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The Women's Research Centre is a community-based, feminist organization focused on 
research which makes visible women's experience and facilitates action on women's issues. 
We have conducted research and produced publications on violence against women, on 
economic issues such as pay equity, and have published guides for women's groups on 
action research and evaluation methods. We also assist groups in developing their own 
projects. A complete list of our publications is available from the Centre at the address 
below. We are a non-profit, charitable organization funded by government grants and 
contracts, and by donations. (Tax receipts will be issued on request.) 

The B.C. Federation of Labour represents 275,000 organized workers in British Columbia, 
more than one-third of whom are women. Since the early 1970s, the Federation has had an 
active women's program and women's committee to analyze the status of women in the 
economy and to propose contract language, public policy, and legislation that will help 
women achieve dignity, security, and equality in our society. 

We would appreciate receiving feedback from the readers of Taking Action: A Union Guide 
to Ending Violence Against Women. Please send your comments on the book - how i t  is 
useful, how it could be improved or suggestions for further work in the area to: 

The Women's Research Centre or The B.C. Federation of Labour 
101-2245 West Broadway 4279 Canada Way 
Vancouver, B.C. Burnaby, B.C. 
V6K 2E4 V5G 1 H 1  
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In the spring of 1??1, the B.C. Federation of Labour held 
its annual women's conference on the issue of violence 
against women. Every woman there had her own story. 
Every woman had experienced, witnessed o r  been touched 
by violence, harassment or  abuse. Delegates to the 
conference were surprised and chilled by the extent to 
which violence and the fear of violence underlie women's 
daily lives. And they were determined to find ways to 
break the cycle. This handbook is one of the results. 

As we began writing and researching we found that at 
labour conventions and conferences across the country 
over the p'lst months, trade unionists have been openly 
discussing violence against women, trying to understand 
the dynamics behind it. 

Unions joined the lobby to have December 6th declared a 
day of action in memory of the women, 1 3  students and 
one worker, gunned down in Montreal in 1989. December 
6th is now an annual national focus for discussion and 
action on violence against women. 

Unions have also been holding workshops, writing pamph- 
lets, making videos, and starting the process of education 
and public lobbying to reduce violence in the workplace, 
the family and the community. The pervasiveness of 
violence against women makes a mockery of more than a 
century of struggle by the labour movement to secure 
social and economic equality and dignity for working 
people. 

Ending violence against women, and changing the culture 
of inequality that sets women up  as targets tor violence, 
must be p x t  of our  ongoing work to achieve equality. 
Trade unionists who have pushed for pay equity o r  
affirmative action know that working for equality isn't 
easy. Working to end violence against women, wife 
assault, rape, child abuse and sexual harassment also 
won't be easy. These issues challenge us to examine our  
values, our  comfortable assumptions, and our personal 
relationships. Expect resistance and even backlash from 
some co-workers, both men and women, who are uneasy 
about the changes to the status quo and are uncomfortable 
examining the issues. 

Working to end violence against women isn't about 
blame. It's about change. It's about taking responsibility, 



personally and collectively, for securing dramatic changes 
in our society. That change won't occur without action by 
men as well CIS women. 

Our  c~lltut-e has been slow to acknowledge the pervasive- 
ness of violence and the far-reaching personal and societal 
effects of abuse of children, and women. Women who are 
abused, harassed, and assaulted arc our friends, relatives, 
neighbours and co-workers. Every step that we take to end 
violence helps them, and all women in our society. We've 
also been slow to recognize the strength of individuals 
who hme experienced violence. Women struggle and resist 
the long-term effrcts of violence. With courage women 
survive. 

This book is about taking action. It contains information 
about the issues, examples of work that unions have 
alreadv begun, and recommendations for some simple 
actions that can be taken by locals, by Labour Councils, 
by provincial or  national union bodies. Some resources 
are listed, but if you're looking for more, your own union 
and your own community are places to start. The women's 
centre in your area is a good source of information on 
services available, and can be an important ally in securing 
more complete services for your community. 

After reading this book, take action. Find other men and 
women interested in these issues, and begin to educate, 
build support and work for change. 

l u d j r  Rebick, 
National Action Conimittw on th t  

St'ituq ot 1I7orntvi 
CLC \'\;>mcnr< Contcwncc, 1 "00 



CHAPTER 1 

Each year one in eight Canadian women is battered by the 
man with whom she lives. One  in four Canadian women is 
sexually assaulted during her lifetime, half before they are 
sevcnteen ycars old. The majority of women in our  society 
have been harassed on  the job or  in public. Tvo  in five girls 
are sexually abused. 

Violence against women is too widespread to be dismissed 
as the isolated actions of a few dysfunctional or  anti-social 
men. Violence against women is a social and political 
problem. Though individual factors such as alcohol abuse, 
stress, low self-esteem, and difficulty expressing anger 
may contribute to one man's use of violence in a particular 
situation, violence can never be justified. And these 
factors do  not explain why there is so much violence and 
why it is drected at women. 

To answer this question, we need to face the fact that North 
American culture is one of inequality and violence. 
Women lack social and economic power, and harmful 
sexual and racial stereotypes consistently devalue women's 
role, worren's work and women's worth. 

1Yhile men may face discrimination because of their race, 
class or  sexual orientation, they d o  not face discrimination 
because they are men. Being male is a source of privilege in 
our  culture. 

ECONOMICS 
The evidence of women's social and economic inequality 
is everywhere. bl'omen arc confined to a narrow range of 
jobs, most of which are poorly paid. Women are still 
excluded from many professions and are under-represented 
in managerial and executive jobs in the public and private 
sectors. Women continue to have little representation in 



the courts, legislatures, and other occupations that shape 
and direct our society. As a result, women's voices, 
perspectives, and values are largely absent in most areas of 
public life. 

Women's occupational segregation is reflected in profound 
wage inequalities that arc largely gender based. Male 
dominated occupations are well paid, "women's work" is 
not. Despite a century of activism by women's groups and 
unions, women still earn only 60 percent of what men 
earn. 

A lifctime of low wages means a lifetime of poverty for 
Canadian women. Whether in or out of the paid work 
force, women stru:;gle to support themselves and their 
families. Sixty percent of families headed by women are 
poor, and 50% of the elderly are poor women. 

The position of Canadian women is not unique. The 
World Health Organization estimates that women perform 
two-thirds of the world's work, but own only 1/100th of 
the world's wealth, and earn l / lOth  of the world's income. 

The sexual division of labour at home means that women 
continue to assume the primary responsibility for cooking, 
cleaning, and maintaining households. They also do  most 
of the> work in raising the children. And they do  this work 
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and maintained into the 20th century. This rule held that 
a man could beat his wife provided the stick was no wider 
than his thumb. A man killing his wife, particularly i f  she 
was having a relationship outside the marriage, was gener- 
ally excused as a "regrettable but understandable conse- 
quence of male passion." 

As late as 1982, members of the I-Iouse of Commons 
snorted with derisive laughter when Member of Parliament 
Margaret Mitchell rose to speak about wife battering. 

While it's less acceptable to laugh now, the public is still 
unwilling to honestly name and confront the dimensions 
of violence against women in our culture. In the summer 
of 1991, some members of a federal legislative committee 
refused to endorse a report on violence against women 
because the title, "The War Against Women:' used langu- 
age too strong for their sensibilities. 

Our culture approves of using violence to resolve conflicts 
and to advance our political and economic interests on 
national and international levels. 

The media glorify war and honor those who die and kill 
others. Women and children are always the forgotten 
victims of war. The human pain and suffering caused by 
war is dismissed. 

The economies of all western nations, including Canada, 
is militarized. Around the world, military spending takes 
precedence over human needs. The world spends $20 
billion each week on munitions and military. The same 
amount of money would provide adequate food, clean 
water, basic health care, and primary education to every 
adult and child on earth. 

In Canada, $500 million was spent on the Gulf War, with 
little public debate. B u t  i t  took weeks of public campaign- 
ing by women from Newfoundland to British Columbia to 
prevent the federal government from cutting the $1.6 mil- 
lion that supports women's centres. 

Television, in particular, has transformed violence into 
public entertainment. I t  is "part of the game1' in profes- 
sional sports. Films and television celebrate violent male 
heroes and conflict, and women continue to be portrayed 
as the vulnerable victims of rapists and murderers. 

In pornography, sex and violence are linked. Pornography 
is a multi-billion dollar industry that hurts women. It 
promotes violence against women because it tells lies 
about women's sexuality. I t  promotes the myth that 
women want to be dominated, that they enjoy being hurt 
and degraded. I'ornography demeans and degrades all 
women because it reduces women to sexual objects. 



Both women and nien come to believe these powerful 
images reflect the norm in our society. This makes their 
message difficult to challenge. In the end, these messages 
act as cultural permission for violence against women. 

While ending violence against wonien will require 
widespread social and political change, we can start with 
the institutions and processes that Lve work in - labour 
structures. Despite many years of discussing women's 
equality and affirmative action, the leadership of many 
organizations does not reflect the number of women and 
workers of colour they represent. Many organizations 
have not succeeded in integrating women into dec-ision- 
making positions within the union. 

Uniors can take steps to ensure that women and women's 
perspclctives are integrated into the mainstream of union 
life. VVe can ensure that no  systemic or  hidden discrimina- 
tion prevents women - particularly women of colour, 
lesbians, and women with disabilities - from fully parti- 
cipating in the workplace and the union. 

We can take action to change what we see around us. We 
can use the programs, structures and organizational skills 
we have to promote the changes needed to end violence 
against women. 



Establish a women's committee to develop 
women members' leadership skills and to 
integrate women's concerns into union 
activities. If the union is predominantly 
female, consider establishing a human rights 
committee. 

Use non-sexist language in by-laws, 
constitutions, and contracts. 

Examine the language in contracts and 
benefit packages to ensure that women are 
treated equitably, and that no measures 
discriminate against women. 

Ensure that your constitution states all 
members of the union shall be treated with 
respect and dignity regardless of race, sex, 
disability, sexual orientation or national 
origin. Make sure this clause is widely 
publicized. 

Hold events and skills training workshops 
specifically for women in the union. 

Take special measures to make sure women 
are represented. For example, earmark 
positions for women on the executive board, 
or require that all union committees, such 
as the bargaining committee, have gender 
balance. 

In unions where there are workers ~f colour 
or aboriginal workers not represented in 

decision-making bodies, take special 
measures to increase participation and to 
involve these workers, including reserving 
specific positions for members of these 
groups as well. 

7. Establish a working relationship with 
women's centres or other women's groups 
in the community. Invite speakers to union 
meetings. Many of their goals - child care, 
pay equity, ending violence, and employ- 
ment equity - are the same as ours, and we'll 
achieve them more quickly together. 

