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Canada’s economic growth was stronger than expected in 2018, but the Bank of Canada (BoC)
anticipates slower growth this year. In January, the Bank cut its 2019 forecast for Gross Domestic
Product growth from 2.1 per cent to 1.7 per cent, citing low commodity prices and global trade
conflicts.

The unemployment rate hit a 40-year low in 2018, staying between 5.8 and 6.0 per cent
throughout the year. Job growth is expected to be slightly slower in 2019.

Average wage adjustments in collective agreements came in at 1.3 per cent for 2018, lagging
overall average wage growth which was 2.3 per cent.

Inflation is expected to remain close to 2.0 per cent throughout 2019 and 2020.

In January of this year, the BoC held its key lending rate at 1.75 per cent. The Bank was originally
expected to increase rates up to three times over the course of 2019, but lower-than-expected oil
prices, as well as a drop in household spending, may mean no interest rate hikes this year.

WAGE AND PRICE INCREASES

Wage and price Canadian
increases

Federal NL PEI NS NB QcC ON MB SK AB BC
average

Average base wage
increase in major 1.7% 1.5% -~ | -- 1 0.9% 10% 18% | 2.0% 14%  16%  0.7%  2.0%

settlements 2017

Average base wage
increase in major 1.3% 1.8% | 01% | 1.5% | 1.2% | -- | 1.8% 18%  19% 0.6% | 0.1%  2.1%

settlements 2018

Inflation average
forecast 2017*

2.3% -- 1.6% | 2.3% | 2.2% | 21% | 1.7% | 2.4% | 2.5% | 2.3% | 2.4% | 2.7%

Inflation average
forecast 2018*

1.8% -- 1.9% 1.8% 1.8% | 1.8% | 1.8% | 1.8% | 1.8% | 1.8% | 1.7% | 1.9%

Sources: wage settlements from Labour Canada (2018 wage settlements include data from January to November); *Statistics Canada Table
18-10-0005-01 - Consumer Price Index, annual average; **Based on the latest forecasts from TD Bank, RBC and BMO to January 15th, 2019.
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Fighting for equity at the bargaining table

Maybe you've heard about the
concept of ‘intersectionality.” But did
you know that it comes from analysis
of workplace discrimination?

Kimberlé Crenshaw, a leading
scholar on race theory, coined
the term in 1989 while she was
examining a legal case in the United
States where a group of Black
women sued General Motors for
discrimination based on race
and gender.

The women showed that GM
hired men for certain kinds of
jobs (for example, the shop floor),
and women for other types of
jobs (for example, the secre-
tarial pool). While Black men
were hired for the predominantly
male jobs, Black women were not
hired for women’s positions.

The court rejected their case,
saying that they could not combine
race and gender discrimination.
There was no legal framework that
recognized the interaction between
race and gender discrimination
that Black women faced, and how it
differed from discrimination faced
by white women or Black men.

Today, intersectionality has
moved beyond the world of work,
and has expanded to recognize and
understand the multiple ways that
people face discrimination. Bringing
that awareness and analysis to
our collective bargaining work
helps advance CUPE’s work for
human rights and equity, including
our work with workers who are
women, Indigenous people, Black
and racialized people, people with
disabilities, and LGBTQ2+ people.

Intersectionality is an important
approach for our locals and the
broader labour movement. When
we look at who’s left out or left
behind in our workplaces, we
uncover ways to fight for change
at the bargaining table. For
example, looking at precarious
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work with an intersectional lens
helps us understand why there is
a bigger wage gap for racialized
women than for white women.

We need to pay attention to the
different ways that different people
are affected by systems of power and
discrimination. To advocate for an
economy that respects all workers,
we must understand the barriers
all workers face, and include those
affected in our bargaining work to
remove those barriers. An inter-
sectional approach helps us build
solidarity and take action for an
economy that includes everyone.

CUPE has developed a
Bargaining Equality kit to help
locals build more equitable and
inclusive workplaces. There are
many ways to fight for equality at
the bargaining table, including

negotiating for pay equity and
employment equity, resisting
two-tier contract provisions,
requiring accommodation for
workers with different needs such
as child care, physical accessibility
of buildings, supports for workers’
mental wellness, or translation of
important materials into a workers
first language; or anti-harassment
language that protects workers
from racism, Islamophobia,

or transphobia on the job.

Some of CUPE’s other online
resources include:
* Employment equity: a work-
place that reflects the community
e Workplace harassment and
mental injuries: examining
root causes
e Precarious work in the
public sector report

a workplace for all
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