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When we started working on this 
newsletter, we gathered in large 
crowds marking the anniversary of the 
Phoenix debacle that continues to 
plague our members to this day. Since 
then another very sinister enemy has 
reared its head and effectively shut 
down not only all union gatherings but 
also resulted in the closure and 

reorganizing of the federal 
public service as a whole. COVID
-19. 

Since then we’ve been working 
around the clock, hearing from 
members across the country and 
meeting daily amongst the 
union leadership and also with 
the employer, to address new, 
quickly developing and pressing 
matters of workplace health and 
safety as they intersect with 
public health guidelines and 
economic support programs. Our 
members find themselves not 
only on the front line of 
essential services, but some of 
those services were faced with 
an unprecedented influx, and 

with it, an increase in exposure risk to 
the coronavirus as well as increased 
risk of public and workplace violence. 

Although we had prepared to talk 
about Phoenix and strike votes and 
mobilising in this issue, we have 
diverted our attention to placing the 
health and safety of our members 
above all else. You’ll catch a glimpse of 

some of the work we’ve 
accomplished in this issue by 
talking to media, putting pressure 
on the employer and working day 
and night to protect and defend our 
members’ rights and safety, even as 
many of us grieve major changes in 
our lives, loved ones affected by 
the pandemic, and most recently 
the tragic incidents that took place 
in Nova Scotia’s recent mass 
shooting. 

Never before have we faced such a 
need for solidarity and never before 
have we been more isolated from 
one another. Gatherings being 
cancelled and social distancing 
measures in place, telework and 
isolation for safety and pandemic 
precautions have all translated into 
rethinking our activism. Despite the 
distance, your union is here for you. We 
are apart but not disconnected. We 
cannot gather, but we are together. We 
cannot use pressure tactics at work, but 
we can still assert our rights. 

This will be increasingly important as 
we face a new normal, and as the 

labour movement reorganizes itself 
around the pandemic. Stay connected 
with your local, your union leadership 
and with each other. True solidarity has 
never been more important than it is 
now, and we are here for you. Our lives 
depend on it. 

In solidarity, 

Eddy Bourque, National President 

TIME TO RISE UP 

As I write this, my thoughts are with 
you, our members.  

I am thinking of our members at the 
IRB, watching as the employer finally 
realizes that a new normal and 
advances in technology were in fact, 
possible all long. Those of you working 
at IRCC in the regions where telework 
suddenly isn’t so daunting for 
management, and those of you who 
are still going into the office and 
having to raise hell just to get gloves. 
Those of you at home, doing your best 
to adjust, or working in one of the 
shelters for asylum seekers across the 
country. My mind turns of course, to 
our members at Service Canada. 
Everyday, waiting for the Prime 
Minister to announce a new change to 
CERB that could impact your day to 
day. Everyday, wondering what new 
approach your employer will take with 
699 leave.  

I think of all of you, collectively. The 
uncertainty. The fear. The stress. The 
isolation. And then the news of our 
fallen in Nova Scotia. Some days it all 
feels a bit too much. Please know that 
we are with you. That we share your 

emotions. That everyday we work, 
morning to night, to fight for you.  

This new normal is anything but 
normal. We are working harder then 
we ever have, holding endless 
meetings with the employer, within 
the union structure, and with our 
members. It has been nothing short of 
exhausting – and we hear from so 
many of you, doing everything you can, 
everyday, to help Canadians during 
this time. We are so proud of you. But 
now more then ever we need to ensure 
we take the time that we can take to 
do self care. Please take advantage of 
resources available to you to assist you 
through this time.  

Whether its arguing about PPE, 
fighting to protect members’ safety, or 
ensuring adherence to our collective 
agreement, this has been an incredibly 
frustrating time with the employer at a 
national level. Rest assured that we 
are working diligently to protect your 
labour rights, that we are fighting with 
extra diligence for our equity seeking 
members, and although the results of 
our efforts are not always publicly 
known or apparent, know that there is 

much work being done on your behalf, 
at every level.  

We have never faced anything like this. 
But we are strong because we are 
united. Thank you to all of you, for the 
work, the consideration, the support 
that you exhibit during this time. I am 
but one of millions of believers that 
we will get through this, together.  

In solidarity, 

Crystal Warner 

National Executive Vice-President 
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Thank you for allowing me the 
space to talk to my fellow 
union members about a 
critical mental health illness 
that urgently needs to be 
discussed. 

I’m talking about eating 
disorders. 

When you think of someone 
with an eating disorder, who 
do you think of? For decades 
the media has presented a 
prevalent image of someone 
with an eating disorder – 
typically a younger woman, 
white, who is skin and bones. 
So if that’s the image that 
popped into your mind when I 
asked that question, that’s ok. 
It’s what we’ve been trained 
to absorb. 

And it’s wrong. 

Eating disorders can affect 
anyone. Women, men, non-
binary folks, young, old, those 

of different races and sexual 
orientations. Eating disorders 
are not limited to anorexia, 
perhaps the most commonly 
known disorder. Bulimia, 
binge-eating disorder, and 
avoidant and restrictive food 
intake disorder are a few 
other types.  

I myself am a union activist. I 
travel, I write, and I am also 
amongst the one million 
Canadians who lives with an 
eating disorder. Yes, you read 
that right – one million.  

Here’s another fact. Eating 
disorders have the highest 
mortality of any mental 
illness.  

Although eating disorders are 
extremely dangerous, the 
treatment for individuals is 
drastically underfunded. In 
Manitoba, for example, the 
wait for publicly funded 

treatment is one year. Some 
patients, out of desperation, 
turn to private treatment 
which costs tens of thousands 
of dollars.  

After my own assessment at 
the Eating Disorders Program 
at Toronto General Hospital, it 
took me approximately six 
months to be admitted. Six 
months of living with the 
highest mortality of mental 
illness, hoping I could make it 
that long. I did. A lot of people 
don’t. Our bodies can only 
take so much.  

Why isn’t there more of a 
public outcry about this? I’ll 
tell you: stigma. Many people 
living with this illness don’t 
want to speak out because 
there is so much stigma 
attached to it. Look at me: I’m 
not even attaching my name 
to this article – and I am 

normally not one to shy away 
from difficult topics. Yet my 
eating disorder remains the 
one thing I have yet to have 
the courage to talk about 
publicly. People don’t know 
that we’re out here in 
dangerously high numbers 
because a lot of us don’t 
speak about it. And so the 
status quo remains.  

One million. That’s roughly 1 
in 37 Canadians. This means 
you are likely to encounter 
someone with an eating 
disorder pretty often. At work. 
In your social circle. At union 
events. And because we all 
look differently, you may 
never know it. A person who 
looks healthy could be 
extremely ill.  

So what can we do? It’s a big 
question. At the macro level, 
we can advocate for more 

funding by writing to our 
elected officials. At the micro 
level, we can share 
information during Eating 
Disorders Awareness Week in 
February (or any time of the 
year, really!) Most importantly, 
perhaps, we can pay attention 
what topics we discuss. This 
can include diet talk, or 
comments on someone’s 
weight loss (“how’d you do it?” 
is one of my most feared 
questions). This can be a hard 
one, especially when this has 
type of dialogue has been 
normalized for a very long 
time.  

With your help, I hope we can 
take a step forward in making 
eating disorders a national 
priority. In fact, I know we 
can. 

In solidarity, 

J. 

MENTAL HEALTH COMMITTEE: EATING DISORDERS 

We understand our members are and have been 
worried about the many health and safety, and 
workplace issues that arise from the pandemic.  

Although we have been prioritizing our efforts on the 
health and safety of our members, CEIU must also 
fulfill many of its contractual obligations to maintain 
our structure and the integrity of our work. In the 
spirit of ensuring that CEIU is in good standing, and 
continues to be able to represent members, we have 
had to continue the work of preparing for Convention 
and hold elections for various positions, albeit with 
some modifications due to the pandemic. 

CEIU is pleased to congratulate the following 
members as National Vice-Presidents, beginning their 
terms at the close of CEIU’s 2020 Triennial 
Convention.  

Sargy Chima, NVP for BC/YT (elected) 
Arlene Ewaniuk, NVP for Alberta/NWT/Nunavut (re

-elected) 
Chris Gardiner, NVP for MAN/SASK (acclaimed) 
Ann Marie KuarSingh, NVP for Ontario (elected) 
Phil Matheson, NVP for Ontario (elected) 
Jacques Perrin, NVP for NCR (re-elected) 
Judith Côté, NVP for Quebec (elected) 
Annik Beamish NVP for Quebec (elected) 
Sebastian Rodrigues, NVP for HR (re-elected) 
Rhonda Rumson, NVP for NB/PEI (acclaimed) 
Debbie Morris, NVP for NL/NS (acclaimed) 
Helen King, NVP for IRCC (elected) 
Tricia Green, NVP for IRB (acclaimed) 
Lynda MacLellan, NVP for Women`s Issues, 

Western Region (acclaimed) 
Jodi MacPherson, NVP for Women`s Issues, Eastern 

Region (re-elected) 

The elections for CEIU’s Alternate NVP positions have 
concluded following a full week of electronic voting, 
beginning on April 29th and ending on May 6th, 2020. 

The Alternate NVPs will begin their cycle after the 
CEIU National Convention, which is, until further 
notice, being held in September 2020. 

