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A REPORT OF THE NORTHERN PIPELINE AGENCY

Labour Relations and Human Rights
For Megaprojects in the North

by A. J. (Denny) Deneumoustier

As megaprojects in Canada become increasingly sub-
ject to public scrutiny, especially from a socio-economic stand-
point, labour relations and human rights become central
issues with respect 1o training and employment practices in
each undertaking.

Qil and gas pipelines, which cross provincial and terri-
torial boundaries, are considered to be federally-supervised
projects and include the Alaska Highway gas pipeline and
the recently approved Norman Wells oil pipsline. Yet federal
legislation in matters of labour relations and human rights
does not automatically apply. The owner company is bound
by federal laws; Foothills Pipe Lines (Yukon} Ltd. and its
subsidiaries, for example, must comply with the terms and
conditions set by the Northern Pipeline Agency, which in-
= Mude provisions for employment opportunities for Indians,
-metis, non-status Indians and women.

At the same time, the activities of the construction in-
dustry, made up of contractors and unions, are subject to
provincial/territorial jurisdiction in matters of human rights
and labour relations. Since the federal government lacks
authority in these areas, as they apply to coniractors and
unions, the effectiveness of the relevant terms and condi-
tions to be followed by the owner company for the construc-
tion phase of an otherwise federal project may be reduced
as a result. Therefore it may be necessary to develop new
concepts and strategies to ensure that the socio-economic
goals of projects, such as the Alaska Highway and Norman
wells pipelines, become more than “pipe | province who is not seen as providing

of unemployment. As the existence o
dreams.”

While all provinces and territories
have legislation which prohibits overt
discriminatory employment practices on
such grounds as race or sex, they do
not all provide means of redress of more
subtle barriers in the system which may
discriminate against the hiring and pro-
motion of certain groups. Job descrip-
tions may include stipulations of physical
characteristics such as height and weight,
academic qualifications or previous ex-
perience that can be irrelevant to the
narticular job at hand.

' Saskatchewan is the only province
that addresses this problem of systemic
discrimination through legislation. By law
the government is empowered to impose
an affirmative action program on any
employer or union operating within the

fair employment opportunities to mem-
bers of minority or disadvantaged groups.
As a result of this legislation members
of disadvantaged groups, primarily na-
tive people and women, have begun to
make employment inroads into the
heavily unionized construction industry
in Saskatchewan.

To appreciate the problem the Sask-
atchewan legislation attempts to correct,
the “closed shop” nature of the unions
that operate in the construction industry
must be understood. Construction work-
ers are generally unemployed as often
as they are employed. This on-again,
off-again situation would have a disas-
trous impact on the financial position of
construction unions if those unions were
not permitted to continue to collect dues
from members during occasional periods

the union depends on its capacity tc
meet its fixed expenses, such as staf
salaries and office rental, the collectior
of dues must continue unabated.

The continued operation of union:
and, therefore, collective bargaining
would not otherwise be possible in the
construction industry if, after becoming
certified as the bargaining agent fo
workers in the industry, the union ceasex
to receive operating funds on the firg
occasion that a contractor's work wat
completed and the workers laid off. The
situation is peculiar to construction union:
because of the seasonal or occasione
nature of the industry they serve. Suct
union rules not only protect the contin
ued existence of the union, but also pro
vide contractual assurance to the unem
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