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Key Concepts 
 

Concept Manifestations 

Anti-Racism A proactive process which acknowledges the existence of 
racism and seeks to identify, challenge and eliminate 
racism in all of its various forms wherever it exists. 
 

Covert Racism Secret; not intended to be known 
 

Cultural/ 
Ideological 
Racism 
 

Is the basis of both other forms of racism, as it is the 
value system which is imbedded in society which 
supports and allows discriminatory actions based on 
perceptions of racial difference, superiority and 
inferiority? 
 

Differential 
treatment 

Being singled out and treated in a manner that is different 
than how others are treated. 
 

Discrimination An action or a decision that treats a person or a group 
negatively for reasons such as their race, age or 
disability, gender, sexual orientation etc... 
 

Harassment Any improper conduct by an individual that is directed at 
and offensive to another person or persons in the work 
place and which the individual knew or ought reasonably 
to have known would cause offence or harm.  It 
comprises any objectionable act, 
comment or display that demeans, belittles or causes 
personal humiliation or embarrassment, or any act of 
intimidation or threat. 
 

Implicit Bias Attitudes or stereotypes that affect our understanding, 
actions, and decisions in an unconscious manner.  
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Individual 
Racism 
 

The beliefs, attitudes and actions of individuals that 
support or perpetuate racism.  Individual racism can be 
unconscious or conscious, active or passive.  Examples 
include telling a racist joke, using a racial slur, believing 
in the inherent superiority of whites.   
 

Intersectionality Oppression based on a combination of various 
oppressions such as race, ethnicity, gender, religion, 
sexuality, class, disability, religion, family status, and 
other differences among people.  The combination 
produces unique and distinct forms of discrimination 
which is different from each separate grounds of 
discrimination. The different factors “intersect”, contributing 
to multiple grounds of discrimination at the same time.    
 

Lateral violence Occurs within marginalized groups where members strike 
out at each other as a result of being oppressed.  The 
displaced violence is directed at one’s peers rather than 
one’s true adversaries.    
   

Micro 
aggressions 

Brief, everyday exchanges that send denigrating messages 
to certain individuals because of their group membership; 
generally happening below the level of awareness of 
well-intentioned members of the dominant culture. 
 

Overt Racism Open and intentional. 
 

Race A social construct used to classify people into different 
groups based upon general external physical characteristics 
such as colour of skin, hair texture, stature, and facial 
features.  The concept of “race” is not rooted in science; 
there are as many differences within “races” as between 
“races”.  Nevertheless, the concept has played an 
important role in identity formation.  Individuals may in 
fact self-identify as a member of a racial group.  This 
concept of “race” is often confused with ethnicity. 
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Racialization A process by which racial categories are constructed as 
different and unequal in ways that have social, economic, 
and political consequences.  It emphasizes the active 
process of categorizing people along racial lines while at 
the same time recognizing that these processes are 
socially constructed and reinforced.  The term 
racialization accepts the premise that "race" is not a 
scientific category. 
 

Racism A system in which one group of people exercises power 
over another group on the basis of “race.” It includes the 
belief in the inherent superiority and dominance of one 
“race” over all others. 
 

Supremacy  The quality or state of having more power, authority, or 
status than anyone else. 
 

Systemic 
Discrimination  

Policies, practices and procedures of organizations and 
institutions that have the effect of perpetuating racism 
and inequalities within the workplace.  These policies can 
appear as neutral however they have a negative impact 
on a group.  It can be the result of activities or 
arrangements that set out to discriminate or harm, or it 
can result from ignorance or inadvertence. 
 

 
 
 
Sources: Adapted from Henry, Tator, et. al. The Colour of Democracy: 
Racism in Canadian Society. 2002, Harcourt, Toronto. 3rd edition in press; 
http://kirwaninstitute.osu.edu/research/understanding-implicit-bias/; 
http://www.bchrcoalition.org/files/lawoverview.html#diftreat) 
PSAC Anti-Racism Policy 
 

http://kirwaninstitute.osu.edu/research/understanding-implicit-bias/
http://www.bchrcoalition.org/files/lawoverview.html#diftreat
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Human Dimensions of Racism 
 
Research has demonstrated that racism gives rise to other negative 
manifestations in health and socio-economic factors.  Here is a brief 
summary of some of the human dimensions of racism.  
 
