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EDITORIAL

by Judy Shipper, Chairwoman Tech Change Committee

Tech change: the challenge to women

Women are on the front lines of the
technological revolution. Job opportuni-
ties for women are changing radically.
New skills will be needed. Are we
prepared?

The first and most important step
for dealing with any kind of change is to
become knowledgeable and informed
about the nature of that change. We, as
women, need to become informed about
the micro-electronic revolution, how it
will change the nature of work and the
workplace and what employment oppor-
tunities are likely to develop as a result
of new technology. We must raise aware-
ness of the implications of technological
advances. Such things as information
sessions, public meetings, discussion
groups and films, etc. could begin this
process.

Because many of the jobs traditional-
ly held by women will be eliminated by

the new technologies and because those
jobs that do remain will tend to be mono-
tonous, stressful and closely monitored,
women must begin to move into non-
traditional occupations. We must set our
sights high.

Career planning and job training pro-
grams need to be greatly expanded. On-
the-job training and/or paid educational
leave are pre-requisites for women who
wish to develop careers. Unionization
for women is more important than ever
before, not only as a means of gaining
more control over our workplaces, but
also as a way of holding employers ac-
countable to us, as workers. Difficulties
for working women that cannot be
solved through the collective bargaining
process will have to be dealt with by
legislation and changes in labour codes.

We must push for these changes and or-
ganize ourselves to make governments
and employers responsible.

We must assume a larger social stance
and question the present control of tech-
nology and the direction in which it
seems to be leading society as a whole.

New technologies reduce the skill re-
quirements of jobs. What are the impli-
cations of this for our children? What
effect will it have on the educational
system? How will people cope in a world
with built-in, structural unemployment?
What are the social costs of permanent
unemployment, deskilling, electronic sur-
veillance, wage reductions, etc.? What
kind of future do we want?

These questions must be dealt with.
They must be answered. It’s time to
stand up and be counted.

CHAIRWOMAN'S REPORT

WRC activities

by Marilyn Parliament

Cathy Jones has tendered her resig-
nation as Chairwoman of the Women's
Rights Committee. We appreciate the
work Cathy has done for the committee
and wish her well in her future endea-
vours. As the present vice-chair, I have
been appointed Interim Chairwoman
of the Women'’s Rights Committee.

The Tech Change Sub-Committee has
been holding forums around the province
during the past three months. The Com-
mittee received many briefs from the
communities which proved to be helpful
in developing the final report for the
Spring Convention. The Tech Change
report endeavours to include all aspects
suggested by the briefs and the Com.
mittee’s own research. In particular, the
Vancouver forum focussed on the role
played by technological change in the
current economic crisis, serving corpo-
rate interests rather than those of the
average Canadian,

Frances Birdsell, the Women’s Orga-
nizer, has been establishing Women's
Rights Committee contacts in conjunc-
tion with helping the local constituencies
set up the Tech Change forums. To date
there have been twenty-five constituency
contacts established for the Women's
Rights Committee.

The Events Sub-Committee held a
Film and Pub Night on March 23. On
April 12 a Wine and Cheese reception
was held for Dr. Henry Morgentaler at

the Trout Lake Community Centre in
Vancouver.

The Outreach Sub-Committee’s pur-
pose is to strengthen and initiate con-
nections with women working in their
communities. To find out their political
goals and how the NDP can help them
reach those goals, the Committee mailed
out over 500 packages (letter, question-
naires and Priorities) to individuals, wo-
men’s groups, environmental groups,
ete. Through this process we hope to
establish contacts with these community
groups to help us review and plan party
policy on women’s issues. The Commit-
tee is also soliciting feedback on the
helpfulness of the community groups
receiving handbooks on NDP policy re-
garding women’s issues.

The Women’s Rights Committee spon-
sored a Strategies workshop to develop
a plan for ensuring that women'’s issues
are high profile in the next election and
into government. To that end the Action
Sub-Committee was struck. The consen-
sus of the committee was that attain
ing gender parity is the party’s and not
the Women'’s Rights Committee’s respon-
sibility. The committee recognizes the
party’s attempt to promote gender pari-
ty through empanelling, but cpntinues
to have concerns that this process will
not accomplish affirmative action. There-
fore, the following recommendations
were made by the committee:

1. That a provincial fund, similar to
the federal Agnes McPhail Fund, be acti-
vated in order to help finance the nomi-
nation and election of women;

9. That women candidates’ regional
skills development workshops be held in
June 1985, financed by the NDP.

The party leader, Robert Skelly, at-
tended the Women’s Rights Committee
meeting on February 16 where more
specific recommendations were put forth
(reported in the last issue of Priorities).

WRC CONVENTION PLANS

All women members of the
NDP are invited to attend the WRC
caucuses during the convention.

The WRC will be caucussing
several times during the conven-
tion. Look for time and place
announcements at convention.

There will be a WRC literature
literature table provided to supply
information to delegates on wo-
men’s issues.

The Events Sub-Committee is
researching the possibility of hold-
ing a luncheon for women on the
Saturday of the Convention.

The WRC is looking forward
to welcoming participation of all
women delegates this year.
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The TASK FORCE ON TECHNO-
LOGICAL CHANGE is a party- mandated
inquiry into the effects of technological
change on society today. We have been
working for three years on this subject.
We have talked with many individuals
and groups. read reports by other groups
studying the issue, and held meetings
throughout the province.

In wrestling with the topic of techno-
jogical change. we quickly discovered
that we were dealing with a subject of
massive import. with consequences ex-
tending into every area of social, politi-
cal and economic life. The weight of
responsibility in reporting to this Conven-
tion had an important influence on us.
As our work progressed. the implica-
tions of technological change became
more onerous. How to report on a sub-
ject that touches all of our lives. that
encompasses all policy areas of the Party.
that affects us strongly now, and will
continue to do so, became a formidable
task. As we gained greater understand-
ing of the issue, we found more questions
posed than answered. The questions were
fundamental to the very notion of social
democracy. What kind of policy would
be relevant now? What kind of policy
will be needed for the future? What kind
of policy can be set in place that would
be meaningful to the people of B.C. who
are being affected by technological
change? What kind of policy would enable
us to form the next government? How
can we recommend a policy to our mem-
bers when some of them are only just
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recognizing the importance of technologi-
cal change. while others are highly
congnizant of the subject because they
are victims of the new technologies?
How can we meet all the needs of our
membership?

This report attempts to point a direction,
to educate and inform those of us in the
Party who are beginning to deal with the
economic. social and political realities
of the new technologies. those of us who
are overwhelmed by the knowledge we
have gleaned, those of us who have felt
some of the direct effects of technologi-
cal change, and those of us who, both
overwhelmed and affected by it, are fright-
ened and unsure of what to do. Having
gone through all of these stages, we have
come to realize that knowledge is power.
In assisting people who are in the pro-
cess-of learning and grappling with the
prablem. we have learned that our Party
is rich in ideas and committed to the
ideals of socialism, that many of our
Party members are knowledgeable and
concerned, that given the democratic
process cf empowering people with
information. initiating discussion at all
Party levels and working toward. group
consensus through debate and discussion,
we can come to grips with a subject as
massive as technological change.

This report is an attempt to reflect the
results of that process. Although we may
not have all the answers., we have recog-
nized the Party as having the talents, the
ingenuity and the creativity necessary to
incorporate the benefits and overcome

Repo

ofthe
WRC Task Force
on Technological
Change |

the difficulties inherent in the new
technologies.

But much work still needs to be done.
much information still needs to be dis-
seminated and a greater empowering of
people needs to take place before the
goal of a humane society is reached.

1t is within this context. that we respect-
fully submit this report to our members
at this Convention.

WHEREAS,

Contemporary society is in a state of
great transition. It is a time of change
— rapid change. The world economy is
changing and all nations are involved
in a life and death struggle to secure
economic stability. Many governments
are preoccupied with simply trying to
keep up with that change: influencing
and directing it is not even on the agenda
yet.

This party recognizes that this is 4
time of tremendous change, comparable
in magnitude to the Industrial Revolution,
two hundred years ago. New economic
processes were created. The production
process was severed from any semblance
of community control, causing massive
upheaval and a fundamental re-structuring
of society. Rigid boundaries between
work and leisure were drawn. Work and
non-work became compartmentalized and
people became alienated from what they
do. The changes wrought by the Indus-
trial Revolution came to be understood
only in retrospect, when it was too late to
influence the nature and direction of the
changes that occurred.

We are now involved in another revolu-
tion — the technological revolution —
which will have as great an effect glob-
ally as the Industrial Revolution. We
must be prepared this time!

NEW TECHNOLOGY —
WHAT IS IT?

Understanding the new technologies
requires some definitions. The invention
of the microchip revolutionized the auto-
mation process, which began in the 1950's,
and created a range of possibilities for
other new advanced forms of technology.
Microprocessors. robotics and informa-
tion systems quickly incorporated the
advances, both technical and financial.
made possible by the microchip. As a
result, what is possible today was unheard
of ten years ago.




Microelectronics not only speeds up
the production of work but also changes
the nature of that work and the way that
work is performed. This is often paral-
lelled in a reorganization of the workplace.
The memory capacity of microchip-based
computing allows machines to carry out
elaborate tasks on the basis of a pro-
grammed set of instructions. The human
operator. instead of performing each task.
now often monitors the machine as it
performs the task she/he used 1o perform.
The knowledge and information involved
in highly skilled jobs can now be embed-
ded in machines that perform tasks which
once required years of training. Thus the
workplace becomes organized to enhance
the productive potential of micropro-
cessor-led systems.

THE NEW TECHNOLOGIES —
FRIEND OR FOE

It must be stated that a technological
revolution is upon us. Every day sees the
introduction of more and more highly
advanced forms of new technology. The
microchip makes this all possible. Many
of the new technologies have the poten-
tial to benefit us. Advances in medicine
can save lives. Instant world-wide com-
munications systems can give us insight
into the world’s economic realities. Satel-
lite systems can help us understand the
nature of the universe in a profoundly
different way. Scientific advances can
lead the way to a greater degree of
ecological balance. Human intelligence
and creative potential could blossom in a
workplace freed from hard. tedious, physi-
cal labour, dangerous materials and monot-
onous drudgery.

In a world where all this is possible.
why do we have greater political confronta-
tion than ever before, terrible unem-
ployment. long food lines and swelling
welfare roles? Why is the threat of nuclear
oblivion hanging over our heads? New
technology has the potential to free or
enslave us. Ultimately the result will
depend on who controls the new technol-
ogy and for what purpose.

CORPORATE CONTROL
OF TECHNOLGY

In a capitalist economy, the raison
d'étre of any corporation is to maximize
the rate of return to its owners. This
means that all efforts are dedicated to
increasing the enterprise’s profits. Within
this context. new technology is used o
increase management's control of work-
ers and to reduce labour costs. For corpo-
rate management, the employing of labour
is a necessary evil. without which the
production process cannot be carried
on. As with all technological advances.
the invention of the microchip was used
by management to reduce the cost of
labour. This process is accomplished in
several ways.

EFFECTS ON WORKERS
Stuctural versus Cyclical Unemployment

For a long time unemployment was
considered to be a cyclical phenomenon. a
result of the boom and bust nature of
capitalism. In boom times, demand for
goods and services was great and levels

of unemployment were low. Once a mar-
ket was saturated with goods and services.
production would be curtailed and unem-
ployment would rise. This cycle is an
intrinsic part of the market economy. A

Stores clerks
Insurance clerks

Production Sector:

The following is a list of occupations, many of which are traditional-
ly held by women, that are expec
cally due to the increasing use of micro-electronics.

ted to disappear or change drasti-

Office Sectlor:

Postal Workers Sales clerks Draftspeople
Typists Stock clerks Computer operator
Secretaries Bank tellers Programmers
Invoice clerks Data preparation staff ~ Accountants

Filing clerks Cashiers Supervisors
Shipping clerks Packers Administrators

Telephone operators
Warehouse workers

TV repairers Machinists Production painters

Telephone repairers Mechanics Welders

Meter readers Proofreaders Material handlers

Cataloguers Library assistants Compositors

Assemblers Operators Inspectors _J

Junior and middle managers
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lack of co-ordinated economic planning
and the individual enterprise’s need for
greater profit are the culprits. Unemploy-
ment rose and fell cyclically. For unem-
ployed workers it was just a question of
time before their labour, skills and tal-
ents would be in demand again.

However, today the nature of unem-

ployment has changed fundamentally.
With the introduction of microchip
technology. the bulk of unemployment
today has become structural — build
into the system. It is a direct result of
technological change. The following chart.
taken from the 1984 Federal NDP Policy
Paper on technological change and pro-
vided by Statistics Canada, will illustrate:

EFFECTS OF TECHNOLOGICAL CHANGE ON JOBS

Average annual employment per million dollars of real capital

1961-65 1966-70 1971-75  1976-80
FORESTRY 175 130 96 57
MINING 24 18 14 8
MANUFACTURING 106 92 76 48
CONSTRUCTION 431 425 a7, 208
UTILITIES 7 6 5 -
TRANSPORTATION 61 9 57 12
FINANCE 109 83 67 40
TRADE 240 243 245 166
SERVICES/PUBLIC ADMINISTRATION 63 60 55 42
ALL INDUSTRIES 82 73 66 37

Women are disproportionately the vic-
tims of unemployment caused by techno-
logical change. It is estimated that 50%
of Canadian women have jobs or are
looking for jobs. The great majority of
these are not second income earners.
They are either single women or the
heads of single parent families. The num-
ber of women in the workforce is grow-
ing but the vast majority (80%) is still
found in only five of the approximately
twenty-five major occupational areas, that
. is, clerical, health, teaching, sales and
service. The occupational categories 1o
be affected most by technological change
will be those mentioned above. Because
the majority of workers in these fields
are women, they will feel the effects of
new technology disproportionately. Esti-
mates suggest that by 1990, 40% of all
office work will be automated. As a
result, nearly one million women will be
unemployed by that time. Accordingtoa
study done by the British Trade Union
ASTMS (Association of Scientific, Techni-
cal and Managerial Staff), 62.1% of all
occupations in the UK are threatened by
microelectronics.

