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JL HE URBAN ALLIANCE ON RACE RELATIONS is very pleased to be publishing the first race
relations journal in Canada. As practitioners working in this field, we have been deeply
concerned about the lack of an integrated, comprehensive and consistent approach to meeting
the needs of our multiracial society. While there is an increasing number of professionals who
have the responsibility of developing policies and programmes in the general area of race
relations, they do so often without the necessary knowledge and skills. Moreover, they have
little access to the information that does exist in the form of research, models and projects
dealing with important aspects of race relations. The volunteer sector has also suffered from the
lack of access to these kinds of essential resources.

It is our hope that the publication of CURRENTS: Readings in Race Relations will help
reduce some of these gaps and that it will provide a vehicle for the exchange of new ideas,
strategies and programmes whicn have been developed here and elsewhere.

Equally important, we envision that the Journal will serve as a bridge between the
theoretician and the practitioner, the professional and the volunteer, the institutions and the
Comimunity.

The Urban Alliance believes that the sharing of knowledge and skills is the first crucial step
in achieving a more just and harmonious society.

Carol Tator
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¥ ¥ ELCOME TO THE FIRST ISSUE OF CURRENTS: Readings in Race Relations. The intent
of this new publication is to provide a regular medium for the sharing of information, ideas and
skills in the field of race relations. Our hope is that it will provide a vehicle for serious
discussion of current issues to all of you who are concerned, interested and professionally
involved in improving race relations.

As the report, Now Is Not Too Late chaired by Walter Pitman stated: ‘‘Effective services
must be built on a solid base of research and information. The present lack is part of the reason
for the absence of coordination and planning, of programmes taking on a crisis orientation
reaction stance.’

This analysis is no less true today than when it was first made in 1977, What we want to do
through CURRENTS is to seek out, analyse and disseminate such a solid base of information to
individuals and organizations who have a concern for improving race relations. We thus want to
strengthen the ievel of expertise necessary to reduce racial discrimination, and support the
growing level of professional competence evident in the field of race relations work in this
country.

This first issue focusses upon employment and economic development as it pertains to
minorities. Although it is not the intent at this point in time to approach every issue on a
thematic basis, one hopes 1o avoid being overwhelmed with too eclectic a4 collection of articles
on ali the many issues of current concern in race relations.

A note on terminology and terms of reference. One of the difficuities of discussing race
relations is that of finding appropriate terminology to identify groups, such as “white’’, ‘‘non-
white, “"blacks,” “ethnic,” “‘racial,”’ visible minorities,” “‘disadvantaged” and so on.
yefinitions to these terms vary considerably, and unforrunately it is beyond the capacity of this
editor to resolve this conclusively. It is hoped that as our understanding of the issues evolve, so
do our detinition of terms. |

As practitioners in the field, it is important to receive your reactions to this journal along
with any suggestions for improvements. If this publication is to be useful to you, it is vital that
vou provide us with your reactions. For the following issues it is our intent to have an extensive
“Letters to the Editor” column. Please respond.

Tim Rees
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I'be State of the Art
Wilson A, Head

An examination of the state of race rela-
tions, sometimes labelled “‘the race relations
industry,” must begin with at least a brief
historical overview of relations between the
various racial and ethnic groups in Canadian
society. An adequate analysis of these devel-
opments would require at least one and pro-
pably several volumes. This brief overview
must be considered as severely limited and of
course suffering from a degree of over gene-
ralization. Given these limitations, however, it
1s to relate in general terms the factors which
support the development of negative racial at-
titudes and behaviour in Canadian society.

Misconceptions

First, it is necessary to clear away many of
the misconceptions and myths which many
Canadians so ardently accept and believe.
Many Canadians, possessing little or no know-
ledge of the history of racism in Canada, are
shocked to learn that slavery was not exclu-
sively an American phenomenon. Slavery also
¢xisted in Canada from its earliest beginnings.
The bondage of blacks in Canada, although
small in size and scope, continued from the
early 18th century until its abolition by the
British Parliament in 1834. It should be
remembered that this action was taken only
31 vyears before the abolition of slavery
tollowing the American civil war in 1865.

The thousands of American slaves who had
escaped from bondage and had found freedom
in Canada, were no longer welcomed when
they were free to return to the United States.

- However, many thousands did return to their

former homeland, leaving greatly reduced
numbers of blacks living in scattered towns
and villages and on farms in Ontario and Nova
Scotia.

These black former slaves began to face a
new torm of racism. They were subjected to a

variety of types of discrimination in many
parts of the country. Several attempts, many
unsuccessful, were made to establish all-black
communities, so that they could escape the
negative attitudes found in the general com-
munity. In spite of protests and demands for
cqual rights these attitudes and behaviours
persisted until the mid twentieth century.

Treatment of
Other Minorities

Racial probiems in Canada however were
not limited to mistreatment and denial of
rights to blacks. Other non-white groups 2lso
faced a variety of types of ill treatment and
denial of democratic rights. Following the ar-
rival of the Chinese and South Asians in the
mid-nineteenth century, these groups also tac-
ed prejudice, hostility and harassment in
Canadian socciety, particularly in British Col-
umbia where they were most numerous. The
Chinese and Scuth Asian population initially
came to Canada in the mid-19th century to
perform the hard, dirty work of building the
railroads, working in the mines and forests,
clearing the fields for farming, and other dif-
ticult and dangerous work.

Chinese and South Asians experienced lit-
tle diftficulty when their numbers were small
and largely unnoticed. This situation changed

ramatically when numbers increased and
these groups were perceived as an economic
threat to wunskilled, unemployed workers
secking hard-to-find work. For example,
several thousand Chinese workers brought to
Canada to help build the Canadian Pacific Rail-
road, found themselves harassed and even
assaulted when they sought other employ-
ment. Potential Chinese immigrants were sub-
jected to an unprecedented ‘‘head tax’ in
order to prevent them from migrating to
Canada. The federal government joined this
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BLACK WOMAN, named

W PEGGY, agec about forty years ; and a
 Black boy her fon, named JUPITER, aged
sbout fifteen yeers, both of them the property of the

Subferiber. y/
The Woman is s tolerable Cook and walher worasn __
and perfeQlly underftands making Soap and Candles.
The Bey is t2ll and firong of his age, and has been
employed in Country bufinels, but broughs Up Prif-
cipally as a Houfe Servant—They are each of them
Servants fovr life. The Price for the Wowan is one
hundred and Rty Dollars —for the Boy two hundred
Dollars, payavlein three years with Interef from the -
day of Sale and to be properly fecured by Bond &c¢. ~-
But one fourth lefs will be taken in ready Money. ==
York, Feb. toth 1806. ”\R‘im\
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campaign of discrimination and hostility by
cnacting a “"Chinese Exclusion Act’”” which ef-
tectively put an end to the immigration of the
“yellow hordes” said to be destroying the
COUniry.

iven worse treatment was directed
against the South Asians, most of whom were
initially Sikhis. They were subjected to un-
parcllelied nostility by residents of British Col-
umbia in the early 20th century. ‘‘Hate litera-
ture designed to arouse hostility was regular-
iy distributed. That hostility finally resulted in
tne worst race riot in Canadian history when
the Sikhs were forcibly driven from their
nomes, beaten up in the streets, and forced to
tlee for their lives.

The Japanese-Canadians have also been sub-
iected to racist hostility and attack by Cana-
dian residents. Being small in numbers,
Japanese were to some extent, largely ignored
during the ecarly part of their residence in
Canada. As their numbers increased and their
nard work resulted in increasing prosperity,
they also came under attack. However, they
were spared the degree of hostility experienc-
e¢d by the Chinese and South Asians, that is,
until the outbreak of World War 11. The forci-
ble detention of the Japanese, citizens and im-
migrants alike, in so called “‘resettlement
camps,  constituted perhaps the most flagrant

Advertisement courtesy of the Ontario Black

History Sociery.
denial of civil and human rights in the history
of Canada. This population was forcibly
removed from their homes and properties
without compensation and without the
slightest concerns for their rights as Cana-
dians, allegedly because they were considered
a4 threat to national security.” No evidence
was ever found to substantiate this allegation.
It is clear then, that alleged concern of
Canadians for 'law, order and good govern-
ment’ has not always been extended to its
minority groups. Nevertheiess, sociologists,
historians and others who study the experi-
ences of ethnic and raciai groups in Canada
generaily concede that these problems are not
as severe or widespread as those found in the
United States and Great Britain. It would be
ditficult, however, to support the contention
that this situation exists because Canadians are
more tolerant or accepting of racial minorities

- than the residents of other countries.

Reaction to Change

The major reasons why the attitudes and
behaviour of Canadians appear to be less racist
than the populations of the United States and
Great Britain are first; the numbers of so called
“visible minorites’’ in Canada were relatively
small, and second; they did not constitute an
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economic or political threat. Restrictions on
the immigration of non-whites by the Cana-
dian government resulted in only a trickle of
non-whites entering the country until changes
in the Immigration Act in 1967. These changes
removed the most blatant provisions of the
former Act which had virtually closed the
door to immigration by non-white individuals
particularly from the so called “*Third World™’
countries. Most of the small number of South
Asians, Chinese and blacks who did manage to
be aamitted to Canada were from lower social
cconomic groups; domestics, labourers, and
other poorly educated and unskilled workers.
These groups did not constitute a threat to the
economic, social and political domination of
the majority white population. Thus Cana-
dians could enjov the myth that Canadian
society was less racist and less prone to overt
prejudice and discrimination than American
SOCiety.

This situation has changed drastically
sinice the late 1960’s. Changes in the Canadian
Immigration Act noted above, have permitted
increasing numbers of non-whites to migrate
to Canada {rom non European countries. For
example, in 1961, approximately 45% of
iﬁ*ﬂmigmm@ came to Canada from Great Bri-
tain; less than 5% came {rom the West Indies.
Irn 1976 British immigration had dropped con-
siderably while almost half of all new im-
migrants came from so called "Third World
countries.”

in addition, while Canada stili attracts
some non-skilled workers, including several
hundred gomestics, there has been 2 igﬁgw in
crease in the number of highly educated pro-
fe %s_ﬁmﬁ ¢ business men and women arriv-
ing from non-white countries. The result has
Deen z dramatic change in the racial character-
istics of the Canadian popuiation. Many Cana-
dians, as Tienharra (1974) notes, “‘appear to
nave a mentai image of an immigrant as 2
poor, starved, pathetic creature grateful to be
given a new chance in our country...an image
quite out of keeping with the high proportion
of skilled and successful immigrants in
Canada.”

It is obvious, however, that many Cana-
dians do not like tne new situation. The
numbers of non-white immigrants is increas-
ing and many more non-white immigrants are
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more visible and competing for high status oc-
cupations. Many new imumigrants are demand-
ing equal access to the benefits of living in a
modern affluent society. The increasing overt
discrimination, including physical assaults
against the black and South Asian population
is one result of these developments.

Studies of Prejudice

A number of recent studies, i.e. Roth
(1967), Hughes (1970), Kallen (1974),
Ramsharan (1975), Anderson and Grant
(1975}, Pitman (1977), Ubale (1977), and Head
(1975 and 1981), clearly document the percep-
tions and experiences of racial prejudice and
discrimination against non-whites in Canadian
society. A perceptive study by Henry (1978)
found that approximately 16% of a sample of
white residents of Metropolitan Toronto ex-
pressed strongly racist attitudes. Another 35%
reported mildly racist attitudes. Thus slightly
more than half of all respondents expressed
some degree of racism.

A recent poli conducted by the Gallup or-
ganization under coniract with the Multicul-
turalism Directorate of the Secretary of State
indicated that among other findings respon-
dents generally approved the fact that Canada
is 2 multicultural country. Manv want to main-
tain a fairly open immigration policy, and feel
that non-white immigration has made Canada
2 "culturally richer couniry.” On the other
nand, more than a guarter of these respon-
dernts would rather see non-whites “‘back in
their own couniry.” A majority of almost
three-fifths would “limit non-white immi-
grants and those permitted to enier would
have to prove themselves before they were
entitled to government services.” It appears
that these findings from other studies reflect
what is labelled as “‘cognitive dissonance.”” or
the fact that Canadian racial attitudes are bas-
ed on conflicting values. First, many Cana-
dians tend to believe in the ‘‘democratic
reed,  whiie, at the same time, not wantiag
to face the challenge which flows from this
belief. Whatever the merits of these specula-
tions, the non-white population of Canada is
clearly demonstrating increasing resistance to

accepting a “'second class’’ position in Cana-
dian society.



Resistance to Discrimination

While resistance to racist attitudes and
behaviour is not new, and was frequently ex-
pressed in writings, speeches, and initiation of
abolitionist societies during the early and mid-
nineteenth centuries, it has only been in re-
cent years that this resistance has taken on a
more specifically organized form. The major
organized attacks against Canadian racism
have largely occurred since the second world
war. inn general these attacks have come from
two basic sources; voluntary organizations
and official public agencies. The voluntary
organizations were first on the scene. It was
the action of voluntary black organizations
and their allies which pressured the Ontario
Government to enact legislation forbidding
discrimination in employment during the
1950’s. Continuing pressure led to the enact-
ment of an Ontario Hriman Rights Code in
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in 1962. These developments did not occur in
4 vacuuim; they were the results of sustained
organized activity by minority groups over 2
period of time. |
The Ontario Human Rights Code, the first
of its kind in Canada, forbids discrimination
on the basis of race, creed, colour, sex, na-
tional origin and a number of other grounds.
Discrimination is prohibited in housing,
employment, public accommodation and
other areas. Similar codes have been enacted
by the other nine provinces and by the federal
government. It would be difficult to argue,
nowever, that the establishment of human
rights commissions has led to any consider-
able reduction in the nature and extent of pre-
judice and discrimination in the country. In
general, the work of the commissions are bas-
ed on the “‘conciliation model,” that is,
documented violations of the codes are not
treated as “'criminal behaviour’ and subiject to
trials in courts of law. Individuals must file in-
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dividual complaints against private individuals
or organizations. There is no provision for
‘“class actions,”’ that is, complaints against
organizations and agencies on behalf of a
defined group, for example Blacks, Chinese,
South Asians, etc. Boards of Inquiry, the final
step when efforts to conciliate fail, do have
power to order compliance with the codes,
but this is generally a long and tedious pro-
cess. This ‘‘case by case’’ method avoids some
of the difficulties of lengthy court trials, but
the lack of power resources to initiate COofmi-
plaints and to monitor situations over a period
of time are obvious limitations.

