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; NSI Workshop

Findings, Conclusions and Recommendations of the first Comprehensive Study on
Canada’s Seasonal Agricultural Workers Program

November 21-22, 2003

WORKSHOP PROGRAM
Friday, November 21
8:30 - 8:45 Welcome, Introduction and Comments Roy Culpeper, President, NSI
8:45-9:00 Remarks (HRDC CSA WP Perspective) Dave Greenhill, HRDC
9:00-9:10 Remarks (Caribbean CSAWP Perspective) Jerome Davis, Liaison Officer
Barbados Liaison Services
9:10-9:20 Remarks (Mexico CSAWP Perspective) Armando Vivanco,
. Legal Attaché
Embassy of Mexico
9:20-9:30 Remarks (Employer CSAWP Perspective) Gary Cooper, President
F.ARM.S.

9:30-9:45  COFFEE BREAK

9:45-10:45 “ CSAWP Regulatory and Policy Framework, Veena Verma, Barrister/Solicitor
Farm Industry-level Employment Practices and Cavalluzo Hayes Shilton
the Potential Role of Unions” MclIntyre and Cornish
10:45-11:30 Open Discussion on Findings and Recommendations

11:30 -12:30 “The Social Relations Practices : Residents of Professor Kerry Preibisch,
Rural Ontario-Migratory Workers-Farm University of Guelph
Employers”

12:30-1:15  Open Discussion on Findings and
Recommendations

1:15-1:45 LUNCH

1:45 - 2:45 Case Study: “Jamaican Workers’ Participation in Roy Russell, President,
CSAWP and Development Consequences in the  Agro-Socio Economic Research,
Workers’ Rural Home Communities” Kingston, Jamaica

2:45-3:30 Open Discussion on Findings and
Recommendations

3:30-4:30 Case Study: “Barbados, Trinidad & Tobago, Professor Andrew Downes and
OECS Workers’ Participation in CSAWP and Cyrilene Odle-Worrell,
Development Consequences in the Workers’ University of the West Indies,
Rural Home Communities” Cave Hill, Barbados

4:30-5:15 Open Discussion on Findings and Recommendations
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NSI Workshop
Canada’s Seasonal Agricultural Workers Program

Volunteer Canada Building, 330 Gilmour St., Ottawa, Canada

WORKSHOP PROGRAM (cont’d)

Saturday November 22

8:30-9:30

9:30 -10:15

10:15-11:15

11:15 - 12:00

12:00 - 12:45

12:45 -1:45

1:45-2:15

2:15-3:00

3:00-3:15

3:15-3:30

3:30-3:45

Case Study: “Mexican Workers’ Participation ir Professor Gustavo Verduzco
CSAWP and Development Consequences in the Igartua, El Colegio de Mexico
Workers’ Rural Home Communities”

Open Discussion on Findings and

Recommendations

“Parallels and Divergences Between Two North Professor David Griffith, East
American Seasonal Agricultural Labour Market Carolina University

with Respect to ‘Best Practices®”

Open Discussion

LUNCH BREAK

“Hemispheric Integration and Trade Relations: Ann Weston, Vice-President and

Implications for CSAWP” Research Coordinator, NSI

Open Discussion

“CSAWP as a Model of Best Practices: Synthesis Rudi Robinson, CCSAWP Project

of the Research Evidence” Director and Senior Researcher,
NSI & Project Director

Open Discussion

Summary Comments on Workshop Heather Gibb, Senior Researcher,
NSI

Concluding Remarks Roy Culpeper, President, NSI/

Ann Weston, V.P., NSI
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Q . - CANADA'’S SEASONAL AGRICULTURAL WORKERS PROGRAM AS A MODEL
, OF BEST PRACTICES IN THE EMPLOYMENT OF CARIBBEAN
b~ AND MEXICAN FARM WORKERS

Executive Summaries

1. “The Mexican and Caribbean Seasonal Agricultural Workers Program: Regulatory and
Policy Framework, Farm Industry Level Employment Practices, and the Future of the
Programme under Unionization”, Veena Verma, Solicitor and Barrister

“The Social Relations Practices Between Caribbean and Mexican Migrant Agricultural
Workers, Their Employers and Residents of Rural Ontario”, Professor Kerry Preibisch

3. Case Study: “Jamaican Workers’ CSAWP Participation and Development Consequences
in Their Rural Home Communities” , Roy Russell, Agro-Socio-Economic Research,
Kingston, Jamaica

4. Case Study: “Barbados, Trinidad & Tobago, and OECS Workers’ CSAWP Participation
and Development Consequences in Their Rural Home Communities”, Professor Andrew
Downes and Cyrelene Odel-Worrell, University of the West Indies, Cave Hill, Barbados
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Case Study: “Mexican Workers’ CSAWP Participation and Development Consequences
in Their Rural Home Communities”, Professor Gustavo Verduzco, Igartua, El Colegio
De Mexico
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6. “Parallels and Divergences Between Two North American Seasonal Agricultural Labor
Markets with respect to “Best Practices”, Professor David Griffith, East Carolina
University

7. “Hemispheric Integration and Trade Relations: Implications for Canada’s Seasonal
Agricultural Workers Program”, Ann Weston, Vice President and Research Coordinator,
The North South Institute
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Report Prepared for the
NORTH SOUTH INSTITUTE

COMPONENT I:

THE MEXICAN AND CARIBBEAN SEASONAL AGRICULTURAL WORKERS
PROGRAM: REGULATORY AND POLICY FRAMEWORK, FARM INDUSTRY LEVEL
EMPLOYMENT PRACTICES, AND THE FUTURE OF THE PROGRAM UNDER
UNIONIZATION
by
Veena Verma, LL.B.

