Guide to Active Citizenship. Toronto: Gage Learning, 2002

Klein, Naomi.  No Logo: Taking Aim at the Brand Bullies. Toronto: Vintage Canada, 2000. 

Livingstone, David. The Education – Jobs Gap: Underemployment or Economic Democracy. Toronto: Garamond Press, 1999.

Palmer, Bryan. Working-Class Experience: Rethinking the History of Canadian Labour. Toronto: McClelland & Stewart, 1992.

Rinehart, James. The Tyranny of Work: Alienation and the Labour Process. Toronto: Harcourt Brace Canada, 1996.

Ross, Robert and Kent Trachte. Global Capitalism: The New Leviathan. Albany: State University of New York Press, 1990.

Schmeluck, Steve. Know Your Rights: A Guide to Ontario’s Workplace. Toronto: Centre for Research on Work and Society, 2002.

Seccombe, Wally and David Livingstone. Down to Earth People: Beyond Class Reductionism and Postmodernism. Toronto: Garamond Press, 2000.

Simon, Roger I., Don Dippo and Arleen Schenke. Learning Work : A Critical Pedagogy of Work Education. Toronto : OISE Press, The Ontario Institute for Studies in Education, 1991. 

Some Useful Online Resources
www.caf-fca.org – Canadian Apprenticeship Forum

www.caw.ca – Canadian Auto Workers

www.civilization.ca – Canadian Museum of Civilization

www.clc-ctc.ca – Canadian Labour Congress 

www.cupe.ca – Canadian Union of Public Employees 

www.cupw.ca – Canadian Union of Postal Workers

www.freethechildren.org – Free the Children

www.ilo.org – International Labour Organization 

www.nall.ca – New Approaches to Lifelong Learning

www.oecta.on.ca – Ontario English Catholic Teachers Association 

www.ofl-fto.on.ca – Ontario Federation of Labour 

www.ohrc.on.ca – Ontario Human Rights Commission 

www.osstf.on.ca – Ontario Secondary School Teachers Federation

www.oyap.com – Ontario Youth Apprenticeship Program

www.teamsters-canada.org – Teamsters Canada 

www.unite-svti.org – Union of Needletrades, Industrial and Textile Employees (UNITE) 

www.uswa.ca – United Steelworkers of America – Canada 

www.wsib.on.ca – Workplace Safety and Insurance Board of Ontario

www.yorku.ca/crws – Centre for Research on Work and Society



Scenario #1





Doug Loyer (as told by his mother Terri O’Grady)


In July of 2000, Doug, my eldest son who had just turned 20, was killed in a workplace accident. I would like a chance to tell Doug's story so hopefully other young people will realize that they can't always go along with what their boss tells them, even if they're new, even if they think they might get fired. I also want companies to hear Doug's story, so they understand they have to train their employees, especially the young ones, and they have to provide safety equipment. 


Doug died while he was in a machine, cleaning out hardened cement. Another machine, which shared a power supply with Doug's, was started up. This caused my son's machine to start up as well, and its blades started to spin. The blades basically squashed Doug's insides, killing him. His lungs collapsed, his liver was shattered, his portal vein was torn (the portal vein is found near the lower intestines), and his ribs were broken. My son died because his company didn't provide him with locks to perform a machine lockout. It was an easily preventable accident. 


I lost my eldest child who had so many dreams ahead of him. I have to try to get this message out, I am still devastated by this and so heartbroken. 





Scenario #2





Tim Hickman (as told by his brother Michael)


It was the day before Tim's birthday, I was expecting a phone call from him that day, so we could go out and celebrate. So I was shocked when I got a call from the hospital. Tim got in an accident at the arena where he worked. An ice-resurfacing machine exploded and he died 10 days later, at the age of 21. 


The ice-resurfacing machine had a major design flaw because no one took the time to step back and look at it to make sure it was safe. Whatever job you're doing, take those five, or fifteen seconds, stand back and have a second look and maybe, just maybe, you'll be able to prevent an accident. When I was younger, I would do work that wasn't the safest and I wouldn't say anything. But that doesn't solve the problem and it just put people that I was working with in the same situation. If you stand up and say, "I think this is unsafe," maybe you can find a way to improve it. 