The result is that, according to recent
studies, most complainants who feel that they
have been the victims of discrimination do not
bother to file a complaint. Many complainants
are not aware of the existence of human rights

commissions. Any objective examination of

the record of most commissions will be quite
mixed; many complaints have been resolved
to the satisfaction of complainants, others
have been deeply disillusioned with the
results of their involvement in the concilia-
ti01n Drocess.

The limited success of official human
rights agencies has, among other reasons, led
to the development of numerous voluntary
human rights organizations in Canada. These
developments were intensified with the in-
creasingly overt physical assaults on blacks
and South Asians in the mid-seventies, particu-
tarly in the larger cities of Toronto, Montreal
and Vancouver. The Urban Alliance on Race
Relations and the Committee Against Racism
it Metropolitan Toronto, the Black Solidarity
Association in Vancouver, and other groups
were direct outgrowths of these attacks.
Older organizations, such as the Canadian
Civil Liberties Association, the Canadian
Council of Christians and Jews, and national
ethnic organizations representing blacks,
South Asians and Japanese became actively in-
volved in race relations issues.

More recently, newer organizations, na-
tional and local, i.e. the Chinese Canadian Na-
tional Council, the National Association of
Canadians with Origins in India, the National
Black Coalition of Canada, the Japanese Cana-
dian Association, etc. have joined the struggle
against racism in Canada both at the local and

C U RRENTS
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national levels.

These groups have individually spon-
sored a2 number of conferences, symposia,
workshops and other educational and lobby-
ing programimes. More importantly, they have
broken out of their former isolation by work-
ing together on a number of issues of common
interest and concern. This cooperative activi-
ty possesses great potential since non-white
organizations are generally smail and lacking
adequate resources, in human resources and
financial support.

More recently, and partially as a result of
federal financial support for race relations ac-
tivities, the Ontario Federation of Labour has
demonstrated considerable interest in race
relations. The Federation chose "Racism
Hurts Evervone’’ as its theme for several con-
ferences held across the province of Ontario.

A focus on the need for Affirmative Ac-
tion on behalf of racial minorities has recently
become a major thrust of several race relations
organizations and other groups, i.e. the Social
Planning Council of Metropolitan Toronto.
The federal government has initiated affir-
mative action programmes on behalt of
women, naiive peoples and handicapped indi-
dividuals. However, these programmes are
voluntary. There is no legisiative backing,
and as could be expected, the results are ex-
tremely small. The City of Toronte, and a
few other municpalities have also become
involved in developing affirmative action
programmes, again, without mandatory legis-
lative support.

Affirmative Action programmes are fur-
ther handicapped by the lack of contract com-
pliance requirements, that is, that all govern-
ment contracts at whatever level, require the
contractor to sign non-discriminatory clauses
as a condition for being awarded the contract.
The lack of an adequate data base is another
cbvious limitation.

Some In pﬁ@ﬁﬁ@ﬂ@

The considerable amount of organiza-
tional development and activity indicated
above suggests that race relations have now
become a source of major concernn in many
segments of Canadian society. This is not to
suggest that all Canadians are interested or
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concerned with race relations issues; many
Canadians, and particularly those in positions
of considerable influence and power could
not care less. But the incidence of change is
undeniable, and these changes must have been
a result of a variety of types of pressure.

Nevertheless, it must be acknowledged
that the degree of progress achieved is
remarkably small. Prejudice and discrimina-
t1on are still very much a part of the Canadian
scene, particularly in the area of employment,
rental housing, relationships with the police
and other law enforcement agencies, and with
the mass media. The relative intractability of
these problems and the difficulties of finding
adequate solutions must not result in apathy
or defeatism. First a clearer understanding of
the basic causes of racism, sexism, ageism, and
other forms of discrimination must be utilized
inn the struggle to achieve equality of oppor-
tunity in Canada.

These factors are deeply imbedded in
Canadian conomic, political and social struc-
tures. Racial and other forms of discrimination
arce viewed, when not entirely ignored by ma-
jor decision makers, as merely peripheral and
unimportant. Any significant change in this
situation must of necessity be based on aware-
ness of racial problems on the national
agenda.

second, a clearer definition of the goals
and methods of organizational activity must
be achieved. Considerable confusion still ex-
ists regarding the short and long term goals of
specific programme activities. For example, is
a specific activity...working to improve the
relationship between the police and local
citizens a goal in itself, or is it merely one step
inn a more comprehensive goal? Are we seeking
the integration of racial groups intc mainline
white society, or are those who work for
racial equality more concerned with
separateness and conformity with the
muiticultural ideal of a Canadian mosaic?

Third, progress in eliminating or even
seriously reducing prejudice and racial discri-
mination in Canadian society will depend cna
much clearer awareness of the basic value
system of Canadian society. It can be argued
that Canadian society is inherently racist, sex-
ist, ethnocentric and oppressive. Canadians
have not restricted their prejudices to racial

T T A T L T e e T e 0l s e it m L Db | M 2 e
LRl EL T o T DT e A L e T er e R

Winter 1983

minorites. Historically, Canadians have alsc
penalized native peoples, the Irish, Ukrai-
nians, Italians, Jews and other groups. If non-
white groups did not exist, Canadians would
probably have to identify someone else to op-
press. An effective attack on Canadian racism
must of necessity come to grips with the op-
pression inherent in its prevailing economic,
political and social systems.

rourth, the hypothesis that prejudice and
discrimination are intensified in periods of
economic difficulty is probably a valid evalua-
tion. But it must not be forgotten that Cana-
dians have been quite capable of engaging in a
high level of racial discrimination in periods
of economic prosperity. For example, the six-
tics and other periods of general prosperity
were alsc characterized by high levels of racial
discrimination, i.e. the treatment of Japanese
Canadians ang except in a few instances, the
general refusal to accept blacks as first class
citizens. Other factors must be identified and
seriously examined in the development of
snort and long term strategies.

Finally, Canadians must face the fact that
high levels of unemployment will probably
persist over a long period of time. The increas-
ing use of robots and other sophisticated com-
puter controlled machines will undoubtedly
nave a massive effect on the lives and fortunes
of Canadians. Many present economic and
social problems will be intensified, thus
leading to increasing fears and insecurities.

Racial and ethnic discrimination will not
be solved in the absence of attention to these
more general problems. Minorities must de-
velop the awareness and capability to con-
tribute to their sclution. However necessary,
it 18 not sutficient to merely react to manifesta-
tions of hostility and discrimination as these
issues arise. It i much more important to
focus on positive action directed toward
desired change, to define specific goals and to
mobilize and work with potential allies who
share similar goals. This effort has already
begun; much more remains to be done.

Dr. Wilson A. Head is Past President of the Na-
tional Black Coalition of Canada, and the Urban
Alliance on Race Relations.
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What is ibe evidence?
Leon Muszynski

Data on the extensiveness and on the
specifics of discrimination in employment
against racial minorities are an essential com-
ponent of a policy and programme strategy to
combat discrimination. Yet these data are not
generally available in Canada. There is wide-
spread acceptance that discrimination does
exist, but there is little acceptance that
discrimination is widespread. Thus there is
support for bodies such as the Ontario and
Canadian Human Rights Commissions that
serve as legal bodies protecting the rights of
individuals who have experienced discrimina-
tion, but there is little support for pro-
grammes of affirmative action which attempt
to improve the situation of minorities as a
class.

We have compiled what evidence there is
on the existence of discrimination in Metro-
politan Toronto.! These consist of informa-
tion on human rights caseloads, attitudinal
surveys and statistical information on the in-
come and employment situation of minorities.
Individually they do not provide effective evi-
dence of widespread discrimination. Taken to-
gether they offer a compelling case for recog-
nizing discrimination against racial minorities
as a systemic phenomenon. At the very least
they provide the first level of information re-
quired in identifying discriminatory barriers
to the employment of minorities.

Human Rights Caseloads

Of the total of 893 cases brought to the
Ontaric Human Rights Commission in 1980/
81, 747 or 84 percent were complaints of
discrimination in employment. Almost haif of
all of these cases were on the grounds of race
and 58 percent on the grounds of nationality

or ancestry.2 Thus, 40 percent of all cases
handled by the Ontario Human Rights Com-
mission in 1980/81 were on the grounds of
racial and ethnic discrimination in employ-
ment. Since 1974-75, allegations of racial dis-
crimination in employment and other areas
have constituted 36-50 percent of all com-
plaints resolved.3

The way in which human rights enforce-
ment bodies operate requires that, in most
cases, the individuals who perceive them-
selves to have been discriminated against
lodge the complaint. Because discrimination is
very often subtle or unintentional it is not ob-
vious to the victim that they have been wrong-
ed. As a result most cases go unreported.
There is also a fear of causing trouble which
could have negative eiffects on a person’s
future employment-secking efforts. And there
is a general skepticism of the effectivenss of
human rights bodies. In any case we cannot
rely on individual allegations of discrimina-
tion as a measure of discrimination because
there may not be an adequate retiection of the
actual number of cases of discrimination.
These data tell us discrimination exists and
they tell us something about the way it exists
but they tell us nothing about its magnitude or
its 1impact.

Attitudingl Surv&yg

Studies of the attitudes of various ethnic
and racial groups toward discrimination pro-
vide important inferential evidence of the ex-
istence of widespread discrimination. Accor-
ding to the Study of Ethnic Pluralism in Toron-
to in 1978 both Chinese and West Indian
groups have had the highest proportion of re-
spondents stating that they perceived discri-
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mination in employment to be a problem.?
Three quarters of West m@;m said it was a
serious probiem for their group; 24 percent Of
Chinese respondents, 22 percent of Iralian, 17
percent of both Jewish and Portuguese re-
spondenis said that they thought that discri-
mination in employment was 2 serious prob-
iem for their groups.

Twenty-eight percent of West Indians and
29 percent of Chinese respondents reported
that they had directly experienced discrimina-
(1on frving to get a job. This was more than
double a,h@ proportion responding positively
for any other group.

Even majority Canadians are convinced
that discrimination against racial and ethnic
minorities is widespread. Almost 80 percent
of majority Canadians felt that emplovers
were discriminating against West Indians, and
54 percent said that employers are discrimina-
ting against people of Chinese origin. Approx-
imately half said they think employers are also
discriminating against Jews and people of Por-
ftuguese origin.

A study of racism in Toronto in 1978 by
Dr. Frances Henry found that the majority of
the white population sampled in Toronto held
racist attitudes towards blacks and Asians.5
Over 15 percent held ‘“‘very racist’’ attitudes
while 35.2 percent held ‘‘somewhat racist’’ at-
titudes towards these same groups. It is
reasonable to assume that such attitudes are
present among people who make decisions
about the employment of minorities and that
these decisions are discriminatory. These data
provide evidence of the existence of discrimi-
nation and they even tell us that it is likely
widespread, but they do not provide objective
information on magnitude and impact.

Income and Employment
Data on Minorities

The most important data available to
measure the existence and the impact of dis-
crimination are those that provide informa-
tion on the employment and income status of
minorities in the labour force. We consider
five different sources of data: 1) the 1971 cen-
sus; 2) a 1969-1971 survey of recent immi-
grants to Canada conducted by Manpower and
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Immmigration; 3) a 1969-1970 survey of male
nousehold E‘mam«a in Toronto; 4) the 19?6 cen-
sus; and 5 the 1978-1979 Ethnic Pluralism
Stuay.

These data are derived from statistically
represeniative samples of relevant ponulation
groups. Thev ¢o have mazjor weaknesses how-
cver. They often combine ethnic or racial
groups, making analysis difficult and/or they
do not control for factors affecting economic
status. The most important weakness in the
census data are the definitions of racial and
ethnic groups. Race itself is not information
requested from respondents. Mother tongue
and country of origin are used and while they
provide important information allowing in-
ferences on racial background, thev are not
definitive measures of race. They do not, for
example, measure the number of blacks in
Canada who are Canadian or British in origin,
of which there are large numbers.

A further problem with the first three
sources is that they do not cover the period
since 1971 when most racial minority groups,
other than Chinese, settled in Canada. In 1970
it was estimated that 4 percent of the popula-
tion of Metropolitan Toronto were black,
Asian or native Canadians.® Estimates in 1981
were that Toronto’s non white population
was at least 15 percent and probably more ac-
curately 20 percent of the total population.”

The analysis of these earlier data also
combine ethnic or racial groups which makes
analysis difficult. Many do not control for fac-
tors that would influence economic or
employment status.

Richmond and Verma analysed the mobility
patterns of males in the labour force. After
controlling for the effects of age and educa-
tion they found that most European groups
and also Asians experienced considerable
mobility even within the first generation.8 But
some groups were much less successful.

“Particularly notable is the economic
deprivation of the French Charter group
and the third-plus generation of ‘other’
origins, which consists mainly of native
peoples and those of black and mixed
racial origins.”’®

A 1980 report by Richmond and Kalbach
also used 1971 census data for Toronto and
other Canadian cities.'® They confirmed the
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general pattern of upward mobility for heads
of households aged 35-44 from most ethnic
groups who are Canadian born. In 1970 Asian
immigrants aged 35-44 earned an average of
$7,733 whereas the Canadian born of Asian
origin earned an average of $10,447, only
about $500 less than the corresponding group
of British origin. Blacks as a group are not
separately tabulated but a group listed as “‘all
other’ in their analysis, did not experience
the same mobility. In their analysis of low in-
come, in the same report, they concluded
that:
“Those most likely to have low incomes
were the third-plus generation of other
ethnic origins of whom 47 percent were
in the low income group; it should be
noted that a large proportion of this
category were Native Peoples and Cana-
dians of Negro and West Indian
origin,’’ 1!

Once again the evidence provided by the
1971 census is not conclusive. In this study
education and other job gualifications are not
separated out as independent variables affec-
ting income. A 1976 study by Marr again using
1971 census data snowed that unemployment
rates for Third World immigrants to Ontario
in 1969-71 were double the average for other
immigrants. Also, male immigrants from Third
World countries were found to have had
lower incomes than other male immigrants in
many specific occupaticons.