Cavalluzzo Hayes Shilton Mcintyre & Cornish
Barristers & Solicltors

November 2003



Executiv m

The Canadian Seasonal Agricultural Workers Program (CSAWP) has been in existence for
approximately 36 years. The CSAWP began as a pilot program between Canada and Jamaica
in 1966. Since that time the CSAWP has expanded to include Mexico, Barbados, Trinidad &
Tobago, and the Eastern Caribbean States of Dominica, Grenada, St. Kitts/Nevis, St. Lucia and
St. Vincent & the Grenadines.

CSAWRP is a formal program of “managed” circular migration. It facilitates the temporary
migration of Caribbean and Mexican agricultural workers into Canada to meet fruit, vegetable
and horticulture (FVH) growers’ demand for low-skilled labour. HRDC's stated objectives of the

program are paraphrased as follows:

. Meet qualifying FVH growers’ seasonal demand for low-skilled agricultural workers
during the peak planting and harvesting season when there is a relative shortage of
similarly-skilled Canadian workers;

. Help maintain Canada’s economic prosperity and global agricuitural trade
competiti\)eness through timely planting, harvesting, processing and marketing of fruits,
vegetables and horticulture crops, and expand job prospects for Canadian citizens
dependent on agriculture and agriculture-related employment opportunities;

. Enhance and maintain the Canadian economy’s efficiency through better allocation of

local labor resources;

. Improve the economic welfare of the migrant workers by providing them with temporary
full-time employment in the labor-intensive commodity sectors of the FVH industry at
relatively higher wages than they could obtain from similar or alternative activities in

their home countries;

. Facilitate the return of the workers to their home countries at the end of their temporary

employment in Canada.




|

L) LU Ly L

¥

IR S

!

I
h_.l [~

CSAWP is managed and implemented within a three-tier institutional framework. At the federal
level, the program is implemented within the framework of the /Immigration Refugee and
Protection Act and Reguiations and a labour market policy premised on the “Canadians First”
principle. At the provincial level, statutes relating to employment standards, labour and health
govern program implementation. The program is also implemented within bilateral
administrative arrangements between Canada and the source countries. These arrangements
are formalized in Memoranda of Understanding (MOUs) and Employment Contracts between
FVH growers and migrant workers and the Government Agents of the supply country.

The main objective of the research undertaken by the North South Institute on CSAWP’'S
institutional framework is twofold. First, to factually establish the “good practice” areas of
CSAWP'S regulatory and policy mechanisms and industry-level employment practices that
have worked, or are working well in the interest of the migrant workers and their FVH
‘employers, and areas that might not have worked, or are not working well in the interest of both
the migrant workers and their employers and which, therefore, may need “‘good practice”
principles attention. Second, to propose practical recommendations, that CSAWP managers
might use to build upon the areas of the program that are found to have worked or are working
well, in order to address the challenges in those areas that might not have worked, or are not
working well in the interest of both the migrant workers and their employers. The research also
examines a possible role for unions in CSAWP operation at the FVH industry level in shaping
the future direction of the program. The findings, conclusions and recommendations presented
in this report are based on content analysis of the relevant federal and provincial statutes, the
MOUs, Employment Agreements, the Supreme Court of Canada's decision in Dunmore v.
Ontario (A.G.), and international conventions, as well as sample interviews with CSAWP policy
and operational managers. Data from workers was derived from surveys collected -and
summarized by researchers in Mexico and Caribbean.

Section | of the Executive Summary presents findings on the CSAWP'S institutional framework;
Section I, industry-level employment practices; and Section llI, the role of unions in the context
of the Dunmore v. Ontario (A.G.). Conclusions regarding CSAWP “best practice” features and



recommendations for future action follow.

Ontario was used as the case study since the majority of the CSAWP workers are piaced on
Ontario farms.

R The Program's Institutional Framework

The CSAWP is established under a series of instruments that operate within the general labour
and employment legislative scheme in Canada and the provinces.' These instruments delineate
the duties and obligations of the various stakeholders in the Program and provide a
comprehensive scheme for the migration of workers. The CSAWP may be described as a
“‘government to government” managed program of migration. Private actors and any role they
may have in the CSAWP are defined and regulated by government. The primary Canadian
government agency in the administration of the Program is Human Resources Development
Canada (HRDC). Government agents from Mexico and the Caribbean act as Government
Agents in Canada between the workers and the Canadian government and growers. The
Canadian Government privatized the administration of the CSAWP by delegating certain duties
to the Foreign Agricultural Resource Management Services (FARMS) in Ontario, which is a
non-profit organization charged with transmitting and processing employment orders accepted
by Human Resource Centres. A Board of Directors elected from representatives in the grower
community governs FARMS. It identifies itself as an organization “run by employers and it is
for the employers”. Similar private administration has been established in Quebec, with the
Fondation des Entreprises en Recruitement de Maind’oeuvre Agricole Etrangere (FERMES).

