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ORGANIZING INA COLD CLIMATE

INTRODUCTION

The purpose of this paper is to show the need to
dramaticdly increase union organizing efforts and
suggest measures to be taken toward that end,
despite the cold politica dimate inaugurated by the
Harris Conservative Government.

With “restructuring” -- downsizing, outsourcing and
privatization -- now impacting on the public and
broader public sector workers in a manner as
devadtating as that which impacted on the
manufacturing sector workers severa years ago, it is
time to re-evaluate where we are headed.

Witheach passing year the criss in our society seems
to get worse. We are dther in a recesson or
supposedly recovering from one.  Yet, while the
economic indicators such as the Gross Domestic
Product (GDP) look good and profits are up, the
lives of the vast mgority of the population aren't
doing so wel. They need a union more than ever
before.

At the same time the corporate sector have used ther
consderable resources -- politicd and media
connections -- dong with raw power to both
discipline the workforce and make it more compliant.

Economic insecurity, mass unemployment, low wage
work, temporary and part-time work abound. Socia
services are either being cut or eroded. Programs
fundamenta to our quality of life, such as medicare
and public education, are under attack.

Sill not content, the corporate community and their
government, the Harris Conservatives, have moved
to attack the basic protective organizations of
working people -- their unions. We have only to
examine the amendments to the Labour Relations
Act, known as Bill 7 and the initid provisons of Bill
136, impactingonbroader public sector workersand
the teachers legidation, to understand the
seriousness of the Stuation.

Labour's response to the Harris Government's
attacks has beenand continues to be onmany fronts:
from mass protests in city after city in Ontario to
increased membership education; from negotiations,
workplace occupations and strikes to lobbying; from
hedth and safety and workers compensation to
fundamenta equity issues;, from demongtrations to
conventions where our directions arecdlarifiedand our
commitment to solidarity strengthened.
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This policy paper recognizesthe vdidity of dl these
efforts. But it advocates a renewed commitment to
organizing the non-unionized workforce. It calls on
al of usto make organizing akey priority despite the
hodtile palitical climate as is evidenced by the anti-
worker employment and |abour relationslegidationof
the Harris Government.

Part 1 of this policy document provides the essentia
figures on organizing in the province of Ontario over
the 1990's. Whilethese daigticsare showninaway
which enablesusto follow mgor legidative changes,
other factors are aso important, such as the state of
the economy, the consequent employment levels and
the palitica dimate.

Part 2 of this paper briefly examines the state of
labour law and our desire for reforms such as those
contained in the NDP Government’s Bill 40 and the
need for broader-based bargaining mechanisms.
While change is necessary, it is argued that it is
criticd to increase our organizing efforts now. We
can't wait for legidative reform.

Part 3 providesanoverview of the changing profile of
employment in reference to union organizing, the
expang onof various sectors of the economy and key
trends in employment.

EXHIBIT 1

Part 4 provides a brief overview of new organizing
drategies and tactics that have proven successful,
gther in Ontario or in other jurisdictions.

The palicy paper concludes with an Action Plan.

PART |
THE FIGURES SHOW A STARK PICTURE

Sttidtics from the Ontario Labour Relations Board
(OLRB), provide us with the most accurate count
avalable of the number of workers organized in
Ontario over the last severd years. For purposes of
illugtration, the followingexhibit comparesthe number
of workers organized in Ontario before the NDP
labour law reforms known as Bill 40, the number
organized under Bill 40, and the drop in organizing
snce the enactment of Bill 7 under the Harris
Conservetive Government.

Exhibit 1 shows that if we average the number of
workers organized (certified) over threeyearsbefore
Bill 40, namely 1990, 1991 and 1992, it amounts to
18,738 for eachyear. Under the Bill 40 reforms and
despite asevere recesson wherein organizing figures
usudly undergo decline, the figures show a dramatic
increaseto 25,798 and then to 32,116 for 1993 and

1994 respectively.
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Under Bill 7, not only were the many ggnificant
rforms of Bill 40 repeded, but legidative
amendments were enacted which made gaining a
union (certification) more difficult and getting rid of a
union (decertification) easer. These legidative
changes condtitute the mgjor reasonfor the number of
new workers organized in Ontario between
November 1995 and November 1996 to dedine
dramaticdly to 13,912. 1997 saw only a margina
improvement with certifications totaing 14,948.

