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Message from the Chair
Greetings Sisters and Brothers!

Earlier this year more than 100 member-activists 
from the Liquor Board Employees Division (LBED) of 
OPSEU gathered for our yearly caucus meeting that 
coincides with the union’s annual convention in 
Toronto.

This once-a-year get-together is important. It 
affords the divisional executive an opportunity to 
meet LBED members in person and to share with 
everyone the activities of all provincial committees. 
Each committee chair presented their prepared 
reports orally and a handout was provided for 
future reference. A short question and answer 
period was arranged at the end of all presentations. 

I am delighted to report that there were many new 
members who had not attended convention before. 
The meeting room was full. It was refreshing to see 
new people wanting to get involved in our union 
and division and clearly enthusiasm is growing.

I wish to congratulate all of our union activists 
across the province on the great job that you are 
doing by advocating on behalf of our members. 
Activism is a volunteer role that deserves plenty of 
recognition and appreciation and, on behalf of your 
divisional executive, I can’t thank you enough!

Our new collective agreements that we negotiated 
last year should, by now, be in your hands. If you 
have not received your collective agreement please 
contact your local president immediately. If you are 
uncertain who that person might be, please contact 
OPSEU Direct at 1-800-268-7376. 

In Solidarity,

Denise Davis 
Chair, Liquor Board Employees Division 
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LBED human rights complaint 
application goes to preliminary 
hearing Feb. 12-13, 2015.
In May 2013, during our last round of contract 
negotiations, OPSEU filed a human rights 
complaint against the LCBO. After we reached a 
settlement with the LCBO it was the intention that 
both parties would agree to schedule mediation/
adjudication meetings with a neutral third party 
in an attempt to resolve the issues raised in our 
human rights complaint.

A few meetings took place but, regrettably, 
management at the LCBO repeatedly canceled 
these sessions and neglected to reschedule 
meeting dates. Meantime, OPSEU continued to 
follow the complaint through the formal process 
within the Ontario Human Rights Tribunal. 

On Aug. 21, by conference call, legal counsel 
representing OPSEU participated in a case 
management meeting with their counterparts 
for the LCBO and with the vice chair of the human 
rights tribunal. The purpose of the call was to 
make the necessary preparations for the hearing 
of the application.

The tribunal has instructed both parties to file and 
submit their material and it will schedule a two 
day, in person, preliminary hearing for Feb. 12-13, 
2015

In the interim the tribunal will schedule two blocks 
of hearing dates for the weeks of July 6, 2015 and 
July 20, 2015. 

In our application before the tribunal OPSEU 
charges that the LCBO has deliberately created 
a core workforce of predominantly women, 
who commonly work 25 to 40 hours per week 
throughout the year but that the Crown retailer 
classifies them as “casuals.” OPSEU’s position is 
that the LCBO has created this imbalance so that 
it can pay thousands of workers less and restrict 
benefits and promotions.

Be assured that this issue enjoys a high priority 
with OPSEU and LBED and we will pursue the 
matter until we arrive at a conclusion. 

Ask the Editor!
Got questions? We’ve got answers!
Send us your union-related or labour relations 
questions. Even any history questions you might 
have and we’ll get you answers.

What does an OPSEU executive board member 
do? Where do my union dues go? What’s the Rand 
formula? Who’s Smokey Thomas? If we don’t have 
the answers, we’ll find them.

Your question along with our answer could appear 
in a future Echo’s or become a full-length story.

While our panel of experts can answer just about 
anything concerning union matters, they cannot 
answer personal grievance questions. Those 
matters are between you, your local president and 
an OPSEU staff rep.

Send your questions to: lbed.echo@gmail.com.
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A union wouldn't work here
If you’re reading this, chances are you’re a union 
activist, and as a union activist it’s hard to avoid 
talking about union matters around friends 
and family. Social activism is part of us and life 
inside the workplace plays a major role in all of 
our lives. We’ve learned that in social settings 
sometimes it’s a best practice to remain mute on 
certain topics such as religion or politics. However, 
sometimes these topics are unavoidable at dinner 
and as an activist we decide to stand our ground. 

I recently had dinner with a group of friends who 
work in various white collar professions, and while 
I share the same workplace designation of “white 
collar,” I was the only person at the table who 
belongs to a labour union. 

After the first course, I was asked for my opinion 
on former Conservative leader Tim Hudak’s “right 
to work” platform. 