Some of the key findings of the CSAWP institutional framework are the following:

1. The starting point in understanding the industry level practices of the CSAWP is to note
the legal vacuum that exists for the protection of agricultural employment and labour

' The primary documents are the Memoranda of Understanding between Canada and Mexico and Canada
and the Caribbean states. Attached as annexes are 1) Operational Guidelines and the 2) Employment
Agreement that is required to be signed by all participating employers and workers.
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rights in Ontario. As the Supreme Court of Canada noted in the Dunmore v. Ontario
(A.G.) decision, the workers’ exclusion from such a protective regime have
disadvantaged them while living and working in Canada.

The legal status of the MOU between Canada and the supply countries is defined as an
“‘intergovemmental administrative arrangement”, not an international treaty. Therefore,
the MOUs do not legally bind the parties. However, the Canadian govemment'’s
decisions may still be reviewed under Charter of Rights and Freedoms and general
principles of administrative law.

The MOUs incorporate the policy objectives and rationale of the CSAWP. It emphasizes
the role of the state as determining those aspects of the program which are to their
“mutual benefit®; monitoring the movement of workers; and ensuring that CSAWP
workers do not displace domestic labour. The benefit to Canada and growers have been
outlined at the outset of this Executive Summary. From the perspective of the sending
countries, the CSAWP supports economic development at home through remittances
of foreign currency. For example, in 2001, OECS reported that approximately $2 million
per year is sent back in remittances, and Jamaica benefited from approximately $7.6
million in remittances. Workers benefit from earning Canadian dollars used to improve
living conditions for themselves and their families when they return home.

The Employment Agreement is an employment contract that is supposed to be signed
by the worker, the employer and the supply country government agent. it does not state
how the Employment Agreement is to be enforced. Therefore, theoretically, it can be
enforced like any other employment contract in the Canadian courts.

Workers are admitted into Canada underthe general provisions relating to the issuance
of temporary work permits under the Immigration and Refugee Protection Act. HRDC
is required to provide a labour market opinion for each application based on factors
outlined in the Act:

a. Is the work likely to result in direct job creation or job retention for Canadian
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citizens or permanent residents?

b. Is the work likely to resuit in the creatlon of transfer of skills and knowledge for
the benefit of Canadian citizens or permanent residents?

c. Is the work likely to fill a iabour shortage?

d. Willthe ages and the working conditions offered be sufficient to attract Canadian
citizens or permanent residents to, and retain them in, that work?

The labour shortage in agriculture has been couched in terminology of “reliability” and
“suitability”. There is no shortage of low-skilled Canadian workers, but rather, the
shortage is qualitative in that even unemployed Canadians refuse to work in agriculture
because of low wages and difficuit working conditions.

CSAWP workers are authorized to remain in Canada only for a temporary period not
exceeding eight months. Workers are required to live on the grower’s property and to
work only in agricuiture. The majority of the CSAWP workers are “named” by growers
to participate in the Program. The “naming” process provides workers a level of job
security for future employment; but at the same time it may also act as a disincentive
for a worker to raise complaints for fear of the employer not “naming” him/her for the
next season. Many workers have been returning to Canada over several years under
the “naming” process; however, workers do not accrue any rights to Canadian

citizenship.

The CSAWRP allows for workers to be transferred to another farm with permission from
HRDC and the Government Agent. This allows workers to extend their stay in Canada
thereby earning more wages, and growers have access to labour without going through
the immigration process again. Government Agents may also activate the transfer
process to ensure that a worker does not have to go home if he/she has difficulties with

his/her employer. Currently, Government Agents report that the transfer process is

P AN O S Sl S
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cumbersome and believe that FARMS should take a greater lead in administering this
process. Because FARMS arranges for travel for all workers, itis able to track the dates
of departures and arrivals of migrant workers, and therefore, has information readily
available if there are openings on another farm. Mexico and the Caribbean states only
have information about the movement of workers from their own countries. FARMS
argues that this role should be assumed by government.

The Employment Agreement allows employers to repatriate workers for “non- .
compliance, refusal to work, or any other sufficient reason”. Government Agents may
also remove workers from a farm if the grower breaches the Employment Agreement.
The repatriation provisions are interpreted at the discretion of the employer and the
Government Agent, and there is no formai right of appeal. The premature repatriation
provisions undermine the workers’ ability to enforce their rights under the Employment
Agreement or laws of Canada. The practicalimplication is that the worker is immediately
removed from the grower’s property, requiring costs for alternative accommodation to
be incurred at the same time as employment income has ceased. If a transfer
placement is not available, there is some urgency to return the worker home to avoid
any additional costs for room and board. It is extremely difficult for the worker to claim
damages for breach of contract in these circumstances.

Interviews with various stakeholders suggest that the role of FARMS is no longer limited
to administration; it also participates in setting the policy direction of the program. This
has become most apparent at annual regional and national meetings where the
operational aspects of the CSAWP are reviewed.

