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EDITORIAL

In Pursuit of Equality

THE EVIDENCE OF RACIAL DISCRIMINATION in Canada has once again been
assessed and, in a benchmark study, directly tested: the results ofthe Henry and Ginzberg study,”Who
Gets The Work?” are sadly appalling. Withut wanting to be too shrill in our moral indignation, in our
demands for equality and the elimination of discrimination, it is of some comfort that the initial
political and media response to the findings was generally an acceptance and obligation that remedies
are required.

However, the pursuit of equality has suffered under the weight of too much seductive rhetoric.
Although the issue of racial discrimination in employment appears to be, at least temporarily, widely
recognized, the implications and appropriate remedies still appear to be shrouded in platitudes.

We are now being asked to respond to the Governments initial response to the recommendations of
“Equality Now”, the report of the Special Parliamentary Committee on the Participation of Visible
Minorities in Canadian Society, and the recommendations of the Abella Royal Commission on Equality
in Employment

The tasks facing” equality-seekers” appear at times overwhelming Not only must they achieve a wide
public recognition of the issue and ensure that it is part of the political agenda, but secondly, they must
ensure that decisions are made, and then thirdly, that the policies are implemented. Defenders of the
status quo of course need only achieve, or rather prevent the first stage in this political process from
occurring,

It is naive to assume of course that if the problem is clearly identified and accepted that the solution
will automatically present itself and in turn will automatically be implemented. And one-liner recom-
mendations that the government“should” do this or”should” do that, are worse than useless. Equality, as
a central pillar of our democratic principles, 1snotso simple a concept in practice. Our goals are still far too
general and abstract to expect government or any other institution to interpret and be capable of
implementing programmes that will ensure racial equality.

Racism does not stay still: it changes shape, size, contours, purpose, function — with changes in the
economy, the social structure, the system and the challenges to that system. In the pursuit of racial
equality we still need to work out in a systematic manner, in concrete programme terms, what it should
consist of We must first fully understand the context of racism in Canada, and we must know exactly how
+nd when we want to take race into account. Because the onus in the end is always on those who want to
change things to “make the case’”.

If we expect society to move to positive action it 1s absolutely essential that it be equipped with a solid
foundation of facts — unequivocal data and statistics, clear theories and arguments The purpose of this
issue of Currents is to begin to identify what that information base should consist of. To achieve this
requires new coalitions, new alliances with various sectors and disciplines including economists, lawyers,

and academics. Without this information base and without these alliances minorities will continue to be

left to flounder in ineffectual negative protest
TIM REES




Equality

Paul Scott

In November of last year Employment and Immigration Minister Flora MacDonald
tabled the Royal Commission Report on Equality in Employment in the House of
Commons. Business and labour leaders, as well as the women’s, disabled and
visible minority communities across the country had been eagerly awaiting the
report's release for months and those among them who expected something
dramatic were not disappointed. Royal Commissioner Rosalie Abella had made a
set of recommendations which, if accepted, would alter personnel and business
practices across Canada and would improve the social and economic situation of
women, the disabled, Natives and visible minorities for generations to come

Briefly the Report recommends that the
Government of Canada adopt a comprehensive
strategy for obliging Canadian employers to
undertake a programme of “employment
equity.” The first step in this process would be a
legislated requirement that all federally regulated
employers implement employment equity pro-
grammes for women, the physically disabled,
Native Indians and visible minority workers.
Under this statutory requirement employers
would be obliged to eliminate discriminatory
barriers in the workplace and file workforce data
annually; an enforcement agency would be
established to receive data and enforce equity
programmes. The Commission also urged that
the Federal Government encourage provincial
and territorial governments to implement equity
legislation consistent with the new federal
legislation. In the absence of such provincial and
territorial legislation the Commission recom-
mended that the Federal Government encourage
employment equity in the private sector through
the use of contract compliance.

The Abella Commission also recommended
the implementation of a wide range of further
measures which would improve the employ-
ment opportunities of the four designated
groups. Fifty-three of the Report's 117 recom-
mendations address the need to develop

appropriate training and educational pro-
grammes for the designated groups and to ensure
that qualified members of these groups receive a
fair proportion of opportunities to take the
training and education. In acknowledgment of
the finding that a major barrier to equality in the
workplace for women who are mothers is the
absence of affordable childcare of adequate
quality, the Commission recommended the
passing of a National Childcare Act.

While some reacted in horror to the Report's
recommendations — particularly those which
called for a bureaucracy to enforce equity in the
workplace, calling it more intrusion by govern-
ment Into private business — many lamented
that Abella was telling “the same old story, a tale
of wellknown problems” or that we have
already been “waiting too long for equality”.?
Certainly Judge Abella did not exactly sneak up
on the Canadian public with her revelations
about inequality in the workforce and her recom-
mendations that statutory measures be adopted
to remedy the inequality. For over twenty years
now we have been hearing about U.S. efforts to
combat employment discrimination against
Blacks, Hispanics and women through Affirma-
tive Action programmes, and for nearly as long
the debate has raged about whether Canada has a
similar problem and whether Affirmative Action
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measures should be taken to address it. A short
review of the American experience and Canadian
developments will help us to establish a context
for the Abella Commission recommendations.

The American Experience

The United States government has developed
over the years two distinct bases for implement-
ing programmes of equality in employment:
contract compliance and Affirmative Action
based on a finding of discrimination. The contract
compliance programme dates back to 1941 when
President Roosevelt issued an Executive Order
applying to all defense contracts which imposed
upon both employers and labour organizations a
mandatory non-discrimination requirement
applying to blacks. In its first twenty years this
programme remained essentially a voluntary,
anti- discrimination programme; the government
exhorted, encouraged and threatened but did not
enforce. In 1961 as a result of increasing concern
expressed that there had been inadequate use of
sanctions to deal with non-compliance in the
programme, President Kennedy issued an
Executive Order which established an enforce-
ment agency with responsibility for receiving
complaints, conducting compliance reviews and
imposing sanctions. Another signficant develop-
ment at the time was the addition to the non-
discrimination requirement of a commitment by
contractors to take Affirmative Action to ensure
that applicants were employed, and that employ-
ees were treated during employment, without
regard to their race, creed, colour and national
Origin

In the years that followed controversy and
criticism surrounded the Office of Federal
Contract Compliance as it attempted to define
and then enforce Affirmative Action In its early
years it established guidelines which initially
prescribed anti-discrimination measures which
employers must take but later focussed on the
procedures which the employers must follow for
establishing and achieving numerical goals? It
was, however, the complex reporting require-
ments and the enforcement and investigative
hierarchy which the OFCCP established, not the
Affirmative Action measures themselves, which
generated the greatest public outcry and certainly
influenced the opinion of Canadian employers
on contract compliance and Affirmative Action.*

The legislative basis for mandatory Affirma-
tive Action outside compliance is Title VII of the
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Civil Rights Act of 1964 which applies to all
employers. The Federal Equal Employment
Opportunity Commission (EEOC) is em-
powered by Title VII to investigate complaints of
employment discrimination, redress grievances
and prescribe a conciliatory remedy where
discrimination is found to have occurred.
Affirmative Action is usuallv the prescribed
remedy. Despite the difference in jurisdiction the
intent of the Executive Order and Title VII is the
same: to ensure that employers’ practices neither
intentionally discriminate against, nor have an
adverse impact on minorities and women. The
goal of programmes under both jurisdictions
continues to this day to be the elimination of all
discriminatory conditions, whether purposeful
or inadvertent and to bring the numbers of
minorities and women in the employer's work-
force more or less up to their percentage
representation in the local community’
Although both of these programmes are per-
ceived to have been under attack since the
election of the Reagan administration in 1980
they remain intact

The Canadian Experience

Some observers claim that Canada had its first
experience with Affirmative Action long before
the public debate about its merits began or betore
any formal apparatus justifying such policies was
in places In 1962 the Royal Commission on
Government Organization expressed grave
concerns about French Canadians who did not
hold jobs in proportion to their numbers and
who, when they did hold government jobs, were
clustered in lower paying positions.” In its report,
and later in the Report of the Royal Commission on
Bilingualism and Biculturalism (1969) it was con-
cluded that French Canadian ctizens were
probably not receiving adequate service from
government officials and that, theretore, steps
should probably be taken to increase their
representation at all levels of government In
arguing the need to recruit and promote more
Francophones the authors of both reports used
comparisons of civil service representation to
population proportions as a rough guideline. In
response to the recommendations the Public
Service Commission modified the principle of
merit so that it took into account the diftering
linguistic and cultural attributes of Francophone
and Anglophone applicants and also embraced
the concept of representativeness: to be ettective,
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a civil service must be representative. The initia-
tives which grew from these recommendations
were extremely effective in increasing the
partictpation of Francophones throughout the
civil service.

In 1970 the Royal Commission on the Status
of Women tabled its history making report
outlining the seriously disadvantaged position of
women in the Canadian workforce. Discrimina-
tion, exclusion, job segregation and wage
disparity were all said to characterize women's
place in the work world. Included in the Report
were recommendations calling for equal pay for
equal value, the development of equal oppor-
tunity programmes for women within the Public
service and the establishment of equal oppor-
tunities in the Banks and Crown Corporations. As
a result of the report the government enacted
equal pay for equal value legislation in the 1978
Canadian Human Rights Act In 1972 the Equal
Opportunity for Women (EOW) Office was
established in the Public Service Commission. It
was responsible for stimulating career oppor-
tunities for women as well as maintaining a
watching brief of Public Service employment
policies, practices and procedures as they relate
to women. The value of this and similar equal
opportunity programmes for the disabled and
Native employees was seriously doubted by the
members of the designated groups and in 1983
on the same day as the announcement of the
establishment of the Abella Commission the
Government announced that an Affirmative
Action Programme, under the direction of
Ireasury Board would be implemented across
the public service. The program would be super-
imposed on existing equal opportunity pro-
grammes and would include the establishment of
goals and timetables as appropriate for women,
the disabled and natives.

In further response to the Royal Commission
Report on the Status of Women an Affirmative
Action Consulting Service was established to
assist organizations such as Crown Corporations
and Banks in the establishment of Affirmative
Action Programmes. Success with these volun-
tary programmes as well as those established by
other levels of government has been limited.?

One of the most important developments in
the evolution of equal opportunity and A ffirma-
tive Action in Canada was the proclamation of the
Canadian Human Rights Act in 1978. Besides
prohibiting intentional discrimination on a wide
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variety of grounds including sex, physical
handicap and race the Act explicitly accepts the
systemic definition of discrimination which
formed the basis of American Affirmative Action
and antrdiscrimination programmes. Under this
definiion the Human Rights Commission
examines the impact of an employment decision
or transaction to determine whether it is discri-
minatory rather than the employer's intent

The Canadian Human Rights Act also
explicitly permits the implementation of special
programmes which will prevent disadvantages to
certain designated groups, reduce disadvantage
to those groups or remedy the effects of past
discrimination against those groups. The Actalso
gave the Commission the ability to order the
implementation of Affirmative Action pro-
grammes where discrimination had been found.
Canada further confirmed its commitment to the
principle of Affirmative Action in the passing of
the Constitution Act 0f1982. After April17, 1985
under Section 15(2) of the Charter of Rights and
Freedoms the legality of special programmes or
Affirmative Action will be unquestioned In
addition the courts will be entitled, pursuant to
Section 24 to order ameliorative measures for
disadvantaged groups.

The effect of legitimizing Affirmative Action
in human rights law has been to accelerate the
rate at which remedies for employment discri-
mination were being demanded by designated
groups and advocates. Obstacles, the Report of the
Special Committee on the Disabled and the
Handicapped outlined the severely disadvant-
aged position of the disabled in the workforce
and recommended, among other things the
enhancement of the governments internal
Affirmative Action Programme, mandatory
Affirmative Action for federally regulated
employers and contract compliance and the
establishment of an enforcement agency. In 1984
the Equality Now Report of the Special Committee
on Visible Minorities made identical recom-
mendations. Members of these designated
groups continue to wait for the implementation
of the Affirmative Action/Contract Compliance
recommendations of these two Reports.

In 1981 Affirmative Action proponents
received a boost when the authors of the Report
of the Task Force on Labour Market Develop-
ment, Labour Market Development in the 1980’s
encouraged Affirmative Action as a good human
resource planning tool Its argument is that

T el e AT Y Ve reecu L
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inequities in employment, income and status in
Canadian society for women the disabled and
minorities will inhibit economic growth by
restricting labour force growth. These inequities
grow out of the use of various employment
systems which disadvantage the designated
groups. To eliminate the disadvantages facing
these groups will require, according to the
Report s authors, the adoption of comprehensive
Affirmative Action progammes.’ In the months
which followed the release of this report its
arguments about Affirmative Action Pro-
grammes helping the country to make the best
use of its human resources received support from
a number of prominent business organizations

including the Canadian Manufacturers Asso-
ciation.’*

The Abella Report

It was against the backdrop of the American
experience, mounting public pressure for
government action, and evolving definitions of
discrimination and appropriate remedies that
Judge Rosalie Abella was appointed as a one-
person Royal Commission on Equality in
Employment in June 1983.

Under the terms of reference of the Com-
mission, Judge Abella was appointed to inquire
into the most efficient, effective and equitable
means of promoting employment opportunities
for, and eliminating systemic discrimination
against four designated groups: wommen,
disabled people, Native people and visible
minorities. That visible minorities was included
in the Commission’s mandate was significant in
that prior to that date visible or racial minorities
had not been designated as a target group for
employment programmes on a national basis;
Blacks had, of course, been a special target group
in Nova Scotia. There was, however, increasing
recognition of the evidence that racial minority
groups were experiencing more long-term dis-
advantage in the labour market than could
legitimately be attributed to an “adjustment
period”

The Abella Commission was able to avoid
potential jurisdictional wrangles and widespread
private sector indignation by focussing on the
employment practices of 11 designated crown
and government-owned corporations repre-
senting a broad range of Canadian enterprise.
These corporations were Petro Canada, Air

Writing in the Foreword of the Report the
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authors indicate that it was clear to them from the
outset that only a broad approach would serve to
analyze the multi-dimensional nature of the
barriers facing the four designated groups. They
write: “The climate in any given corporation
reflects the social, cultural, economic and political
environment in which the corporation function
To study a corporation’s employment practices,
therefore, one must also study the realities of the
wider community. To recommend effective

remedial measures to neutralize obstacles to

equality, one must concentrate at least as in-
tensively on the societal as on the corporate
reflection of the problem.”"!

The Commission then began in July 1983 an
intensive analysis of the employment situation of
the four designated groups at the same time as it
undertook to study the Corporations. At the
invitation of the Commission 274 written
submissions were received from individuals,
representatives of the designated groups,
business, organized labour and Government
The Commission also held 137 informal
meetings with interested parties over a 7 month
period. There can be no doubt that during s
seventeen months of existence the Commission
was the subject of intense interest and specu-
lation; the designated groups debated whether it
would be sensitive to their needs and concerns;
business and labour debated the merits of
implementing voluntary programs while they
still had the chance; and many policy decisions
were said to be put”on hold” pending release of
the report.