8. Make i t  a union priority to win rights for 
part-time workers, many of whom are 
women. 

9 .  Provide education for union leadership and 
staff on recognizing and challenging sexism, 
racism, and homophobia. Use newsletters 
to ensure members recognize that winning 
social and economic equality for women is 
central to the labour movement. 

10.  Follow the example of unions like PSAC 
who have developed workshops (Men and 
Women Talking) to allow open discussion 
of concerns, stress, values, and perspectives 
that cause conflict between men and women 
in the workplace, within the union, and in 
society. 



CHAPTER 2 

Most couples quarrel. Some may shout insults at each 
other or throw things. Wife assault is something different. 
In wife assault, the central issue is power and control. In a 
battering relationship, the husband uses physical or  sexual 
violence, or psychological abuse to control his wife's 
behaviour. And wife assault is a crime. 

WHAT IS ABUSE? 
Each year, one in eight Canadian women is battered by her 
legal or common-law husband. While some kinds of abuse 
are more dangerous than others, any form of assault or  
abuse is serious and needs to be taken seriously. We have 
to abandon the attitude that it's none of our business. 
Violence against women in relationships is not a private 
family matter - it concerns us all. 

Abuse can take many forms. Physical abuse can be a shove 
or slap, a punch or a beating. Many women suffer bruises, 
black eyes, broken bones or  other injuries. Many women 

A;!? V ~ K J  AW ~ q j q : ~  rr vr~.q p ~ T ~ ~ y ~ q ~ ; l r r y  
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@ Does ~ O I A I '  p17rtner contimrally criticize z ~ h a t  yozl weal; io l~at  you say, hozu yozr act 
alld hozo you look? 
Does your partner o f ten  cull yozi insulting alrd degrading nmnes? 

@ Do you feel like yozi lleed to ask permission to  go out  and see yozrr friends and 
family? 

Q Do yozl feel lilcc no  matter .sohat you do, e ~ ~ e r y t h i n g  is al~uriys yoz~r  fault? 
Do you feel like yolr'ro always ~oalking olz eggshells tr~ying to a-cloid a11 argzit?~ent? 

* W h e n  you're lategetting home, does your partner harass yozr abozrt wlwre you ruere 
and ruho you were zoith? 
IS yozrr partner SO jealotrs that yotl're alzoays being accused o f  hnz~ing affclit-s? 
Has yozu partner threatelzed to /zzirt yo11 or the children i f  you leaue? 
Does your partner force yozr to  have sex whether yozi zoant to  or not? 
Has 3our pnrtner threatened to hit  yo^^? 
Has y o w  partner e17~r pushed, shoved or slapped yozr? 



are sexually abused - they may be forced to have sex either 
to avoid being assaulted or  after they have been beaten. 

Not all abusive relationships are physically o r  sexually 
violent. Many women are called names and put down, 
told they are fat, stupid, ugly or told they are terrible 
cooks, wives or mothers. Women are often harassed about 
imaginary affairs. Threats are common - a husband may 
thieaten to hurt himself or  his wife and children if she tries 
to leave him. Immigrant and refugee women speak of their 
husbands' threats to have them deported and have their 
children taken away. All these forms of psychological 
abuse hurt and control women. But often women who are 
psychologically abused may not identify themselves as 
battered women. 

Abuse can start at any time. I t  may begin soon after a 
woman marries o r  moves in with a man. It may start 
during pregnancy or  after the first child is born, and 
sometimes abuse begins after years of marriage. 

Abuse can happen at any time. I t  may happen daily, every 
weekend, or  once in a while. 

NO EXCUSE FOR VIOLENCE 
Many batterers apologize to their wives, promising never 
to hit them again. Though they may feel remorseful, most 
batterers do  not stop without outside intervention. A 
husband may tell his wife that the violence is her own 
fault, that if she was a better wife and mother this wouldn't 
happen. Others blame work and money stress for their 
violence. Many blame alcohol, although men who use this 
excuse hit their wives when they are sober as well as when 
they have been drinking. Alcohol is an excuse for violence, 
not the cause. 

There are no acceptable excuses for violence. Batterers 
must take responsibility for their abusive behaviour. 

BATTERED WOMEN ARE ISOLATED 
Isolation is a common experience for women in abusive 
re1ation:;hips. Some men who batter control all the family's 
money. Even if his wife works outside the home, the 
husband controls how much she has to spend. O r  he may 
never be available to look after the kids so she can go out. 
He may phone constantly to keep track of her time. He 
may be so jealous and possessive it becomes too dangerous 
for her to go out with friends because when she returns, he 
beats her and accuses her of having an affair. Some men 
belittle their wives in front of family and friends, or 
otherwise behave so badly that people gradually stop 
visiting. All this isolates a woman from the support of 
friends and family, and makes her more vulnerable to her 
husband's negative criticism. 



,.,my young women are abused in their dating relation- 
ships and also find themselves isolated from family and 
friends. At the start, a boyfriend's jealousy and possessive- 
ness can feel like love - he loves her so much that he wants 
her all to himself. He becomes angry if she talks to friends 
or has activities that don't include him. In time she becomes 
more and more isolated as he controls who she sees and 
how she acts. 

As friends and family, instead of withdrawing because 
we're uncomfortable, we can offer support by speaking 
out about what we see. Men especially can take 
responsibility by confronting other men who they suspect 
or know are being abusive. 

DOUBLE ISOLATION 
Many battered women are doubly isolated. Women in 
rural or isolated communities and First Nations women 
living on reserves may have nowhere to go. Immigrant and 
refugee women who don't speak English may not know 
there are services available to help them or services may 
not be culturally sensitive to their needs. They may also be 
reluctant to call the police for help because of bad 
experiences with the police in their original country. 
Transition houses may not be accessible to women who 
are physically disabled. 

Women in lesbian relationships are also battered. 
Homophobia makes i t  hard for many women to be open 
about being lesbian, and to tell anyone that they're 
battered is even more difficult. The fear of not being 
believed and other people's homophobia increases their 
isolation. 

Young women are often under great pressure to have a 
boyfriend and for some, having an abusive boyfriend is 
better than none. Being in a relationship may make a 
young woman feel like an adult and her boyfriend may be 
. I  1 1 I . .  1 1 1  1 



because no matter what they do they are blamed for what 
happens to them. After a woman leaves an abusive 
relationship, she may blame herself for getting involved in 
the first place. Many women fear that it will happen again. 
Women feel fear and anger towards their husbands, but 
many women also feel sorry for them. 

HOW WOMEN TRY TO STOP THE ABUSE 
Women do not like being battered, nor do they passively 
accept abuse and assault. In fact, women are continually 
trying to make it stop. Because most women love their 
husbands but hate the abuse, they try to get their husbands 
to seek help for their drinking or anger problems, or  to go 
for marriage counselling. Usually their husbands refuse or 
go for a few sessions and then drop out. 

Some women try to change how they act, try to anticipate 
their husband's expectations and needs, try to read his 
moods and avoid saying or  doing anything to upset him. 
However, her attempts to stop the abuse do not work as 
her behaviour is only his excuse for the abuse, not the 
cause. 

W Y  IT'S HARD FOR WOMEN TO LEAVE 
Battered women usually feel ambivalent about ending 
their relationships. For most women, the relationship has 
not been all bad. Also, women in our culture are taught to 
take responsibility for the well-being of the family and 
relationships, so battered women often feel that if they try 
harder or stay longer they can change their husband's 
behaviour. By leaving, they feel as if they have failed. Most 
battered women leave and return a few times before they 
are ready to make the final break. 

Economic dependence and the threat of poverty also keep 
many women in abusive relationships. Women with 
children who decide to leave their relationship face the 
same difficulties most single mothers face: a lack of 
adequ'lte child care, affordable housing, and adequate 
incomc. If a woman needs to rely on social assistance, she 
and her family will live in poverty. 

Young women abused by their boyfriends may not live 
with them or be economically dependent on them. So why 
do they stay in the relationship? Sometimes they stay 
because they feel sorry for their boyfriend if he's had an 
unhappy childhood or  a troubled past. Often they feel 
they can help him or change him. Some young women 
come to believe i t  when their boyfriends tell them the 
abuse is their own fault and that they deserve it. 

Many women try to leave. Some go to friends or  family 
who are either supportive or  who encourage her to go 
back and try again. Other women go to a transition house. 



A transition house provides a woman and her children 
with a safe place to stay and support from workers and 
other women in similar situations. There she is no longer 
isolated and alone. At a transition house there is practical 
information and time to think. If a woman leaves a 
transition house to go back to her relationship, she leaves 
with ncw information about her situation and with the 
knowledge that there is support for her whenever she 
needs i t  again. 

When women leave their husbands, they are often followed 
and forced or persuaded to return home. Many go back 
because they believe their husband's promises to change or 
to seek help. Some women return for their children's sake, 
believing the children need their father. Immigrant women 
may be ostracized by their immediate community and 
extendtd family if they do not return to their husbands. 

Sometimes when a woman leaves, the abuse doesn't stop. 
Batterers often use visits with their children or custody 
fights to try to maintain control over their wives. Often in 
battering relationships, the most dangerous time for a 
woman is when she leaves. 

THE WORKPLACE - HELPFUL RESPONSES 
For one battered woman, work may be a safe place where 
she feels worthwhile and competent and where she can 
socialize with co-workers. I t  may be the only place she can 
be herself and not feel afraid. 

Anothtr woman may be tense or anxious at work. She 
may receive harassing calls from her partner and live in 
fear of losing her job because of his behaviour or her 
absences. She may not tell anyone what is happening 
because she's afraid they will judge her. 

If a friend or co-worker tells you she is being battered, you 
may be surprised. She may never have told anyone 
because she was afraid no one would believe her. If her 
husband is well-liked and respected, i t  may be difficult for 
her friends and family to believe that this charming man 



r+ Believe heu. 
@ E n c o z ~ r a g ~ ~  blit do17't pr-essrtrre her to tnlk about the a h s e .  
* Listen to he!: Support her feelings zoithorit jzidging her: 
r+ Let j7cr ki1070 that she is not  alone. Wife assault happens to many zoomen. 

Rer~sstlre hcr that the abuse is not  her fault. She is not  to  blame. 
Give 17cr clcar inessages tlmt: 

She cudt  change her partner's hehauio~lr: 
Apologies and promises will not  end the violence. 
Violcrlce is never justifiable. 

n Her physical safety is the first priority: disc~tss her options and help her make plans 
for her and her children's safety. 

0 Respect her need for confidentiality. 
Give her the time she needs to make her o w n  decisiom. 

fl If she is not  ready to n ~ a k e  major changes irz her life/ d o  not  take away yo~trsupport .  
Your szipport may  he -tohat will make it possible for her to act at a later date. 
Give her a list of key commlinity resoz4rc~s that sz~pport  and work with assatilted 
wometz. 
Battered women need our sltpport and encouragement. Some forms of advice can 
he harmful or dangerous. 