What I miss most is what I won't have. Those 50 years that I was supposed to spend with Tim, simple things, like sitting on a deck and relaxing with him or going to some graduation down the road- I'll miss things like that because someone just couldn't take the time.








Scenario #3








James Wright - Ottawa 


It seemed like one hell of a good opportunity. I got a job as an apprentice tinsmith and was earning high school credits. Two weeks into the job, I fell fifty feet -five stories- off a ladder and now I'm paralysed from the waist down. I was eighteen when it happened. 


As it stands now, I'll be in a wheelchair for the rest of my life. The fall shattered my lower spine and six years later I'm still in a lot of pain. Usually, I can only get three to five hours of sleep a night. 


Getting hurt like I did, there are lots of things you miss out on. I was very active, I played a lot of sports, and now what I think I miss most is being able to go out and live free- I find that I'm always dependant on somebody. 


After all that's happened, I don't feel resentful. I have a better understanding of what I lost and what I still have. I feel grateful to be still alive. An accident like that can happen so easily, at the snap of your fingers. So if you don't feel safe, tell your boss and ask for training. I never received any proper safety training, if I had, I might not have fallen off that ladder.





Scenario #4





Sarah Heyink - Toronto 


There are no real outside wounds except the small scar on my elbow, but because there was so much electricity pumped into me, my body couldn't handle the heat. It was burning me from the inside out. 


I was 19 and working for a heavy construction company, we were lowering a fire hydrant into a water main. I was watching the power lines above, to make sure we didn't hit them, and the bank below, to make sure it didn't cave in on the guys working in the hole. I had a cut cable line tucked under my arm. The boom of the truck- which is like an arm- struck the power lines above us, causing electricity to arc into the cable line under my arm. I was conducting electricity through the cable line, which had latched itself onto my elbow and I couldn't pull it off because the current was too strong. The operator couldn't pull the boom of the machine off the wire for what seemed like an eternity, but they said was only ten to twenty seconds. But that was enough. Ontario Hydro estimated 12,000 volts and 800 amps went through my body. All I could smell was burnt flesh. 


They took me to the hospital and the doctors did everything they could, but the only thing they could do was make me a little less uncomfortable. There was really nothing that could have been done, most people that are electrocuted like that don't live through it. 


In the year that followed, I was in physiotherapy and I had to go back to the hospital a few times, because of side effects. If I overuse my arm, it gets sore and swollen and I have to go to hospital so they can relieve the pressure. Eventually, I'll get arthritis in my arm. But that, I hope, will be far off in the future. They said probably by the time I'm thirty I'll have arthritis, but nobody knows for sure. 


Too many times, people go for jobs just for the money. They go into the job without knowing a thing and they get hurt or even worse, killed. It doesn't matter if you're 16 or 45, you're still an employee and you have that right to ask your employer about safety. In fact, it's your responsibility to ask them. Ask them what the safety guidelines are and if there is safety training you can take. 


Not a day goes by when I don't think about what happened, and that's probably the worst thing about it. But I know I'm a stronger person now. When you're faced with dying when you're 19, when you should be worried about other things, that's a huge change. Life is too short, and I got a second chance.





THE RIGHT TO REFUSE


IT’S THE LAW, USE IT !


�





HUMAN RIGHTS HANDOUT





The Human Rights Code of Ontario guards against the discrimination and harassment of individuals not only in the workplace, but also those seeking employment. 





Prohibited Grounds for Discrimination





Discrimination is illegal. An employer, co-worker or union cannot discriminate against or harass an employee, job applicant, or co-worker because of their:


�
Race


Place of origin


Ethnic origin


Sex


Handicap or disability


Marital status


Record of offences


Ancestry


Colour


Citizenship


Sexual orientation


Age


Family status





Harassment is wrong, unfair and against the law. Employers must stop harassment and must take steps  to prevent harassment  from happening in the workplace. Harassment can take place through 


Insults


Jokes


Degradation


Discrimination which makes life difficult for an individual


All employees have the right to freedom from harassment in the workplace as well as the right to freedom from any reprisal for rejecting a sexual request or advance by a person in authority.