A dedine in the rate of organizing the unorganized
can aso be seen in percentage terms.  Exhibit 2
below compares the period prior to Bill 40, the
period under Bill 40 and the period of Bill 7. Only this
time, rather than use the actual number of workers,
the BExhibit shows the rate of organizing or
certification.

EXHIBIT 2
CERTIFICATION SUCCESS RATES

BerFore BiLL 40 BiLL 40 BiLL 7
1990-91-92 1993 1995-96

67%* 73% 60%

1994 1997

77% 63%

*  average per year

There have been a number of changes to the
certification process, but the main legal mechanism
used to lower union organizing rates under Bill 7was
the overiding of a card mgority sysem of
certification with the addition of a secret bdlot vote.

Inaprovince of over devenmillion people, 31.5% of
whom are unionized, the minimum number of newly
organized members needed to maintain the current
percentage of the workforce organized has been
caculated to be 30,000.

As the previous Exhibit shows, only in 1994 did
unions in Ontario organize dightly more than this
number. Indeed, experience from other jurisdictions
demongtrates that when the barriers to unionization
are lowered, as under Bill 40, an increasing share of
the workforce exercises their democratic right to
unionizez No doubt this upward trend in
certifications was afactor inthe Harris Government’ s
decison to reped Bill 40.

EXHIBIT 3
THE DECLINE IN CERTIFICATIONS
UNDER BILL 7

1995-96 1997

Workers Certified 13,912 14,948
Minus Raids - 3,746 - 3,282
New Workers Certified 10,166 11,666

New Workers Certified Number Required*

1996 - 10,166 30,000
1997 - 11,666 30,000

*  Tomaintain existing union density.

If one were to add the increased number of
decertifications to these figures the net number of
newworkers certifiedin 1995-96 was only 8,052.
In 1997 the figure is only marginally higher at
9,735.

The following Exhibit provides a snapshot picture of
the number of workers decertified. For purposes of
conggtency the Exhibit will again display the rlevant
figuresusngthe same format, namely, decertifications
before Bill 40, under Bill 40 and then under Bill 7.

EXHIBIT 4



WORKERS DECERTIFIED IN ONTARIO

BerFore BiLL 40 BiLL 40 BiLL7
1990-91-92 1993 1995-96
1,246* 2,004 2,114
1994 1997
978 1,931**

*  average per year
**  projected for full year from 1,690 to August 27, 1997.

Beyond the actual number of workers decertified, an
examination of the decertification rates is helpful in
order tobetter assess the seriousness of the chdlenge
wedl face. Exhibit 5 below documentstheincreased
rate of decertification under Bill 7 as compared to
three years prior to Bill 40 and then under Bill 40.

EXHIBIT 5
DECERTIFICATION RATESIN ONTARIO

BeFore BiLL 40 BiLL 40 BiLL 7
1990-91-92 1993 1995-96

43% 48% 68%

1994 1997

36% 65%

As Exhibit 5 shows, decertification rates actualy
increased during the recession of the early 1990sand
then fdl under the Bill 40 labour law reforms to 36%.
In 1995-96 the “success’ rates for decertification
rose to 68%. It dropped margindly in 1997 to 65%.

The experience of organizing and decertification
under Bill 7 for 1995-96 and for 1997 can be
summarized in the fallowing manner:

EXHIBIT 6

UNIONS UNDER BILL 7

CERTIFICATION APPLICATIONS ? 48%

WORKERS CERTIFIED ? 55%

WORKERS DECERTIFIED ?  107%
PART 2

ORGANIZING & LABOUR LAW REFORM

For many decades the OFL and its &ffiliated unions
have called for labour law reform. Key demands of
our agendawere met by the NDP Government’ s Bill
40. Theseinclude:

? expedited procedures and interim relief for
workersillegdly fired while organizing;

? accessto third party property for organizing and
picketing;

?  the consolidating of bargaining units where there
was one union and one employer;

? quick accessto first agreement arbitration;

?  successor rights for workers upon the sdle of a
business,

? theright tojoin aunion in the agricultura sector;
? just cause protection for workers following

cetification as well as during drikes and
lockouts, and

)

prohibitions on the use of scabs.

It is difficult to underestimate the importance of these
reforms, paticularly in the context of the Harris
Government. At the same time, past OFL
conventions have properly recognized the need to



fundamentdly restructure the current modd of
collective bargaining.