It is often argued that the unemploy-
ment that was widely anticipated in the
1950's and 1960's as a result of automa-
tion never occurred and that today's
fears about technologically-created unem-
ployment are consequently groundless.
However this argument is a weak one.
Massive unemployment wasn't seen in
the fifties and sixties because those dis-
placed by automation moved into other
sectors of the economy, most notably the
service sector. Today every area of the
economy has seen the introduction of
new technology. There is now nowhere
for displaced workers to go. In spite of a
recent recovery in corporate profits and
economic growth in the last 2 years,
Canada still has 400,000 fewer full-time
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jobs and half a million more unemployed.
In order to keep unemployment at 10%
or less of the workforce, it is reported by
the same NDP Policy Paper that at least
two million new jobs will have to be
created by 1992. To tackle the unemploy-
ment created by the increasing use of
technology, Canada will need to create
an additional two million jobs. This means
that four million new jobs will have to be
created by 1992 just to maintain unem-
ployment levels of 10%!

So, while the benefits of increased
productivity arising as a result of new
technologies flow into corporate coffers
in the form of increased profits, Canada's
workforce faces permanent, stuctural
unemployment. Unions lose members:
their collective bargaining position is
weakened. Meanwhile governments are
actually offering credits, grants and finan-
cial assistance to corporations to encour-
age them to use new technologies. In
other words, we are being put out of
work by our own tax dollars. Much of the
money given by government to aid
Chrysler Corporation when it was in
financial difficulty was used by that com-
pany to buy robotic assembly equipment
which put auto workers out of work.

UNEMPLOYMENT

So the costs and benefits of technologi-
cal change are shared unequally. Work-
ers experience the curse of structural
unemployment. Corporations enjoy in-
creased productivity, reduced labour costs
and higher profits. There are a range of
other techniques that corporations use
to reduce their labour costs.

Increase in Part-Time Work
and Shift Work

Many full-time jobs have been elimin-
ated and replaced by part-time jobs. This
increases corporate profits because part-
time workers generally do not receive
benefits. Benefits can total as much as
30% of the value of a pay cheque. Women
suffer in this regard as well. The majority
of women workers do not receive sala-
ries on a par with their male counterparts.
Employers see women part-time workers
as a cheap pool of labour. Wage inequal-
ity is increasing. Because women part-
time workers are usually paid lower wages
than their male counterparts in the first
place, the financial burdens created for
female workers by the lack of health and
other benefits, can be insurmountable.
A further problem for female part-time
workers is that their chances of being
promoted or retrained are very slim.

Reorganization of the work process
due to the introduction of new technol-
ogy also allows for reorganization and
expansion of the work day itself. Because
an employer wants (o get maximum use
out of any new equipment in which
she/he invests, it is likely that there will
be an increase in shift work in many
work places, including offices. Night shift
work imposes many difficulties on women,
the greatest of these being related to day
care.

Deskilling

Deskilling is a further means by which
corporations reduce labour costs. It is
the process whereby a highly skilled job
is broken down into simple tasks that can
then be performed by semi-skilled or
unskilled workers or by machines. Each
unit of work is carefully monitored.
Changes are made in order to speed up



production. Microelectronics enhances
management’s ability to reorganize the
work process. By creating new w °k
processes and by decreasing and com-
partmentalizing the tasks to be done,
management’s control over the structure
of work is enhanced: the worker’s con-
trol if undermined. Deskilling reduces
workers’ bargaining power. and hence
they can only command lower wages. All
workers suffer the censequences of
deskilling but for women a further diffi-
culty is added.

Deskilling of work creates a skills gap
between jobs that do remain in the
workplace. Because higher level office
jobs require specialized training in the
use of the new technologies. and because
employers rarely offer re-training pro-
grams to female clerical staff. itis likely
that women will find it even more diffi-
cult to move out of the job ghettos to
which we have been restricted. Affirma-
tive action. never a major force at the
best of times. threatens to become a
matter of lip-service only.

There are several important social im-
plications of the whole de-skilling pro-
cess. Management's enhanced ability to
monitor the work process allows it to
gain greater control over that process
and greater control over workers. With
greater control over the work process.
the decisions that affect that process
lie more and more in the hands of man-
agement, thereby reducing the possibil-
ities for worker control. Thus. decisions
are centralized in the hands of the cor-
porate elite and workers are less able to
affect the nature of their work. Any
notion of democracy in the workplace
becomes illusory.

Another implication for de-skilling has
1o do with the monitoring of the produc-
tion process. New technologies give man-
agement information about how workers
do their jobs and the speed at which they

3

Part of the audience ot the Vancouver conference on technological change

do them. For example, computer-inter-
faced cash registers not only record the
item bought and its price. but can also
give information about the speed at which
poods are processed and the number of
errors made by a cashiér. The new com-
puters used by telephone companies
record the number and duration of the
calls each operator handles, the number
of mistakes she 'he makes and how long
she/he is away from her/his station. Micro-
processors in a factory can be used to tell
how many parts a factory worker makes
and the length of time taken per part. In
the airline industry. the computer moni-
tors the number of transactions per agent,
the number of errors made and the dol-
lar value of the reservations booked.

As might be expected., the stress felt by
workers in these situations is tremendous.
Workers become alienated from the pro-
duction process. Any sense of creativity
that their work may. at one time. have
fostered is destroyed.

Cottage Industries

Because of the difficulties of shift work
and the cost of maintaining buildings.
employers are now considering the cre-
ation of a new kind of cottage industry.
based on the operation of satellite com-
puter terminals in the home. Cottage
industries call to mind the horrors of
sweat shops in the garment industry.
where women are paid a set amount for
each piece produced. There are no set
hourly or weekly wages: because pay-
ment is based on amount produced there
is tremendous pressure to work faster
and longer. Because people who work in
their homes are considered to be sell-
employed. they are not covered by labour
code regulations. The isolation and lack

ol social interaction caused by working
alone produces stress. Although employ-
ers extol the benefits of working at home
as solving commuter and daycare diffi-
culties, one can imagine the guality of
life for a single parent and her child as
she sits with one hand on a computer
terminal and one hand on the cradle. A
professional may prefer to work in the
home but it must be remembered that
she/he has a choice: most women who
would be employed in a cottage industry
work stituation would not.

EFFECTS ON SOCIETY
|. Loss of the Middle Class
Technological innovations being imple-
mented today threaten the very exis-
tence of the middle class. In an industrial
economy. there are a few jobs at the top
which command a high wage and a larger
number at the bottom which receive low
wages. In the middle. a large segment of
the population is employed in relatively
skilled work for which it is reasonably
well paid. The continued existence of
this middle section is currently threatened.
This is the area where corporations stand
to enjoy the greatest gains from deploy-
ing labour-saving devices. For example,
if a machinist is paid $14 an hour, it is
more profitable for a corporation to
automate that part of the production
process rather than another part of the
process where workers are paid less. The
introduction of technological innovation
into this part of the workforce forces
those who are displaced to move down
the wage ladder and accept employment
at much lower wage levels, The eventual
result of this process is the creation of a
small. highly paid and highly centralized
elite at the top. and a growing population
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of low wage earners at the bottom. Accord-
ing to the NDP Policy Paper on Techno-
logical Change “Thirty-eight years ago.
only 31.7% of our workers were employed
in the service sector. By 1981, the propor-
tion had grown to more than 60% — and
the rate is accelerating. Gulf Canada in
fact projects that by the end of the
decade, service sector jobs will occupy
73% of the workforce — and 80% in 50
years time".

As wages are our only means of
re-distributing wealth today, the implica-
tions of the shrinking middle class are
horrendous.

2. Social Disruption

It is possible to carry this scenario a
little further. The following possibilities
must be considered.

The destruction of the middle class
and the resulting shift down the wage
scale could have severe consequences
for all working women and men. As men
scramble for jobs, they will seek those
jobs traditionally held by women. This
has the potential of setting up an even
greater sexual division of labour than has
been seen in the past. The cffects of
pitting women and men against each
other are devastating to any society.
Pornography, wife abuse and discrimina-
tion have always been related to the
position of women in society and the
exacerbation of these atrocities is horri-
fying to consider.

As people move down the wage scale,
unions will compete with unions and the
unionized will compete with the non-
unionized until eventually, the old capi-
talist adage of “divide and conquer” will
be fully realized.

A lower wage means less access to
education (the only hope of upward
mobility), social and community services,
health care, decent housing, etc.

Some of these effects are being felt
now.

3. Foreign and/or Absentee Ownership

Foreign ownership. foreign control of
Canadian companies and ownership of
companies operating in B.C. whose head
offices are located elsewhere are widely
acknowledged. The Party has long recog-
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nized the extreme difficulties and hard-
ships imposed on regions by such owner-
ship. The outflow of capital. for example.,
has always been a source of concern.

With the use of new technologies. the
problems are compounded. As long as
an industry operated in a resource
manufacturing area, the company em-
ployed the local workforce (although
often importing management). Indeed.
Liberal and Conservative policy has always
promoted foreign investment because
this meant jobs for the inhabitants of the
area. The long term, negative effects of
such ownership were balanced by the
immediate access to jobs. Now, however.
with the use of technology at those levels
of the production process where the
bulk of workers were formerly employed,
foreign ownership takes on a more omi-
nous light. No longer will the local
workforce necessarily be employed. Work-
ers will be increasingly alienated if they
do have jobs and those who are unem-
ployed will be even more alienated. So
with the introduction and use of new
technology, resources are depleted and
little benefit accrues to the people who
live in the region.

One of the most damaging results of
absentee ownership of regional industry
is the total disruption of community life
when a company decides to automate
that industry. If, because of a contract
with the union, the company cannot lay
off the workers, it offers the employees
de-skilled, red-circled jobs in other areas
of the province or country. If the employee
refuses to leave, the company is absolved
of further responsibility and the employee
is without a job. Or, if a company decides
to close shop altogether (usually because
cheaper labour can be found elsewhere),
whole towns are left unemployed, Regions,
quite literally, become depressed areas.

There are additional sources of
stress for working women which
tend to become exacerbated by an
organization of the workplace
such as is created by the use of the
new technologies.

With the threat of possible job loss,

electronic monitoring, de-skilling,
etc., such factors as sexual harass-
ment, low wages, cutbacks, over-
load discrimination, boredom and
lack of advancement opportunities
become harder to deal with.

For many women, work is an
economic necessity, and with
today’s fierce competition for jobs
women may be reluctant
(especially if they are not
organized) to insist on fair and
equitable treatment by employers.
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In Summary

As the new technologies speed up
production and increase productivity,
profits accrue to corporations and work-
ers lose salary, decision-making ability
and eventually jobs themselves.

ISSUES OF HEALTH AND SAFETY

The newtechnologieshave caused con-
cerns in the areas of health and safety.
These threats are particularly insidious
and difficult to recognize. The hazards
resulting from the use of VDT's (Video
Display Teminals) are several:

1. Eye Strain — VDT's cause eye
strain because the operator focuses the
eyes at short range for long periods of
time. Glare, caused by improper lighting
and reflective glass screens, is another
cause of strain. Contrast glare is caused
by a background brighter than the machine
surface with confuses the eye as to what
surface it should be reading from. Flicker
from the VDT screen can also hurt the
eyes. Improper screen and character size
can contribute to eye problems as well.

2. Low level radiation — This has
been the focus of a great deal of atten-
tion as the effects of radiation on workers,
and especially pregnant women, are
debated.

3. Ergonomics — Ergonomics means
person-machine relationship, that is how
you sit or stand or move with the machine
and what effect this has on your body. A
machine may cost $20,000 while the
chair used by the operator may only cost
$20. Bodies should not have to adapt to
machines.

4. Stress — This is the greatest hazard
facing workers who work with the new
technologies. De-skilling and monitor-
ing produce stress: intimidation caused
by a lack of understanding of new
machines causes stress; boredom and a
sense of isolation produces stress. All of
these are present with the new tech-
nologies. Stress at work also has pro-
found negative implications for home
and social life.




EDUCATION

There has been much discussion about
the current state of education in B.C.
today. Many people have become alarmed
at the financial cutbacks. the resulting
Joss of programs and the quality of educa-
tion in general. However, there is a deeper
cause for alarm, as was pointed out in a
brief entitled. "Post-Secondary Educa-
tion and Technological Change in B.C.".
which was submitted to the Task Force
on Technological Change by Mr. George
Stanley on March 23, 1985.

“The B.C. Ministry of Education is
considering a comprehensive restructur-
ing of program offerings at B.C.’s col-
leges and institutes. The relevant Minis-
try document is the *Preliminary Report
of the Planning Committee on Techno-
logical Impact’. The report represents a
major departure from traditional educa-
tional policy. It sees education as being
determined entirely by technological and
economic considerations. Post-secondary
education is to prepare people for employ-
ment and to provide specific job skills.
But a decreasing number of students will
be served. due to the decreasing number
of jobs requiring skills. The system will
filter out’ students who cannot be appro-
priately trained. ‘General education (i.e.
education not oriented to specific indus-
trial needs) will be redefined, to include
technology in all programs. Ministry claims
1o be able to increase technological edu-
cation without skimping on the humani-
ties are incompatible with constraints on
funding. The report implies a need for
centralized planning to divert resources
away from social needs.” The system will
replace human instructors with educa-
tional technology.”
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The view that education should be
totally determined by economic and tech-
nological considerations, that the system
must filter out students who cannot be
appropriately trained and that education
should be centrally planned so that the
social needs of education become subor-
dinate to industrial needs has profound
and frightening implications for the future
of participatory democracy.

The brief goes on to explain that ...
“In an alternate view, post-secondary
education would meet the needs of society,
not just the economy, and of people, not
just employment. The report presents a
specific social "blueprint’ as if it were an
inevitable future. But technological devel-
opment is not in the public interest if the
peopole are not served by it. Students
need to learn about technology, and the
changes it is making in their lives. Although
B.C. does need educated workers, it is a
stong general education that is required,
not specialized job skills. The require-
ment for ‘technology in all programs'’ is
shown to be unsubstantiated. The decline
in the number of workers requiring spe-
cialized skills may be steeper than we
think. and the ‘middle-class worker" is
most in danger. General education is
essential to maintaining a humane and
democratic society under conditions of
‘permanent structural unemployment™.”

INCREASED PRODUCTIVITY AND
INTERNATIONAL
COMPETITIVENESS

Canada needs new technology to
become more productive! We must
become more productive to be able to
compete internationally. The hue and
cry of increased competition has been
raised time and again by governments,
corporations and labour. This argument
has often been used by corporations to
justify the harsh introduction and use of
new technologies and the resulting dis-
placement of thousands of workers. But
have we ever stopped to question the
argument? Must we concern ourselves
with increased productivity and interna-
tional market competition? The answer
usually given (whenever the question is
even asked) is that success in interna-
tional markets will advance the cause of
democracy and eliminate poverty, that
greater productivity will benefit all Canadi-
ans and give all people a greater share of
the good life. But is this true?