In a survey of immigrants conducted by
the Department of Manpower and Immigra-
tion in 1969-71, respondents were followed-
up over 4 three year period.!3 The survey was
not restricted to Toronto, and the results were
not analvsed in terms of education or job
qualifications. The findings of this study were
that Third World immigrants experienced
higher rates of unemployment in their first
year in Canada; they were more frequently
unable to find work in their chosen fields of
work; and they earned less money. The in-
come gap remained significant at least over
the first three years in Canada. In an analysis
of these and other data, the Economic Council
of Canada concluded inn 1978 that:

“In general, most immigrants start on
the lowest rungs and work their way up
the social ladder of the host society so
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that over a generation or two, they need
not be identitied by their initially low
social status. Although long-run longitu-
dinal data are not available on this point,
there remains the presumption that up-
ward mobility may be especially difficult
for members of a ‘visible’ ethnic
minority.”’ 4

Goldlust and Richmond analysed a2
1969-70 survey of male household heads in
various ethnic groups in Toronto. Because of
the relatively small number of blacks and
Asians in the Toronto population, these
groups constituted only about 3 percent of the
sample and they were combined.’s Goldlust
and Richmond attempted 1o separate ethnicity
as a determinant of incomes by means of
regression analysis. They controlled for social
origins, vears of education, present occupa-
tional status, age, years of residence in Toron-
to, and vears of post secondary education.
The analysis showed that given an equivalence
among all ethnic groups on all of these charac-
teristics, immigrant men of Slavic mother
tongue earned $1,200 less than they should
have, Greek and Portuguese earned $1,400
less, and those of black and Asian origin were
earning $2,900 less than what was expected.
The authors interpreted these findings as
evidence of discriminatory barriers to the
employment of blacks and Asians.

In a special tabulation of the 1976 census
for the Social Planning Council of Metropoli-
tan Toronto, the unemployment rate in Metro-
politan Toronto for people reporting an Indo-
Pakistani mother tongue was 12 percent or
double the average rate of unemployment for
that year. Hispanics and those with Chinese
mother tongues also had above average rates
of unemployment.

The most recent data are those produced
by the 1978-79 Ethnic Pluralism Study. This
study surveyed relatively large representative
samples of both males and females of selected
ethnic groups in Metropolitan Toronto. It in-
cluded those of Chinese origin and West In-
dian blacks, but did not include South Asians
or Hispanics.

In an analysis of these data by Reitz ef al.,
incomes of those of Chinese origins were
found to be as high as the incomes of most
other income groups including ‘“‘majority
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Canadians. ¢ Both West Indians and Portu-
guese male incomes were lower on average by
roughly $3,000. This suggests that the previ-
ous findings of Goldlust and Richmond for
Asians and blacks needs to be interpreted in
light of the much higher incomes for those of
Chinese origin and much lower incomes for
blacks. Among women, Italian and West In-
dian women had incomes of $6,000 less than
tnose of majority Canadians.

Controls were established on those fac-
tors which were independent of ethnic status
put which could influence levels of income
such as education, work experience, and
knowledge of Englishh. These results showed
that males in some immigrant groups, notably
italians, earned high incomes relative to their
education. It also found that Chinese men
underearned by about $500 compared to ma-
iority Canadians and West Indian black men
underearned by $82,400. The inequalities ex-
perienced by women were even greater.
Several visible minority group women under-
carned by several thousand dollars. Chinese
women underearned by 83,500 and West In-
dian black women underearned by $3,800 in
relation to majority Canadians.

Reitz went on to investigate the dynamics
of labour market segregation. He found that
three groups — Italian, Portuguese, and West
Indian — had low job status {(measured on the
Blishen job status scale) and were also segre-
gated or over-concentrated in occupations
with low job status and low incomes. How-
ever, they differed in two major respects.

The low job status of Italians and Portu-
guese was related to their iow levels of formal
education. For West Indians who are on the
whole well educated, this is not the case.
Their exclusion from high status jobs occur
ior other reasons and the most likely one is
the prevalence of discriminatory barriers.

Only the incomes of Italian men were
close to the levels of income of majority Cana-
dian men despite the low job status of Italian
men. All others, i.e., Italian women, Portu-
guese men and women, and West Indian men
and women, nad incomes that were comensu-
rate with their low job status. Italian men that
earned high incomes were often concentrated
in occupations or work settings that paid high
income but had low job status. Those West In-

C TR RENTS

1 v .:.,Ir' : ; - o s

Winier 1983

dians and Portuguese workers that earned
high incomes tended to work in non-segrega-
ted occupations and work settings. Those that
carned low incomes worked in segregated oc-
cupations. Sixty-eight percent of West Indian
men in Toronto were found to be working in
segregated low income occupations. Fifty-
seven percent of West Indian women were
working in segregated low income occupa-
tions such as nursing and hospital orderlies.

Those West Indian men who were con-
centrated in some high status occupations
such as medicai doctors were actually earning
much lower incomes than would be expected
on the basis of their education and their job
status.

Based on his analysis Reitz suggested that
groups that have historically experienced dis-
crimination or disadvantage such as Italians
and Jews, tend to earn high incomes only
when they work in occupations that are in
somie way protected by their own groups.

These findings provide some evidence of
pvarriers in the labour market that are not
reiated to iob gqualification but to racial or
ethnic characteristics. Research on dual labour
or segmented labour markets in Canada is not
extensive. What research does €xist points to
the existence of ‘internal’ labour market struc-
tures where, depending upon the occupation
or industry, different rules and procedures ap-
ply for hiring and promotion. These different
rules and procedures will serve to further
segregate difterent groups to different occupa-
tional roles based more on custom and the
preference of employers than sound hiring
criteria. There is certainly a need for much
more extensive research on labour market
segmentation in Canada.

While these data provide compelling evi-
dence that discriminatory barriers to the
employment and promotion of minorities,
especially visible minorities, exists in Toronto,
and that it is probably extensive, it is impor-
tant to acknowledge that it is insufficient
evidence. Critics of affirmative action policies
claim that differences in income and occupa-
tional status may be related to other social fac-
tors than discriminatory barriers in the
employment system. These inciude the
socialization of groups to assume certain oc-
cupational roles by the family, the school, and
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peer groups. They conclude that changes
should be directed not at employer practices
but at the institutions of society that influence
people’s attitudes.

We cannot eftectively respond to this
assertion with social data showing dispropor-
tionate representation, lower income, or even
higher unemployment alone. Social data pro-
vides the first step in identifying discrimina-
tion. The next step requires detailed research
into the impact of procedures used in specific
industries and by specific employers. Where
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differential impact as a result of these proce-
dures is identified, the third step required is to
develop methods of objectively validating the
criteria used by employers to judge suitability
for employment or promotion. Such detailed
research in other countries has provided over-
whelming evidence of the pervasiveness of
discriminatory barriers against minorities in
all aspects of the employment system.

Leon Muszynski is Program Director, Social Plan-
ning Council of Metropolitan Toronto.
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Earl Milleyr

Affirmative action and laction positive
are two pnrases which by their sound suggest
something dynamic: a concept which links the
process of confirmation with 2 movement for-
ward. Is affirmative action something to cheer
about? Many of us think so. But in some
circles, affirmative action is threatening. To
some it represents an intervention between
the employer and the supply of labour in the
market place. To others, affirmative action is a2
potential, catalytic tool, which can lead to
escalating demands for broad system change.

On both counts, the threatened parties
are right. An affirmative action programme
that is designed and implemented with full in-
tegrity is intended to change the status quo. In

situations where workplace relations affect

racial and ethnic minorities, it is evident that
the status quo needs to be changed.

What is affirmative action?

In its broadest sense, affirmative action is
any practice, programme or decision which is
intended to remove barriers and facilitate the
advancement of racial and ethnic minorities,
women, disabled people, or other disadvan-
taged groups. Affirmative action can be in-
itiated in a number of settings: the workplace;
colleges and universities;- professional and
technical schools; public boards, committees
and special purpose bodies; government ad-
visory councils; etc.

In ail cases affirmative action programmes
have certain common features. It is an explicit
and planned effort to involve groups that have
been historically excluded or discriminated
against; it is intended to eliminate the barriers
which have resulted in exclusion or unequal
treatment, and to replace these barriers with
practices that are fair; it is results-oriented.
The success of a programme is judged in the
light of measurable goals and timetables, and,

up.

In the workplace, affirmative action
focuses on promoting equal treatment in sys-
tems of employee recruitment and hiring, per-
sonnel training and development, wages,
salaries, benefits and employee promotion
and transfer. In pursuing the objective of in-
clusion as opposed to exclusion, workplace
atfirmative action is intended to eliminate
practices which reward employees unequally
according to criteria which are not job related,
such as on the basis of race, colour, national
origin, sex, or physical disability. These un-
equal practices are to be replaced by proce-
dures which compensate for past discrimina-

tion and which allocate future rewards on the
basis of merit.

Affirmative action in the workplace takes
on a special significance. The workplace is the
focal point for the exchange between labour
and the owners and managers of productive
capital. Consequently, it is an arena where
change in the employment system is highly
controversial. Workplace affirmative action
can also be initiated within unions to ensure
greater minority participation in union locals,
to deal with racist incidents on the shop floor
and to build non-discrimination goals into the
collective bargaining process.

From another perspective, it is through
quality working conditions, employment
security, adequate income and future oppor-

tunity, that many of us feel integrated into

society and capable of participating in its in-
stitutions. Fair treatment in the workplace is
thus a vital part of achievement in the areas of
social inclusion, social justice and social
development.

Any explanation of affirmative action and

its potential in the workplace must stress that
its primary purpose is behavioural or system

change and not attitude change. The expres-

sion, “"When you've got 'em by the vitals their
minds will follow,” is a graphic, but apt illus-
tration of the way in which advocates of affir-

its ongoing implementation is protected by an
organized system for monitoring and follow-
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mative action view the relationship between
behaviour and attitudes. “You don’t have to
love us, just hire and promote us equally,” is
an expression used in a similar vein. The point
1S that regardless of human intent, it is the
results in changed employment practices and
in the number of previously underutilized per-
sons who are recruited, hired, developed and
promoted, which distinguishes authentic affir-
mative action programmes from imaginative,
but largely symbolic facsimiles. Affirmative
action goes further than equal opportunity
programmes. Because it not only stresses
cquality of access to employment, it actively
pursues equality of employment results.

Why are affirmative action
programmes for minorities
needed?

It is ditficult to appreciate why affirma-
tive action is being advocated unless some-
thing is said about the social and economic
context from which it has emerged.

Affirmative action is an innovation from
the United States. The concept, which is legal-
ly enshrined in Title VII of the U.S. Civil
Rights of 1964, evolved out of decades of
struggic by black people, women, and more
recently, disabled people, for equal rights.
The civil rights movement in the United States
was a broad-based popular front aimed at
securing legal protection against discrimina-
tion at all levels of community life — on the
job, in the courts, in housing, in education, in
social services and in politics. Affirmative ac-
tion in employment evolved as a tool to
enable people who were victims of job discri-
mination, to actively correct the situation.

It 1s essential to recognize that affirmative
action emerged as a response to the historic
and systematic mistreatment of groups of peo-
ple. Racism, sexism, and discrimination
against the handicapped were regarded as in-
stitutional problems, which warranted an in-
‘stitutional and legally enforced remedy. It was
acknowledged that the victim was not to
biame for racial inequality. The systematic
mistreatment of people of colour in the
United States for centuries resulted in institu-
tionalized inequalities in the social and
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economic structure. Racism was at the same

time both a cause and effect, of a self-

perpetuating imbalance in economic, political
and social power. This imbalance consistently
tfavoured majority ethnic groups at the ex-
pense of others. Such an imbalance could only
be counteracted by the rigorous affirmation of
equal rights, through laws and programmes.
that were applicable at all levels of society.

The evolution of affirmative action has
proceeded in conjunction with increasing
recognition that racism, sexism, and discrimi-
nation against the handicapped are institu-
fional as well as attitudinal in character. This
recognition supports the view that both sys-
femic and individual sources of discrimination
must be addressed, if equal treatment is to re-
sult. For this reason, three types of discrimina-
tion are now the common targets of affirma-
tive action in the workplace: overt discrimina-
tion - whereby a person is not recruited,
hired, or promoted as a result of the employ-
er's individual bias against the person’s col-
our, ancestry, sex or other characteristic; un-
equal treatment — which involves the applica-
tion of different employment policies, regula-
tions or practices to different groups of em-
ployees, as when employees at the same level
are given different wages based on race, eth-
nicity, sex, or physical condition; and sys-
temic discrimination — which refers to em-
ployment practices that unintentionally have
the effect of excluding minorities, women, or
other groups. Most often this results when
procedures that are not related to job perfor-
mance are used. For example, emplovers
sometimes set unnecessarily high educational
requirements for certain jobs, thereby
eliminating competent people who lack
academic credentials.

In the United States, when people are ex-
cluded from jobs for reasons that are not
necessary for the efficient and safe operation
of business, then they are being discriminated
against. But what about Canada? If affirmative
action in employment is justified by the pur-
suit of equality, against a history of individual
prejudice and institutional inequality, what
then is the Canadian experience? |

Like the United States, Canada is an un-
equal society. Today the top 20% of income
carners in Canada receive over 40% of total
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family income. In contrast, the bottom 20%
of income earners share about 5.9% of total
income. This unequal pattern of income distri-
bution has remained virtually unchanged for
over forty years. The principle means for re-
distributing wealth — the tax system and the
social welfare system — confer benefits on rich
and poor alike, so that in relative terms,
nothing changes much.

Within this larger framework of social
and economic inequality, minority, female,
and disabled workers are disadvantaged by
higher levels of unemployment, relatively
lower rates of pay for comparable work, ex-
clusion from high status jobs and harassment
in the workplace.

It is true that race relations in Canada has
a ditferent history than in the United States:
most people of colour in Canada are re-
cent immigrants, although native people have
lived here for millenia, and blacks and orien-
tals have been inhabitants for more than a cen-
tury. The relationship of most minorities to
the dominant Canadian culture mirrors the
relationship between the third and first
worlds. Parallels to the experiences of mino-
rities in the United States are, therefore, not
always apt.

