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Mobilize

1. Please list any affirmative measures that your union/Federation has taken or about to undertake that helps to integrate your members with disabilities in all levels of your organization. 

Answer:  CUPE has adopted several measures to integrate members with disabilities in all levels of the Union. These measures include:

· Negotiated Employment Equity Plans between CUPE and its staff unions (OPEIU, ATSU and CSU) (for details see #7 under Represent). 

· Formation of the CUPE National Disabilities Working Group in 2000 in recognition of the importance of disabilities issues and the need to provide direction to the Union on the range of disabilities issues that impact members (for details see #2 under Mobilize).

· Adoption of Resolutions at National Convention that, for example, encourage Locals to ensure that members with disabilities participate on bargaining teams (see Recent CUPE National Resolutions on Disability Issues).

· Development of Equality Screens on writing and planning meetings and events (for details see #1 under Represent).

· Development of resource materials and workshops on collective bargaining and the duty to accommodate disabilities in the workplace.

· Distribution of questionnaire to ascertain whether or not members have accessibility/accommodation needs in advance of CUPE Conferences and Conventions (for details see #1 under Represent).

2. Has your union/Federation provided any forums (such as conferences, educationals, committees, working groups, etc.) where activists with disabilities can strategize and mobilize around their workplace issues?

Answer:

Working Group:  CUPE’s National Disabilities Working Group (NDWG) was formed in the year 2000. The mandate of the NDWG is to provide strategic advice to the National Executive Board (NEB) and the Union on the range of disabilities issues that affect CUPE members. 

Educationals:  In December 2002, CUPE released the booklet “Disability Rights in the Workplace: Understanding Duty to Accommodate”. The guide provides information on local, employer and member responsibilities with respect to the duty to accommodate disabilities in the workplace. It also contains collective agreement language. CUPE is developing a new workshop on the duty to accommodate disabilities, which will complement the booklet.

Conferences:  CUPE members attended the 2001 CLC Conference on Disabilities and the 2002 OFL Conference on the Duty to Accommodate.  

3. As part of your union’s/Federation’s public policy and legislative agenda, does your organization address the important need for a comprehensive and integrated public system of support services and income security programs aimed at promoting the full participation of Canadians with disabilities in all aspects of society? Please explain or append appropriate documentation. 

Answer: Yes. CUPE has consistently lobbied all levels of government to make the commitment to ensure that persons with disabilities have the ability to participate as full citizens in all aspects of society. We believe that barriers must be removed so that persons with disabilities have access to paid employment. We also believe that real income security for persons with disabilities necessarily involves a restructuring of the Disability Tax Credit (DTC) and the CPP Disability Program. The current system of supports and services for persons with disabilities is both complex and fractured with delivery by governments, community groups, and private for-profit companies. Women’s unpaid labour is the cornerstone of care-giving. We believe the fractious and overly complex design of supports and services could be remedied through a publicly funded and administered system that is both comprehensive and integrated. In our view, such a system would allow persons with disabilities the freedom to enjoy life independently and to participate in community life.

Organize
1. Has your union/Federation appointed a representative with a disability to the CLC Disability Rights Working Group?

Answer: Yes. CUPE’s representative is Sister Doreen Tripp. 

2. Has your union/Federation ever considered how it might adjust its organizing strategies to include tactics aimed specifically at working people with disabilities? Please explain and let us know if you would like more information on this specific issue. 

Answer: According to the CUPE Organizing and Regional Services Department, the issue of accessibility to buildings and meeting space is always considered whenever there is an organizing campaign. There has been a conscious effort to create organizing materials written in plain language that are reflective of diversity, inclusive of persons with disabilities (for more information, see CUPE’s Organizing Booklet in French and English). The CUPE Equality Screens for writing and for planning meetings and events are also used in training members and staff for organizing and representation votes. 

More information on this issue would be welcomed. 

3. Has your union/Federation participated in coalition work or done community outreach work with disability rights organizations, seniors and injured workers on issues and campaigns impacting on persons with disabilities? 

Answer:  Yes. CUPE is working with the Canadian Association for Community Living (CACL) to ascertain the ways in which the union could become more proactive in responding to the needs of members with intellectual disabilities. We are also exploring with the CACL the ways in which issues impacting children with intellectual disabilities could be included in childcare advocacy. 

The union, through the work of the AIDS Awareness Sub-Committee, has established a working relationship with the Canadian Working Group on HIV and Rehabilitation (CWGHR). Together, we are exploring issues of return to work, accommodation, and access to insurance coverage for people living with HIV/AIDS, a disease that is now an acknowledged workplace disability. The Sub-Committee and CWGHR met for the first time in the spring of 2003; subsequent meetings will be held in the future. 

Represent

1. Is there a mechanism within your union/Federation to ensure all its activities and events are accessible to members with disabilities?

Answer:  Yes. CUPE’s Equality Branch has produced an equality screen entitled “Thinking Equality when you’re planning meetings and events”. As stated on the screen, the checklist is designed to “encourage members and staff who are planning CUPE meetings, workshops, conferences and other events to ensure these events are as accessible as possible, reflecting the diversity of our membership and responding to their needs.” The screen is widely used throughout all levels of the union. CUPE has also responded to members’ requests for sign language, materials printed in large font and Braille. 

We also distribute a questionnaire to ascertain whether or not members have accessibility/accommodation needs in advance of all CUPE Conferences and Conventions. Planners of education events (workshops, conferences, sectoral meetings, etc.) typically ask members to indicate on the registration form or accompanying questionnaire whether they have special needs (mobility, visual, hearing, dietary and other). Planners then try to make sure that the facilities and education event design allow for equal participation. 