Vanessa Miller, A/NVP for BC/YT (acclaimed) 
Sabino Spagnuolo, A/NVP for Alberta/NWT 

(elected) 
Charito Humphreys, A/NVP for MAN/SASK 

(acclaimed) 
Lyle Gall, 1st A/NVP for Ontario (elected) 
Sara Johnson, 2nd A/NVP for Ontario (elected) 
Daniel Carrière, 1st A/NVP, Julia Duckworth, 2nd A/

NVP and Claude Mayer, 3rd A/NVP for NCR 
(acclaimed) 

Nancy Boudreau, 1st A/NVP for Quebec (elected) 
Jessica Mathieu, 2nd A/NVP for Quebec (elected) 
Kelly Sidhu, A/NVP for HR (elected) 
Charlene Arsenault, A/NVP for NB/PEI 

(acclaimed) 
Norm Mugford, A/NVP for NL/NS (elected) 
Carolyn Locke, A/NVP for IRCC (elected) 
Carolyn Locke, 1st A/NVP for Women`s Issues, 

Eastern Region and Megan Butterill, 2nd A/
NVP (elected) 

Sara Johnson, 1st A/NVP for Women`s Issues, 
Western Region and Charmaine Nelson, 2nd 
A/NVP (elected)  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

CEIU did not receive any nominations for the position 
of Alternate NVP for IRB and therefore, another 
callout for nominations will be done at a later date, 

CEIU wishes to congratulate all the Alternate NVPs 
that were elected or acclaimed and would also like to 
thank all candidates who submitting their names in 
these elections. 

ELECTION RESULTS: 

NATIONAL VICE-PRESIDENTS & ALTERNATES 

Resources for eating disorders:  

National Eating Disorder Information 
Centre (NEDIC): https://nedic.ca/ 

National Institute for Eating Disorders 
(NIED): https://nied.ca/ 

 

Sources: 

https://nied.ca/about-eating-disorders-
in-canada/ 

Arcelus, J., Mitchell, A. J., Wales, J., & 
Nielsen, S. (2011). Mortality rates in 
patients with anorexia nervosa and 
other eating disorders: A meta-analysis 
of 36 studies. Archives of General Psy-
chiatry, 68, 724-731. 

https://www.cbc.ca/news/canada/
manitoba/private-care-last-resort-for-
some-eating-disorder-patients-
1.1405787 

https://www.cbc.ca/news/health/eating-
disorder-patient-seeks-60k-online-for-
health-care-1.2497052 

https://www.healthline.com/health/
eating-disorders-causes-risk-factors 

Important dates 
CEIU has had to postpone many events, meetings and conferences due to the COVID-19 pandemic. For 
more information on upcoming events make sure you contact your local and provide your union with a 
personal email address (and not one tied to the employer’s emailing system). We will send updates on 
when postponed events are to be rescheduled, and send updates on Convention, which is currently 
scheduled for September 2020. 

https://nedic.ca/
https://nied.ca/
https://www.cbc.ca/news/canada/manitoba/private-care-last-resort-for-some-eating-disorder-patients-1.1405787
https://www.cbc.ca/news/canada/manitoba/private-care-last-resort-for-some-eating-disorder-patients-1.1405787
https://www.cbc.ca/news/canada/manitoba/private-care-last-resort-for-some-eating-disorder-patients-1.1405787
https://www.cbc.ca/news/canada/manitoba/private-care-last-resort-for-some-eating-disorder-patients-1.1405787
https://www.cbc.ca/news/health/eating-disorder-patient-seeks-60k-online-for-health-care-1.2497052
https://www.cbc.ca/news/health/eating-disorder-patient-seeks-60k-online-for-health-care-1.2497052
https://www.cbc.ca/news/health/eating-disorder-patient-seeks-60k-online-for-health-care-1.2497052
https://www.healthline.com/health/eating-disorders-causes-risk-factors
https://www.healthline.com/health/eating-disorders-causes-risk-factors
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Big Win for CEIU Member Terminated in 
Bad Faith.  

A CEIU member (ESDC-Processing) 
terminated for unsatisfactory performance 
several years ago recently had her 
grievance upheld at the FPSLREB. As a 
result of the decision she was reinstated to 
a PM-01 position and received retroactive 
salary and benefits. This is a very 
significant win as there is a scarcity of case 
law on managing performance. 

We are hopeful that this decision will be 
precedent-setting and have wide-reaching 
benefits for CEIU members. In the decision, 
the adjudicator found that the employer 
did not provide the worker with training 
that she required, and used action plans 
only to justify her termination. The 
adjudicator found that ESDC did not 
promote a healthy workplace and violated 
their own Values and Ethics. It is a very 
strong ruling! 

This victory happened because there was 
strong representation at every step of the 
member’s journey. The worker advocated 
for herself. She told the employer what 
training she required and vocalized that 
the action plans were unfair. Her local 
shop steward attended meetings with the 
employer, and argued on the member’s 
behalf. She created detailed notes of those 
conversations. The National Union 
Representative gathered supporting 
documentation through Privacy Requests 
and presented persuasive argumentation in 
the grievance hearing. Finally, the PSAC 
Grievance and Adjudication Officer 
prepared a thorough defense in 
adjudication that ultimately led to the 
grievance being allowed in its entirety. 

Workers who feel that their performance is 
being unfairly managed should reach out 
to their local executive members. They 
should request that they have a shop 
steward attend performance meetings. 
Shop stewards should vocalize 
accommodation and training needs. They 
should advise the employer if they think 
the performance standards or action plans 
are unreasonable. It is imperative that 
union representatives keep thorough notes 
of all their communications with the 
employer. As a last resort, workers and 
their representatives may choose to 
request deployments, assignments, or 
demotion.  

Reclassification of members from CR-04 to 
PM-01  

In response to grievances filed in 2008, 

hundreds of CEIU members working for 
Service Canada received a new job 
description truly reflecting the work that 
they have been performing every day for 
years and will receive back pay that might 
be retroactive to 2006 in some cases. 

This is thanks to the unrelenting work of 
one of the National Union Representatives 
assigned to the case. Because they made a 
compelling case, the grievances were 
allowed in March 2013. At that time, we 
felt that the employer was not giving 
proper priority to the files. Further to union 
pressure, the employer finally agreed, in 
May 2017, to carry out a job evaluation.   

Ultimately, further to the union’s legwork, 
members of Integrity and Income Security 
Programs will be entitled to reclassification 
to a PM-01 position or to pay retroactive to 
their appointment date. CEIU is following 
up with Service Canada to make sure that 
these members get what they deserve.    

Let’s keep in mind that this was made 
possible by the merits of the case and the 
persistence of the union. 

Installing defibrillators 

From as far back as 2007, CEIU has been 
working to have automatic external 
defibrillators – commonly called AEDs – 
installed in the workplaces of its members. 
CEIU installed AEDs in all its own offices in 
2012. 

CEIU requested that AEDs be installed in 
the workplaces of its members as early as 
2012. At that time, employee members of 
the National Safety and Health Policy 
Committee (NSHPC) of each of the 3 
departments submitted a request.  
Although other departments had already 
installed AEDs, the 3 departments 
disregarded the request. They claimed at 
the time that the statistical rate of sudden 
cardiac arrest (SCA) in the general 
population of Canada suggested that SCAs 
were likely to be rare events within the 
staff of the departments and consequently 
the benefits of adding an AED to CPR were 
too weak. 

The union’s perseverance seems to have 
paid off. IRB management has approved 
the recommendation of the NSHPC to 
install AEDs in the IRB’s various 
workplaces. IRCC and ESDC also seem to 
be fairly open to review a proposal to 
install AEDs in all their workplaces. 

It can be seen that the union’s 
determination on this issue has played an 
essential role. 

Closure of the Vegreville CPC and 
workforce adjustment 

PSAC has won an important victory for our 
members who work at the Immigration, 
Refugee and Citizenship Canada Case 
Processing Centre in Vegreville, Alberta, 
which is slated to close at the end of the 
month.  

On August 29, the Federal Public Service 
Labour Relations and Employment Board 
(FPSLREB) issued a decision upholding our 
grievance and affirming the right of 
employees to access voluntary departure 
programs when their jobs are being 
relocated. 

“This hard-fought victory shows the 
strength of our union when we come 
together and demand that our collective 
agreement protections are respected,” said 
Chris Aylward, National President, “I want 
to thank all the members who worked so 
hard on the ‘Respect Vegreville’ campaign 
and who participated in the grievance 
process by explaining the impact of the 
government’s wrong decision to relocate 
the Case Processing Centre.” 

In April 2017, 150 permanent employees at 
the Centre in Vegreville were given formal 
notice of the Centre’s relocation to 
Edmonton, with six months to decide if 
they wanted to move with their position. 
The Department of Immigration, Refugee 
and Citizenship Canada then told 
employees that if they did not want to 
relocate, there would be no compensation 
package and that employees must move 
with their position or be laid off.  

PSAC filed a policy grievance and argued 
that the department’s actions showed 
callous disregard for the impact of the 
relocation on employees and that options 
were clearly open to the employer to allow 
access to the benefits under the collective 
agreement’s Workforce Adjustment 
Appendix.  

We asked the FPSLREB to rule on whether 
Article 6.2 of the Workforce Adjustment 
Agreement should have been administered 
by the employer. That article requires 
departments and organizations to establish 
voluntary departure programs for all 

workforce adjustment situations involving 
five or more employees. The Board agreed 
with PSAC that Article 6.2 was violated.  

The Board has given PSAC and the 
employer 60 days to try and negotiate the 
remedy on their own. If we are unable to 
come to an agreement, the Board will 
decide on the remedy.  

PSAC will begin negotiating with the 
employer as soon as possible. We want the 
employer to respect the decision and 
provide the employees with access to the 
benefits they should have received from 
the start.  

Source: http://psacunion.ca/psac-wins-
victory-employees-vegreville?
_ga=2.254151808.962993610.1584129263
-1989113658.1584129263  

ESDC Priority Payments 

The majority of members are affected by 
problems with Phoenix. According to data 
provided by the various departments, an 
estimated 70 % or more of their employees 
have at least one pay problem. Although 
the departments have set up systems to 
compensate the lost wages of certain 
employees, CEIU has raised with ESDC a 
problem related to the minimum amount 
required for the department to use its 
discretion to assist employees who 
encounter financial hardship. 