However, there are numerous indica-
tions, that over the years, institutional discri-
mination against minorities has been a feature
of Canadian life. This is illustrated by the
following selected events:
® In 1689, Louis XIV of France legalized slave-

ry in the colony of New France. The slave
trade, which included native Indians as well
as Africans, was not formally abolished until
1834 in Canada.

® Segregated schools for whites and non-
whites existed in Nova Scotia, Ontario and
New Brunswick until well into this century.

e In 1884, Canadian legislation imposed a
head tax on Chinese immigrants to effec-
tively curtail their legal entry.

* In 1909, to prevent immigration from the
Indian subcontinent, the Canadian govern-
ment required that all immigrants had to
reach Canadian ports by a single continuous
voyage.

®* During World War II, Japanese-Canadians
were systematically interned and their pro-
perty was confiscated, without the right of
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appeal or compensation.

¢ Until the late 1940s, Chinese and Japanese
Canadians were denied the right to vote and
thus denied entry into professions such as
law and pharmacy, which were open only
to those with voting rights.

* Until 1960, native people did not have the
right to vote.

Research studies have provided more re-
cent evidence that minorities face unequal
treatment in the workplace.

e A 1969-71 survey of immigrants conducted
by Manpower and Immigration found that
compared to other immigrants, Third World
immigrants experienced higher rates of
unemployment, edarned less money, and
were frequently unable to find employment
in their chosen fields of work.

¢ A 1969-79 survey of ethnic heads of house-
holds found that after equalizing the effects
of social origin, vears of education, present
occupational status and vears of residence in
Toronto, Asians and blacks earned less than
other groups with comparable skills.

® A 1980 study based on the 1971 census
found that the occurrence of poverty was
probably greatest among very recent immi-
grants, pre-war immigrants and third-plus
generation Canadians who belong to non-
white minority groups, including native
Indians, blacks and Orientals.

¢ Evidence from Ontario Human Rights Com-
mission cases indicates that in 1980, 40% of
all cases handled by the commission were
on the grounds of racial and ethnic discrimi-
nation in employment. This is the single
largest category of complaint that the com-
mission handies. |

e Finally, studies of attitudes and perceptions
of various ethnic groups show that 28% of
West Indians and 29% of Chinese perceive
that they have experienced job discrimina-
tion. The same study shows that 80% of ma-
jority Canadians perceive that employers
discriminate against some non-white
groups.

In Canada, the unequal treatment of
minorities is an historic legacy. This fact,
coupled with current evidence that workplace
discrimination is a problem for minorities,
provide ample justification for advocating af-
firmative action.
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In Metropolitan Toronto, it is estimated
that about 20% of the population are non-
white minorities. Minorities are therefore, a
permanent fact in the workplace. Utilizing the
skills of minority workers to the maximum,
within a framework of job equality, should
therefore be a major component of labour
force strategies in all sectors.

What steps are needed to
successfully implement
affirmative action?

To be effective, an affirmative action pro-
gramme depends upon a combination of fac-
tors. In the workplace these include a legal
framework which prohibits discrimination in
its various forms and which provides strong
incentives or penalties that will result in fair
cmployment practices; a serious commitment
by the employer to address discrimination and
underutilization problems and to carry out
needed changes; the development of an affir-
‘mative action plan, which identifies work-
place barriers, sets equal employment goals
and timetables, establishes a monitoring pro-
cedure and provides mechanisms for em-
ployee input.

The fate of any affirmative action pro-
gramme, however, is fundamentally affected
by the political climate of the society into
which it is introduced. The extent to which
the problems of racism, sexism, and handicap-
ism have a priority ranking on the political
agenda determines whether affirmative action
will get the legal, administrative and financial
support that is inevitably required.

in Ontario, the evolution of affirmative
action legislation, like the evolution of human
rights safeguards, has been cautious and incre-
mental. There is no intention in this province
Nnow, or in the short term, to make affirmative
action mandatory. Racism, sexism, and other
forms of unequal treatment are not yet consi-
dered serious enough to compel individuals
and institutions to refrain from oppressive
behaviour. Consequently, while Ontario pro-
hibits discrimination on the grounds of race,
colour, sex, creed, disability and other charac-
teristics, penalties for non-compliance are not
severe, significant gaps exist in enforcement
of the Human Rights Code and affirmative ac-
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tion is voluntary. This is the case in spite of
the evidence that institutional discrimination
in Canada is historic and widespread. The
belief in voluntarism is maintained, even
though it is clear that U.S. employers began to
seriously undertake equal employvment initia-
tives, only after the law had made discrimina-
tion costly.

At the workplace level it is important to
openly promote a non-discriminatory em-
ployment policy; assign senior administrative
responsibility for the affirmative action pro-
gramme; involve unions in decision-making;
collect and analyze workforce utilization data;
review personnel policies; set measurable
goals for system change; and conduct pro-
gramme evaluation and follow-up.

These steps, if supported by the right
combination of administrative leadership and
financial and technical support, can produce
results. In Ontario, the limited take-up of affir-
mative action by the private sector under
veluntary initiative suggests that stronger in-
centives or penalties are needed, if equality in
the workplace is to become a reality.

affirmative action?

When there are laws which tell people
not to discriminate and which require that
they actively create equal employment oppor-
tunities, then the problem of winning support
for affirmative action diminishes in impor-
tance. 7hey have to go dlong. In a voluntary
environment, advocating affirmative action
becomes a complex problem. Employers and
management personnel must be persuaded
that affirmative action can resuit in more
cquitable and efficient employment processes;
improved staff motivation and morale; lower
rates of turnover and absenteeism; improved
numan resources planning and an enhanced
corporate image. Labour leaders must be con-
vinced that affirmative action will lead to im-
proved working conditions for their mem-
bers; stronger protection of workers’ rights:
fairer distribution of salary and benefit pack-
ages and more objective criteria for staff de-
velopment and promotion. Governments
must be persuaded that affirmative action can
contribute to more harmonious industrial re-
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lations; the promotion of equity and social
justice; and the political integration of dis-
affected and alienated groups.

Fortunately, affirmative action c¢an have
many of these effects and is therefore worthy
of support. But what if it didn’t? Would that
mean that the equal employment rights of
minorities and other groups should not be ac-
tively pursued or guaranteed? Could business,
labour and government voluntarily withdraw
their support of affirmative action, on the
grounds that it did not satisfy their selt-
interest’

This is the trap that voluntary affirmative
action can lead to. It makes equal employment
rights hostage to the marketing techniques of
the promoter and to the prospect of higher
profits, better working conditions and greater
political loyalty. If the goods aren’t delivered,
then the rights aren’t either. This is why, in
times of economic crisis like the present, at-
tempts to extend minority rights have receiv-
ed such a feeble response from almost all sec-
tors of the employment system.

I believe that business, labour and govern-
ment should support affirmative action for
minorities because minorities are entitled to
equal employment rights. This entitlement, by
itself, is reason enough. The positive side-
benefits of affirmative action are valued, buft
they should never be the condiiions upon
which equal employment rights are granted.
There is only one condition under which it is
tolerable to permit the equal employment
rights of minorities. This is to be dependent
upon the selt-interest of others when the
penalties for discrimination make it in every-
one’s self-interest to uphold the rights of
minorities equally.

What is the special role
of community groups?

We are at a critical point in our history,
when many of the anticipated gains from
struggles in the 1960s and 70s are either being
placed on hold, or are being withdrawn.
Funding cutbacks to voluntary organizations
and to advocacy units in government have
made it increasingly difficult to undertake ef-
fective public education, aimed at stimulating
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progressive change. These developments
reflect our historic dependency on economic
good times. To make significant head-way in
the human rights field, however, it is precisely
in times of economic hardship that those
who face unequal treatment, including many
racial and ethnic minorities, are particularly
vulnerable.

The challenge of economic recession has
also brought with it some opportunities.
Labour unions, social agencies, boards of
education and local governments — as places
where the tension is being expressed — are in-
creasingly speaking out against racism. Some
are attempting solutions through race rela-
tions training, union seminars, English-as-a-
second-language instruction, public education
campaigns, non-discrimination policies and
torms of affirmative action. These are promis-
ing signs and their continuation must be
encouraged.

This is where activists who work in com-
munity groups and in affirmative action pro-
grammes have a vital role. Strong leadership is
needed at the community level, to build a
broad-based alliance in support of equal
rights. Specifically, mandatory affirmative ac-
tion in employment must become a major
theme of research, public education and advo-
cacy work that is relevent to minorities. The
political will to eliminate inequality at work in
this province has to be created by those who
have alternate visions, by those who organize
and plan strategically, and by those who vote.
The message, that discrimination in the work-
place and elsewhere is a problem that we want
solved, is a message that must be emphatically
delivered by community activists, unions and
by enlightened people in business and
government.

Minority leaders must be on the cutting
edge of this dynamic movement toward
change. Ultimately, it is those of us who are
black, yellow, red and brown who are respon-
sible for the strongest and most eloquent ad-
vocacy of our rights. Affirmative action is one
of a number of very useful strategies. So I say
to my brothers and sisters of colour, let’s seize
the opportunity and take it to them!

Earl Miller is a staff member of the City of Toron-
to Mayor’s Commitiee on Community and Race
Relations.
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I'be American Experience with Affirn

iative Aciion

Paul Scoti

Most Canadians have derived their under-
standing of the concept of affirmative action,
as well as how a mandatory affirmative action
programme functions and is enforced, from
the experience of our American neighbours.
The prevailing Canadian view of the U.S. pro-
gramme seems to be that it is immoral, over-
regulated and ineffective. Critics argue on the
one hand, that employers have been forced by
2 heavy-handed bureaucracy to hire unquali-
fied minority workers and women, over quali-
fied white males. This has resulted in charges
of reverse discrimination. On the other hand,
Canadian minority group members will claim
that the programme has been manipulated by
cynical, uncommitted employers, to the bene-
fit of no one, except perhaps white women.

The United States government has two
distinct bases for requiring mandatory affir-
mative action: contract compliance and man-
datory affirmative action based on a finding of
discrimination. The Federal Contract Compli-
ance Program (OFCCP) began in 1941, as a
tool for prohibiting racial discrimination by
defence contractors. Since that time, the pro-
gramme has gradually become more com-
prehensive and pro-active. Today, it seeks to
cnsure that women and minorities have equal
opportunity and access to entry level posi-
tions, in all those companies which hold con-
tracts with the federal government.

All federal contractors are required to pre-
pare and submit an affirmative action plan,
which includes a statistical analysis of the
utilization of women and minorities in the
company's workforce. This is compared to
the availability of qualified women and
minorities in the labour market, to determine
whether their representation is proportional.
In addition, the contractor’s employment sys-
tems are reviewed and evaluated, to deter-
mine whether they are discriminatory, or
have an unnecessary adverse impact on
women and minorities. If it is found that the

contractor underutilizes or is discriminating
against women and minorities, the develop-
ment of a remedial plan of action is required.
Goals and timetables are included in the plan
of action.

Contrary to popular belief, the failure of 2
contractor to meet stated goals, or achieve 2
standard of utilization appropriate to external
availability will not necessarily result in sanc-
tions if the contractor has made every good
faith effort to meet the programme’s objec-
tives. However, the Office of Federal Contract
Comipliance can invoke sanctions, if it finds
that a contractor has viclated the contract’s
equal opportunity clause. The range of sanc-
tions includes referral to the statutory human
rights body, cancellation or termination of the
contract, or debarring the contractor from all
future federal contracts.

Only rarely have the severest sanctions
been imposed. In the past ten years less than
twenty debarments have occurred. The real
strength of the programme seems to lie in the
model and assistance provided by the compli-
ance agency, and in the threat of sanctions.

The legislative basis for mandatory affir-
mative action outside compliance, is Title VII
of the Civil Rights Act of 1964, which applies
to all employers. The federal, Equal Employ-
ment Opportunity Commission (EEQC) is em-
powered by Title VII, to investigate com-
plaints of employment discrimination, redress
grievances and prescribe a conciliatory
remedy where discrimination is found to have
occurred. Affirmative action is usually the
prescribed remedy. Title VII has recently been
described as the “‘spur” or ‘‘catalyst,” which
along with compliance provisions, has caused
many U.S. employers and unions to voluntari-
ly self-examine or self-analyze their employ-
ment practices, to endeavour to eliminate
discrimination and its effects. Through volun-
tary action, many employers have not only
avolded law suits and expensive settlements.
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but have also been able to develop their own
unique anti-discrimination measures, which
g0 far beyond the minimum requirements of
the law. In fact, in a landmark decision, Furn-
co v. Waters, the U.S. Supreme Court ruled
that any system which an employer imple-
ments in order to effectively eliminate
discrimination meets the requirements of the
law.

The mode!l of affirmative action, which
was adopted by the U.S. courts and enforce-
ment agencies represents a comprehensive
response to the problem of discrimination. Af-
firmative action was not designed to address
individual pathology; its aim is to systematic-
ally dismantle those widespread and entrench-
ed patterns of discrimination, which have
become institutionalized in employment sys-
tems, and, which routinely confer privileges
and advantages upon the dominant group,
while imposing penalties and disadvantages
upon minorities and women. Discrimination,
both systemic and structural, is capable of
converting what appears to be neutral acts, in-
to further discrimation. In Griggs vs. the Duke
Power Company (1971), the U.S. Supreme
Court ruled that a job requirement equally ap-
plied to all applicants, but which has a
negative impact on blacks, and cannot be
justified by business necessity, is illegal.

U.S. affirmative action programmes, to be
effective, have had to be as comprehensive as
the problem which they are designed to
remedy. According to guidelines established
by both the EEOC and the OFCCP, there are a
number of basic elements in a programme. An
organization must make a written commit-
ment providing for equal opportunity and
disseminate this policy, within the organiza-
tion and to the surrounding community. A
senior official must be assigned adequate
authority and resources to implement an affir-
mative action plan. The organization would
then identify underutilization and discrimina-
tory barriers in order to develop a plan which
removes these barriers, overcomes the causes
of underutilization and aim towards the repre-
sentative utilization of women and minorities,
by means of goals and timetables.

According to the Office of Federal Con-
tract Compliance Programmes, a goal is stated
as a percentage of the total employees in the
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job group. Ultimate goals must be equal to the
available percentage, or an estimate of avail-
able women and minorities. A timetable is
generated to achieve the ultimate goal within
a feasible time period. Finally, monitoring
systems to evaluate progress and hold officials
accountable for progress or a lack thereof are
put in place. Organizational and community
support for the objectives of the plan are then
promoted.