While the commodity groups play an integral role in the CSAWP and are formally
recognized as such, there is no recognition for workers’ participation. The rationale for
this exclusion is that the supply country consulates provide this representation.

The role of the Government Agents is program administration, policy inputs, and dispute
resolution. They process approved requests for workers; provide worker orientation;
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inspect accommodations on the farms; investigate conflicts and disputes between
workers and between workers and employers. They also provide general administrative
services, such as processing tax returns and worker's compensation claims. All of the
Government Agents are situated in Toronto.

The Mexican consulate currently lacks resources to effectively manage the
administration of the program. There were 7,633 Mexican workers under the CSAWP
in Ontario for 2002 and only five Mexican officers and some volunteers to serve them.
Workers voice frustration with the consulate’s failure to respond to their complaints.
FARMS voiced similar complaints.

Interviews with stakeholders reveal that Govemment Agents may also act in the
interests of employers. The Operational Guidelines also state that the role of the
Government Agent is to act in the interests of the employer. This “dual role” may create
a conflict of interest in the Government Agent's role as the workers' representative.

The Government Agents also ensure that their respective country’s receive as many
placements as possible in prder to maximize the retum of remittances. Combined with
the employers right to select the supply country of workers, there is a competitive
structure among the consulates. This has been encouraged by the Canadian
government. This structure undermines the Government Agent’s ability to pursue
workers’ grievances, knowing that an employer may often find a worker from another
supply country if one Government Agent does not agree with his or her treatment of a
worker.

There currently lacks a formal independent dispute resolution mechanism in the
Employment Agreement. An informal mechanism is in place whereby employers and
Government Agents exercise discretion in determining whether there is a breach of the
Employment Agreement, and the remedy for either party is to remove the worker from
the farm. The Government Agents play a “dual” role of representing workers’ interests

and acting as a “neutral” mediator, also representing the employer's interests.
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Government Agents may also concede to the employer’s interests for fearof “losing the
farm”. This raises a potential conflict of interest and denies workers independent
representation should the worker and the Government Agent disagree on any particular
matter relating to the worker's employment.

Despite any disagreement with the Government Agent or worker, the employer can
make the ultimate decision and repatriate the worker. The current tool for employer
accountability is the country’s right to refuse to provide the empioyer a worker in future
seasons. However, as reported by the Govemment Agents, the employer has little
difficulty obtaining a worker from another country in these circumstances creating a
competitive dynamic among the supply countries. The currentmechanism also does not
allow the employer to challenge a Govemment Agent's decision to remove a worker
from the farm if the Government Agent feels that the employer has breached the
contract.

Canadian government representatives and consulate officers reported that this informal
system is functioning well from their perspectlvé because it is flexible and cost-effective.
While the current informal dispute resolution mechanism may ensure that the interests
of the state parties are met, this conclusion was examined from the perspective of the
worker and against the policy objectives of the CSAWP.

The Canadian Government has devised a program for managed migration to meet the
private sector's demand for labour and to prevent illegal trafficking of workers. There are
atissue two relevant policy objectives in the CSAWP instruments and immigration laws:
1) migrant workers are to be afforded equal treatment to Canadian workers, and 2) the
hiring of migrant agricultural workers will not result in depressed wages and working
conditions unattractive to Canadian workers. Canadian agricultural workers have access
to employment related tribunals and courts to enforce their rights. Migrant agricultural
workers may also theoretically access these mechanisms. However, migrant workers
do not have the same labour mobility rights as Canadian workers and may be subject
to premature repatriation before they are abie access or realize their rights under
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mechanisms otherwise available to Canadian workers. Migrant workers have further
disincentives to raise complaints for fear of repatriation or being “blacklisted” from future
participation in the CSAWP. The unique circumstances of migrant agricultural workers
and their lack of mobility rights reveals that workers are not provided equal treatment
with Canadian workers when the effect of the repatriation provisions makes it difficult
to enforce their rights.

The current mechanism allows for the earlier stated objectives to be undermined
because the effect of the CSAWP'S structure denies migrant workers equal access to
dispute resolution mechanisms otherwise available to Canadian workers. This, in turn,
leads to the potential of worker complaints about poor working conditions being ignored.
Persistence of poor working conditions will continue to be unattractive to Canadian low-
skilled workers. Therefore, from a public policy perspective, migrant agricultural workers
and employers should have an open, accessible mechanism to ensure due process of
complaints. While flexibility and cost-effective mechanisms are worthy considerations,
structuring and checking discretion will aiso strengthen the instrumental framework as
a credible mechanism by preventing the potential for arbitrary decision-making and
creating procedural fairness for workers. The call for a mechanism that guarantees due
process is consistent with standards in the international conventions applicable to

migrant workers.

The findings suggest that provincial authorities take a “hands off” approach as itrelates
to the application of labour and employment legislation to migrant workers because
there is an assumption that HRDC is ensuring enforcement. However, expertise in the
provincial laws lie with provincial authorities. Furthermore, it is the provincial authorities,
that can ensure that proactive steps are taken as it relates to housing and working
conditions. HRDC does not have this jurisdiction.
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I Industry Level Practices of the CSAWP

This component examines: migrant labour costs; working conditions; and rules and regulations.
Generally, the government and private sector stakeholders were satisfied with the operation
of the program. This section highlights portions of the report relating to industry level practices
that may require improvement. Some of the key findings include the foliowing.