Although management has stated that it 
has some discretionary authority, unions 
have pointed out that the $3,500 threshold 
for priority payments is causing a problem. 
Unless a lower threshold is set, some 
managers will reject claims for lower 
amounts. Two arguments were made. 
Firstly, such an amount is really too high 
for employees in positions at the CR-4 
level for instance. Secondly, the burden 
placed on single-parent employees is much 
too heavy. CEIU has also raised the point 
that other departments, such as IRCC and 
the IRB, do not have such a threshold. 

Management initially announced that the 
threshold would be reduced to $2,500. 
However, this amount was still felt to be 
too high. 

Only a few weeks after the arguments were 
submitted during a labour-management 
meeting, ESDC management backtracked 
and completely cancelled the threshold. 

UNION VICTORIES (PRE-COVID) 

The following courses are available and can be provided by CEIU National Union 
Representatives upon a local/region’s request to their regional union office: 

Duty to Accommodate 

Staffing Complaint  

Grievance Handling 

Discipline 

CEIU is updating the following courses and they should be available soon: 

Local Administration 

Local Health & Safety Committee 

Discipline 

Goal: Develop basic knowledge and skills for workplace discipline 

Time frame: 1 day 

Material: PowerPoint, facilitator notes, training package for participants, cases, 
various reference material 

 

Duty to Accommodate (DTA) 

Goal: Develop the capacity for representation on DTA 

Time frame: 1 day 

Material: PowerPoint, facilitator notes, training package for participants, cases, 
various reference material. Most of the material has been developed by PSAC 

Staffing Complaint 

Goal: Develop basic knowledge and skills on staffing complaints 

Time frame: 1-2 hours 

Material: PowerPoint(with some notes), various reference material 

Grievance Handling 

Goal: Develop basic knowledge and skills to handle grievance 

Time frame: 1 day 

Material: PowerPoint(with some notes), various reference material from PSAC, 
PSAC Guide Grievance Handling 

TRAINING 

http://psacunion.ca/psac-wins-victory-employees-vegreville?_ga=2.254151808.962993610.1584129263-1989113658.1584129263
http://psacunion.ca/psac-wins-victory-employees-vegreville?_ga=2.254151808.962993610.1584129263-1989113658.1584129263
http://psacunion.ca/psac-wins-victory-employees-vegreville?_ga=2.254151808.962993610.1584129263-1989113658.1584129263
http://psacunion.ca/psac-wins-victory-employees-vegreville?_ga=2.254151808.962993610.1584129263-1989113658.1584129263
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CEIU members and leadership attending the CLC 
Lobby in Ottawa. We joined Canadian unions and 
activists from across Canada to bring top priorities 
to Parliament Hill. Pharmacare, 15$ federal 
minimum wage, pension protections and ending 
violence and harassment at work were among the 
top concerns presented to members of Parliament. 

For CEIU, the highlight was also an opportunity to 
hold the employer to account on bargaining 
proceedings.  At the time of this writing, we are 
preparing for strike votes and encouraging members 
to come out with a strong YES vote. 

Earlier in September, the employer called a 
bargaining meeting for which our bargaining agents 
made arrangements for time away from their 
families over labour day weekend. When they 
showed up only to find that the employer was not 
there. They were however present at the CLC Lobby! 

Some of our members in attendance, Sarah Beth 
Johnson, Megan Butterill and Melissa Thomas c alog 
with National Executive Vice-President Crystal 
Warner onfronted him (after chasing him down the 
hall), to demand that they continue talks at the 
bargaining table. Perhaps a momentary lapse in 
memory is to blame for Minister Duclos indicating 

that he felt both sides ought to return to the table.  

Quote Megan Butterill: “With all due respect, sir, 
you are the other side.”  

 

 

We’ll remember when you ran away 
from us. The strike votes are coming 
soon. Vote YES to support your 
bargaining team with a strong strike 

mandate to tell the employer it’s time to stop 
running from us and get serious about strike a deal… 
or we’ll be striking for real! 

CLC LOBBY 

Some of our members and lea-
dership chased down Treasury 
Board President Minister Jean-
Yves Duclos at the CLC Lobby to 
let him know that they didn't ap-
preciate the employer being MIA 
at the bargaining table. We'll re-
member how you ran away when 
it's time for #strikevote2020 

Call for submissions 

Would you like to pitch a story or 
contribute an article or some photos 
for CEIU’s National Newsletter? 

Contact us at: editorial@ceiu-seic.ca 

 

The pandemic has been an unprecedented and difficult time for everyone, raising new and old workplace health and safety concerns and thwarting the momen-
tum towards the strike votes. Previously urgent matters took a back seat and the Phoenix anniversary rallies were quickly forgotten as panic settled in across front 
end service centres, overcrowded office spaces and maxed out call centres. We hear you.  

Your National Executive has been working around the clock since the pandemic has hit, fielding concerns over insufficient safety measures, the awkward shift to 
telework, the rapid changes across all departments and the influx of volume in some departments, without mentioning the added stress of coping with the pande-
mic in our personal lives outside of work. It’s no wonder mental health is a hot topic right now. 

During the course of the pandemic, your union cares about your safety, your health and that of your loved ones. That is why your national union leadership began 
daily meetings with executive management to immediately raise, address and resolve issues arising for our members and demanding attention from the Ministers. 
We mobilized health and safety committees to demand regular meetings with the employer. We provided information on your rights at work. We issued a press 
release and spoke to the media more than ever before to make sure that our members – and the public – were protected at this critical time. 

As things begin to settle into a new normal and the government contemplates what a return to the old normal might look like, your union will be here fighting for 
you.  

Here are some of the gains we made early on in the pandemic, on behalf of our members: 

IRB 

CEIU and the IRB have agreed to hold two national calls at minimum, more if required, between the union and management. The IRB agreed to several of CEIU’s 
requests, including all non-essential hearings being postponed. One of the chief concerns that were raised was dissemination of information not being shared ap-
propriately across registries. We requested that local health and safety meetings occur to support our members in their workplaces directly, so that on the ground 
concerns could be addressed on site and in a timely way. The IRB advised that they were questioning the sustainability at this point of their offices remaining 
open, given the large number of employees who cannot work from home, and would need to be authorized other paid leave under the collective agreement. 

IRCC 

IRCC proactively closed several offices across the country in an effort to limit the spread of COVID-19. Amid inconsistency across the country, as the employer 
scrambles to find the right balance, we were still pleased that, as requested, IRCC postponed in person services such as PR and landing claims. Management was 
instructed by the Deputy Minister to err on the side of compassion when it comes to authorizing other paid leave for employees. We continue to express our frus-
tration about the lack of local and regional level consultation with the union and have insisted that the employer take necessary measures to consult with local 
and regional union leadership. However, the Deputy Minister has made herself available at the request of the National President.  

Service Canada 

Our primary frustrations with Service Canada were related to in-person services at Service Canada Centres. Specifically, asking CSO’s to screen clients for illness 
before they are allowed in the offices (really??). We advised Service Canada that CEIU strongly opposes this measure as it is putting our members at a high level of 
risk for exposure, and that the union is exploring our grounds for a right of refusal of dangerous work. We further requested that measures be immediately imple-
mented to limit the number of clients allowed at any given time into the offices. Members reported safety guidelines not being respected, and some clients even 
opposing them, which was related to an increase in violence and abuse towards our members. CEIU issued a press release and started a Twitter storm demanding 
the attention of the Minister who was eventually forced to temporarily close in-person Service Centres and redirect service to online access and appointment-only 
in-person access. ESDC as a whole continues to struggle with implementing large scale access to telework as their systems are limited. It is CEIU’s position that 
where possible, employees should be allowed to stay home under other paid leave while they sort this out; we won this point when the Minister was forced to 
face the music and recognize that the work on the front lines was simply too dangerous. CEIU maintained daily contact with ESDC throughout this process. 

As early as March, your national leadership was in communication with the Deputy Minister, the ESDC Minister, as well as the leader of the NDP and other Mem-
bers of Parliament, urging them to help us in applying pressure to the department. The National Executive met daily and held a series of emergency meetings to 
discuss further strategies to protect the health and safety of our members. 

COVID-19—YOUR UNION CARES 
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IF YOU WANT TO CHANGE THINGS, GET INVOLVED! 

If you want to change things, 
get involved! 

On International Women’s Day, 
unions reflect the 
contributions of women to the 
labour movement. Our own 
Huguette Breton is a famous 
example of the women who 
have long been fighting for 
women’s rights at work. Now 
retired, she worked for over 30 
years within CEIU and her 
activism paved the way for 
many women since. We had 
the opportunity to ask her a 
few questions by email. 

What does CEIU mean to you 
and how is it unique among 
the Components? 

CEIU is one of the largest 
Components. What sets its 
apart is the diversity of its 
members who come from 
various departments where 

each group has its own needs. 
CEIU’s structure is unique 
because it includes regional 
offices. I have always felt 
supported by the qualified staff 
of the regional offices. It is part 
of what makes us strong to 
have a team ready to provide 
assistance and much more. 
For me, CEIU is the king of 
Components. The first time I 
went to the regional and 
national offices, I said 
“WOW! There is quite a 
team here and things are 
moving”. 

Did you have any concerns 
about joining the union, 
being the first and only 
woman on the executive in a 
mining sector? 

Not at all. I was quite 
convinced that I could be a 
plus for the executive. I ran 
for election without asking 
myself any questions and I was 
elected. I thought it was the 
best way to make male 
members aware that there 
were also female members 
(although we were a minority, 
about 10%) with different 
needs. I was convinced that 
there should be clauses for 
women and that the collective 
agreement should be 

improved. I was already into 
workplace equity in all areas 
and I found it normal and 
important that there be at 

least one woman or more on 
the executive. 

How has the feminist cause 
changed since the 70s? What 

have we gained? What 
have we lost? 