Source: Vis-A-Vis Newsletter, Spring 1991, Family Violence Program - 
CCSD & Battered Women's Support Services pamphlet. 



1. Make abuse an issue. Invite speakers, run 
films, and have lunch hour workshops o r  
educationals at a general meeting. Create an 
environment in your local in which honest, 
open discussion about abuse is possible. 

2. Make links with the local transition house, 
helpline or women's centre working in the 
community. 

3. Negotiate employer-paid legal assistance for 
use by abused women. 

4.  Adopt a family education program so that 
union members and spouses can discuss 
relationships and family stress. 

5. Change the focus and expectations in 
steward training so that stewards learn more 
about where they can refer members for 
help. 

6. Establish a union counsellor program in 
your local so you have individuals with 
counselling skills who are knowledgeable 

about local services for abused women and 
abusers. Check with women's centres or  
groupsin your community to find programs 
that are actually helpful for women. 

7. Address the confidence level of women by 
running assertiveness training workshops 
to help women claim their rights. 

8. Run articles in union newsletters on the 
issue of abuse and the work of community- 
based organizations. 

Q .  Introduce materials into the workplace from 
the local helplines and transition houses - 

some women may need this information. 

1 0 .  Begin actively suppor t ing  your  local 
women's centre or transition house. If there 
isn't one, use union organizational skills to 
get one started. 

11. Lobby the provincial government for 
increased funding for transition houses and 
shelters. 



CHAPTER 

'Tn June two nurses were assaulted in the psychiatric ward 
of  a large Lower Mainland hospital by a patient so violent 
that the locdpolice had to be called. One of  the nurses was 
kicked and punched in the face and required emergency 
treatment; the other, who ducked out o f  the way of  a 
thrown chair, suffered back injuries when pinned against 
the wall. A week later at the same hospital, a nurse was 
attacked on the surgical floor by an intoxicated patient. 
Several weeks earlier, a nurse had been accosted in the 
hospital's parking lot by a man with a gun. The hospitalis 
still requesting funding for 24 hour security." 

B.C. Nurses Union 

Not an unusual month at this health care facility, or at any 
other across the country. In 1990, the Newfoundland and 
Labrador Nurses' Union found 37 percent of nurses in 
their organization had been physically abused at work, 71  
percent of those said they'd been abused in the past year. A 
l o 9 1  survey by the Canadian Union of Public Employees 
in Nova Scotia showed a majority of its members working 
in the province's 19  special care homes had been abused 
on the job. 

Kicks, bites, slaps, punches, gouges, beatings, even rape 
and murder are on-the-job realities for many women 
working in hospitals, psychiatric and long-term care 
facilities, centres for the developmentally handicapped, 
group homes, young offender facilities and prisons, and 
private homes across the country. 

Women who work in any of these facilities - nursing 
aides, social workers, cleaners, kitchen staff, and laundry 
workers -- are at risk and report increasing incidents of 
physical abuse from residents, clients, patients, patients' 
relatives, and the general public. 

Health care workers in a special extended care unit in 
British Columbia recorded 2,778 incidents of punching, 



slapping, pinching, kicking, tripping, biting, head-butting, 
and hair-pulling during a 100-day period. 

Women providing services to the general public are also 
reporting increased levels of physical abuse. Women in 
welfare and unemployment insurance offices, workers' 
compensation branches, motor vehicle branches, airport 
ticket desks, waitresses and barstaff are all at risk. 

Workers who enforce unpopular rules or the unpopular 
policies of a hated government, who must relay disap- 
pointing or frustrating information, or who must deal 
with frightened or grieving families, find themselves on 
the receiving end of abuse. 

BLAMING WORKERS 
Many workers are prepared to explain away abuse by 
pointing to de-institutionalization of psychiatric patients, 
aging populations, and increasing levels of stress in soci- 
ety, but many unions maintain that women in service 
delivery are being attacked simply because they are 
women. Their risk of attack is increased by management 
attitudes that violence goes with the job. 

Service workers, caregivers, and other front line staff 
maintain that too often management dismisses incidents. 
O r  they blame the worker. The attitude of doctors and 
supervisors often is that if*a worker is injured, it's a result 
of their own negligence. Many times, the first question 
asked is "what did you do to provoke it"? 

For social workers, nurses, and other caregivers who view 
themselves as professionals, this kind of blame is hard to 
escape. Supervisors and even colleagues suggest "if you 
were acting professionally this wouldn't have happened:' 
The individual, like a woman who is battered, blames 
herself for not being able to cope with the situation. 

Even more disturbing is the reality that managers, supervi- 
sors, and other workers in positions of authority, such as 
doctors, accept no responsibility for preventing or even 
intervening in a violent attack on a woman worker. 

Often individual workers themselves, especially in the 
health care field, deny their own experiences or dismiss 
them as inconsequential. When asked about violence in 
the workplace they say there is none because there are no 

" :hblades. They forget or file away the 
)ulling, biting, or punching. 

.C. Nurses Union, for example, showed 
>f nurses did not even report incidents. 
)f other workers. 

ions, neither the police nor the courts 
d y .  Incidents that on the street would 
charges, are dismissed as "part of the 



job:' When individuals lay charges, with union assistance, 
unions are accused of grandstanding and the individual is 
ridiculed in the press or  the courts. 

OTHER RISKS 
ludges faced with an individual who is institutionalized 
for developmental or  psychological problems are quick to 
assume that such treatment means the person is incapable 
of taking responsibility for their actions. 

Racism against women of colour, immigrant women or 
First Nations women can be an element in the attacks. This 
is particularly the case in physical abuse of foreign 
domestic workers who care for children in private homes. 
They are alone in a new country, far from family and 
community supports. They are often unprotected by 
employment standards legislation, anxious about ieop- 
ardizing their immigration status, and uncertain about 
their rights. As well as their race, these factors make them 
very vulnerable to exploitation and abuse. Sexual harass- 
ment, beatings, and rape are reported by these workers 
across Canada. 

In health and social services delivery, government 
underfunding and cutbacks mean chronic staff shortages 
that increase worker risk. Outdated bc~ilding designs 
contribute further to unsafe working conditions, when 
individuals must work out of communication range and 
are virtually alone with clients or patients. Few institu- 
tions or offices have modern security or  communications 
equipment that reduce risk. 

RESPONSIBILITY 
The employer has a responsibility under health and safety 
legislation in Canadian jurisdictions to provide a safe 
workplace, and to take both remedial and preventive' 
action. 

In many jurisdictions, all workers, including those in 
psychiatric facilities and correctional facilities, have the 
right to refuse unsafe work assignments. But to win 
improvements, women and their unions must assert their 
right to work in safety. And to assert rights, workers must 
believe in their entitlement to a secure workplace. Unions 
must provide opportunities for workers to discuss their 
experiences and their rcactions. We must advise workers 
of their rights, and demand on their behalf an acknowl- 
edgment that violence on the job is unacceptable. Unions 
must work for changes that reduce the risk of violence in 
the workplace. 



1 .  Use articles, letters, policy statements, and 
convention resolutions to make violence 
against workers an issue in the union. 

2. Run educationals, make and show videos, 
and print brochures that encourage workers 
to correctly identify and name their 
experiences. Make certain that members are 
aware of their legal rights and :he union 
resources available to them. 

At each workplace, negotiate procedures 
for dealing with incidents of violence. 
Clarify the responsibility of management 
and co-workers. Clarify who will call the 
police, who will notify the union, who will 
look after the medical needs of the 
individual, and what reports will be made 
and by whom. 

4. Arrange meetings between management and 
union representatives and representatives of 
the local police force to discuss the 
workplace situation and the police response. 

9 .  Negotiate provisions for educationals for 
hospital personnel so they are aware of their 
responsibility to intervene when patients 
are aggressive. Develop and push for an 
emergency response plan to deal with 
aggressive clients using either an in-facility 
team or security. 

10. Ensure all personnel coming in contact with 
patients are trained in security or self- 
protection. Make sure training reflects the 
realities of their work and staffing levels. 

11. If members are governed by licensing or 
professional bodies, try to ensure com- 
municat ion with these organizat ions 
regarding policies and procedures for 
dealing with violence in the workplace. 

12.  Make links with community groups who 
are working to end violence against women. 

13. Make public presentations to council 
meetings, legislative committees, and use 

5. Encourage workers to press charges. Meet other opportunities to bring the issues faced 
with representatives of the provincial by workers delivering community services 
Attorney General's office if courts are to the attention of the community. 
unsympathetic. 14.  Negotiate contracts that oblige the employer 

6. Bargain and lobby for increased staff levels to take responsibility, to provide informa- 
and an end to working alone. tion on patients or clients with a history of 

7. Secure employer-paid counselling for abusive behaviour, and to take responsibil- 

individuals who  may have difficulty ity for in-service training on dealing with 

returning to work or who suffer emotional violent patients or clients. 

and psychological consequences long after 15. Lobby for changes to health and safety 
an incident of violence. legislation and regulations to ensure that all 

8. Conduct a safety audit of your workplace, workers have the right to refuse unsafe 
examining work procedures, building work, to provide for minimum staffing 
design, and scheduling patterns to uncover levels, and to make it the employer's clear 
situations and circumstances that place responsibility to provide security in the 
workers at risk. workplace. 



CHAPTER 4 

Many of us know a friend, relative, or  co-worker who was 
abused as a child. Some of us have begun to h a w  
memories of our  own past abuse. Whether abuse is 
physical, emotional or  sexual, all abuse hurts and has 
consequences for a child's developing sense of self. 

PHYSICAL ABUSE 
Each year thousands of Canadian children are physically 
abused and neglected. Some are deliberately denied the 
basic care they need to survive. Many sustain injuries 
ranging from bruises, cuts, and burns to broken limbs. 
Infants are most at risk for fatal injuries from being thrown 
or  shaken. Yet our culture still approves of the use of 
physical force to punish children. Physical abuse is often 
disguised as discipline. 

Early research into child abuse assumed that because 
women are primarily responsible for children's care, 
mothers are more likely to abuse their children. In recent 
years, studies have shown that children are as likely to be 
abused by their fathers as their mothers. In families where 
there is wife assault, the children are more likely to be 
abused by their fathers. 

EMOTIONAL ABUSE 
While any child who is phyqically or  sexually abused is 
also psychologically harmed, many children are specific- 
ally emotionally abused. They are constantly put down, 
rejected, made a scapegoat, belittled, criticized or  isolated. 
Children who see their father batter their mother also 
suffer negative effects. Even though the abuse is not 
directed at them, the violence and tension in the home has 
a serious impact. 

Children's behaviour provides clues to their pain and 
indications of possible abuse. When children suddenly 
become aggressive, silent, withdrawn, fearful, tense or  
anxious, they are trying to tell us something is wrong. We 
need to I~sten. 