This is because in order to enhance workers' rights
and improve their standard of living, wages mugt be
taken out of competition. Solidarity amongst workers
isdirectly undermined by wage competitionbetween
workers -- individudly, a the level of a dnge
enterprise, between serviceor goodsproviderswithin
a sector and between sectors. In the absence of
solidarity betweenworkersfacingessentialy common
circumstances, collective bargaining and trade unions
are rendered increasingly powerless as wages of the
non-unionized drag down those of the unionized.
Nowhere does the hamful impact of wage
competition exhibit itsdf more clearly than in the low
wage service sector.

Thisiswhy inthe OFL’ s 1989 conventiondocument,
THE UNEQUAL BARGAIN, we documented
how workplace-by-workplace collective barganing
gructures established in large manufacturing during
the 1930s and codified in contemporary labour law,
did little for smdl workplaces or for workersin the
contingent  workforce (part-time, seasond and
contractual  employment). These forms of
employment are manly, though not exclusvdy,
concentrated in the private service sector. The 1989
convention and those subsequent to it agreed that
“the amdl workplace sector needed a basic change
in the modd of collective bargaining,” and that the
OFL should take whatever initigtives it could in the
direction of broader-based bargaining.

The OFL has since carried this message in dl its
submissons to government on this topic. 1n 1991
and 1992 welobbied for atask forceto be struck on
broader-based bargaining. In 1993 we
commissoned our own mgor study of broader-
based bargaining, with particular emphass on the
Quebec decree system entitted Broader-based
Bargaining and the Decree System: THE BIG
PICTURE.

At our last convention, in 1995, we passed a policy
document entited FIGHT BACK! Defending
Working People’'s Gains. The themes of this
document were both the need for labour legidative
reform and that the legidative victories of past
decades in Ontario were not handed down from on

high.
Rather:

Workers in the public and broader public
sector, like workers in the private sector,
have had to constantly struggle in order
to maintain, protect and expand their
rights. Collective bargaining for public
sector employees has been subject to an
almost continuous assault.

At the same time we recognized that legidative gans
were not dways on the agenda and that at various
timesin the past the employer community was able to
roll back reforms. We see this again today with the
repeal of Bill 40 and the enactment of the Harris
Government’sBill 7. But despite such set backs, the
[abour movement maintains its view that we must
continue the fight for labour law reform.

Currently the kinds of legidative reforms needed to
help workers defend themselves are not on the
government’s agenda.  Indeed, we are faced with
further attacks by the Harris Conservative
Government on employment legidation. The Bill 7
amendments to the Ontario Labour Relations Act
have now been compounded by the tabling of Bill
136 which contains severe restrictions on broader
public sector employees and their unions. As firg
tabled, this legidaion was so redtrictive that rather
than extend free collective bargaining it attacked the
arbitration system utilized by those workers denied
the right to srike and replaced independent
arbitrators with commissoners handpicked by the
Premier’s office. The unfairness of this legidation
was further demongtrated by the fact that employees



could even be denied a hearing in this process. Nor
was an apped by employees and their unions
origindly dlowed under Bill 136.

The government’s anti-worker policies are set in
place for purposes of ralling back as many gains as
possible, from progressve labour legiddion; to
compensation levels, to pay equity; to hedth and
safety. Aswe noted in the FIGHT BACK policy
paper at our last convention:

The Harris Gover nment only under stands
raw power. It will only change its course
if it is countered withthe united power of
a mobilized social movement.

This has recently proven correct. Labour’'s fight
back actions, including the drike votes taken in
hundredsof broader public sector workplacesacross
Ontario were central in compdling the Haris
Government to recind the worst provisons of Bill
136.

Thisredity dso meansthat while we support labour
law reformwe have to continue our fight back actions
in order to defend ourselves againgt other attacks
such as Bill 160, the teachers legidaion. Far from
ganing progressve reforms like broader-based
barganing legidation, we are confronted with the
chdlenge of building our unions by organizing
unorganized workers despite legidative hurdles. The
dedine in the number of newly organized workers
from over 32,000 in 1994 to a low of 11,666 in
1997, as shown in Exhibit 3, must be halted.

We cannot wait for progressive labour law
reforms to be granted by some future
gover nment. With increased determination and
resources we must start now to dramatically
increase union organizing.