Initially, just saying that you 
were a feminist made people 
look at you like you were from 
another planet or consider you 
as a “frustrated woman”. 
Mobilization was strong in the 
70s, more than today I would 

say. With the Me Too 
movement, people seem to be 
starting to understand that 
sexual harassment and assault 
are not just anecdotal in a 
woman’s life and the concept 
of consent is beginning to take 
on its full importance. 
However, we still have a long 
way to go if we consider the 
double standards that women 

have to deal with. For instance, 
if a man slams his fist on the 
table at a meeting, he is 
considered “affirmative” while 

if a woman does the same, she 
is considered “hysterical” or 
“crazy”. A well-dressed man is 
considered elegant or does not 
attract any offensive comments 
while what a woman is 
wearing often invites negative 
comments, as if her value 
depended on her clothes. She 
is checked on her hairdo and 
makeup and especially on how 
she meets socially acceptable 
standards. Unfortunately, this 
is still the case… And let’s not 
forget that “progress” has been 
made mostly for women in 
economically privileged 
countries, and even there some 
of the gains made are being 
undermined. Without looking 
outside Canada, the fate of 

First Nations women is 
scandalous. 

What were the most significant 
wins for women in your 
opinion? 

Among the admittedly still 
fragile wins, there is pay equity 
(recognized but not necessarily 
implemented) and the right to 
abortion, which is called into 
question nearly every year 

through bills that, fortunately, 
are not carried. At this very 
moment, another one of these 
bills is being reviewed. The 

right to education and 
employment in any field, 
including non-traditional 
trades. The right to manage 
one’s money without having to 

obtain the signature or 
agreement of one’s husband, 
which was only recognized in 
the 60s through the bill 
introduced by Claire Kirkand-
Casgrain. Before women are 

recognized as full-fledged 
persons with the same rights 
and privileges as everyone 
else, there are quite a few 
steps left to take in practice. 
Management, senior executive 
and board of directors 
positions are nearly exclusively 
held by men. Promotions 
between equally qualified 
candidates are often given to 
men, although girls get better 

academic results than boys and 
are more serious and eager 
learners. Equal opportunities 
are still a myth to be 

debunked. 

Do you still find women’s 
committees necessary? Why 
must we keep fighting for 
women’s rights? 

These committees will be 
necessary as long as women 
do not hold a place 
equivalent to that of men. It 
is one thing that their rights 
are recognized in legislation, 
but they must be able to 
actually exercise those 
rights. The Me Too 
movement has created 
awareness, but what will be 

left of it in a few years? I find it 
encouraging to see young, 
energetic women get involved 
in the fight for women’s rights. 

Some say that unions are no 

longer relevant. What do you 
say to these people? 

That they don’t know what 
they’re talking about. Having 
had the opportunity to meet 
the great Madeleine Parent, I 
can tell you that without the 
ongoing efforts of unions, 
present working conditions 
would be much worse than 
they are. Under the pretense of 
giving them more freedom, 
workers are now being offered 
precarious jobs and their 
pension funds are being 
attacked. Unfortunately, we are 
losing hard-won gains. We 
must remember all the battles 
that were waged and protect 
those gains. That is why I still 
believe that “the union makes 
us strong”. 

If you could start over, what 
would you do differently? 

That’s a good question. I have 
thought about it and, you 
know, I did my best with what I 
had. In real life, you can’t go 
back. You can only apply what 
you learn to better make a 
difference and go forward with 
a social perspective. 

We must remember all the battles 
that were waged and protect those 
gains. That is why I still believe 
that “the union makes us strong”. 

I found it normal and important 
that there be at least one woman 
or more on the executive. 
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As a French-speaking woman, 
do you think we have different 
issues? 

In any organization, 
if you want to go 
forward as a 
francophone 
woman, you have 
two hills to climb, 
one because you a 
woman and the 
other because a 
Francophone is 
required to be 
bilingual while an 
Anglophone need 
not worry about 
speaking French. An 
indication of how 
much esteem 
others have for you 
at a convention, for 
instance, is whether 
your anglophone colleagues 
put on their headsets when 
you go to the microphone and 
speak French. 

What makes World Marches of 
Women so important? 

The first was initiated in 
Québec and called the Bread 
and Roses March. It had major 
consequences in Québec and 
the accounts of women from 
other countries confirm the 

major impact that this 
initiative had elsewhere, even 
in Africa, on the advancement 

of women’s rights.  We are not 
alone in the world and, as I 
have said earlier, advances 
have mostly occurred in 
economically privileged 
countries. But women 
throughout the planet are 
fighting to be considered as 
full-fledged human beings. 
They often fight with scarce 
means, and knowing that they 
are supported by all the other 
women who demonstrate at 

the same time all over the 
world is a token of feminist 
solidarity. We can also hope 

that all our demands are 
making governments more 
aware. 

And what is you impression of 
unions now that you are 
retired? 

I have kept bonds with a 
number of my colleagues and, 
whether or not I am part of a 
labour organization, I will 
always care about the fate of 
workers and women. I am 

socially involved in women’s 
centres and all activities 
related to women’s issues. I am 

a member of the Congress of 
Union Retirees of Canada. I 
follow all activities on 
Facebook, and I am and will 
always be willing to attend a 
demonstration near where I 
live. That is an integral part of 
what I am. I am proud and will 
always be very proud to be a 
feminist unionist through and 
through, today and tomorrow 
as yesterday. 

In closing, what would you say 
to other women who would 
like to get more involved in a 

union? 

Go! You can do 
it. You have to 
try to get 
support and 
then set up a 
team – I 
always say that 
if you keep 
trying, you will 
never have to 
say: “if only I 
had tried”. 
Trust yourself 
and look at all 
you have 
already done in 
your life. 
Women forget. 
You are full of 

qualities. The more tools 
women have, the more 
empowered they become. My 
priority is fairness. The more 
tools you acquire, the better 
you can act. It is important to 
always aim higher. 

 

Thank you, sister Breton, for 
your years of dedication, your 
commitment and all you have 
done for women. It is now up 
to us to carry on! 

CONNECTING THE DOTS ON WORKPLACE VIOLENCE 
Editor’s note: This piece was written 
just before the pandemic hit and while 
we acknowledge some significant 
impacts have come out of the 
pandemic in terms of workplace 
violence and the recent shooting in 
Nova Scotia, new research arising from 
these developments is not yet widely 
available. 

By : Maria-Hélèna Pacelli, B.F.A., M.A. 

Workplace violence is defined by the 
International Labour Organization as 
“Any action, incident or behaviour that 
departs from reasonable conduct in 
which a person is assault, threatened, 
harmed, injured in the course of, or as 
a direct results of, his or her 
work.” (International Labour 
Organization, 2003). 

The topic of violence in the workplace 
is on the minds of many of our 
members who work in public-facing 
service-delivery settings but can affect 
those who work in offices as well. A 
recent incident at the IRCC in 
Vancouver raised the alarm bells at 
National Office. Coincidentally, an 
unrelated incident closely followed 

where threats were made to CEIU office 
staff and leadership, and then 
subsequently to an employee at the 
PSAC. Sadly, these events are not 
unprecedented, isolated or even 
comparable events. Yet it remains that 
incidents like these raise important 
questions about whether workplace 
violence is on the rise and how the 
labour movement can address these 
concerns, whether it be keeping our 
members safe from potential harm as 
well as the mental health and other 
consequences of working in 
environments where exposure to 
violence and abuse can be part of the 
risks of the job. Although workplace 
violence remains a subjective 
experience, it remains that increased 
attention on workplace violence has 
resulted in unions, researchers and civil 
society working in concert to better 
understand, prevent, and address 
workplace violence. (Kelloway, et. al., 
2006). 

Although some of the cases of 
workplace violence in North America 
are high profile cases involving armed 
weapons, data on workplace violence 

remains inadequate (Piquero, et.al, 
2013). Extensive studies have been 
conducted by such bodies as the World 
Health Organization, highlighting the 
relationship between work stress and 
workplace violence, however the most 
prevalent research identifies data and 
trends within the health sector (di 
Martino, 2003). This leaves a gap in 
research on other environments; 
however, some studies have also 
looked at the context of workplace 
violence, harassment and 
discrimination here in Canada, and 
within the public service. Canadian 
unions have been involved for many 
decades in addressing the rise of 
violence in the workplace since the 
1990’s (Pizzino, 2000). 

Where media has heighted the 
attention placed on high-profile events 
such as active shooters, American 
journalist Studs Terkel has also 
suggested that work itself is inherently 
violent (Terkel, 1974), or that 
workplaces are combat zones 
(Callender Knefel and Bryant, 2004). 
Moving beyond theoretical paradigms 
of work as violence, or workplace as 

violence, though, it has been 
demonstrated that shifts in working 
conditions have coincided with 
increased risk of victimization and work
-related violence, and have contributed 
to increasing our understanding of 
workplace violence as well as 
recognizing less sensational and more 
covert forms of violence such as 
harassment and bullying (Estrada, 
2010). While extreme acts of violence 
earn significant media attention, there 
is also an undercurrent of verbal and 
indirect workplace violence that has 
increased as a result of downsizing, 
increased workloads and the rising 
impacts on workplace stress are part of 
a context of widespread workplace 
aggression in North America, 
specifically within the United States. 
(Baron and Neuman, 1996). 