The range of measures which employers
have adopted in their affirmative action plans
is broad and continues to expand. To deter-
mine the appropriateness of a particular affir-
mative action remedy, one must return to the
problem — how does the discrimination mani-
fest itself and how can it be best dismantled?
In a2 long series of decisions, the U.S. courts
have attempted to clarify what is appropriate
and just, in an affirmative action programimec.
There is widespread acceptance of such
measures as outreach recruitment and accele-
rated training programmes. However, firing
or retiring whites or men, in order to increase
the participation of minorities and women, re-
mains a universally condemned practice. It is
those measures which fall into the middle of
the spectrum which have generated the great-
est controversy and stimulated charges of re-
verse discrimination.

Ratio and percentage selection techniques
have been approved of in some cases by the
courts, as in the example of the United Steel-
workers of America vs. Weber (1979), where
Kaiser Aluminum and United Steelworkers of
America undertook a programme to guarantee
a percentage of training spaces to black
workers, until a goal for black representation
in the workforce had been met. Perhaps the
most celebrated quota case in U.S. law is The
Regents of the University of California vs.
Allan Bakke (1978). Bakke, a white, medical
school entrance candidate was denied admis-
sion, while minority candidates with lower
qualifications were admitted as part of an af-
firmative action plan. In both the Weber and
Bakke cases, the affirmative action plans mere-
ly reduced the share of white men as a group,
to what it would have been, had it not been
for entrenched patterns of discrimination
against women and minorities.

The necessary emphasis which relevent
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< agencies have placed on numerical goals
- the increase of women and minorities in
--znizations, has often led both critics and
---~onents of the programme, to confuse
.--~stical underrepresentation of women and
— - yrities with discrimination itself. It has
— .- in some cases, reduced the use of
-.-<rics in Affirmative Action Plans to a
- _—Hers game, which makes the manipulation
 Zata the primary element of a plan. It
--~gzes the objectives of affirmative action
- :~:. from the subversion of discriminatory
- - -zsses, to ensuring that various clearly
--“~ed groups receive specified percentages
- -zsources and opportunities. This misun-
---<-anding has occasionally led employers to
-~ ~z:3s the self-analysis and problem-identifi-
.z n phases and merely establish quotas.
—--< act, which runs contrary to the guideline
< -~th the EEOC and OFCCP, has in turn led
- -narges that affirmative action sacrifices
- _:“1v considerations to numerical goals, and
-- _z:res the hiring of unqualified women and
—_7 »rity workers.
[n Griggs vs. the Duke Power Company
27 1.. the United States Supreme Court cleat-
-stablished that the criteria of job related-
- -+< and business necessity are illegal as major
.--zrminants of whether a practice excludes
- :dversely impacts on women and minori-
- -« where there are no safe and efficient alter-
-:-es. An employer is not required to sacri-
“ _: productivity and profitability to meet af-
“-—-3tive action goals. Many American com-
- .~‘¢s have, in fact, embraced aftirmative ac-
-~ with its emphasis on analysis and plan
~=w¢lopment, as a natural complement to
--z:r human resource plans. In a company
- -~lication, officials of Mobil Oil Corporation
.-:-¢ the view that, “Equal Opportunity €n-
:-zes the talent pool. It makes more people,
~ =¢ choices, more options available to the
_ mpany and the individual Mobil manager.”
< ~ilarly, senior managers at AT&T, which
-.J a controversial equal opportunity consent
::zoree imposed upon it in 1973, believe that
““rmative action delivered real benefits. It
“:litated the movement of employees 1nto
- - and often non-traditional jobs, expanded
--- pool of available staff and helped to
--iuce turnover. Productivity is not the vic-
-~ in an affirmative action programme.
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This theme of acceptance of affirmative
action is one which is increasingly echoed by
Americans in a variety of quarters. A 1978
study of employer attitudes toward affirma-
tive action, commissioned by the Barnhill
Hayes Management Consulting firm, indicated
that 94% of employers believed affirmative
action had helped to advance the cause of
women and minorities, and 50% believed that
business had been asked to assume only its fair
share of responsibility, with regard to elimina-
ting discrimination.

American
employers
support
compuisory
daffirmative
action

. i L i

A 1979 survey of American employers
showed that a large number of federal con-
tractors believed that affirmative action had
improved their human resource systems and
business practices. Only a minority opinion
held that voluntary affirmative action pro-
grammes in the U.S. could have achieved the
same ends, but more slowly.

A 1980 Conference Board Report by Ruth
Gilbert Scaeffer noted that senior personnel
executives have come to view their affirma-
tive action programmes from a different
perspective. Not only do the programmes
assist them in more efficient and effective
human resource utilization, but the reporting
requirements provide them with detailed in-
formation about the numbers of people in
meaningful job groupings and the movement
of women and minority employees into, be-
tween and out of these groupings during
specified time periods.

In 1981, the U.S. Senate Committee oOn
Labour and Human Resources undertook a 12
month study of Executive Order 11246 under
the chairmanship of Senator Orin G. Hatch.
During hearings of the Committee, contrac-
tors exhibited an overwhelming commitment
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to the goals of the Affirmative Action Pro-
gramme, as well as the process. What emerg-
ed, however, was an overwhelming demand
for a restructuring of the OFCCP, to further
pursue the cooperative as opposed to the
punitive approach, which had developed be-
tween the OFCCP and the employer
COMMUNILy.

The minority, female and civil rights
communities also express guarded support of
affirmative action. Leah Cohen, in a summary
of the American Contract Compliance Pro-
gramme, reporied that there was general satis-
faction with the gains made to date, however,
there was universal criticism that equal oppor-
tunity for upward mobility has not really been
impiemented. In testimony before the Senate
Committee, civil rights groups spoke strongly
in favour of the intent of affirmative action
legisiation and pointed repeatedly to the suc-
cess of the programme, 3 success they were
able to measure both in terms of general statis-
tics and in terms of the impact the programme
has had on individuals.

There is statistical evidence that woemen
and minorities have made considerable pro-
gress under affirmative action programmes.
AT&T reported that over the six years of its
court-imposed affirmative action programme,
six vears characterized by low growth and
technological change, minority representation
in the organization increased by 2 percentage
points, or by almost 30,000 people. Evidence
presented to Senator Hatch's Committee
showed that as a direct result of affirmative
action, the number of women applying for
mining jobs at Peabody Coal Company in-
creased from none in 1972, to 1131 in 1978.
IBM shows an increase of minority emplovees
from 1978 to 1980 of 3,328 employees; of
particular significance was an increase in
minority employees of 24% in the manager
category over this period. It is clear that the
programme has provided women and minori-
ties with job opportunities which would not
otherwise have been available to them.

in 1980, with the election of the
Republican administration, it appeared to
many that the U.S. affirmative action pro-
gramme stood at the crossroads. Many feared
that the programmes would die due to lack of
commitment and lack of funding. However, as
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the months pass, it is becoming clear that
there exists a strong commitment in the U.S.,
to the principle of anti-discrimination em-
bodied in the Federal Contracts Compliance
Programme and Title VII and to the process of
human resource development, which is in-
herent in the affirmative action procedures
prescribed by the EEOC and the OFCCP.
There exists today no debate about whether
the U.S. government should continue its in-
vestment in affirmative action; the only
debate is perhaps around the structure and
style of the regulatory bodies.

Paul Scott is Chief, Affirmative Action, Oniario
Kegional Office, Employment and Imwmigration
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Britain and the United States

Experiences from Canada,

Although many of the disadvantages suffered by young unemployed people from non-white
minorities are the same as those suffered by other voung unemployed people, available evidence
points to a number of additional factors which cause ‘non-white’ minority young people to face
higher levels of joblessness.! A variety of social, cultural and economic factors have meant that cér-
tain minorities lack adequate skills and educational qualifications. Discrimination by employers
also serves to keep minorities out of jobs. Employers must recognize that simply claiming ‘that
cveryone is treated the same’ does not automatically ensure that no one is disadvantaged or
discriminated against. Informal recruiting procedures and hiring and selection practices, for exam-
ple, can lead to indirect discrimination.

In order to improve the position of non-white minority youth in the labour market, public
policies need to be developed that are flexible, and programmes need to be implemented that are

localized and individualized.

llalll -

1. Youth Unemployment in a Low Income Area of Toronto, CEIC, Toronto 1978
Youth Employment Strategy Study, Municipality of Metropolitan Toronto, April 1982

An Ontario
Government

Summer Project:

Selwyn McSween

In 1981, the Race Relations Division of
the Ontaric Human Rights Commission,
working together with the Christian Leader-
ship Council and the Toronto Downtown
Business Council, implemented a successful
pilot programme through which it obtained
employment for approximately 36 youths of
various ethnic backgrounds residing in Regent
Park. During the past summer, it extended its
focus to the Jane-Finch area. Consequently, a
total of 100 youths were employed mainly in
technical, commercial and social service set-
tings, at the statutory minimum wage. Salaries
were paid by the Ministry of Labour through a
grant of $127,000 from the Ontario Youth

Secretariat.
Some of the distinguishing features of

this programme can be observed in terms of
recruitment, business outreach, training and
community outreach.

In selecting programme participants, con-
sideration was given to youth aged between
15 and 24 who lacked work experience, and
who would ordinarily encounter difficulty in
obtaining employment. While this preference
was exercised in respect of youth in general it
was applied especially towards non-white
youth, who are usually placed at a disadvan-

tage in the educational system and the labour
market.

Instead of awaiting applications, OHRC
staff actively canvassed the targeted com-
munities in search of candidates. During this
exercise flyers were distributed at locales fre-
quented by youth and discussions were held
with youth wherever possible such as in com-
munity centres or other social agencies. For
the purpose of identifying clients likely to
benefit from the programme, staff also obtain-
ed the assistance of community workers at-
tached to approximately 30 organizations, in-
cluding those directly involved in youth
employment.

A special effort was made to avoid the im-
position of restrictive requirements. Thus,
single parents, students of grade 10 and
below, as well as school dropouts, were ad-
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mitted to the programme. Interestingly, the
documentation process by which participants
became “‘employees” of the Ministry of
Labour, was conducted by the Personnel
Branch in centres located in jane-Finch and
Regent Park, rather than at Ministry of Labour
facilities.

In order to obtain job placements for pro-
gramme participants, liaison was established
with umbrella business organizations such as
the Board of Trade and the Downtown Busi-
ness Council. Information kits were also
distributed to individual business establish-
ments and job descriptions were solicited in
order to ensure an efficient match of candi-
dates. These efforts were so successful that
they produced a surplus of job offers.

In addition, eight youths were placed in
employment with the Metropolitan Toronto
Police Force, as a means of fostering mutual
understanding, and another eight were assign-
ed community leadership roles within the
framework of the Positive Peer Culture Pro-
gramme in Downsview.

In a very small minority of cases, job
matchings proved tenuous because the expec-
tations of either the participant or the
employer were not met. Acting on the princi-
ple that flexibility and patience were required
in a programme of this nature, these par-
ticipants were re-assigned and alternate can-
didates were provided to the employers. The
vast majority of the placements remained
stable, and employers as well as employees
have praised the programme in the highest

terms.
Another distinguishing characteristic of

the programme was the emphasis upon life-
skills and employment counselling. Before be-
ing placed in employment, participants were
counselled for a full week. Having begun their
employment, they were allowed time off in
order to attend sessions hreld each Friday after-
noon. The sessions were designed to ac-
comodate a wide range of interests. Through
films, various speakers and group-building ex-
ercises, participants were introduced to job
scarch and interview techniques, community-
police relations, legal issues, interpersonal
relations and other job skills. The overall ob-
jective was to create a positive self-image and
confidence necessary for detining goals and
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tor effective performance within the educa-
tional system and the labour market.

The programme was administered in
close consultation with community groups
and institutions. Two advisory Committees
were established, comprised of resource per-
sons who were sensitive to the needs of Jane-
Finch and Regent Park. The Committees prov-
ed extremely helpful in popularizing the pro-
gramme. Members also participated directly in
the design of the counselling programme. In-
deed, the Committees deliberated over vir-
tually every aspect of the programme. They
showed considerable interest in the par-
ticipants, some of whom they were familiar
with in other social contexts. Their perfor-
maince and commitment played an important
role in the success of the programme and
more than justified the value and need of com-
munity consultation in the planning and

implementation. |
Selwyn McSween is with the Hamilion Regional
Office of the Ontario Human Rights Commission.
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INCREASING EMPLOYABILITY: AN
EVALUATION OF THE FULLEMPLIQY
TRAINING SCHEME

M.A. Peason and J. Mu

Runnymede Trusi and Manpower
Services Commission

(Available at the Resource Centre of the
Urban Alliance on Race Relations)

A recent experimental programme in Bri-
tain, developed specifically for non-white
young people, was a special office skills train-
ing course which mixed vocational training
with quite extensive training in life and social
skills and, where necessary, practical help
with the trainee’s social problems.

The programme was not designed to
create jobs as such, but rather to give young
people the confidence, skills and motivation
to lead into a job. The project would be judg-
ed by whether it succeeded in giving a real op-
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portunity to work in commerce to young peo-
ple who might otherwise never get one.

The course was designed to create a typi-
cal office environment and provide tuition
over a period of 12 weeks to allow twenty-
four trainees to develop their abilities in office
skills and practices. Secondly, it was designed
to promote an understanding and tolerance of
cultural differences and racial harmony; and
thirdly, it was designed to assist the trainees to
orientate themselves to the disciplines and at-
titudes demanded by a2 commercial employer.
This then was not a conventional vocational
training course on office skills. Equal empha-
518 was placed on individual needs and on the
acquisition of attitudes and information
which might be referred to as the non-
vocational skills necessary to successful work-
ing life.

Originally the course content was to be
0% office skills training, including typing,
office practice, cash handling and machine
operating, but this was soon reduced to 60%
in order to deal with a range of living prob-
lems such as social security claims, rent prob-
iems and accommodation. In addition, reme-
dial English and maths had to be introduced.

Lite skills training (which was brought in-
to all aspects of the course and not treated
separately) incorporated sessions on  self-
identity, personal development, inter-person-
al relationships, the world of work and job-
finding techniques.