PART 3

ORGANIZING & THE CHANGING PROFILE OF
EMPLOYMENT

For union organizing to be successful in the long run,
not only are good labour reations, expanded
resources and success proven tactics important, but
S0 is an awareness of the changing profile of
employment. While adetailed examination of dl the
changes are beyond the scope of this policy paper, a
brief sngpshot of key changes follows.

Exhibit 7 compares paid employment by sector to
union coverage by sector.

The firg thing we see in this exhibit is the divergence
between the szes of various sectors of pad
employment versusthe actual numbers and rates of
union coverage. Most dramatic is the large (and
growing) private service sector employment on the
one hand and the low levd of unionization on the
other (12%).

The private service sector is dso one with a
consderable number of smdl workplaces. Here
contingent employment isrampant.  Exhibit 8 shows
key trendsin types of employment in Ontario.



EXHIBIT 7
PAID EMPLOYMENT AND UNION COVERAGE IN ONTARIO
(ESTIMATES, 1996)

PAID UNION ESTIMATED
EMPLOYMENT COVERAGE COVERAGE
(1,000s) (1,000s) RATE
Manufacturing &
Resources 974 390 40%
Transportation &
Communications 248 149 60%
Congtruction 169 95 56%
Private Service Sector 2,302 266 12%
Broader Public Sector 755 503 67%
Total 4448 1,403 31.5%

Sources: figures compiled from Statistics Canada, Ministry of Labour,

and Broader Public Sector Secretariat

EXHIBIT 8
TRENDSIN TYPESOF EMPLOYMENT IN
ONTARIO 1976 AND 1997 (7 MONTHS)

1976 1997
Part-Time 13.4% 19.2%
Self Employed 10.3% 16.9%
Full-Time 86.6% 80.8%
Source; Statistics Canada / Labour & Household Surveys
Analysis.

Smdl workplaces of 1 to 19 employees have the
highest ratio of women - 53%, and of youth - 22%.
Immigrants and people of colour are dso highly
represented in this sector.

This sector therefore represents a consderable
chdlenge for organizers. Nonetheless there is

potentid for successful union organizing in at

|east

ggnificant parts of this sector, despite the lack of
progressive |legiddtive change.

If the private service sector has the lowest level of
union coverage it is somewhat understandable given
its expansion over recent decades and the already
noted difficultiesinorganizing. But thisisnot the case
for the second lowest area of coverage shown in
Exhibit 7, namdy manufacturingand resources. Here
recent decades have seen a dedline in coverage. In
pat this is due to the expanson of newer
manufacturing sectorssuchas plasticsand el ectronics
which remain overwhdmingly non-union, but there is
dill asurprisng number of unorganizedworkplacesin
traditiona industries from auto parts to mining.



In both cases -- the private service sector and
primary indudtries -- the unionmovement as awhole
has had difficultiesin organizing in new employment
areas.

The overdl figure for union coverage in Ontario is
31.5%, just under that for Canada as awhole.

Exhibt 9 shows the share of employment by
employer size. The dramatic growth of annud
employment in the amdl workplaces in the private
service sector is shown inthe following graph (Exhibit
10). Herethe average annua change in employment
is shown providing a cagpsule view of the dze of
workplaces wherein most employment growthcan be
found.

EXHIBIT 9
EMPLOYMENT TRENDSIN ONTARIO:
PUBLIC & PRIVATE (1983-1995)

Share of Total
Employment
in 1995

Average Annual
Changein Employ-
Employer Size ment 1983-1995
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Source:  1983-1995 LEAP file, Statistics Canada (unpublished)

EXHIBIT 10

Share of Increasein Employment:
Public & Private, Ontario 1983 to 1995
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The net annud increase in smdl workplaces is
dramatic. If we combine workplaces of 1 - 19
employees with those of 20 - 49 employees, the
annud growth totals (53%). While this growth
speaks mainly to the private service sector, it is not
exdusvey so. Smal workplaces have grown in

other sectors such as manufacturing as well. With
policies of privatizationand downsizing onthe part of
the provincia government, smdler workplaces can
aso be expected to rise as a percent of broader
public sector employmen.



While recognizing where most employment growthis
located we should not lose sight of the fact that most
working people can ill be found in medium and
large places of employment. So the point hereis not
to ignore medium and large workplaces, quite the
contrary. The point is that most employment growth
is in smdler workplaces and as a labour movement
we cannot let this continue without unionization, if
only because workers' low incomesin this large and
growing sector will otherwise undermine the wages
and working conditions of everyone.