In Canada, much of the available data 
through Statistics Canada about 
workplace violence speaks to 
harassment, including “verbal abuse, 
humiliating, threats to person, physical 
violence and unwanted sexual 
attention or sexual 
harassment.” (Hargo & Moyser, 2018).  
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According to the study, unionized 
workers are more likely to report 
harassment, but also more likely to say 
that they had attempted to address the 
abuse. Whether that translates to 
success within the public service 
remains to be seen. The recent 2019 
Public Service Employee Survey 
showed not only that discrimination 
and harassment are still a problem 
within the public service, but that 
gender diverse, indigenous people and 
workers with disabilities were the most 
likely to report discrimination and 
harassment. (PSAC, 2019) 

There is a clear trend reported by the 
2016 General Social Survey on 
Canadians at Work and Home (GSS) 
reports that 19% of women and 13% of 
men reported experiencing abuse in 
the workplace within the last 12 
months, and unsurprisingly violence 
and harassment at work is shown to 
have adverse effects not only on 
workplace well-being, but also on life 
away from work (Hargo & Moyser, 
2018). These effects range from poor 
health, having a hopeful view of the 
future and finding life stressful (Hargo 
& Moyser, 2018), and can also lead to 
depression, anxiety and sleep 
disorders; some research has even 
made a connection between chronic 
and serious health issues such as heart 
disease and cancer. (Workers Health & 
Safety Centre, 2018). These impacts are 
compounded by gender, and research 
from the Institute for Work & Health 
have also confirmed the link between 
supervisor support, job control and 
security (Padkapayeva, 2018). 

Also deeply concerning are cases of 
workplace violence involving the death 
of a worker. In addition to concerns 
about workplace accidents and deaths 
related to health and safety violations 
or accidents, homicides are a major 
cause of death among workers, and 
have far-reaching repercussions which 
include physical assaults, abusive 
behaviour and threats of violence 
(Warshaw & Messite, 1996). 

Recent statistics from the Association 
of Workers’ Compensation Boards of 
Canada (AWCBC) reports that in 2017 
there were 951 deaths recorded in 
Canadian workplaces, noting an 
increase from the previous year. In 
addition to this, 251,508 accepted 
claims were processed for work-related 
injury or disease. (Canadian Centre for 
Occupational Health and Safety, n.d.). 

Active Shooter incidents have 
increased in prevalence, and although 
they are typically framed in the media 
as public violence and some active 
shooter incidents known as “near-
misses” don’t result in deaths or 
injuries, many mass shooting incidents 

take place in workplaces and affects 
workers directly as victims, survivors 
and witnesses of gun violence, and 
contribute to a climate of fear for 
workers who return to work as a site of 
trauma, or for whom workplace 
prevention remains inadequate. (Blair 
and Schweieit, 2014). Statistics 
gathered by the Federal Bureau of 
Investigation) on active shooter 
incidents in the United States have 
shown that between 2000 and 2013 
160 incidents occurred, an average of 
11.4 annually, leading to 1043 
casualties, including 186 deaths and 
557 injuries, not accounting for 
witnesses to these incidents, at least 
70% of which took place in a place of 
business or educational environment 
that would involve a workplace (Blair 
and Scweieit, 2014).  

In terms of workplace health and safety 
around active shooter incidents, most 
tactics center around prevention and 
security around active shooter drills 
and upgrading facilities with the intent 
of minimizing casualties (Ergenbright 
and Hubbard, 2012). Workplace trauma 
and stress experienced by witnesses 
remain largely unaddressed by 
employers (Vecchi, 2009). Canadian 
responses to workplace violence have 
leaned on emphasizing prevention 
through legislation yet illustrate the 
existence of a continuum between 
healthy workplaces and workplaces 
that are simply violence-free. (Chechak, 
2014). 

Although active shooter incidents are 
less common in Canada, incidents such 
as the femicide at École Polytechnique 
in 1989 have engendered a shift in 
response towards gun violence, this 
remains largely from a lens of 
emergency management rather than 
responses to workplace violence 
(Vroegop, 2015). These gaps in 
research leave us with gaps in policy, 
not the least of which is inadequate 
reporting on incidents and their 
ramifications. Data remains largely 
anecdotal, but available news sources 
do indicate that since the Montreal 
Massage that took place in 1989, 7 
incidents were reported in the 
following decade, and 23 active 
shooting incidents were reported in 
various news sources from 2000 to 
2019 in Canada, at least 10 of which 
occurred in workplaces (Wikipedia, 
2020). Among the 118 reported deaths 
attributed to gender violence in 
Canada in 2019, an alarming 36% were 
attributed to shootings alone. (Dawson, 
et. al., 2020). Women are at more than 
twice the risk of workplace violence as 
compared to men, for almost all types 
of violence and across occupations in 
Canada. (Lanthier, Bielecky & Smith, 

2018). While differences have been 
documented in the severity of injuries 
experienced by women, data also has 
shown that workplace violence towards 
women has increased between 2002-
2015 while the incidence rate remains 
the same for men (Chen, 2018). Where 
sectors of employment remain highly 
segregated by gender in Canada 
(Lanthier, Bielecky & Smith, 2018), 
sectors where women are 
overrepresented are particularly 
affected, such as the education sector 
where rates of workplace violence are 
almost three times as high (Chen, 
2018). 

Since 2017 there has also been a sharp 
increase of in hate crimes reported in 
Canada, where Muslim, Black and 
Jewish people are the most common 
targets. (Statistics Canada, 2018). 
Although much of the staggering 47% 
increase in hate crimes constitute 
vandalism and graffiti (Statistics 
Canada, 2018), studies have shown that 
54% of Black Canadians and 53% of 
Indigenous people report having an 
ongoing experience with 
discrimination (Neuman, 2019). Data 
connecting hate crime with workplace 
violence is less robust, however recent 
studies report that 26% of Canadians 
recognize that racialized groups are 
not treated the same in the workplace 
(Neuman, 2019) and that 30% of survey 
respondents who identify with a 
diversity group have experienced at 
least one incidence of discrimination at 
work (Boston Consulting Group, 2019). 

It is also noteworthy that while women 
and racialized people are 
predominantly affected by mass 
shootings and workplace violence, 
framing these incidents as public 
violence rather than hate crimes 
undermines the urgency of the matter 
in public policy; the Montreal Massacre 
took place in 1989 and was only 
recognized as a femicide 30 years later 
in 2019, despite critical indicators 
including the perpetrator’s explicit 
comments about targeting feminists. 
(Canadian Femicide Observatory for 
Justice and Accountability, 2020)  

While studies have investigated 
predictors and outcomes of workplace 
violence, there are still gaps in 
research (Leblanc, M.M. & Kelloway, 
E.K., 2002). The most promising 
avenues of research looking at 
organizational determinants of 
workplace violence against workers 
have shown that interpersonal conflict 
and poor violence prevention climates 
are risk factors for verbal and physical 
violence (Arnetz, Judith PhD, MPH; 
Hamblin, Lydia E. PhD; Sudan, Sukhesh 
MPH; Arnetz, Bengt MD, PhD, MScEpi. 
2018). This is why it is so important for 

unions to continue calling on the 
employer to improve prevention, 
resolve workplace conflict and work 
with our members on accommodation 
issues, as well as address the 
prevailing culture of harassment that 
affects a majority of workers (Hargo & 
Moyser, 2018). 

It has been recognized by the 
International Labour Organization (ILO) 
that workplace violence is not simply a 
matter of occupational health and 
safety but is also constitutes human 
rights violations (International Labour 
Organization, 2019). The ILO has 
recognized the prevalence and impacts 
of workplace violence and harassment 
and made extensive recommendations, 
including prevention, enforcement and 
remedies, as well as gender-responsive 
approaches that involve training 
(International Labour Organization, 
2019). However, many policies fall 
short, or are simply not applied in the 
workplace. Some of the major barriers 
to workplace violence are the working 
conditions themselves. 

Indeed, violence at work is not an 
isolated incident, and there is a clear 
link between violence, and working 
environments, including workloads. 
(Workers Health & Safety Centre, 
2019). Unsurprisingly, those who work 
with the public are most at risk, and 
the Workers Health & Safety Centre 
cites the highest rates of harassment in 
the health sector, as well as a rise in 
violence affecting education workers. 
According to the Centre “(…) clients, 
customers, supervisors and managers 
were the most common source of 
harassment.” (Workers Health & Safety 
Centre, 2019).  

In Canada, April 28th is the National 
Day of Mourning, or Workers’ Mourning 
day. Every year as we remember the 14 
women killed at the Polytechnique, 
little attention is paid to the fact that 
one of the women who died, and some 
of the other victims of the shooting 
were indeed workers who died on the 
job. Yet, workplace violence is a 
heavily gendered issue. The GGS study 
reports that one in five women 
experience harassment, while one in 
eight men report similar experiences, 
every year. (Hargo & Moyser, 2018). 

Despite various days of awareness 
around violence, and the existence of 
workplace harassment training and 
policies, workplace violence remains 
an ongoing concern for workers, 
including in the public service, and 
training, raising awareness and 
bargaining for language that protects 
workers are among the avenues 
available for unionized workers. 
(Leonard-Boland, 2020).  
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Recommendations made by the 
International Labour Organisation are 
not binding and are subject to federal 
and provincial legislation on 
employment standards, or to collective 
agreements in place and cannot be 
enforced (International Labour 
Organization, 2003).  

Workers and the labour movement are 
currently facing austerity in the form of 
unfavourable conditions such as cuts 
and rollbacks to public services, and 
toxic workplace cultures that not only 
fail to prevent violence towards 
workers, but also fail to address the 
consequences of witnessing violence, 
or in some cases even the fact that 
workers are directly discouraged from 
reporting violence, even in jurisdictions 
where there is an established legal 
obligation to address violence and 
harassment (Workers Health & Safety 
Centre, 2019) 

Given the impacts on workers, and cost 
to employers in terms of absenteeism 
related to violence and its effects, all 
parties have a vested interest in ending 
workplace violence. It is critical for 
unions to continue to advocate for 
better working conditions as well as 
policies that directly address 
prevention, training and remedies 
around workplace violence. Some areas 
highlighted by the GGS are the 
opportunity to provide input into 
decision-making, receipt of help and 
support from supervisors, 
manageability of their workload, the 
degree of choice in sequencing of 
tasks, degree of competition with 
colleagues, conflicts with supervisors 
and the number of friends at work. 
(Hargo & Moyser, 2018). 