As socialists, we must question these
economic arguments. We must question
the notion that increased productivity
and securing a competititve edge interna-
tionally is the way our economy must go.
Who benefits from increased productivity?
Productivity in Canada has risen — are
we, as workers, benefiting? With greater
unemployment, an increasing gap between
the rich and the poor and an insufferable
and brutal reduction in social services,

SALLIYOIYd

Susan Stout at the Vancouver conference

who is benefiting? Given the current
control of technology, these trends will
become exacerbated, not lessened. We.
as workers, will continue to suffer.

Unfortunately, many socialists have
become as obsessed with the logic of
maximizing economic growth as the
capitalists have. We must remember that
the goal of socialism is not rapid eco-
nomic growth.

“Potential Output”, a report prepared
by the Economic Council of Canada,
showed that the output of our economy
in 1963 was more than double what it had
been in 1946 (measured in 1949 dollars).
The argument that poverty is caused by
the failure to achieve increased output is
hardly believable. 1f poverty was not
eliminated between 1946 and 1963 when
output doubled. there is no reason 1o
believe that poverty will be eliminated
now, with even greater productivity. Per-
haps rapid economic growth could have
eliminated poverty, but'itdidn't. What is
needed is a re-distribution of income and
a different set of priorities in what we
produce.

The goals of socialism are universal
economic security, equality of the human
condition, the maximization of freedom
and individual and communal creativity.
Centuries of capitalism have provided
the material base upon which these goals
can be realized.

In promoting the goals of socialism,
the NDP must develop an economy where
the market strategy is repaced by over-
all, comprehensive, economic planning,
with a decentralization of power and
decisjon making, and where technology
is used not to serve the needs of profit,
but is planned to serve the needs of

people.
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TOWARD A STRATEGY FOR DEMOCRATIC TECHNOLOGICAL CHANGE

Much work still needs to be dome
around the issue of technological change.

The importance of this work cannot
be overestimated. Technology is affect-
ing all of us. directly or indirectly. This
strategy is not intended as an answer to
all of the problems posed by the techno-
logical age. It is intended as a starting
point, a place to begin the work involved
in moving toward our goal of social
democracy. Thisstrategy greatly reflects
the impact of technological change on
smaller communities in the Province. It
is a strategy that commits itself to contin-
ued refinement and development as we
move toward the realization of social
democratic ideals.

Many of the recommendations and
directions proposed by “Toward A Strat-
egy for Democratic Technological
Change™ will require legislative changes.
The Task Force has heard from many
individuals and groups and it is from this
input that we recommend the following.
beginning strategy.

|. CORPORATE RESPONSIBILITY
The most obvious way to begin our
fight for democratic technological change
is to consider the ways and means whereby
both private and public sector employers
can be held responsible to the workers
they employ and the communities in
which they locate. How this is to be done
will depend on the nature of the industry
and the nature of the community. 1t is.
however. the starting point for us. as a
Party, right now.
a) Responsibility to Workers
The democratic and political free-
doms we enjoy in our private and
social lives must be extended into the
workplace. We have many freedoms
in society but few in our workplaces.
Democratic freedoms in the workplace
can be achieved by empowering work-
ers through giving them access to
information. 'and " then giving them
the right to participate in the making
of those decisions that will affect the
nature of their work and their work-
place. Sharing in the decisions means
sharing in the benefits as well. In
legislating democratic freedoms in
the workplace. an NDP government
will clearly empower workers' initia-
tive and control in this area: legisla-
tion must not rely on the good will of
corporations for implementation.
Workers must have input into how
and when new technology is intro-
duced into the workplace and how it
is used in the work place as well. With
user-driven design and worker input
into the introduction and use of new
technology in the workplace. workers
are put in a pro-active position rather
than a re-active position. Technology
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is currently introduced into the work-
place with little advance notice given
to workers and unions and with little
information as to how the technology
is to be used. Because new software
can totally change the function and
use of the technology. what employ-
ees are told originally about the func-
tion of the technology can change
fundamentally once the technology
has been installed and the software is
changed. Currently. software is not
recognized as new technology. Tech-
nology is used to centralize power
and decision making and electronic
surveillance is used to exert greater
control over workers. This must stop.
The labour codes must be amended
in the area of technological change.
If new technology is introduced
into the workplace or a reorganiza-
tion of the workplace occurs. a corpora-

tion must be held accountable to its
employees. This accountability will
be in the form of costs. borne by the
corporation. that will provide for paid
re-training. the option of early retire-
ment. longer vacations. a shorter work
week (at full salary). paid educational
leave. pro-rated benelfits for part-time
work. portable pensions.and pensions
for part-time and seasonal work. An
NDP government will establish the
legislative groundwork for the imple-
mentation of such accountability.

Because women will be dispropor-
tionately affected by the introduction
and use of the new technologies. an
NDP government will re-affirm its
commitment to equal pay for work of
equal value and affirmative action
programs in its consideration of costs
borne by corporations.
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b} Responsibility to Communities
Corporations must be made finan-
cially responsible to communities in
order to prevent the massive social
disruption that occurs when a corpo-
ration either automates a large seg-
ment of the work process or decides
to leave a community altogether. There
are 800 one or two industry towns in
Canada: B.C. has its fair share of
them. Corporations must be held
accountable to these communities.
An NDP government will. through
legislation, set up the infrastructure
necessary to support and establish
the concept of corporate responsibil-
ity to communities. For example. if a
company wants to locate in a particu-
lar region or community. any govern-
ment financial assistance given (grants,
tax credits. loans, etc.) must be depen-
dent upon contributions by the cor-
poration to a Community Develop-
ment Fund. This fund would be solely
under the control of the community.
Or. if a company decided to leave a
community. it must be made to pay a
percentage of its workers' payroll.
over a negotiable. pre-detemined
length of time. into the Community
3 Deveopment Fund. This fund could
¥ then be used by workers to actually ¢
buy and maintain the industry (if this
 is feasible) or to investigate and develop «
¢* other industries in the community.




2. NATURE OF WORK

The current state of unemployment in
Canadais such that the cry of “jobs. jobs.
jobs™ resounds everywhere. Anyone pro-
posing to set up an industry which holds
the promise of employment is welcomed.
Witness for example. the proposed Dyn-
atek plant that, one day after it was
proposed. saw 830 applications for employ-
ment at the local Canada Employment
and Immigration Centre. Regardless of
the impact or viability of such a project,
anyone questioning the wisdom of such
industrial development is called a here-
tic and torn apart by the media.

But the idea of jobs at all costs must be
approached with caution. We. as socialists.
must begin to examine the nature of
work and the nature of the workplace.
Dynateck may have provided 500 jobs
but what kind of jobs? The majority
would have been microchip production
jobs that would have paid minimum wages.
subjected workers to the use of danger-
ous chemicals. involved the repetition of
tedious. assembly-line tasks and been an
environmental hazard. Is that the best
we can do in providing jobs for people?
How far does our need to provide jobs go
and what are the other considerations
involved as well? In setting up a microchip
assembly plant in B.C.. we would be
competing with third world countries
whose workers are paid about $1 a day,
who are not unionized, who work with-
out labour codes and who are not pro-
tected by health and safety codes. Do we
want to increase their plight or subject
Canadians to this kind of slave labour (as
the proposed special enterprise zones
threaten to do)?

To refute the idea of jobs at any cost,
an NDP government will take a positive
stand on the presentation of alternatives
in dealing with the current state of indus-
trial technology. It will take the offensive
in presenting reasoned, pragmatic alter-
natives, rather than taking the defensive
and reacting negatively to current employ-
ment trends. 1t will develop and present
options to people. It will study regional
industrial needs and integrate those needs
with creative, satisfying work that uses
technology to serve the human needs of
those regions.

With an unemployment rate of over
10% today. any attempt by workers to
maintain existing rights or seek a legiti-
mate expansion of rights through the
collective bargaining process is often
thwarted. and workers are told that their
demands are too great and that they
should be grateful that they even have
jobs. The threat of unemployment hangs
over all our heads. The idea that we
should be grateful to be working is divisive,
and an acceptance of that notion can
only hurt us in the long run. Socialism
asserts women's and men’s rights to useful,
meaningful employment. However, the
advance of technology will result in fewer

skilled and creative jobs. Those unem-
ployed for a long time will suffer even
more as the competition for jobs increases
and the number of jobs decreases. How
can productivity and wealth be shared
with fewer jobs to go around? An NDP
government will re-affirm its commit-
ment to a guaranteed annual income for
all people and will enact legislation to set
this in place. This is more important now
than ever before.

3. COMMUNITY OWNED INDUSTRY

The NDP recognizes the problems
caused by industries whose head offices
are based outside of the community in
which the industry is located. These
problems include a lack of accountability.
arbitrary shop closure and the resulting
community disruption, cash flow out of
the regions and resource depletion.

An NDP government will therefore
commit its resources to provide the infra-
structure necessary to encourage the
development of local/regional commu-
nity owned industry. This infrastructure
would include such things as financial
support (in the form of Community Devel-
opment Funds), Community Develop-
ment Information Centres, etc. This infra-
structure will support community co-
operatives in their endeavours to meet
human needs within an environmentally
safe, sustained economy. Such co-opera-
tive ownership will be designed to replace,
not supplement, corporate control of the
economy, and such ownership will be
structured in such a way so as to enhance
the role of new and existing trade unions
involved in those industries and sectors.
Such co-operatives will be integrated
into regional economic plans.

The greater the degree of local control,
the less likely the industry is to close.
Funds generated from such co-operatives
would not leave the community but would
be used to enhance local initiative. new
industry, stimulate new growth and sup-
port the quality of community life.

4. EDUCATION

To foster the kind of society that we, as
socialists, would like to bring about and
to begin the process of moving toward a
strategy for democratic technological
change, the role of education must be
recognized. There are several aspects of
education to consider.

a) Public Education

The public needs to be made aware of
the implications of technological change.
Information is power and a true democ-
racy must have citizens, empowered by
information, to make intelligent deci-
sions and choices. The majority of peo-
ple today see technological change as a
new bank machine, a new VDT at work,
a personal computer or the electronic
cash register at the supermarket. Com-
puters have a mystique about them and
so are to be avoided, or they are harmless
toys and so are played with. Many people
are without an analysis or understanding
of the real implications of technology.
Any disquieting notions or feelings that
they do have about the rapid growth of

technology are often without an eco-
nomic or political framework. Having
the feeling but having nowhere to go
with it leads to alienation and acquies-
cence to experts for the solutions 1o
problems. Democracy is always presented
as the guarantor of certain rights and
freedoms: rarely is it described as re-
sponsibility. However, it is the responsi-
bility of people to participate in the
decisions that will affect them and their
children. An NDP government will be
equal partners with working people in
providing information and resources to
raise all people's awareness about the
implications of living in a technological
age.

b) Institutional Education

Education, through public and post-
secondary institutions in BC, is in a
beleaguered state. In a time when this
province needs an educated electorate,
retraining programs, upgrading courses
and affirmative action programs, educa-
tion funding is under attack. An NDP
government will reaffirm its commitment
to universal education as the true base
for the growth of participatory democracy.

In a report entitled, “The Educational
Implications of High Technology”, by
Levin and Rumberger, prepared for the
Institute for Research on Educational
Finance and Governance at Stanford
University, it was clearly demonstrated
that high technology will not upgrade
the skill requirements of future jobs. The
Social Credit government is currently
emphasizing and supporting the growth
of maths, science and technical pro-
grams at the expense of other programs.
This is clearly the wrong way to go.
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PRIORITIES

From the
ViCtim's
perspective

by Sharon Shniad

An NDP government. through the
Ministry of Education and in consulta-
tion with teachers and parents, will pro-
mote and support those programs that
develop the analytical, communicative.
expressive and computational skills of
students as well as programs designed to
foster extensive knowledge of political.
economic, social and cultural institutions.
These skills should be an integral part of
the education system, not so as to meet
the needs of high technology, but because
such skills will be necessary in dealing
with the changing nature of society that
students will face in their adult lives.

5. PRIVACY

As technological innovation increases.
the issue of privacy grows in importance.
Electronic surveillance in the workplace
is rapidly being extended into our private
lives as well. The use of computers to
gather and store information about all of
us is growing. The Social Insurance Num-
ber has become a universal identifier
and such data afforded by banking
transactions, credit cards and health
records leaves a trail of information that
can be kept and stored by data banks.
This process of collecting and storing
information is totally unregulated. Not
only do people not have access (o the
information stored about them. but in
many instances, they do not even know
that such records are kept. Advances in
micro-electronics continue to enhance
this gathering and storage process. Elec-
tronic spying of this nature must be
regulated. The use of personal data must
be licensed and laws must be set in place
so that people are aware of. and have
access to. any information about them
that is held by data banks. An NDP
government will enact legislation designed
to investigate and regulate such instances
of intrusion. This could be accomplished
through either a Privacy Bureau or through
the Office of the Ombudsman.

The legislative implementation of many
of these recommendations will begin our
fight for true democratic technological
change. But it must be pointed out that
this will be an ongoing fight as technologi-
cal innovation increases, and one that
must continue if our goal of socialism is
to be realized.
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As the Task Force on Technological
Change toured the province, hearing
briefs from organizations and individuals,
a number of common themes emerged.
Regardless of the type of work being dis-
cussed, the effects of the introduction
of new technology on the workers were
often the same.

Deskilling, dehumanization, perfor-
mance monitoring, new health and safety
concerns, loss of jobs, substitution of
part-time work and overtime for full-
time jobs, the benefits of increased pro-
ductivity going to the company and big
business interests at the expense of the
public: this was the report from the
field heard over and over. )

What do these general trends mean in
the daily lives of individual women wor-
kers? At the Task Force's Vancouver
conference held March 16 at the Robson
Square Media Centre, the human impact
of technological change was described in
a workshop entitled The Victim’s Per-
spective.

Deskilling

“A passenger agent used to have to
know something,” said Susan Stout,
airline reservations agent and member of
the Joint Air Canada - CALEA Health
and Safety Committee. “It used to be
a challenge to obtain the best financial
combination for a passenger. Now that
this can be accomplished by a computer,
it takes less knowledge to be able to
follow the rules. The work is much less
interesting now and, of course, requires
fewer agents.”