Simultaneous with its public deliberations the
Commission conducted a substantial research
programme. Papers on subjects ranging from the
nature of discrimination through reviews of
existing legislation, programmes and services to
contract compliance and equal pay for work of
equal value will make an invaluable contribution
to this emerging field when they are released as
Volume II of the Report. The 11 corporations
were asked to complete comprehensive question-
naires which asked detailed information about
the representation of the designated groups in all
levels of their workforce and elicited compre-
hensive descriptions of their employment
systems. After the questionnaires had been
reviewed by Commission staff the Commuissioner
met with the Chief Executive Officer of each of
the corporations to solicit views on possible
remedies for the problems which they found in
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the corporations and in the workforce at large.
The completed Report is divided into two
parts: the findings and the recommendations.
The findings, while in no way unexpected, are
still very disturbing!'? A survey of available data
reveals that women, the disabled, Natives and
visible minority workers continue to experience
lower participation rates, higher unemployment
rates, occupational segregation and low income
levels. Women, although their participation in the
labour force has increased dramatically, continue
to be viewed as secondary workers. From 1969 to
1981, women had higher unemployment rates

than men. Women working full-time, full-year in-

1982 earned on average 64 cents for every dollar
earned by men working full- time, full-year, while
all working women earned on average 55 cents
for every dollar earned by men The wage gap
between women and men narrowed by no more
than 11 percent in 70 years. Women are sub-

stantially under-represented in high-income

occupations. In 1981, as in 1971 just after the
release of the Royal Commission Report on the
Status of Women, they were concentrated in
clerical, sales and service occupations. Women
constitute about 72 percent of all part-time
workers, though one in four in 1981-1982 would
have preferred a full-time job.

There is a dearth of statistical information on
disabled people, but informants spoke to the
Commission of a population which lives outside
the economic mainstream. The Canada Health
Survey estimates that there were 1.7 million
disabled adults of working age living in Canada in
1978-1979. Of these it is estimated that over 50
percent are unemployed.

Native people were discovered to have low
participation rates, high unemployment rates and
low income levels. Data from the 1981 Census
show that the participation rate for Native men
was60.7 percent compared to78.2 percent for the
total male labour force. The participation rate for
Native women was 36.7 percent, compared to
51.8 percent for the total female labour force. The
unemployment rate for Native men in 1981 was
16.5 percent, compared to 6.5 for the total male
labour force. For Native women it was 17.3
percent, compared to 8.7 percent for the total

female labour force. The average earnings of

Native males in 1981 were 63 percent of the
average earnings of non-native males; Native

women averaged 72 percent of the earnings of
non-native females. '
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The Commission relied exclusively on the
census for employment data on minorities. Such

‘data are weak in that they report ethnicity and

Immigrant/ non-immigrant status rather than
racial membership; data on blacks are particu-
larly inadequate. However, despite the paucity of
data there is sufficient evidence that certain
groups — 1n particular Blacks, Indo Chinese and
Central/South Americans experience high
unemployment, are concentrated in low status
jobs and under-earn; women in these three
groups and the Indo Pakistani group suffered
particularly badly according to the data. Studies
of the employment experience of minorities
carried out in urban centres in Ontario would
support the conclusions which the Commission
drew from the sketchy data available.’?

In addition to the statistical evidence, the
Commission found the submissions of the
designated groups to be very powerful Repre-
sentatives of all four groups enumerated
employment barriers such as inappropriate
education and training facilities, inadequate
information about training and employment
opportunities, no voice in the decision-making
process In programmes affecting them, em-
ployers’ restrictive recruitment hiring and
promotion practices and discriminatory assump-
tions. The members of the group had also spoken
of their frustration over Government's failure to
act on the recommendations of earlier reports
such as the Royal Commission Report on the Status of
Women, Obstacles, and Equality Now.

Within the designated crown and govern-
ment-owned corporations which the Abella
Commission studied information was generally
available about the distribution and participation
rates for women only. Where data on the other
three designated groups existed, the information
was either specific only to small units of the
corporation or represented estimates. It became
clear, however, in meetings with senior repre-
sentatives of the organizations that disabled
people, Natives and visible minority group
members were not employed in significant
numbers in any of these publically owned
corporations.

Within the corporations women were repre-
sented in significantly smaller proportion than
they are found within the labour force. In the nine
occupational groupings developed by the
Commission staff women were under-repre-
sented in seven: upper management pro-
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fessional semi-professional and technical The chief executive officer of each of these

operations, supervisor of white collar workers,
supervisor of blue collar workers and the skilled
crafts and trades. In fact in the upper manage-
ment category women f{ill less than 4 percent of
the upper manager positions. Of those women
employed over seven of every ten are found in
the other two occupational groupings: clerical
and service. Women are also consistently under
paid in the corporations, not only because they
are In the lowest paid occupations but because
they make salaries above the mid-point for their
occupation less often than men do.

Although the situation vis a vis job segre-
gation had changed slightly over the past five
years in the eleven corporations, changes in
general were so miniscule that it would, in some
cases, take several generations for women to
reach even a 30 percent level of representation in
most occupations. The situation is less grave in
those corporations which had implemented
human resource planning programmes specifi-
cally to counteract inequities at the time of the
Abella study.

Although all of the corporations indicated
that equal opportunity was one of their corporate
objectives, these objectives were usually
expressed in antidiscrimination terms. Where
there was not special corporate attention paid to
equality issues and the natural forces of the
market place were left to hold sway, there was
generally a perpetuation of the status quo with no
improvement for women, the disabled, Natives
and visible minorities. Four companies, Canada
Mortgage and Housing Corporation, CBC, the
Export Development Corporation and Air
Canada, had Affirmative Action Programmes at

the time of the Commission’s investigations;
~ Canada Post, Atomic Energy of Canada, Petro
Canada and CN have established programmes
since then. What impressed the Commission was
the diversity of approach which those corpora-
tions had to their Affirmative Action Pro-
grammes. There were, however, certain critical
elements which each of these corporations had in
common including the setting of internal
corporate goals, establishment of accountability
and holding of periodic reviews of programme
progress. All of these corporations also have
certain achievements in common such as the
appointment of women to their board of
directors, and an increase in the number of
women in both management and technical areas.

eleven corporations acknowledged that legis-
lated mandatory requirements were the most
etfective path to widespread equitable partici-
pation by the designated groups. However, all
eleven agreed that achievement should be
measured in terms of results rather than activities.
They all suggested strongly that the actual
practices used to achieve equitable participation
be left to each corporation.

Inresponse to the overwhelming data and the
presentations of organizations and individuals
the Commission concluded that voluntary Affir-
mative Action measures were inadequate.
Despite the existence of human rights laws
permitting Aftfirmative Action, the Charter of
Rights and Freedoms provisions in the Consti-
tution Act supporting Affirmative Action which
will be implemented in April 1985 and forceful
recommendations in Obstacles, Equality Now and
Labour Market Development in the 1980's there is no
evidence of any widespread commitment by
employers to changing the status of women, the
disabled and minorities in the workforce. The
Commission therefore recommended that all
tederally regulated employers be required by
legislation to implement programmes of employ-
ment equity.

The Commission staff had been told many
times that Affirmative Action was a negative term
which elicited images of government interven-
tion in business, unwieldy bureaucracies and
capriciously imposed employment quotas, all of
these resulting from a misunderstanding of the
American experience. The Commission seemed
to reason that it was easier to change the name
than correct the misconception; in their words, “if
there is a debate over the implementation of
equal opportunity it should be between princi-
ples and not reflexes”.

The choice of the term employment equity
reflects;, 1 believe more than a convenient
alternative to an unpopular term. Traditionally
Canadians have used the term “equal oppor-
tunity” to identifv equitv programmes. In its
strictest sense equal opportunity refers to a
passive strategy of non-discrimination in
employment; its focus is on access rather than
results. 4

Affirmative Action as a term refers to a
comprehensive planning process for eliminating
systemically induced inequities and redressing
the historic patterns of employment disadvant-
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age suffered by members of designated groups.
Affirmative Action is a systemic-based approach.
In an Affirmative Action Programme the impact
of an employers systems and practices is
measured through the analysis of designated
group employment within the organization and a

realisticassessment of the number of target group

members available in the labour market both in
totaland in job and skill groups. Italsoinvolvesan
analysis of the function of employment practices
in facilitating or inhibiting the employment of the
designated groups. Steps are then taken to
neutralize discriminatory practices, set goals and
timetables for achieving equitable representation
of the designated groups within the organization
and establish remedial measures which will
redress past imbalance and make the achieve-
ment of numerical goals possible. Affirmative
Action 18 a dynamic term and there is a heavy
emphasis on process. There has been a tendency
for Affirmative Action guidelines to be pre-
scriptive, outlining the “key steps” in an Affir-
mative Action Programme.'s

The introduction of the term employment
equity seems to shift the emphasis from access
and process to results. According to the report
equity is still a systemically based approach. lIts
implementation requires no prior finding of
~discrimination and its goal is the development
and maintenance of employment practices which
would eliminate discriminatory barriers in the
workplace and improve, where necessary, the
participation, occupational distribution and
income levels of women, the disabled, Natives
and individuals in specified ethnic and racial
minority groups. Among the areas where
practices would be reviewed and adjusted would
be recruitment and hiring practices, promotion
practices, equal pay for work of equal value,
pension and benefit plans, reasonable accom-
modation, workplace accessibility, occupational
qualifications and requirements, parental leave
provisions and opportunities for educational and
training leaves. By Judge Abella’s definition there
s no tight prescription for achieving equity;
emplovers are given flexibility in the redesign of
their emplovment practices in order to accom-
modate the unigueness of their structure,
location and tvpe of business. However
employers are asked to establish their own
numerical targets taking into account job
openings, prior record and the realities of the
local labour force. It is on the abilitv of their
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- revised employment practices to achieve these

targets that their equity programme will be
judged.

This emphasis on results in the area of
participation, distribution and salaries is consis-
tent with developments in the US. where
enforcement agencies which originally focussed
on prescribed program components in their
education and enforcement efforts later
abandoned these and focussed on the achieve-
ment of goals!® It 1s also consistent with the
advice of crown and government-owned cor-
poration heads who argued that the corporation
management and employees are in a better
position than anyone else to know the best way to
achieve results in that organization.

Judge Abella explicitly eschews quotas and
yet she says that employers implementing
employment equity programmes will set
numerical goals based on human resource
planning projections and achieve these within a
specified time frame. This has led to accusations
of double talk by the press and members of the
public who are reluctant to apply to equity issues
the numerical measures of success and failure
which are applied to all other business under-
takings.'” In fact without goals and timetables
there is no way of measuring the success of one's
equity measures.

The Commission’s frustration with inade-
quate data in the 11 corporations is indicative of
the importance of recommendations for more
sophisticated data gathering procedures.
Employers to whom the legislation applied
would be required to collect from their em-
ployees information on the participation in their
workforces of women, disabled people, Natives
and specified ethnic and racial groups by occu-
pational categories and by salary range. The
Commission also recommends that data be
collected on the representation of individuals
from these groups in hirings, promotions,
terminations, lay-offs, part-time work, contract-
work, -internal task forces, training and educa-
tional leave. Such data would, according to the
recommendations, be filed annually after a three-
year waiting period. Such data would, them-
selves, contribute to the bank of enhanced
standardized workforce data on the designated
groups which will be necessary for the
administration of good-quality equity pro-
grammes. These standardized data will be
collected in the Census so that in the future more
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useful occupational data will be available for all
the designated groups.

The Commissioner's decision to recommend
Mandatory Equity programmes came as 4
surprise to many people. There seems little doubt
that the American experience contributed to the
decision. In the United States there is abundant
ovidence that women have increased their
participation rates and their representation In
senior management jobs muchmore rapidly than
they have in Canada where there isno legislation
In the US. minority representation in the
workforce has increased dramatically as a result
of A ffirmative Action. There is even evidence that
employers have come to support Affirmative
Action believing that it enhances their human
resource systems and business practices’® In
Canada it is still only in the rare case of some
resource industries where any kind of mandatory
program has been implemented. Where it has
there is dramatic proof of its effectiveness 1n
increasing the numbers of designated group
members employed.!”* The Commission found,
by contrast, that the success of voluntary Affir-
mative Action Programmes which have been
promoted by both federal and provincial
governments was either limited or impossible to
measure.

In making the decision to recommend
legislation the Commission claimed to be
choosing to ensure the right to freedom from
discrimination rather than merely hoping for it. It
is argued that laws reflect commitment and
clearly define the limits of acceptable behaviour.
The authors write: “A government genuinely
committed to equality in the workplace will use
law to accomplish it and thereby give the concept
credibility and integrity”.

While the mandate of the Abella Commission
limited its recommendations to federally
regulated companies, recommendations were
made which would ensure that the 89 percent of
Canadian workers who work in non-federally
regulated companies would benefit. It is urged
that provincial and territorial governments pass
equity legislation, with requirements being
insofar as is possible, consistent with federal
Jegislation. In the absence of universal legislation
the Federal Government is then urged to
encourage employment equity in the private
sector by the use ot contract compliance. We
have, of course seen how contract compliance
was used to ensure equality for designated
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groups in the United States. The granting of
contracts to enhance equality in employment
would be completely consistent with Treasury
Board policy which states that contracts will be let
in such a manner as to relate to national policies
and objectives.®

In the history of discussions about mandatory
Affirmative Action and Equal Opportunity
Programmes a recurring concern has been
enforcement Advocates of mandatory pro-
grammes fear that legislation without enforce-
ment will make a mockery of the governments
commitment to equality while at the same time
eliminating the requirement for further action on
behalf of the designated groups because the
problem has been dealt with. Business fears
ntrusive enforcement which will be punitive and
insensitive to business objectives and require-
ments. In her recommendations about enforce-
ment mechanisms Judge Abella has presented
four alternatives for enforcement, each of which
takes into account the requirements for a good
mandatory programme. These requirements
‘nclude: facilitation and the issuing of guidelines;
collecting, reviewing and assessing data; and
enforcing equity. It remains, according to the
recommendations, the responsibility of govern-
ment to facilitate the establishment of good
equity programmes through the provision of
educational materials, guidelines and assistance.
Data analysis is the key monitoring activity in a
programme where bottom line results have
prominence. The responsibility for making
decisions about non-compliance with the law and
imposing penalties would rest, according to the
four alternatives proposed, with the Canadian
Human Rights Commission or with a new
independent agency. The type of penalties to be
imposed on those who fail to comply 1s not
specified in the Report

While the recommendations about manda-
tory employment equity have been front and
centre in the discussion of the Abella Report it is
important to remember that the Commission
recognized that a strategy designed to increase
the employment opportunities of particular
individuals cannot work unless those individuals
have the skills to do the job. The Commission
therefore reviewed the quality and nature of
educational and training opportunities available
to the target groups and made recommendations
which would ensure that no claim could be made
that the reason for the under-representation o:
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designated groups could be attributed to their and suggestions. Sophie Sitaridis assisted with

lack of qualifications editing and typing

[n acknowledgment of the fact that a major
factor in female labour force participation
continues to be their childcare responsibilities

Footnotes
the Commission devoted considerable attention
to this issue. Although by Canadian law both 1. Sabia Toronto Sun (22 Nov. 1984), p. 13
parents have a duty to care for their children, by 2. “"Waiting Too Long for Equality”, Editorial, Toronto Star (22
custom this responsibility has generally fallen to November, 1984) p6 |
the mother. Women are both inhibited from 3. PC Rabertson Affirmative Action and Contract Compliance
R : . C e e . in the United States of America. Canada Employment &
working, and the quality of their participation is Immigration Commission (1984), pp. 6-7.
Impaired, by the absence of adequate childcare, 4. U.5 5Senate Committee on Labour and Human Resources.
While workplace childcare can be adopted by an Commuttee Analysis of Executive Order 11246, (1982), p. 28.
employer as part of an equity programime the 5. RF. Drinan, “Affirmative Action Under Attack’, Human
Commission preferred to address it as an issue of Rights, 20, No.2 (1984), p.14
public policy. It recommends that a National 6. Lgncg W. Rf:)berts; _in”Unders.tandingAfﬁrmative Action”,
Childcare Act be passed which provide univer- Dscnimination ﬁ%’”@jﬁfﬁz’; and Squn Opportunity, ed
:-'?' sally accessibl_e c.hildcare: apd ensures quality care tute, 1982), p 166, ’
! Eﬁ?&iﬁ:&iﬂf:d training and better pay for 7. J.C.N. Johnstone et al A Survey of the Canadian Public Service