Sexual harassment includes:


Touching


Sexual comments


Sexual jokes


Unwanted sexual suggestions


If an employee feels they have been sexually harassed, they must tell the person responsible to stop or they can complain to their supervisor if the harasser is a co-worker. Keep records of what was said and done, where it happened, who was involved, and the names of any witnesses.





Legally, handicap and disability mean the same thing. Both are considered to be:


Any condition caused by an injury, illness or birth defect such as blindness, deafness, diabetes, epilepsy, paralysis or loss or any part of the body


A learning disability


Mental retardation or mental disorders


Any work-related disabilities that led to a claim to the WSIB


An employer must try to make every reasonable effort to accommodate any disability.





The Collective Bargaining Process





Members of the local union hold a series of meeting to decide on contract proposals that will be made to management.





Some of the members are elected to serve on the bargaining committee.





The bargaining committee may ask their union to provide the assistance of an experienced negotiator, or someone with expertise on the issues.





The members vote on exactly what proposals are to be made.





The bargaining committee arranges to meet the representatives of the employer.





The proposals made by the union may be met by counter-proposals by the employer and there is a period of discussion and often compromises made by each side.





The bargaining committee reports back to a membership meeting on the progress made during bargaining and they can receive any reactions or further instructions from the union members.





In the vast majority of cases (about 97%), an agreement is finally reached between the union and the employer.  The terms of agreement are then written into a contract called a COLLECTIVE AGREEMENT.





If the process is unsuccessful, the union may consider going on strike or management may choose to lockout workers.





The decision as to whether to strike or note is made by a vote of the members.





Questions





1. Describe the typical worker at Purdy's.





2. What are some of the issues that upset workers?





3. What are some of the rights sought by the workers under a union?





4. What were some of the problems unionising?  Who opposed the union?





5. In groups list some alternative approaches that could have been used to remedy the problems at Purdy's. (Keep in mind that the alternative approaches should be permanent and empower all the workers)





The Pay Equity Act is based on the following general principles:





“Female” job classes, or jobs performed mainly by women, are compared to “male job classes”, or jobs performed mainly by men.  These jobs may be quite different.





The value of the job itself is the basis of the comparison.  An employee’s performance in the job is not measured.





The value of a job class is determined by measuring the factors of skill, effort, responsibility, and working conditions.





Where a female job class is found to be of equal or comparable value to a male job class, the female job class must be provided with at least the same compensation as the male job class.





An employee’s pay cannot be lowered to achieve pay equity.





If a female job class is due an adjustment, both men and women in that job are entitled to the adjustment.





Case Study





Jack Warden works at the law firm Taylor and Ross.  Jack has been a lawyer for over ten years and was recently hired by Taylor and Ross as a trial lawyer.  The firm hired Jack because of his experience and strong record as a trial lawyer.  During the first year of his employment Jack thoroughly impressed the senior lawyers and partners and was given an important case with an important client.  





Unbeknownst to the senior partners who hired him, Jack has Tourette’s syndrome and under extreme pressure and stress will bark and twitch.  Because Jack has a mild form of Tourette’s he is able, most of the time, to control the involuntary noises and movements.  The last time he was unable to control the noises and movements was during a court case two years earlier.  While arguing a very important case, Jack barked during the prosecution’s closing statement.  The case dragged on longer than originally planned placing Jack under an abnormal amount of pressure.  Unfortunately, and not due to his Tourette’s, Jack lost the case.  





With his new job and new case, Jack was working his usual long hours.  He knew this case was important for both the firm and the client.  Jack was desperate to make a good impression upon his new bosses and was determined to win the case.  During the trial, Jack became nervous and barked at the prosecution.  The judge, seeing that Jack was upset and the rest of the courtroom confused by the proceedings, called for a recess.  During the recess, the defendant, Bill Sparks, asked that Jack not speak and that the other lawyer assigned to the case take over.