Within the public service, unions are 
limited by the collective bargaining 
process and collective agreements, and 

don’t have the jurisdiction or the 
infrastructure to implement policies 
and programs directly in the workplace. 
However, decades of advocacy and 
activism have yielded some results. 
One of the areas where unions have 
been successful is addressing domestic 
violence at work which affects 1 in 3 
workers and is thus the most prevalent 
form of workplace violence (Canadian 
Labour Congress, n.d.). According to the 
CLC, 82% of those experiencing 
workplace violence found that their 
work was affected, and 37% also said 
that their co-workers were impacted; 
5% reported losing their job as a result 
of domestic violence. (Canadian Labour 
Congress, n.d.). Although provincial 
legislation varies greatly, offering 
between 0 and 5 days of paid leave, 
and between 0 and 10 days of unpaid 
leave, decades of lobbying and 
activism by Canadian unions have 
resulted in federally-regulated 

workplaces offering 5 days of paid 
leave and 5 days of unpaid leave to any 
worker experiencing domestic violence. 
(Canadian Labour Congress, n.d.).  

Much work remains to be done. At 
CEIU, many members continue to 
experience violence or abuse when 
serving the general public, bullying or 
harassment at work, or are struggling 
with the problematic process requiring 
our members to “prove” that they are 
suffering from domestic violence in 
order to access leave.  

Improving access to domestic violence 
leave, raising awareness about gender-
based violence at work and workplace 
violence, respecting pronouns, paid 
leave for survivors of sexual violence, 
mental health policies and training for 
employees and employers are all 
factors that can help prevent violence. 
There is much work that can be done at 
the bargaining table, and within union 
locals.  

Arnetz, Judith PhD, MPH; Ham-
blin, Lydia E. PhD; Sudan, 
Sukhesh MPH; Arnetz, Bengt MD, 
PhD, MScEpi. 2018. Organizatio-
nal Determinants of Workplace 
Violence Against Hospital Workers. 
Journal of Occupational and 
Environmental Medicine. Volume 
60, Issue 8 (August 2018), p. 693
-699. Retrieved on March 9, 
2020 from: https://
journals.lww.com/joem/
Abstract/2018/08000/
Organizatio-
nal_Determinants_of_Workplace_
Violence.4.aspx. 

Baron, Rovert A. and Joel H. 
Neuman. 1996. Workplace vio-
lence and workplace aggression: 
Evidence on their relative frequen-
cy and potential causes. Aggres-
sive Behaviour, Volume 22, Issue 
3: 161-173. Retrieved on March 
9, 2020 from https://
onlinelibrary.wiley.com/doi/
pdf/10.1002/%28SICI%291098-
2337%281996%2922%3A3%
3C161%3A%3AAID-AB1%
3E3.0.CO%3B2-
Q#accessDenialLayout 

Blair, J. Pete and Katherine W. 
Schwieit. 2014. A Study of Active 
Shooter Incidents in the United 
States between 2000 and 2013. 
U.S. Department of Justice, Fede-
ral Bureau of Investigation. 

Boston Consulting Group. 2019. 
Beyond good intentions. Bringing 
an employee lens to Diversity & 
Inclusion in corporate Canada. 
Retrieved on March 10, 2020 
from: https://media-
publications.bcg.com/flash/
dotbcg_other/BCG-CCF-Beyond-
Good-Intentions.pdf 

Callender Knefel, Ann M. and 
Clifton D. Bryant. 2—4. Workplace 
as Combat Zone: Reconceptuali-
zing Occupational and Organiza-
tional Violence. Deviant Beha-
viour. Taylor & Francis Inc, 25: 
579-601.  

Canadian Centre for Occupatio-
nal Health and Safety. No date. 
Events: April 28 Day of Mour-
ning. Retrieved on March 9, 2020 
from: https://www.ccohs.ca/
events/mourning/ 

Canadian Femicide Observatory 

for Justice and Accountability. 
2020. Retrieved March 9, 2020 
from https://
femicideincanada.ca/fr/propos/
histoire/polytechnique 

Canadian Labour Congress (n.d.) 
Domestic Violence at work re-
source centre. Retrieved March 9, 
2020 from: https://
canadianlabour.ca/issues-
research/domestic-violence-
work/ 

Chechak Derek & Rick Csiernik. 
2014. Canadian Perspectives on 
Conceptualizing and Responding 
to Workplace Violence. Journal of 
Workplace Behavioural Health. 
Volume 29, Issue 1. p. 55-72. 
Retrieved on March 10, 2020 
from : https://
doi.org/10.1080/15555240.2014.
866474 

Chen, Cynthia; Peter M. Smith 
and Cameron Mustard. 2018. 
Gender differences in injuries 
attributed to workplace violence in 
Ontario 2002-2015. Occupational 
& Environmental Medicine, Vo-
lume 76, Issue 1. Retrieved on 
March 10, 2020 from: http://
dx.doi.org/10.1136/oemed-2018-
105152 

Dawson, Myrna; Danielle Sutton, 
Michelle Carrigan, Valérie 
Grand’Maison, Danielle Badger, 
Angelika Zecha and Ciara Boyd. 
2020. #CallItFeminide Understan-
ding gender-related killings of 
women and girls in Canada 2019. 
Canadian Femicide Observatory 
for Justice and Accountability. 
Retrieved on March 10, 2020 
from: https://
femicideincanada.ca/
callitfemicide2019.pdf 

Di Martino, Vittorio. 2003. 
Workplace violence in the health 
sector: Relationship between work 
stress and workplace violence in 
the health sector. Steering Com-
mittee of the International La-
bour Office (ILO), the Internatio-
nal Council of Nurses (OCO), the 
World Health Organization 
(WHO) and Public Services Inter-
national (PSI). Retrieved on 
March 9, 2020 from: https://
www.who.int/
violence_injury_prevention/

violence/interpersonal/
WVstresspaper.pdf 

Ergenbright, Chuck E.; Sean K. 
Hubbard. 2012. Defeating the 
Active Shooter: Applying Facility 
Upgrades in Order to Mitigate the 
Effects of Active Shooters in High 
Occupancy Facilities. Naval Post-
graduate School. Retrieved on 
March 10, 2020 from: https://
apps.dtic.mil/dtic/tr/fulltext/u2/
a562724.pdf 

Felipe Estrada, Anders Nilsson, 
Kristina Jerre & Sofia Wik-
man (2010) Violence at Work—
The Emergence of a Social Pro-
blem, Journal of Scandinavian 
Studies in Criminology and 
Crime Prevention, 11:1, 46-
65, DOI: 10.1080/140438510037
03846 

Hango, Darcy and Melissa 
Moyser. December 17, 2018. 
Insights on Canadian Society. 
Harassment in Canadian 
workplaces. Statistics Canada. 
Retrieved on March 9, 2020 
from: https://
www150.statcan.gc.ca/n1/
pub/75-006-x/2018001/
article/54982-eng.htm 

International Labour Organiza-
tion. 2019. Adoption of the Con-
vention concerning the elimination 
of violence and harassment in the 
world of work. Standard Setting 
Committee: violence and ha-
rassment in the world of work, 
June 10-21, 2019. Retrieved on 
March 9, 2020 from: https://
www.ilo.org/ilc/ILCSessions/108/
committees/violence-
harassment/lang--en/index.htm 

International Labour Organiza-
tion. 2003. Code of practice on 
workplace violence in service 
sectors and measures to combat 
this phenomenon. Meeting of 
Experts to Develop a Code of 
Practice on Violence and Stress 
at Work in Services: A Threat to 
Productivity and Decent Work (8-
15 October 2003), International 
Labour Office, Geneva. Retrieved 
on March 9, 2020 from: http://
www.ilo.org/wcmsp5/groups/
public/@ed_protect/@protrav/
@safework/documents/
normativeinstrument/

wcms_107705.pdf 

Kelloway, E. Kevin; Julian Bar-
ling, Joseph J. Hurrel, Jr. 2006. 
Handbook of Workplace Violence. 
Sage Publications.  

Lanthier, Stephanie; Amber 
Bielecky and Peter M. Smith. 
2018. Examining Risk of 
Workplace Violence in Canada: A 
Sex/Gender-Based Analysis. An-
nals of Work Exposures and 
Health, Vol. 62. No. 8, 1012-
1020. Retrieved on March 10, 
2020 from: https://
doi.org/10.1093/annweh/
wxy066 

LeBlanc, M. M., & Kelloway, E. K. 
(2002). Predictors and outcomes 
of workplace violence and ag-
gression. Journal of Applied Psy-
chology, 87(3), 444–453. Retrie-
ved on March 9, 2020 
from:  https://
doi.org/10.1037/0021-
9010.87.3.444 

Leonard-Boland, Joseph. 2020. 
Bargaining against workplace 
violence in the library sector. 
Canadian Union of Public Em-
ployees. Retrieved on March 10, 
2020 from: https://cupe.ca/
bargaining-against-workplace-
violence-library-sector?
utm_medium=email&utm_campa
ign=CUPE+Today 

Neuman, Keith. 2019. Race rela-
tions in Canada 2019: A survey of 
Canadian public opinion and expe-
rience. Final Report. Environics 
Institute for Survey Research. 
Canadian Race Relations Foun-
dation. Retrieved on March 10, 
2020 from: https://
www.environicsinstitute.org/
projects/project-details/race-
relations-in-canada-2019 

Padkapayeva, Kathy, et. al. 2018. 
Gender/Sex Differences in the 
Relationship between Psychosocial 
Work Exposures and Work and Life 
Stress. Annals of Work Exposures 
and Health, Volume 62, Issue 4 
(May 2018). p. 416-425. Retrie-
ved on March 9, 2020 from: 
https://academic.oup.com/
annweh/
article/62/4/416/4938809 

Piquero, Nancy Leeper; Alex R. 