Research Report for the Royal Commission on Bilingu-
Conclusions alism & Biculturalism. (1966)

j ‘ o o 8. bSee Canadian Advisory Council on the Status of Women,
| Inits SCOpe, 1IN 1tS thOI‘OthHESSf In 1ts courage As Things Stand: Ten Years of Recommendations (1983).

and in the degree that it has aﬁempted to be 9. TaskForce onLabour Market Development Labour Market
responsive to the various constituencies to which Development in the 1980’s. Canada Employment & Immi-
E it has some relevance the Abella Report is a gration Commission (1981).
” masterpiece. The report documents, from a 10. Canadiaz} Manufacturing Association, CMA Bulletin, Series
’ perspective which no other Canadian study has of 10 articles (1982-83).
taken, the impact of workplace discrimination on H. Stberman Abella. Equality in Employment: A Royal Com-
e . mission Report (1984) p.v. Future references to the Report
millions of Canadian workers. It traces the will be undocumented.
multiple sources of the discrimination and logs 12. All statistics from Abella, op cit

’ the efforts which this country and the United 13. See E Zureik & R Hiscott, The Experience of Visible Minorities

States have taken to reme dy the discrimination in the World of Work: The Case of the MBA Graduates. Ontario
and it describes, in objective terms, the options Human Rights Commission (1982).
{ which are open in the future, L. Muszynski & ]. Reitz, Racial & Ethnic Discrimination in
| Its recommendations, though tough, seem to Employment, Social Planning Council of Metropolitan
. : . Toronto (1982).
reflect a sincere commitment to equality and

C 1 e L . . F. Henry & E. Ginzberg, Who Get The Work: A Test of Racial
social justice at the same time as they take into Driscrimination in Employment, Urban Alliance on Race Rela-

; account the concerns and tears of the employer tions & The Social Planning Council of Metropolitan
E community Cnev respect the right and ability of Toronto (1985). |
| cIIT.INETE Zavel 27 programmes which are 14. Board of Education for Toronto, Board of Education for the
o e i R e Pl P H : City of North York, Glossary of Terms (1982) p.3.
TInEITNT IDimen DT frzznuzation's stvle an y Y 1%
- e vl . '_*'* L= iff..j_._ﬂ._ i;:'.‘r: zIo0UnNt2 :flllh fOr 15. L.] Gunther, “Affirmative ACtiDIl”, Plant Management
_ TeiTit iiiiTezioonrorEieted  the (September 1983).
C e e e o e e zi-277is a 16. C. Robertson, p. 20.
. e . . T ; 17 "¥What the Judge Said”, Editorial, Toronto Globe & Mail (23
__________ = = o =~ = UR-RE < | .
- o o o L November, 1984) pd4.
A > Zoe..T T o LT -l - -
WOIKIOToE N

- X Gilbert Shaefter, Non-Discrimination in Employment &

- ——

- oni The Conterence Board (1980).

Paul Scoit is 7 vmzomemm =520 *:__-F:ﬂ.*.-_' S Tl e s :;qda::—“H.EEDC?atEE, Native Employment Programmes of
S il sweiirude Canada, Eldorado Nuclear Lid, Canada

the Urban Alliance on Rﬂu; Relmons Szl & Derigration Commission (1980),
_— AN :55-_15, renewed Federal Contracts Program: An Instru-

*The author acknowledges and thanks Shiriew . i 5

i Progressive Affirmative Action. Canada Employment

Fowlin and Maryka Omatsu for their comments & Immigration Commission (1979), p.3.

e e = R




Winter 1984 /1985

Peter Harries-jones

A couple of years ago it was fashionable to ex-
plain the onset of economic recession in the wes-
tern industrial world in terms of long waves, or
cycles, of economic development Capitalism had
a history of waves and troughs, supporters of this
thesis claimed, and each trough coincided with a
downswing in obsolescent technology, and an
upswing in technological innovation. The current
trough that the western world is experiencing
coincides with a downswing in the efficiency of
heavy manufacturing and a forthcoming upswing
in the future technology of information process-
ing. By the 1990’s we will be on our way again
From the erudition of journals in economics, the
hypothesis of the Kondratieff wave, as it is called,
became a bestseller on the bookstands, Alvin
Toffler's The Third Wave. From bookstand, it be-
came a (very bad) script for a series on television,
with the star himself transforming a doubttul
metaphor into the public ‘facts’ ot waves and
troughs in economic life. All of this serves to
confirm an intuitive feeling that the course of
human events moves in waves. It suggests that if
we sit tight for long enough entrepreneurial in-
novation will pull depressed western economies
up the slope to prosperity once again.

The converting of metaphors into publicly
agreed upon ‘knowledge’ of eventsisa dominant
form of social control in the latter part ot the
twentieth century and one which my own discipline,
sociology and social anthropology, needs to con-
sider more seriously. With this reservation, I want
to argue that social science is in a trough. Require-
ments of professionalism have eaten into the moral
vision of our subject The continuity between
advocacy and theory has become shattered, and
the activity of academic sociologists and anthro-
pologists engaged in the practice of social reform
has gone into sharp decline.

Finding a way to engage academics once more
in social reform is no simple task A large number
of those currently holding academic positions in
sociology and anthropology were both young
and responsive in the sixties when advocacy fora
brief time became a prominent part of the protes-
sional activity. But they have lived to see the
conjunction of theory and advocacy die on the

vine. ‘Cut at the roots would be a better expression,
since the issues of civil rights, of aversion to war,
and of Third World poverty did not go away. In
many cases activism on these issues was stamped
upon by a combination of university administra-
tors, police and politicians. By the late seventies
‘quietism’ replaced advocacy on the university
campuses, and today this remains the predomit-
nant mode of response to social issues.

Some instances show the position 18 not so
bleak as I have painted. In sociology, the ques-
tions of womern's rights and of feminism has re-
sulted in female academics assuming an advocacy
role at the same time as they have developed a
strong theoretical framework for discussion. Where
teaching flows to advocacy in anthropology —
and practicing advocacy flows back to the class-
room — has been particularly notable around
issues of cultural genocide among indigenous
minorities of developed or newly industrialised
countries.

“Fourth World” issues, as they are sometimes
called, have brought together representatives from
minorities in New Zealand, Brazil, Australia, the
Canadian Arctic, and the northern peoples of
Scandinavia. Anthropologists have beenactive In
promoting this “Fourth World” presence. In ad-
dition, they have supported these minorities on
their most pressing issue — land claims. Both 1n
and outof-court anthropologists have advocated
on the behalf of indigenous peoples. In Canada,
for example, the whole issue of land claims and
the possibility of cultural genocide was raised in
the Report of the Mackenzie Valley Pipeline In-
quiry (The Berger Report, 1977). Evidence from
indigenous witnesses, together with supporting
evidence from anthropologists was sufficiently
compelling to support the Commission’s call for a
moratorium on industrial development in the
North until the land claims issue was settled,

Outrages against the indigenous population
of Brazil has spurred anthropologists to pamphle-
tering, and, finally to the production of a journal,
Cultural Survival Quarterly, addressing this and
other related issues. In Australia anthropologists
frequently appear in court as expert witnesses on
Aboriginal rights. This has prompted at least one
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Australian university to undertake the training of
graduate students specifically for this task. In
Norway, one university, Tromso, has been fund-
ed to advocate on behalf of the Saami (Lapp) — a
model situation which could well be repeated in
other countries.

Successes begin to falter when the observer
turns from single issue topics to complex, inter-
r¢.zted issues of social reform. These swirl around
¢ departments of sociology and anthropology,
.o2zed as they usually are, in the metropolitan
centres of North America. Yet these issues do not
evoke the response of active engagement. The
lack of advocacy in the 1980’s appears in partto be
sheer timidity in the prevailing hard times, but is
also related to a diminished sense of ‘the socio-
logical imagination.” To be fair, continued under-
funding of research, especially in Canada, has
also played a significant part in the continuation
of this state of affairs.

Advocacy

At this point it is necessary to define ‘advo-
cacy’ a little more carefully. Advocacy appears in
two forms, which we may label ‘big A’ and ‘small
. ‘Big A” Advocacy is closely tied to the court
room, to formal pleadings, and to the position as
‘expert witness' in specific cases. Now some socio-
logists and anthropologists may at some time in
their lives be involved in‘Big A’ Advocacy. Clear-
ly training to become an expert witnesss or a
court room Advocate on social issues could be
improved in the universities, but on the whole,
the current state of quietism in the universities
does not concern court room Advoacy. ‘Small &’
advocacy concerns activism on social issues and
the development of what left wing sociologists
and anthropologists would call praxis: theoretical
insight into social problems drawn from practical
engagement in them. The lack of ‘small &’ advo-
cacy is the real nub of concern. Here the concern
=m0t 0 much over individual academics who
“IT iz o zdvocate, but in the orientation of the
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Ination was discussed. These two issues topped

‘the list. On the other hand, half of the instructors

polled did not raise any of the following issues in
the classroom: ethnicity, capitalism, class conflict
poverty, aging, sexuality, genocide, socialism, abor-
tion, or unemployment.' It is hard to imagine that
a discipline oriented towards ‘small 2’ advocacy
would leave such a lengthy list of contemporary
topics untaught. It is also disturbing that racism
and sexual discrimination and Native Rights (a
topic which 17 out of 29 discussed) could have
been presented without corresponding discus-
sion of class conflict, poverty, and unemploy-
ment. The absence of praxis is noticeable.

In the rest of this article I want to concentrate
on two issues which I see pushing sociologists
and anthropologists to more active’small & advo-
cacy In the near future. The first arises from an
analysis of ‘objective conditions in the universi-
ties. The second is a brief discussion of a theoretical
issue which in many ways is linked to the first.
The only reasons for parading theory here is that
academics are theoretical. Corporate directors dote
On Increase in net profits, actors dote on success-
tul theatrical productions, academics dote on
theoretical contributions which last. It is their
equivalent of instant celebrity.

New conditions, new practices

Most people who keep their eye on academic
news are aware that universities are undergoing
change, or are threatened with change. Claims
about the necessity to cut back funding have drift-
ed trom country to country and, in Canada, from
national capital to province. The universities have
been accused of undertaking the wrong sort of
education, and recently several corporate direc-
tors have accused the universities of ignoring the
future economic well-being of the country. An
example is the statement of Walter F. Light, Chair-
man and chief executive officer of Northern Tele-
com. Mr. Light told his company’s annual general
meeting that Canada “is facing a potentially Crip-
pling shortage in almost every body of know-

- ledge we will need in the next two decades. And,

the next two decades could decide whether Canada
survives as amodern, viable, international, indus-
trial power in the Information Age... Canada very
simply has a crisis in its universities.” He argued
that the universities can blame themselves for
much of their troubles, since each has pursued its
individual growth objective without considering
the national interest. Mr. Light declared himself to
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be opposed to universality in higher education,
which he believes leads to mediocrity. “Ata time
when the country is in dire need ot a technological,
business and government elite, we are concerned
with academic universality,” he was reported to
have said in a scornful manner.

Mr. Light is representative ot the powerful
lobby of high technology corporations who have
so fascinated the politicians with their thesis of
the coming information age, and the do or die
international competition associated with it What-
ever scepticism in politicians’ minds about magical
economic solutions, Mr. Light's statements can-
not be dismissed. For the universities are indeed
confronted with the new conditions of the infor-
mation age. Before our very eyes we are begin-
ning to see the class contours of change resulting
from the introduction of a new commodity: and
where a commodity, information, replaces human
skills, the classic result in the last century and a
half has been to see the skilled, ‘de-skilled.”

The universities, then, are at the end of along
chain of processes which information technology
_ more correctly, data-flow technology — set
into motion at the beginning of the 1960’s. The
first in the chain to be de-skilled were those most
closely associated with the technology, the com-
puter programmers. In the early days of com-
puters, a computer programmer required a high-
er degree in physics or advanced mathematics to
carry out and run the program. During the 1 96('s
these highly skilled jobs associated directly with
electronic data processing were broken down
into anumber of semi-skilled segments.* The next
development came during the 1970’s when jobs
that were not directly associated with electronic
data processing became de-skilled. In the 1980’s
and onwards, skills seemingly remote from rou-
tine tasks of search and record are progressively
affected. Data-flow technology is leaving the sem#
skilled activities of the business office and enter-
ing the arena of professionally skilled"knowle dge
bearers” Now it is the universities turn.

In the language of left-wing sociology there
are signs already of a change in social formation
stemming from a change in commodity produc-
tion. In everyday language, the practice of educa-
tion is at stake. As Mr. Light's remarks indicate,
there is a clash between those who seek rapid
implementation of information as a commodity,
and those implicated in the occupational cate-
gories threatened by technological process. The
ramifications of this are to be found in university
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policy meetings, in relation between the univer-
sity and other vested interests in society — and
even in the university classroom.

Mr. Light can feel comfortable about giving
the universities a piece of his mind for the simple
reason that his company is dedicated to the pur-
suit of productivity in the ‘’knowledge industries,
and he views the universities as already being part and
parcel of the 'knowledge industries in society. His
statement is a sort of dressing down on the poor
productivity record of abranch plantwhose man-
agement and staff are in need of a thorough shake-
up. His own firm, in his view, is an agency of
progress in Canada. The universities also are
‘agencies of progress, since they belong to the
knowledge industry as much as Northern Telecom.
Yet from his point of view they just do not seemto
realise that they have become crucial to the future
economic viability of the nation, and they need to
be shown the error of their ways.

[ am not putting thoughts into the mind of the
chairman of Northern Telecom. For some yearsa
magnificent sociological analysis of this turn of
events has indicated what the pattern was likely
to be’ Mr. Light is a convenient example of the
accuracy of the analysis.

General recognition that the universities are
centres for the production of new knowledge,
and that they are crucial to economic viability
may bring new benefits. They will also increase
the chance of state intervention. The state will
wish to control productive processes as it has
always attempted to do, and activity on the part of
the state will inevitably clash with the universities
traditional autonomy.®

This situation links to our previous discussion
on advocacy. As the state intervenes, so pressure
is increased on professionals within the univer-
sity. The professoriate will soon face the choice of
becoming either managerial agents of the state, or
technical agents of it. Social class implications are
profound. The professoriate could yield to calls
for a ‘technological, business and government
elite’ — in which case members become part of
the ruling apparatus of society, by being agents
through which capital (viz. knowledge) is accu-
mulated. Or they could try to defend the auto-
nomy of knowledge against established power
and the corporate ‘knowledge industries. The
real fear of the latter line of action is that political
and industrial confrontation is bound to dimi-
nish, perhaps to destroy research activity. In either
case the relation between research theory will
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thrust advocacy to the foreground of academic
life. Unlike the 1970’s there will be little place for
quietism on issues of social research.

