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CEIU National Vice President – Human Rights
Fall 2021 Report

NE Meeting December, 9-13, 2021

It has been almost two years now, and the effects of the pandemic can still be 
felt by all our members.  Specifically, it has been difficult for our DTA 
members, with a disability, who have to adhere to long hours in an 
environment that is not conducive to their wellbeing. I have been addressing 
these concerns with the departments and they are reviewing each situation on 
a case-by-case basis.  However, the true grit and resilience of our members 
has contributed to the success of the department meeting their productive 
objectives amidst facing the pandemic challenges, just like our members did, 
during the Phoenix crisis.  

With respect to Diversity & Inclusion, I will continue to address issues on 
diversity with the departments.  I have continued to press the departments to 
deal with, and address micro aggression, I have stated that they should listen 
to our members lived experiences and adopt measures to address them.  
That said, I took the liberty of inviting management’s representative on 
Diversity & Equity, Todd Burke – Director, Workforce Strategies-Human 
Resources Service Branch to give a presentation at our CEIU National HRRR 
committee meeting held on May 11, 2021.  Todd provided a synopsis of what 
they have done so far, and furthermore provided an update on staffing issues 
with respect to specific equity groups.  The HRRR committee responded with 
numerous questions and provided lived experiences. At the meeting, Todd 
committed to reviewing these concerns, and in the interim, provided a GD mail 
box, so that the committee could provide feedback: NC-ESDC-
INVESTIGATIONS_EDSC-ENQUETES-GD@servicecanada.gc.ca. Todd 
stated “I will then review the information provided and advise your 
representative of next steps (as applicable)”.  I specifically touched on the 
TMP (talent management process) & it’s impact on equity groups in 
management positions, specifically the shortfall of the First Nations Inuit and 
Metis members in the EX-category, and I furthermore, addressed issues and 
concerns on invisible barriers, conscious or unconscious bias. 

I have been addressing these similar concerns with IRCC-Immigration 
Refugee and Citizenship Canada, IRB-(Immigration and Refugee Board) 
and HRSDC (Human Resources & Skills Development Canada) at the 
National meetings.  

We will continue to follow through with this on the department’s 
subcommittees, along with our National Executive Vice President-Crystal 
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Warner, who has been instrumental in suggesting the 3 departments to set 
aside time, apart from the National meetings to address equity issues. The 
good news is, we now have a full-time staff member at CEIU – Allison Pilon - 
Employment Equity and Human Rights Officer.  Allison Pilon will provide 
her expertise at these meetings and ensure the departments are following 
through with the Employment Equity Act as it relates to employment equity 
issues at these meetings.  Furthermore, Allison will be a great asset and the 
much-needed resource person at the HRRR committee meetings.   In 
addition, I would like to also thank our National President - Eddy Bourque for 
his ongoing support to the HRRR committee. I would like to acknowledge the 
ongoing support provided by the Regional NVP’s, the portfolio NVP’s and our 
NUR’s (National Union Reps) when it relates equity issues. 

With respect to diversity and inclusion, HRSDC has set up the following 
committees & network in an effort to capture our members concerns: 
 Black advisory committee – to address anti-racism, Equity & 

Inclusion. 

 National steering committee for diversity and inclusion – To 
address the thinking on how we apply a safe space on a day-to-day 
basis in our organization. 
Black student recruitment - target recruitment. 

 Diversity network: 
*Visible minorities network 
*Employees with a Disabilities network 
*Employees pride Network 

The sad reality is that some of our employees are being denied participation 
to these committees and network.  If any employee is being denied, kindly 
forward the denial email to my attention and I will address it with the 
concerned department heads. 

HRUMCC – Human Resources Union Management Consultation Committee 
meetings: 
Employer spoke on the diversity and inclusion in April, stating that they have 
launched the self-id campaign, they wanted to take a deep dive into the 
inclusion survey.  They were focusing on target recruitment initiative and 
indicated that unconscious bias training will be mandatory for managers and 
team leaders.  
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At the Nov 10th 2021meeting, I mentioned that if we are going to have a 
meaningful consultation, we need to really take a deep dive into our hiring 
practice, see how various Regions conduct their hiring process, and initiate an 
investigation to determine how top management positions are acquired. On 
that note, I mentioned that these Ex and ADM positions are granted via talent 
management. I have stated that this is where our Equity group struggles to 
see the process as being fair, honest and transparent in the hiring and 
promotional opportunities.  I stated in the meeting that if we are to seriously 
engage in an honest discussion, then we need to stop spinning our wheels at 
every meeting.  I provided an example by mentioning that, for years I have 
been bringing the issue of the shortfall of the Aboriginal peoples in the EX-
category, however till today we continue to experience this problem.  On 
another note, I stated that, by simply promoting a few equity members, it does 
not justify the transparent process of promotion.  We will never move forward 
if these initiatives of promotion are not supported by the Regional ADM’s.  
Management acknowledged and indicated they would review the process. 

Regional Equity meetings in the departments – I will request the Regional NVP’s to 
kindly ensure that the regional committees are active and engaging in zoom calls for 
their meetings. 

On reviewing the spread sheets sent to all the NVP’s, Regional & Departmental NVP’s 
on October 25th 2021, I observed that some names were not updated with the equity 
Reps. The feedback received suggest that some Regions do not have any equity reps 
or perhaps have not submitted the names as yet.  Your assistance in completing the 
names of equity reps in the respective Regions will be helpful. I will continue to work 
with the NVP’s who were unable to provide any names to address the equity 
representation in their Regions.  By having Equity Rep’s in their respective Regions, 
we can address some of the following: 

 Regional engagement on Equity issues & collaboration with the National HRRR 
committee. 

 Sending meeting minutes if any, feedback from the Regional Human Rights or 
equity Rep’s, who in turn can share with the HRRR committee for discussion 
and action. 

 Determine if there are any universal trends that need to be addressed or any 
specific issues/concerns that the NVP-HR would need to engage in with the 
employer, for example: systemic racism in the workplace, issues and concerns 
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our member face during the pandemic & staffing issues regarding our equity 
members. 

With regards to a land acknowledgement, I have requested that CEIU adopt 
reading the land acknowledgement at our meetings and would encourage the 
Regional NVP’s to do the same at their regional meetings.  On that note, I 
wrote to Graham Flack – ESDC’s Deputy Minister on June 30th, 2021, 
addressing his e-mail that was sent to all ESDC employees entitled 
“Pensionnat de Marieval/Marieval Residential School”, on June 25th, 2021.

A synopsis of what I wrote, “Our collaborative efforts to reconcile with 
Canada's Indigenous people does not stop here. We continue to take action to 
educate ourselves & our members about the history of Indigenous people, by 
providing training to help lessen the inequities experienced by these people. 
We should begin by a land acknowledgement, as we gather, at every 
meeting. This is our first step to bringing attention and showing respect to the 
Indigenous peoples who first lived – and currently live – on the land where we 
live and work. I would also respectfully request that we observe a moment of 
silence at any first meetings or events to acknowledge the tragic news 
of hundreds of unmarked graves that were identified.” 

From an equity lens, racial stress can become intolerable.  We need to be the 
change we want to be; we need to get out of our comfort zone.  Change has 
to start somewhere; we need to try and get passed that fear of losing 
something. 

Respectfully submitted. 

In solidarity,

Sebastian Rodrigues
National Vice President Human Rights &
Chair National Human Rights/Race Relations Committee
The most difficult thing is the decision to act, the rest is merely tenacity. –Amelia Earhart