1. Migrant workers' wages are low and heavily deducted. The Employment Agreements
provide that workers shall be paid wages, which ever is greatest: the provincial statutory
minimum wage; the rate determined annually by HRDC to be the prevailing wage rate
for the type of agricultural work being carried out by the worker in the province in which
the work will be done; or the rate being paid by the employer to his Canadian workers
performing the same type of agricultural work. The minimum wage in Ontario is $6.85;
wages for CSAWP workers in 2002 based on the “prevailing wage rate” was $7.25.

2. The methodology of setting the “prevailing” wage rates has proved to be the most
- contentious issue among the parties and stakeholders at this time. HRDC is attempting

to resolve this problem by contracting departments within the government to establish

a standard national wage structure methodology. A large number of workers are
returning workers from previous seasons, butwages do not reflect their seniority or skills

appreciation.

3. In addition to the nommal deductions Canadian workers incur, migrant workers' wages
are subjectto additional deductions thatreimburse employers for partial travel expenses
and visa fees. As well, workers from Mexico and certain Caribbean states have
deductions for non-employment related insurance coverage. Caribbean workers remit
25% of their wages as part of the compulsory saving scheme; a portion is retumed to
the worker when he/she returns home, another portion may be allocated for liaison
office administrative costs and other expenses relating to the program. The Government
Agents identified the “unfairness” of the employment insurance premium deductions
when the migrant workers cannot access unemployment benefits because of their
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temporary status in Canada. Workers may have theoretically collect sickness and
maternity/parental benefits under the E/ Act, however, collection of these benefits is
extremely rare. The federal govemment rationalizes the deduction because it is the work
thatis insurable and not the worker. A deeper analysis of the Employment Insurance Act
reveais that this rationale is inconsistent with the broader policy purpose of the E/ Act
which is to provide temporary income for workers who are unemployed not at the fauit
of the worker.

CSAWP workers work extremely iong hours (9-15 hours per day), up to seven days a
week, with few rest periods. However, the Ontario Employment Standards Act excludes
agricultural workers from provisions relating to minimum hours of work, daily and
weekly/bi-weekly rest periods, statutory holidays, premium overtime pay. The Mexican
Employment Agreement attempts to fill this gap by providing some standards for rest
periods.

Agricuitural work is one of the most dangerous occupations in Canada. However,
agricultural workers continue to be excluded from Occupational Health & Safety Act in
Ontarlo. A large number of CSAWP workers are exposed to workplace hazards
including pesticides and operation of machinery. However, safety training is
inconsistent and based on employer discretion.

The Government Agents reported that while they had heard cases of workers being
exposed to pesticides, there were- very few cases reported most recently. Some
Government Agents also reported that health and safety training and protective ciothing
are provided, while others believed that there was inadequate protection against
pesticides. The University of Guelph provides pesticide training but 2001 data indicate
that training is still low relative to the number of CSAWP workers that come into Ontario.
The training is provided to workers doing the actual spraying. However, workers not
directly handling the pesticides raised concerns about being in the fields when the
spraying was done or being ordered to re-enter fields too eariy after spraying.
Government Agents stated that when such cases were reported, investigations were




12

performed and the workers' concerns were unfounded. There appears to be a gap
between what are proper re-entry times and the workers' understanding of these
guidelines. It was acknowledged by some Government Agents that the problem of
workers’ exposure to pesticides is difficult to assess because their information is
dependent on workers reporting incidents; this may not always happen for fear of
repatriation by the employer. Government Agents also report that a worker’s attempt to
refuse unsafe work may lead to repatriation.

In terms of housing, the Government Agent reported that most housing was acceptable
and that housing has improved over the years. Housing is reviewed in a two stage
process. The Ministry of Housing inspects accommodation prior to the arrival of the
worker; and then the Government Agent visits the site to determine whether it meets an
“acceptable standard®™. Two issues were raised as concems. First, many
accommodations do not have indoor plumbing facilities, and second, not all Ministry of
Health housing inspections are being completed before a worker arrives in Ontario. The
second stage of housing inspections, i.e. the Liaison Officer's inspection, is assessed
at the discretion of the Govemment Agents. Some Government Agents state that the
Ministry housing guidelines were not high enough and out of date. A worker may not be
placed with an employer if the Government Agent believes the accommodation is not
acceptable and the employer refuses to improve them. However, it was acknowledged
that if one country does not place a worker in housing considered to be sub-standard
by a Govemment Agent, another country may accept the conditions for their workers.

Unionization and Industry Level Migrant Agriculturali Labour Markets

The recent Supreme Court of Canada decision in Dunmore v. Ontario (A.G.) was hailed as

putting to rest the controversy of whether agricultural workers have the constitutional right to

join a union. The Court held that agricultural workers have the right to form employee

associations and protective legislation to allow workers to organize “without intimidation,

coercion or discrimination®. While growers and most Government Agents expressed concerns

and resistance in the unionization of migrant agricultural workers, the decision of the Supreme
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Court of Canada has indicated that worker’s right to organize and join an association of their
choice should be recognized while they are in Canada.