Ticcollecting O u r  Livcs CONSEQUENCES 
\/tTonicn's Rcsearch Cen trc There are many serious and long-lasting consequences for 



children who are abused. I t  hurts to be hit. It hurts to be 
called names, put do~vn ,  yelled at, and told you can't do  
anything right. Children may well grow up believing those 
messages. A child who has been abused may also grow up  
believing that it's okay, indeed right, to hit o r  put down 
less powerful people. Significantly, little girls often grow 
up believing those negative messages apply to them, and 
little boys grow up  believing they have a right to abuse 
others. 

SEXUAL ABUSE 
Sexual abuse is any sexual activity or  behaviour that an 
older person imposes on a child. Two out of every five girls 
are sexually abused before they turn sixteen. Boys are 
sexually abused too, though in fewer numbers. Though 
there are exceptions, most abusers arc male. 

The men who sexually abuse children are not weird 
strangers. They are usually someone the child knows, 
often a member of her family - an uncle, older brother, 
grandfather, or her dad or  step-father. Recent research 
suggests that boys are more likely to be abused by 
someone they know outside of the family. 

Child sexual abuse ranges from sexual touching to rape. 
The abuse may be isolated incidents or  it may go on for 
years. The abuse often begins gradually and progresses 
over time. Some women recall sexual abuse beginning as 
early as infancy or  can't remember ever not being abused. 
The abuse may stop as a child gets older, or  it may 
continue until she leaves home. Any act of sexual abuse is 
harmful and damaging. 

A BETRAYAL OF INNOCENCE 
Children depend on adults to care for them and meet their 
needs. They are taught to respect and obey adults' author- 
ity. Abusers take advantage of children's dependence and 
powerlessness. Because children know, trust, and often 
love the abuser, he may not need to use force, at least in the 
beginning. Instead, children are often manipulated and 
deceived by the abuser who disguises the abuse as a game, 
c n v  n r j ~ l r q t ; r \ t ,  -$$-+;m or punishment. 

Gguised as affection, the child is told 
~ d .  She may be given extra attention 
user manipulates children's need to 
pecial. 

d to and manipulated, they become 
is happening to them. This makes it 
tell anyone they are being abused. 
;er and are easily tricked by his 
jing the abuse as a game or  affection, 



the abuser hides the truth of what is happening and 
protects himself from being found out. 

Often children who are sexually abused are told that the 
activity is a secret and they are not to tell anyone. At first a 
child may be told not to tell because no one would 
understand or Mommy would be upset if she found out. 
Abusers often threaten children so that the abuse will stay 
a secret. Children are told that no  one will believe them. 
O r  they are told that something terrible will happen to 
them, the abuser or  the family. 

When children are told by the abuser that the abuse is their 
fault, they feel guilty. Children come to believe they are 
abused because they are bad or  because they wanted love 
and affectim. Because the abuse is a secret between the 
child and the abuser, the child ends u p  feeling some 
responsibility. The longer the abuse continues without 
being disclosed, the more guilt and responsibility a child 
feels. 

Despite their guilt and confr~sion, children do  try to tell us 
what is happening to them but often we d o  not hear or  
understand. Sometimes a simple statement like "I don't 
like Grandpa anymore1' is a child's way of telling us she is 
being abused. Children's ways of telling are indirect and 
often non-verbal. 

HOW CHILDREN ARE BLAMED 
Children are often blamed for sexual abuse. When sexual 
abuse is disclosed, most abusers deny the abuse and say 
the child is imagining it. But children don't lie about sexual 
abuse. Experts say it is impossible for children to imagine 
sexually explicit behaviour they have not experienced. 

Children are also blamed for sexual abuse by being called 
seductive. This myth shifts responsibility for the abuse to 
the child and ignores the power and authority of the 
abuser. It is dangerous because it denies children's 
innocence. Seductive behaviour is learned. Girls who have 
been se:<ually abused are taught that sex is a way to get 
approval and affection. Their behaviour is the result of 
being abused, not the cause. 

THE IMPACT OF SEXUAL ABUSE 
Child sexual abuse is a terrible burden for children. It sets 
them apart from their friends and other members of their 
family. They feel different, alone, and isolated. Women 
who were sexually abused describe their childhoods as full 
of fear, ncver knowing when the abuse would happen 
again. They describe feeling embarrassed, ashamed, bad, 
wrong and flawed. A child who is sexually abused loses 
her childhood. Her safety and security are taken away. 
Her innocence and trust are betrayed. Her body is violated 



and she is made to fcel guilty and responsible for what has 
been (lone to her. 

MOW CHILDREN COPE 
Children often cope with sexual abuse by trying to forget 
i t ,  to block it from their minds and pretend it isn't 
happening. They numb their feelings or "leave their 
bodies" so the abuse seems as if  i t  is happening to someone 
else. These are such common and effective ways for 
children to cope that many women reach adulthood with 
no memorv of being sexually abused. Women describe 
gaps in their memories of childhood and intense feelings 
which do not seem connected to events they can recall. 

While forgetting or  blocking the abuse can help children 
survive, it makes healing difficult. With little memory of 
it, it is easy for women to doubt the truth of their own 
experience. Without memory, women suffer the conse- 
quences of abuse but have no events to connect their 
feelings to. This makes things feel unreal and women may 
feel as if they are crazy. 

Children develop survival skills to escape, cope, and hide 
from the pain of their abuse. Some women say they used 
to cut off from their feelings and focus instead on intellec- 
tual achievement. Other women become helpers, focusing 
on taking care of others. Still others use drugs and alcohol, 
or delvelop eating disorders. Some women avoid sexual 
relationships to feel safe, while others use sex as the only 
way they know to seek love and approval. 

TELLING IS HEALING 
Many women never tell anyone they were sexually abused. 
Some women tried when they were children but because 
they weren't believed, they don't risk telling anyone again. 
When sexual abuse is not disclosed and acknowledged, 
healing cannot take place and the abuse affects all aspects 
of a woman's life. To heal, women need to break their 
silence and tell their secret to someone who believes them. 

Many women find help in individual counselling and 
group work with other women who have been abused. 
Groups break the isolation and secrecy of sexual abuse 
and provide a safe place for women to share their 
experiences. 

As women heal they come to believe and accept that the 
zahi~co -.A-zac nnt bhoir F>iilb t h 3 t  t h o v  T A T ~ ~ P  nnwerleSS as 
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TO LISTEN 

w- v UNDIVIDED 

-ATTENTION 

HEART 

These Chinese characters that 
make up the verb "to listen" tell us 
something significant about the 
skill of listening. How often in our 
daily lives do we really listen to 
those around us? 



not want to face the issue or feel that maybe it isn't any of 
your business. We need to acknowledge these feelings and 
deal with our discomfort so we can talk openly about 
sexual abuse. Women who have been sexually abused 
need us to listen, believe, respect, and support them. We 
need to use our anger about sexual abuse to take action to 
stop i t  and to assist survivors. 

dake parenting courses a routine part of 
mion education programs. 

lave your union sponsor workshops for 
ncest survivors - approach the employer to 

share or assume the cost. 

3. Approach the local school board and 
teachers' association about offering class- 
room programs on the prevention of child 
sexual abuse. 

Offer family education programs to bring 
union families together to discuss the union 
and stress on family relationships. 

Ensure your workplace has trained union 
counsellors who know what resources are 
available in the community to assist incest 
survivors. 

6. Advertise and promote awareness in the 
workplace of community events and educa- 
t iona l~  on child abuse. 

7. Ask women's groups who work with incest 
survivors to write articles in your local 
newsletter on surviving and preventing child 
abuse, and on child prostitution. 

S. Identify community groups working to pre- 
vent child abuse, and work with them on 
projects and education materials. 

9 .  Lobby your city council to establish a kids' 
helpline in your community. 

10.  Actively lobby provincial and federal 
governments for a licensed, affordable child 
care system in Canada. 



CHAPTER 5 

Whether we realize it or not, almost all of us know a 
woman who has been raped - they are our sisters, 
daughters, wives, friends or co-workers. Rape or sexual 
assault is the use of threats or physical force to coerce a 
woman into sexual activity. 

Women live with the threat of rape every day in countless 
situations - while a woman waits alone for her bus after a 
night shift or meeting; when she's working on her own in a 
store, office, or hospital; when she's out on a solitary walk 
or run; or when a date refuses to leave her apartment. The 
fear of rape controls women because women continually 
organize their lives to avoid situations where they might 
be raped. 

MYTHS ABOUT RAPE 
MYTH: Only young, attractive women are raped. Just 
being a woman makes a woman a target. Being very young 
or very old increases the risk. Women who have a disability 
are twice as likely to be sexually assaulted. Immigrant and 
refugee women and domestic workers are at risk from 
officials or  employers who may threaten deportation if 
they don't comply with sexual demands. Homophobia 
increases lesbians' risk of being raped because they are 
lesbian. 

MYTH: Women are u&ally raped by a stranger in dark 
alleyways or parks. Two-thirds of women know the men 
who rape them. The rapist may be an acquaintance, a 
neighbour, a date, a co-worker or husband. O r  the rapist 
may be an authority figure like a boss, doctor or therapist 
who abuses the power and trust of their position. Most 
rapes happen indoors in homes and offices. 

MYTH: Women ask for or provoke rape. This js a 
dangerous myth, because it implies that women really 
want to be raped or  deserve to be raped because of what 
they wear or how they act. Women do not want to be 
raped. Rape is an act of violence. The myth that women 



want to be raped is promoted in pornography and some 
mainstream films and videos. These images distort female 
and male sexuality by showing women as submissive and 
subordinate and men as aggressive and dominant. This 
inequality promotes sexuality characterized by coercion 
and force instead of mutual consent and respect. 

MYTH: Rape occurs because men "lose control!' In fact, 
almost all rapes are planned. A key factor is isolation - a 
deserted building, a school, park, home, street or  office. 
Rapists often target women they believe will be less able or 
less likely to prevent the rape. 

THE IMPACT OF MYTH 
These myths imply that women's sexual attractiveness 
causes rape. The myths say not to believe women when 
they say "no" because women want to be and enjoy being 
raped. And the myths say that how a woman dresses or  
acts makes her responsible for rape. 

These beliefs shift responsibility for rape from the rapist to 
the victim, and they may blame women who are raped. 
They may also lead us to see a woman who is raped by a 
stranger as the innocent victim of a violent assault, and to 
blame a woman who is raped by someone she knows. 

It isn't difficult to understand why women are often 
reluctant to report rape to police and go through a trial. 
They fear being blamed, judged, and disbelieved. In court, 
many women feel as if they are the ones on trial. The court 
process is often called "the second rape:' We can help 
women who go to court after they have been raped by 
offering our  support throughout the difficult legal 
proceedings. 