The third main area of the course was
counseiling in which instructors were avail-
able to talk to the trainees on a one-to-one
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basis about their problems.

Prospective candidates were approached
in their own environment by Employment of-
ficers, community workers and leaders. On
the first course, out of 39 applicants invited to
go for an interview, only 29 turned up; and on
the second course, out of the 47 invited, only
59 attended an interview. In the strategy for
recruitment it would appear to be important
that there be a close link between the course
and the recruiting sources in order to create a
chain of wunderstanding and information
through which the trainees to some extent
select themselves through negotiation with
their “link person’ in the community.

The general conclusion for this particular
experiment was that the courses were fairly
successful. The evaluation identified several
factors that were of importance in achieving
the programme’s objectives.
® Location of the course within the facilities

of a major bank in a downtown business en-

vironment had a beneficial effect in widen-
ing the trainees environment, opening up
new job opportunities and increasing the
confidence of trainees to travel outside their
local areas.

® The assistance given to trainees in obtaining
jobs was an important feature of the
programme,

® The life skills, counselling and job-seeking
techniques were very important.

® Approximately two-thirds of the overall
budget was met by the bank, although most
of it stemmed from the utilization of spare
resources (statf, premises, equipment),
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THE TWENTY-FIVE EVALUATION CRITERIA

USED IN THE BRITISH PROGRAMME
1. Realization of objectives 11. Orientation of the course to 18. Cohesiveness of the group
2. Administration of the course job-searching 19. Motivation of trainees
3. Organization of the course 12. Response of the course to 20. Attitude of trainees to
4. Quality of teaching employers’ needs instructors
5. Quality and range of equip- 13. Liaison with prospective 21. Attitude of the instructors to
ment/tacilities employers the trainees
6. Instructor-trainee ratio 14. Emphasis on practical job 22. Personal growth of the
7. Flexibility of approach experience instructors
8. Adaptiveness of approach 15. Life skills training 23. Attendance
9. Discipline 16. Atmosphere 24. Punctuality
10. Social activities 17. Employment history after 25. Internal communications

the course
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rather than any direct expenditure. The
remainder was funded by government. The
bank gained from the experience particu-
larly in the development of its own
instructors.

In summary, the careful development of a
programme of this nature can provide results
it it improves employability, self-confidence
and the ability to cope with life, thus break-

ing successfuily into the cycle of the
disadvantaged.

fﬁ ﬁbe ng‘%

emphasis: Disadvantaged Youth
Aldina Newburg

I'be Corporation for Public/Private
Ventures

1726 Cherry Sireet, Philadelphia,
£A 19103, U.S.A.

1979, 88 pages

Funded in part by the U.S. Department of

Labour, this directory lists 117 programmes
throughout the U.S., sponsored by the private
sector for the training and employment of dis-
advantaged vouth.
Programmes listed were included on the
basis of the following criteria:
1. They involve participation of the private
sector in one or more of the following
Ways:
® the provision of employment
® provision of opportunity for work
experience

® participation in advisory boards, over-
sight committees, etc.

® financial support

® donation or loan of facilities, equipment
or statf to help with programmes, train-
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ing or administration

® other ‘in-kind’ services
2. They are designed specifically for, or are
appropriate to, the special needs of disadvan-
taged youth.

Programmes are grouped according to
three broad categories:

L. Pre-employment: These are projects which
make positions in a variety of private firms
more accessible to youth through counsel-
ling, job-readiness training and placement.
Iraining generally lasts 4-6 weeks. Job
placement and follow-up are usually
provided.

4. Skiils Training: Programmes in this cate-
gory offer training in simulated ‘‘real
work’™ settings for entry-level employment
in on¢ or several skill area(s): construction
and building, electronics, auto mechanics,
welding, machine operations, office work,
drafting, electrical, healthcare, forestry and
tourismi.

3. Career Pathways: The distinctive feature
of these programmes is that they create
avenues for career growth through one of
four approaches: internships, creation of
new  positions in emerging fields (i.e.
energy), entrepreneurship opportunities,
and career exploration.

Across cach category, nine key elements
have been identified for each programme:
date established: capacity; location: ad-
ministrative structure; nature of private sector
involvement; programme features; population
served; contact; and source of information.

This directory should serve as a usefu}
reference guide to private sector initiatives in
the training and employment of disadvantag-
ed youth. Although business leaders may have
a commitment to addressing the problem of
rising unemployment among minority youth,
their participation is unlikely to be forth-
coming unless they are presented with “‘liv-
ing’ examples of what can be done. This in-
ventory addresses that need. The directory is
A0 important step in drawing together infor-
mation in a form that should prove useful to
those now operating programmes or those in-
terested in initiating activity. It serves as a
concise guide to a broad range of examples
and approaches to training disadvantaged
vouth in the private sector.




Daria Rbyne

The participation of non-whites in the en-
trepreneurial structure of Canadian society is
a complex issue. To understand the contribu-
tion of these entrepreneurs to the business
world as well as some of the problems they
face, many factors must be examined. This ar-
ticle deals with only a small part of the matter.
It looks at some aspects of business operation
that are often problematic for small or
medium sized enterprises in general, and com-
pares the situations of non-white and white
business proprietors. The intent is to draw at-
tention to problems common to all entre-
preneurs and to those that seem specific to
non-white businessmen.

The data presented in the following dis-
cussion are drawn from interviews conducted
in February, 1982 with 49 Black, Chinese, East
Asian and Japanese entrepreneurs and 12
white business proprietors of British or Euro-
pean origins.! All entrepreneurs surveyed
were well established proprietors of small or
medium sized firms in a variety of sectors in-
cluding manufacturing, importing/exporting,
retailing and service. This is a very small sam-
ple in Metropolitan Toronto and it is impor-
tant to keep in mind that the findings are not
generalizable beyond the experiences of those
interviewed. Rather, the findings suggest areas
tor future, more detailed examination.

Financial problems

Obtaining financing to establish, maintain
and expand is a perpetual problem for small
business in general. A recent study of charter-
ed bank financing of small business in Canada

finds that while there is no systematic bias
against smaller enterprises, banks do charge
more for loans to small business than to big
business and also require more collateral, in-
cluding personal collateral (Wynant, Hatch and
Grant, 1982). Current poor economic condi-
tions aggravate this situation. Thus, although
the entrepreneurs surveyed had not had dif-
ficulties obtaining business capital, it should
be kept in mind that businessmen starting up
today may experience financial problems
regardless of their minority status.

For those surveyed, access to commercial
capital was not an issue. Almost all (94 %) who
had made loan applications were successful in
receiving the needed funding. Rather, the
problems were located in the process of ob-
taining that capital. None of the white propri-
etors felt their applications had been subjected
to any special or inequitable treatment. In
comparison, 27% (or 10 out of 37) of non-
white entrepreneurs felt their applications
were scrutinized more closely and 29% felt
they were required to provide more collateral
than someone from a different ethnic group
for a similar venture.

The use of the many government assis-
tance programmes geared to the promotion
and encouragement of independent enterprise
can be a supplementary way of handling finan-
cial difficulties.? However, among those inter-
viewed, both familiarity with and use of such
programmes were low. Although non-white
proprietors reported slightly less knowledge
about these programmes than the other
respondants, they did use them to the same
limited extent as white entrepreneurs.
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Problems with suppliers,
mployees, customers and
expanding the market

Developing and maintaining an organiza-
tion that includes relations with all employ-
ces; acquiring efficient equipment and sup-
plies; and, developing a market are three of six
main aspects of business activity defined by
Cole (1967:399).3 These items highlight how
critical relationships with suppliers, employ-
ees and customers are for successful enter-
prise. In the survey, respondents were asked
to assess problems in these areas as ‘‘common
to all business,” “‘a matter of race,” or ‘‘not a
problem.”” As the table illustrates, there is lit-
tle evidence of racial disadvantage. Most saw
problems with suppliers, employees, custo-
mers and expanding the market as common

to all businesses.
The majority felt that difficulties in find-

ing suppliers, getting reliable suppliers or
negotiating good credit or prices with sup-
pliers, were common to all businesses. The
next most common response was that such
matters were not at all a problem for their par-
ticular businesses. Difficulties finding enough
cmployees (especially qualified ones) or poor
employee relations were also matters which
most felt were common to all businesses. For a
sizeable number of non-white respondents,
staffing problems were not at all important.
It was common for family members to be em-
ployed in these firms and this may be a partial
explanation for good employee relations.
Lack of customers and difficulties expan-
ding the market were also generally seen as
common to all businesses and, as many com-
mented “‘especially in the present bad eco-
nomy. About half of the businesses surveyed
had some ethnic connection in that they either
provided specialty goods and/or services, or
served a predominantly ethnic clientele.
While space does not permit an elaboration of
this important ethnic connection, it is also
possible that it is more difficult for such busi-
nesses to expand beyond the ethnic market in-

to the wider society. |
Slightly over half of both non-white and

other respondents were active in non-ethnic
business or professional associations such as
the Canadian Manufacturing Association, the
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THE NATURE OF PROBLEMS WITH SUPPLIERS,
EMPLOYEES, CUSTOMERS AND THE MARKET

Entregreneurs
Non-
VYisible Visible

Minority Minority Total
SUPPLIERS
Inability to get
Common to All 69% 67 % 69%
Not a Problem 24 o 21
Related to Race 6 25 10
Unreliable
Common to All 69 75 70
Not a Problem 29 17 26
Related to Race 2 8 3
Poor Credit/Prices
Common to All 67 83 70
Not a Problem 31 17 28
Related to Race 2 O 2
EMPLOYEES:
Insufficient Number
Common to All 63 % 32 % 69%
Not a Problem 35 o] 50
Related to Race 2 0 2
Poor Relations
Common to All 49 75 54
Not a Problem 51 17 44
Related to Race 0 8 2
CUSTOMERS &
THE MARKET
Lack of Customers
Common to All 65 % 92 % 70%
Not a Problem 33 0 26
Related to Race 2 8 3
Hard to Expand
Market
Common to All 67 92 72
Not a2 Problem 27 0 21
Related to Race 6 8 7
NUMBER
INTERVIEWED 49 12 61

Canadian Restaurant and Hotel Association or
local associations of merchants. The use of
these organizations suggests one of the strate-
gies employed to enhance business opera-
tions. These associations were used primarily
to get information on specific items (govern-
ment regulations, legal matters, etc.), to get in-
formation about the general climate for busi-
ness, and to secure more customers. Volun-
teered comments about participation in such
organizations tended to be positive and stress-
ed the usefulness of up-to-date information as
well as the social aspects of membership.
However, these advantages were enjoyed only
by slightly over half of the respondents.
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recomimendations

For those interviewed, access to commer-
cial capital was not a particularly serious prob-
lem although the process of obtaining business
loans was perceived as inequitous by some
non-white entreprencurs. Most found that
problems with financing, suppliers, employ-
ees, customers and expanding the market
were common to all businesses rather than
related to racial disadvantage. There were few
differences between non-white and white
business proprietors. |

It is encouraging to note that the racial
clement is so small in the perceptions and ex-
perience of these respondents. All are success-
ful businessmen,; they are managing to operate
a pusiness during difficult economic times:
their ambitions for independence are being
met; and, their day to day concerns are focus-
sed on matters of business competition, mak-
ing deals and securing profits. Why few non-
whites appear to go into business; how many
have failed and why; and whether minority-
run businesses tend to be concentrated in less
profitable commercial sectors may be ques-
tions where racial disadvantage provides an
answer. But, for the non-white entrepreneurs
interviewed, there is little evidence of dis-
advantage. Rather, their experiences counter
the notions that non-white entrepreneurs lack
“business sense,”’ are concentrated only in
specific endeavours or lack financial success
in the Canadian business environment.

While the racial element is not very ap-
parent 1n business concerns, it does affect
some proprictors at least to the point of
perceived financial disadvantage. Higher col-
iateral and more careful scrutiny are normal
procedures in funding certain kinds of busi-
ness ventures (high risk propositions, small
businesses, etc.). Yet none of the white re-
spondents reported such experiences and
about one quarter of the non-white respon-
dents did. Future research might usefully
focus on bank managers’ methods of assessing
applications. Developing an accurate under-
standing of the requirements and procedures
for business financing might better sensitize
minority applicants to what is procedural and
what is inequitous.
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It is clear that there are problems for busi-

ness, especially in the present economic con-

text, and these issues must be confronied DY
minority entrepreneurs as well as others. Few
suggestions for improving the business opera-
tions of non-white proprietors are obvious
from the findings reported in this article. Par-
ticipation in business and professional
organizations outside the ethnic community
appears to give access to useful business infor-
mation. Non-participants might consider get-
ting involved in such organizations. Although
getting information about government assist-
ance programmes and the process of applying
such assistarice seem to be time-consuming
and frustrating processes, more attention
might be given to such opportunities. In turn,
government agencies might usefully consider
how to improve dissemination of information
about programmes and requirements, includ-
ing how to access possible government con-
tracts. Some efforts could also be usefully
directed towards providing immigrants with
information about other business opportuni-
tics and support services so that reliance on an
cxclusively ethnic network could be reduced.

Dr. Darla Rbyne is with the Institute for
sebavioural Research, York University.
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1. For more information about this study, contact the Race Rela-
tions Division, Ontario Human Rights Commission, 400 Uni-
versity Avenue, Toronio, Ontario M7A 1717,

2. The A.B.C. Directory for Business (1981-82) lists over thirty
such programmes in the areas of financing, taxation relief,
manpower assistance, management improvement and other
activities,

3. The other aspects of business activity defined bv Cole include:
the determination of business objectives and changing them as
conditions require; securing adequate financial resources and
retaining them while nurturing good relations with present
and future investors; and keeping good relations with the
public authorities and society at Jarge.
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October 15 & 16
Wiison A. Head

This working session, sponsored by the
Urban Alliance on Race Relations, set oui to
clarify Affirmative Action as it applies to
racial minorities in the workplace, and to
promote a support network for people work-
ing in this area.

The following remarks were given by Dr.
Wiison A Head as part of bis summary at the
conclusion of the conference.

We have learned a great deal concerning
the nature, role and possibilities of affirmative
action programmes in the context of Canadian
society. Differences between the United States
and the Canadian experiences have been high-
lighted and elaborated. We are now more fully
aware of the fact that we in Canada do not
have the legislative mandate which is available
in the United States. Neither do we have an
adequate data base upon which effective affir-
mative action programmes must rest. Even the
voluntary programmes for women, native
peoples and the handicapped, which exist at
the federal level, and in a few municipalities,
have been and probably will continue to be,
largely ineffective.