Revising Theory

My analysis of the new ‘objective conditiong
iIn which the universities find themselves hold
that the traditional autonomy of the university
will be systematically eroded. The universities
will become an adjunct of ‘’knowledge industries,
and their professoriate progressively de-skilled
o the substitution of technology for routine tasks
1 teaching and research. There are glimpses of
:his situation already. The human skill most asso-
clated with a degree in geography is cartography,
the drawing of maps. Recently, the academic and
labour markets for skilled cartographers has fallen
away to negligible proportions — as a direct re-
sult of the use of computer technology. While
geographers teach other skills, the response in
my own university has been for faculty members
of the geography department to move away from
teaching and research into university admini-
stration.

As with geography, so with social research.
The pretensions of sociology as a“science’ began
with the study of the American soldier during
World War IL The scientific pretensions of the
discipline grew stronger as the battery of scaling
and ranking techniques became transferred from
esoteric mechanical procedures to electronic com-
putation. For a time during the 1960’s computer
technology was insufficiently advanced to handle
the typical format of sociological research — the
80 column card punched with results from ques-
tionnaires that required cross-tabulation. Now
there is a widespread demand from within and
without the university system that all those major-
Ing in sociology and anthropology know how to
use fairly advanced statistical techniques. At the
same time, the number of hours required to teach
2 student to gain this level of performance has
zr>rred drastically. While skill is required in the

- -

T - — - -
]

- sociological surveys, all that is required
-7 TI=3.0E Of surveys is knowledge of parti-

- o7 fimimiz tomputer packages.

T Ziiziz il Zomputer time, students can

== "i7 i Trizrammes like the Statistical
: Ttz szmznce (SPSS) within a few

Meeas LT s 2T Tz mesalt of technology sub-
SUTUNNZ 207~ zm shs 223 ~ducing“de-skilling’
Justasthe comzinzr ~20 =2 ~y-h of the’science’
outofgeography sc comricas :2ihnologyis pro-

CURRENTS Page 15

ceeding along much the same path in‘social science.”
The sure sign of de-skilling in social science
methodology will be when faculty members of
social science departments begin to compete with
geographers for posts for university administration!

This brings us back once more to the question
of advocate, and its link to theory and method in
sociology and anthropology. De-skilling proceeds
quickest along the path of routine procedures. In
'social science’ routine procedures are all the ob-
vious correlations that can be drawn from census
data or market-type surveys. Non-routine pro-
cedures of social research remain in those areas of
social experience which are difficult to quantify,
such as “values’ and ‘motivation’. They also re-
main in areas which previously have not been
amenable to straightforward social research. In
this latter category I would place a whole variety
of advocacy issues. Peace Research is an example
that comes most readily to mind. A holistic, rather
than a piecemeal approach to global migration and
racism is another. Environmental issues invol-
ving social effects of estimated parameters of global
climate change (the greenhouse effect) is a third.

A shifted focus of enquiry from routine is-
sues to advocacy issues will, I confidently pre-
dict, bring about a shift of interest and hence a
shift in sociological theory. As for the new con-
tent of theory routine conclusions drawn from
“social cartography” — map-making of inter-
related sets of social conditions— will be replaced by
such questions as how information is constrycted
as public knowledge. In the jargon of today, the
movement in theory will be from statement to
meta-statement; from social knowledge to’about
social knowledge.’

Attempting to draw the difference between
current theory and the evolving course of social
theory, I use the distinction between‘knowledge’
and ‘knowledge-in-use.” In the first case, social
frameworks of knowledge are taken as a given.
The structure of social frameworks have to be
learned by students, so that they acquire the skill
ot fitting together bits and pieces of social evidence
in order to reveal a structured whole. This process
Is an important part of much sociological teach-
ing. Knowledge-in-use takes a different assump-
tion. It starts from the premise that the social

- frameworks of knowledge, are nota given, butare

constructed through communication. What seems
to be structured, objective, consistent, ‘real and
‘Inevitable’ is often a partial, qualified and fragile
knowledge that is being transformed into certain
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and consistent fact and presented to the public as
if it has certitude and authority. According to the
second view all that passes for certainty in knowl-
edge involves people monitoring, recording, ag-
gregating and communicating separate and indi-
vidual events into a sort of‘public reality” of those
events. At every stage of this process human
choices of selection and interpretation operate. In
hard sciences such selection and interpretation 1s
often hidden under claims of neutral method and
non-political values. But such a process always
incorporates hidden ethical and political deci-
s10NS.

Now every’small-a advocate, from those ad-
vocating on so-called soft issues such as race
relations, to those professionals who pushed the
United States Environmental Protection Agency
to challenging the giant Ethyl Corporation on the
harmful effectives of lead additives to urban envi-
ronments, know that they have to fight knowl-
edge-in-use: that is, knowledge constructed for
public consumption. It is not knowledge-as-fact
that they are fighting but facts “picked out of a
pile, scrubbed, polished, highlighted here and
there, and offered as discoveries in the context of
the particular and practical considerations of the
finders.”” The big question is when sociologists
and anthropologists will realise what advocates
already know.

‘Doing sociology in the nineteenth century,
especially from a liberal or left-wing viewpoint,
meant undoing the carefully constructed bour-
geois delusion that economic activity had a logic
quite separate from either social or political is-
sues. The nineteenth century task was to recon-
struct political economy from an alternative point
of view. In the latter part of the twentieth century
some theoretical elements of this task remain. On
the other hand the practice of research in the tield
of social studies has radically altered. Marx's
example of twenty years spent huddled overtables
in the British Museum is now quite useless. What
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is required is the deepest understanding of how
knowledge is constructed through communicative
activity. In other words, the practice of sociology
requires researchers to investigate who the ag-
eregators and transmitters of “public reality,” are,
and what is selected as’public reality’ even where
‘reality’ flies in the face of common sense.

If this task merges research and advocacy,
then so much the better. Social theory will be
enriched and perhaps, just perhaps, the trough in
which we find ourselves might turn to take on the

pattern of another form. Dare we call it a “wave”
of social engagement?

Peter Harries-Jones is Professor of Anthropology at
York University and Vice-President of the Ontario
Association of Sociology and Anthropology.
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Handling Prejudice and
Racism in the Workplace

Valerie Yates

If minorities are to be treated equally with others, so it certain standards of behaviour are upheld

they need to have effective communicative by the organisation to which they belong and
relationships with the people who have power in the groups they identify with;

the workplace, in particular with the immediate ® thereisa chance thatin the long term the effect
supervisor, shop floor representatives and of having to behave in a non discriminatory
people with personnel and training functions. way In an environment where this is en-
The structure and organization of most work- couraged could bring about a change of

places 1s such that these are often white people
who are, in effect, acting as “gate-keepers’ to
opportunities for promotion, training and
development.

The Industrial Language I'raining Centre in
England has developed not only language and
communications  training programmes for
minority workers in industry, butalso training for
white workers, trade unionists and management.
T'his training focusses on the white SUpervisor's
role in the communicative relationship he or she
has with the minority worker.

Approaching the subject of race relations
through language and culture as it affects
communication is very useful in that it is less
threatening than, for example, human rights

legislation, and it is something they can easily

relate to.

We have decided that the best way forward is
to tackle prejudiced and racist attitudes primarily
at the point where they become transformed into
discriminatory behaviour on the shop floor.
Although one might argue that this is attacking
the symptoms rather than the causes of racism,
we teel it is of more practical value to minority
workers, less threatening to white trainees and
more achievable in the time available.

This view is backed up by evidence in
c:cnological research which suggests that:

¢ atutudes are difficult to change and the process
ot change is a slow one;

® there is often a discrepancy between attitude
and behaviour — that is to say, it is quite
possible for people to behave in a wayv which
contlicts with their attitudes. This is especially

attitudes,

Aims and objectives

Our overall aim is to enable our trainees to
communicate more effectively at work with
people from different linguistic and cultural
backgrounds. This aim can be broken down into
specific objectives:

(1) to get trainees to look at the role and signi-
ficance of communication, spoken and
written 1n their jobs;

(2) to give trainees the analytical tools to examine
communication in terms of language and
culture;

(3) to  examine negative assumptions and
stereotypes and get trainees to relate to
peopile as individuals

(4) to establish what background information is
needed in order to communicate better with
the workforce:

(5) to engage their sympathy for the problems a
person from a different linguistic and cultural
background faces in trying to communicate
effectively in English;

(6) to getthem to reappraise their own behaviour
towards minorities in their work in the light of
what they have learnt:

(7) to look at the system operating in the
workplace to see how they can be changed
to suit the workforce.

T'he Industrial Language Training
Approach

During a training programme which we
might run for white staff in organisations or
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mixed groups of white and black statt we would
focus on interaction as it occurs in the fulfilment
of a professional role or a job and how the fair
execution of this role can be affected by attitudes
and feelings; as well as by the systems which
operate, the language which is used and the
cultural assumptions of the people involved.

We might begin the process by sensitising
trainees to the fact that we all “suffer from”
culture, even the white (English) people and that
different groups have different cultural norms
which affect the way they behave, think and
speak. Our aim would be to get people to
recognise that differences are just that — dif-
ferences — and in the performance of our
professional duty at least, we should not be in the
business of making value judgements about them.

The process of sensitisation would continue
as we look at how our view of the world is
expressed through the language we use and the
expectations we bring to an interaction. For
example: “I expect this person to behave in an
assertive, confident manner when he/she comes
to job interviews, yet be able to mitigate what is
said so thatit does not sound too boasttul”. This is
an unspoken rule which operates in the tradi-
tional British interview. If you come from a
different ethnic group it is especially difficuit to
learn and even more difficult to gauge correctly.

It-1s our experience in the observation and
analysis of many interviews between white and
black people that expectations on the white inter-
viewer's side and the implicit rules of inter-
viewing expressed in language which is often
indirect lead to the reinforcement of stereotypes
and the “poor’ performance of minority ethnic
groups. For example, the question “You're
working alone at the moment, do you prefer
this?” might mean, depending on the way the
question is said and the requirements of the job
Show me that you are someone who can work without
supervision or Play this aspect of your experience down
because this post demands teamwork.

This indirectness in questioning and a
demand for “tailoring’ the truth are, like the rule
about not appearing too boastful never made
explicit This makes the interview extremely
demanding both culturally and linguistically in a
way which everyday conversations rarely are.
Minority ethnic groups can sutfer enormously
because of this.

We have authentic data on video film which
shows very clearly the contrast in outcome
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between two interviews conducted by the same
white official using almost exactly the same
questioning techniques of one black and one
white job seeker. Since there seems to be little
doubt about the goodwill of the interviewer, the
message comes across very clearly that the
techniques for eliciting information, which are
very successful for the white local man, are not
sufficient for the Bangladeshi worker. The
interviewer needs additional and alternative
strategies for getting the same quality of infor-
mation from him

Some of these techniques can be acquired
relatively easily, others demand more of a shift in
mental attitude or perception, so that the inter-
viewer can recognise and respond to “ditficult”
moments more easily. The interviewer has to be
equipped with the understanding and the con-
fidence to adopt a flexible approach and make
many more things than normal explicit to the
candidate or client

This opportunity demands self-awareness, a
willingness to change and an opportunity to
practice new approaches and skills. In ILT
courses we try to create the right conditions for
these to develop and to be followed up on the
actual job.

We would turn at some stage to feelings and
attitudes and in a way which is supportive, un-
cover and “air” them. In recognising that they
exist, we can begin to learn to use the positive
feelings to good effect in our work and guard
against the negative ones and the etfects they can
have on professional performance.

Depending on the organisation, the process
of awareness-raising might extend to include a
sensitisation to institutional racism. The survey of
an organisation and the needs analysis which
precedes every ILT project would reveal the
context within which we would have to work.
Since we see our role as working with organi-
sations and not as a disruptive force within them,
our philosophy must be that we start from where
they are.

Our relationships with the Civil Service is an
example of how conditions and training needs
change during the course of a long term rela-
tionship with an organisation, and lead to
changes In our training,

[n 1976 we held a seminar for Department
Training Offices at the National Centre for ILT. In
1978 areport was published on” Applications of a
Race Relations Policy in the Civil Service” by the




Winter 1984/1985

Tavistock Institute of Human Relations. In 1979
we mounted our first training courses for black
officers in language and communication skills, to
enhance their job performance and hence their
promotion prospects. We ran parallel communi-
cation courses for their white supervisors, But we
knew we had to affect the promotion board
system. At that time the “climate was not right”
for the kind of change we envisaged, although we
made the point in various papers and seminars
that interviewers needed to be trained in “cross
cultural communication”. In the meantime we
developed our own skills and methodology in
this area. In the summer of 1981 there were the
riots in British inner city areas and the publication
of a major report — the Scarman report — on
relations between the black communities and the
police. The climate was changing and in autumn
this year the Civil Service has instituted for the
first time an Equal Opportunities Policy to which
all Departments have to respond. Now, in any
tramning we undertake we can talk about equal
opportunities and fair treatment with official
backing and trainees will openly mention racism
and prejudice. But — and this is ameasure of how
far we still have to go — we still have to package
our training in a certain way to make it acceptable
to ftramees — “advanced interview skills
traming”. In our judgement very few in the
British Civil Service organisation would at the
moment accept the need for racism awareness
training, or recognise the way that institutional
racism impinges on their work

I'he need to identify where we could make
our most significant contribution to the fair
treatment of minority ethnic groups both as co-
workers and as clients has led us to concentrate
on the interview in our training. This can be a
counselling interview in a citizen's advice
bureau; a job appraisal or a promotion interview
Inside an organisation; or selection (and
promotion) interviews.

The need to make judgements and assess-
ments which are fair, and the need therefore to
give each person an equal opportunity to per-
form well in an interview are primary con-
siderations in the implementation of an equal
opportunities policy.

However to return to what was said at the

CURRENTS
I

Page 19

beginning of this article the state of the art is not
complete. We are continually evolving, debating
the issues and changing ourselves

The debate naturally centres on what is
needed to implement an equal opportunities
policy and what in particular our contribution can
and should be. We discuss the relative roles and
importance of different factors affecting equal
Opportunities such as information or knowledge,
fair systems and practice fair behaviour and
personal attitudes. We wonder how far training
can help and where it should be focussed. All
these considerations have then to be balanced
against what the “market” will bear. We cannot
“sell” confrontational or anti-racist training if
organisations and companies are not ready for
them.

Our training has been likened to interper-
sonal skills training at one end of the spectrum
and training for better race relations at the other
Holding onto the “givens” mentioned earlier, we
try to maintain a high degree of flexibility in our
approach. In this way we can be prepared to work
within an organisation to counteract changes
which work against improved relations and
equally we can be prepared to respond and
contribute to a climate of positive changes,

Valerie Yates is with the National Centre for Industrial
Iraining London, England

References

Ed Gumperz, 1], Language and Social Identity, Cambridge University
Press, 1982

Erikson, F. and Shultz, [, The Counselor as Gatekeeper: Social Interaction in
Interview, Academic Press Inc, 1982

Eds. Yates V., Christmas, E. and Wilson, P, Cross Cultural Traiming,
National Centre for Industrial Language Training, 1981.

Gumperz, ], Jupp, T.C. and Roberts, Celia, Crosstalk — A study o
Cross-Cultural Communications, background material and notes to
accompany the BBC film, National Centre for Industrial Language
Training, 1980.

Gumperz, J.]., and Roberts, Celia Developing Awareness Skills for Inter-
Ethnic Communication, Seamo Regional Language Centre, 1980,

Gumperz, ], Jupp, T.C, and Roberts, Celia, Crosstalk: The Wider
Perspective, National Centre for Industrial Language Training, 1980.

