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stInsideOut is themonthly publication of

the Edmonton Local of CUPW.

This newsletter aspires to educate and
informmembers and affiliates about our
union’s activities, opportunities, and
challenges, aswell as to raise awareness
regarding all things labour.

Opinions expressed are those of the author
and not necessarily the official views of the
Local.

The Communications Committee
(responsible for this publication) is always
interested in submissions of original articles,
photographs, or illustrations. Prospective
materialmust always concern CUPWor the
labourmovement, but submissions of
general interest to themembershipwill also
be considered.

Wewill also publish Letters to the Editor
should you feel an issue requires further
discussion. All submissions are subject to
editing for brevity, clarity, etc.

Tomake a submission, or to get involved,
contact the Communications Committee at
communications730@gmail.com.
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President's Report
May1, 2022

DueProcess:WeOnlyGetWhatWeAre
WillingToGive

(Update: This reportwasgivenwhile Iwas
still Local Presidentprior toamotionbeing
debatedabout reducingour Local duesby
$36/year,whichwouldhavecost theLocal
at least$60,000/year. Thismotionwould
be the thirdattempt in three years to reduce
ourduesunder thequestionablepretense
of “supporting financially struggling
members”. For record, eachof these
motionsweredefeated. Thefirst one (Sept
2019)wasobliterated107 to9. The latest
attemptwaspresented to71membersat
theMay2022GMMandneededa⅔
majority of47votes topassbut only
managed29. )

Happy International Day of the
working class! Although not
celebrated to the sameextent in

North America as the rest of theworld,
it is important for us to reflect onwhy
unions are important and how the
labourmovement canmake theworld
a better,more just, place. It’s an
exciting time for labour as public
sentiment is losing patiencewith the
rich getting historically richer than ever
before, all in the context of a global
pandemic. Exemplifying this class
tension, one of the biggest companies
in theworld, Amazon, owned by the
world's richest person, is now facing
successful unionization drives.What
the labour orthodoxy couldn’t do in 28
yearswith tens ofmillions of dollars,
deploying an army of staffers, was
accomplished by dozens of rank-and-
file volunteer organizers in their own
facility with only $150,000. Change is
possible, but only by breaking free of
methods unable to adapt to the

attacks from the ruling class over the
past 40 years.

Timehas been cruel to all workers,
especially those that are non-
unionized. Usingmarket-equivalent
delivery/logistics positions as an
example, you could get hired tomorrow
just outside Edmonton as an Amazon

warehouseworker or delivery driver for
between$17-19/hour ($39, 520/
year). Conversely, thewage of a CUPW
letter carrier or plant worker tops out
around$29/hour ($60,320/year).
Neither wage keeps pacewith inflation
or the absurdities of an unregulated
housingmarket (Edmonton housing
prices have skyrocketed353%since
1981), but the union advantage is
clear: wemakemuchmore inwages
and benefits than our non-unionized
comrades. Digging deeper into the
numbers it is clear just hownecessary
it becomes for all workers towin
collective representation sowe can

createmore leverage to balance the
rest of society.

There are twomain reasons our
unorganized comrades, like those
working for Amazon in Alberta, are
sufferingmore thanCUPWmembers.
The first relates to leverage that
workers canwield: between1981and
2021, the rate of unionization in the
USAdropped from20% to10.3%. In
contrast, Canada sank37% to30%.
Less unionizationmeansworkers are
less able to forcewealthy companies
like Amazon to redistribute their wealth
to those that are responsible for the
creation of that wealth. The second
main reason is that companies have
becomemore sophisticated in their
anti-union campaigns. For example,
Amazon spent $4.3million in 2021 to
scareworkers about the cost of union
dues.

Individual VS. Collective Power

In Alberta, we are especially familiar
with politicians peddling right wing
populist rhetoric trying to trickworkers
into dismantling our public services in
exchange for short-term rebates. It’s
like RalphKlein cutting back our public
healthcare and literally blowing up
hospitals to give each Albertan a$200
cheque. Sadly, we Albertans fell for it,
time and again, which is one of the
contributing factorswhywe’ve long
lived in themost anti-worker province
in Canada. This exploitative rhetoric is
identical to criticisms leveled against
paying dues.

A struggle for unions has been their
willingness to confront the confusion
expressed by theirmembers about
dues and be honest aboutwhat is
exactly at stake by not paying them.
Infamously, instead of just paying their
workersmore, Delta Airlines bankrolled
an anti-union campaign claiming that
instead of unionizing and paying $700/
year in dues, their workers could buy a
new video games systemandbe better
off. At face value this seems tempting
and tries to stir up people's fears and
individual desires; but past the surface
this argument is absolutely absurd for
how short-sighted it is.

Going back to the CUPW/Amazon
example you can see the direct
consequences of what not paying dues
means. At Amazon aworkerwillmake
at least $6,739 less of startingwage
thanCUPW,with amuch lowerwage
ceiling. On top of that, an Amazon
workerwill collect approximately
$10,000 less in benefits due to no
pension and considerably less extended
health, short termdisability, and dental
coverage, aswell as less escalating
leave provisions. Alternatively, after
deducting $1200/year in CUPWdues,
our collective leverage is able towin our
members roughly $15,500more in
wage and benefits value. This is before
even taking into account all the extra
invaluable things a unionwill do like
elect full time officers to administer a
union, keepmembers informed,
enforce oversight on route restructures
tomitigate job loss, protectmembers in
disciplinary hearings and,most
importantly, run educational programs
to trainmembers how to empower their
ownworkfloors. And on and on and on.