Health 
 
• While race is sometimes named as a health risk, a large and growing 

body of research now links racism to poorer health (Paradies 2006). 
Much of the evidence comes from the US and UK, where negative 
associations between racism and mental health, physical health (e.g., 
hypertension, self-reported health, heart disease, pain, and respiratory 
conditions), and health risk behaviours have been well-documented 
(Kelaher et al., 2008) (Source: Racism as a Determinant of Immigrant 
Health, Ilene Hyman, PhD) 
 

• The Diagnostic and Statistical Manual of Mental Disorders (DSM), the 
standard classification of mental disorders used by mental health 
professionals in the USA was recently amended to include racism as a 
possible cause for Post-Traumatic Stress Disorder.  Constant exposure 
to racism-related experiences can range from frequent ambiguous 
“microaggressions” to blatant hate crimes and physical assault and the 
chronic fear of these experiences may lead to constant vigilance which 
over time may result in traumatization or contribute to Post Traumatic 
Stress Disorder when a more stressful event occurs later. (Source: 
Monnica Williams, Psychology Today, September 2015.) 
 

• There is a persisting, intergenerational impact of trauma in the lives of 
Indigenous peoples as a result of colonization. (Source: First Peoples, 
Second Class Treatment) 
 

• Aboriginal Youth suicides are 3 to 7 times higher than non-Aboriginal 
youth suicides in Canada. (Source:  Campaign 2000) 
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Employment and Income 
 
• Racialized workers earn only 81.4% for every dollar paid to non-

racialized Canadians.  This income gap stems from disparities in the 
distribution of good paying, more secure jobs.Racialized Canadians are 
over-represented in a range of traditionally low-paid business services 
ranging from call centres to security services to janitorial services, while 
non-racialized Canadians are not. Yet 67.3% of racialized Canadians 
are in the labour force — slightly higher than non-racialized Canadians 
(66.7%). Non-racialized Canadian earnings grew marginally (2.7%) 
during 2006 — tepid income gains considering the economy grew by 
13.1%. But the average income of racialized Canadians declined by 
0.2%. (Source: Canada’s Colour Coded Labour Market) 
 

• The unemployment rate among core working-age Aboriginal people – 
those aged 25 to 54 – in 2006 was 13.2 %, while the unemployment 
rate for non-Aboriginal people is 5.2 per cent. The income gap 
between Aboriginal and non-Aboriginal Canadians was 28.8% in 
2005. (Source: Canadian Council for Aboriginal business.) 

 
 
Poverty 
• The data emerging from the last long form Census survey (2006) point 

to an entrenchment of the racialization of poverty.  The racialization of 
poverty refers to a phenomenon where poverty becomes 
disproportionately concentrated and reproduced among racialized group 
members, in some cases inter-generationally. The emergence of 
precarious work as a major feature of Canadian labour markets is an 
important explanation for the racialization of poverty.  
 

• Poverty rates for racialized families are three times higher than non-
racialized families. Source: Canada’s Colour Coded Labour Market   
Amongst Aboriginal people living in metropolitan areas, nearly 42 
percent had low incomes – more than double the national average.  
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Education 
 

• For the 25 – 44 age group, the proportion of Canadian born racialized 
persons with a BA degree or higher is 37.5%. The rate is 19.1% for 
Canadian born non-racialized persons. (Source: PSAC 2008 National 
Conference for Racially Visible Members) 

 
 
 

The effects of workplace racism have an even  
more damaging impact because of this context. 
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Impact of Racism 
 
Work: 
• Isolation 
• Difficulty in concentrating 
• Outbursts or impatience with co-workers or the public 
• Increased errors 
• May quit or be fired  
 
Health: 
• Anxiety, stress, anger, shame  
• PTSD 
• Sleep disturbance 
• May need medication 
• Digestive problems 
• Long term exposure to racism causes heart problems 
• Recent change to the standard classification of mental disorders 

includes racism as possible cause of post-traumatic stress disorder  
 

Income:  
• Loss of income if fired or quit 
• May have to use accumulated sick leave to get away from work (or 

unpaid leave) 
• Increase financial insecurity 
• May incur additional costs (meetings, expenses to alleviate stress…) 
• Unpaid leave period or demotion or termination will later affect pension 

income  
 
Family: 
• May divulge racism to family or not (might not want to expose family 

members to another situation of racism) 
• May become impatient or more distant with family members  
• May feel too guilty to share with family  
• If family knows, contributes to overall family stress and insecurity 
• Additional stress might strain relationships  
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Recourse Framework for PSAC Members 
 

Recourse 

 
Interpretation or Application of C.A.   
 
Discipline resulting in financial penalty including 
termination  

Jurisdiction All 

Right 

Collective agreement 
 
PSLRA  
 
Canada Labour Code 
 
Provincial- territorial codes 

Method of 
Resolution 

 
Grievance 
 

ICMS or ADR (alternate 
dispute resolution)  

Process Adjudication – arbitration 

Notes 

 
Judicial review of decisions 
may be possible. 
 