I bit my lip. I didn’t want to go into a pro-union 
rant. I knew my audience and I was afraid that 
40 seconds into my opinion eyes would 
start to roll and I would be tuned out or 
someone would challenge this “union guy” 
on free markets and laissez-faire economics. I 
responded by saying right to work legislation 
comes down to what type of economy our 
society wants – a strong middle class or a 
weak non-existent one?

I avoided saying, “Anyone who studies the 
economy will tell you right to work translates 
into higher corporate profits, much lower 
worker wages and is a race to the bottom 
formula with a proven track record to 
decimate the middle class.”

Deep breath. 

There was a few seconds of silence, and then 
a 20-year marketing professional smirked 
and said, “Oh, a union wouldn’t work where I 
work.” 

Heads nodded around the table. It felt like 
everyone was distancing themselves from the 
concept of unionism. Were they trying to distance 
themselves from the idea of being part of the 
workingclass? Maybe they all wanted was to see 
themselves as self-made corporate individuals, 
highly touted for their individualism and self-
determination, or maybe there’s some truth to 
what she was saying. 

“Why?” I responded. 

 “Well,” she replied, “we don’t work standardized 
hours, we work ‘til the work is done and deadlines 
are constantly changing. Sometimes I work 80 
hours a week and we’re more like a family. A union 
wouldn’t work here, because my employer needs 
flexibility and unions and their workers are not 
flexible.” 

I ignored her backhanded criticism. We all know 
that, as union activists, we’re forced to have thick 
skin. We need to. We’re trashed by right-wing 
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media as lazy, self-entitled bureaucrats. We’re told 
we don’t deserve benefits, pensions, or even sick 
time. We’re inflexible, outdated and out of touch 
with reality and, to some, we’re the problem with 
the economy. Right-wing spin aside, I reminded 
myself that people are people regardless of their 
employers. Whether in the public or private sector, 
the vast majority of us take pride in our work and 
go the extra mile on a daily basis. 

I asked myself: “Can a union work in a white collar 
environment that requires ‘flexibility’?” 

During last winter’s ice storms unionized hydro 
workers worked around the clock, had their 
vacations cancelled and did what they had to do to 
restore power to hundreds of thousands of homes. 
There was no union revolt, work-to-rule, or work 
refusal. Unionized hydro workers did what they had 
to do to get the lights back on. 

Police, fire, paramedics, and all emergency workers 
are all unionized and accept the workplace 
flexibility due to the nature of their job. 

During the Sochi Winter Olympics, unionized CBC 
worked feverishly behind the scenes 12-16 hour 
days, seven days a week for the duration of the 
games. Unionized IT staff, accountants, lab techs, 
OPS, BPS, colleges: When projects have deadlines 
these workers and their families make sacrifices to 
get the job done. 

“Ok, well, what about doctors, lawyers and 
engineers? They don’t need a union,” said the 
woman. 

I explained that these fields have their own 
associations which establish rules and regulations 
surrounding their certifications and enforce heavy 
controls that regulate labour capital. The work 
of these “associations” result in higher wages for 
their members. These organizations also ensure 
that strict standards are applied to their profession 
and that not just anyone can practice. These 
associations control the number of certifications 
issued raising labour capital which forces higher 
wages for their members. 

This is the great contradiction for those who 
maintain the belief that individual merit and free 
markets should decide wages. This is a flawed neo-
liberal ideology and is hypocritical coming from 
anyone in controlled professions. After all, under 
free-market economics, I should be able to hire a 
janitor to perform open heart surgery on me, hire 
someone homeless to represent me in court, and 
hire a teenager to design a skyscraper.

The simple truth behind any union and collective 
agreement is that the agreement can be as flexible 
as the two parties agree to. It’s a contract that 
is negotiated by workers and the employer and 
customized to each workplace. It guarantees 
wages with overtime provisions. That’s the big 
difference, and that’s what employers hate - real 
compensation. 

In lieu of real compensation, crafty employers 
prefer to use words like ‘family’ to describe the 
workplace. They install pool tables, leather couches 
and sometimes fill the company fridge with beer. 
The idea is to make the workplace so homelike, 
that you forget that you’re being ripped off and the 
carrot the boss dangles in front of you is the same 
prop used on everyone in the workplace ‘family.’

I can’t say dinner ended with my friend believing 
her workplace would lend itself well to unionism. 
What I can say is that I didn’t hurt any feelings or 
dissuade anyone from attempting to climb the 
corporate ladder. What I hope is that I dispelled the 
myth that unions are outdated, that our members 
are stodgy and unchanging and that labour 
movement can, and does function well in the 
business world. 