GuaranteedReturns

Every dollar you spend in dues as a
CUPWmember nets you close to $13 in
value youwould not get as a
comparable non-unionworker. If you
could be legally guaranteed that, no
matter what, for an investment of
$1200a year youwould receive at least
an additional $15,500a year in value,
youwould take that opportunity every

time and even ask how you could
contributemore. Dues are the symbolic
lifeblood of theworkers' struggle to
create a better world andweonly get
whatwe put in. For example, if our local
decided to pay a total $125 in dues a
month, or $144a yearmore thanwhat
we already pay, we could elect three
newofficers for the letter carriers, EMPP
andRSMCs to exclusively oversee
representation, grievance hearing,
consultations, activist recruitment and
stewardmentorship on a full time basis
for each classification. Any union or
local that did something like this would
drastically increase its strength by

creatingmore opportunities to share
knowledge and recruitmore activists.
Nowonder companieswill spend
millions of dollars to keep unions from
getting a foothold in their operations. In
the end, our power is not limited as
much by the boss as it is by our own
ambition andwillingness to invest in our
own organization.

At today’s GMM, ourmembershipwill
have an important debate on the
direction of our Local. Dowe give our
members an extra $36dollars a year or
dowe spend around$60,000 to create
more services to growour Local and
support ourmembers? In these
matters, themembership is always right
because they always get what they ask
for. If ourmembers do not support an
attempt by their leadership to better
support and service them theywill say

sowhile also acceptingwhat they are
giving up.We can’t have it bothways.
The debate today encapsulates the
overarching struggle of individual
interests vs collective power.We’ll see
what themembers have an appetite for.

Resolution

Since January, Rashpal and I, along
with Karry and Elizabeth for one case,
have been dedicating a lot of time
arranging formediation opportunities
formembers previously involved in the
union that, for whatever reason, have
strayed or developed hard feelings
toward the Local sometime over the
past 15 years. Althoughmany of these
tensions originatedwell before our
leadership groupwas elected into the
office, we feel it is important to try to
repair those bridges sowe can focus
our fight on the boss and not each
other. Out of the 20peoplewehad
originally identified formediation, we’ve
had positive breakthroughswith 5, a
mostly constructive arrangementwith 1,
and are trying to schedule sessions for
4more. As slow as this process is, we
are doing our best to the extent that the
other parties arewilling. Considering the
big picture, a fewmonths tomake these
meetings happen is a very small
amount of time compared to the15or
so years someof these animostites
have been festering.

Finally, on a personal note thatmay
have implications for our Local, I wanted
to clarify what happens if I am to be
elected as theCUPWNational 3rd Vice-
President of Organizing at the special
conference onMay6. As I stated in a
past email dispatch, I officially
committed to running for the position on
April 14. I feel just as reluctant running
for this position aswhen I first ran for
Local President, but I'm ultimately doing
it because our entire union needs to get
serious about properly organizing our
workfloors, and no one elsewith actual
experience coordinating job actions or
trainingworkfloor organizer is stepping
up.

“A struggle forunions
hasbeen their

willingness to confront
the confusion

expressedby their
membersaboutdues
andbehonest about
what is exactlyat stake
bynotpaying them. ”

“InAlberta,weare
especially familiar
withpoliticians

peddling rightwing
populist rhetoric

trying to trickworkers
intodismantlingour
public services in
exchange for short-
termrebates. ”

(continuedonnextpage)

https://labornotes.org/blogs/2022/04/take-heart-and-take-risks


Over the lastmonth, I have
spent a significant amount of
time fulfillingmy responsibility

as First Vice President in covering the
Presidential officewhile Roland has
been away. The role of president can
be a challenge at the best of times,
and I thinkwe can all agree these are
not the best of times.

From that chair, one gets an
interesting overview of how the local is
operating. Sometimes you see the
patterns and strategies that Canada
Post is employing in try to keep our
members compliant and submissive.
Other times you can see political
games being playedwithin theUnion.
Individuals vying for status or
influence. Andwhen things are
runningwell, you see the solidarity
amongst ourmembers, working
together to improve our lives.

Unfortunately, I also noticed a
disturbing trend ofmember on
member conflict. Becauseweare all
humanandhave toworkwith other
humans, therewill always be friction
and conflicts. But it’s a disturbing to
see howmuch conflict is happening
between ourmembers. I’mnot talking
about a specific negative interaction,
so if you think it’s about you, it’s not –
well not just you anyways.

It has been an incredibly stressful time
for all of us, whetherwe feel it or not.

Household budgets are stretched and
the pathetic wage increase is not
covering the increase in anything.We
are all still feeling the isolation and
other effects that COVID has triggered
in our society. As far as I know this has
been the first pandemic any of us has
had to get through. NowwehaveWorld
War Three being threatened upon us,
all over the news and socialmedia. Not
tomention the incredible injustices of
an ongoing classwarwehave now
been a part of for generations. I believe
all this stress has been the reason for
the increase in conflicts among our
coworkers. As the pressure builds it
has to be released somewhere.

It’s important to remember this aswe
interact with our Brothers, Sisters, and
Cousins at work. You have no idea
what they are going through at home,
or evenwhat they are dealingwith
internally.When the pressure
increases to process themail, or to
finish your route faster, we can start to
blameour coworkers. I invite you to
stop and check yourself. Is this really
because of John or Sally? Is it really
worth getting soworked up about?