Given C-4 and once the 
Regulations are enacted, 
members covered by the 
PSLRA must now have 
union approval and 
representation to file 
grievances related to 
discipline or termination.  
 

 
Mediation is not always an 
appropriate tool when 
dealing with conflict over 
interpretation of the 
collective agreement.   
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Recourse 

 
Labour Relations Problems (employer action or 
inaction) on issues not covered by the collective 
agreement  
 

Jurisdiction All 

Right 
 
PSLRA 
Provincial  Labour Codes (Ontario & Québec) 
 

Method of 
Resolution 

 
ICMS – Informal conflict 
management system (for 
FPS) 
 
UMC (Union Management 
Consultation)  
 

 
Grievance 
process  
 
 

 
Complaint to 
Provincial 
Labour Board 

Process ICMS process Grievance process 

Notes 

 
Members are not limited to grievances on items covered in 
the collective agreement.  They can also grieve employer 
actions or inactions on other workplace issues but these 
grievances do not necessarily go to adjudication or 
arbitration.   
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Recourse Employer  Policy (not covered by the collective 
agreement) 

Jurisdiction All 

Right 
 
Related to working conditions that are not covered in the 
collective agreement 
 

Method of 
Resolution Consultation Grievance 

Process 
 
UMC 
 

Grievance 

Notes 

 
 
 
 
 
 
 
 
 
 
 

For PSLRA Units, union 
approval and representation 
is required to file a 
grievance on these matters. 
These grievances are not 
usually referred to 
adjudication.   
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Recourse Discrimination (Harassment linked to a prohibited ground) 

Jurisdiction All jurisdictions 

Right 
• Human rights legislation  
• Collective agreement  (no discrimination article) 
• Employer policy (e.g. Duty to Accommodate) 

Method of 
Resolution Mediation 

Complaint (with 
applicable 
human rights 
commissions) 

Grievance 

Process 

 
Mediation 

 
See applicable 
Human Rights 
Commission 
websites for 
complaint 
process details.   

 
Grievance Arbitration & 
Adjudication 

Notes 

 With C-4, 
PSLRA Units 
will no longer be 
able to file a 
human rights 
complaint with 
the CHCR.  

For PSLRA Units, a human 
rights grievance will be the only 
recourse option.  These 
grievances won’t need union 
approval or representation. The 
time limit to file a human rights 
grievance will be extended to 
one year.   
 
Grievance should be directed 
against the employer for failure 
to provide a harassment free 
environment. 
 
Consult the PSAC Policy on 
Union Representation: 
Workplace Harassment.  
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Most Human Rights 
Commissions will put the 
complaint in abeyance until the 
grievance process is exhausted. 
 
There is a higher onus on the 
duty of fair representation when 
dealing with a disability involving 
addictions or mental health. 
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Recourse Personal or Psychological Harassment / Violence in the 
Workplace 

Jurisdiction 
Canada Labour Code Part II  
and Part XX of the Canada 
OSH Regulations) 

Québec: Labour legislation 

Right 
Canada Labour Code and Part 
XX of the Canada OHS 
Regulations) 

• Québec: protection 
against  psychological 
harassment included in 
labour standards  

• Employer Harassment 
Policy 

• Collective agreement (if 
there is provision for 
personal harassment in 
the CA)  

Method of 
Resolution 

Complaint to a "competent 
person" as defined in Part XX of 
the Canada OHS Regulations 

Grievance (related to leave 
provisions)   

Process 

Right to refuse unsafe work 
(under very limited 
circumstances) 
 
Absence of a specific investi- 
gative process in the workplace 
is a violation of Part II of the 
Canada Labour Code and 
subject to a complaint under 
section 127.1 of the Code. 

Québec: complaint to the 
Labour Standards 
Commission  
 
Employer investigation of 
allegation of personal 
harassment 

Notes 

Part XX of the Regulations requires employers to develop a 
violence prevention policy; identify and assess contributing 
factors to workplace violence; establish controls and 
prevention measures; establish an investigation process; 
ensure employee education and have an Occupational Safety  
and Health Committee (OSH) 
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Recourse Staffing 

Jurisdiction TB 

Right PSEA 

Method of 
Resolution 

 
Informal Discussions 
Complaint to PSST (Public Service Staffing Tribunal) 
 

Process Mediation or PSST tribunal hearing 

Notes 

 
Abuse of authority is the only ground on which to challenge 
staffing under the PSEA 
 