When Jack returned to the courtroom the next morning, his partner on the case informed him that he would no longer be needed.  Jack returned to the office and was told that he was officially off the case, and was placed in the research department. A researcher was an entry-level position usually given to clerks.  Jack was the only lawyer in the research department.  Although his pay remained the same, Jack was not happy with the demotion in responsibilities.  Upset with his current situation, Jack brought his case to the Human Rights Board.  Jack is arguing that having Tourette’s syndrome in no way hinders his performance as a trial lawyer.  He was hired as a trial lawyer and wishes to get back into the courtroom.  His employers feel that Jack is unable to “properly conduct himself” in the courtroom and jeopardizes the reputation of the firm.  His employers also feel that clients would be unwilling to trust their cases to Jack and take their business elsewhere.  Should Jack be given his original job with all the responsibilities and duties that it entails?





FACTS AGAINST MYTHS: LABOURING UNDER DELUSION


THE MYTHS UNDERLYING CHILD LABOUR





Sample letter to the editor from Quebec demonstrations, 2001








�To the Editor: ��The Free Trade Area of the Americas (FTAA) that is being negotiated at the Summit of the Americas in Quebec April 20 – 22 promises to destroy worker, public health, and environmental protections in the United States and throughout the Western Hemisphere. ��Essentially an extension of NAFTA, the FTAA will encourage the flight of jobs out of the US and threaten access to public services including healthcare and education. NAFTA has already caused tremendous job loss in the US, forcing workers to give up full-time jobs with benefits and protections and leaving them with limited temporary or part-time jobs without security or benefits. The FTAA is one more tool for private companies to continue to reap profits by exploiting working families. ��Communities throughout the US are saying “ENOUGH” to corporate domination. In the April 16-22 Week of Actions to Localize the Movement for Global Justice, labor unions are joining community, faith-based, and student organizations in demonstrating opposition to the FTAA as it currently stands and urging the US not to sign agreements that blatantly disregard workers’ and human rights. ��NAME �TITLE �ORGANIZATION �


Copyright � HYPERLINK "http://www.stopftaa.org" ��www.stopftaa.org�


�






The Changing Landscape of Work





HOW TO USE THE ONTARIO FEDERATION OF LABOUR’S


“TALKING UNION”  SPEAKERS WITH THIS BOOK





Case Study : Dan





After months of searching for a weekend job, Dan, who is a black person, finally got an interview with the owner of a busy car wash and gas station. The owner seemed reluctant to hire him, but Dan managed to win him over. The owner gave him the job saying that he would be working a weekend shift with seven other young men, all students from the local area. The shift manager would train him on the car wash equipment.





On Dan;s first day, the shift manager gave him only a few minutes of instruction on the equipment. Dan watched what the other men were doing, but when he asked questions, they others were not very helpful.





Over the next few weekends, Dan concentrated on his work, but because of certain events, he increasingly began to stay by himself. A few co-workers invited him to join their little group for lunch or breaks, but others consistently cracked ethnic and racial jokes, often within hearing range of the shift manager. One day Dan overhead the manager say that blacks were responsible for increased violence in the community. This statement encouraged some co-workers, who had previously eaten lunch with Dan, to tell a couple of jokes about black people. When they glanced at him as they told their jokes, he got up and walked away.





One busy Saturday afternoon, a whole section of the car wash equipment broke down because someone had allowed the system to become overheated. Dan had worked on that section until his break, when a co-worker took over. The system had broken down at some point after that.





The shift manager was furious and accused Dan of negligence. Dan replied that he believed the system was fine when he left for his break. Although Dan continued to insist that the equipment failure was not his fault, the shift manager fired him. Dan believed that he was discriminated against because he is a black person, while his co-workers and managers are white.