Maybe it's this ridiculous system that
we all feel stuck in.Maybe it’s the
system that CanadaPost has
developed to create conflict among its
workers. Their systemwas built this
way, if not by design then at least by
neglect. Despitewhat theymay say on
their banners, they don’t actually seem
to care about a safework environment.

I can assure you that there is amuch
better way to use that energy and
angst being directed at each other. It

was that frustration that finally
convincedme to getmore involved in
our local. I toldmyself, “If someone
isn’t going tomake the changes then I
guess I’ll have to step up.”

But to get back to the pattern of
member-on-member conflict. If you
feel that you are in an unsafe situation
talk to a ShopSteward, a LJOSH
member, and/or a supervisor. Youmay
have to escalate it to the point of
refusing unsafework. And remember it
is CanadaPosts responsibility to
create andmaintain a safework
environment, and they have historically
done a poor job of this. Hence at least
somepart the reason for the
introduction of Bill C-65.

But if you find yourself in one of those
situationswhere there seems to be a
conflict brewing between you and a
coworker, nip it in the bud early. Be the
adult in the roomandaddress the
problembefore it gets to the point of
harassment or bullying. Approach the
situationwith themindset that you
don’t knowwhat the other person is
going through or evenwhat their take
on the situation is.

Finally remember that our fight is with
CanadaPost and an unjust systemof
subjugation. As long asweare fighting
amongst ourselves, wewill never see a
tangible improvement in ourwork lives.

Ourfightiswiththeemployer
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1st vicepresident’sreport
april 2, 2022

If I win, I have to relocate toOttawaby
June aswell as immediately resign as
Local President to be sworn in as
National 3rd VP. Then, Devon (as Local
1st VP) will assumeLocal President
duties until the Election Committee
holds an election for the vacancy. I’ll
remain amember of the local and
continue attendingGMMsas long as
they are run virtually. If I lose, nothing

changes. Either way, the local will
continue to run smoothly.

I really don't want to leave Edmonton,
but we need to getmore locals on
boardwith an organizing-first strategy if
we're going to turn this ship around. If
elected, I could absolutely do that with
aNational platform. Regardless if I
leave or not, I remain committed to
makingmyself available to helpwith
the ongoingmediation attempts. If this
is to bemy last GMMas your

President, I thank all of you that
supportedme in trying to growour
Local into an actual fighting
organization and look forward to
expanding ourwork to other locals so
CUPWcandevelop the strength
necessary to start winning again. No
struggle, no victory. Solidarity.

Comrades& friends,

I’m pleased to share that onMay6th, I was decisively elected to the position of CUPW’sNational Vice President of
Organizing! As stated previously, Brother DevonRundvall (as Local 1st VP) will assumeLocal President duties until the Election
Committee holds an election for the vacancy. I can't think of anyone better to step into the office. Devon understandswhat is
needed to keep ourworkfloors empowered andhas already gone about doing (socially distanced) parking lotmeetings to promote
upcoming educationals. If he decides to accept nomination for the vacant Presidency, hewould havemyunconditional support as
a candidate. It is vitally important that we use this next year to strengthen the spirit of solidarity in our union aswell as recruit and
train ourmembers to be ready for the next round of negotiations. The outcomewill not change unlesswe collectively put in the
work to determine otherwise.

Formy full statement onwhatmy electionwinmeans for CUPW, please check out the latest dispatch at cupw730.ca.

By June1st I will have to relocate toOttawa. Although I plan to attendGMMsas amemberwhile they are still running virtually, I'll
dearlymiss being in this Local and all the relationships I've built with somany of you, and the inspiringworkwe've done together,
over the years. I'm very excited at the prospect of helping to growour union but I wish I didn't have to leavemy home to do it.
Farewell for now, Edmonton, and thank you.

In solidarity,

President’s
report
(continued from previous page)

Thank you, edmonton
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Rashpal Sehmby, CUPW730Health
andSafety Officer

It is always important to
understand our role as Shop/
Social Stewards and activists in

providing a safework environment for
those that have had their duties
modified or the need for an
accommodation in theworkplace.
Sometimes these are the result of a
workplace injury, violence in the
workplace, or an illness.

CanadaPost andCUPWare
obligated by the Collective
Agreement, the Canada Labour
Code, and theCanadianHuman
Rights Commission to ensure
employees/ourmembers are able to
do their job as required during a
return towork programor an
accommodation. This can be found
in theUrbanCollective Agreement
under Article 54 and theRSMC
Collective Agreement in Appendix G.

Sometimeswedo havemembers
who are being accommodatedwho
CPCdoes not offer opportunities for
overtime. It is important to know that

employeeswith accommodations are
able towork overtime if thework fits
within their restrictions. This is when
the role of the ShopSteward comes
in to ensurewehelp ourmembers
file the proper grievances on this
violation of the Collective Agreement
or any thing else pertaining to an
improper accommodationwhichmay
be taking place. Sometimes these
situations can be resolved by having
the effectedmember call our office
for further guidance.

If CPC, however, is not following the
rotation of duties and this results in
backfilling, please ensure the proper
grievances are sent into the office
with backup, such as rotation of duty
schedules showing the changes, etc.
Please reach out to Elizabeth
Smallwood at 780-423-9000EXT3
on guidance if needed on this aswell
or at Grievance@cupwedm.net

If you requiremore help in this
matter, please reach out to our office.