PART 4

NEW ORGANIZING TACTICSAND
STRATEGIES

Thefirgt part of this document provided evidence of
the dedline in organizing due to the unfavourable
politicd dimate and accompanying redrictive
legidaion. The second section provided a picture of
the trends in the economy and employment that

impact on organizing.

It is in this context that the issues of union Strategy
and tactics must be viewed. Theintent hereisnot to
provide al the answers, but rather to question
whether traditiona gpproachesto organizing are ill
appropriate in a changed politicd and legal
environment and to suggest some dterndives.

Faced with a cold, indeed hodile, external
environment for organizing, the position presented
hereisthat unions must now focus their energies on
the one dement of the organizing process over which
they have control -- their own strategies and tactics.

This doesn’t meanwe should ignorelegidaive reform
-- only that we can’t walt for it.

It also means we need to go beyond the traditiona
campaigns most unions engaged in before BIll 7
repealed the card mgority system of certification,
automatic access to fird agreement arbitration and

other dgnificant provisons out of the Labour
Relations Act. As we are dl too familiar, Bill 7
imposed new redtrictive provisonsincluding a secret
votein the workplace in additionto gaining individud
sgnatures on aunion card.

This changed legddtive environment, a concrete
reflectionof acold and hodtile palitical climate, merits
a serious re-evauation of organizing strategies and
tactics so asto ensurewe are as effective as possible.

There are anumber of jurisdictionsoutside of Ontario
that we could examine with the intent of finding new
and more effective organizing strategies and tactics.
Redrrictive labour law amendments have been
legidated againgt our brothersand sisters from Nova
Scotia to Manitoba and Alberta. But it is in the
United States where decades-long decline in the
percentage of the unionized workforce has findly
sparked more effective tactics.

Here we dso find research that matches various
union drategies and tactics to ther organizing
success. In It Takes More than Housecalls:
Organizing to Win with a ComprehensiveUnion-
Building Strategy, Kate Bronfenbrenner and Tom
Juravich examine certification and first contract
campaigns across the United States. They providethe
first comprehensve andyss of the successes and
falures of organizing strategies and tactics. Their
findings suggest that union success in certification
elections and in first contract negotiations depends
upon udng “an aggressive grassroots rank-and-file
intengve gdrategy, building a union and acting like a
union from the very beginning of acampaign.”

Such tactics included:

? devdoping a large representative
organizing committee;

? house cdling at least 50% of the
proposed bargaining unit;



? holding ten or more sndl group
mestings,

? usng rank-and-file volunteers from
other unitsto do house calls,

? usng union solidarity days (various

pro-union actions);

? edablishing a bargaining committee
before the eection;

? urveying one-on-one at least 70% of
the unit about the first contract;

? using community labour coditions;

? holding union ralies,

? holding union job actions, and

? focusng on issues of dignity and
farness, rather than only bread and
butter issues.

Taken as agroup, union tactics were found to have
played a greater role in explaning certification
election outcomes than any other group of factors
including employer tactics, bargaining unit
characterigtics, labour legidation or the politica
environmen.

The Bronfenbrenner and Juravich study dso
documents how unions were more successful where
they developed “a culture of organizing that
permested every activity and structure of the union.”
This included a serious commitment of daff and
financid resources, the involvement of the nationa
union and the locd, traning, recruitment and
utilization of rank-and-file volunteers from the
membership -- particulaly those with amilar
characteristics such as occupation, age, gender, and
colour to those being organized.
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Hndly, a “comprehendve union-building Strategy”
utilizing the tactics listed above is associated withwin
rates of 10 to 30 percentage points higher than
the win rates in campaigns whichdid not utilize rank-
andHile intengve tactics. In the public and broader
public sector, where employer oppostion was
sgnificantly less, dthough growing, thewinrateswere
even higher.

Comingfromoutsi deCanadaand Ontario the study’s
findings need to be modified and adopted for our
politicd and legd context. Some tactics are
goplicable with the appropriate modification, while
othersareless so. They arelisted here for purposes
of debate and more effective action.

The stakes are high. The growth and gability of the
public and broader public sector inOntario during the
1970s and 1980s cushioned the decline inthe private
sector unionization rate which had traditiondly
provided the base for the labour movement. Now
the public and broader public sector itself is under
attack with various forms of “restructuring,” such as
downgzing, outsourcing and privetization.