More recent events indicate that this matter continues to be the centre of significant political
tensions in the Ontario agricultural community. At present, agricultural workers, as held by the
Supreme Court of Canad.a are disadvantaged in all aspects of Canadian society. Agricultural
workers and migrant workers continue to be denied the right to unionize and collectively bargain
despite the Dunmore decision and the enactment of the Agricultural Employees Protection Act,
2000. Rather, the Ontario Government has applied a minimalist approach in its interpretation
of Dunmore by only aliowing workers to participate in “associations” and make representations
which do not require an employer to engage in any additional consultations or negotiations.
Therefore, the current impact of Dunmore on migrant agricultural workers is minimal in terms

of having any effect on their current working conditions.
Some key findings on the implication and impact of unionization are:

1. If farms were covered by the model of unionization based on current labour relations law
in Ontario, farms will most likely be unionized on a farm by farm basis, assuming that
a sufficient number of union cards are voluntarily signed by workers. Based on the
current model, unionization on these individual farms, where a union has been certified,
will likely cause reconfiguration of the applicable instruments that apply to migrant
workers' terms and conditions of employment. Based on the definition in the collective
agreement, the union may be the only recognized bargaining agent on behalf of workers

in a defined bargaining unit on an individual farm.

2. If unions are permitted to bargain for the terms and conditions of migrant workers, the
Employment Agreement will likely be replaced by the collective agreement based on
current labour relations iaw. The role of Govemment Agent would continue to be
important to the operation of the CSAWP in recruiting workers; managing the migration
of workers from the supply country to Canada; processing income tax returns, CPP and
worker's compensation claims; providing policy inputs into the direction of the program;
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and negotiating with the Canadian government as it relates to the framework of the
CSAWP. These roles may be strengthened while the union may relleve Government
Agents from workers’ grievances about working conditions or the enforcement of local
iaws.

Unionization will likely result in increased wages and benefits for migrant workers.
Traditionally, unions have aiso ensured job security for workers by providing a dispute
resolution mechanism if workers were unjustly terminated. Remedies may include
reinstatement.

One outcome of unionization may be increased mechanization resulting in a decreased
demand of agricultural labour, including migrant workers.

Unionization will likely result in increased wages and benefits for migrant workers.
Traditionally, unions have also ensured job security for workers by providing a dispute
resolution mechanism if workers were unjustiy terminated. Remedies may include
reinstatement. '

Growers have expressed that if unions were to come onto farms, they would consider
moving or closing operations as a response. This would also result in a decreased
demand of farm labour or as a response of employers to avoid perceived costs of a
unionized labour force. The perceived costs growers associate with unions, including
increased wages and benefits, which make it difficult for the farm to be viable. Growers
are concerned about the right to strike which may have devastating consequences on
the harvest.

Unions may be sensitive to the unique circumstances of agriculture as evidenced by the
union's concession to give up the right to strike when agricultural workers briefly gained
the right to collective bargain in Ontario between 1994-95 under the Agricultural Labour
Relations Act.
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If migrant agricultural worker gain the right to coliectively bargain, this will result in union
dues deductions from migrant workers' wages ranging from 1-2%. Currently, Carlbbean
workers pay 5-7% of their wages for services of the Government Agent to cover
expenses relating to the general administration of the CSAWP as well as employee
representation in the day to day employment matters of workers.

Conclusions

A. “Good Practice” Areas of the CSAWP

“Best practices” are defined as practices that have “proven and have produced successful

results” that are sustainable, and that can be replicated elsewhere. Taking this definition and

applying it to the Canadian seasonal agricultural labour markets, best practice may be

described as good practices at the policy and regulatory, iabour-management relations, farm

industry employment, and migrant worker-farm community levels that make the farm labour

markets work well in the interest of both the migrant workers and the growers who employ
them. Based on this definition, the research finds that CSAWP exhibits “good practices” in the
following areas:

Government controlled migration of foreign labour, which minimizes the exploltation of
migrant labour via labour contractors or other unregulated or exploitive private means.
Managed migration reduces the risk of illegal migration.

The instrumental framework of the CSAWP including the MOU, Operational Guidelines,
and the Employment Agreement which delineates the roles, duties and obligations of
the various stakeholders. This delineation provides benchmarks for program evaluation
in determining what is working in the interests of workers and empioyers and what is not
working in the interests of workers and employers at all leveis of the program.

The Employment Agreement provides an instrument by which workers and employers

are made aware of the terms and conditions of employment before the commencement
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of the employment relationéhip. Because agricultural workers are exempted from
several Ontario employment related statutes, the Employment Agreement fiils this gap
in some circumstances. For example, Mexican workers are entitled to meal breaks
which they would not otherwise be entitled to under provincial laws.

The instrumental framework of the CSAWP, in particular the Operating Guidelines,
provides an informative tool of detailing every step in a multi-party, complex set of
administrative processes in bringing migrant workers to Canada.