UnderstandingAccommodations
TheDepot 2 volumecount is in

the books.Wewere a little rusty
after 2 years, but theUnion

observers - JenReimer, Kathleen
Mpulubusi, Peter Hall and Jeremy
Rusten, shook off the rust quickly.
Therewere the usual ups and downs
ofmissedmarkings and carriers
leavingwithout beingweighed (and
subsequently called back), but overall
it went quite smoothly. TheCPCRoute
Measurement Officerswere very quick
to fixmost concerns brought forward.

However, CPCwas quick to throwa few
curve balls ourway.Without consulting
theUnion, either regionally or
nationally, CPCdecided that vacancies
that are submitted during the1st week
of the volume countwill only count
under certain conditions.

1. Theremust be a change of
addresswith the vacancy.

2. The vacancy has to be visually
verified.

3. Itmust be recorded in the Edit
Book.

We immediately raised a strong
objection to this asmost vacancies
don't have changes of address and
howdo you visually confirm?Peek
through thewindows of an empty
house?

Vacancies are crucial to determining
the%Coverage of aRoute. The lower
the%Coverage, the longer the route.
By putting conditions on recording a
vacancy, this ensures a lower%
Coverage. After discussion, it was
agreed that the vacancies put in by the
carrier's in the 1st week of the volume
countwill standwithout the new
conditions. But, for the next volume
counts (Mayfield andRosedale)
vacanciesmust be recordedBEFORE
the volume count begins. Theywill be
acceptedwithout these new
conditions.

The overriding concernwas the overall
low volumeofmail and the4 plant
shutdowns due to COVID-19.
Preliminary calculations show that
packets and parcels are down
approximately 30% from the2019

volume count.Wewill knowbetter
before the start of the buildwhat the
true damagewill be in terms of route
loss.Wewill be fighting vigorously to
protect the number of routes and
ensure that routes are built fairly and
safely for all.

Thank you to theDepot 2Carrierswho
helped out theUnion observers by
verifying packets and parcels. Thank
you toMichelleWoods andChris
Pilgrim from the EMPPwho kept track
of themail being dispatched toDepot
2. This shows true solidarity.Wehave
to look out for each other and their
assistancewas invaluable in keeping
CPChonest and accountable.

The next VolumeCount isMayfield
Depot from June13-24. Stay tuned!

Route Measurement Report:
Gone, Gone, The Damage Done.

BytheNumbers
Routemeasurement

HealthandSafety
Report:

Health&Safety
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FromCUPWeDigest - 2022-05-20

We’ve all felt the pinch of gas price increases–but someof
ourmembers are also feeling it as a cost of doing their
jobs. Rural andSuburbanMail Carrierswho use their own

vehicle are compensated for the vehicle andmileage, but recent
price hikes at the pumps are cutting into their earnings. CanadaPost
fuel surcharges defray the cost of fuel for a lot of CPC’s operations –
but not for RSMCs. The upcoming COLA payment helpswith the cost
of living, but RSMCsneed helpwith the cost of working too.

Theirmileage compensation is fixed at the cap for non-taxable
mileage compensation. If theymakemore than that cap, then all
their vehicle compensation all becomes taxable. So the only way to
getmore in RSMCs’ pockets to pay for gas is for the federal
government to increase that cap. The capwas set in December
2021based on2021 inflation numbers, but we’re in awhole new
situation now–especially at the pumps.

This petition [https://petitions.ourcommons.ca/en/Petition/Sign/
e-4007] initiated by RSMCs, is awaywe can all support the call for
the federal government to act.

Further stepswill follow to try to put the responsibility for fuel costs
back on the employer where it belongs, for economic and
environmental reasons, but first we are trying to secure some
immediate financial relief for ourmembers.

rsmcs
Feeling
gas pains
from
bloated
fuelcosts

SEIU Local 2 - Unionizedworkers in the Townof SouthBruce Peninsula, ON, were locked out on April 3rd, 2022. Twenty two
employeeswho plow snowand operate landfills and arenas in the townhave beenwithout a new contract sinceMarch2021and
have been in a legal strike position sinceMarch15th of this year. The lockout ended after 4 days and negotiations brought up
wage increases from the proposed2% to3%, falling short of the union’s proposed4.5%.

WorkersUnited Local 178 - OnMarch24th, 2022,members ofWorkers United Local 178whowork atWatsonGloves in
Burnaby, BC, walked off the job to demandbetter working conditions, amore fair contract, andwages that keep upwith the rising
cost of living.

Unifor Local 414 - After initial reports thatMetro had reached a tentative agreementwith its employees that would avoid a strike,
members of Local 414 rejected the agreement andwent on strike on April 2nd, 2022. By April 8th, a new contract was negotiated.
Unifor representsmore than900employees atMetro, a grocery distribution centre that suppliesMetro and FoodBasics grocery
stores across southernOntario.

Teamsters Local 1999 - Workers atMolson-Coors in Longueuil, QC, voted99% in favour of strike action and onMarch25th,
2022, 420members of Teamsters Local 1999went on strike. Reasons includewage increases that are not keeping upwith
inflation and a layoff system that does not take seniority into account.