Piquero; Jessica M. Craig; Ste-
phen J. Clipper. 2013. Assessing 
research on workplace violence, 
2000-2012. Aggression and Vio-
lent Behaviour. Volume 18, Issue 
3 (May-June 2013) p. 357-408. 
Retrieved on March 9, 2020 
from: https://
www.sciencedirect.com/journal/
aggression-and-violent-
behavior/vol/18/issue/3 

Pizzino, A. Dealing with Violence 
in the Workplace: The Expe-
rience of Canadian Unions. Secur 
J 13, 53–62 (2000). https://
doi.org/10.1057/
palgrave.sj.8340057 

Public Service Alliance of Cana-
da. Federal public service survey: 
Inequality and discrimination 
persist. 2019. Retrieved on March 
9, 2020 from: http://
psacunion.ca/federal-public-
service-survey-inequality-
and#Notes 

Statistics Canada. 2018. Police-
reported hate crime, 2017. Statis-
tics Canada. Retrieved on March 
10, 2020 from: https://
www150.statcan.gc.ca/n1/en/
daily-quotidien/181129/
dq181129a-eng.pdf?st=wZjzzJgS 

Terkel, Studs. 1974. Working: 
People Talk About What They Do 
All Day and How They Feel About 
What They Do. The New Press. p. 
xi. 

Vecchi, Gregory M. 2019. Conflict 
& crisis communication: 
workplace and school violence, 
Stockholm Syndrome, and abnor-
mal psychology. Annals of Ameri-
can Psychotherapy Association 
(Vol. 12, Issue 3). Fall 2019. 
Retrieved March 10, 2020 from: 
https://go.gale.com/ps/
anonymous?id=GALE%
7CA208639911&sid=googleScho
lar&v=2.1&it=r&linkaccess=abs
&issn=15354075&p=AONE&sw=
w 

Vroegop, Ruben. 2015. Active 
Shooter Incidents: Six Key In-
sights. Conference Board of Ca-
nada. Retrieved March 9, 2020 
from: https://
conferenceboard.ca/temp/
ee9e9452-1b80-4962-ab0d-
f5d7eb4b7154/7595_Active_Sho

oter_BR_.pdf 

Wikipedia. 2020. List of mas-
sacres in Canada. Wikipedia, the 
free encyclopedia. Retrieved on 
March 9, 2020 from https://
en.wikipedia.org/wiki/
List_of_massacres_in_Canada 

Warshaw, Leon J. MD; Messite, 
Jacqueline MD. 1996. Workplace 
Violence: Preventative and Inter-
ventive Strategies. Journal of 
Occupational& Environmental 
Medicine. Volume 28, Issue 10 
(October 1996). p. 993-1006. 
Retrieved on March 9, 2020 
from: https://journals.lww.com/
joem/Abstract/1996/10000/
Workplace_Violence__Preventive
_and_Interventive.9.aspx 

Workers Health & Safety Centre. 
2019. Harassment widespread in 
workplaces, finds Statistics Cana-
da. Workers Health & Safety 
Centre. Retrieved on March 9, 
2020 from: https://
www.whsc.on.ca/What-s-new/
News-Archive/Harassment-
widespread-in-workplaces-finds-
Statistics-Canada 

Workers Health & Safety Centre. 
2019. Violence in long-term care 
cries out for prevention, new re-
port. Workers Health & Safety 
Centre. Retrieved on March 9, 
2020 from: https://
www.whsc.on.ca/What-s-new/
News-Archive/Violence-in-long-
term-care-cries-out-for-
prevention-new-reports 

Workers Health & Safety Centre. 
2019. Workplace violence growing 
in education sector, study finds. 
Workers Health & Safety Centre. 
Retrieved on March 9, 2020 
from: https://www.whsc.on.ca/
What-s-new/News-Archive/
Violence-in-long-term-care-cries
-out-for-prevention-new-reports 

Workers Health & Safety Centre. 
2018. Work-related stressors im-
pact women and men differently, 
research finds. Workers Health & 
Safety Centre. Retrieved on 
March 9, 2020: https://
www.whsc.on.ca/What-s-new/
News-Archive/Work-related-
stressors-impact-women-and-
men-differ 