Thorpe, D., Cross-Cultural Communication in an Industrial Job Interview,
National Centre for Industrial Language Training, 1981.

Furnborough, P, Jupp, T.C,, Munns, R. and Roberts, C, Language,
Disadvantage and Discrimination: Breaking the Cycle of Majority
Group Perception, Article in Journal of Multlingual and Mulficultural
Development, Vol 3, No. 3, 1982.



Page 20

CURRENTS

Winter 1984/1985

Contract Compliance and the

Cit

In its simplest terms, “Contract Compliance” re-
fers to a system implemented by a funding insti-
tution requiring employers who receive contracts
or other money from that institution to establish
their commitment to equal opportunity. It is using
purchasing power as the leveraging tool

The City of Toronto has established a Task
Force to advise on the development of its Con-
tract Compliance programme in order to advance
equal opportunity employment practices. In order
to submit its final report to Toronto City Council
in August 1985, the Task Force has been man-
dated to obtain data from City Boards and Com-
missions as well as private sector organizations in
receipt of municipal funds regarding the level of
representation of equal opportunity target groups.
The following are the individual data collection
forms that these agencies have been asked to
complete. Although one of the major reserva-
tions to contract compliance on the part of the
corporate sector has largely focussed on paper-
work, these forms appear to be reassuringly straight-
forward and easy to complete.

Although we tend to assume that the concept
of contract compliance is an American import, 1t 1s
of interest to note that the City of Toronto has had
in place a Fair Wage Policy since 1911, which
requires recipients of City contracts to pay their
workers a fair wage (union rates). The present
review is therefore looking at how existing con-
tract compliance policy can be extended to further
curtail unfair and exploitive labour practices.

The expansion of existing contract compliance
policies to all those organizations with which itis
financially involved could place the City of Toronto
in a unique position to influence labour market
practices in Toronto. It has been estimated that
the impact of extending the City's equal oppor-
tunity policies through a contract compliance pro-
gramme affects some $1,120 billion annually ot
City money invested or contracts awarded.

Contract compliance has the advantage of
crossing labour jurisdictions, and by the very
nature of contracting relationships monitoring is
relatively simple. Contract compliance enables a

of Toronto

government to make a clear statement about its
business priorities: only those employers who
show a measurable commitment to equality in
employment are welcome business partners.

A comprehensive, clear and well researched
Background Report on Contract Compliance'
published by the City in March 1983 ottered
three possible options by which the City could
establish specific compliance programmes. The
first option is to simply include a clause in all
contracts whereby the contractor agrees not to
discriminate against women, people with disabi-
lities and minority group members. However, to
merely include such a clause is not only redun-
dant given the specific anti-discrimination provi-
sions of federal and provincial human rights leg-
islation, but is wholly inadequate given the per-
sistent evidence that discrimination still occurs
on a massive scale. Anti-discrimination state-
ments do nothing to attack discrimination at its
roots and experience shows that they do not
improve the economic and labour market situa-
tion of visible minorities or other groups.

Acknowledging the systemic nature of dis-
crimination, Option 2 proposes a number of“good
faith measures” pertaining to such things as re-
cruitment, hiring training, promotion procedures
that a contractor would agree to undertake to
broaden the participation rates of women, people
with disabilities and minorities in their business
operations. The third option introduces a point
system to these “good faith measures” and takes
into account the size and type of company, and
the size of the contract with the City.

By agreeing to undertake these “good faith
measures’, by this positive undertaking to ad-
vance the recruitment and promotion of the target
groups, contract compliance is certainly seen by
the private sector as a “better tasting pill” than
mandatory affirmative action or quotas. Contract
compliance is seen as essentially, forward-look-
ing concerning itself with current and future
business policies and practices, and not with the

punitive process of trying to redress past
grievances.

S
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Equal Opportunity Human Resource Policies
SECTION A L
1. Does your company have an Equal Opportunity program? YES| |[NO
2. Does your company have an Affirmative Action program? YES| [(NO |
3. Doesyourcompany have a staff person to oversee its Equal Opportunity/ Affirmative
Action program? YES NO
4. Aspart of your company’s program, does your company have a special recruitment
program for: Women? [YES
Racial / Ethnic Minorities? YES
People with Disabilities? YES ]
SECTION B
HUMAN RESOURCE | Is your company | Does your company Comments
POLICIES/PRACTICES aware of these |  have systems or
Human Resource | procedures to imple-
Practices? ment these Human
Resource Practices?
5. Provincial and Federal |
Human Rights Legislation. _
6. Allow time off for
Religious Holidays.
7.  English as a Second
Language classes for
non-English speaking
employees.
8. Prevention of Sexual t
Harassment.
9. Prevention of Racial [NO]
Harassment.
10. Maternity/Parental leave
provisions that go beyond
those legislated by |
government.
11. Alternate work
arrangements for pregnant
women using video display
terminals (V.D.T.)
12. Training or upgrading NO |
programs designed for i
women, minorities and |
people with disabilities. b
13.

Are there other initiatives your Company is taking with regard to Equal Opportunity/
Human Resource Practices?
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Employment Utilization Survey
Permanent Fulltime Workforce
B - ) TOTAL N o i o o
PEOPLE WITH VISIBLE
OCCUPATIONS PERMANENT
WORKFORCE DISABILITIES MINORITIES
Women Men Women Men Women Men

1| Upper-Level Managers

Middle Managers

Professionals

Technicians and
Semt Professionals

5/ Supervisors

Foremen/women

'_Clerical Workers

R

Sales Workers

' -

Service Workers

10 | Skilled Crafts and
Tradespeople

il

| 11! Semt Skilled Manual
FWorkers

12 | Manual Workers

TOTALS

In a review of the American experience with
the Federal Contract Compliance programme,
the attitude of the private sector was”acceptance
and perhaps even approval of the concepts of
contract compliance ... It was universally agreed
or accepted that contract compliance was a‘fact-
of-lite¢’ for doing business with the United States
government, and, provided that the rules and
regulations are clear and impartially approved,
there were few, if any, fundamental reservations.
Just as any employer in the private sector has the
right to specify the terms and conditions under
which he or she will offer a contract so to it is
understood that the Federal Government as the
unique expression of the collection social will, has
both a legal and moral right to ensure equal op-
portunity in the labour market”?

In addition, many corporations in the U.S.
have used the contract compliance programme as
a mechanism to examine current business prac-
tices with a view to correcting inequities in a step-

by-step process, rather than retroactively and
punitively. The experience of examining tradi-
tional personnel policies and practices has often
yielded significant improvements in productivity,
employee morale, absenteeism, and turnover.

Given the constructive and positive impact
that a contract compliance programme can have,
we look forward without undue delay to the City
of Toronto implementing a comprehensive policy.
In the absence of mandatory affirmative action or
employment equity legislation, contract com-
pliance offers the next best alternative.

TIM REES
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Effie Ginzberg & Frances Henry

Untilthe publication of Who Gets the Work?, etforts
at demonstrating that there is racial discrimina-
fion in the Canadian employment arena have
oeen limited to census data analysis, self reports
of victims of discrimination, and attitude studies
tach of these three types of research is very limit-
ed in its capacity to prove that discrimination
based on race is actually the cause of discrepancies
In income and access to employment, Critics and
sceptics have been easily able to call into doubt
‘he presence of racial discrimination due to the
weaknesses inherent in the indirect measures of
Jiscrimination. Who Gets the Work? sought to direct-
lv test for the presence or absence of discrimina-
aon in the Toronto labour market through the
process of field testing, a quasi-experimental re-
search technique that attempts to gain control of
‘he research question through a series of design
controls. For the first time in Canada, this study
feld tests racial discrimination in employment by
actually sending white and black job applicants to
advertised positions in order to find out if em-
ployers discriminate by preferring white employ-
ees over black We believe we were successful in
proving definitively that there is racial discrimi-
nation in Canada that affects the employment
opportunities of non-white Canadians. Racial
minorities in Canada have less access to jobs than
2qually qualified whites.

Our study was guided by two questions. Orne
s there a difference in the number of job oppor-
unities that white and black applicants of similar
:xperience and qualifications, have when they
zpply to the same jobs? And two, are there dif-
-erences in the ways in which black and white job
zpplicants are treated when they do apply for
~ork? Both questions were tested by two proce-
zures: In-person Testing and Telephone Testing.

Defining Discrimination

Inthe area of employment, discrimination can
take place at any point in the employment process.
It may exist in areas such as recruitment, screen-
ing, selection, promotions and terminations. At
the level of employee selection for example, dis-
crimination against non-whites can take place
when job applicants are called to the initial inter-
view. To the extent that the employer's staff or the
employers themselves practice discrimination,
either due to the racial attitudes of the interviewer
or that they have been told to screen-out non-
whites as a matter of company policy, non-whites
will not get beyond the initial screening of job
applicants. Similarly, in terms of promotion policies,
non-whites may be hired at lower levels but their
promotion to upper levels is effectively stopped
by discriminatory barriers to their mobility. For
example, the employer may believe that the other
employees will not accept a non-white as their
SUpervisor.

Discrimination in employment can be both
unintentional and intentional Employers may
not realize that their practices and policies have
the effect of excluding non-whites. Using stand-
ard tests of personality or intelligence to select
employees places certain minority groups at a
disadvantage as they come from cultures other
than the one for which these tests were designed.
Requiring Canadian experience and education
can effectively eliminate non-whites, many of

- whom are also immigrants, from job opportuni-

ties, even though their education and experience
are essentially satisfactory for the employer's
needs. |

Thus discrimination and the ways in which it
can be carried out are numerous. Our study con-
centrates essentially in the entry point and/or
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selection procedure. In this study, the dynamics
of discrimination were studied as discriminatory
practices occur, Le. when a job seeker makes
either an inquiry on the phone or comes in person
to be interviewed. It is at this point that the appli-
cant can run into a prejudiced employer or” gate-
keeper” who either presumes that non-whites are
not desired or is merely acting according to the
company’s policy. The telephone inquiry is parti-
cularly crucial at this stage since it is often the first
approach made by the job applicant. An indivi-
dual can be screened out, that is told that either
the job has already been filled or that the appli-
cant's qualifications are not suitable — quickly
and efficiently. And that applicant will never be
aware of the fact that they have been the victim of
discrimination.

For the purposes of our study, we defined
discrimination in employment as referring to
those practices or attitudes, wilful or unintention-
al, which have the effect of limiting an individual's
or group's right to economic opportunities, based
onirrelevant traits such as skin colour, ratherthan
an evaluation of their true abilities or potential

In-Person Testing

In our In-Person Testing we sent two job
applicants, matched with respect to age, sex, edu-
cation, experience, physical appearance and per-
sonality, to apply for the same advertised job. The
only major difference between our applicants
was their race — ONE WAS WHITE AND THE
OTHER WASBLACK We created four such teams,
one junior male and junior female and one senior
male and senior female. The younger teams ap-
plied for semi-skilled and unskilled jobs such as
gas station attendants, bus boys, waitresses, clerks
and sales help in youth oriented stores. The senior
teams applied tor positions in retail management,
sales positions in prestigious stores and for wait-
ing and hosting positions in expensive restaurants,
The senior team members were in real life, pro-
fessional actors as it was felt that they would be
required to present a more sophisticated image
- and respond to more demanding interview screen-
ing In short they were required to play very
convincing roles. The resumes of the team mem-
bers were constructed to be as alike as possible
and were switched between the white and black
testers halt-way through the research so that any
unconscious bias in a resume would be equally
applied to both a black and a white applicant. In
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addition, the staff of testers was changed several
times so that no individual personality could ac-
count for our results.

The younger teams used high school and uni-
versity students who would in fact be applying to
the same types of jobs that they applied for in our
testing situation. Since we were not testing for sex
discrimination and did not want this form of dis-
crimination accounting for any of our results, the
male teams were sent to traditionally male jobs
and the females to traditionally female jobs. In
some types of jobs, both males and females are
acceptable such as waiter or waitress, Both males
and temales were sent to such jobs but were
never sent to the same job. Each tester had a
different resume for each type of position that
they were applying to. Also each resume had
legitimate references supplied by business people
known to the research staff who had agreed to
support our research. Our applicants could thus
be checked out by a potential employer and pro-
vided with a reference pertaining to the quality of
their work In actuality, only two employers called
for references.

Research Procedure

Each evening we would select jobs from the
classifieds for the next day. Some types of jobs
had to be excluded. For example, drivers and
couriers had to be excluded because driving Ii-
cences and records would be checked. Also jobs
which required detailed technical skills had to be
excluded from our sample.

Generally, the field testers would go to the job
within one half hour of each other so that there
was little chance that the job would be legitimate-
ly filled before our second tester had the op-
portunity to apply. It is important to stress that all
testers used Canadian accents since we did not
want them to be screened out over the phone.
After their interviews, each tester completed a
summary sheet specially designed for this research
where they detailed how they were treated and
what they had been told The resumes had tele-
phone numbers listed that were in actuality lines
connected to the research office. Call backs for
second interviews or offers of employment were
received by the researcher and were recorded.
On the spot offers to the field staff were accepted
by them. They then called back within one hour
to inform the employer that they had accepted

another position so that the employer could get

on with filling the vacancy.

1'-'1
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Results

In the 3%2 months of field testing 201 jobs
were applied to for a total of 402 individual ap-
plications.

For the purposes of thisaspect of the research,
racial discrimination in employment was tested
In two ways. First was an offer of employment
made to either one of the applicants, both appli-
cants or neither applicant? Secondly, during the
Interview, were there any differences in the treat-
ment of the two applicants? We would expect that
all persons would be treated the same. They were
not For 36 of the 201 jobs there was some dif-
ference in the treatment of blacks and whites.
Blacks also received fewer job offers than whites.
Whites received 27 job offers and blacks only 9. *
There were 10 instances where both were offered
the job but nine of these ten were for commission
sales which involve no cost to the employer. Thus
there were in total 37 valid job offers, 27 went to
whites, 9 to blacks and 1 job where both were
offered the job (commission sales jobs are ex-
cluded from these figures). It is apparent that
offers to whites outweigh offers to blacks by a
ratio of 3 to 1.*

We had thought that the nature of the job
might influence whether or not blacks or whites
would be hired. Only whites received offers for
managerial positions. Only whites received offers
for waitressing or waiters, hosts or hostesses in
the restaurant trade. A black was offered a job in
the kitchen when he had applied for a serving
position.

As noted, the second measure of discrimina-
tion was if differential treatment had occurred or
not In many ways, differential treatment results
provide a great deal of insight into the nature of
discrimination and its subtleties. Differential treat-
ment was occasionally very blatant.

Mary, the young black tester applied for a
sales position in a retail clothing store and was
told that the job had already been taken. Sylvia,
our white tester arrived a half hour later and
was given an application form to fill in and
told she would be contacted if they were in-
terested in her.

In a coftee shop Mary was told that the job of

cashier was taken. Sylvia, walked in five

minutes later and was offered the job on the
spot.

This pattern occurred five times. Another form
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of differential treatment was when the black was
treated rudely or with hostility whereas the white
was treated politely. This occurred 15 times.

Paul, our white tester applied for a job as a

waiter. He was given an application form and

briefly interviewed and told that he may be
contacted in a week or so.

Larry, the black tester was also given an appli-

cation form to fill out and an interview. But as

the manager looked over Larry’s resume he
asked Larry if he“wouldn’t rather work in the
kitchen.”