Her words were echoed by Marion
Pollack, mail sorter at Canada Post and
shop steward for the Canadian Union of
Postal Workers (CUPW). Like Susan,
Marion says she used to take some pride
and find challenge in the knowledge of
delivery routes required to perform her
job. Now that the work is mechanized,
no specific knowledge is needed. This
allows for a more “mobile, flexible”
workforce, making workers into the
interchangeable parts desired by mana-
gement.

“Older workers can’t cope with the

technology,” reports Marion. “They feel
that their skills are no longer valued.
They tend to flunk out of computer
training and retraining and they don’t
want to work in the mechanized areas.”

Another result of mechanization is
the isolation of workers. To relieve the
monotony of the job, workers now re-
treat inside headphones. ‘“Talk among
workers on the shop floor used to create
ties which strengthened union solidarity,”
says Marion. Now worker isolation
weakens the union.

A third invited workshop speaker was
to have been telephone operator and
TWU Local 10 president Susan Croll.
Although Susan was unable to attend,
her story would doubtless have been
similar to those of Susan Stout and
Marion Pollack. For the telephone opera-
tor’s view of technological change, we
refer to a recent interview in the Van-
couver Sun, given by Local 10’s sec-
retary, Stella Crampton.

Deskilling means dehumanization

In B.C. Tel, reports Stella, deskilling
means dehumanization. Operators who
used to feel they were performing a pub-
lic service to their communities are now
strictly limited in their contact with
callers. Casual conversation is forbidden.
With calls now processed centrally,
operators can no longer provide neigh-
bourly emergency assistance to local
people in trouble.

Monitoring of the production process

Each of the workers reports a quali-
tative leap in recent years in the ability
of the company to monitor productivity.
The supervisor no longer hovers over the
worker’s shoulder but is built into the
computer.

At Air Canada a computer monitors
the time Susan Stout takes to make an
airline ticket sale, the number of trans-
actions she makes, the dollar value of
the flights she sells, and the number of
errors she makes. If a worker’s daily
average is lower than that of her col-
leagues, which occurs simply by the luck
of the draw (passengers requesting cheap-
er flights, for example), the pressure is
put upon her to increase her sales. The
result is constant speed-up and stress.

Computer monitoring in the post
office means individual work measure-
ment and constant speed-up for Marion
Pollack as well. As if that were not
enough pressure, absentees are harassed
through enforced counselling and dis-
ciplined if absent more than 6 times in
one year.

Telephone operators at B.C. Tel.




are also carefully monitored for produc-
tivity by computers, and operators are
required to post a flag when they go to
the bathroom. The predictable result is
stress. ‘“‘We've got operators who have
been here for 4 or 5 years, and when
you go to the bathroom, they’re there
in tears,” Stella told the Sun.

Health and Safety

Stress from constant speed-up, com-
petition with co-workers, and constant
monitoring is a major health and safety
concern related to technological change.
But there are others. As she spoke, Susan
apologized for having to stand to address
the workshop, explaining that after years
of working at a computer terminal which
had been designed and installed with no
consideration of the principles of ergo-
nomics, sitting causes her severe back
pain. She is now obliged to work in a
standing position. While the company
invested thousands of dollars in compu-
ters to meet its profit needs, it ignored
the physical needs of its workers.

The Video Display Terminals (VDT’s)
used by ticket agents also continue to
present a health and safety concern. In
addition to the question of low-level
radiation, VDT’s are now being linked
with an increased incidence of angina
among women workers due to stress.

Centralization

Another universal of computerization
is the new corporate ability to centralize
operations. All ticket reservations made
in Saskatoon and Regina are soon to be
funnelled through Winnipeg. It is anti-
cipated that reservations from all the
western provinces could ultimately be
processed in Winnipeg, thus closing down
B.C. ticket offices. ’

If workers are unwilling to move
once their reservations office is closed,
the company can lay them off. By loca-
ting central offices in less desirable areas,
the company can reduce the work force.

Part-time workers

New technologies, by reducing the
need for training and for highly skilled
workers, have allowed -companies to in-
crease their use of part-time workers.
This produces a number of benefits for
the company but few for workers.
Greater use of part-timers reduces the
total number of full-time jobs in the
work force so that fewer people can
make a living.  Part-time work may in-
crease the flexibility of the company
but it also increases the unpredictability
in a worker's life.

Marion reports that in Canada Post
part-timers who want to become full-
timers are not being taken on as such.

There have been no new hirings in Van-

couver since 1982. Rather, part-timers
are used to do overtime. Since their
extra hours per day still do not amount
to a full work week, they do not have to
paid overtime. No increase in wages has
been granted workers to compensate for
the increased flexibility gained by the
Post Office.

nesses get twice-daily mail drops, letter
carrier service to new suburbs and Satur-
day services to rural areas are being elimi-
nated. Long line-ups confront the average
customer at postal stations. Delivery
every second day is under consideration.

In telecommunications, new techno-
logies have led to increased competition
for the long distance telephone market.

-

Participating in the Tech Change conference in Vancouver

“If overtime were abolished,” de-
clares Marion, “‘there would be 900 new
jobs in the post office.” CUPW now
loses members at the rate of 1,000 per
year. :

According to Susan Stout, Air Cana-
da’s goal is to get rid of the full-time
work force altogether. Part-timers re-
ceive only $5.75 an hour and must pass
through 4 wage levels to reach the com-
pany minimum for full-timers. With
only a 12-hour work week, these wor-
kers would not even qualify for UIC.

Decline in service to the public

And, finally, each speaker noted that
technological changes in her workplace
were instituted to increase profitability
and serve the business community at
large, not to serve the interests of the
public.

Marion noted that the rate structure
and services of the post office are de-
signed to benefit large enterprises, not
the average customer. Bundled business
mail can go first class for only 30 cents
while a regular letter costs 32 cents . ..
and rising. While some downtown busi-

The B.C. Telephone Company is lobby-
ing government for a new rate structure
allowing a decrease in long distance
costs, incurred primarily by business,
and an offsetting increase in the costs to
residential subscribers for local service.

At the Vancouver airport, Air Canada
plans to introduce self-service ticket
machines in the fall of 1985 with full
implementation by the opening of EXPO
in 1986. These machines, activated by a
card with a magnetic stripe, will give you
a boarding pass and a gate number—ano-
ther example of service to the public
being sacrificed, along with hundreds of
jobs.

For workers like Susan, Marion and
Stella, technological change has not
made their jobs easier, presented new
horizons on the job, nor opened job
opportunities in new fields. It has meant
stress, injury, decreased pride in work,
and the constant threat of job loss.

That is why all three of these women
are activists in their respective unions.
That is why, as Priorities goes Lo press,
Susan Stout is walking a picket line from
six o'clock in the morming to six o’clock
at night. And that is why the struggle
must be joined by all of us. Q
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Taming the work force: behind the
Quality of Work Life mask

The report of the Women’s Rights Committee Task Force on Technological Change reveals that working
people have to pay an extremely high price for the restructuring of the capitalist system we are currently
witnessing. Various tactics are being employed to convince workers to pay this price. Familiar to all are the
blunt instruments — unemployment, destruction of rights won, union-busting, etc. More subtle tactics,
directed towards those fortunate enough to be employed, are illuminated in this, the first of a two-
part study researched by Nancy Walsh. It will be concluded in the next issue of Priorities.

by Nancy Walsh

Although this issue is not one of concern to women only, as usual women and social minorities will be the
first to be driven to the bottom of the social pyramid on which the ‘new realities’ rest.

Quality of Working Life programs
(QWL) have received considerable atten-
tion in recent years. Several corporations,
government agencies, and innumerable
smaller operations have embarked on an
astonishing variety of innovations in in-
dustrial relations, all offering some de-
gree of worker participation in the
managerial decision-making process, and
“a new way of working together.”

Many QWL programs are implement-
ed in expensive new, highly automated,
continuous operation plants designed for
large scale production. Other programs,
along with new technology, are intro-
duced into existing plants.

Principles and underlying attitudes

QWL is based on a socio-technical
perspective which atfempts to match
workers’ social, psychological and phy-
siological needs with the mechanical and
technical processes of the workplace.
QWL claims a style of management
which allows workers to participate in
structuring their work. Program scope
can range from early involvement in
plant design, through work teams that
take full responsibility for shift opera-
tions, down to simple added responsibi-
lities such as basic machine maintenance,
or choice of a suitable type of office
chair or colour of paint. Quality circles,
semi-autonomous work groups, job en-
richment and rotation are all claimed to
be appropriate ways of structuring QWL
programs based, of course, on a facade
of concensus-style decision-making.

Systems designers realized that if ex-
pensive, complex plant operations were
to be fully productive, management must
have a fully co-operative, willing work
force. Thus, underlying these manage-
ment initiatives is an imperative that co-
operative relations between management
and workers must replace traditional ad-
versarial relations. Offers of more re-
sponsibility, training, job progression and
participation in decision-making are used
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in most programs to entice the worker
to identify with the company. The truly
sophisticated program encourages the
employee to identify with the job; the
company is a friendly, supportive place
to achieve satisfaction working hard and
doing one’s best. Productivity will im-
prove along with job satisfaction; was-
tage and downtime will decrease along
with absenteeism, and more open,honest,
trusting work relationships will evolve.
And profits will increase.

And the birds will sing, the sun will

always shine, and we will all work happi-
ly ever after in Industrial Camelot. Ex-
cept, of course, the two million orso
for whom there is no employment in
Canada.

High failure rate in QWL programs
Some of the problems with QWL
programs will become clear as we look
at individual cases. We should note, how-
ever, that QWL programs in north Ame-
rica have a high failure rate and a high
rate of abandonment. Such programs

Many QWL
programs are
implemented
in expensive
new, highly
automated,
continuous
operation
plants
designed for
large scale
production.




have often left behind strained work re-
lationships and shattered workers. The
potential for abuse, manipulation, ex-
cessive monitoring and interference with
union structures proves too tempting to
managerial staff. Often, new plants with

new programs are located in rural areas
where an inexperienced and unorganized
work force is used. U.S. experience (and
Canada’s is likely to match) shows an in-
crease in the use of female labour in
these plants. Since few women working
in the private sector are organized and
since women are more likely to be hired
for deskilled jobs, we are seriously
threatened by any programs making our
unionization more difficult or slowing
our progress towards workplace equality.

We need real guarantees

It is of no use trying to explain away
a failed program with “there was no full
time consultant” or manipulation with
“management didn’t educate themselves
well enough.” Nor is it useful to try to
excuse attempts to use QWL to prevent
unionization as ‘“not real QWL.” Or
“real QWL" has to be based on “honest
trust.”

We live in a real world with little real
protection for what little we have. For
the real world we need real guarantees.
The effect of QWL programs is to erode
those few we have. The high failure rate,
the potential for abuse, and the tenden-
¢y to undermine our unions are just
what we have to be concerned about.
QWL programs do little to improve the
quality of working life because they do
nothing to change the unequal power
relationships between worker and boss.

To explain the dangers inherent in
QWL programs and the strategy behind
them, we need to look at the historical
context in which they have been intro-
duced.

The post-war settlement

It is now more than forty years since
the federal, and most provincial govern-
ments, gave legal recognition to the rights
of private sector workers to organize,
bargain collectively, and to strike. In
addition, some welfare state reforms and
some effort to reduce unemployment
showed that business was willing to
trade Keynesian economics for political
stability. Government and business im-
posed this arrangement on a militant and
politicized working class to ensure con-
trol and to safeguard the future of capi-
talism.

The same legislation recognizing these
fundamental rights also constrained
them. For example, Canadian labour
legislation, in all jurisdictions, forbids
strikes during the life of a collective

agreement, often names and proscribes
“unfair” labour practices by unions and
sets out precise legal requirements for
strike action. Public sector labour legis-
lation has set limits on the content of
collective bargaining. The inalienable
rights of property are set above the rights
of working people, to ensure that labour
will play but a subordinate role in Cana-
da’s capitalist democracy.

Today’s recession, which began in
the early 1970’s, sees corporations faced
with stagnant, shrinking markets, in-
creased foreign competition, and ris-
ing resource prices. Governments have
responded by offering additional cor-
porate subsidies, by underwriting invest-
ments, and by shifting the costs of the
welfare state onto working people. But
while governments bribe corporations
with our money, we are also charged
with the responsibility of maintaining
capitalism as a viable economic system;
to forgo wages, to give up rights and, in
the words of a former Liberal prime

impose statutory incomes policies and
pass legislation facilitating the use of
non-union labour on construction sites?
How can workers exercise their Charter
rights of association if legislation making
it more difficult to organize remains on
the books?

And while hard-won union rights are
made to appear as privileges, massive un-
employment reduces the right to a job
to a privilege as well. Every trade union
right, every trade union capability is
threatened by the ultimate in shop floor
coercion: unemployment.

Limitations on the bargaining agenda,
inability to bargain new issues, reduced
ability to limit arbitrary use of manage-
ment power, the threat of job loss — all
combine to weaken the only organiza-
tions that have ever protected us.

Now, it will be more difficult to get
protection from sexual harassment while
workers fight to protect safety pro-
visions. It will be harder to get affirmative
action while we fight to preserve tech

THIS 1S A TIME OF DIFFICULT
CHANGES IN OUR ECONOMY...

T AM THEREFORE PREPARED TO MAKE
You THE FOLLOWING PROPOSITION —

AND THESE CHANGES CALL FOR A NEW
RELATIONSHIP BETWEEN MANAGEMENT
AND LABOR -

YOUR MONEY OR YOUR JoB
e

minister, to trust and believe.

Where trust has failed, where workers
have refused to give up wages and rights,
state coercion has been used to make it
possible for capital to renege on the post-
war settlement.

What is the use of the right to strike
in the face of back-to-work legislation
and the jailing of union leaders? How
effective is strike action when govern-
ment imposes restrictions on picketing
and designates ever more public sector
workers as ‘“‘essential”? What use is col-
lective bargaining when governments

change clauses, and almost impossible to
get equal base rates while so few wage
increases are being won. It will be harder
to organize in the pink collar ghetto
where workers are severely vulnerable to
job loss. And how can we protect full-
time jobs when part-time work hides an
additional unemployment rate derived
from the sum of fractions of jobs that
no longer exist?