CONNECTING THE DOTS ON WORKPLACE VIOLENCE— SOURCES 

https://journals.lww.com/joem/Abstract/2018/08000/Organizational_Determinants_of_Workplace_Violence.4.aspx
https://journals.lww.com/joem/Abstract/2018/08000/Organizational_Determinants_of_Workplace_Violence.4.aspx
https://journals.lww.com/joem/Abstract/2018/08000/Organizational_Determinants_of_Workplace_Violence.4.aspx
https://journals.lww.com/joem/Abstract/2018/08000/Organizational_Determinants_of_Workplace_Violence.4.aspx
https://journals.lww.com/joem/Abstract/2018/08000/Organizational_Determinants_of_Workplace_Violence.4.aspx
https://journals.lww.com/joem/Abstract/2018/08000/Organizational_Determinants_of_Workplace_Violence.4.aspx
https://onlinelibrary.wiley.com/doi/pdf/10.1002/%28SICI%291098-2337%281996%2922%3A3%3C161%3A%3AAID-AB1%3E3.0.CO%3B2-Q#accessDenialLayout
https://onlinelibrary.wiley.com/doi/pdf/10.1002/%28SICI%291098-2337%281996%2922%3A3%3C161%3A%3AAID-AB1%3E3.0.CO%3B2-Q#accessDenialLayout
https://onlinelibrary.wiley.com/doi/pdf/10.1002/%28SICI%291098-2337%281996%2922%3A3%3C161%3A%3AAID-AB1%3E3.0.CO%3B2-Q#accessDenialLayout
https://onlinelibrary.wiley.com/doi/pdf/10.1002/%28SICI%291098-2337%281996%2922%3A3%3C161%3A%3AAID-AB1%3E3.0.CO%3B2-Q#accessDenialLayout
https://onlinelibrary.wiley.com/doi/pdf/10.1002/%28SICI%291098-2337%281996%2922%3A3%3C161%3A%3AAID-AB1%3E3.0.CO%3B2-Q#accessDenialLayout
https://onlinelibrary.wiley.com/doi/pdf/10.1002/%28SICI%291098-2337%281996%2922%3A3%3C161%3A%3AAID-AB1%3E3.0.CO%3B2-Q#accessDenialLayout
https://onlinelibrary.wiley.com/doi/pdf/10.1002/%28SICI%291098-2337%281996%2922%3A3%3C161%3A%3AAID-AB1%3E3.0.CO%3B2-Q#accessDenialLayout
https://media-publications.bcg.com/flash/dotbcg_other/BCG-CCF-Beyond-Good-Intentions.pdf
https://media-publications.bcg.com/flash/dotbcg_other/BCG-CCF-Beyond-Good-Intentions.pdf
https://media-publications.bcg.com/flash/dotbcg_other/BCG-CCF-Beyond-Good-Intentions.pdf
https://media-publications.bcg.com/flash/dotbcg_other/BCG-CCF-Beyond-Good-Intentions.pdf
https://www.ccohs.ca/events/mourning/
https://www.ccohs.ca/events/mourning/
https://femicideincanada.ca/fr/propos/histoire/polytechnique
https://femicideincanada.ca/fr/propos/histoire/polytechnique
https://femicideincanada.ca/fr/propos/histoire/polytechnique
https://canadianlabour.ca/issues-research/domestic-violence-work/
https://canadianlabour.ca/issues-research/domestic-violence-work/
https://canadianlabour.ca/issues-research/domestic-violence-work/
https://canadianlabour.ca/issues-research/domestic-violence-work/
https://doi.org/10.1080/15555240.2014.866474
https://doi.org/10.1080/15555240.2014.866474
https://doi.org/10.1080/15555240.2014.866474
http://dx.doi.org/10.1136/oemed-2018-105152
http://dx.doi.org/10.1136/oemed-2018-105152
http://dx.doi.org/10.1136/oemed-2018-105152
https://femicideincanada.ca/callitfemicide2019.pdf
https://femicideincanada.ca/callitfemicide2019.pdf
https://femicideincanada.ca/callitfemicide2019.pdf
https://www.who.int/violence_injury_prevention/violence/interpersonal/WVstresspaper.pdf
https://www.who.int/violence_injury_prevention/violence/interpersonal/WVstresspaper.pdf
https://www.who.int/violence_injury_prevention/violence/interpersonal/WVstresspaper.pdf
https://www.who.int/violence_injury_prevention/violence/interpersonal/WVstresspaper.pdf
https://www.who.int/violence_injury_prevention/violence/interpersonal/WVstresspaper.pdf
https://apps.dtic.mil/dtic/tr/fulltext/u2/a562724.pdf
https://apps.dtic.mil/dtic/tr/fulltext/u2/a562724.pdf
https://apps.dtic.mil/dtic/tr/fulltext/u2/a562724.pdf
https://doi.org/10.1080/14043851003703846
https://doi.org/10.1080/14043851003703846
https://www150.statcan.gc.ca/n1/pub/75-006-x/2018001/article/54982-eng.htm
https://www150.statcan.gc.ca/n1/pub/75-006-x/2018001/article/54982-eng.htm
https://www150.statcan.gc.ca/n1/pub/75-006-x/2018001/article/54982-eng.htm
https://www150.statcan.gc.ca/n1/pub/75-006-x/2018001/article/54982-eng.htm
https://www.ilo.org/ilc/ILCSessions/108/committees/violence-harassment/lang--en/index.htm
https://www.ilo.org/ilc/ILCSessions/108/committees/violence-harassment/lang--en/index.htm
https://www.ilo.org/ilc/ILCSessions/108/committees/violence-harassment/lang--en/index.htm
https://www.ilo.org/ilc/ILCSessions/108/committees/violence-harassment/lang--en/index.htm
http://www.ilo.org/wcmsp5/groups/public/@ed_protect/@protrav/@safework/documents/normativeinstrument/wcms_107705.pdf
http://www.ilo.org/wcmsp5/groups/public/@ed_protect/@protrav/@safework/documents/normativeinstrument/wcms_107705.pdf
http://www.ilo.org/wcmsp5/groups/public/@ed_protect/@protrav/@safework/documents/normativeinstrument/wcms_107705.pdf
http://www.ilo.org/wcmsp5/groups/public/@ed_protect/@protrav/@safework/documents/normativeinstrument/wcms_107705.pdf
http://www.ilo.org/wcmsp5/groups/public/@ed_protect/@protrav/@safework/documents/normativeinstrument/wcms_107705.pdf
http://www.ilo.org/wcmsp5/groups/public/@ed_protect/@protrav/@safework/documents/normativeinstrument/wcms_107705.pdf
https://doi.org/10.1093/annweh/wxy066
https://doi.org/10.1093/annweh/wxy066
https://doi.org/10.1093/annweh/wxy066
https://psycnet.apa.org/doi/10.1037/0021-9010.87.3.444
https://psycnet.apa.org/doi/10.1037/0021-9010.87.3.444
https://psycnet.apa.org/doi/10.1037/0021-9010.87.3.444
https://cupe.ca/bargaining-against-workplace-violence-library-sector?utm_medium=email&utm_campaign=CUPE+Today
https://cupe.ca/bargaining-against-workplace-violence-library-sector?utm_medium=email&utm_campaign=CUPE+Today
https://cupe.ca/bargaining-against-workplace-violence-library-sector?utm_medium=email&utm_campaign=CUPE+Today
https://cupe.ca/bargaining-against-workplace-violence-library-sector?utm_medium=email&utm_campaign=CUPE+Today
https://cupe.ca/bargaining-against-workplace-violence-library-sector?utm_medium=email&utm_campaign=CUPE+Today
https://www.environicsinstitute.org/projects/project-details/race-relations-in-canada-2019
https://www.environicsinstitute.org/projects/project-details/race-relations-in-canada-2019
https://www.environicsinstitute.org/projects/project-details/race-relations-in-canada-2019
https://www.environicsinstitute.org/projects/project-details/race-relations-in-canada-2019
https://academic.oup.com/annweh/article/62/4/416/4938809
https://academic.oup.com/annweh/article/62/4/416/4938809
https://academic.oup.com/annweh/article/62/4/416/4938809
https://www.sciencedirect.com/journal/aggression-and-violent-behavior/vol/18/issue/3
https://www.sciencedirect.com/journal/aggression-and-violent-behavior/vol/18/issue/3
https://www.sciencedirect.com/journal/aggression-and-violent-behavior/vol/18/issue/3
https://www.sciencedirect.com/journal/aggression-and-violent-behavior/vol/18/issue/3
http://psacunion.ca/federal-public-service-survey-inequality-and#Notes
http://psacunion.ca/federal-public-service-survey-inequality-and#Notes
http://psacunion.ca/federal-public-service-survey-inequality-and#Notes
http://psacunion.ca/federal-public-service-survey-inequality-and#Notes
https://www150.statcan.gc.ca/n1/en/daily-quotidien/181129/dq181129a-eng.pdf?st=wZjzzJgS
https://www150.statcan.gc.ca/n1/en/daily-quotidien/181129/dq181129a-eng.pdf?st=wZjzzJgS
https://www150.statcan.gc.ca/n1/en/daily-quotidien/181129/dq181129a-eng.pdf?st=wZjzzJgS
https://www150.statcan.gc.ca/n1/en/daily-quotidien/181129/dq181129a-eng.pdf?st=wZjzzJgS
https://go.gale.com/ps/anonymous?id=GALE%7CA208639911&sid=googleScholar&v=2.1&it=r&linkaccess=abs&issn=15354075&p=AONE&sw=w
https://go.gale.com/ps/anonymous?id=GALE%7CA208639911&sid=googleScholar&v=2.1&it=r&linkaccess=abs&issn=15354075&p=AONE&sw=w
https://go.gale.com/ps/anonymous?id=GALE%7CA208639911&sid=googleScholar&v=2.1&it=r&linkaccess=abs&issn=15354075&p=AONE&sw=w
https://go.gale.com/ps/anonymous?id=GALE%7CA208639911&sid=googleScholar&v=2.1&it=r&linkaccess=abs&issn=15354075&p=AONE&sw=w
https://go.gale.com/ps/anonymous?id=GALE%7CA208639911&sid=googleScholar&v=2.1&it=r&linkaccess=abs&issn=15354075&p=AONE&sw=w
https://go.gale.com/ps/anonymous?id=GALE%7CA208639911&sid=googleScholar&v=2.1&it=r&linkaccess=abs&issn=15354075&p=AONE&sw=w
https://conferenceboard.ca/temp/ee9e9452-1b80-4962-ab0d-f5d7eb4b7154/7595_Active_Shooter_BR_.pdf
https://conferenceboard.ca/temp/ee9e9452-1b80-4962-ab0d-f5d7eb4b7154/7595_Active_Shooter_BR_.pdf
https://conferenceboard.ca/temp/ee9e9452-1b80-4962-ab0d-f5d7eb4b7154/7595_Active_Shooter_BR_.pdf
https://conferenceboard.ca/temp/ee9e9452-1b80-4962-ab0d-f5d7eb4b7154/7595_Active_Shooter_BR_.pdf
https://conferenceboard.ca/temp/ee9e9452-1b80-4962-ab0d-f5d7eb4b7154/7595_Active_Shooter_BR_.pdf
https://en.wikipedia.org/wiki/List_of_massacres_in_Canada
https://en.wikipedia.org/wiki/List_of_massacres_in_Canada
https://en.wikipedia.org/wiki/List_of_massacres_in_Canada
https://journals.lww.com/joem/Abstract/1996/10000/Workplace_Violence__Preventive_and_Interventive.9.aspx
https://journals.lww.com/joem/Abstract/1996/10000/Workplace_Violence__Preventive_and_Interventive.9.aspx
https://journals.lww.com/joem/Abstract/1996/10000/Workplace_Violence__Preventive_and_Interventive.9.aspx
https://journals.lww.com/joem/Abstract/1996/10000/Workplace_Violence__Preventive_and_Interventive.9.aspx
https://www.whsc.on.ca/What-s-new/News-Archive/Harassment-widespread-in-workplaces-finds-Statistics-Canada
https://www.whsc.on.ca/What-s-new/News-Archive/Harassment-widespread-in-workplaces-finds-Statistics-Canada
https://www.whsc.on.ca/What-s-new/News-Archive/Harassment-widespread-in-workplaces-finds-Statistics-Canada
https://www.whsc.on.ca/What-s-new/News-Archive/Harassment-widespread-in-workplaces-finds-Statistics-Canada
https://www.whsc.on.ca/What-s-new/News-Archive/Harassment-widespread-in-workplaces-finds-Statistics-Canada
https://www.whsc.on.ca/What-s-new/News-Archive/Violence-in-long-term-care-cries-out-for-prevention-new-reports
https://www.whsc.on.ca/What-s-new/News-Archive/Violence-in-long-term-care-cries-out-for-prevention-new-reports
https://www.whsc.on.ca/What-s-new/News-Archive/Violence-in-long-term-care-cries-out-for-prevention-new-reports
https://www.whsc.on.ca/What-s-new/News-Archive/Violence-in-long-term-care-cries-out-for-prevention-new-reports
https://www.whsc.on.ca/What-s-new/News-Archive/Violence-in-long-term-care-cries-out-for-prevention-new-reports
https://www.whsc.on.ca/What-s-new/News-Archive/Violence-in-long-term-care-cries-out-for-prevention-new-reports
https://www.whsc.on.ca/What-s-new/News-Archive/Violence-in-long-term-care-cries-out-for-prevention-new-reports
https://www.whsc.on.ca/What-s-new/News-Archive/Violence-in-long-term-care-cries-out-for-prevention-new-reports
https://www.whsc.on.ca/What-s-new/News-Archive/Violence-in-long-term-care-cries-out-for-prevention-new-reports
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https://www.whsc.on.ca/What-s-new/News-Archive/Work-related-stressors-impact-women-and-men-differ
https://www.whsc.on.ca/What-s-new/News-Archive/Work-related-stressors-impact-women-and-men-differ
https://www.whsc.on.ca/What-s-new/News-Archive/Work-related-stressors-impact-women-and-men-differ
https://www.whsc.on.ca/What-s-new/News-Archive/Work-related-stressors-impact-women-and-men-differ
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Again this year, CEIU is pleased to offer fifteen (15) National Scholarships to CEIU members in good standing, their spouse, their common-law spouse (including same 
sex partners) and/or their dependant(s). The amount of the National Scholarships will be $2,000 each.  
 
The application forms, available on CEIU’S website, must be received at CEIU National Office not later than August 24th, 2020. 
 
The funds for these scholarships do not come from any membership dues, but from the “royalties” CEIU receives from BMO CEIU Master Card and from The Personal 
when our members do business with these companies. 
 
If you have any questions, contact the CEIU National Office at 613-236-9634 or 1-855-271-3848. Choose extension 232 and please leave a message in the voice mail 
box. Alternatively, you can send an email to: national@ceiu-seic.ca. 

CEIU NATIONAL SCHOLARSHIPS 
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CEIU was featured in various media 
publications on two key issues 
since the last newsletter: 

 Phoenix rallies 

 COVID-19 

CEIU National also issued a press 
release calling on the government 
to secure Service Canada centres, 
and posted a statement in 
solidarity with income support for 
workers. 

MEDIA CLIPPINGS 
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MEDIA CLIPPINGS 

“They need to protect the health and 

safety of our members working the 

front ends and making sure that their 

health is protected as much as pos-

sible.” – Eddy Bourque 
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MEDIA CLIPPINGS 

“Les histoires que j’ai entendu m’ont fait pleurer » 
- Fabienne Jean-François 
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MEDIA CLIPPINGS 