Note: C-4 has merged the PSLRB and the PSST (for 
administrative purposes) into the PSLREB (Public Service 
Labour Relations and Employment Board). 
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Recourse Staffing 

Jurisdiction All other 

Right 
 
Employer policy 
Collective agreement if staffing is negotiated (e.g. Canada 
Post) 

Method of 
Resolution 

 
Complaint 
UMC 
 

Grievance 

Process ICMS or ADR Process Grievance Process 

Notes  
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Recourse Employment Equity 
 

Jurisdiction TBS 
 
Federal 
 

Quebec 
 
Nunavut 

Right 
Employment 
Equity Act   
 

Employment 
Equity 
Act/Federal 
Contractors’ 
Program 

Act 
Respecting 
Equal 
Access to 
Employment 
in Public 
Bodies 

Article 23 of 
the Nunavut 
Land Claims 
Agreement 

Method of 
Resolution    

 

Process 
Compliance 
Audits 
 

Compliance 
Audits 

Workforce 
Analysis 

Independent 
Review, 
Monitoring 
and 
Compliance 

Notes  
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Hum….which recourse option? 
 

Here are things to keep in mind as you examine which process to use to 
resolve a situation of workplace racism: 
 
 
1. Timeliness 

For most formal recourses, there are set timelines for initiating a 
process.  A complaint/grievance process can be rejected if the timeline 
is not respected.  

 

2. The length of time it can take to obtain remedy 
Most processes can take time.  A complaint with a human rights 
commission or going through all steps in the grievance process won’t 
necessarily bring an early resolution.  

 

3. The capacity of the victim of racism to engage in a recourse 
process 
The victim of racism might decide they simply want the racism to stop (a 
cease and desist measure) and not want to take on dealing with 
systemic racism in the workplace.  They may prefer a non-adversarial 
approach.  

 

4. Level of support in the workplace 
Try to gage the support (or lack of support) before you choose the 
recourse.  Effective mobilization requires a strong and active union 
presence in the workplace.  

 

5. Employer’s usual response or strategy 
Will they fight you every step of the way? Will they try to find a quick fix?  
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6. Member’s expectations 
A system of rights might not feel like a system of justice.  Racist bosses 
don’t get sent to jail and are rarely fired.  

 

7. Our track record with the recourse method  
Are we more effective in getting a cease and desist with the violence 
provisions of the Canada Labour Code?  

 
8. The corrective measures which are sought 

Are you looking for a retroactive settlement for someone who has been 
on sick leave for six months? If yes, which recourse can award this?  

 

9. Union-management relations in the workplace 
Does the union hold its own in this process? Is it possible to address 
systemic issues there?  

 

10. Union visibility and organization in the workplace 
Is there capacity and interest by co-workers to carry out actions in 
support of victim?  

 

11. Room for settlement 
Will a settlement fix the issue? Is the employer willing to settle?  

 

12. Need for concise win 
Is there a solid case, the victim ready for the long haul and the union 
committed to seeing the case through? Do we need a win in this matter 
to set better jurisprudence? Would losing the case set a bad precedent 
for other union members? 

 

13. Need for confidentiality 
Is the member asking for a confidential solution? Decisions reached by 
arbitrators and Human Rights Commissions can become known to the 
public. 
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Corrective Measures 
 

Part One 
 
 
Arbitrator Remedies: 
• Reinstatement for job loss 
• Removal of discipline 
• Confirming a collective agreement right 
• Ordering an employer to act 
• Issuing Damages (including human rights damages) 
 
 
Informal Conflict Resolution: 
• The people involved can form their appropriate remedy which can 

include: 
• Financial Compensation 
• Reinstatement for job loss 
• Damages 
• Letter of references 
• Apologies 
 
 
Human Rights Tribunal remedies: 
 
Ex. Canadian Human Rights Act 
 
53. (1) At the conclusion of an inquiry, the member or panel conducting the 
inquiry shall dismiss the complaint if the member or panel finds that the 
complaint is not substantiated. 
 