By Craig Hadley

Reprinted from In Solidarity, OPSEU’s quarterly 
magazine for member activists
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Asbestos in  
your workplace
Health and safety in the workplace affects all of us. 
At the LCBO, the presence of asbestos in some retail 
locations has been an on-going concern for years.

This chart below helps explain some of the 
requirements if asbestos exists in your store. If 
you currently work in an LCBO retail outlet with 
asbestos your store requires a joint health and 
safety (JHSC) representative who will ensure that 
the workplace is inspected and that minutes of your 
meetings are posted and visible to all employees. 
The Occupational Health and Safety Act (OHSA) 
does not require the JHSC to be certified.

Which workplaces must have joint health and safety 
committees?

No. of 
Workers

Legislative requirement

1 to 5 You are not required to have a JHSC or a Health and Safety Representative unless your 
workplace uses designated substances.

6 to 19 You are required to have one Health and Safety Representative who is selected by the 
workers they represent. If your workplace uses designated substances, you are required 
to have a JHSC.

20 to 49 You are required to have a JHSC. The committee must have at least two (2) members.

50 plus You are required to have a JHSC. The committee must have at least four (4) members.

Under the OHSA workplaces that require joint health and safety committees include:

• any workplace that regularly employs 20 
or more workers [clause 9(2)(a)]. Note that 
workers taking part in community participation 
(workfare) under the Ontario Works Act, 1997 
are not counted for the purpose of determining 
whether there are 20 or more workers regularly 
employed;

• construction projects on which 20 or more 
workers are regularly employed and expected to 
last three months or more [clauses 9(2)(a) and 
9(1)(a)];
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• any workplace (other than specified 
construction projects) to which a designated 
substances regulation applies, even if there are 
fewer than 20 workers regularly employed in 
the workplace [clause 9(2)(c)];

• any workplace where a Director’s order has been 
issued under section 33 of the Act, even if there 

are fewer than 20 workers regularly employed 
in the workplace [clause 9(2)(b)].

• any workplace or construction project in respect 
of which the Minister of Labour has ordered 
the employer or constructor to establish a 
committee [subsection 9(3)]

How many members must a joint health and safety committee 
have?
In workplaces in which fewer than 50 workers are 
regularly employed, the Act requires the committee 
to have a minimum of two (2) members [clause 
9(6)(a)]. Where there are 50 or more workers 
regularly employed, the committee must have 
at least four (4) members or any other number 
prescribed in regulation [clause 9(6)(b)]. At least 
half the members must be workers employed at 
the workplace who do not exercise managerial 
functions [subsection 9(7)]. The employer or 

constructor is required to select the remaining 
members from persons who exercise managerial 
functions for the employer/constructor [subsection 
9(9)].

The Ministry recommends that joint health and 
safety committees be representative of the entire 
workplace. For example, if a workplace has a plant, 
office, laboratory and warehouse, the committee 
should include representatives from each of these 
areas.

Toronto Labour Day Parade
Despite overcast skies and the occasional shower, 
liquor board employee members from a variety of 
locals joined thousands of other labour activists 
at this year’s Toronto Labour Day parade. They 
marched proudly for labour rights, human rights 
and good union jobs for all. 

Many of you may be surprised to learn that liquor 
board employees are a somewhat recent addition 
to the Labour Day parade. After the Second World 
War many returning soldiers were provided with 
employment at the LCBO as a reward for serving 
their country. Hiring was patronage based, and 
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daily operations were controlled directly by the 
Ontario government. 

In practice, LCBO employees of the day followed a 
top-down hierarchy similar to the armed forces. 
Workers were often reminded that they were 
Crown employees and that they were not expected 
to organize a union to represent their interests. 

The first LCBO employee organization organized 
itself as a social organization in 1944. This group 
had no legal standing, collective agreement nor 
the ability to change working conditions. For the 
most part this association functioned as a social 
group with many of the members arriving from the 
ranks of management. The association produced 
a newsletter in conjunction with management. 
However, the group did very little in the way of 

advocating for the rights of those who worked at 
the LCBO. 

Almost a decade later, in 1953, the association 
began discussing workplace matters and formed 
what would become the LCBO’s first full-fledged 
union. In 1968 the workers of the LCBO had their 
first member-controlled newsletter and negotiated 
their first collective agreement. The union would 
come to be known as the Ontario Liquor Boards 
Employees Union (OLBEU). 