Applying for a gas station job, the white was

told that there was no jobs at present but that

he could leave a resume,

The black tester was told that there were no

jobs but when he asked if he could leave a

resume, he was sworn at, “shit, I said no didn’t

I

Another form of differential treatment occur-
red when the wage offers to blacks and whites
were different There were two occasions where
the black was offered less money than the white
for the same job. On a few occasions, derogatory
comments were made about blacks in the pre-
sence of our white testers. The blacks being re-
ferred to were our own testers!

In summary, differential treatment between
whites and blacks took place 38 times (19%). In
all but one case, the white was preferred to the
black Black job seekers face not only discrimina-
tion in the sense of receiving fewer job offers than
whites but are also subject to a considerable amount
of negative and abusive treatment while job hunt-
Ing

The psychological effects of such experiences
became evident in the feeling expressed by the
research staff. The black staff felt rejected and
doubted their ability. “I was beginning to wonder
what was wrong with me and why Jean (the white
tester) was so much better than me.”

Summary

In sum, the findings of the In-Person Testing
reveal thatin48 job contacts or23.8% of the cases,
some form of discrimination against blacks took
place. These findings indicate that whites and
blacks do not have the same access to employ-
ment Racial discrimination in employment, either
in the form of clearly favoring a white over a
black, even though their resumes are equivalent,

* Tests on these results indicate that they are statistically significant and thus could not have occurred by chance alone.
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or in the form of treating a white applicant better
than a black, took place in almost %4 of all job
contacts tested in this study. When we examine
the results of the telephone testing, this pattern of
discrimination occurs again and, if anything, more
clearly and strongly.

Telephone Testing

We have all had the experience of calling for a
job and being told that the job has been filled. We
experience a twinge of disappointment but have
we ever felt the need to seriously ask ourselves if
we've been told the truth. If you're a member ofa
racial minority, you may well have good reason to
disbelieve what you've been told about the job
being filled.

Inthis stage of our research we had our testers
callnumbers listed in the employment classifieds,
presenting themselves as job applicants.

Intotal we called 237 jobs. Each job was called
four times, once by a white majority Canadian of
Anglo descent, once by a white immigrant, once
by a black West Indian caller, and once by an
Indo-Pakistani We called many different types of
jobs from unskilled labour, secretarial managerial,
restaurant and service jobs to skilled trades
positions. |

To exclude sexual discrimination as a factor
our callers did not cross traditional sex role cate-
gories of jobs. Demographic and employee charac-
teristics were held constant within each sex and
job type. That is, all males were of the same age,
eduction, years of job experience, marital status
and so on, for each different type of job. Our
callers were “older” for jobs requiring more ex-
perience and maturity for example. A profile was
provided for each of the callers for each type of
job so that they had a secretarial profile, a mana-
gerial one, one for waitressing and so on. Also, as
callers can only be identified by their accents, a
pretest was conducted to ensure that the caller's
race could be correctly identified by inference
based on the accent alone.

To reduce the possibility that callers would be
told that the job was filled due to the employer
having received sufficient calls, jobs were select-
ed from among those that had notappeared in the
newspaper the previous day. All callers within
each sex were givenidentical lists of jobs to call on

the next day and were instructed to begin their

calls from the top of the list and proceed in order,
down the list. All callers were to begin the calling
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at the same time, so that the time span between
our callers would be minimized as much as pos-
sible. All callers were instructed to use proper
English and full sentences so that lack of language
would not be a discriminating factor against im-
migrants.

In the telephone testing, discrimination was
said to occur when a caller is told that the job had
been filled while another caller is told that the job
1s still available. Discrimination also takes place
when one caller-applicant with a certain set of
qualifications is screened-out and told that they
do not quality. Whereas other callers with the
same qualifications are told that they do quality
and are invited to apply. Another level of discri-
mination takes place when callers are treated
differently from one another in that some and not
others are screened to see if they have the ex-
perience that the employer seeks. It may be argued
that screening some applicants and not others is
not necessarily discriminatory. However, if there
1S no systematic discrimination present, then we
would expect all racial immigrant groups to be
subject to the same proportion of screening.

Results

For 52% of all the jobs we called, there was
some form of discrimination present, in that either
at least one of our testers was told that the job was
filled when another tester was told the job was
open. Or that one of our testers was treated differ-
ently in that they were screened while other cal-
lers were not.

There were nine instances where our racial
minority callers were told that they did not qualify
for the job, even though they presented the same
experience and qualifications as the white callers.
Needless to say, our white callers were told by
these same nine employers that they qualified
and were invited to apply. Also, employers did
not perceive the need to screen all of the four
raciakimmigrant categories to the same degree.
When employers treated the callers differently,
that is those 123 employers who discriminated in
some form, the white Canadian callers were never
screened. White immigrants were screened about
5% of the time. The two racial minorities received
three times as much screening as the whites,
between 15 and 20% of all their calls.

Racial minorities did not receive the same
information about the status of the job as whites.
Forty-eight percent of the jobs were closed to
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Blacks and 62% were closed to Indo-Pakistanis, in
that the employers told them the job was filled
when the White Canadian was told that the job
was opern.

When we applied statistical analysis to our
results, we found that there were significant dif-
ferences in the treatment and type of information
whites and non-whites receive about work Toronto
employers discriminate against immigrants in
general but discriminate to a significantly greater
degree against non-whites. Thatis, colourand not
immigrant status was the source ot the discrimi-
nation against non-whites. In our results, em-
ployers discriminated against blacks and Indo-
Pakistanis to equal degrees. Both were equally
unacceptable as potential employees.

The results of our telephone testing demon-
strate that to secure 10 potential job interviews a
white Canadian has to make about 11 to 12 calls.
White immigrants have to make about 13 phone
calls. The racial minorities must work harder and
longer. They must make about 18 calls to get 10
potential job interviews. Clearly, there are dif-
ferences in what whites and non- whites are being
told over the phone about the availability of work
in Toronto. And, as noted in the In-Person test-
ing, the discrimination doesn’t end once a job
interview has been obtained.

A Ratio of Discrimination

We developed an Index of Discrimination by
combining the results of the In-Person testing
and the Telephone testing to demonstrate the
degree of discrimination experienced by equally
qualified persons prior to actual employment. On
the phone, blacks were told that the job was closed
to them 20% of the time. Whereas the job was
closed to whites only 5.5% of the time. In the In-
Person testing, blacks experienced discrimina-
tion in 18.3% of their job contacts. If we translate
these figures into actual job search success likeli-
hoods, the figures are very revealing, Blacks have
a 64% chance of getting through a telephone
screening. This means that they can secure 13
interviews out of 20 calls. But their chance of
getting a job after an interview is only 1 out of 20.
White applicants on the other hand, are able to
pass through screening very successfully, 87% of
the time. They achieve an interview for 17 out of

_— -

-. lalls and gain 3 offers of employment THE

- +ERALL INDEX OF DISCRIMINATION IS
1oieREFORE3 TO 1. Whites have 3 job prospects
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to every one for blacks. This index demonstrates
that blacks must indeed work much harder and
longer to secure the same employment oppor-
tunities as equally qualified whites.

Conclusion

The results of this study clearly indicate that
there is very substantial racial discrimination af-
fecting the ability of members of racial minorities
to find employment, even when they are well
qualified and eager to find work We must not
lose sight of the fact that this study examined
discrimination only at the very early stages of
employment, the pre-employment process. Once
employed, discrimination can still affect the op-
portunities for advancement, job retention and
level of earnings, to say nothing of the quality of
work and the relationships with co-workers.

The results of this study also support the find-
ings of other types of studies done in Canada. We
know that indirect measures of discrimination
such as those which reveal income disparities
between whites and non-whites, all come to simi-
lar conclusions. Non-whites in this country are
discriminated against in employment.

Our results also strongly suggest that racial
discrimination in Canada and specifically, in
Toronto, is not the result of a few racists. It is
systemic in that there appears to be a system-
wide bias against hiring non-whites and treating
them fairly. The systemic nature of discrimina-
tion therefore implies that attempting to change
the attitudes or behaviour of individual discrimi-
nators will not address the problem. What is re-
quired is redress at the system level which re-
moves the barriers to employment for norn- whites,

Implications for Policy

The Abella Report, Equality in Employment:
A Royal Commission Report, concluded that
voluntary measures are an unsatisfactory response
to systemic discrimination and therefore recom-
mends that all federally regulated employers be
required to implement employment equity. The
Report also recommends the establishment of a
monitoring agency and legislation to address dis-
crimination in employment for racial minorities.

Our results support the conclusions of the
Abella Report Relying on employers’ voluntarily
to address racial discrimination is clearly insuf-
ficient. This study also draws attention to the lack
of power in current human rights legislation. Far
too many complaints of racial discrimination are
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dismissed due to lack of evidence under the cur-
rent operating mandate of the Ontario Human
Rights Commussion. We have demonstrated that
there is very probably, real cause for the com-
plaints by non-whites that they are being discri-
minated against in employment The current sit-
uation in Human Rights Legisiation appears to
give employers an advantaged position to the
detriment of the complainant

Far reaching and powerful legislation is re-
quired to address the racial discrimination now
present in Canadian society.
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The study “"Who Gets the Work? A Test of Racial
Discrimination in Employment” was funded by the
Multiculturalism Directorate, Secretary of State and
was sponsored jointly through the Social Planning
Council of Metropolitan Toronto and the Urban Al-
liance on Race Relations. A copy of the report is avail-
able through either the Urban Alliance or the Social
Planning Council The report's authors are Dr. Frances
Henry of the Department of Anthropology, York Unt-
versity and Ms. Effie Ginzberg, a graduate student atthe
sarme uUniversity.

Linda L. Schachter

The process of defining the term “visible
minority” is a difficult one.* The discussion can be
highly emotional in that it deals with aspects of
human behaviour which have had dire conse-
quences for many minority groups over the ages.
What must be borne in mind 1s that in carrying
out our task to remedy the effects of discrimi-
nation on particular groups in Canadian society
we must reamin sensitive to the feelings ot all
groups who also have been victims of prejudiced

behaviour elsewhere or in other times.
The term “visible minority” groups is not

always clear. Is “visible minority” a synonym for
“racial minority” or is it a term that includes in its
meaning individuals who can be distinguished
from the majority by virtue of their name, mode
of dress, language and religious affiliation — in
short, their cultural heritage?

According to the sociological literature,
ethnic minorities are identified or defined on cul-
tural and religious grounds while racial min-
orities are identified on the basis of physical
characteristics. (JW. Vander Zanden, American
Minority Relations, p.11). Both ethnic and racial

* This article is drawn from a Report, “ Affirmative Action for Visible
Minorities” prepared by the author for the Canadian Employment and
Immigration Commission, Ontario Region, May 1984. |

minority . groups are identified and tend to
identity themselves on the basis of common
ancestry and heredity. However, when we look at
the anatomy of prejudice, the distinction between
ethnic and racial minorities can become some-
what blurred in the sense that the prejudiced eye
can and does impute those categorized as” other”
with a variety of physical traits and attributes even
though the “other” may be considered from a
different perspective to be a member of the same
broad “racial” category. (Ibid., Vander Zanden,
Ch. 3). To put it another way, a racial group is
whatever the dominant group chooses to treat as
a racial group.

Moreover, the issue of what constitutes a
racial group cannot be clarified using scientific or
anthropological classification systems. From a
scientific perspective, classifying groups by racial
categories based on genetic traits is a highly
disputed and questionable exercise. It is,
however, a social classification system which
concerns us here, recognizing that”‘race’ isnot so
much a biological phenomenon as a social

‘myth” (Wilson Head, “The Concept of Race and

Racism in Human Societies”’, p.9, from H.S. Cruz,
Racial Discrimination) and that any classification
is almost entirely arbitrary and depends upon the

purpose of classification (Vander Zanden, P.41).
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Thus, for our purposes, visible minorities are
viewed as racial minority groups, that is, groups
which are discriminated against on the basis of
physical rather than cultural characteristics,
bearing in mind that a program addressing the
employment problems of visible minorities will
have to take into account the diversity of cultural
heritages that one finds in any broad visible
minority grouping such as Black or South Asian.

The Special Committee on Visible Minorities
chose to make a similar distinction. For their
purposes, “. . . visible minorities have been
defined as non-Whites who are not participating
fully in Canadian Society”. (Equality Now, p.2).
The Report went on to note that many of its
recommendations would serve to promote the
participation not only of visible minorities, but
also of ethnic groups, particularly those of recent
Immigration.

For the purposes of implementing an A ffirm-
ative Action Program which would include
visible minorities as a target group, it is suggested
that the definition of visible minorities be as
tfollows:

those individuals who on the basis of race
have experienced historical and systemic
discrimination such that their employment
experiences reflect a pattern of lower
earnings, higher unemployment, limited
occupational range, lower rates of labour
market participation and limited career
progression.

Although native people would meet the
definition of visible minorities as set out above, it
is suggested that the target group of native people
be retained as a group separate from the visible
minority category. This position is based on the
special status which native people have sought to
have recognized in law, including First Nation
status and because of their unique employment
situation especially in remote communities.

Visible Minority Groupings

I have chosen to categorize the visible
minority population in three broad groupings
based, it can be argued, on a combination of the
perceptions of the minority groups themselves
and of the dominant group in our society.
Furthermore, these groupings reflect working
categories used by the Ontario Human Rights
Commission and the City of Toronto among
others.

e = — — — =
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In developing names for these categories, I
have taken into account both the sensitivities of
the visible minority groups in question and the
fact that the names must have meaning for those
who will be using the categories for program
implementation. Where it has not seemed
possible to devise a name which will be redolent
of meaning for both groups, I have chosen to
combine names for clarity rather than select one
overthe other for simplicity’s sake. Thus, we have
“Indo-Pakistant South Asian Heritage”, rather
than either Indo-Pakistani Heritage or South
Asian Heritage. Or again, we have “Asian/
Southeast Asian Heritage” rather than using a
term such as Oriental which does not pass muster
with the Ontario Human Rights Commission and
in any case, takes as its first definition in the
Oxtord Concise, “ easterly; of the East of countries
E. of the Mediterranean’. The third major
category is“Black”’, aname which emerged in the
United States through the 50’s and 60's to refer to
descendants of those brought to the new world
from Africa as slaves, but now refers to all people
of African origin with the exception of Arabic
people from Northern Africa In the past a
pejorative term, it has now taken on an honorific
meaning. All of these broad categories include
many cultural groups, each with its own distinct
languages and customs.

These three broad groupings were created to
increase the reliability of the data and also for
programmatic purposes. Experience has shown
that asking employers to identity employees
based on country of origin or of ancestor's origin,
can result in considerable difficulty if supervisor
identification is chosen. If self-identification is
opted for, the data will still need to be aggregated
for purposes of comparing the internal workforce
with data on availability. Moreover, we would not
be asking employers to develop goals and targets
based on the percentage distribution of over 100
ethnic categories found in the Canadian Census.
Thus experience, reason and tradition would tell
us to look at broad categories with the option of
including additional groupings if it seemed
warranted at a future date.

Estimates of the Visible Minority Population

Most of the data available is based on analysis
of the 1981 Census undertaken by the Secretary
of State, Social Trends Analysis Division, over the
past year by John Kralt What should be noted
here is that it is recognized that many of the
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Estimated Number and Percentage of Visible Minorities
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for Canada, Ontario and Toronto CMA, 1981 Census.

%  CANADA

Total Black (1.0) 249,850
Black 158,840
Caribbean 91,010
Assignment'

Total Indo- (.9) 221,085
Pakistani: -

South Asian

Heritage

Indo-Pakistani 205,370
Indo-Pakistani 15,715
Assignment!