SkipTheDishes - 300non-unionized SkipTheDishes drivers in Sudbury, ON, staged a one day strike onMarch18th, 2022. Issues
includeSkipTheDishes not fairly compensating drivers for gas or for travelling outside of the agreed upon zones, aswell as tips not
being fairly distributed.

Amazon LaborUnion - On April 1st, 2022, Amazonworkers in Staten Island, NY, were the first to successfully unionize at an
Amazon facility.

Starbucks - While the Starbucks in Calgary lost its bid to unionize, there have been success stories in theUSwith at least 30
Starbucks locations joiningWorkers United as of writing. In Canada, the only unionized Starbucks is in Victoria, BC, represented by
theUnited SteelWorkers.

Labour victory and struggle, at home and abroad
Worker Solidarity

Ourflagfliesproud
Insupportofworkers’rights
After a frustrating period of hiatus, our representativeswere out in force to
many events inMay to stand in solidarity for workers’ rights and dignity,
including (left) theWorkers’ Day ofMourning at Grant Notley Park on April
28, the Rally for Public Health Care at the Alberta Legislature (below), and
theMayDayMarch onMay1st on Jasper Avenue (right, far right)



ByDougNesbitt, Rankandfile.ca
Originally publishedOct 6, 2017

In1987, CanadaPostmanagement
began to unroll amajor privatization
drive of post offices and elimination

of door-to-door delivery. The plan
aimed to privatize 3,500 rural post
offices and close another 1,700 over a
decade. This would allow the company
to slash4,200union jobs. Canada
Post also announced that no new
residential areaswould have door-to-
door delivery. New “community
mailboxes”would be installed,
reducing the quality of service and
cutting jobs.

While the press, politicians and
business community backedCanada
Post’s plans, postal workers found
substantial support among sections of
the public opposed to the destruction
of their local post offices, cuts to
services, and job losses.

To achieve its goals, CanadaPost
needed to discipline and defeat its
workforcewhich stood in theway of its
plan. It was a tall order. Postal workers
were among themostmilitant in the
country havingwaged a series of
major strikes since the famous1965
wildcat which threwout the company
union in favour of amilitant
democratic unionism.

In 1987, letter carriers and inside
workerswere in different unionswith
separate contracts. Although the Letter
Carriers Union of Canadawould later
mergewith the CanadianUnion of
PostalWorkers in 1989, separate
bargainingmeant two disputeswere
brewing.

The LCUCstrike

In June1987, the LCUC launched
rotating strikes against attempted
rollbacks of job security andworking
conditions, and the imposition of
communitymailboxes and
privatization of post offices. For the
first time, letter carriers faced an effort
bymanagement to bring in
strikebreaking scabs. Private security
was also hired bymanagement spy on,
harass and intimidateworkers.

Amonth before the strike, Prime
Minister BrianMulroney said hewould
not cross a picket line. But during the
strike, he did just that, using his family
as pawns by claiming hewas crossing
the picket line at 20Bay Street in
Toronto because of a previously
scheduled visit to a childcare centre.
Like somany other LCUCpicket lines,
pushing and shoving between police
and pickets erupted and oneworker
shouted “You’re a goddamphoney!”

The level of violence caused by the
scabbing operation led to a public

backlash against CanadaPost
management, forcing the government
toweigh in and push for a negotiated
settlement. The strike ended after 19
days, with letter carriers largely fending
off the employer’s attack. As letter
carriers held their ground, Canada
Postmanagement also began
introducing the “communitymailbox”
in new subdivisions.

TheCUPWstrike

In early October, CUPWbegan rotating
strikeswhich shut down the sorting
plants and depots. The central issue
was job security and defeating
management’s plan to eliminate
4,200union jobs in favour of low-wage
contracted outwork to private retail
chains. Postal workers argued that
CanadaPost was abandoning its
public servicemandate enshrined in
the CanadaPost Corporation Act of
1981. The angerwas such that in
someareas likeMontreal, workers
struck “early” in defiance of the union
leadership.

The rotating strikeswere intended to
minimize the violence experienced in
the LCUC strike but once again
CanadaPost launched amajor
scabbing operation, leading to another
wave of picket line violencewhich the
letter carriers had experienced in June.
Police forces across the country used
immense violence against pickets by
acting asmanagement’s personal
army in supporting scabbing
operations.

But with the scabbing largely failing,
theMulroney Tories stepped inwith
back-to-work legislation, Bill C-86. It
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was the government’s third piece of
strikebreaking back-to-work legislation
in less than a year.

Whereas the1978back-to-work
legislation against postal workers by
Trudeau’s Liberals led to CUPW
president JC Parrott being jailed for
refusing to order postal workers back
towork, theMulroney legislation
established precedent-setting fines for
individual workers and the union; fines
so enormous theywould destroy lives
and financially ruin the union. Bill C-86
alsowent so far as to ban anyone
convicted of violating the legislation
fromemployment at CanadaPost for
five years, and also bar any convicted
unionmembers from running for union
office. Bill C-86was an incredibly
authoritarian anti-democratic law.

Despite the legislation, the strike
succeeded in saving numerous rural
post offices, but not all. CanadaPost
ultimately got its waywith contracting
out non-union low-wage post offices to
private industry. The origins of non-
union CanadaPost outlets in Shoppers
DrugMart, Rexall and other business
beganwith this strike.