Role of Dr. A Jones





You are Dr. A Jones, a biological research scientist employed by a pharmaceutical firm.  You have recently developed a synthetic chemical useful for curing and preventing Rudosen.  It is a disease contracted by pregnant women.  If not caught in the four weeks of pregnancy, Rudosen causes serious brain, eye and ear damage to the unborn child.  Recently there has been an outbreak of Rudosen in another area of the country.  Several thousand women have contracted the disease.  You have found, with volunteer patients, that you have recently developed synthetic serum cures Rudosen in its early stages.  Unfortunately, the serum is made from the juice of the ugli orange, a very rare fruit.  Only a small quantity (approximately 4,000) of these oranges were produced last season.  No additional ugli oranges will be available until next season, which will be too late to cure the present Rudosen victims.





You’ve demonstrated that your synthetic serum is in on way harmful to pregnant women.  Consequently there are no side effects.  The government has approved the production and distribution of the serum as a cure for Rudosen.  Unfortunately, the present outbreak was unexpected and your firm had not planned on having the compound serum available for six months.  Your firm holds the patent on the synthetic serum and it is expected to be a highly profitable product when it is generally available to the public.





You have recently been informed that Dr. B. Roland, an employee of a competing pharmaceutical firm, has recently purchased the entire lot of 4,000 ugli oranges from a South American fruit exporter.  If you could obtain the juice of 3,000 ugli oranges in the next few days, you would be able to cure present victims and provide sufficient inoculation for the remaining pregnant women in the stricken area.  No other area currently has a Rudosen threat.  If you obtain the juice of fewer oranges, hundreds of unborn children will suffer brain, eye, and ear damage.  Just to stem the outbreak and prevent its further spread would require the juice of 2,000 oranges.





You do not know the price Dr. Roland paid or why he purchased the oranges.  You do know that he has been recently been working on biological warfare research.  Also, there is a great deal of industrial espionage in the pharmaceutical industry, and over the past several years Dr. Roland’s firm and yours have sued each other several times for infringement of patent rights and other violations.  Litigation on two suits is still in progress.





With your firm’s authorization, you have arranged to meet with Dr. Roland to try to purchase the ugli oranges you need.  You have with you a government health representative who is concerned with the Rudosen outbreak, and a company vice president in charge of finance who must authorize any expenses. You have been initially authorized to bid as high as $300,000 to obtain the juice of 3,000 ugli oranges.





Role of Dr. B. Roland





You are Dr. B. Roland.  You work as a research biologist for a pharmaceutical firm.  The firm is under contract with the government to do research on methods to combat enemy uses of biological warfare.





Recently, several Second World War experimental nerve gas bombs were moved from the mainland to a small island just off the coast in the Pacific.  In the process of transporting them, two of the bombs developed a leak.  The leak is presently controlled by government scientists who believe that the gas will penetrate the bomb chambers within two weeks.  They know of no method of preventing the gas from getting into the atmosphere and spreading to other islands, and very likely to the West Coast as well.  If this occurs, it is likely that several thousand people will incur serious brain damage or die.





You’ve developed a synthetic vapor which will neutralize the nerve gas if it is injected into the bomb chambers before the gas leaks out. The vapour is made with a chemical taken from the rind of the ugli orange, a very rare fruit. Only 4,000 of these oranges were produced this season.


	


Your firm has recently contracted to purchase the entire crop of 4,000 ugli oranges at a cost of $400,000 from a South American exporter.  The oranges are due to arrive today.  The rind of 3,000 or these oranges will be sufficient to neutralize the gas if the vapor is developed and injected efficiently.  Partial neutralization could be done with the rinds of fewer oranges, but hundreds of people would still suffer brain damage or death.  Just to have any effect at all would require using 2,000 oranges.





You learned yesterday that Dr. A Jones is anxious to obtain ugli oranges, and he has arranged this meeting.  Dr. Jones works for a competing pharmaceutical firm.  There is a great deal of industrial espionage in the pharmaceutical industry, and over the past few years your firm and his have sued each other several times for infringement of patent rights and other violations.  Litigation on two suits is still in progress.  You do not know why Dr. Jones is interested in the oranges.


	


You’ve been authorized by your firm to meet with Dr. Jones to see if you can sell your surplus oranges and recover part of your costs.  You have with you a federal representative from the defense department who is concerned about the leaking bombs, and a company vice-president in charge of finance who is interested in the sale. 
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