Annual CSAWP review meetings at both the regional and international levels Regular
face-to-face meetings among the various stakeholders ensure the smooth operation of
the CSAWP and provide a reliable forum for issues to be addressed on a regular basis.
This serves to create a program that is responsive to all interests as well as building
relations and contacts among the stakeholders.

The constructive roie of the Government Agents in providing information to workers,
administering the program in certain aspects and providing policy inputs into the
program. An example is one consulate which provided a comprehensive orientation for
workers which includes some training about the nature of the program.

The ability of farmers to have “named” workers return on an annual basis, which may
minimize the transient nature of the migrant worker by having the stability of returning

to the same employer.

The transfer process which allows workers to move to other farms as opposed to
returning home, should problems arise with a grower during their work permit.

B. CSAWP Areas that may need “Good Practice” Principles Attention

The “dual” role of Government Agents as worker representatives which creates potential
for conflict of interest and may undemmine independent representation of workers.
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The competitive structure of the program among the consulates to place workers on
farms which may undermine enforcement of the contracts for fear of having workers
replaced by workers in other supply country.

The impact of the repatriation provisions, the competitive nature of the program among
the éupply countries, and the lack of migrant worker's mobility in Canada have had an
adverse impact on the enforcement of employment standards and the Employment
Agreement between the worker and the employer.

The increasing role of agricultural private sector interests (i.e. FARMS) in policy-making
is causing tensions in relations between supply countries and the Canadian
government. This also diminishes the “govermment to government” nature of the
CSAWP.

The Mexican consulate has inadequate resources to service the number of Mexican
workers currently in the program.

The lack of an objective methodology in the determination of appropriate wages for
migrant agricultural workers.

The application of Canadian laws and the policy objectives that underline them need to
be responsive to the unique circumstances of migrant agricultural workers. For example,
the policy objectives for the deduction of El premiums cannot be reconciled with the
immigration restrictions and lack of mobility placed on migrant workers.

There is an inconsistency of interpretation of “acceptable standards” in housing among
the Liaison Officer and guidelines for housing inspections are outdated.

There are varying practices relating to training and protective clothing against
pesticides. In light of the exclusion of agricultural workers from the Occupational Health

-




L) L) o4 Lo

i

| S

18

and Safety Act in Ontario, the level of pesticide training and use of protective clothing
is dependent on the goodwill of the employers.

There is no system in place to address disputes that cannot be amicably resolved or to
provide open accountability to all participants in the program. Enforcement of
employment standards and contracts are ieft to the discretion of individuals instead of
objective criteria.

There is hesitancy of some participants in the CSAWP to recognize independent
migrant worker associations in the operation of the program whereas employers are

provided formal recognition and opportunities for policy inputs.

C. Selected Recommendations

The following are selected key recommendations arising from the findings. Additional
recommendations may be found in the report.
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Provincial Ministries should become more active in the annual review meetings in order
to educate themselves on the CSAWP and how it fits within the provincial legislative
framework, and to provide Government Agents with resources and contacts in case of
questions about provincial employment and labour laws.

The Ontario Employment Standards Act should be amended to include agricultural
workers under provisions relating to minimum hours of work, vacation pay, daily and
weekly/bi-weekly rest periods, and overtime pay.

Stakeholders should encourage and allow for agricultural workers to be covered by the
Occupational Health and Safety Act (“OHSA") in Ontario. Inclusion of agricultural worker
under OHSA will assist in addressing worker's health and safety concerns, including
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pesticide use, by providing an institutional framework in which this may be addressed.

Housing inspection guidelines need to be updated in consultation with all Government
Agents collaboratively to ensure that consistent standards are applied for all migrant
workers regardless of the supply country from which they come.

Government of Canada

5.

Review of deduction of Employment Insurance (“El”) premiums should be undertaken
with the recognition that CSAWP workers are paying premiums into a system in which
it rarely sees any benefit. It is recommended that workers be exempt from paying El
premiums or be reduced in recognition of the limited access workers have to benefits
under the El scheme.

An objective formula for the appropriate calculation of migrant workers wages should
be established. This initlative is under way by the federal government and is encouraged
to be completed. A stable and reliable formula for the calculation of wage rates will
serve to minimize the current hostilities-among the state stakeholders.

Seniority of returning named workers should be recognized in the wage rate caiculation

as well as skill levels of workers.

Absent legislative protection under the Occupational Health and Safety Act or the
Employment Standards Act, migrant agricultural workers should be provided with rest
periods, overtime pay and health and safety protections under the Employment
Agreement recognizing that there are benefits to employers and workers for such

protections.

Guidelines or a policy statement be drafted on the interpretation of “non-compliance,
refusal to work, or any other sufficient reason”. In particular, note that a breach of

contract will not be found where a worker refuses work that is unsafe.




L)

J

P gt gl gl prll gyl gl el il S el prE

10.

11.

12.

13.

20

The power of the employer to repatriate workers should be minimized. It is
recommended that there shouid be a minimum two (2) week waiting period before a
worker is sent home in order to allow the worker the opportunity to raise a complaint
about the validity of the repatriation decision. If the worker accepts the repatriation
decision, the two (2) week period may be waived to allow for inmediate retum. If the
worker files a complaint, then an independentbody should investigate the complaint and
the worker should be allowed to stay until the investigation is complete or a decision on
the merits of repatriation has been determined. The transfer process may be utilized
during this period in order to place workers with other farmers during this interim period.