53(2) If at the conclusion of the inquiry the member or panel finds that the 
complaint is substantiated, the member or panel may, subject to section 54, 
make an order against the person found to be engaging or to have 
engaged in the discriminatory practice and include in the order any of the 
following terms that the member or panel considers appropriate: 
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(a) that the person cease the discriminatory practice and take measures, in 
consultation with the Commission on the general purposes of the 
measures, to redress the practice or to prevent the same or a similar 
practice from occurring in future, including 
 

(i) the adoption of a special program, plan or arrangement referred 
to in subsection 16(1), or 
 

(ii)  making an application for approval and implementing a plan 
under section 17; 

 
(b) that the person make available to the victim of the discriminatory 
practice, on the first reasonable occasion, the rights, opportunities or 
privileges that are being or were denied the victim as a result of the 
practice; 
 
(c) that the person compensate the victim for any or all of the wages that 
the victim was deprived of and for any expenses incurred by the victim as a 
result of the discriminatory practice; 
 
(d) that the person compensate the victim for any or all additional costs of 
obtaining alternative goods, services, facilities or accommodation and for 
any expenses incurred by the victim as a result of the discriminatory 
practice; and 
 
(e) that the person compensate the victim, by an amount not exceeding 
twenty thousand dollars, for any pain and suffering that the victim 
experienced as a result of the discriminatory practice. 
Special compensation 
 
53(3) In addition to any order under subsection (2), the member or panel 
may order the person to pay such compensation not exceeding twenty 
thousand dollars to the victim as the member or panel may determine if the 
member or panel finds that the person is engaging or has engaged in the 
discriminatory practice wilfully or recklessly. 
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Part Two  
 
Examples of remedies that have been ordered in an attempt to 
redress systemic discrimination include: 
 
• develop and implement a comprehensive workplace harassment and 

discrimination policy, which includes a definition of harassing 
behaviours, an internal complaints process, and specific notification that 
complaints arising under the policy can be taken to the Human Rights 
Commission; 

 
• review or amend internal workplace standards or restrictions that 

adversely impact certain groups and bring the standards into compliance 
with the law; 

 
• implement “special programs”, such as employment equity programs, or 

plans to remedy past discrimination as well as prevent future 
discrimination; 

 
• change hiring and/or recruitment practices in order to achieve 

proportional representation in the organization; 
 

• create a race relations committee at the workplace (which may include 
external members) to meet periodically to set objectives and measures 
to improve race relations at the workplace; 

 
• establish an internal review committee to monitor the implementation of 

the Orders or a plan which includes periodic reports to senior 
management; 

 
• require employers and managers to attend a training program 

specifically designed for them to identify and address instances of 
harassment and inappropriate behaviour; 
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• train senior management on methods of mentoring its cross-culturally 
diverse workforce and rewarding good mentoring; 

 
• amend management training curriculum to include a requirement that 

there be circulated to all employees in the workplace clear information 
circulars on available resources and remedies for those with harassment 
concerns; 

 
• design and require attendance of all employees at education and 

training programs with respect to discrimination and harassment, which 
may highlight the benefits of a diverse workplace; 

 
• post copies of or distribute the human rights decision or notices about 

human rights in a place accessible to employees at the workplace; 
 

• require the employer to state in all staffing notices, advertisements, job 
postings, job searches and other staffing communications that the 
employer is an “Equal Opportunity Employer”; 

 
• retain a human rights consultant, with expertise in creating an effective 

grievance procedure and training for employees in the workplace; 
 

• provide individual career plans and training programs for visible 
minorities.  
 

 
Resources: 
Stringer v. Treasury Board (Department of National Defence) and Deputy 
Head (Department of National Defence) Citation: 2014 PSLRB 5 
http://pslrb-crtfp.gc.ca/decisions/fulltext/2014-5_e.asp 
http://www.hrlsc.on.ca/en/publications-resources/information-sheets-
guides/what-remedies-are-available-me-hrto 
http://www.cavalluzzo.com/docs/default-source/publications/0000-00-00-
systemic-remedies-to-address-institutional-racism_lessons-learned-from-
mckinnon-v-ontario.pdf?sfvrsn=2 
 

http://pslrb-crtfp.gc.ca/decisions/fulltext/2014-5_e.asp
http://www.hrlsc.on.ca/en/publications-resources/information-sheets-guides/what-remedies-are-available-me-hrto
http://www.hrlsc.on.ca/en/publications-resources/information-sheets-guides/what-remedies-are-available-me-hrto
http://www.cavalluzzo.com/docs/default-source/publications/0000-00-00-systemic-remedies-to-address-institutional-racism_lessons-learned-from-mckinnon-v-ontario.pdf?sfvrsn=2
http://www.cavalluzzo.com/docs/default-source/publications/0000-00-00-systemic-remedies-to-address-institutional-racism_lessons-learned-from-mckinnon-v-ontario.pdf?sfvrsn=2
http://www.cavalluzzo.com/docs/default-source/publications/0000-00-00-systemic-remedies-to-address-institutional-racism_lessons-learned-from-mckinnon-v-ontario.pdf?sfvrsn=2