THE IMPACT OF RAPE 
Most women describe rape as a life-threatening situation 
during which they do not know if they will be seriously 
injured or  killed. Women are often verbally abused and 
may be physically abused or threatened to prevent them 
from telling anyone. 
A woman copes by doing whatever she can to get through 
i t  alive. There is no right or wrong strategy. Depending on 
the situation and her relationship to the rapist, a woman 
may scream, fight back, try to escape, lie, beg him to stop, 
cry, or try to talk or joke her way out of it. O r  a woman 
may become passive, especially if she is being threatened. 
Becoming passive is not consenting. 

Women who have been raped commonly describe feeling 
dirty, used, humiliated, and degraded. Many women 
bathe and shower over and over trying to feel clean again. 
Women feel sad, angry, powerless, and lonely and describe 



feelings of deep loss for a part of themselves that has been 
taken away. Grieving this loss means moving back and 
forth through levels of denial, anger, and acceptance. 

Women may feel guilty after a rape. They blame them- 
selves for not protecting themselves, for not avoiding the 
situation altogether. A woman may not even call what 
happened to her on a date as "rape" until years later when 
she sees a program or reads an article about date rape. 
Because women are often blamed for men's violence, i t  is 
easy to understand how women feel shame and guilt after 
a rape. Shame and guilt often prevent women from telling 
anyone what has happened. 

Being raped often creates a crisis in a woman's relationship 
with her husband or boyfriend. Many men feel angry at 
the rapist and powerless to protect their wives and 
girlfriends. But they may also not understand why it takes 
so long for a woman to heal or how to help her. 

HOW WOMEN COPE 
Women try many things to cope with their loss of safety. 
Some women change routines, like their routes to work or 
their daily walk or run. Some women dress in baggy 
clothes to make them feel less visible and therefore, less of 
a target. Some change the locks on their doors, move to a 
new area, take a roommate, get a dog or quit their jobs. 
Many women find self-defense classes give them back a 
feeling of strength and security. 

Sometimes women deny what has happened. They try to 
forget it, to get on with their lives and re-establish their 
routine as quickly as possible so life will feel normal again. 
Some women use alcohol, drugs or  food to numb their 
feelings. 

THE WORKPLACE - HELPFUL RESPONSES 
Women who have been raped need to talk to someone 
they can trust, someone who will believe them. Being 
listened to and believed relieves feelings of shame and guilt 

I and ends the isolation as women realize they are not alone. 
I 

Rape victims need to regain a feeling of control in their 
lives. So if a friend or co-worker comes to you for support, 
it is important not to tell her what to do  nor make 
decisions for her. 

I 

If a friend or co-worker tells you she has been raped by a 
man that you know, i t  may be hard to accept and believe 
her. Accepting that someone you know is a rapist can feel 
threatening. Part of you may still want to believe you can 
identify a rapist by how he looks, even though you know 

1 deal with these kinds of 
at women because their 



experience makes you feel uncomfortable. We must believe 
women who have been raped. 

In many communities, women have established rape crisis 
centres that offer emotional support, information, 
assistance, and advocacy. Their services are also available 
to anyone who needs information, who wants to offer 
support to a woman but is unsure of what to say, or who 
needs support themselves. 

The myths about rape hurt women. We need to challenge 
them and unlearn them. We need to respond to womer 
who have been raped by believing them and not blamin~,  
them. 

obby your clty council to conduct a safety 
ildit of the community. 

onduct a safety audit of your workplace, 
nd negotiate improven~ents and measures 
lat increase women's personal safety. 

'ontact organizations in your community 
)r materials on date rape and make them 
vailable to parents in your locals who may 
ave teenagers. 

,dvertise the "Take Rack the Night" marches 
a e women I your community and encour g 

,om the union to take part. 

5.  Pressure for regulations that oblige employers 
to provide sate transportation for women 
employees leaving work at night. Lobby the 
city and province to provide public transport-. 
ation systems, including schedules and 
physical arrangements, that are safe. 

6 .  Offer self-defense courses for women as par1 
of union educationals. 

7. Contact and support rape crisis centres in 
your community. 



CHAPTER 6 

"The first day o f  work I walked into the coffee room and 
the walls were covered with pinups. When I asked the guys 
to take them down they got really hostile. Iremember one 
guy going on and on about freedom o f  expression .... but to 
me they were really embarrassing, I'm sorry, but I jrist 
couldn't enjoy m y  break sitting there Iooking up at Miss 
April with her legs spread and Miss July with her butt up 
in the air, The whole thing got really confrontational. 
Somebody wrote m y  name on one o f  the grossest pictures. 
What astonished me was the anger. I mean it was only 
about pictures, and you'd have thought b y  their reactions 
that I'd shot their dog" 
Annoyance, embarrassment, humiliation, fear, anguish. 
Sexual harassment is still one of the most common 
occupational hazards experienced by women in the 
workplace. It happens to young women on their first job, 
and to women who have been in the work force for years. 

W H Y  DOES IT HAPPEN? 
The reasons why people harass aren't  complex. 
Harassment is a power play, motivated by a desire to 
exercise control over others, fuelled by sexism or racism or 
a fear and dislike for what is different. Harassment 
includes remarks and actions, intended to hurt, to embar- 
rass, to confuse, to destroy an individual's confidence, to 
make someone cringe when the harasser comes around. In 
some workplaces, especially in non-traditionally female 
jobs, displaying graphic pornography is designed to make 
women feel uncomfortable, "foreign," and to drive them 
out. 

LVhen the target of harassment is a woman of color, an 
immigrant woman or a First Nations woman, or  if the 
worker has a disability or is lesbian or gay, sexism, racism, 
and fear of difference are often intertwined. 

I t  is possible for harassment to be unintentional. I t  may 
result from someone's ignorance of the impact of their 
behaviour. The test of a claim that harassment was 
unintentional, and "all meant in fun:' is the harasser's 
willingness to change once it's clear that their behaviour 
,ffends or threatens others. 

J n f ~ r t u n a t e l ~ ,  the usual response to complaints of 
~arassment is defensiveness, denial, and blame. People 
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aren't comfortable dealing with harassment or discussing 
harassment in the workplace. 
It's easier when a manager harasses an employee - 
workers are used to seeing management as ;I problem. But 
even in this situation, it's hard for the ~ndividual who is 
being harassed. She may be embarrassed that she can't 
control the situation. She may feel she is somehow to 
blame for encouraging or not being able to stop the 
unwanted attention. But when harassment comes from a 
co-worker, it's even more difficult because workers take 
sides. Stereotypes about women, that "they ask for it:' 
that thcy're to blame suddenly surface. Personal loyalties 
cut across gender lines. 

Part of the conflict may arise because a woman challenges 
a workplace culture that is sexist, and offensive to many, 
but that no one has ever challenged before. Co-worker:; 
may become defensive because everyone has subscribed to 
the behaviour, either committing the offence o r  
accommodating themselves to it. Everyone has always 
followed the unwritten rules, even i f  they don't approve oc 
them. 

Some people will deny that anything happened, or that it's 
unusual or significant. "We were only fooling around:' 
"Everyone jokes around like that here. It's just part of the 
jobi' Men, and sometimes women, blame the person who 
complains, saying "she doesn't have a sense of humour" o* 
they point to other women in the workplace saying "none 
of the others complain:' 

Other women may, in fact, keep the dynamic of sexual 
innuendo, and graphic jokes going in their workplace. 
This doesn't invalidate a complaint. 

Workers will also blame outside forces - "feminists" who 
are forcing unnecessary changes on an unwilling society. 
This is often combined with appeals for sympathy by thc 
harasser. "Boy you can't even compliment a woman now, 
without someone screaming that it's sexual harassment:' 
This is intended to portray the plight of the harasser as 
more important than his effect on the woman who has 
been harassed. 

THE IMPACT OF HARASSMENT 
In a workplace where vulgar sexual remarks, innuendo, 
leering, pin-ups, and groping are commonplace, it can be 
confusing when someone objects and calls it harassment. 
Confusion is understandable, but not insurmountable. 
The reasons to change are powerful because of the nega- 
tive effect harassment has on its target. 

Women who are harassed may be embarrassed that they 
can't control the situation. They feel frustrated, powerless, 
and sometimes they are very frightened. They are always 
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4 women swallow their anger and try to 
feelings, especially when they discover that 
encourages the harasser. 
anger and stress makes people sick. Many 

ches, nausea, insomnia, hypertension, heart 
 pressi ion, and ongoing anxiety. Like any 

hazard, harassment affects work perform- 
I who see no support from co-workers o r  the 
o find ways to avoid the problem. They book 
look for transfers. Studies show that the 
~g majority of women w h o  experience 
)n the job quit. They carry emotional scars 
a financial penalty. The harasser, meanwhile, 
qtinue tormenting the next woman worker 
long. 

IT'S AGAINST THE LAW 
Sexual harassment is illegal. Over the past few years, 
human rights commissions across the country have slow!y 
expanded definitions of harassment and the responsibility 
for intervening. They've made it clear that harassment 
includes unwanted physical touching, patting, leering, and 
verbal abuse, as well as demands for sex accompanied by 
threats. They have eliminated ignorance as a defence and 
view what should reasonably be known to be unwelcome 
comments or conduct as harassment. And they have ruled 
that pin-ups, graffiti, jokes, and slurs, even when they are 
not directed at an individual, can poison a work 
environment, making it hostile and intimidating for 
women workers. 
The Supreme Court recognizes the health effects of 
harassment, and has ruled that targets of sexual harass- 
ment are entitled to workers' compensation. 

Employer attitudes often sustain work atmospheres that 
belittle women, but recent commission rulings indicate a 
union will be held legally liable along with the employer i f  
the union leadership is aware that harassment is occurring 
and does nothing to stop it. 

UNION RESPONSE 
Unions have taken an active role in addressing workplace 
harassment. Since the seventies, unions have passed 
resolutions and policy statements condemning workplace 
harassment .  They  have fought  against  corpora te  
advertising programs that belittle female employees o r  
that use sexual innuendo about workers to sell corporate 
services or products. 

Some unions have implemented special expedited 
grievance processes to ensure that sexual harassment 
complaints go straight to the top and are dealt with 
quickly. Others have implemented special complaints 



resolution processes to try and resolve co-worker 
complaints, involving management only when resolution 
is impossible. 
There are concerns that these internal processes are 
limited because special officers, often women, resolve the 
complaints, allowing others in the union to take no 
responsibility. There are also concerns that the grievance 
process itself falls short, and can provide few real solutions, 
especially in small workplaces where workers can't be 
moved. 
Unfortunately, there are still too many con~plaints that 
union local leaders fail to support the woman being 
harassed, and fail to support union policies against harass- 
ment. 
Some unions have started to explore contract language 
and statutory changes that would treat harassment as a 
workplace health and safety issue. Women facing 
unresolved sexual harassment in the workplace would be 
able to refuse to work, just as workers can now do in other 
circumstances hazardous to their health. The cost to the 
employer might spur resolution of con~plaints. 
This is a promising innovation, but there are still too few 
collective agreements with even basic language to protect 
workers. By 1??0, only 4 1  percent of Canadian workers 
had protection against harassment in their collective 
agreements. 
In the long run what's needed isn't a good method of 
punishment, but a change in attitudes. Policy, contract 
language, and complaint processes, are a good beginning, 
but they aren't effective unless the leadership of the union, 
at all levels, clearly and unequivocally opposes sexual 
harassment. It's difficult to take on sexual harassment in 
the workplace, but unless the leadership is prepared to 
stand by women when they challenge the dominant 
culture in their workplace, nothing will change. 