Organizing therefore must become a key priority of
the labour movement -- it can no longer belostinone
of a dozen other priorities. Unions must become
more drategic -- caefully choosing which sectors
they can takewagesout of competition in and which
sectors are better eft to others. To turn around the
dedline in organizing unions must adopt and utilize
aggressive rank-and-file tactics such as those listed
above.

CONCLUSION

The examination of the latest figures on organizing in
thefirg part of this paper made afundamenta point
-- the labour movement in Ontario organized 14,948
new members in 1997. This is about haf of the
30,000 new members per year needed just to
maintain the current unionization rate in Ontario of



31.5%. A huge effort would be needed to help the
magority of the workforce unionize and thereby gain
some dignity and jugtice in the workplace through
collective agreement protections.

Given the nature of Bill 7, the lack of prospects for
progressive labour law reform and the changing
profile of the economy as seen in the growth of the
private service sector, unions are faced with mgor
chdlenges.

In her extensve work on unions in Canada Ssters
and Solidarity, Julie White puts the issue dlearly: “If
unions cannot organize in the private service sector,
in amdl workplaces and among part-time workers,
women and different ethnic groups, the decline in
unionmembership will continue..... There needs to be
what has been called ‘afourthwave of unionization,
equivaent to the indudtrid organizationof the 1930s,
or the public sector unionizationof the late 1960s, but
thistime in the private service sector.”

ACTION PLAN

The Ontario Federationof Labour will assigt ffiliate
unions to make organizing a priority by:

? examning and where possble
adopting, the union-building strategies
and rank-and-file intensve tactics
noted in this policy paper;

? encouraging a renewed commitment
of saff and finencid resources to

organizing;

? encouraging the recruitment, training
and utilization of rank-and-file
volunteers;

? continuing to lobby government,
wherever possible, for progressve

labour law reforms, induding changes
that enable broader-based bargaining;

holding an annud conference on a
regiona and/or province-wide bass
to share information and experience

on organizing;

working with community activists,
academics, as wdl as our politica
partner, the Ontario New Democratic
Party, to expose Bad Bosses and
promote a positive image of unionsin
the broader public;

working to increase the participation
of young workers in the labour
movement by organizingin sectors of
the economy where they are
employed and by utilizing young
workers as membership volunteersin
organizing drives.

making a specid effort to organize
and hdp those marginaized by
economic “regtructuring,” particularly
women, youth and visible minority
workers, concentrated in the smal
workplaces of the private service
sector.
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SUMMARY

The purpose of this paper is to demongtrate the need
to dramaticaly increase union organizing efforts and
uggest measures to be taken toward that end,
despite the cold politica dimate inaugurated by the
Harris Government.

With “regtructuring” -- downsizing, outsourcing and
privatization -- now impacting on the public sector
workers in amanner as devadtating as that which hit
the private sector severd years ago, it is time to re-
evauate where we are going.

PART 1
THE FIGURES SHOW A STARK PICTURE

The figuresfromthe Ontario Labour Relations Board
(OLRB), show that in the three years prior to the
enactment of labour law reforms under the NDP
Government, namely, 1990, 1991 and 1992, the
average number of newly organized union members
was 18,738.

EXHIBIT 1

Under the labour law reforms, known as Bill 40, the
number of nemy organized workers increased to
25,798 1n1993 and then further increased to 32,116
in 1994.

Under Bill 7, not only were the many sgnificant
rforms of Bill 40 repeded, but legidative
amendments were enacted which made gaining a
union (certification) more difficult and getting rid of a
union (decertification) easer. These legidative
changes congtitute the mgjor reasonfor the number of
new workers organized in Ontario between
November 1995 and November 1996 to dedine
dramatically to 13,912. 1997 saw only a margina
improvement, with certifications totaling 14,948.

Exhibit 1 below tells the sory in graph form.

WorkersUnionized in Ontario
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Whenwe take away fromthese figuresthe number of
workers changing unions (raids) the results are even
lower. In 1995-96 the number of new workers
certified was 10,166, in 1997 the figure is 11,666.

This amounts to less than hdf the number, namdy
30,000 needed to maintain the current percent of the
workforce that is organized (31.5%).

Indeed under Bill 7 to date the number of workers
organized (certified) has averaged a decline of 55%,
whereas the number of workers decertified has
increased 107%.