TheManagement Agenda

Before CanadaPost becamea
financially independent crown
corporation in 1981, CanadaPost
management had already gained a
brutal reputation as bullies on the
shopfloorwhile carrying out numerous
strategies to keepwages down, speed
up the job, and bring in new
technology to cut jobs and undermine
union strength. The old saying
“management gets the union it
deserves” holds true at CanadaPost.
It’s why postal workerswaged
numerous legal and illegalmilitant
strikes through the1960s through to
the1990s.

With the federal government
becoming tired of covering its deficits
amidst constant labour strife, Canada
Post was converted into a crown
corporation. CUPWand LCUChad also

campaigned for CanadaPost to
becomea crown corporation to bring
postal workers undermore favourable
labour legislation and to bargain
directly withmanagement instead of
through the federal government. The
CanadaPost Corporation Act delivered
a robust public servicemandate, but
this also included self-sustaining
financial independence. Thismeant
the postal servicewas effectively
competingwith private couriers.

CanadaPost, as a crown corporation,
was bornwith these two competing
mandates asmanagement tried to
turn a profit while competingwith
private industry, and the public and the
workforce aligningwith its public
servicemandate. Political
appointments and business pressure
onCanadaPost from the outside also
reinforcedmanagement’s embrace of
the profitmotivewith all its dire
consequences for its public service
mandate and theworkforce.

Public service or privatization

The1987 strikewas not just a
continuation ofmanagement’s long-
standing desire to hold downwages
andworking conditions and
undermine union strength, but also a
profit-driven abandonment of public
services. Closing thousands of rural
post offices, privatizing postal outlets
through contracting out services to
private retailers, and putting an end to
homemail delivery were all part of this
project.

Thirty years latermanagement’s final
solution has evolved intowholesale
privatization. CanadaPost
management are deeply committed to
this. Britain’s RoyalMail was totally
privatized in 2013under the direction
of a former CanadaPost CEOMoya
Greene. The current CanadaPost CEO
DeepakChopra, sits on the board of a
right-wing think tank, the Conference
Board of Canada, which openly
advocates for CanadaPost
privatization.

Meanwhile, the public is subjected to a
relentless propaganda campaign
waged bymanagement, politicians
and themedia against “overpaid
postal workers”, the “greedy union”,
and a host of lies about “wasting
taxpayermoney”, and an imminent
death due to the internet when in fact
internet shopping is driving a record-
setting explosion in parcel deliveries.

The struggle for democratic control of
the public postal service continues
today. The1987 strikes show the
lengths towhichmanagement and
their political allies arewilling to go,
just as the postal workers showed the
lengthsweneed to go in order to resist
andwin.

A Montreal letter carrier on strike. June
1987. Photo: Tony Bock, Toronto Star

“You’re a goddam phoney!” shouts a
striking letter carrier at Mulroney who
used his family to cross a picket line in
Toronto after saying he would not.
Photo: Bernard Weil, Toronto Star

CUPW member Leonard Metcalfe is
among the 40 pickets attacked by
Hamilton-Wentworth Regional Police to
help escort scabs through the picket lines.
This was repeated by police across the
country. Photo: Cal Millar, Toronto Star

No Scab Mail
Here: The 1987
postal strikes
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ByOrionKeresztesi

This is an abridged version of the
interviewwithRolandSchmidt
published by ‘Spring: AMagazine of
Socialist Ideas in Action’ on April 22,
2022. You can find the full version
here: https://springmag.ca/building-
rank-and-file-power-at-canada-post

It was not a vibrant organization. They
had a lot of difficulty getting people out
toGeneralMembershipMeetings.
The local, like the rest of the union,
was completelymired inwhat I call
proceduralism.

Proceduralism is essentially an
emphasis on grievances and
arbitrations or court appeals. Anytime
workers get upset about something
they’re told: “obey now, grieve later.”
That is a demoralizingmessage. It
individualizes the struggle. You, as a
worker, are frustrated and you are told

your only option is a grievance. You’re
told to just suck-it-up and seewhere
the grievance goes, and the grievance
is going to take between9and16
months to resolve itself. Thatmakes it
easy for people to lose faith in the
process and the union. Because the
union is limited to being this apparatus
that says “here is what you can grieve,
and here is what you can’t grieve.”

I had read about Jean-ClaudeParrot. I
had studiedwhat CUPWhad fought
for, and I thought, yeah this is the
place; if there is any union in Canada
that is going to offer thismilitancy and
a chance to change the political
current — because the left has been
losing for so long— it’s CUPW. But
when I got there, those peopleweren’t
there. Theyweren’t on theworkfloor,
theyweren’t in the local leadership
groups. That was an eye opener for
me: to be someonewhohad these big
ideas aboutworking class
empowerment and then go into a
placewhere I realized that people
don’t give a shit about these ideas
unless someonemakes a compelling
case that inspires them.

It was slowly building up thoseOnes
and Twos [colleagueswho already
share your view].When you have a
good enough pocket of people, then
you can actually start properly building.
For us, oncewehad that pocket we
becameactive on the organizing
committee.

The organizing committeewent from
twopeople in a basement to 20
people in the living room, to 30people
at a restaurant.Wewould talk about
what campaigns orwhat job actions
wewanted towork on. Because
CanadaPost is an awful employer–
and every boss is inevitably going to
provide an opportunity for struggle–
what ended up popping upwas this
forced overtime crisis.