The above is an all too brief look at
the historical and economic context in
which QWL programs are introduced,
programs that claim to assist us in
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We can begin to explain this apparent
contradiction by recalling the structural
antagonism built into the capitalist
system. Corporations and workers have
no common objectives. Any claim that
they do is not merely suspect, it is false.
But QWL programs rest upon this claim.

growth and personal development and
make a real contribution to company
productivity.

We can begin to explain this apparent
contradiction by recalling the structural
antagonism built into the capitalist sys-
Corporations and workers have no com-
mon objectives. Any claim that they do
is not merely suspect, it is false. But
QWL programs rest upon this false
claim. (That false claim was also part of
the fourteen-point industrial relations
introduced in October 1976 by then
federal Minister of Labour, John Munro,
at the same time as wage and price con-
trols were brought down).

The request for trust on the shop
floor simply parallels the request for
trust in the political arena.

Space does not permit presentation
of a representative sampling of QWL
programs and, as a compromise, we will
present examples of the most successful,
the failed, the abandoned and the worst.
Eachwillillustrate a common threat, the
threat to workers' organizations and to
the work place rights gained over many
years of strikes and negotiations.

Two examples will be dealt with in
this article; the remainder will follow in
the next issue of Priorities.

The Japanese auto industry

The Japanese auto industry seems to
be the most frequently cited example of
management and labour co-operating for
greater productivity. It is the latest in-
dustrial relations “foreign import,” used
to drive workers to pay for management
mistakes and to extort concessions. It
follows a line of West German and
Swedish models, advertised before a pub-
lic convinced that north American wor-
kers are lazy, incompetent and greedy
and that their industrial relations system
has become obsolete.

The high productivity of the Japanese
auto industry comes at a high price—the
sort of price that only workers are asked
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to pay. Its successes are based on a dual
economy consisting of a core of perma-
nent workers and a large, lower paid,
temporary and often female work force,
all dominated by a loose confederation
of company unions.

In 1953, during a four-month lock-
out at Nissan, the militant auto union
was torn apart by a breakaway union led
by some employees in the accounting
department. When violence against the
locked-out workers failed Nissan, backed
by the Japan Industrial Bank, offered
full back pay to each worker joining the
new company union.

75% excluded from benefits

Only about 26% of Japan’s workers,
all male, enjoy the benefits of lifetime
employment, a system where the “‘com-
pany recruits, selects, trains, indoctri-
nates and ultimately controls an appro-
priate number of loyal employees” who
are willing to equate their personal well-
being with the company’s success.

All other jobs are filled by expenda-
ble, peripheral workers, often women.
One of the reasons Honda and Yamaha
automated their factories was to in-
crease the use of part-time female em-
ployees. These women have no unions,
can be fired without notice and are thus
hesitant to complain about inferior
working conditions.(Business Week, Mar.
14, 19856).

In the early sixties, company unions
played a major role in the introduction
of quality control circles. All workers
are required to participate in these small
shop floor groups which meet frequent-
ly to examine ways of improving product
quality and manufacturing efficiency.
They saved Nissan $60 million in 1980.

Although claimed to give workers a
sense of participation in management,
basic work relationships within the com-
pany remain undisturbed. They can be
compared to those of a military hierar-
chy: highly regimented, authoritarian,

and feudalistic, where each worker is ex-
pected to know her/his place. This form
of work organization, abetted by com-
pany union collaboration, has created
unusually onerous conditions for Japa-
nese auto workers. Two social mecha-
nisms, the “‘right attitude” and “‘group
cohesiveness’ are the primary levers of
shop floor control, backed by supervisory
and even union intervention if necessary.

Loyalty to company essential

Remuneration is based on relatively
low wages augmented by several allow-
ances. Added to that is a merit system
based on supervisors’ evaluations. Merit
has little to do with it; attitude is all-
important. An attitude that is not suffi-
ciently pro-company, one that questions
meetings in spare time or mandatory
overtime can have devastating effects on
pay. Once labelled an “enemy of the
company,” a worker will be ostracized.

The emphasis on group cohesiveness,
workers’ reluctance to let workmates
down, and the requirement that groups
compete with one another are all used to
drive workers harder. Competing groups
end up doing setup and maintenance out-
side working hours, so now everyone
works beyond normal hours, without
pay. To avoid production stops, workers
often try to adjust or repair equipment
whileit is operating. Several have died as
a result of this practice. Injuries go unre-
ported because accident reports make
the group look bad. With no relief work-
ers, workers maintain production levels
by forgoing time off, skipping breaks,
and cutting short vacations. And who-
ever rocks the boat threatens all.

Ocelot Industries methanol plant

Ocelot Industries set up a QWL pro-
gram in Kitimat in 1981. The company
philosophy statement contained the usual
references to co-operation and commu-
nication, personal development, and
openness. It offered the open progression
system, with pay for knowledge rather
than job; opportunities to learn the entire
plant operation by job rotation; weekly
meetings with management; company
socials, etc. Many management-employee
committees were set up and employees
believed they had a lot of input.

We learned about Ocelot’s program
from a woman who was forced to quit
after a year and a half. We counted nine
grievances and an unfair labour practice
leading up to her forced resignation.

She had good work experience, with
both unionized and non-union employ-
ers. Because she hoped to progress in a
secretarial career, she quit another job to
come to Ocelot.

— Continued on page 16
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THE OCELOT QWL PROGRAM
Continued from page 14

Like most employees, many from Al-
berta, she was not concerned that the
company was non-union. With all the
promises of enhanced work opportuni-
tiesand “a new way of working together”
it sounded like a “fairy-tale’’ company.

Before long, the company put its pro-
gram to real use. A known union activist
was among the first three to give notice.
They couldn’t “stand the brainwashing.”
They were fired immediately or, in com-
pany jargon, “self-terminated.”

Our contact had worked hard and re-
ceived good work evaluations. That all
changed when the first three left. She and
her husband had been friends of the
union activist. The company also dis-
covered that a close relative was a union
official. Pressure on her mounted until
her health suffered. When she refused to
sign a bad evaluation, she was asked to
“self-terminate.”

The program deteriorated along with
Ocelot’s financial situation. They used
work comparisons, favouritism, incon-
sistent discipline and evaluation-based
pay rates to encourage competition and
divisiveness. The weekly plant and de-
partment meetings became little more
than rituals where management would
‘give out little bones and then take them
away.’ Only four women were able to
get work in operations, only one in main-
tenance, one in engineering. They had
trouble with negative attitudes towards
women. Two left.

Eleven secretaries (all clerical staff
were called secretaries) worked in an
open plan office watched constantly by
management. They were not offered pro-
gression and a promised training plan
never materialized. The secretarial work-
load increased dramatically as the women
found they were expected to cover for
other employees, and absenteeism was
increasing. Employee suggestions for
altering the office and work station lay-
outs were rejected.

Employees were questioned if they
missed company socials, and other re-
ports claimed that demerit points were
given. If your name-tag was not picked
up, they knew about your absence.

In spite of the recession, turnover
and absenteeism at Ocelot remain quite
high. The absentee rate at company
socials is even higher. The employees
had not been told of the seriousness of
Ocelot’s financial situation until the B.C.
government bail-out.

So much for openness: it only went
one way. Many had quit secure jobs to
come to Ocelot.

To be concluded in our next issue.
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. Microtechnology

WOMEN’S SKILL DEVELOPMENT
N SOCIETY
Rm. 9-443 Irmin Street

Burnaby, B.C. V5J 1X8  (604) 430-0450

Who are we — a background to women’s skills

The Women’s Skill Development Society is a community-based
group interested in the issues of women’s work, education and
economci survival. We are committed to developing research
strategies, publishing educational resource materials and conducting
local community-based workshops that will:

1. promote a better understanding of the present realities of

women’s work (both paid and unpaid), and

2. support a broader range of economic an ducaitonal options

for women.

We emphasize the use of educational mats sials and practices which
draw on and incorporate the life experiences and everyday knowledge
of women who live and work in communities around B.C.

In 1982-83 the founding body of Women'’s Skills was responsible
for publishing Tools for Change, a 400-page curriculum about women
and work. This curriculum has recently been reprinted and is now
available from the Women'’s Skills office or B.C. Teachers Federation
Lesson Aids Department.

Why study microtechnology?

Many women work in occupations rapidly being changed or
eliminated by microtechnology. Already disadvantaged in today’s
labour market, women face increasing poverty and hardship if they
cannot participate in or benefit from the new application of micro-
technology in Canadian society.

Although the experts disagree about the positive and negative
implications of microtechnology for women’s employment and
tarining, they are unanimous in their belief that this technology will
fundamentally alter the nature and content of our working lives. We
think that this is important for women to understand these changes
from our own perspective so that we can begin to take control of
our future. The project is a beginning in this direction.

Women's Skills need your help

The Women’s Skills Development Society has recently received a
grant from Labour Canada to research and write learning materials
about the impact of technology on women’s work in British
Columbia. We need your help on this project. We would like to talk
to you if you have an interest in the topic, have worked on a job
that has been eliminated or substantially changed by technology,
or know someone who has.

Out of this research we want to produce learning materials that
will be useful to teachers and counsellors in high schools and colleges,
women’s groups, unions, etc. In order to do this we need to know
what you feel about computer technology, what you think should
be done about it and how it directly or indirectly is affecting your
work and home life,

... So please phone or write us. We are looking forward to hearing
from you. The Women'’s Skills contact person is Marcy Cohen and she
can be contacted at our office.




"We won't be
clowns in
your quality
Circus’

So you have this apparent discrepan-
cy between immediate and long-term
solutions. Quality circles try fo keep
workers from sympathizing, understand-
ing, identifying with the union and re-
orient them toward the company. That’s
where I see the danger: that workers will
go along with the process, believing that
by participating in quality circles, they
will benefit themselves and the people
they work with. Companies have always

The bitter lockout of 1977-78 and
the occupation and lockout of 1981
made the B.C. Telephone Company’s
poor labour relations a matter of pub-
lic knowledge. Faced with a public dis-
gusted with demands for excessive
rate increases and the company’s re-
fusal to bring its labour relations
philosophy into the twentieth centu-
ry, B.C. Tel has set about putting on
a facade of good corporate citizenship.
This is the same company that im-
posed twenty years (spanning the de-
pression and World War II) of com-
pany unionism on its workers. It
appears that B.C. Tel's long-term
strategy is to restore the old order.

Don Champion, vice-president for

industrial relations, was made respon-
sible for implementing a new labour
relations policy. He hinis at the com-
pany’s anti-union philosophy and at
its real strategy:

“We are basically looking for atti-
tude and behaviour we believe will
result in improved productivity. But
our objective, initially, was to address
the question of getting people to be-
long to the company again.”

To get a worker’s view of this
company effort, Priorities writer,
Nancy Walsh interviewed Susan Croll,
president of the Telecommunications
Workers Union Local 10 and a tele-
phone operator at B.C. Tel for five

years.

P. We understand that B.C. Tel has im-
plemented quality circles in some areas.
Would you tell us what these are and des-
cribe the practice at B.C. Tel?

S. Workers realize they don’t have any
voice in a huge multi-national corpora-
tion. Management realizes that it is the
workers who know best what is going on
and how to improve things. So, one pur-
pose of the guality circles is to have
people believe that if they work together
with management in a quality circle, they
can actually have a say in how the com-
pany is run. I think that this is an illusion.
That is not what happens in a quality
circle.

A second purpose of quality circles is
to get the workers to say, “If we had
this piece of equipment, it would make
the job so much easier. Then in six
months you don’t have ajob. You've

just tech-changed yourself out of a job.

Many workers in other industries have
inadvertently lost their jobs by suggest-
ing ways to run things more efficiently.
The third purpose is to smash the
grievance procedure and the whole shop
steward system. Corporations have al-
ways wanted to union-bust. In the 80’s
they are using a more subtle, psycholo-
gical form of union-busting. A quality
circle makes it sound as if in three days
a problem can be solved. But when a per-
son comes to a union meeting, she/he is
told, “We’ve got to go back and negotiate
with them,” or something like that.

had the Labour Relations Boards and
legislation on their side, but that affects
the worker on the job only indirectly.
Quality circles are a way to get at the
individual in the work-place.

P. How does the company go about ma-
king workers think like management and
see through management’s eyes?

S. They take the current situation in the
telecommunications industry and make
it seem as if the company is an innocent
bystander in the face of competition.
They claim there’s a problem, a big prob-
lem, facing the telephone company and

the workers alike, and the only way to
solve it is by mutual co-operation. They
try to get employees on B.C. Tel’s side
by saying, ‘“‘Look, if B.C. Tel is not com-
petitive, you won’t have a job because
someone in another company will take
your job away. The old days of ‘we're
against you and you're against us’ are
over, and we had better sit down and try
to work things out together.”

I don’t think they are completely ruth-
less in their approach. They’ll say, “Yes,
we know there’s a problem with this
equipment; we know there’s an ergono-
mics problem her.” I don’t think that if
a person ever raised a complaint, a skilled
quality circle manager would say, “There
is no problem,” I think they would say,
“You could be right. Do you want to
talk about it? Let’s see what we can do.”

But, meanwhile, that’s the jurisdiction
of the Health and Safety Committee—an
example of how they bypass the union
structures. That’s one of the things that
quality circles like to claim: “We’re bet-
ter than the union because look what we
were able to accomplish.” But it’s been
the Health and Safety Committees that
have laid all the ground-work, pushing

and pushing for the last few years. It’s
like snatching away a union victory.

P. Who participates in quality circles?

S. Idon’t want to be derogatory. People
who are incredibly naive, people who
want an hour off each week, people who
believe they can have a say in how things
are run, or people who are looking to get
into management. It's a very small per-
centage of the work-force. The place
where they have most promoted quality
circles is the clerical area, because that’s
where the sales are concentrated in the
telephone company and, interestingly,
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it’s where the locals have been weakest.
Because of competition in the tele-
communications industry and deregu-
lation, they have to sell equipment. So
they set up quality circles to get ideas
on how to sell more.

Union's views on quality circles

P. Was the union consulted at any time
about the introduction of quality cir-
cles?

S. Yes. This is what happened. As you'll
remember, in 1981 the workers occu-
pied the telephone company and ran
it for five days without management.
When we came out of the occupation
and lockout, BTE (the division of the
company that sells telecommunications
equipment to businesses) was just getting
on its feet. Because of the bad public
image of the telephone company, they
were trying to do anything to save pub-
lic face and to change the style of
labour reltations. They changed some of
their top personnel and promoted Don
Champion. I think he was the main
person behind quality circles.