After affiliating with the National Union of 
Provincial Government Employees (NUPGE) in 1979, 
our members marched in Toronto’s annual Labour 
Day Parade for the first time under the OLBEU 
banner.
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We hear you!
At this year’s OPSEU convention members of the 
LBED grievance committee were told by many 
members of their interest in having collective 
agreement (CA) articles clarified in the pages of 
Echo. The committee endeavours to do this as best 
it can. 

At our first meeting following the convention the 
committee discussed how it could best respond. 

Let’s start with the fact that individual grievance 
need to be argued on their own merits and may 
not necessarily fit clearly under a particular CA 
article or piece of legislation. What the committee 
has decided to do is to request that you – members 
and frontline stewards – write to us and identify 
those particular agreement clauses that you want 
clarified. The committee will assess what language 

in the Agreement is most problematic and it 
will try to do write some more understandable 
explanations.

Please send your areas of concern – including article 
number(s) – to to: lbed.echo@gmail.com.

New and Faster Way to 
Submit Claims to Manulife
Disclaimer: The Benefits Committee is not endorsing any of the practitioners listed as using this service.  
Rather, we are advising that their services are available to be utilized in conjunction with this new 
submission method. 

Please visit http://www.telushealth.com/.

• click on the website and it brings you to the 
homepage of TELUSHEALTH

• right hand side of the page you will see 
Solutions for: click on CONSUMERS

• brings you to a page SOLUTIONS FOR 
CONSUMERS

• scroll down and in the middle of the page there 
is a box that says FIND A PARTICIPATING HEALTH 
PROVIDER NEAR YOU 

• clink on FIND A PROVIDER
• a box appears and you enter your POSTAL CODE
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• here you will find a list 
• acupuncturist
• naturopath
• optical supplier
• physiotherapist
• optician
• optometrist
• facility - rehabilitation
• massage therapist

• click on the arrow to which provider you are 
looking for and you will see names listed and 
the city they are located in

• click on the name of the provider and it will give 
you the street address and a map of where they 
are located

You are able to print these pages with all the names 
of companies and post in your stores.

This site is easy to navigate and members have 
to be reminded they have to be signed up on 
Manulife’s website and direct deposit to use this 
service. 

Members have to tell the provider they are going 
to use for this service that they want to use the 
Provider Submit.

Also members can ask their providers that aren’t 
on the list to join it by sending their provider 
information to Telushealth to be added.

If you have any questions please contact any of the 
following members:

Susan Lusty, Chair of Benefits and Pension Committee 
Donna Shea, Member  
Kristine Fiore, Member 
Cheri Hearty, OPSEU Benefits Counsellor

Congrats! You're a STAR!
About one year ago you may remember seeing 
a graphic of a tuxedo-wearing dog on LCBO 
posters, and on your bi-weekly pay stub. You may 
have ignored it. Or maybe you may have been a 
bit puzzled by the image of a formally dressed 
Jack Russell being used to promote an employee 
engagement contest.

To some, this illustration provided an opportunity 
to flex some creative muscle in naming an award 
that “will recognize and celebrate our employees 
who have made outstanding contributions to the 
LCBO.” 

To the employer, this tuxedo-clad pooch was part of 
an overall strategy to address low employee morale. 

Which begs the question: Why? 

It could be because the results of the last Employee 
Engagement Survey were not terribly encouraging. 
The numbers suggest the LCBO’s management 
practices, such as years of cutting front line staff, 
elimination of employee recognition programs 
(25-year recognition dinners), and sketchy hiring 

practices that use American big box retailers as a 
minor league system when drafting prospective 
managers, have created a somewhat toxic work 
environment. These practices have left the vast 
majority of LCBO employees jaded by a company 
culture that lacks strong morale nor sunny 
optimism.

Let’s start with the positive. The survey reveals our 
members take pride in their work; acknowledge the 
LCBO is a socially-responsible retailer, and that the 
products we shelve are safe and properly tested. 
We also believe (79 per cent) that we work in an 
environment that accepts the cultural and religious 
differences of our employees. 

So to give credit where credit is due: We 
congratulate the employer for these 
accomplishments. If there’s another positive to 
divine from the survey it’s that the employer plans 
to act on the results. Unfortunately, only 30 per cent 
of the 5,232 respondents believe this to be the case. 
They anticipate no change whatsoever. 
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The employer shouldn’t be surprised by the survey 
results. The problems buried in the findings are 
really just the tip of the iceberg for an organization 
some believe is riddled with employee relations 
issues. For an organization whose goal is to achieve 
“Best Employer” status, there seems to a yawning 
divide between corporate spin and the actual 
working experience of an LCBO employee.

After months of various teasers in the form of 
workplace posters, the widely anticipated morale- 
boosting program called “STAR” was implemented. 