We have been made much more aware of
what needs to be done. The problem is how to
achieve the economic, social and political
change necessary to get the legislation re-
quired before political action will be effective.
We talked about that problem. We recognized
that legislation is immensely desirable and
necessary. However, passing laws alone is not
enough. The permissive legislation now avail-
able in some provinces has not been effective-
ly utilized. In most instances permissive legis-
lation has not been utilized at all! We must, by
effective educational efforts and consistent
lobbying, create a climate in which the various
“human rights commissions and other agencies

will at least stretch the legislative mandate as
far as possible. At least one human rights com-
mission is demonstrating the extent to which
this can be done. Unfortunately we in Ontario
have not had the type of leadership required
to expand the horizons of ideas and action.

Some of us had the exhilarating ex-
perience of hearing how some groups were
able to develop the strategies and tactics
necessary to make progress in combatting
racism in Canada. Recitals of the experiences
of the Chinese community in their struggle
against the misrepresentations of a major tele-
vision station —~ the W5 incident — was of great
value. 5o were the reflections of a former City
of Toronto alderman who gave us valuable in-
sights into how the political process actually
works. We learned the values and pitfalls of
lobbying as a strategy. We were informed of
the necessity for monitoring whatever types
of programmes we adopted in order to reduce
the incidence of discrimination in the
workplace, and even in the larger Canadian
society.

The very vigorous discussion which took
place in the workshop on small businesses was
extremely useful in helping us to understand
that this segment of society is not entirely a
“lost cause.”” The values to cooperatives and
other non traditional businesses of becoming
involved in individual and social change stra-
tegies were emphasized. This session moved
away from traditional approaches to a more
fundamental examination of the need for basic
social change in society as a whole.

We talked about ourselves and our own
difficulties in mounting a sustained pro-
gramme of action. We recognized that our
own lack of unity of purpose and willingness
to cooperate with each other were major
obstacles to success. As one individual asked,
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“how can we get others to cooperate with us
when we do not cooperate with ourselves?”’
But we did not stop there. We talked about
“ways and means.”’ In other words, methods
which we could use to improve this situation.

This conference was characterized by
considerably less rhetoric than is usual in
many such gatherings. But no conference is
perfect, and this was no exception. Its undeni-
able attributes were somewhat reduced by its
lack of an analysis of the larger context in
which prejudice and discrimination are only a
part. For example, the basic reasons why affir-
mative action programmes are needed was ex-
plored to only a very limited extent. In fact,
the contributions of some leaders appeared to
suggest that discrimination and a denial of op-
portunity is merely a result of the inadequate
education of employers. What is needed, in
this view, was merely to inform employers of
the benefits of affirmative action, help them
define and implement programmes and the
problems would disappear.

The facts clearly suggest something quite
ditferent from this view. In general, the great
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majority of employers simply don’t want to
change employment practices. They resist any
attempt to change old traditional patterns of
behaviour. The term ‘“‘reverse discrimination’
is merely one aspect of this resistance. It is not
adequate to merely inform them that equal op-
portunity is the ethical, democratic or just
thing to do. These employers will change their
behaviour only when it becomes too costly
for them to continue resistance. To bring the
necessary power to bear on this problem is the
tough question...whether it is by legislation
or by the pressures of voluntary action.
Second, it is important to understand the
“why”’ of present practices. The denial of
cqual opportunity in Canada is based on a
complex pattern of attitudes and behaviour
which seeks to keep racial and ethnic minori-

ties in a secondary position. Affirmative ac-
tion programmes, if successful, would serious-
ly undermine this situation. Thus the rejection
of these programmes by most employers who
profit by maintaining the present patterns of
discrimination. Since negative racial attitudes

Continued on page 33.
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October 29 & 30

Chimbo Poe-Mutuma

The potential impact and success of con-
ferences on social and economic change are
often difficult to predict. Such events tend to
portray the characteristics of a discussion that
involve negotiations between the weak and
the strong.

Non-whites are becoming increasingly
sceptical about the significance of con-
ferences, especially on equal opportunity
issues, because of the tendency to treat the
subject as an intellectual exercise. It is,
however, too premature to judge the benefits

of the national conference on Visible

Minorities and the Media, sponsored by the
Department of the Secretary of State, Multi-
culturalism Directorate. Its success may de-
pend on the results of the commitments made
by media and advertising executives present at
the conference.

The conference was coordinated by the
federal government to determine the visible
minorities’ viewpoint concerning the national
medias’ failure to reflect the cultural diversity
of this country. A second goal of the con-
ference was to encourage a dialogue between
representatives of the racial and ethnic
minorities and a select group of senior execu-
tives from the mass media and advertising
agencies. Ethnic minorities in Canada (non-
whites) seldom come together to launch cam-
paigns for social change or demands for equal
opportunity employment. Therefore, the first
unqualified achievement of the conference
was the bringing together of concerned non-
whites from various parts of Canada, to share
COMMOon experiences in problems of access to
employment in media and advertising. It pro-
vided the opportunity to present these ex-
periences with one voice before the industries
anG government agencies represented at the
conference.

The absence of racial diversity in advertis-
ing and media was perceived and summed up
in three major concerns. First, the non-white
population is being deprived of seecing them-
selves portrayed in the media and thus made
to believe that Canada is only white and not a
multicultural mosaic.  Secondly, non-white
youth, who need role models, would not
benefit from the educational and cultural en-
hancement responsibilities of the media.
Finally, the economic contributions of ethnic
minorities seem to be ignored by both media
and advertising industries. In Toronto, it has
been estimated, for example, that ethnic
minorities’ purchasing power is over $6
pillion.

Most conference delegates doubted the
feasibility of a harmonious society where
equitable treatment and exposure in media
and advertising didn’t exist. The two institu-
tions, media and advertising, are mirrors of
the world. Visibility and interaction of non-
whites through these vehicles would assist in
changing public perceptions and sterotyping
of ethnic minorities. At the moment, exposure
and media coverage of non-whites are general-
ly inadequate and grossly misrepresented.
Non-whites are often portrayed as exotic be-
ings, complainers or people prone to crisis.
This perception is consistent with media
remarks regarding complaints launched by
blacks against Phil McKeller.

An analysis of the U.S. experience given
by Dwight Ellis showed that although Black
Americans are still struggling for more
representation in media and advertising, non-
whites are far more visible in U.S. media and
advertising. Black Americans, we were told,
“have learned to play the game.” In addition
to affirmative action, non-white Americans
have gone into media ownership and advertis-
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ing agencies. Unity among blacks and the
work of pressure groups have helped them to
the present situation.

What seemed to have been achieved in
this conference, as the result of the pressures
and emotions expressed by the communities
concerned, were gestures of commitments
made by the broadcasters, some advertisers
and agencies. The Canadian Association of
Broadcasters agreed to start a dialogue with
the members of the community about minori-
ty employment in media. Molsons of Canada
publicly commited themselves to using
minorities in their ads. The president of the
Advertising Advisory Board of Canadza, Ken
Barnes, is ready and willing to bring adver-
tisers and community representatives together
to discuss the issue of non-white participation
in advertising. Until these commitments are
met and implemented, the conference’s suc-
cess will remain in question.

Chimbo Poe-Muiuma is the Program Comniini-
cations Officer of the City of Toronio Mayor’s
Committee on Community and Race Relations.

MINORITIES IN THE WORKPLACE
Continued from page 31.

are not inherited, we must assume that they
are Jearned. We need to be more aware of the
mechanisms whereby these attitudes are
taught and maintained.

Therefore it is necessary that we examine
the effects of the basic socializing influences in
our society — the family, the school, church
and other religious institutions, and govern-
ment agencies including the police, and the
courts, and of course in modern societies the
overwhelming power of electronic and print
media.

From this point of view it is simply not
enough to condemn the record of the business
community. Yes, that record is very bad in-
deed, but it is only one aspect of a much
broader problem. Neither is the denial of
equal opportunity related to racial minorities
alone. The new Canadian constitution clearly
indicates, as do the various human rights
codes, that discrimination on several grounds
— race, creed, colour, age, marital status, place
of birth or national origin, etc. — is prohibited.
In other words, a much larger group of in-
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dividuals than racizl minorities have been and

still are subjected to various degrees of preju-
dice and discrimination. It should be useful, in
a later conference, to address the advantages
of working together more closely with these
groups in the pursuit of common goals and
objectives.

Affirmative action programmes, to the
extent that they can be actualized, can be an
extremely valuable tool in the struggle against
racisin in Canada. The American experience,
nowever, clearly indicates that it is not 2
panacea. Resistance to change can be a power-
ful barrier to obtaining equality of access re-
quired for real progress. And even when this
type of programme is allotied the full power
of government sanctions, emplovers have
found ways of circumventing some of its pro-
visions. For example, wnen forced to develop
strategies to achieve equal opportunity in
employment, some emplovers in the United
States are reported to be refusing 1o promote
minority emplovees. And in the absence of
poweriul community support, even govern-
ment agencies have been less than effective in
enforcement.

Much more remains to be done. But the
tide of history is running against those who
would attempt to maintain dominance over
others by resorting to racial and ethnic pre-
judice and discrimination. In spite of the ef-
forts of some, knowledge of the potentials of
all human beings are increasingly recognized
and appreciated. It is no longer fashionable to
attempt to prove that blacks, Chinese, South
Asians and other non whites are inferior. The
scientific evidence against alleged inferiority
is simply too overwhelmingly negative to per-
mit us to believe that nonsense. But the impli-
cations of this evidence is still resisted. Qur
task is to make certain that we curselves are
aware of our dignity and rights and will accept
nothing less than full recognition of our com-
mon humanity.

This conference, while not the first effort
of its kind, has nevertheless been a major step
in this process. It is good that many par-
ticipants have indicated interest in continuing
the process. Discrimination in the workplace,
as elsewhere, will not be changed on the basis
of one or two conferences, however signifi-
cant. But, I believe that we are on our way.



DISCRIMINATION, AFFIRMATIVE
ACTION, AND EQUAL OPPORTUNITY
Michbael Wailker & Waliter Block, Editors
Tbe Fraser Institute
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The best way 1o

understand the new Discrimination,
Fraser Institute book, | Affirmative Action,

—_

Discrimination, Af- and *
ity

firmative Action and CJpportun
Eqgual Opportunity,
is 1o understand just
what the Fraser In-
stitute is. The Fraser
institute of Van-
couver was born dur-
ing the short reign of
the N.D.P. in British
Columbia during the
eariy 1970s. It was |

ontributors incluca
Gary Becker, Thomas Sowell,
and Kurt Vonregu?, Jr.

Co-edited by W.E. Block
and M.A. Walker

The Fraser Institnie

the fear of ‘socialism’ that brought the Fraser
institute together and it is the fear of ‘social-
ist’ that keeps the Fraser Institute active in
researching, publishing, and educating the
Canadian public on the evils of government,
social equity, and cooperation, and the ‘social-
ist policies’ of the federal Liberals. Since its in-
ception it has become an important mouth-
piece for right wing interests in this country.
It stands against rent control, the minimum
wage, enforced union contracts, government
pensions, unemployment insurance, the
welfare state, government bureaucrats, and
any form of regulation or government in-
tervention in the economy. It stands for pro-
fit, competition, a strict laissez-faire
capitalism, and of course the right to be rich.
It s funded by some of the largest and most
prestigious corporations in Canada and the
United States.

it should come as no surprise then that
the Fraser Institute first denies the existence

Book cover courtesy of the Fraser Institute.

of widespread discrimination in employment
against minorities and women, and then at-
tacks both the rationale and practice of affir-
mative action. It is also instructive that they
are not opposed to the concept and the prac-
tice of equal opportunity.

At first glance we are inclined to dismiss
Discrimination, Ajfirmaiive Action and
Equal Opportunity as blatant right wing ex-
tremism. But the ideas of the new right cannot
be ignored so readily if only because we en-
counter them so often everyday with so many
Canadians, let alone the business community.
The ideas represented in this book are sinister
and dangerous; they are alsc compelling and
inteiligent and therefore deserve to De
refuted.

Contributors to the volume, edited by In-
stitute director Michael Walker and senior
cconomist Walter Block, are prestigious
academics, consultants and writers, mostly
from the United States. They include Gary
Becker, Thomas Sowell and even a reprint of
Kurt Vonnegut jr.’s short fiction piece, 'Har-
rison Bergeron, in which we are given 3
frightening vision of the grey, boring and
featureless world of 2081 where everybody is
finaliy equal under the increasing vigilance of
agents of the United States Handicapping
eneral. The editors have included pictures of
most authors at the beginning of each articie
so that we can see and learn that it is not only
whites that oppose affirmative action. Walker
and Block want us to know that Sowell and
Walter Williams, two right wing American
economists who are opposed to affirmative
action, are black. It apparently adds credibility
to their positions.

The left has long claimed that the objec-
tive roots of discrimination against racial and
ethnic minorities lie in the economic advan-
tages gained by employers by having a class of
workers that can be segregated into certain
occupations and industries and can be paid
less. But the book denies the existence of
discrimination in emplioyment. According to
Walker, Block and Becker, in an economy
where there is a ceaseless quest for profits,
discrimination cannot exist. Employers choos-
ing to discriminate must pay for the choice by
competing with employers who can hire those
people at a lower wage and therefore price ad-
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vantage. And of course in the free competitive
market new employers will bid up wages of
those whoe are paid less but are equally pro-
ductive until wages are identical for all people
of equal productivity. So you see prejudice is
not profitable; and the more profitable busi-
ness is, the less discrimination there will be.
Such is the logic of the economics of the new
right, the logic of Reaganomics, the logic of
Thatcherism and the logic of Canada’'s very
own Fraser Institute. It is no wonder that
cconomics is known as the science that has
the most to hide.

The world of the free competitive market
exists more in the fantasies of the Michael
Walkers of this world than it ever has in reali-
ty. It is a theory that ignores such ‘minor’
realities as unemployment, monopolies, state
legislation and the history of exploitation and
discrimination in those times and in those
places where there really was a competitive
torm of capitalism.