TAKE THE RISK 
Unions cannot afford to ignore the issue of sexual 
harassment in the workplace or within our own structures. 
We cannot hope the problem will just go away as society 
gradually changes. 
Harassment contradicts the words of equality, fairness, 
and justice that appear in convention speeches, resolutions, 
and newsletters. Unless actions match the words, members 
who are targets of harassment become cynical and 
disaffected. Harassment can destroy the fabric of the 
union. 
We can pass policies about equality for women in the 
workplace or for people with disabilities, workers of color, 
immigrant women, First Nations people, and lesbians and 



gay men. But as long as we tell sexist jokes or  indulge in 
behal~iour that degrades women or other groups, they will 
never be able to claim their place as equals in our society 
and economy. And as long as we condone sexism, 
homophobia or racism with our silence, we are obstacles 
to the achievement of equality. Men and women working 
together in the labour movement can achieve social and 
economic equality for all workers. 

1. Adopt strong policy at conventions or local 
meetings condemning sexual harassment. 
Spell out exactly what kind of behaviour is 
considered harassment. While you're at it, 
make clear your union's opposition to harass- 
ment based on race, sexual orientation, dis- 
ability, national origin or religion. 

2. State clearly in the union constitution that 
every member has a right to be treated with 
dignity and respect, regardless of race, sex, 
sexual orientation or disability. 

3. Bargaining: 
Language: Negotiate specific language in your 
collective agreement to protect workers from 
all forms of harassment. Make certain you 
have an anti-discrimination clause, as well as 
a separate clause on harassment to provide 
complete protection. 

Complaints resolutions: Set up a process to 
resolve complaints quickly, or an internal 
process to try and resolve complaints between 
co-workers without involving management. 

Counselling: Negotiate employer-paid coun- 
selling (chosen by the individual) and make it 
available to those who have been harassed 
and are lodging complaints, and for those 
who are harassers. 

Right to refuse unsafe work: Negotiate pro- 
visions that allow women being sexually 
harassed to refuse to work until the employer 

ken steps to stop the harassment. This 

h - - - -  
recognizes the physical, emotional, and psy- 
chological health problems caused by harass- 
ment. Work to have this right included in pro- 
vincial health and safety legislation. 

4 .  Post the union anti-harassment policy and 
distribute i t  directly to members. Write special 
articles in the union newsletter letting mem- 
bers know the union opposes harassment. 
Encourage the employer to develop policies 
and advertise to all employees, including 
supervisors and management, that the com- 
pany will not tolerate harassment. 

5. Encourage discussion of the topic at union 
meetings. Offer workshops on ending harass- 
ment at general meetings or union education- 
als. Ask your union head office to develop 
materials, or  work with a group in your com- 
munity. Make sure dealing with harassment 
is included in steward training and officer 
training courses. Sponsor women's confer- 
ences and conferences on racism, human 
rights, and gay-lesbian rights, where the issue 
of dealing with harassment can be discussed 
by those who are most often the targets. Pro- 
pose that the employer offer workplace train- 
ing for all employees on ending harassment. 

6. Support groups in the community campaign- 
ing against material and advertising that 
stereotype women, workers of colour, ethnic: 
groups, lesbians and gay men, and contribute 
to harassment. 



CHAPTER 7 

Some of the survival skills women and children develop 
work very well, at least for a time, to help them like 
through a situation they can't change. But some methods, 
such as anorexia, bulimia, and alcohol and drug 
dependency are harmful and self-defeating. 

Many women try to cope by using alcohol and drugs to 
suppress memories of past abuse, to numb their feeling*;, 
and escape their pain. Some women develop eating 
disorders as a way to feel some control. 

DRUG ABUSE 
Many women go to their doctors for help when they are 
anxious, depressed or fearful. Their symptoms are ofte? 
dismissed simply as signs of stress. But their anxiety an3 
depression are often a response to abuse, and women's 
lack of power in our culture. 

Too often doctors don't ask the right questions or provide 
the support that would help women deal with the causes 
of their feelings. Instead, they prescribe tranquilizers t:, 
make women feel better. As a result, many women who 
have been sexually abused or  battered use tranquilizers to 
help them cope. 

Tranquilizers are powerful drugs which are only meant to 
be used on a short-term basis. Because tranquilizers are 
legal and prescribed by doctors, women can be unaware of 
their negative effects. A battered woman, for examplt., 
may be numbed to the warning signs of an assault. O r  a 
woman who has been sexually abused may substitute 
tranquilizers for the support and help she needs and 
deserves. 

Many women are unaware that these drugs are highly 
addictive and that simply quitting them may well heighten 
feelings of panic and anxiety to the point that they must 
begin taking the drug again. 

Women withdrawing from tranquilizers need information 
and support. They may have trouble sleeping and cry a 
lot. They may also experience physical side effects such 2s 
headaches, cramps, and sweating. 

ALCOHOL ABUSE 
Most women who enter alcohol treatment programs hake 



been sexually abused, assaulted, or battered. Alcohol 
numbs feelings. It offers escape from the pain of physical 
and emotional injuries and from the pain of powerlessness. 
Alcohol can also suppress memories, including memories 
of sexual abuse. When women who were sexually abused 
stop using alcohol, they often find that memories of sexual 
abuse begin to surface. 

Women seeking help for alcohol abuse need a program in 
which they can feel safe. Because women often abuse 
alcohol as a consequence of violence and abuse, they may 
only feel safe talking about these issues in a group of 
women. If the group is mixed, they may never talk about 
the reasons why they began to use alcohol. 

Twelve-step programs which focus on people admitting 
they have no control over their drinking and surrendering 
to a higher power, may not work for women who have 
been abused, manipulated, and controlled by others, and 
who are struggling to gain some control of their lives. 

Of course, programs must also be affordable and offered 
in locations and at times that are convenient and safe. 
Programs that offer on-site child care or subsidy make i t  
easier for women to attend. 

EATING DISORDERS 
The current stereotype of ideal female beauty in North 
America is a woman who is young, thin, and fit. She is also 
white, middle class, and heterosexual. The fashion, fitness, 
and advertising industries, as well as mainstream media, 
continuallv present images of women that equate thinness 
with happiness, success, love, independence, and control. 
Every~vhere a woman looks, she is faced with intense 
cultural pressure to conform to the current stereotype of 
female beauty. 

This image excludes many women. Women of color, 
lesbians, women with disabilities, working class and poor 
women, and old women are not represented. But most 
women, at some point in their lives, are vulnerable to the 
pressure to be thin as a way to try to conform to the 
feminine stereotype. 

These images and messages encourage women to focus 
their frustrations and dissatisfactions on their bodies. A 
woman is told that thin is good, fat is bad; that how a 
woman looks is more important than who she is or  what 
she does; and that a woman's worth and value depend on 
her appearance and attractiveness to men. The messages 
encourage women to think that if their bodies were 
thinner, they would feel better and have better lives. Most 
women have dieted at some point in their lives. Many 
women struggle with compulsive eating and some women 
develop eating disorders such as bulimia or anorexia. 



Most women who develop an eating disorder have been 
sexually abused, raped, or  battered. Their conscious o r  
subconscious reasons for overeating or starving themselves 
vary. For example, it's easy to understand how a woman 
who has had her physical boundaries violated may 
respond by hinging and gaining weight as a form of 
protection. Women often feel less vulnerable when they 
are overweight because they see themselves as less sexually 
attractive to men and, therefore, less of a target. 

A woman may also respond by drastic dieting called 
anorexia. She may seek to become very thin as a way to 
make her body less sexual which will protect her from 
further abuse. 

h70men with bulimia alternate between binging on food 
and then purging by vomiting or  using laxatives. While 
binging may be a way to block or  suppress uncomfortable 
feelings such as anger, guilt, shame, and self-hate, it also 
makes women feel anxious about possible weight gain. 
Purging gives them a feeling of control by getting rid of 
these feelings and enabling them to stay thin. 

When a woman has anorexia she eats very little but is 
preoccupied by food and terrified of getting fat. Her body 
image is distorted so that even though she is emaciated, 
she sees herself as fat. If she eats and gains weight, she feels 
so out of control that she needs to lose the weight right 
away to feel in control again. For a woman with anorexia, 
controlling her food intake and her body size may be the 
only way she has to assert control in her life. 

Women with eating disorders often feel great shame and 
guilt about their behaviour and try to keep it a secret. The 
secrecy increases their isolation. Women need acceptance, 
understanding, and support to begin to heal and to learn 
more positive ways of coping and  taking care of 
themselves. 

WORKPLACE CONSEQUENCES 

Women trying to cope with violence, harassment or  abuse 
may be distracted or  preoccupied at work. They may be 
absent because of injury or  stress, o r  because of medical, 
legal, and other appointments. Women struggling with 
alcohol and drug dependency or  an  eating disorder may 
have difficulty concentrating or  completing work. Their 
attendance and behaviour may become erratic. 

Often, behaviour that attracts disciplinary action in the 
workplace is only a symptom of some other problem in 
the workplace o r  in a woman's personal life. 

Be alert for the possibility that poor work performance, 
erratic behaviour, and absenteeism have causes other than 



boredom, rebelliousness or  job dissatisfaction. Ensure 
that women have the option of counselling or  other 
services. 

Our  instinct is ahvays to avoid intruding on personal 
problems, but the problem of violence experienced by 
women isn't a private matter. At union meetings, we often 
call each other brother and sister. Many workers look to 
union officers and stewards to protect their interests and 
advocate on their behalf. Support from friends, colleagues, 
and stewards can help women find the resources they need 
to overcome the effects of violence. We can make the 
labour movement a strong voice in the struggle to end 
violence against women. 

1. Make sure your union members have access 
to an effective Employer-Employee Assistance 
program or  union counselling program. CLC 
offices and United Way across the country 
can provide information on union counsel- 
ling. 

2 .  Establish l inks wi th  services  in your  
community that provide education and 
counselling on alcohol and drug abuse and 
eating disorders for women. 
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4 .  Set up a network with other union counsel- 
lors from your union and from unions in your 
area for support and exchange of informa- 
tion. 

5. Lobby for increases in drug and alcohol 
rehabilitation and treatment programs in the 
community - get your employer to join the 
lobby. 