The idea is nothing new: Acknowledge employees 
by recognizing their workplace achievements. 
McDonalds does it with ‘Employee of the Month’ 
recognition; Home Depot uses iron-on achievement 
patches, and Futureshop/BestBuy use gift cards or 
monetary incentives.

We can safely say our members appreciate 
achievement acknowledgements. But gestures like 
pins or awards fail to address the root of the low 
morale problem: Full-timers need promotional 
outlets while casuals (who represent the majority of 
our workforce) need full-time jobs. 

Casual morale is further eroded by the employer’s 
use of “fixed term employees.” It’s hard to feel 
valued as an employee when your hours are 
outsourced twice a year. This practice sends a 
clear message to casuals: “We value you…until a 
cheaper alternative becomes available.” There are 
no awards, pins or praise that can substitute for a 

good, full-time job. With the bulk of our workforce 
waiting as much as 15 years for a full-time position, 
it’s hardly shocking why morale is in the pits. 

Our members working at head office and inside 
logistics facilities feel the same pain: Long term 
casuals, the dubious use of agency workers, 
outsourcing of previous bargaining unit jobs, 
and secondment qualifications that leave many 
members with the impression that the position was 
filled before the posting went up. 

Across the entire LCBO job spectrum, full-timers 
and casuals agree that after experiencing years 
of cuts, increasing staff levels would greatly lift 
morale. It’s hard to take pride in your job when the 
greatest barrier to providing top notch customer 
service is low staffing levels.

Reduced casual hours, low staffing levels and a lack 
of promotional opportunities are the cause of low 
morale at the LCBO. Your union knows it and the 
employer knows it. 

The STAR recognition program appears like the 
LCBO is trying to address the issue of low morale. 
Will it? We shall see. 

Your union has always taken the position that this 
employer has the opportunity to lead by example 
by providing good full-time jobs that benefit 
workers, communities and the economy as a 
whole. Until this notion is realized, any employee 
recognition program will have minimal impact on 
employee morale. 
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Survey Highlights 
By The Numbers: 
 

Career Opportunities

My future career opportunities here look good. 65 per cent disagree

There are sufficient opportunities with the LCBO for 
me to satisfy my personal goals and new challenge 
development.

65 per cent disagree

I know what career opportunities are available to me at 
the LCBO.

65 per cent disagree

Managing Performance

The way we manage performance here enables me to 
contribute as much as possible to our organization’s 
success.

63 per cent disagree

Recognition – I receive appropriate recognition 
(beyond pay and benefits) for my contributions and/or 
accomplishments.

65 per cent disagree

My manager sets clear expectations and goals with me. 65 per cent disagree
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Liquor Board Employees Division 

Divisional Executive
Chair: Denise Davis

Email: denise.davis@rogers.com | Local 378

Vice-Chair : Jeremy Trainor
Email: presidentlocal378@gmail.com | Local 378

Secretary / Treasurer : Colleen Macleod
Email : lbedsecretary@rogers.com Local 5107

Chair, Benefits & Pensions : Susan Lusty
Email : susan.lusty@gmail.com | Local 376

Chair, Education & Communication: Craig Hadley
Email : lbed.echo@gmail.com | Local 5109

Chair, Anti-Privatization : Rick Woodall
Email : woodall@bellnet.ca | Local 375

Chair, Health & Safety : Jennifer Van Zetten
Email : ajzetten@mnsi.net | Local 162

Please print and post on union board 

The ECHO is authorized for distribution by:

Denise Davis
Chair, LBED

Warren (Smokey) Thomas
President, OPSEU

Proudly brought 
to you by the 
LBED Education 
& Communication 
Committee

Chair Craig Hadley 
Email lbed.echo@gmail.com

Member Maria Bauer 
Email maria.bauer@rogers.com

Member Patrick Brett 
Email pwbrett@live.com

Editorial Policy

Content comes from our 
base of activists, staff, 
other labour sources and 
our divisional executive.

Where an article has a byline, 
the views are those of the 
author and not necessarily 
the views of OPSEU or LBED.

While we welcome your 
contributions, we ask that 
they be constructive. All 
articles should be signed and 
include your local number. 
They should contribute 
positively to our division, 
union and its policies.

We encourage thoughtful 
discussion of all related issues 
and reserve the right to edit 
for libel, length, clarity and 
to reply to those that seem to 
reflect a misunderstanding 
of the union and its policies.

Please send articles to 
Craig Hadley at:  
lbed.echo@gmail.com
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