Total Asian (2.1)

S.E. Asian (2.09) 508,970
Heritage

Chinese 299,990
Philippine 75,520
S.E. Asian 56,220
Japanese 46,065
Korean 22570
Pacific Islanders 8,605
Total Visible (4.0) 979,905
Minorities

Total Population (100.00) 24,343,181

% ONTARIO % TORONTO CMA
(1.8) 157,225 (4.2) 126,330
99 250 78 445

57,975 47,885

(1.2) 106,600 (2.6) 79,190
07,945 71,910

8655 7,280

(25) 212,585 = (5.2) 157,180
122,630 91,535

36,670 29770

19,100 O 585

18,485 13,515

14,175 | 11,760

1,525 1,015

(55) 476410  (12.1) 362,700
(100.00) 8,625,107 (100.00) 2,998, 947

Source: Unpublished paper, SOS Social Trends Analysis Division, John Kralt.

counts of ethnic origin groups are below the
estimates provided by the ethnic groups them-
selves. Additionally, it should be recognized that
anyone who included a visible minority origin as
part of a multiple response to the Census
question on ethnic origin (ie. Chinese and
British) is counted in these tables as a member of
the visible minority group. This working assump-
tion may serve to offset, in part, the extent of the
undercount.

The Table shows the estimated numbers and
percentage breakdowns of visible minority
groups of Canada, Ontario and the Toronto
Census Metropolitan Area (CMA). (The popu-
lation of Toronto CMA exceeds that of Metro-
politan Toronto by some 862,552 people, inclu-
ding as it does many bedroom communities as
well as the five major boroughs). The visible
minority population represents 4% of the total

population of Canada, 5.5% of the population of
Ontario and just over 12% of the population of
Toronto CMA. '

In estimating the visible minority population
of Toronto CMA as a percent both of the total
population of Toronto CMA and of Metropolitan
Toronto (that is, the City of Toronto, East York,
Etobicoke, North York Scarborough and York),
the percentage of visible minorities increases
from 12.1% to 17.0%. Given the assumption that
most of the visible minority population live in
Metropolitan Toronto, the figure of 17% is most
likely the better indicator of the size of Metro's
visible minority population.* The City of Toronto

*  The Toronto Census Metropolitan Area includes: Ajax, Aurora,
Brampton, Caledon, East Gwillimbury, King Township, Markham,
Mississauga, Newmarket, Qakville, Pickering Richmond- Hill
Vaughan, Whitchurch-Stouffville as well as the City of Toronto and the

tive boroughs of East York Etobicoke, North York, Scarborough and
York

—rrr———— .
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has estimated that the visible minority population
of Toronto falls within the 12-20% range of the
total population. These figures and others, for
example, the 1982 study of the Institute for
Behavioural Research (IBR), Trends in Demo-
graphic and Socio-Economic Characteristics of
the Metropolitan Toronto Population, also
indicate approximately 12% as the bottom of the
range.

An estimated 48.6% of Canada’s visible
minority population live in Ontario and fully
three-quarters of Ontario’s visible minority
population live in Toronto CMA. After Ontario,
which has the greatest percentage of the visible
minority population in all three broad ethnic
categories (62.9% of the Black, 48.2% of the Indo-
Pakistani: South Asian, and 41.8% of the Asian/
Southeast Asian populations for a total of 48.6%)
comes British Columbia with 22.2%, the Prairie
Region (15.6%), Quebec (11.8%), with the
Atlantic and Yukon/Northwest Territories
regions comprising less than 2% of the total
visible minority population of Canada. It should
be noted that the order of the overall rankings by
region varies by ethnic category. For example,
British Columbia which ranks second overall,
ranks fourth after Ontario, Quebec and the
Prairie Region in terms of the Black category with
only 4.1% of the total Black population. These
figures seem to bear out the estimate that Ontario
receives between 40-50% of total immigration to
Canada.

Of the Black population in Ontario, 80.1% live
in Toronto; with Ottawa and Hamilton showing
the next largest percentages (4.1% and 3.3%
respectively). This ranking persists when we look
at the Indo-Pakistani South Asian Heritage
Group: 74.3% for Toronto, 6.0% for Ottawa and
4.8% for Hamilton. In the same vein, 74.0% of the
Asian/Southeast Asian Heritage groups live in
Toronto, 6.1% in Ottawa and 3.4% in Hamilton.

Summary

The wvisible minority population of
Metropolitan Toronto is between 12% and 17%
of the total population. At the top of the range, the
17% estimate breaks out as follows: Black at6.0%:
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Indo-Pakistani: South Asian at 3.7% and Asian/
Southeast Asian at 7.4%. These figures are
extremely important when determining which
are appropriate utilization rates to apply in
setting goals for implementation of any atfirma-
tive action programme. It can be noted here that
in the United States where collection of Census
data by racial group is an established practice and
where sophisticated utilization rates can be
generated, nevertheless the courts have fallen
back on using the percentage of minorities in the
total population (Le. CMA, province, region,
country) as the basis of establishing goals. (H.C.
Jain and P.]. Sloane, Equal Employment Issues,
1981, p.102).

Canada’s visible minority population is
concentrated in Ontario, particularly in the
Toronto Area which has three-quarters of the
visible minority population in Ontario. These
figures represent the changing source countries
of immigration to Canada over the past 20 years
and the fact that immigrants are being drawn to
the major metropolitan areas.

Linda Schachter is a private consultant in Toronto, She
specializes in women's studies, local economic deve-
lopment, affirmative action and Indian affairs.

Footnotes

1. Two adjustments to the 1981 Census count which are of chief
concern are outlined below:

A. Black

1. Secretary of State Black ethnic origin includes persons reporting
the following ethnic origins whether as a single or multiple response:
Canadian Black Caribbean, Haitian, Other Black (not elsewhere
specified (n.e.s), Other African (n.e.s)), African Black

2. Secretary of State Caribbean Assignment includes those people
who were born in the Caribbean and Guyana, and who reported

“British only” or “French only” as their ethnic origin and whose

reported religion is not Hindy, Islam or Sikh

B. Indo-Pakistani: South Asian Heritage

1. The Secretary of State Indo-Pakistani category includes persons
reporting Bengali, Gujaratise, Punjabj, Tamil, Singhelese, Bangladesh,,
Indian, Pakistani Sri Lankan, Indian(n.e.s.), Pakistani(n.e.s.) and Indo-
Pakistani (n.e.s) or some 205,370 people.

2. This category also includes an additional 15,715 people who were
born in the Caribbean and whose religion 1s Hindu, Islam or 5ikh
(3,755); people born in other areas and whose religion is Sikh (4,750);
and people who reported themselvesasnative peoples who were born
outside of Canada and the U.5.A. (7,215) or some 15,715 people.
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Human Rights Education at
the Post-Secondary Level:
A Course

Iva Caccia

The Human Rights Research Centre™ of the University of Ottawa undertook,
during the period from May 1982 to May 1983, an extensive survey of
Canadian college and university courses which had a human rights
component. It was launched jointly with the Federal Department of Secretary
of State and included a survey of educational programmes of federal and
provincial human rights commisions and non-governmental organizations.

The objectives of the survey were threefold:
— to determine the extent and form of human
rights education in presently taught courses
— to ascertain the subject areas with courses
having a human rights component
— to determine the potential for reorgani-
zing existing courses into interdisciplinary
human rights programmes.

The questionnaire was sent out to some 1600
destinations across the country, namely to persons
responsible for individual courses held at univer-
sities, colleges, CEGEPs (in Quebec), as well as
human rights commissions and non-governmen-
tal organizations with educational programmes.

The questionnaire stated the following defini-
tion of human rights (based on the provisions of
the Canadian Human Rights Act and the Canadian
Charter of Rights and Freedoms):

“For our purposes, human rights include those

rights that guarantee every individual an equal

opportunity with other individuals to make
for himself or herself the life that he or she is
able and wishes to have, consistent with his or
her duties and obligations as a member of
society, without being hindered in or pre-
vented from doing so by discrimination prac-
tices (for example, in employment, accom-
modation and education) based on race, creed,
colour, sex, nationality, ancestry, place of origin,

age, language, mental or physical disability or
marital status. Human rights also includes all
of those rights and freedoms outlined in the
new Charter of Rights. For example, the Charter
guarantees to all Canadians the fundamental
freedoms of religion, expression and opinion,
freedom of the press and freedom of associa-
tion. It further guarantees a number of legal
rights, such as the right to life and liberty, as
well as rights regarding arrest and detention.

Finally, the Charter ensures every individual

equality before and under the law and the

equal protection and benefit of the law.”

The response to the survey was encouraging
in both tone and numbers. Fifty percent of the
questionnaires were returned with 39.5 percent
of the answers confirming that the course about
which the Centre had been inquiring did include
a human rights component. Among those, 26.7
percent indicated that the entire course focused
on the study of human rights.

Courses existed in a broad spectrum of sub-
ject areas (Tables 1 and 2). The human rights
component was often limited, general rather than
specific, or implicit throughout the course, rather

*  Human Rights Research and Education Centre, University of Ottawa,
57 Copernicus, Ottawa, Ont K1N 6N5 (tel (613) 231-3492)
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— TABLE I — Em——
Breakdown of Courses with a Human Rights Component
According to Grounds and Areas of Concern
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SUBJECT AREA GROUNDS OF CONCERN AREAS OF CONCERN
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1 Administration 9 8 9 10 7 10 6 6 8 7 7 7 14 7 3
2 Economics 7 4 6 10 4 4 1 1 5 2 1 1 12 6 0
3 Education 21 17 17 21 17 10 18 16 14 20 26 25 22 27 13
4 Ethics 2 2 2 2 2 3 2 2 6 2 7 7 1 0 0
5 Graduate studies 2 1 1 2 1 1 1 1 1 1 0 0 4 3 1
6 Journalism 2 2 2 2 2 2 2 2 3 2 2 2 3 2 2
7/ Law/Law |
Enforcement 65 63 60 76 54 61 53 52 63 50 55 51 50 44 40
8 Management 3 3 2 3 2 2 2 2 3 2 0 0 3 1 1
9 Native Studies 3 1 2 3 0 0 2 1 0 1 0 0 1 2 1
10 Nursing 3 2 2 2 2 2 2 3 3 3 4 4 3 3 3
11 Social Sciences
a) Anthropology 36 21 29 20 26 12 32 26 11 29 5 5 36 35 21
b) Canadian
studies 2 1 1 3 1 3 2 1 0 1 0 0 3 3 1
¢} Child care 1 1 1 1 1 1 0 1 1 1 1 1 1 1 1
d) Gerontology 0 0 0 1 0 1 0 0 1 0 1 1 1 0 1
e) History 36 29 25 36 30 14 26 29 13 26 6 5 36 38 11
f) Humanities 4 2 4 3 3 2 2 3 3 2 2 2 4 3 3
g) Interdisciplinary
studies 3 2 1 5 2 3 2 1 3 1 0 0 5 6 2
h) Philosophy 18 12 13 29 14 12 8 7 11 10 13 13 23 19 9
i) Political Science 16 13 12 21 13 11 11 11 13 10 11 11 17 16 8
! j Psychology 7 2 6 10 4 2 3 3 3 4 1 1 7 7 2
k) Social Sciences 32 20 25 33 28 25 26 29 23 30 17 19 36 35 24
* ) Social work 14 7 9 22 9 16 8 5 16 7 16 13 20 12 14
m) Sociology 57 32 44 65 47 34 35 33 32 38 14 18 69 59 37
12 Theology 5 4 5 5 3 3 2 3 4 3 4 4 4 4 2
13 Women's studies 5 2 2 21 3 13 2 2 6 2 2 2 18 14 3
Total 353 251 280 406 275 247 248 240 246 254 195 192 393 347 203

than explicitly a topic of study. For example, an
anthropology course may spend one class look-
ing at the rights of a particular group of people,
but it is not a central theme of the course. Other
courses, such as one concerning anti-discrimina-
tion law in Canada, focus on the theme of human
rights. Most courses in some programmes of study,
such as nursing or teaching, may imply an aware-

ness of the rights of individuals without explicitly
stating or discussing them. Some areas, such as
law, native studies and womer's studies, obvious-
ly lend themselves more readily to the study of
human rights. Both the largest number of courses
with a human rights component and the greatest
number of courses centred entirely around human
rights were found in the field of the law / law
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i el

Subject area Fundamental Legal rights Equality before the law
freedoms
1 Administration 11 6 12
2 Economics 5 2 5
3 Education 24 18 23
| 4 Ethics 5 10 4
5 Graduate studies 2 3 2
6 Journalism 5 4 3
7 Law/Law Enforcement 79 85 99
8 Management 1 0 2
9 Native Studies 3 1 1
10 Nursing 4 4 3
| 11 Social sciences
a) Anthropology 33 30 35
b) Canadian studies 1 1 3
¢) Child care worker 1 1 1
d) Gerontology 0 0 1
e) History 36 29 35
f) Humanities 1 3 2
g) Interdisciplinary
| studies 5 4
h) Philosophy 25 34
| i) Political science 23 23
) Psychology 5 4
k) Social sciences 29 23
) Social work 8 18
m) Sociology 50 44
12 Theology 4 4
13 Women's studies 7 7
Total 367 358

enforcement

Although the study indicates seven interdis-
ciplinary courses with a human rights component,
there is scope for a much greater number. The
breadth of subject areas with courses having a
human rights component indicates the potential
for having specific interdisciplinary courses to-
cused on human rights and related issues. The
intent of the survey was to gather information
that could form the basis of, or impetus for, (any

number of) projects designed to further the use of
the vast resource provided by educational insti-
tutions in the promotion of human rights.

The Centre has all the material on file and
accessible for further analysis and study by any
researchers who wish to visit its Resource Library.

Iva Caccia is Librarian with the Human Rights Research
and Education Centre. '




I an d Th e Ch arter
of Rights

Carol Tator

Held in Toronto, January 31 and February 1 & 2, a
National Symposium on Equality Rights, sponsored by
the Canadian Human Rights Reporter, brought to-
gether 200 scholars and experts from various fields to
assess the implications of Section 15 of the Canadian
Charter of Rights.
April 17th, 1985 will signal the beginning of a
new era for equality rights in Canada, when
Section 15 of the Canadian Charter of Rights and
Freedoms comes into effect The recent sym-
posium provided an important forum for parti-
cipants to explore for the first time, both the
substance and impact of the Charter. As well, the
conference provided an opportunity to consider
many of the unresolved issues which emerge out
of the Charter and especially the Equality Rights
Section. |

Perhaps the most fundamental and profound
issue raised by almost every presenter was the
question: What is Equality? Until now, the
concept of equality which has shaped much of
our thinking and public policy, has been based on
the assumption that equality means treating
equals the same, ie. non-discrimination. Qur
laws have developed out of the commonly-held
view that equality is a neutral action which
produces the same results for everyone. How-
ever, the Charter offers the possibility of an
interpretation of equality which is far more open
and flexible. |

Judge Rosalie Abella as the Symposiunt's
opening speaker gave a passionate and eloquent
analysis of the meaning of equality. Her present-
ation will surely echo in the hearts and minds of
all those who were privileged to hear her that
evening, I quote from her words: “Equality is a
process of constant and flexible examination, of
vigilant introspection, and of aggressive open-
mindedness. . . The goal of equality is more than
an evolutionary intolerance to adverse discri-
mination. It is to ensure that the vestiges of
arbitrary restrictive assumptions do not continue

to play a role in our society. Equality is nof a
concept that produces the same results for
everyone. [t is a concept that seeks to identity and
remove, barrier by barrier, discriminatory dis-
advantage.”