What started as a provision for the
company to use in an emergency

Building rank-and-file power
at Canada Post
Building rank-and-file power
at Canada Post

turned into a regular staffing solution.
Initially, people didn’tmindworking a
little bit of overtime, like once aweek.
But, when it turns into “you have to do
it three times aweek,” it breaks
morale. It breaks people’s bodies.

And then you have that anger, where
people start developing that class
consciousness. They start
understanding the boss as an
adversarial force. And in those
moments, if you have a group ready to
agitate around the issue–to educate
people on how they could come
together to successfully confront the
problemand to inoculate them to the
risks–then you have an organizing
opportunity.

Therewere different instigating
moments popping up in the various
letter carrier depots in Edmonton.My
facility was about 50 carriers, andwas
a depot that was traditionally very anti-
union. They saw the union as this
nuisance–another layer of
management that was just creating
rules that got in their way. I had a very
hard time as a steward there because
peoplewere immediately suspicious of
meandmostly ignoredmeuntil they
needed something. But with this force
back issue they couldn’t just focus on
their own job and get through it and go
home. Thiswas something that
everyonewas dragged into together.

Wehad this gentleman in our depot
who is seven foot tall and very, very

large. Hewas knownas having a very
excitable personality. Normally hewas
a joker but he also had a very short
temper.Management came to him
and said “you’re up for overtime today”
and he’s just like, “this is the second
time this week.” It was aWednesday.
They’re like, “you have to do it” and he
just lost it. He said “are you tellingme I
can’t seemy family today?” And he just
started looping, getting louder and
louder. The rest of the depot got dead
quiet.

One of themanagers came running
over tomeandwas askingme
“Roland, you got to get himunder
control.” I went over, andwaved off
management and talked to the
member. I asked him “what’s going
on?How can I help?”He calmed
down, and togetherwewent to the
manager’s office.We said “look, this is
unreasonable. He’s doing all this
overtime, you guys can’t keep pushing
this on people.” They responded, “It’s
out of our hands.” Soweasked “Okay,
can you tell your superiors that this is
unsustainable? Can you ask about
staffing?” They just repeated “It’s out
of our hands”. I asked “Is there
anythingwe can do to help youmove
this along?” Again “No, this is out of
our hands.”

So I said “hold on a second.” I stepped
out of the office and I called out “Hey
Everyone!Workfloormeeting in front of
theManager’s Office.” Everyone came
over, and right therewe asked
ourselves, “canweall agree that we’re
going to demand that our supervisors
get a hold of theirmanagers
immediately to seewhen they can hire
new staff to alleviate force back?”
Everyone said “Hell yeah.” Sowe
turned back to our supervisors and
were like “Here’s something you can
workwith.”We said “this guy’s not
doing force back,” andwewalked
away.

From there it built.We started
coordinatingwith other activists in

other stationswhowere having similar
experiences of people basically having
melt-downs. The key thingwas that we
had people in place to channel that
energy into something constructive. If
you don’t have those groups in place
what ends up happening is people
have blowouts and they end up getting
suspended individually and no one
knowswhat to do. It demoralizes
everybody.

Aswe started giving voice to all these
people that were frustrated, that’s
where that class-consciousness and
that solidarity started to emerge. I had
been at the post office five years and
that was the first time I witnessed a
group confrontmanagement. And it
exposed the power differential:
management completely buckled.
Theywerewide-eyed and freaked out.
They had nothing to say. Therewere no
reprisals at thatmoment. It took them
a long time to regroup. Andwhenwe’d
done that, everyonewanted to be on
the bandwagon. They saw the success.

From there other stations that didn’t
have any activist presence started
asking questions.We found volunteers
andwe started building-up until we
had representatives in every facility.
We escalated the campaign to start
issuing joint demands across facilities
and responding together to various
tricks bymanagement or suspension
threats.

Theyweren’t doing anything helpful. At
one point we held a citywide activist
meeting.Wewere the oneswho
hosted themeeting. I had an ally who
was able to get us access to one of the
labour halls tomeet in.We set the
agenda, wewere themain speakers,
andwe ran themeeting having

(continuedonnextpage)
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workers fromdifferent stations sharing
their stories about how forced
overtime impacted them.

Wehad one ally in the union office,
whowould callme and laugh about
how the labour-relations guy from
CanadaPost would call the union
office and be like, “you have to get
these people under control, or we’re
going to start firing people” and the
person in the union officewould just
start laughing and say “they’re not
listening to us.” That just chilled the
company because the companywas
relying on the union tomuzzle us, but
in fact ‘the union’ was not in control of
the situation.

Ideally, youwould have local
leadership supporting those sorts of
actions, or at least facilitating them in
a creativeway, but it’s not necessary to
have local leadership’s support.
Although, if you’re going to be
potentially bumping up against the
bureaucracy, you do need a
coordinated group that knowswhat
they’re doing so that they’re not going
to back-downbecause the elected
labour leadership is saying “you have
to stop, you’re going to get in trouble.”

Wemademistakes along theway but
therewere somany inspiring lessons.
A group of us decided to try to enshrine
those lessons in a trainingmanual.We
built a course called “Taking BackOur
Workfloor.” It uses the videos of those
confrontations and goes through the
whole process: how to build up your
base; find your Ones and Twos;
develop a heatmap; find your allies;

take the temperature; identify natural
leaders in theworkplace; find an issue;
and how to prepare people properly for
job action.