In their analysis of discrimination,
sowell, Williams, Block and Becker dencunce
simple identifications of proportional under-
representation as evidence for discrimination.
They suggest that the clear reality of under-
representation is not evidence of discrimina-
tion and they present evidence that it is pri-
marily individual aspirations, preference, and
choice that determine the allocation of dif-
ferent groups into different jobs. This is a very
popular view. And there is some truth to the
observation that it is socialization that influ-
ences the attitudes of different groups to-
wards different jobs, but this is no argument
against affirmative action.

The important omission in their analysis
is the notion of systemic discrimination.
While proportional under-representation is
not sutficient to prove the existence of discri-
mination, it is necessary. Once an under-re-
presentation is identified the next step is to
see whether minorities or women are apply-
ing for jobs in each particular organization. If
they are and are being rejected then this ad-
verse impact brings us closer to the identifica-
tion of discrimination, but has not led us to it
completely yet. The third and most important
step is then to judge whether the criteria used
to judge a person’s merit are actually valid;
that is whether they are objective, or rather
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whether they are based on criteria that are

intentionally or unintentionally biased against

women and minorities. This kind of discrimi-
nation, systemic discrimination, has been
defined as the use of hiring or promotion
criteria that have an adverse impact upon
target groups because they are not related to
the measurement of ability to do some job.

In their attack on affirmative action, the
authors in the Fraser Institute book use the
most important myths, misconceptions, and
popular fears about it, all under the sophisti-
cated guise of academic analysis and economic
rationality. They constantly assert that affir-
mative action means quotas; that it under-
mines the individual rights of whites; that it
circumvents the merit principle; that it is
harmful because it places ungualified blacks in
positions which expose their incompetence.

Affirmative action can mean many things.
Least of all it means what the Fraser Institute
thinks it means. Affirmative action has meant
quotas, but only in the U.S. with the most
recalcitrant of emplovers. There is no doubt
that quota systems of hiring are harmful, but
not for the reason the Fraser Institute gives.
They are often instituted by employers who
don’'t understand or don’t care to understand
the nature of discrimination and will institute
a blunt-edged programme because they have
to. This is harmful because it gives a bad name
to affirmative action.

Employers who do understand the nature
of discrimination, also understand that affir-
mative action can improve their organizations
by removing the subjectivity inherent in per-
sonal decision-making and thereby getting the
best person for the job in question. Affirma-
tive action does not undermine the merit prin-
ciple; on the contrary, it reaffirms the princi-
ple that people should be hired based on their
abilities, not based on their colour or sex.

The most irksome idea to these right wing
economists is that employers’ rights to do
what they will with their firms are being
tampered with by government. Despite
laissez-faire economic theory to the contrary,
a socially just allocation of jobs, let alone the
allocation of a sufficient number of jobs, has
never been the strength of the market
cconomy. The history of the struggle for
human rights in this country and elsewhere
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tells us of the necessity of coercion in achiev-
ing social justice for groups that experience
discrimination.

This book, Discrimination, Affirmative
Action and Equal Opportunity is a thorn in
the side of human rights activists. but it should
be read because it is important that we can
coniront directly and intelligently the ideas of
the enemy. There are many people vet to win
over to the cause of affirmative action and we
arc going to have to do this with the help of
ctfective and dispassionate criticism and the
development of both adequate theory and
forceful political struggle.

THE MULTIMILLION DOILTAR
MISUNDERSTANDING: AN ATTEMPT
FO REDUCE TURNOVER AMONG
DISADVANTAGED WORKERS

Kobert . Quinn, Teresa Levitin &
Doy Edewn

from “The Quality of Working Life”’
L.Z, Davis & A.B. Cherus (ed.)
Macmilia

o ekt

This is a case history documentin:
company's very ambitious, expensive and un-
successiul attempt to reduce turnover among
non-white workers.

A U.5. company, engaged in heavy manu-
facturing, found that 42 percent of the newly
hired non-white workers left the company
within their first six weeks of employment.
Management attributed the high turnover to
personal characteristics of the new recruits:
their lack of skills, unfamiliarity with the
demands of jobs in heavy industry, and, above
all, lack of the ‘right attitude’ towards work.

The company therefore instituted a train-
ing programme that would somehow ‘correct’
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what the company felt were ‘defects’ limiting
the new recruits’ manpower problem and also
demonstrate concern for non-white workers
in the local community. Through several CON-
tracts with the Manpower Administration of
the U.S. government, the company obtained
the largest federal financial underwriting ever
accorded a single company conducting a train-
ing programme for the ‘disadvantaged.’
During the year it was studied, over
1,500 workers participated in the six week
training programme. The content, staffing,
etc. of the programme were considered quite
a reasonable solution to the problem of reduc-
ing high turnover among non-white workers.
if turnover were attributable principaliy to
characteristics of the workers, rather than to
Characteristics of their jobs. The study found,
nowever, that the training programme made
o statistically significant difference to turn-
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jor the American Labor Education Centre,
1835 Kilbourne Place NW., Washington D.C.
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over rate. The study concluded that a few
million dollars would have been saved if each
disadvantaged worker had been placed direct-
ly on the job without any vestibule training.

The research identified a number of fac-
tors for this cutcome. Prominent among the
problems were overambitious and unrealistic
training objectives which assumed that the
psychological patterns of a lifetime could be
undone within a few weeks. However, the re-
searchers concluded that the major cause of
turnover among these non-white workers on
entry level jobs was the quality of their work-
ing lives, as represented by both characteris-
tics of the workers’ jobs and characteristics
they attributed to supervisors. Neither of
these sources of turnover can be attacked by
training. The training programme was irrele-
vant to the social problem it was designed to
solve. No amount of employee training can
make working conditions objectively less nox-
ious or change 2 person’s history.

Why this faith in education and job train-
ing programmes? The researchers attribute it
to a general tendency, that whenever a social
problem surfaces and its sources can be attri-
buted to both social systems and people with-
in those systems, efforts to solve the problem
more oiten involve attempts to alter the
behaviour of the people than to modify the
systems. And this is particularly irue when the
social system is a large indusirial establish-
ment. It is easier for management to attribute
high turnover to the workers’ shortcomings
than to the shortcomings of the company. The
fraining 1s designed to mold workers to fit the
existing industrial system, thereby sidestep-
ping any possibility of modifying the organiza-
tion to make it more compatible with the
needs of the workers.

The study comments upon the practices
of the U.S. government doing little to en-
courage companies to attempt organizational
change and job redesign as a means of provid-
ing workers, disadvantaged or not, with de-
cent jobs. Many millions of dollars are spent
on the development of job training pro-
grammes for the disadvantaged; little is spent
on improving the quality of the jobs to which
the disadvantaged are assigned after they have
completed training.

The conclusion of this case history is that
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such training programmes are unlikely to be
successtul if the target of proposed changes is
only the trainee and not also the organization
or social system within which such training is
taking place.

CHAN IS MISSING

Wayne Wang
United Artisis Classics, dist.

DORA NIPP

from San Francisco to New York to
Toronto, film critics have applauded thirty-
three year old Wayne Wang's Chan is Missing,
not only for its note-worthy production Cost
of a mere $20,000, but also for its wit,
warmth and charm. While the low budget is
surprising, it should not be hailed as the
movie’'s only redeeming feature. Chan is Miss-
ing is the {first full-length North American film
tO boast an all Asian cast and crew.
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Advertisement courtesy of United Artists
Classics.

The plot is fairly straightforward. It
revolves around two San Francisco taxi
drivers, Jo and Steve, and a friend, Mr. Chan,
who, along with their $4,000, is missing. The
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two then set out to find Chan Hung and reco-
ver their money. Along the way, however, the
search for this mysterious figure becomes
synonymous with the discovery of Chinatown
from the inside,.

The characters themselves are representa-
tive of three generations of Asian-Americans.
Jo (Wood Moy) possesses 2 subdued worldli-
ness, yet sees himself as ““not quite Chinese
enough.”” His nephew, Steve (Mark Hayashi),
who can be described as Asian on the outside
but funk on the inside, so epitomizes the melt-
ing-pot theory that he is essentially devoid of
any specific ethnic identity. Then there is the
clusive Chan, who, like many recent Asian im-
migrants, has found the trauma of adjusting to
a place that is “not quite East and not quite
West’' insurmountable. The film also hosts a
colourful supporting cast, which includes,
among others, a2 cook who wails “fry me to
the moon’ and then reminds Chinese
Americans that “'you're a foreigner here,”” and
2 female Asian lawyer who embarks earnestly
on a rhetoric about “misunderstandings of
cross-cultural communication” and proceeds
to demonstrate exactly what she means. Peo-
ple are the basis of Chan is Missing. Wang has
demonstrated this in such scenes as the visit to
a2 Filipino senior citizens’ centre, where
Mariachi music flows past faces so intense in
their silence, it is almost as though the au-
dience is being watched and not vice versa.

The film does drag at times, but it is at
this calculating pace that Wang takes control
of your visual capacities and under the guise
of a search directs you to the world through
his eyes. As co-author, director and producer,
Wayne Wang has used his art-work as 2
medium for introducing social awareness.

Cnan is Missing is directed at two groups
~ the Asian-American audience, and the larger,
general American (and by extension, Cana-
dian) movie going public. It is the first time
that Asians have played leading roles which do
not perpetuate the stereotypical Hollywood
image of an “'Oriental.” Unlike the offensive
Charlie Chan figures of earlier years, I am not
confronted by pseudo-Asians who are instruc-
ting me in how I should be thinking, talking,
behaving and living. Instead I see and hear a
part of my world exposed in all its richness,
eccentricities, crudeness and beauty.
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For non-Asians, Chan is Missing breaks
with the traditionally plastic and seemingly
homogenous vision of curio shops and eat-
eries which have dominated views of China-
town. As with most other groups, political
divisions inevitably occur and the Chinese are
no exception — “What kind of 2 CHINA-man
are you? Tatwan? PRC?”’ Like many inner city
American ethnic neighbourhoods, there are
signs of age and decay, of dark alieys and run-
down hotels. The ‘“‘dirty laundry”’ which
Wang makes public are facets of reality.

The black and white photography,
although dictated by necessity rather than
choice, serves to reinforce the contrasts in the
life process which Wang traces. His docu-
drama captures an American community in a
particular time period. Chan is Missing
focusses on generational, as well as cultural,
differences. For example, in the menu skit he
presents a bilingual dialogue in which the
parents are speaking Cantonese, and their
daughter replies in English. In other areas
wang notes the linguistic variations within the
Chinese community itseif. He provides no
sub-titles, so for those members of the au-
dience who know neither Cantonese or Man-
darin, such conversations wouid be seman-
tically obscured.

Chan is Missing is sophisticated ~ Wang
does not believe in lecturing in order to
enlighten. He leaves it up to the individual to
decide what happened to Chan, and draw his
or her own conclusions. In spite of the fact
that I found the film to be refreshing, enter-
taining and, dare [ say, educational, I cannot
nelp but wonder how successfully this young
film-maker will be accepted by North
American movie goers. In terms of furthering
the understanding of the Chinese community
in reiation to the rest of North America, 1 feel
the film has made a significant contribution.
Yet, I question whether or not Asian Ameri-
cans are ready for a candid self-analysis of
their own life experiences. On a broader scale,
because the present level of cross-cultural
understanding is limited, I am not quite sure
that the North American audience is prepared
to see Asians on the screen, nor willing to
receive them into their livingrooms. Polemic
thoughts for a seminal creation.

Not everyone will enjoy Chan is Missing
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— some may find it exhaustingly boring. As for
myself, I am getting out the popcorn in antici-
pation of Wang’s next release.

Dora Nipp is a Researcher, Multiculiural History
Society of Oniario.

FTHEATRE FOUNTAINHEAD

DR, FRANCES HENRY

Founded in September 1974 by Jeff
Henry, Theatre Fountainhead announced it-
self as a professional theatre devoted to pro-

ducing black and third world plays, especially

African and Caribbean playwrights of interna-
tional reputation whose works had not been
performed in Toronto. Most recently the
theatre did two productions which were criti-
caily acciaimed: Pantomime, written by
Derek Walcott, at Theatre Passe Muraille; and
Statements Afiter An Avrest Under The Immo-
vality Act, by Athol Fugar, at the Adelaide
Court. Sfafements was an enormous box of-
fice success. Both plays were directed by
Calvin Butler.

Theatre Fountainhead has continued its
tradition of play readings and developing new
scripts  through workshops. For example,
Belils, an adaptation of Austin Clarke’s When
He Was Young And Free And He Used 10
Wear Silks and a nuimber of other plays writ-
ten by Canadian playwrights of third world
origins are also in the process of being
developed.

in1 the past Theatre Fountainhead has pro-
dauced Fhe Swamp Duwellers by Wole Soyinka,
Waiting For Godot by Samuel Beckett, and
Africa In The Caribbean. All of these produc-
tions were directed by Jeff Henry.

In April 1981 an artistic directorate was
formed, composed of some of Toronto’s
leading directors, writers, actors and admini-
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strators. Calvin Butler was appointed artistic
director and Daniel Caudieron administrator.

The theatre has received grants from the
Canada Council, Ontario Arts Council and the
secretary of State, and is now launching a ma-
jor fund raising drive to support its new sea-
sonn. Currently in rehearsal is The Criminals,
written by Cuban-born playwright Jose
iriana. This will be followed by 2 stage adap-
tation of a series of poems Things We Do In
Ihe Dark by Judy Jordan, showing the evolu-
tion of a girl to 2 woman. The evening will
conclude with a production of Coldsnap by
Leah Ghans — a moving but humorous ac-
count of a Caribbean immigrant experiences
in Canada. These two productions will be
done at Adelaide Court in January and April
1983 respectively.

Theatre Fountainhead is in the process of
planning a season of three new plays for its
1983-84 season.

Information can be obtained at the
theatre’s office, 24 Ryerson Avenue, Torontc

M5T 2P3. Telephone (416) 862-7491.

Dr. Frances Henyy is a Professor of Anthropology
ai York University, Toronto.
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from “Waiting For Godot.”” Photo by

Andretw Oxenbam. Courtesy of Theatre
Founiainbead.
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In the next issue:

MINORITIES AND THE MEDIA

A look at some of the issues and some of the advances being made in the media, and some
suggestions for further improvements in advancing the position of minorities.
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