At that point the issue was so press-
ing that the union held a special con-
vention in September 1981 to deal with
quality circles. The union proposed that
the only way it would participate in the
program was if the union could decide
who would take part, e.g. shop stewards,
etc. The company did not accept that.
So our union policy is not to participate
in quality circles. We fight against them.
We don’t just sit there and pretend
they’re not happening. We even have a
slogan, “We don’t want to be a clown in
your quality circus,”

How have employees benefitted?

P. Have the workers benefitted? Has the
company acted on any suggestions that
would improve conditions for workers?
S. Not that I know of. I think the only
benefit for workers is a free dinner or a
sports bag or something like that
because of an incentive program.
P. Have grievance procedures
been sidestepped?

S. I guess that depends on the
local. The most effective way to
defeat quality circles is to have a
strong shop steward system in
place and to get information on
the dangers of quality circles.
There can be a problem if a person
goes to management and asks why
they weren’t paid time for, say, a
doctor’s appointment. If there’s no shop
steward around to take up the issue and
quality circles are in place, then
management can say, “‘Well, one of our

objectives is to reduce absenteeism. You should
be going to the doctor on your own time.”
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But if people are aware of their rights
under the collective agreement, they are
not going to go into a quality circle and
give things away.

P. Has anyone lost a job because of a
quality circle suggestion?

S. I don’t think so. As you know, there
is amazingly rapid technological change
happening in the telephone company.
People are losing their current jobs and
being redeployed to other areas. The
only reason they’re not laid off is be-
cause we've got a really good tech
change clause in our contract.

P. Have workers been monitoring ab-
senteeism and performance and is this
being raised in quality circles?

S. Well, overall the company is raising
this beyond quality circles. But I'm sure
that’s one of the things they talk about
in quality circles, in terms of how to
make people’s jobs more satisfying.

Campaign against absenteeism

What they’re emphasizing right now
is a policy to reduce absenteeism, and
they’re coming down with all sorts of
crazy ideas and discipline against people
for being absent. They are using tactics
that have the same goals as quality
circles—like rewarding people for perfect
attendance by taking them out to din-

ner. Or putting their names on a bulletin

board with gold stars beside them. They
have actually done that in our area. We
grieved that and won. So, in places where
they haven’t been able to implement
quality circles within a group of people,
they’re going after the individual.
P. What about squealing on other wor-
kers?
S. I think that it’s inevitable. The thing
yau have to remember is that manage-

ment has gone to school fo learn how to
facilitate quality circles, and they are
fishing for specific information. I think
that quality circles are fairly manipula-
tive, and if they want fo hear something,
they will manipulate the conversation to
get the kind of answer they are looking
for.

P. Many commentators think that it’s
all right if quality circle arrangements
and relevant protections are negotiated
into the agreement. What do you think?
S. I don’t want anything about quality
circles in the collective agreement. In
my opinion, the place for relations be-
tween workers and management is
through the union and through the
grievance procedure. That's what shop
stewards do, and that’s what we pay our
business agents for. Other than that, I
don’t think there's a place for quality
circles, because I know what they can
do.

At the Nissan Company in Japan
there was a real union that was broken
in an all-out confrontation with the
company in 1953. Now there is a com-
pany union and that union agreed to
quality circles.

Workers are in such competition with
each other and with other departments
they don’t even take their full vacations.
Here, in North America, the UAW in the
U.S. made concessions and agreed fo
quality circles. People went into quality
circles believing, “If this is the way to
save jobs, we’ll do it.” They have now
come out saying, ‘‘We went in there in
good faith, and we still got hanged.”
That's what you have to do. Look at
other unions’ experience.

P. Do you think that quality circles
could ever work for the benefit of wor-
kers?

S. Not at all. First of all, you need an
analysis of what corporations are all about.

If you believe that there can be good re-
lations between management and labour
and that both are working toward the
same goal then, sure, you're going to
be for quality circles. I don’t believe
that. I've never experienced that
the company is working in my best
interest. The only organization
that’s ever worked in my best
interest is a union, and that’s
who I'd prefer to stick with. I
would rather build a union than
build a company, and that’s all
there is to it. The point of the com-
pany is to produce a profit that
comes from our exploitation and I
don’t believe that by sitting in a circle
with them we are going to change their

minds. Quality circles are beatable. The
stronger the union, the weaker the quality
circle. Eventually, our ideas can win. Q




Video terminal operation linked

tO angina symptoms

From the North Caro!ina Communications Workers of America

The North Carolina Occupational
Safety and Health Project (NCOSH) and
seven locals of the Communications
Workers of America (CWA) from
throughout North Carolina conducted a
survey of office workers employed by
Southern Bell and other N.C. telephone
companies. A self-reporting question-
naire was used to determine the extent
and types of health problems experi-
enced by telephone company office
workers. The results of this survey con-
cur with those found in other studies,
with one notable new finding about the

TWU TRANSMITTER

relationship between video display ter-
minal (VDT) use and angina (chest
pain). In summary, these results include:

e VDT users (workers who use a VDT

for more than half of their work day)

experienced significantly higher rates of
health problems than non-VDT users

(workers who either do not use a VDT,

or use one less than half of their work

day). Increased rates of the following
include:

s gyestrain

» musculoskeletal (back and neck
strain and arm and hand pain);

s stress-related health problems (head-
aches, nausea, tension, insomnia
and fatigue); and

« chronic health problems [hyperten-
sion (high blood pressure), and
angina (chest pain).

» Poor work-station design factors in-
cluding lack of adjustable controls for
VDT screen angle, brightness and glare,
and chairs providing inadequate back
support were increased associated with
rates of health problems for both VDT
and non-VDT office workers.

e These health problems were further
aggravated by jobs that involved low job
control (lack of decision-making, ex-
cessive supervision or monitoring, and
dealing with the public) and/or high job
demands (meeting strict deadlines, wor-
king at a fast pace, and paying close at-
tention to details) for VDT and non-
VDT users. VDT users’ jobs were more

often characterized by low control and
high demands than non-VDT users. This
may be significant in results showing
that VDT users experienced the highest
rate of eyestrain, tension and angina.

o There was a significant relationship
between angina (a first sign of heart
disease) and VDT use. This study is the
first to document a relationship between
VDT use and a long-term chronic health
problem. This finding underscores the
critical need for more research into the
long-term health effects of VDT use. @
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The source of QWL programs

by Joyce Meissenheimer

The “new realities’’ of labour-manage-
ment relations have spawned a network
of advisers telling bosses how to change
their image and gain better control of
their work force.

Achieve Enterprises, based in Missis-

sauga, Ontarion, is an affiliate of a U.Ss.

company, Zenger-Miller, It sells a pro-
gram called Towards Excellence, based
on a book called In Search of Excellence.

This company has been active in
Canada for two years and ranks B.C. Tel
and MacMillan Bloedel among its top
clients.

Techniques include the use of a “value
statement’” which defines the company’s
principles, policies and approach to its
workers.

Management by ‘‘walking around”
and talking to workers “as individuals”

is another aspect of such programs

According to an article in the Van-
couver Sun, May 6, a Richmond plant,
Ebco Industries (organized by the Inter-
national Association of Bridge, Structu-
ral and Ornamental Iron Workers) has
adopted this new program.

What do Ebco workers think? The
Sun’s headline says they are “wary over
the new approach.”
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by Janet Vesterback

Henry Morgentaler in Vancouver

About 200 people crowded info the
room to hear and cheer for Dr. Henry
Morgentaler on Friday, April 12 at a
wine and cheese reception at the Trout
Lake Community Centre. This event was
co-sponsored by the B.C. NDP Women’s
Rights Committee and Concerned Citi-
zens for Choice on Abortion (CCCA).

The enthusiastic crowd expressed its
heartfelt thanks to Dr. Morgentaler for
his uncompromising stand on the ques-
tion of choice by giving him more than
simply applause: donations totalled well
over $1600, money greatly needed if
mounting legal costs are to be met.

NDP spokeswomen

NDP speakers reaffirmed the party’s
support for freedom of choice on abor-
tion. Margaret Mitchell cited the 1983
convention resolution to remove sections
251 and 252 from the criminal code and
to pardon practitioners who have been
prosecuted under these archaic laws. She
noted that the party has policy o sup-
port free-standing clinics for abortion
and sterilization procedures.

MLA Eileen Dailly added that pro-
gressive NDP policy on abortion is the
same federally and provincially. She
pointed out that there has always been a
vociferous minority frying to prevent
women'’s control over their reproductive

lives.

There were many criticisms of the
Manitoba NDP government which is
acting in contradiction to party policy
by failing to accredit Dr. Morgentaler’s
Winnipeg clinic, thereby leaving him and
his associates open to prosecution.

Perhaps the most direct crificism was
delivered by former MP Grace Maclnnis,
who asserted that politicians are too
afraid to take a firm stand on the issue.

Pointing to the need for a visible and
vocal pro-choice movement, she declared
that politicians will only move if they
are more afraid of the majority than
they are of the minority.

CCCA rally

The next evening the CCCA held a
large public meeting at John Oliver High
School. Again, the hall was packed des-
pite attempts by anti-choice demon-
strators to block access to the hall.

Both Dr. Morgentaler and Carolyn
Egan of the Ontario Coalition for
Abortion Clinics were greeted with thun-
derous applause and donations exceeded
$4500. The standing ovation for Henry
Morgentaler lasted several minutes as
people expressed their deep respect for
his personal sacrifice on the front lines of
the fight for free access to abortions.

Carolyn Egan gave a very strong
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Henry Morgentaler, accompanied by Margaret Mitchell MP and Eileen Dailly MLA
being welcomed to the reception by NDP Women's Organizer Frances Birdsell
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Carolyn Egan of the Ontario Colaition
for Abortion Clinics

speech emphasizing the historical nature
of the struggle for abortion rights, com-
paring it in importance with the fight
for the right to assembly, to unionize,
and to vote. Reproductive freedom is as
fundamental to the liberation of women.

She spoke of the many positive
features of the fight so far. In Toronto,
150 women have volunteered to escort
women needing abortions from safe
houses in the vicinity to Dr. Morgen-
taler’s clinic. They do this on a regular
basis in order to counteract the intimi-
dation of the anti-choice faction. This is
a good example of women helping
women in true solidarity.

Statistics of limited access

Carolyn provided statistics to prove
that access to abortion in Canada is
a privilege, not a right. Women who can-
not afford to travel to obtain an abortion
are generally working-class women, poor
women, native women, immigrant wo-
men, rural women, and young women.
While support for choice on abortion
has risen (83.2% in a recent poll in B.C.)
obtaining an abortion is more difficult
than ever.

No abortions are performed on Prince
Edward Island. In Newfoundland, only
one hospital provides this health service.
Fifty percent of Alberta women go fo
the United States for abortions and,
across Canada, seventy-five percent of
abortions are done in about 50 hospitals.

Carolyn stressed our long-term goal:
to win a breakthrough with the clinics
that will render the law unenforceable,




and result in its removal from the erimi-
nal code. To achieve this goal we need
need two things:

1. A doctor, or doctors, willing to
open clinics in spite of the eriminal code,
and :

1. A broad-based alliance of unions,
community and political groups led by
the women’s movement.

Another doctor’s support

Dr. Nelson Savein outlined the diffi-
culty women have in obtaining abortions
in B.C. Every week’s delay increases the
risk to women by twenty percent.
Backups are common in our over-
crowded facilities and delays are inevi-
table as women wait for therapeutic
abortion committees to meet and ap-
prove applications for abortions. After
India, Canada has the highest rate of
second trimester abortions in the world.

Alderperson Libby Davies said that it
is a black mark on Canadian society
that, as we approach the end of the
United Nations decade toward equality
for women, we still do not have the right
to control our reproductive lives.

She introduced Dr. Morgentaler and,
when the cheering finally died away, he
directed our attention to the Catholics
for Choice in the audience, pointing out
that the church community is not united
in opposition to choice on abortion. He
insisted that many religious people who
would not choose abortion for them-
selves also would not force their moral
convictions on others.

History of Morgentaler's struggle
In reviewing the history of his own
involvement in the struggle, Dr. Mor-

gentaler described the earlier abortion
law which could have sent a person to
jail for life for procuring or providing an
abortion. Weekly, there were notices in
the newspapers of the deaths of women
who had died of botched abortions. He
felt he had an obligation, as a doctor, to
help these women. He firmly believed
that a jury would never convict a doctor
for providing necessary, safe medical
services to women.

To date, juries have acquitted Dr.
Morgentaler four times.

“Morgentaler amendment"’

After his first two acquittals by jury,
he found himself still in jail, serving an
18-month sentence imposed by a court
of appeal.

“I remember a cartoon in the Globe
and Mail which showed me in jail and a
guard was pushing the food underneath
the bars and saying to me, “Congratu-
lations, Doctor — you've just been ac-
quitted a second time!”

All this resulted in the “Morgentaler
Amendment’ to the law which forbids a
Court of Appeal to overturn a jury
verdict.

Under the present Parti Quebecois
government in Quebec, community
health centres in Quebec provide coun-
selling, preventive medicine and health
care for new mothers and infants. Many
provide abortions for women who ask
for them. Women from all over Canada
go to Quebec for abortions. These clinics
are financed and operated by the govern-
ment of Quebec but so far, says Dr.
Morgentaler, it has not been prosecuted
for doing so. “Only I am being prose-
cuted all the time.”
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!_;mds are urgently needed
to defend Dr. Morgentaler
and his associates in their
battle to win freedom of
choice for women in Canada.

Defence costs are mounting.
Do your part now.
Make out cheques and mail to:

“Morgentaler Clinics
Legal Defence Fund”

c/o CCCA

Box 24617, Station C
Vancouver, B.C. V5T 4E1

Unfortunately, this close to ideal
situation for women in Quebec could be
turned around after the next provincial
election if the Liberals under Bourassa
are elected and he applies the federal
law, as he has threatened to do. This is
another reason why repeal of the law is
imperative.

New charges in Ontario

In Toronto, despite the acquittals,
new charges have been laid. Meanwhile,
in Winnipeg, there are four fronts to
fight, according to Dr. Morgentaler.

1. The NDP government in Manitoba.
It has failed its membership by refusing
to adhere to party policy. The attorney-
general is pressing charges and the weak
excuse he uses is that he is obliged to do
so under the law. We believe the govern-
ment has an alternative. It can simply
accredit the Morgentaler clinic.

2, The Winnipeg police. Not only are
they laying charges, but they raid the
clinic every time it opens, seizing expen-
sive equipment which must be replaced.