6. Labour Councils can use a community and 
social action committee to identify gaps in 
communi ty-based  counsel l ing services 
around drug and alcohol abuse and eating 
disorders, and they can lobby for expanded 
services. 



EXCERPTS FROM SEXUAL HARASSMENT POLICY 
UNTTED FOOD AND COMMERCIAL WORMERS 

NION ROLE 
arassment is not a joke. It is cruel m d  destructive bt3havior against others that cdn have 
.~:astating effects. Harassment among co-workers in particular is contrary to our basic 
?ion principles of solidarity and equality. I t  is an expression of perceived power and 
~periority by the harasser over another person, usually for reasons over which the victim 
1s little or  no control: sex, race, creed, colour, marital status, sevudl orientation, disability, 
3litical or  religious affiliation, or  place of national origin. 

arassment on any of thew grounds can be n u d e  the basis of a legitimate complaint to most 
vvincial and federal human rights commissions. 

arassment can be defined as any untvelcome action by any person/s, in particular by 
anagement or a co-worker, whether verbal or  physical, on a single or  repeated hasis, which 
.~n~iliates, insults or degrades. Unwelcome or  unwanted in this context means any actinns 
hich the harasser knows, or ought reasonably to know, are not desired by the victim of 
~rassment.  

WHY IS HARASSMENT A UNION ISSUE? 
y pitting certain groups of workers, such as women or  ethnic minorities, against others, 
lrassment creates a clinlate of intolerance and division among the membership. By eroding 
.ir unity and strength, it can weaken our  effectiveness at the bargaining table or  on a picket 
ie.  Also, i t  obviously demeans the quality of the victim's life at the workplace. It is the 
sponsibility of management to ensure that the workplace is free of harassment, but just 
aving i t  up to management is not good enough. 

bur goal as a union must be to help create a nrorkplace environment free of harassment. 
hat means not only dealing with complaints when they arise, but also watching for 
stances of harassment and confronting the source. 

HOW DOES THE UFCW POLICY WORK? 
he involvement of the union local is crucial in combatting harassment in the workplace. 
he local leadership plays a key role in providing support for victims of harassment and 
isisting them in resolving incidents without delay. The experience of harassment can be 
gerwhelming for the victim. People often react with shock, humiliation, and intense anger. 
arassment victims may not feel comfortable going through the normal channels for 
)solving such a problem. That is why under the UFCW policy harassment victims can 
$port an incident and initiate a complaint with any number of elected local union people or 
te national office. 

a worker is being harassed at work and wants help - 
The victim can approach any local elected union person or  official, including members of 
the women's committee, human rights committee or affirmative action committee. 

The victim, or  her representative, must bring the harassment to thc immediate attention 
of the unit chairperson or  steward or  business representative, or  the local union president. 

The local union president, or steward or  business agent or  the unit chairperson can 
contact the UFCW's national director or  his or  her designate and, i f  necessary, meet with 
senior company representatives to investigate. 

Within 1 0  working days of notifying the local union, the issue must be resolved and the 
resolution of the harassment complaint must reflect the serious nature of such acts. 

Confidentiality must be respected throughout the process. 



 is policy encourages all of us as union members to challenge harassment whenever it 
.curs. We must make sure that harassment does not threaten the dignity of. UFCW 
embers anywhere in the tvorkplace. By respecting our brothers and sisters and 
~nfronting harassment in the w o r k p l a c e , ~ ~ e  can build a stronger and more effective 
lion. 



-csource gu~cic suggests where to go for further information on any of the issues In this 
moh. You may have to be patient and persistent trymg to locate the appropriate resources. 
ot the groups listed have had their funding cut back and may not be nva~lable at a11 times. 

are a co-worker, union couns~l lor  or  shop ste~vard wanting to help a woman get the service she 
, it's important that yo11 know the community group or  agency you are referring her to. Make a 
ial visit, speak to a staff person, get their literature, and ask some cluestions. Be sure that 
&n you refer avill be treated with respect, that they will be believed and not blamed. Women who 
ctims and survivors of violence are not sick. It's important that services recognize violence 
;t women as a social and political problem, not a personal dysfunction. 

\,nu need help locating resources in your community on wife assault, child abuse, and sexual 
,ault, call - 
~nadian Council on Social Development 
mily Violence Program 
ephonc: (613)  728-1865 

5-A-Vis is a national bilingual newsletter on family violence published quarterly by the Cana- 
in Council on Soc~al  Development (CCSD) and is available free of charge in Canada. It provides 
ormation, articles, and resources trom across the country. Send subscription inquiries to - 
wsletter Subscr~ptions 
madian Council on Social Development 
mily Violence Program 
Parkdalc Avenue 

3. Box 3505, S t a t~on  C 
tawa, Ontario K1Y 4G1 
lephone: (613)  728-1865 

r information, resources, and materials on wife assault, child abuse, incest, and elder abuse 
ntact - 
ltional Clearinghouse on Family Violence 
h floor, Brooke Claxton Building 
nney's Pasture 
:tawa, Ontario K I A  1 B5 
lephone: (613) 957-2938 
11 free: 1-800-267-1291 

edia Watch is a national feminist organization working to improve the portrayal and status of 
,men in the media. They provide information and ofter workshops on gender stereotyping, 
rdia sexism, and media literacy. Contact - 
edia Watch - National Office 
!04 - 517 \%llington Street 
lronto, Ontario M5V 1 G 1  

>ere are local offices in many major cities across the country. The B.C. Media Watch office is 
cated at - 
13 jervis Street 
rncouver, B.C. V6E 3M4 
lephone: 688-3034 



5.  The extension program at the Justice Institute of B.C. offers seminars and workshops on a variety 
of sexual violence and abuse issues. Course calendars are available upon request from - 
Justice Institute of British Columbia 
4180 I%'. 4 th Avenue 
Vancouver, R.C. V6R 315 
Telephone: 228-a771 

6 .  For infor-mation on audio visual nlaterials and union counselling programs contact - 
Canadian Labour Congress 
@SO1 - 2841 Riverside Drive 
Ottalva, Ontario K1V 8 x 7  
Telephone: (61 3 )  521-3400 

FILMS AND VIDEOS 

Films and videos are good educational resources. For each issue discussed in this handbook there are 
some films or  videos available from union organizations or  the National Film Board (NFB). It's always 
a good idea to have a resource person available to facilitate discussion, answer questions, and provide 
support. Many rape crisis centres, transition houses, and women's centres have films and videos that 
they use in their public education work. If you are going to buy your own film ol- video, you may 
want to contact these groups for their recommmdations. 

The N ~ t ~ o r i , ~ l  Fllni Board of Canada has two relevant catalogues of films and vrcleos: 

B~yotr~f  tile lr?lngr, lists films and videos about women's culture, politics, and values 

T ~ P  hi?~il!j Violei1c~ A1dio-Vkzml C~7fnlogzie lists audio-visual material available from various 
sources in North America. 

To preview, rent, o r  buy any ot the NFB films or  videos, and to order the catalogues, check the white 
pages of your phone book under National Film Board or  phone: 
Atlantic Canada: 1-800-561-7104 
Quebec: 1-800-363-0328 
Ontario: 1-800-267-7710 
Western & Northern Canada: 1-800-661-a867 

After the Montreal Massacre 
25 min 
UFB 

Still Killing Us Softly 
30 min. 
UFB 

Can We Talk? - A Slide Show 
on blyths About Gay Males 
and Lesbians 
35 min 

I Coalition for Lesbian/Gay 
Rights in Ontario 

One  year after the massacre, this film looks at the issues of male 
violence against women, women's fear, and what we as a society 
must do. 

Provides a criticai look at the power and influence of advertising 
in perpetuating negative images of women. Shows how objecti- 
fying women's bodies is often the first step in justifying violence. 

Designed for gay, straight and mixed audiences, the production 
is multiculti~ral, non-sexist and non-ageist. Comes with a 
special guide for discussion leader?. 
Available from: 
Coalition for Lesbian/Gay Rights in Ontario 
Box 822,  Station A 
Toronto, Ontario M5W 1 C 3  
Telephone: (41 6 )  533-6824 



Ending Workplace Discrimination Against Lesbians and Gay Men 
,4 B.C. Federation of Labour information kit. Order copies by calling (604) 430-1421. 

Fact Sheets on Racism. Toronto: Ontario Federation of Labour. 
Eight pamphlets on issues from "HOW Racism Works," and "Race Rclations/Human Rights 
Committees" to "Fighting Racial Harassment" 

Fact sheets are available in French, Portuguese, Cantonese, Spanish, Hindi, and Italian, as well as  
English. 

Guberman, Connie and Margie Wolfe, eds. No Safe Place: Violence Against Women and Children. 
Toronto: Women's Press, 1985.  

14 Canadian anthology of feminist wrriters on child battery, wife assault, child sexual assault and 
sexual harassment. 

Price, Lisa S., ed. Patterns of Violence in the Lives of Girls and Women: A Reading Guide 
Vancouver: Women's Research Centre, 1980.  

I'rovides a picture o i  the different patterns of violence in women's lives based on women's experi- 
ences. Discusses some of the best feminist books on issues such as wife assault, child sexual abuse, 
rape, etc. 

Responding to the Abuse of People with Disabilities Toronto: Advocacy Resource Centre for the 
Handicapped (ARCH), 1990.  

A small but comprehensive handbook for people with disabilities and their allies on abuse report- 
ing and how the legal system works. Contains lists of resources, support services and national 
groups. Available from: 

ARCH 
40 Orchard View Boulevard 
Suite 255 
Toronto, Ontario M4R 1 BQ 
Xlephone: (316 1 482-8255 
TDD: (416) 482-1254 

In most cities and towns, the transition house or  shelter for battered women and their children is listed 
in the inside cover o r  first page of the telephone book. O r  contact the women's centre o r  crisis centre 
for information about the transition house nearest you. 

You can also contact the National Clearinghouse on Family Violence at 1-800-267-1291 for a list of 
transition houses and shelters for battered women in Canada. This list also includes provincial and 
territorial associations of transition houses. They also have a list of Canadian programs for men who 
batter. 

I. R.C./Yukon Society of  Transition Houses 
111204 - 408 Granville Street 
Vancouver, B.C. V6C 1 T 2  
T e k p h o n ~ :  (604) 660-6043 

This is the provincial transition house association for B.C. and the Yukon. 

2 .  Battered Women's Support Services 
P . 0 .  Box 10Q8  
Vcincouver, B.C. V6C 2T1 
Telephone: 487-1867 



Provides one-to-one counselling, drop-in, and 10-tveek support groups for women ~ v h o  have been 
phy5ically and emotionally abused, and a dating violence program. The group also does public 
education and legal advocacy. 