Systemic Discrimination
~Another related and very significant issue
raised by the presenters at the conterence was the
question of remedies within the Charter which
address the problem of systemic discrimination. |
Section 15.2 specifically refers to the rights of the
courts to order “any law, program or activity that
has as its object the amelioration of conditions of
disadvantaged individuals or groups. . .” How-
ever, while the courts have the authority to order
Affirmative Action programmes, presenters
emphasized that they will have neither the
resources nor the mandate to guide their
implementation
Thus emerges another challenge posed by the
Charter which is to create a new partnership
between the judicial and political arms of
government. To achieve real equality will require
a new and vigorous collaboration between those
who form the laws of the land (the legislators)
and those who are given the authority to enforce
those laws (the judiciary).

The “Equality-Seekers”

Finally, where are the equality seekers in the
delicate balance which is required in order to
ensure equality rights? What responsibility rests
with the victims of discrimination and their
advocates? The answer to these questions is
neither simple nor reassuring In the view of the
speakers at the symposium, it is unrealistic to
assume that from now on, the courts, judges and
lawmakers will automatically undertake to
remove all the arbitrary barriers which presently
exist and prevent women, minorities and other
groups from fully participating in society. Each
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presenter stressed the importance of viewing the
Charter as only one critical component in a
complex process which still requires the tull
participation of equality seekers. In other words,
the Charter provides us with a motivating
principle but it does not negate the importance of
further research, of advocacy, education, lobby-
ing and monitoring, A clear message communi-
cated by the speakers was that those of us whoare
committed to the creation of a more equitable and
just society must continue to define the problems
and engage in the solutions.

Perhaps the most encouraging aspect of this
Symposium was the number and diversity of
people who participated, including members of
the legal and judicial systems, senior bureaucrats
responsible for equal opportunity programmes,
as well as corporate executives in both the private
and public sectors. While some were struggling, a
few for the first time, with issues such as systemic
discrimination and affirmative action, it will cer-
tainly not be the last Together the speakers and
the participants represent a new and powerful
group of people who are concerned about the

achievement of equality rights.

The Charter as a Panacea

Inevitably this Symposium did not provide all
the answers. There were many unresolved
questions. Potential conflicts and limitations
within the Charter were identified by anumber of
speakers. The question of jurisdiction was raised
While the Charter clearly applies to both federal
and provincial governments, it is unclear

CURRENTS
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whether its authority extends to municipal levels
of government, crown corporations, universities,
etc. Does it apply to the private sector? Another
very significant problem is the high cost of using
the courts. A third concern is the overlap and
potential conflict of mandates between admini-
strative procedures available through Human
Rights Commissions and those provided by the
Charter. Still another problem falls within the
realm of attitudes. There has been a long-
standing reluctance on the part of judges to
become involved in political matters. Although
the politicians have the initial responsibility at
creating public policies, it is the courts which
must ensure that policy options which secure
rights are pursued. There is some question about
whether judges will be comfortable with this
proactive role. Furthermore, there is little doubt
that the judges in this country are an elite group
which reflects more the Establishment rather
than equality seekers. Will this affect the judges’
ability to understand and interpret creatively the
principles which underlie the Charter?

Given the above concerns, the Charter does
not appear to offer a panacea for all the historic
inequalities experienced by minorities in this
country. However, it expresses a societal ideal
and it provides a signal to the public and its
authorities that equality is now a right which is
guaranteed to all Canadians. In the final analysis,
it appears up to all of us, ie, legislators, judges,
lawyers, public' servants, human rights practi-
tioners, communitiesand groups to help translate
the vision of the drafters of the Canadian Charter
of Rights and Freedoms into reality.

Letters, articles, and visual images for
publication in IS are welcomed




Winter 1984 /1985

CURRENTS

Page 37

Ethnic Economic Development

Tim Rees

SELF-HELP IN URBAN AMERICA

Scott Cummings, editor
National University Publications,
Kennikat Press,

Port Washington, N.Y./London

When access to the mainstream of economic
opportunity 1s severely restricted, and when
avenues are closed to upward mobility people
have often turned to selfemployment as their
only hope. '

As the findings of the Abella Royal
Commission Report “Equality in Employment”
states many members of visible minorities “feel
that the only real opportunities they have are as
self-employed business people.” Entrepreneurial
activity within minority communities as one
means towards attaining economic equality has
in fact been argued as something that should be
actively promoted within government multi-
cultural policies. It has been suggested, for
example, that business successes in European-
origin groups have been crucial to their
occupational mobility and protection from dis-
crimination in Canada.!

Yet relatively little data exists in Canada on
the commercial and economic activities of ethnic
minorities, despite the evident history of their
having responded collectively to the economic
and employment conditions posed by life in
Canada.

Ethnic self-help institutions have provided
not only social services, but also a number of
financial and economic services. These have
often included the provision of life insurance
benefits, unemployment benefits and job
referrals, and employment and business net-
works. Also, many ethnic communities have
established financial institutions to provide capi-
tal at beneficial rates to purchase real estate and
finance small businesses and related commercial
ventures. These activities by ethnic communities
have emphasized collective rather than individu-
alistic modes of economic development. Ethnic
groups throughout Canadian history have

created explicitly economic institutions for pur-
poses of influencing the distribution of income
and wealth and expanding the employment
opportunities of their members.

It would seem then that the notions of com-
munity economic self-help and a proactive accep-
tance of the entrepreneurial ideology may be
much stronger among immigrant and ethnic
communities than the larger White Canadian
workforce who are more readily prepared to
accept and pursue salaried and wage employ-
ment in the corporate and public sectors.

Ethnic Enterprise: Contributing Factors

A number of reasons have been offered to
explain the degree of collective ethnic economic
development and the high level of interest and
involvement in self employment and small
business.

First 13 the negative and reactive factor of
ethnic and racial discrimination in the labour
market. “Who Gets The Work?”, by Frances
Henry and Effie Ginzberg is the most recent
study to clearly indicate the extensive and per-
vasive nature of racial and ethnic discrimination
in the workplace. Those who suffer under
employment and unemployment as a result of
discrimination therefore find self-employment as
the means to overcome, avoid, and escape this
injustice. In this context, discrimination becomes
the motivating spur to innovative and high-risk
endeavours. And group resources such as busi-
ness and professional associations, and ethnic
institutions such as credit unions, have been
established to help support and facilitate these
endeavours. _

A second factor is the importance of cultural,
religious and familial roots. As Max Weber's

classic study “Protestantism and the Rise of

Capitalism” first showed, the wvalues and
motivations in a number of cultural, religious and
family traditions have helped to foster significant
activity in small business and self-employment.
Business enterprise will clearly prosper in a com-
munity that espouses the values of diligence in a
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calling thrift profit and individualism.

It is within this context that the volume under
review “Self-Help in Urban America” makes a
valuable contribution in helping to rectify some
of the deficiencies in knowledge about ethnic
economic development in urban North America.

The economic experiences and activities 0f13
ethnic groups in the United States are discussed
in this book: Japanese, Chinese, Korean, Greek,
Mormon, Polish, Slovak Irish, Finnish, Serbian,
Croatian, Slovene and Jewish. The unifying
theme to the essays is collective adaptation to
urban and industrial life.

The book is organized in four sections. The
first two essays examine the cultural and familial
sources of collective economic development The
second section contains three essays describing
the religious roots of ethnic business enterprise
and social service delivery. All three studies in
this section stress the idea, that certain types of
religious principles provide a collective basis for
the accumulation of capital

The third part examines the political bases of
collective economic development, and the last
section explores the unique history of Jewish
economic development in North America.

The importance of the psychological state
associated with alien status is another factor that
has been offered to explain the high level of
entrepreneurial activity among minorities.
Immigrant and alien status can indicate or pro-
vide a psychological release to take risks. Immi-
grants throughout Canadian history have been
willing to accept low money returns, long hours,
and domestic poverty in order to build a business.
Another contributing factor to this acceptance of

such adverse conditions is that, compared to the

conditions in their country of origin it may still
be preferable.

A further explanation is the whole sense of
social solidarity: Cultural minority status has
encouraged well-developed social networks
which in turn has created resources from which
members of that minority can draw for business
purposes. This communal solidarity, it is argued
can encourage ethnic entrepreneurship which
otherwise might not have developed. In addition,
it allows minority entrepreneurs to make use of
language and cultural barriers and ethnic
affinities to gain privileged access to markets
and sources of labour.

~ In a broader societal context, it is suggested
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that many minorities recognize that economic and
financial strength through cooperation can offer
an important means for their own linguistic and
cultural survival The support of community
economic development activity can in turn help
to reinforce participation and social cohesion
within their communities.

[t can be said then that ethnicity not only sup-
ports the ethnic economy but also the ethnic
economy supports the maintenance and
development of ethnicity, of Canada’s cultural
diversity.

The notion of “sojourning” is another factor
that is said to contribute to the disproportionately
high level of entrepreneurial activity of immi-
grants. There is a number of what have been
labelled “jet-set immigrants” — people who
come to Canada to gain professional experience
or to amass as much money as possible.and then
return to their country of origin. Such “sojourn-
ing’ implies a whole battery of entrepreneurial
motivations that encourages the development of
ethnic enterprises.

Finally, there is what has been defined as class
resources. By class resources one refers first to the
material resources such as having money to
invest, and secondly to the cultural resources
such as bourgeois values, attitudes, knowledge
and skills. Present Canadian immigration policies
actively pursue immigrant entrepreneurs who
can bring all these resources with them. In its
refugee policy too, Canada has not only sought

the wealthy refugees, but the entrepreneurial
class. |

Ethnic Enterprise: Inhibiting Factors

Despite the above positive factors encourag-
ing the development of ethnic enterprises, the
evidence indicates that “minority business per-
sons do experience far more difficulty in
establishing and maintaining a business than do
members of the majority.”?

The major problem is capital formation and
access to finance. Access to capital may in certain
cases be controlled by the country of origin
Currency controls for Jamaica during the severn-
ties for example, allowed a maximum of $200 to
be taken out of the country. Frequently, lack of
personal financial resources of any kind means
that minority businesses are almost totally
dependent on the traditional credit-giving
institutions. Although data is scarce, there
appears to be considerable perceptual evidence
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that a significant level of discrimination is operat-
ing against minorities in being able to obtain
finance for start-up and intermediate loans. The
Abella Report found “that obtaining credit from
lending institutions is unusually difficult for
them.”

Other factors with which minority ethnic
enterprises face particular difficulties include lack
of managerial experience, lack of knowledge of
the assistance available to small business, racial
prejudice, abuse and harassment, and vandalism
and other security problems.

Another problem for ethnic businesses
established to meet the special needs of that par-
ticular minority, is that they are of course closely
linked to the growth of that market These
businesses are expected to succeed within a
limited ethnic market which more often than not
has income levels that are below the national
average.

Conclusions

Although it has been beyond the scope of this
article to attempt a quantification of ethnic
economic development activities in Canada, it
can be stated with some confidence that it is
extensive. It should be recognized however, that
this activity is not consistent and uniform for
every community. Some ethnic groups have well
developed support systems while for others it
is neglible.

[t is clear however that Government
economic and employment policies should take
much greater cognizance of ethnic economic
experiences and activities that can help to
strengthen and develop ethnic community
resources and encourage greater autonomy.

Failure to recognize the key role of collec-
tivism in ethnic economic development, on the
part of many planners and legislators, is to ignore
the importance of collectivism in shaping
minority economic development, and the many
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effective ways to support and reinforce this
experience to accomplish community prosperity
and economic equality.

Management training and specialist business
advice should be provided and geared to the
needs of the minority entrepreneur. In addition
to specialist technical assistance, the barriers to
equal access to capital should be carefully
assessed and evaluated. If more concerted efforts
are made to enable ethnic minority businesses to
overcome the main obstacles to their economic
development, such businesses would be in a bet-
ter position to make a more positive economic
contribution to their local economies and to the
wider national economy.
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Join the fight against racism!
Join the Urban Alliance on Race Relations
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Advocacy and Media

The Summer, 1984 issue of Currents was highly
readable — professional — and generally en
joyable. You and your co-workers should be con-
gratulated on a fine publication

However, two thorough readings of the article
on “Visible Minorities in Advertising” left me
puzzled. The piece appears to report on the”Ad-
vocacy in the Media” Conference held last December.
But at no point does it make reference to the all-
day involvement of the Advertising Advisory
Board. At no point is there any reterence to the
long discussions held on the advertising process,
the input of various peoples to that process and of
equal importance, the background of those people.
For example, the Nivea Cream advertisement is
not discussed (as it was at the Conference) from

the viewpoint of the creator, who may have re-
lated to his or her high school days when produc-

tions of Gilbert and Sullivan’s “Mikado” were
common. Instead the review article implies that
the creator is guilty of racism and stereotyping
when in fact he or she was using a positive image
presumed to be familiar to the majority of the
target audience.

Asthe author noted” The advocacy role is not
to become a censor. Rather, it is to point out the
distortions and ask that more thought be given to
avoid such distortions’. [ thoroughly agree. The
avoidance of distortions in reporting on a highly
successful co-operative effort of the Urban Al-
liance on Race Relations and the Advertising Ad-
visory Board — or any other business group for
that matter — will in itself contribute to more
understanding and lead to continued co-operation
in our joint endeavours.

SUZANNE KEELER
Director, Public Affairs
Advertising Advisory Board

It 1s essential for us to be concerned with the
omnipotence of the media in shaping society’s
attitudes, beliefs and expectations outside and
inside the classroom.

Our commitment to the principle of freedom
of the press however, means that no one is re-
sponsible for what and how news is reported. In
Ontario, a very weak mechanism exists for news-
papers. [tis the Ontario Press Council (OPC). An
equivalent mechanism for the electronic media
nationally is the Canadian Radio and Television

Commission (CRTC).

It seems that the Onftario Press Council should
go beyond their case-by-case approach and take a
stand on major issues based on principle. In the
case of Racism, it seems that the Council has failed
to do it yet by any serious commitment of its
resources.

Would-be complainants to the Press Council
should note that it is not a Court or even a quasi-
judicial body. It is of interest to note the com-
ments of the Minnesota Supreme Court Justice
and the first chairperson of the Minnesota Press
Council in the American Bar Association journal
in August 1980:

“The differences in dispute resolution by a
Court and by a News Council are noteworthy.
Litigation involves judgement on legal issues with
remedies and sanctions enforced by government;

disputes betore a News Council primarily involve
determination of ethical issues, backed only by
the force of public opinion. . .

The end product of a Council proceedings is a
publicized, advisory opinion, which ona case-by-
case basis creates a body of professional standards
for journalists . . .

The Minnesota experience has been that
whether the grievant wins or loses, acrimony or
frustration tends to diminish and the credibility of
the media is enhanced by their demonstrated
willingness to engage their critics in a public
forum”.

The Ontario Press Council constitution allows
specific complaints within six months of its occur-
ence, but that eliminates complaints that may
require a long-term monitoring process to show
bias, stereotyping and prejudice.

The weakness of the OPC is understandable
in view of our commitment to the freedom of the
press, but its moral suasion on journalists and
editors trying to meet deadlines is ineffective
indeed. “OPC undoubtedly has an influence on
its members, but it is marginal and is limited to
correcting minor failings”, admits its 1983 report.
[t elaborates, “Consumer associations, pressure

groups and press ombudsmen have a stronger
and more determining influence.”

CHAITANYA K KALEVAR
Toronto.
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