3. The Manitoba College of Physicians.
This body’s mandate is to protect health
care in the province, By suspending Dr.
Morgentaler’s licence to practise medi-
cine, it denies women this protection.

4. The anti-abortionists. This funda-
mentalist sect harasses and intimidates
women trying to enter the clinic. There
have been threats against Dr. Morgen-
taler’s life.

Close to a breakthrough

But Henry Morgentaler is undaunted.
He is convinced that a breakthrough is
close and that now, more than ever be-
fore, is the time to be actively involved.

“Wherever I go, I sense this enormous
support, this tremendous indignation
and anger at the continuing injustice to
Canadian women. .. with the support of .
all the people in Canada who believe that
women have the right to reproductive
freedom . .. we will win this struggle.” ¢
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by Angela Page

Right-wing women:
the anti-feminist backlash

Y Gop NEVER
INTENDED FOR US
ALL TO BE BORN

EQUAL!'"

In a recentspeech made in Vancouver
to the National Action Committee on
the Status of Women, NAC’s president,
Chaviva Hosek, asked her audience to
send telegrams to Brian Mulroney and
Walter McLean (Minister responsible for
the Status of Women) asking that they
continue to support the equality of
women and to fund only groups con-
cerned with this goal.

In the past, the express mandate of
federal women’s programs under the
Secretary of State has been to further
the equality of women. If it seems in-
credible that Hosek’s request should be
necessary in 1985, then it is time to
examine the phenomenon of REAL
Women. The group so named seeks not
only to gain funding from the federal
Secretary of State but also to abolish
funding for women's groups committed
to promoting the equality of women.

to promoting the equality of women.

Who is organizing anti-feminism?

Such anti-feminists are a relatively
recent phenomenon in Canada, at least
in organized form. An obvious parallel
in the U.S. is Phyllis Schlafly’s anti-ERA
Eagle Forum, but REAL Women’s clo-
sest links are with the anti-abortion
movement.

Gwendolyn Landolt, a Toronto law-
yer, acts as legal counsel for the Toronto
Right to Life Association. In January,
1983, Landolt and Grace Petrasek, also
active in the anti-choice movement, ap-
pointed themselves along with ten others
as organizers for Canadians who want
women to be “Realistic, Equal, Active,
for Life” (REAL). Now this group
claims to have 20,000 members across
Canada — chapters
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in Ontario, New 7

Brunswick, Alberta and British Colum-
bia — of whom 12 percent are men.

B.C. allegedly accounts for 3,000
members. However, REAL Women have
not vet published accounts which would
show how many people have actually
paid the $10 membership fee. There is
no formal executive, and the “move-
ment” is essentially run by the original
twelve women.

According to Charlotte Gray (REAL
WOMEN — the traditionalists take on
the feminists, Chatelaine, March 1985),
“as of January 1985 there was no demo-
cratic policy-making process or structure
that guaranteed the organization was
genuinely representative.”

NAC is democratic

Conversely NAC is a conventionally
democratic organization, having 320
member groups, each with a registered
membership entitled to participate in
making policy and to elect the national
executive. NAC has worked hard to
promote the equality of women through
research, public information and lobby-
ing. Its membership of over three million
— including the Anglican Church of
Canada and the Canadian Teachers Fede-
ration —are members in more than name
only. Their affiliation reflects their sup-
port of such policies as equality in sur.
vival benefits in pension plans, access to
pensions by a wife after marriage break-
down, and choice on abortion.

REAL means anti

One of REAL Women’'s main plat-
forms relates to the latter policy; they
are anti-abortion and anti-NAC. Accor-
ding to+a recent Province article (March
31, 1985) they are also against universal
day care because they believe “the ideal
place for children to be nurtured is in
their own home.”

They are against easier no-fault di-
vorce and equal pay for work of equal
value. They oppose affirmative action
programs because “they believe those




programs would mean reverse discrimi-
nation,” and they oppose equality pro-
visions in the Charter of Rights.

What REAL Women aim fo promote,
says the Province article, is “the family
as the most important unit in society.”
They want “tax breaks, separate and
distinct from the family allowance, to
recognize the value and contribution of
women who raise children at home; an
extension of the child-rearing drop-out
provision of the Canada Pension Plan,
which now allows a woman to drop out
of the labour force for seven years with-
out loss of pension benefits; and tax de-
ductions or credits for people who care
for elderly parents, disabled or other
family members at home.”

Around the world — backwards

REAL Women has parallels, not only
with Phyllis Schlafly and the Moral
Majority but also in England with the
Society of the Unborn Child and the
Responsible Society, and in Australia
with a group called Women Who Want
to be Women. All are anti-choice and
“pro-family” — aggressive supporters of
the view that a woman'’s first duty is to
her marriage and children. All are in-
clined to refer to feminists as “‘libbers”
and to claim that the women’s move-
ment has downgraded motherhood and
has pressured young mothers to go out
to work.

The abortion issue is crucial in ex-
ploring differences between feminists
and anti-feminists. Other issues include
concepts of equality (do we want to be
equal but different, or equal and the
same?); responsibility for oppression;
relationships with men; motherhood and
children. Some of these are explored by
Robyn Rowland’s collection of essays
by feminists and anti-feminists from
Australia, England, the U.S. and Canada:
Women Who Do and Women Who Don’t
Join the Women's Movement (London:
Routledge and Kegan Paul). Maori wo-
men, Australian aborigines and one black
woman speak here; the age range is 17
to 75.

Rowland’s introduction gives a brief
history of the women's movement, its
membership and structure and the main

issues with which it is concerned. She
then analyzes the anti-feminist move-
ment as a reaction to feminism, which
is looking for change. She relates anti-
feminism fo the recession and the pre-
vailing conservative mentality which
also attacks movements such as black or
gay rights.

Women who don’t

Rowland also notes that conservative
pressure groups rarely present them-
selves as anti-woman but rather as *“‘pro”
some value or institution that some
women in the movement would be
reluctant to attack, such as church or
family.

There is also the claim made by
REAL Women that anti-feminisis re-
present the “silent majority” such as
home-makers who are assumed not fo
support the women’s movement. In spite
of their attacks, the majority of the
anti-feminists in this book call them-
selves feminists, and some of their views
overlap with those of feminists. It is
helpful to read each article without
looking at the writer’s biography, so
that one does not prejudge which side

she is on.

Debate and defence

We need dialogue about feminism;
women’s aims are too often misrepre-
sented and misunderstood. Adrienne
Rich’s comments are germane:

“But it is pointless to write off the
anti-feminist woman as brainwashed or
self-hating or the like. I believe that
feminism must imply an imaginative
identification with all women . .. and
that the feminist must, because she can,
extend this act of the imagination as far
as possible.”

Enough said about the ideal situation.
At the moment, funding for REAL Wo-
men is apparently being considered seri-
ously in Ottawa, and whatever is given
to them will be taken away from the
groups advocating equality. REAL Wo-
men have lobbied very diligently, accor-
ding to one source, and the government
has received ‘‘not one letter from other
groups.”

NAC s asking for messages to be sent
to the government. Sample telegrams
are printed below. Q
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SAMPLES OF TELEGRAMS SENT ON BEHALF OF NAC

Hon. Walter McLean

Minister Responsible for the Status of Women
Parliament Buildings, Ottawa K1A 0A6

We congratulate you for continuing to take a strong
stand supporting the equality of women, and urge
you to continue to fund only those groups concerned

with the equality of women.

Rt. Hon. Brian Mulroney

Parliament Buildings
Ottawa K1A 0A6

We support continued federal funding for organiza-
tions concerned with equality of women. Keep the
promises you made at the last election to support

equality of women.
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The Charter of Rights

At the March 24 Women’s Rights Committee meeting, Vancouver
lawyer and rights activist Frances Gordon provided committee members
with a brief workshop in understanding the Charter and its implications
for women. The following article summarizes that information.

On April 16 the B.C. government introduced to the legislature an
omnibus bill intended to bring B.C. law into compliance with Section 15
of the Charter. Frances reports that in the near future she will be putting
together an article about significant changes for women arising from the
application of the Charter, analyzing the adequacy and implications of
the B.C. amendments. We look forward to including her analysis in an
upcoming issue of Priorities.

(Note: italicized portions of the text are taken from the law)
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WOMENS MODERATION MOVEMENT ?
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by Frances Gordon and Alicia Lawrence
(updated by Hannah Hadikin)

Canadian women are facing a new
legal challenge in the Charter of Rights
and Freedoms. The challenge is to take
hold of this new tool and use it to create
a new body of law that expresses the
principle of the equality of men and
women. It is essential to understand that
the protections now found in Section
15 of the Charter are there only because
of the many years of political wrangling
by women who were not satisfied with
the direction constitutional discussions
took between 1979 and 1982.

Until eleventh-hour lobbying efforts
in 1982, it appeared that womenwould
have to be satisfied with equality pro-
visions taken directly from the Canadian
Bill of Rights. The Bill of Rights pro-
vided only for equality before the law
and equal protection of the law, and
these provisions had been shown to be
woefully inadequate in dealing with the
issue of discrimination on the basis of
sex.

Narrow interpretation
In the 1970’s, the Supreme Court of
Canada interpreted the rights protected
by the Bill so narrowly that women
responded by lobbying for better guaran-
tees against sex discrimination. These
efforts intensified in the months prior
to April 17, 1982, and the result is to be
found in Section 15 of the Charter:
Every individual is equal before and
under the law and has the right to the
equal protection and equal benefit of
the law without discrimination based
on race, nationalily or ethnic origin,
colour, religion, sex, age or mental
or physical disability.

Language of the Charter

« Bquality before the law deals with
equality only in the administration and
application of the law by law enforce-
ment officials. In other words, this
phrase guarantees only procedural fair-
ness. It does not refer to the substance
or the text of the law itself. For examp-
le, the Supreme Court of Canada found
that Jeannette Lavell’s claim that she
was discriminated against by S.12(1)(b)
of the Indian Act was without merit
under the Bill of Rights. The section
was obviously discriminatory as it did
not treat Indian men and women equally;
however, because there was no procedu-
ral discrimination, the Bill of Rights did
not apply.

« Equal protection of the law. On



interpreting the meaning and application
of this phrase, the court would first
have to determine whether the law in
question was one which provided “pro-
tection.” If it found that it did so, the
court would then assess whether this
protection was conferréd equally on wo-
men and men. Examples of laws con-
ferring protection are human rights laws
which set standards for hours of work
and minimum wages.

Domestic workers, the majority of
whom are women, are exempted from
the protection of these laws in many
provinces. Consequently, these laws may
be open to a challenge under S.15 on the
basis that they do not provide equal pro-
tection to a group of workers who are
predominantly women. The complainant
in this case will have to prove that al-
though the laws do not appear discrimi-
natory in their text since all domestic
workers, male or female, are exempted,
they are discriminatory in their effect.

The Charter has added the following
protections:

o Equalily under the law. Prior to the
Charter, legislation that was discrimina-
tory in ils provisions was not invalid be-
cause equality under the law was not
guaranteed. The obvious example of such
legislation is the Indian Act S.12(1)(b),
which means the loss of Indian status for
women who marry non-Indian males,
but not for men who marry non-Indian
women. This section is clearly challenge-
able under the Charter.

» Equal benefit of the law. This phrase
is potentially the broadest as it is the one
through which women must persuade
the courts to define discrimrination by
its consequences.

The Bliss case illustrates why the
“equal benefit” clause is essential. Stella
Bliss applied for regular UIC benefits and
was refused because she was pregnant.
When unemployment is interrupted due
to pregnancy, a woman must apply for
maternity benefits. To do this she must
establish two more weeks of insurable
earnings than a non-pregnant person. Be-
cause Ms Bliss met all other require-
ments, but fell two weeks short of quali-
fying for maternity benefits, she was
denied any benefits.

The matter was heard in the Supreme
Court of Canada, where Mr. Justice Rit-
chie found that there was no discrimi-
nation where the object of the law was
to provide special benefits to individuals.
The distinction between a benefit and a
penalty was drawn by the court which
held that because Stella Bliss stood to
lose a benefit, equality before the law
did not apply. This case has left us with
some memorable quotes:

If section 16 treats unemployed preg-

nant females differently from other

employed persons, be they male or
female, it is. . . because they are preg-
nant and not because they are fe-
male. (Mr. Justice Pratt, Federal
Court of Appeal).

.. Any inequality between the sexes in
this area is not created by legislation
but by nature. (Mr. Justice Rilchie,
Supreme Court of Canada).

Pension plans

One example of how the equal bene-
fit clause might be used is a challenge to
certain pension plans. Some public em-
ployee pension plans of the money pur-
chase or annuity type, pay out a lower
monthly benefit to women who have
made the same monthly contributions
as men. These payout rates are deter-
mined by sex-based mortality tables.
The justification is that over the person’s
lifetime the total paid out will be the
same for the average man and woman.
Women public servants are not receiving
the equal benefit of the law.

Affirmative action S. 15(2)

Section 15 expressly permits affirma-
tive action programs. This arose from the
issue of reverse discrimination raised in
the U.S. in Regenls of the Universily of
California v. Bakke. In this case the

courts found that a university program
that reserved places for applicants from
minority groups whose qualifications
were often inferior to those of the non-
minority applicants, discriminated on the
basis of race. The program was found to
violate equal rights legislation. In order
to avoid the problems the Bakke case
raised, women lobbied to have the con-
cept of affirmative action entrenched as
a fundamental constitutional principle.

Red flag to the judiciary: S.28
Toward the end of the discussions, a
specific sex equality provision was draft-
ed. This later became S.28 which states:
Notwithstanding anything in this
Charter, the rights and freedoms re-
ferred lo in it are guaranteed equally
to male.and female persons.
Why was S.28 enacted when, on the sur-
face, it appears to restate the equality
rights in S.15? One reason is that it will
serve as a red flag to the judiciary, re-
minding them that discrimination on the
basis of sex is subject to the strictest
scrutiny. This is obviously needed in light
of the history of the Court’s treatment
of equality rights. (Lavell, Bliss).
Furthermore, S.28 acls as a purpose
clause, expressing the intention of the
Charter that sex equality rights must be
treated seriously.