2. Would your union/Federation make use of a comprehensive accessibility checklist if the CLC Disability Rights Working Group were to prepare one? 

Answer:  Yes.

3. What measures has your union/Federation taken to ensure that disability rights issues (such as accessibility and accommodation) form part of its demands at the bargaining table?

Answer:  CUPE educates its staff as to their responsibilities with respect to the duty to accommodate disabilities, and in turn CUPE staff educates members across Canada. Collective bargaining is part of the education process. CUPE has produced a new booklet for members and staff on the duty to accommodate disabilities. The booklet includes a section on collective bargaining with examples of language bargained by CUPE Locals. CUPE is also preparing a new workshop to complement the booklet. CUPE Staff is also preparing a new Bargaining Equality Kit that will contain a section on disabilities issues and collective bargaining. 

4. Would your union/Federation make use of a manual on collective bargaining and disability rights if the CLC Disability Rights Working Group were to prepare one? 

Answer:  Yes. 

5. Please provide any information on what your union/Federation has done to force employers to recognize their legal responsibility to make workplace accommodations for workers with disabilities? 

Answer:  CUPE educates employers as to their legal obligations with respect to the duty to accommodate requirements under the collective agreement and Human Rights legislation. We sometimes file grievances to force employers to comply with duty to accommodate requirements. CUPE also participates in joint union/employer conferences on the duty to accommodate. 

6. Has your union/Federation educated its members around the union’s legal obligations around duty to accommodate?

Answer:  Yes. CUPE provides workshops on the duty to accommodate disabilities to members across the country. See also question 3 under “Represent.”

7. Has Your union/Federation promoted employment equity for people with disabilities within the workplace your members are employed and/or internally within your own organization? If so, please provide us with details on any positive results in this area.

Answer:  CUPE as an employer has worked to develop Employment Equity Plans with its staff unions: OPEIU, ATSU and CSU. As an example, CUPE and ATSU have negotiated the following contract language on Employment Equity: 

22.12 Employment Equity
The Employer and the Union, for the purpose of adopting an Employment Equity Plan, agree to undertake:

1. Under the leadership of a joint Union/Management Employment Equity Committee:

(a) to analyze the employment policies and practices of the Employer, including the collective agreement, with the objective of identifying the possible discriminatory impact of policies and practices on women, people of colour, people with disabilities, gay men and lesbians, and native people;

(b) to develop and monitor the implementation of an Employment Equity Plan designed to remove possible discriminatory effects of the Employer’s employment policies and practices, and to develop numerical goals and timetables for recruitment, hiring, promotion and training of target group members for the bargaining unit;

(c) that the Employment Equity Plan shall deal with, but not limited to, recruiting, hiring, promotion and transfer policies, training and educational advancement, classifications schemes, salary rates and working conditions.  

2. The Committee shall be composed of three (3) Union members and three (3) Employer representatives.

3. The Committee will meet regularly until the plan is completed.

4. The Employer agrees to furnish the Committee with the information and financial resources necessary to develop the Plan.

5. The joint Union/Management Employment Equity Committee will complete the development of the Plan within one (1) year of its establishment, subject to mutual agreement.

6. The Employer agrees it will not agree to any employment equity matter with another Union which may conflict with any provision of this Collective Agreement.

CUPE staff provides expertise and assists locals in the construction and negotiation of employment equity contract language. Our locals are encouraged to develop employment equity plans with the participation of persons with disabilities. Outreach and coalition building with the disabilities community is also encouraged. Many of our Municipal Locals in Saskatchewan, Québec and Manitoba have negotiated Joint Employment Equity Plans with employers. The implementation of Joint Equity Plans has resulted in increased hires amongst persons with disabilities. Such initiatives are occurring across the country. 

Educate

1. It’s quite reasonable to expect that not all unions/Federations would have a clear understanding of disability issues from a disability rights perspective. Would your union/Federation be interested in leaning more about how to integrate a disability rights perspective in the work of your organization?

Answer:  Yes, we would definitely be interested in learning more about workshop and event design using a disability rights perspective. We would appreciate this in whatever format your resources allow, although in addition to a written guide (such as the “integrating anti-racism” guide), training for our education and other staff would be highly beneficial.

2. Has your union/Federation taken measures to ensure that a disability rights perspective is integrated in its education program?

Answer:  Yes. The Union is working to fully integrate a disability rights perspective throughout its workshops, which holds true for all equality-related issues. The Union has a mandate from Convention 2001 to review its education program with an equity lens. The policy statement “On the front line: building power through union education” commits us to “building greater inclusion in our union”, in part by integrating equality issues into all aspects of our education program:  workshop writing, resource materials, facilitator training and workshop delivery (p. 5).

CUPE workshops on the duty to accommodate, harassment, and occupational health and safety address disability rights most explicitly. CUPE educators regularly distribute two booklets at educational events:  “Stop Harassment: A Guide for CUPE Locals” and “Disability Rights in the Workplace: Understanding Duty to Accommodate”. Disability rights are also addressed in broader workshops such as stewarding and bargaining.

3. Does your union/Federation encourage its members with disabilities to take advantage of the union’s/Federation’s education program? What actions have been taken in that regard?

Answer:  Yes. Workshops such as CUPE’s 2003 National Leadership Training Program do identify membership in an equality-seeking group as a selection factor. Efforts are also made to ensure that members with disabilities are involved as member facilitators (also called “occasional instructors”). 

4. Has your union/Federation educated its membership about disability rights issues in the workplace and within your union’s public policy and legislative agenda? If so, please give details.

Answer:  Yes (see question # 3 in this section for details). 
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