PART 2
ORGANIZING & LABOUR LAW REFORM

This section briefly examines the state of labour law
and our desirefor reforms such as those contained in
the NDP Government’s Bill 40 and the need for
broader-based bargaining.

Policy papers passed at earlier conventions described
how workplace-by-workplace collective bargaining
structures established in large manufacturing during
the 1930s and codified in contemporary labour law,
are of little benefit to employeesin smdl workplaces
or for workers in the contingent workforce (part-
time, seasond and contractua employment). These
forms of employment are manly, though not
exdusvdy, concentratedinthe privateservice sector.

While reforms to the Ontario Labour Relations Act
are needed, asare structures enabling broader-based
bargaining, Part 2 concluded by stating: we cannot
wait for progressive labour law reform to be granted
by some future government. With increased
determination and resources we must start now to
dramaticaly increase union organizing.

PART 3

ORGANIZING AND THE CHANGING PROFILE
OF EMPLOYMENT

This part of the policy paper examines the Sze and
growth of various sectors in the economy and
compares them to the rate of union coverage. Most
dramatic is the largest sector -- the private service
sector -- with a unionization rate of only 12%.

This private service sector is largdy composed of
amdl workplaces. By 1995 over 21% of the work
population was employed in workplaces of 1to 19
employees. Workplacesof thissize have aso had by
far the highest average annua growth in employment
-- 36% between 1983 and 1995.

Contingent employment, particularily part-time, is
asorampant. Women make up 53% of employment,
and youth22%. Immigrantsand peopleof colour are
a0 highly represented.

Taken together these factors, particularly the small
dze of the workplace and the contingent nature of
employment, represent a consderable chdlenge for
union organizers. Nonetheless there is potentia for
successful unionorganizingin & leest dgnificant parts
of this sector.

PART 4

NEW ORGANIZING TACTICSAND
STRATEGIES

Researchfindings demonstratethat unioncertification
elections and fird contract negotiations are more
successful where “anagressve grassroots rank-and-
fileintensve Srategy” is used fromthe very beginning
of acampaign.
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Such tactics include:

? devdoping a lage representative
organizing committee;

? house cdling at least 50% of the
proposed bargaining unit;

? holding ten or more smdl group
meetings,

? usng rank-and-file volunteers from

other unitsto do house cdls;

? usng union solidarity days (various
pro-union actions);

? edablishing a bargaining committee
before the eection;

? urveying one-on-one at least 70% of
the unit about the first contract;

? using community labour coditions;

? holding union ralies,

? holding union job actions, and

? focusng on issues of dignity and
farness, rather than only bread and
butter issues.

Taken as a group, union tactics were found to have
played a grester role in explaning certification
election outcomes than any other group of factors
induding employer tactics, bargaining unit
characterigtics, labour legidation or the politica
environmen.

In jurisdictions where such tactics have been utilized

they have been associated with win rates of up to
30% higher in the private sector. Ther use in the
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broader public sector has proven even more
successful.

Coming from outsde Canada and Ontario such
findings need to be modified and adopted to our
politica and legd context. Most important they need
to be tried.

Organizing must become a key priority of the [abour
movement -- it can no longer be lost in one of a
dozen other priorities. To turn around the declinein
organizing unions mus adopt and utilize aggressive,
rank-and-file tactics such as those outlined.

ACTION PLAN

The Ontario Federationof Labour will assig effiliate
unions to make organizing a priority by:

? examning and where possble
adopting the union-building strategies
and rank-and-file intensve tactics
noted in this policy paper;

? encouraging a renewed commitment
of saff and finencid resources to

organizing;

? encouraging the recruitment, training
and uilization of rank-and-file
volunteers;

? continuing to lobby government,
wherever possible, for progressve
labour law reforms, induding changes
that enable broader-based bargaining;

? holding an annua conference on a
regiona and/or province-wide bass
to share information and experience

on organizing;



working with community activists,
academics, as wdl as our politica
partner, the Ontario New Democratic
Paty, to expose Bad Bosses and
promote a pogtive image of unionsin
the broader public;

working to increase the participation
of young workers in the labour
movement by organizing in sectors of
the economy where they are
employed and by utilizing young
workers as membership volunteersin
organizing drives.

meking a specia effort to organize
and help those marginaized by
economic “restructuring,” particularly
women, youth and visble minority
workers, concentrated in the small
workplaces of the private service
sector.

opeiu343
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