CHARTER
OF RIGHTS

PROVINCIAL LEGISLATION

FEDERAL LEGISLATION

A

Workers Rights Wills
Compensation  Legislation  Act

Human
Indian  Rights Unemployment
Act Legislation  Ihsurance

Priorities — May 1985 — Page 25




Bill of Rights vs

 Equal protection e Equality under the law

Charter of Rights

of the law « Equal protection of the law
» Equality before  « Equality before the law
the law » Equal benefit of the law

Section 33 permits governments to
override Section 15(1) protections. How-
ever, it does not permit the overriding
of S.28 so it appears that S.28 ensures
that all governments must comply with
sex equality provisions.

Section 27 provides that the Charter
shall be interpreted in a manner consis-
tent with the preservation and enhance-
ment of the multicultural heritage of
Canada. Some groups may try to justify
sex discrimination as necessary to the
preservation of their cultural heritage.
However, where this requires the denial
of rights to women, Section 28 trumps
S.27 and makes it clear that equal rights
for women is a fundamental value of
Canadian society.

Application of the Charter

The question arises as to whether the
Charter applies to governmental action
only or whether it applies to private
actions between individuals as well. The
Charter is the supreme law of Canada to
which all other provincial and federal
legislation is subordinate. Section 32 is
quite clear that the Charter applies “to
the Parliament and government of Cana-
da in respect of all matters within the
authority of Parliament and the legisla-
ture and government of each province in
respect of all matters within the authori-
ty of the legislation of each province.”

Some commentators have concluded
from this that the Charter applies indi-
rectly to private actions. For example:
a juvenile paid at a rate lower than the
adult minimum wage under provincial
legislation would not be able to invoke
the Charter against the employer as this
would be a private action between two
individuals. However, the juvenile could
challenge the validity of the minimum
wage legislation allowing such differen-
tial on the grounds that it denies a juve-
nile the equal benefit of the law. Thus,
the Charter may have a significant effect
on private actions because of its direct
impact on legislation that regulates that
action.

April 17, 1985

Federal and provincial governments
were given a three-year moratorium to
enable them to bring their legislation into
compliance with 8.15. It is interesting to
note that S.15 was the only section to
merit this treatment. The moratorium
ended on April 17 and S.15 is now in
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full force.

During 1984, most provinces started
the immense task of reviewing statutes
by a “‘statute audit.”” Because many wo-
men felt that government audits would
tend to deal with the more obvious pro-
visions in a cosmetic fashion, women’s
groups across the country researched and
published their own statute audits.

The B.C. Charter of Rights Coalition
hired two researchers and published
their own audit in September 1984. The
Coalition tried to meet with members of
the provincial government Interminis-
terial Government Committee, responsi-
ble for presenting the official audit to
the government. They were not granted
a meeting.

On March 27, during question period,
MLA Rosemary Brown asked the attor-
ney-general Brian Smith when the go-
vernment would bring down an omnibus
bill of S.15 amendments and whether the
public would have an opportunity to re-
view the bill before it passed and to play
a role in the decision-making process.
Mr. Smith responded that ‘“there will
certainly be time to consider it in the
House . . .”

Contrary to these assurances, the om-
nibus bill, making more than 50 B.C.
laws comply with Section 15, was intro-
duced in the legislature April 16, just
hours before the equality section went
into effect.

The obvious result is that women will
have to use expensive litigation to obtain
rulings on their rights. It takes at least
$30,000 to take a case to the Supreme
Court of Canada. Even a simple, con-
tested case at trial level costs several
thousands of dollars. Clearly, individual
women will not be able to challenge
laws under the Charter by themselves.

Legal Education and Action Fund

The Legal Education and Action
Fund (LEAF) is the brain-child of a
group of women who felt that an equali-
ty rights litigation strategy is necessary
if women are going to take a pro-active
rather than reactive role in setting good
legal precedents

The object of the Fund is to find
“winnable’’ Charter cases, which means
that the woman plaintiff would have to
be willing to stick through the long cases
and appeals. These cases would be liti-
gated by lawyers paid for by the Fund
so that women with good cases but with-

out financial means would have an op-
portunity to have their day in court.

In Vancouver, a group of women law-
yers and laypersons working on syste-
matic litigation have drawn up priority
cases and are now seeking funding as
well as plaintiffs.

We are now in a position to make
equality for women a reality. The Char-
ter will only be a useful tool if we know
how to use it and are able to do so. The
first step is to study the Charter itself
and become involved in encouraging
governments to do their jobs.

It is a tremendous task. The time,
energy and expertise which went into
gaining equality protections into the
Charter of Rights was an initial effort.
It is up to each woman concerned about
real equality in our society to take an
active part in making equality real.

The Charter will be with us for
decades to come . . . we may never
experience the full benefit of equality
of opportunity and treatment in our
lifetime . . . yet the knowledge that our
daughters and grand-daughters may live
in a world free of the effects of miso-
gyny and male supremacy is worth the
effort.

To contact the Vancouver Charter of
Rights Coalition, write 302-1279 Nico-
la Street, Vancouver V6G 2ES8, or call
669-8049 (evenings).
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BRITISH MINERS' WIVES ARE BACKBONE OF STRIKE

“It’s not the Kitchen sink any more”

Maureen Gill is chair of the Mansfield Women’s Strike Support Group in Nottinghamshire, England. She visited Detroil with two
striking coal miners in January and February to raise money for the strikers’ families. All agreed that the women have been the
backbone of the mirners’ year-long strike against the government’s plan to close mines. This article is reprinted from the March
1985 issue of Labor Notes which asked Gill what the women'’s support groups have accomplished.

‘Coalfield women have a long tradi-
tion of being the ones who looked after
the home and the children and saw that
everything was good for the man. The
majority are in the home all the time. 1
would say that 90% of them had never
done anything like this before at all.

What changed them, in my home
county, was the sudden influx of 10,000
policemen overnight. You saw men
beaten on the picket lines, and you sud-
denly found out that your husband or
your brother or your uncle was in prison
and being held on no charges, to stop
them picketing. And that was the very
first thing that made the women realize
what the pressures were going to be to
get the men back to work.

Small groups of us got together in
homes and just chatted about what we
wanted to do. The first thing that we
said we must do was to go straight down
onto the picket lines and stand with the
men.

From that, and from larger meetings
when the Yorkshire women came into
the Nottinghamshire coalfields, the sup-
port groups were formed.

We took a policy to go and find
premises to run the soup kitchens from,
and to meet regularly. And we decided
we’d have to go out fund-raising. It
started right at the grass roots.

The men get no strike benefits from
the union. But the government came out
and said, “We are going to assume that
every man on strike is receiving 15
pounds per week, so whatever [welfare]
benefits the woman is entitled to, we’ll
deduct 15 pounds per week from that.”

A woman and two children of school
age will be receiving 14 to 18 pounds per
week [$12.84 - $16.51]. But if the
government find out they’re receiving a
food parcel from one of the parcel cent-
tres, they deduct five pounds.

Soup and flying pickets

There are 26 soup kitchens in Noi-
tinghamshire. In each mining communi-
ty in Nottinghamshire, the women
formed a support group, and then we
decided that we all ought to hold one
big meeting and form a Nottinghamshire
Central Women’s Group, because we had
decided that we ought to do flying
pickets as well. The central group co-
ordinates the flying pickets and the
speaking invitations.

And then we have a national group
which meets once a month as well. On
the 11th of August the national group
organized a march through the centre of
London—between 30,000 and 40,000
women—to the houses of Parliament
and past the end of 10 Downing Street
[the Prime Minister’s residence].

Remain active

The women are going to remain ac-
tive after the strike is over. We have
become much more politically aware.
To give you an example, one of the
Labour Party branches in the North
Notts area now has 30 to 50 women per
week joining the Labour Party.

Quite a few have thought it would be
a good idea to start up something for
the unemployed youngsters. And they’re
also asking now at the universities for
classes for women into labour history
and political sciences and so on, because
we feel that at the moment we really
haven’t all the background information
we need to understand it deeply.

We’ve had a lot of help and visits
from the Greenham Common peace
women [who are protesting the installa-
tion of U.S. Cruise missiles in Britain].

Some of the women in the support .

groups have been down to the Green-
ham encampment and stayed two or
three days. A lot of them will be moving

on to that as soon as our struggle is
OVer.

The Greenham women came to us
because they’d had a great deal of police
intimidation and imprisonment. They
said to us, “We’ve been living with this
for so many years we can help you to
understand exactly what the state might
try to 8o to break you.”

We'd known of women’s movements
before, but keeping home, I suppose
you're a bit apathetic about it until
something comes along and actually hits
you. I've heard a lot of women say
this—until you've actually confronted
with it yourself, you think it’s okay, the
Greenham women are doing a fantastic
job, you’d never have dreamt of going to
Greenham yourself.

Lives have changed within the home.
It’s not the kitchen sink anymore. Be-
fore a woman would say, “Well, I've got
to go, Fred will be in off his shift and
he’ll want his dinner on the table.” The
attitude changed there.

When Fred gets home now, he more
often that not gets his own dinner, and
he’s absolutely delighted that his wife’s
out at'a meeting or away in some other
part of the country speaking.

In most of the homes the children
have suddenly become a joint effort,
which it never was before in the coal-
fields. Never. It was strictly “a woman’s
place is in the home.” Now that’s gone
forever. They’ll never go back.

The most important

The strike is the most important thing
in our lives. Because we know without
doubt, and we’ve seen it happen to steel
towns, that if this pit closure plan is
carried out, they’re going to lay waste
our communities. The town I live in will
become a dead town.

The majority of people in Mansfield
are miners, and they’ll just be standing
in a welfare queue for the rest of their
lives. There’s nowhere else for them to
move to. It’ll not only finish us up, it’ll
also finish up small business, traders and
everyone. That’ll go.

That is why we’re fighting. We’re
fighting to stay alive. We don’t want to
to be thrown on a human scrap heap.” @
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Letters to ‘Priorities’

Women and “men’s work”’

In the article Tumbler Ridge: A new-
style resource town by Adrienne Pea-

cock (page 8, March 1985), she uses a '

quote “Women are more conservative
and caring than men. In time, I really
think women will out-class men in the
working place and that is what they are
afraid of.”

Women already did this at the time
of the Second World War. They proved,
in the all-women factories, that they
could do the job. After their retirement
years later, many of the bosses, super-
visors and foremen who were men ad-
mitted that the women workers were
more dependable and better workers
than the men who did the same jobs be-
fore the war.

However, with the return of the men,
and no more use for weapons or goods
of or for the war effort the women
were needed no more.

Sometimes I read the entertainment
and gossip papers like the Star, the Na-
tional Enquirer and The Globe. Here is
an article from the March 19, 1985
Globe which I am sure should be of
interest to Adrienne and your readers.

Women are giving men a run for the
money

Women are starting their own busi-
nesses at a rate four times greater than
men, say experts.

Statistics collected by the Small Busi-
ness Administration in Washington, D.C.
show that there was a 29 percent in-
crease in women-owned businesses com-
pared to a 6.6 percent increase in
operations run solely by men, between
1977 and 1980, the last years for which
reliable figures are available,

Women have some characteristics
like attention to detail, that make them
more successful in small business than
many men, says Tom Troy, chief econo-
mist at the SBA.

Emmerson Luffman
4-313 Alexander Street
Vancouver, B.C.
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Breastfeeding

I would like to hear from women
who have recently given birth in hospi-
tal. INFACT (Infant Feeding Action
Coalition) is concerned about the in-
crease in formula feeding, particularly
in the Third World. I am trying to
gather information about what is hap-
pening in British Columbia.

Here are the questions I would like
to ask:

— How soon after birth was your baby
put to your breast?

— Was the baby left with you? Or taken
to the nursery between feedings?

— Were you encouraged to nurse your
baby even if you felt you couldn’t?

— Was the baby ever bottle-fed without
your consent?

— Were you given literature about infant
formula?

— Were you given a “discharge pack’
containing a sample of formula upon
discharge?

— Any other information you think
would be useful would be appreciated.

Thank you for publishing this letter.

In sisterhood,

Amy Dalgleish

4768 Blenheim Street
Vancouver V5L 3A6
Telephone 263-4684

Bouquets for ‘Priorities’

Thank you for publishing such a good
magazine. It is reasonable in argument,
not strident and is a credit to all of
you.

Bernice L. Packford
152 Cambridge Ave.
Victoria

V8V 4B3

Pensioner’s appreciation

That time of year again to pay
membership. Enclosed $10.00—55.00
for membership and $5.00 donation
just to help out. Wish it could be
more but being a pensioner doesn’t
allow you to throw much money
around, eh!

All the best for the coming year.
Enjoy Priorities. Hope things will
improve for you in B.C. soon and
we can hold on to our Manitoba
NDP government next election. The
world seems to be on a conservative
kick now.

Sincerely,
Joyce Harrison,
Winnipeg, Man.

Another compliment

Am enclosing my renewal for 1985.
Your reports are so well written and
interesting. Keep up the good work,
on behalf of Women’s Rights.

In solidarity,
Kathleen Allan
204-1475 Fir Street
Vancouver

VANCOUVER STATUS OF WOMEN

CONFERENCE

THROUGH FEAR INTO POWER
Feminists examine the Right

JUNE 8 & 9, 1985
CAPILANO COLLEGE
NORTH VANCOUVER

Further information from:
Vancouver Status of Women

400A West 5th Avenue
Vancouver V5Y 1J8

873-1427




Welcome delegates!
Subscribe to ‘Priorities’ at this convention

‘Priorities’ welcomes all its new and long-time readers to the 1985 Spring Convention of the B.C. New Demo-
cratic Party.

This issue of our Women’s Rights Committee’s magazine contains articles of absorbing interest to all. The report
of the Task Force on Technological Change is included as well as in-depth articles on what is happening in the
work place today.

We are proud to report on our contribution to Dr. Henry Morgentaler’s
campaign to win freedom of choice on abortion for women.

Many of the issues analyzed in ‘Priorities’ are of great importance to
men as well as women.

We urge you to subscribe to ‘Priorities’ and to make sure that your
constituency, your union and your library get it too.

COMMUNIQUELLES

BIMONTHLY FEMINIST MAGAZINE

INDIVIDUALS: free in Québec
$12 in Canada
$18 elsewhere

INSTITUTIONS: $18 everywhere

3585 RUE ST-URBAIN, MONTREAL, P.Q. H2X 2N6
(514) B44-1761

Do you ., get your
straight?
Ur do you borrow it from a friend?

RATES: $5.00 per year — $10.00 commercial. Send to PRIORITIES
517 East Broadway, Vancouver, B.C. V5T 1X4
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