What I think is unique about our
training course is that we put an
extremeemphasis on roleplay.We’ll
get 30 people in a roomandwe really
push them to practice their public
speaking.When I facilitated the first
courses, I would be amanager. I’d be
really harshwith the group about an
issue–I’d be a bully boss demanding
them to do certainworkmethods that
aren’t safe.We’d really push them to
fight back. At first they don’t have any
training or skills, so in the first roleplays
when I start yelling, everyone just
freezes up. That feels like it should.
That’s realistic.Wedon’t have the
skills, we don’t knowwhatwe’re doing,
sowe freeze up. That’s okay. Thenwe
slowly build people up, and by the end
of it, you have a group of people
laughing, really supporting each other,
and shouting downmanagement.

Is it the sameas actually fighting the
boss?No, but it gives people those
repetitions and a little bit of
confidence. I’m really proud to say that
after running those courseswe sawan
immediate response fromour
workfloors.Withinmonthswehad job
actions that had never occurred
before.

It comes down to trust issues, fear and
a sense of hopelessness. So inmy
role, I’ve cold called presidents in
prettymuch everymajor local and
been like, “hey,my name is Roland,
this is whatwe’re doing in Edmonton,
this is why it’s successful. Is this
somethingwe canwork together
on??”Most of the people I contacted
were like, “why are you callingme

directly? Did you talk tomy region?
Does national know you’re talking to
me?”Well the answer is no.

And it’s not somuch that they’re
against what I’m trying to offer, it just
comes down to informal hierarchies in
the union. A local officer doesn’t want
tomake problems for themselves by
getting on thewrong side of their
regional director. Because if unionism
ismostly proceduralism, the
relationships between officers is
based on support on a technical and
procedural basis, not on building the
whole union.

Butwe just need to stick to the
process and build up our allies slowly
and keep nurturing relationships
between the locals. If Edmonton is
able to go toWinnipeg and then to
Calgary to share our training and then
they start doing it themselves and also
sharing it, the union starts building
that broader capacity to take the next
step in the struggle.

Sowe keep on trying to spread the
tools to other locals to build up
capacity. Then if something pops off,
likemaybe a sexual harassment
problemor a staffing problem, or a
restructure or whatever, if there’s
enough localswho have the training
then thatmeanswehave liaisons in
each location. Those liaisons can have
conversations similar towhatwe did in
Edmonton: “hey, what are people
pissed off about?” “Here’s howwe can
support each other.” You build
confidence that way. All of a sudden,
more locals want on board and it
develops its ownmomentum.

I’ve seen it. It’s absolutely real, and you
can do it. You just have to build it brick
by brick.

Buildingrank-
and-filepower
(continued from previous page)
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TheWorldHealth Organization definesmental health as “a state
of well-being inwhich an individual realizes his or her own
abilities, can copewith the normal stresses of life, canwork

productively and is able tomake a contribution to their own
community”.

Factors contributing tomental health include social, psychological
and biological risks.

There aremanyways to promotemental health. Early interventions,
support for those needing it, and understanding and acceptance of
thosewithmental health issues are just a fewwayswe can support
friends, family and co-workers.

If you or someone you knoware looking to talk to someone to find
out supports in your area, please contact a Social Steward or call
211.

What isMentalHealth?

Front
Yards In
Bloom
An edmonton local tradition!

ByKathleenMpulubusi

CUPW730, alongwith our
partners the City of Edmonton
and the EdmontonHorticultural

Society are launching a new year of
Front Yards In Bloom–abeloved
tradition for gardeners, yard
enthusiasts, and communitymembers.
Since 1999, this partnership has been
working to celebrate citizenswhowork
hard tomake their spacebeautiful.

Taking part in FYIB is easy to do. Help by
nominating a customer's beautiful yard,
public space, or balcony along your

delivery route, and even if you don't
delivermail, you can still nominate the
yards in your neighbourhood. Lawn
signswill be placed on nominated yards
and the ownerswill receive a brochure
of recognition. Customers are very
appreciativewhen their yard is
nominated by their delivery person.

This programhelps to foster community
connectionsand is goodpublic relations
for our Local as theCUPW logo is
displayedonboth the lawnsignand the
brochure.Over6000yardswere
nominated last year,withapproximately
1/3rdhavingbeennominatedbyCUPW
members.

Onour Localwebsite (cupw730.ca), you
canfindanomination form tomake
nominations for FYIB. Printednomination

formsarealsodistributedatdepotsand
theEMPP,but youcanalsoemail
KathleenMpulubusi (kmpulu@gmail.com)
if youwould like to request a formorhelp
distribute them.Youcanalsonominate
directly on theCity of Edmontonwebsite
atwww.frontyardsinbloom.ca,where you
can indicate that youareapostalworker.

FYIBallowscommunities to come
together andstay connected, aswell as
foster our connection toour
communitiesandhelpmakeourwork
daysa littlemoreenjoyable– if even for a
moment, it's alwaysgood toappreciate
what's aroundyou!

Thedeadline for nominations is
June30th.

https://twitter.com/cupw730
https://facebook.com/cupw730
https://www.youtube.com/channel/UCQIH_drtnU3VMZDEDkdtz_A
mailto:communications730@gmail.com
https://www.cupw730.ca


Generalmembershipmeeting
Register@

cupw730.ca/calendar
b4june3@noon
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viavideoconference

11:00am-1:00Pm

Cupw730edmonton&affiliates

Juneispridemonth