3 .  Munroe House 
Vancouvt>r, R.C. 
Telephone: 733-5722 

A second-stage transition house for battered women and their children. Provides information, 
support, and adxrocacy to residents. Provides telephone counselling and a support group for 
wonlen involved in custody and access issues, particularly women separated from phvsically and 
emotionally abusive husbands. 

4 .  Wife Abuse Intervention Program 
North Shore Family Services 
$303 - 126 E.  15th Street 
North Vancouver, B.C. V7L 2PQ 
Telephone: 088-5281 

"Alternatives to Violence for Men" is a 24-week program for physically and psychologically 
abusive men. Focus is on power and control issues. Offers a support and education group for 
women who have been or  are in abusive relationships. 

The Next Step Series A video compilation of three films that examine ~ v h a t  happens 
"Sylvie's Story" - 28 min. to battered women once they decide to leave their violent 
"A Safe Distance" - 28 min. partners. The films cxplore different kinds of programs and 
"Moving On" - 2Q min. serxlices available in urban, rural, northern, and Native settings. 
NFR 

Loved, Honoured and Bruised This 1080  film tells the story of Jeannie, who leaves her phvsic- 
25 min. ally and emotionally abusive husband after 16 years of marri- 
NFR age. This film provides a good introduction to the issues women 

face and the stages they go through as they leave an abusive 
relationship and begin a new life for themselves and their 
children. 

The Crown Prince 
30 min. 
NFB 

This video looks at the issue of wife assault from the perspective 
of a teenage boy who has witnessed and been a victim of assault. 
The film explores the difficult choices which have to be made to 
break tree from patterns of violent behavior. 

The Power To Choose This video focuses on the use of power and violence in teenage 
20 min. dating relationships. 
N FB 

Lewis, Debra I .  Dating Violence - A Discussion Guide on Violence in Young People's Relationships 
Vancouver: Battered Women's Support Services, 1987.  

NiCarthy, Ginnv. Getting Free (2nd ed.) Seattle: Seal Press, lQ87. 
A useful book for women considering leaving. Has chapters on emotional, financial, and social 
issues women face. 

NiCarthy, Ginnv. The Ones Who Got Away Seattle: Seal Press, 1087.  
Personal stories of women who have left abusive relationships. 



In most cities ,lnd towns, the rape crisis o r  sexual assault centre is listed on 
first page of the phone book. In areas without these specific services, cor 
women's centre or  crisis centre for assistance. 

WAVAW Rape Crisis Centre 
P . 0 .  Box 88,584 
Chinatown I'ostal Outlet 
Vancouver, B.C. V6A 3A7 
Zlephone: 255-6344 

lZiomen Against Violence Against Women (WAVAW) operates a 24-hour crisis line and provides 
information, support, counselling, referral, and advocacy for victims of rape and sexual violence. 
They also provide public education. 

2. In many cities and towns across the country, there are groups that offer self-defence training to 
women and ch~ldren.  Contact your community'slocal women'sgro~~porwomen'scentre for further 
inform a t '  lon. 

WenLido 
\VEST (\Ziomen Educdting in Self-Defence Tra~ning) 
Telephone: 876-63Q0 

Prov~des t r ' l~n~ng In self-defence tor women and t h e r  children. Program mcludes selt-defence 
t t~chn~ques,  mental and physical exercises, and d~scussions on how to deal w ~ t h  verbal, physical, 
2nd sexual ass,~ult.Classes are held at various locat~ons and can be arranged for any group of ten o r  
more. 

3 .  METRAC 
(Metro Toronto Action Committee on Public Violence Against 
Women and Children) 
IS?  Spadina Iioad 
Toronto, Ontario M5R 2T8 
Telephone: (416)  3Q2-3135 

One of METRAC's projects has been to develop a safety audit kit to help women identify the 
design and safety shortcomings of sites in their communities. Copies of the safety audit kit can 
be obtained from the above address. In Vancouver, contact the YWCA at 683-2531 for infor- 
mation on a group's experience of using METRAC's safety audit kit. 

Ellis, Megan. Surviving Procedures After A Sexual Assault. (3rd ed.) Vancouver: Press Gang 
Publishers, 1988.  

A handbook tor survivors and rape crisis workers on the medical, police, and court procedures 
follo~ving a sexual assault. 

Warshaw, Robin. I Never Called It Rape: The Ms. Report on Recognizing, Fighting and Surviving 
Date Rape. New York: Harper and Row, 1988.  

A usetul, practical, and very readable book on date rape 



!n many communities, there are groups for adult survivors of child sexual abuse. To contact a group 
ask at the local .cvonienls centre or  sexual assault centre. Most groups are run through private counsel- 
lors or  community counselling agencies. 

I. Kids Help Phone 
1-800-668-6868 

A 24-hour toll-free telephone counselling service that provides a confidential response to Cana- 
dian youth. 

2.  B.C. Parents In Crisis 
e l 3  - 250 Willingdon Avenue 
Burnaby,B.C. V5C 5E? 
Telephone: 29?-0521 

Self-help groups under the guidance of volunteer sponsors meet weekly in many B.C. conimuni- 
ties. Groups deal with parental stress, build support systems, and help prevent child abuse. 

3.  Helpline for Children 
Dial 0 and ask for Zenith 1234 
Ministry of Social Services 

A 24-hour, province-wide toll-free telephone line for children who  need help o r  for any person 
who knows of a child who is abused or  neglected. 

To A Safer Place 
58  min. 
NFB 

Sandra's Garden 
33  min. 
NFB 

This film tells the story of how one woman has come to terms 
with her life as a survivor of incest. The film follows her as she 
returns to the people and places of her childhood and features 
interviews with her mother, brothers, and sister. 

An honest and intimate look at one lesbian woman's struggle to 
overcome the trauma of incest. It is a story of healing, ot how 
women can work together to reshape and rebuild their lives. 

Bass, Ellen and Laura Davis. The Courage to Heal: A Guide for Women Survivors of Child Sexual 
Abuse. New York: Harper and Row, 1983.  

This is a valuable healing book for survivors of child sexual abuse. Designed as a workbook, it can 
also be read on its own. 

Flume, E. Sue. Secret Survivors: Uncovering Incest and Its After-Effects in Women. New York: 
Ballantine Books, 1990.  

This book provides an in-depth look at the after-effects of sexual abuse in adult women. Shows 
how sexual abuse is often at the root of such problems as depression, eating disorders, and drug 
and alcohol abuse. 

Women's Research Centre (Pamela Sleeth & Ian Barnsley). Recollecting Our Lives: Women's 
Experience of Childhood Sexual Abuse. Vancouver: Press Gang Publishers, 1989.  

This book is a valuable resource for mothers of children who have been sexually abused and for 
survivors trying to make sense of their experience and break free of the consequences of childhood 
abuse. 



SFXKJA'_. 'JAYASSPEN" 
Every provlnce or  tcrrltory has a human r~gh t s  comnilsslon that prov~des mater~als  on sexual harass- 
ment as a human r~ghts  Issue. Mdnv labour federat~ons and some na t~onal  unlons have women's pro- 
grams - staff and comrn~ttees worh~ng  on women's mucs  They can prov~de lnformatlon on re5ources 
and contract language. In B C , contact Mary Rowles, D~rector, Women's Program, B C .  Fcderatlon 
ot Labour, Telephone (604) 430-1421 

FILMS AND VDC,4?S 

Call me Sister, Call me Brother 
20 min. 
CAW 

Facing Harassment 
1 4  min. 
Public Service Alliance 
of C,~nada 

The Power Pinch 
30 min. 

Available from Canadian Labour Congress and Canadian Auto 
Workers offices throughout Canada. A good exploration of the 
effects of racial and sexual harassment by co-workers, and an 
appeal to workers to build union solidarity by ending racism 
and sexism. 

Slio~vs several different kinds of harassment by co-workers, 
including harassment based on sex and sexual orientation as 
well as race, national origin, and disability. The film discusses 
how harassment erodes union solidarity and what actions 
unions are taking to deal with the issue. 

Available from the B.C. Federation of Labour. An older Ameri- 
can film, but useful for showing how harassment occurs, the 
way it is dismissed by many men, and how women can confront 
harassers. 

Attenborough, Susan. Sexual Harassment at Work. Ottawa: National Union of Provincial Govern- 
ment Employees, 1 ?E0. 

Discusses definitions, role of steward and other union members, and advice for victims. Includes 
sample policy, grievance processes, contract language, and solutions outside the labour movement. 

Harassment Awareness Kit. Equal Opportunities Dept. Ottawa: Canadian Union Of Public Em- 
ployees, February, 1?01.  

Includes CUPE policy statements, definitions, training considerations for local officers and 
stewards, and bargaining goals. 

Lebrato, Mary T. Help Yourself: A Manual for Dealing with Sexual Harassment. California Commis- 
sion on the Status of Women, 1086.  

\Yhile the law cited is American, this 227-page manual is a comprehensive resource manual with 
many practical suggestions, letters to harassers, witness statements, and resource materials. 

Policy Statement on Harassment. Toronto: Ontario Federation of Labour, November, l ? ? l .  A good 
discussion of developments in human rights cases ,md  union contracts with a detailed program of 
action for unions, the labour movement, and legislation and public policy. 



Most cornniunities have alcohol and drug services. Contact your local women's centre or  information 
service for a list of programs in your area. 

1 .  P.lcoho1 and Drug Tryline 
Toll free: 1-800-663-1441 

I'rovides toll-tree information and referral services for people across B.C. who  need help with any 
kind of substance abuse. Includes information on  treatment services, education, and prevention, 
and ways in which comnlunities and individuals can become involved in fighting drug and alcohol 
problems. 

2. Aurora Society 
2036 W. 13th Avenue 
Vancouver, 6 .C.  V612H7 
Telephone: 733-Q1Q1 

A residential treatment centre for  women who are alcohol and drug dependent. A 6-week struc- 
tured program is offered. 

3. National Eating Disorder Information Centre 
2000 Elizabeth Street 
CIY 1-328 
Toronto, Ontario MSG 2C.1 . 
Telephone: (416) 330-4156 

They have a n;ltion-w~de l~st ing of treatment servlces and resources ava~lable, and a bl-monthly 
bullet~n you can subscr~be to. They offer support group?, p u b l ~ c  education, and information on 
local f am~ly  support groups. 

3 .  Vancouver Women's Health Collective 
ft302 - 1720 Grant Street 
Vancouver, R.C. V5L 2Y7 
Telephone 755-8285 

Information and resources on  a wide range of women's health issues, including eating disorders. 
Therapist and health practitioner information is also available. 

An Easy Pill To Swallow An older film, but it provides good information about the con- 
2P min. text for women's prescription drug abuse, focusing on tranqui- 
NFB lizers. 

The Recovery Series 
55 rnin. 
NFB 

A video compilation of four short films about women recover- 
ing from drug and alcohol dependency. The films explore differ- 
ent women's experiences of addiction and the issues they face 
on their path to recovery. 