It is recommended that a review of the dispute resoiution mechanisms in the CSAWP
be undertaken in order to ensure procedural fairness and enforcement of the various
instruments. A credible dispute resolution mechanism will strengthen the existing
instrumental framework of the CSAWP by structuring and checking the exercise of
discretion.

It contemplating a possible dispute resolution mechanism, the following factors should
guide the deiiberation:

a. proceedings must be quick and cost effective since migrant workers are
restricted to Canada for a short period of time and farm production should not
be jeopardized.

b. to address these concems, negotiation and mediation be built into the
mechanism as stages of dispute resolution before using formal hearing
processes.

c. if workers are members of a union, then the Employment Agreement should
explicitly recognize the arbitration process under any applicable collective
agreement as required by law.

The dispute resolution process may include stages of informal process which may
escalate to binding processes of arbitration should the dispute not be resolved. For
example, the parties may try to mediate the dispute with all representatives in a formal
meeting; the next stage would be to use a trained neutral third party mediator to attempt
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to resolve the dispute; the next step would be binding arbitration with reasons for
decislon. The Employment Agreements should include ak'roster of mutually agreeable
arbitrators or mediators. An established list will ensure that the dispute is heard
expeditiously and supersedes time that may be expended in finding agreement on the
arbitrator. )

The dispute resolution mechanism should be open equally to both workers and their
employers. Therefore, while Government Agents shouid be able to fiie disputes with the
dispute resolution mechanism on behalf of a migrant worker, the worker should also be
able to access the mechanism should the Government Agent disagrees with the worker.

The dispute resolution mechanism should be paid for by the Canadian Government in
recognition that resources will need to be committed in ensuring that policy objectives
and contractual provisions intended to guarantee fair treatment of migrant workers are
in fact enforceable. This will reinforce that HRDC'’s mandate to ensure that wages and
working conditions are not depressed by the hiring of migrant workers.

The workers’ right of association and their right to appeal involuntary repatriation should
be enshrined in both the MOUs and the Employment Agreements.

A central database of all worker complaints should be maintained by HRDC in order to
track pattems of industry level practices which may assist in developing future policy
objectives and guldelines for the CSAWP. The database may also be used to track
good and bad employment practices and employers in assessing future employer
participation in the CSAWP.

In light of the greater policy role that the private sector is taking in the operation of the
CMAWRP, this perspective needs to be balanced with greater participation of workers,
their representative organizations, and/or labour groups at the annual meetings. They
may give input on the impact of the program on the current labour market as well as

addressing concerns about wages and working conditions.
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Supply Countries

19.

20.

21.

22.

23.

Amend the Operatidnal Guldelines to_clarify that, while the government agent will
éndeavour to ensure the smooth functioning of the program, the role of the supply
country’s government agent is to represent the worker's best interest should a conflict
arise between the worker and the employer.

Consulates are under-resourced in performing their task as worker representative and
additlonal resources are required if they are going to continue to provide services for its
nationals. Physical distance makes it difficult to effectively and expeditiously resolve
dispute as they emerge on the farms. Local or satellite offices closer to the farming
communities in which workers are. placed should be considered

The orientation program should include information on migrant workers’ right to join a
union or any other worker association of their cholce while working in Canada.

If the migrant workers voluntarily elect to join a union or any worker association of their

.choice, the Canadlan, Caribbean and Mexican Governments and growers participating

in the program should grant institutional recognition of such unions or worker
associations.

If workers are unionized on a particular farm, consider whether the current compuilsory
administrative deductlons for these workers may be decreased in light of some of the
administration costs relating to contract enforcement being shifted to the union.

FARMS

24.

Employers could be made aware through F.A.R.M.S. Iinformation Package of the right

of migrant workers to join an employees' association or to become a member of a trade
union.



25.
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Further review and discussion is required about FARMS role in the administration of the
transfer process. In the altemative, the central database of information that FARMS
currently controls as it relates to the movement of workers needs to be shared in a
format that is accessible and will reduce the cumbersome nature of the transfer
process. It is recommended that a central body that has access on the movement of
workers from all supply countries be mandated to administer the transfer process.
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EXECUTIVE SUMMARY

Since the late 1960s, the Canadian government has granted temporary employment
authorization to men and women as agricultural workers in the horticultural industry, first
from the Caribbean and later from Mexico. The number of people employed under the
Caribbean and Mexican Seasonal Agricultural Workers Program (SAWP) is significant;
in 2002, over 15,000 foreign workers were employed in agriculture in the Province of
Ontario alone.! While the Program is designated as seasonal, many foreign workers will
spend up to eight months living and working in Canada’s rural communities.

Previous research on Mexican and Caribbean farm labour in Canada has taken a
critical historical perspective and focused on labour relations (Satzewich, 1991; Wall,
1998). More recent studies have concentrated on the limited rights of guest workers
relative to domestic workers and documented their werking and living conditions (Basok,
2002; Colby, 1997; Preibisch, 2000; Smart, 1998). Other studies have explored the
obstacles to the productive investment of remittances in migrants’ home communities
(Basok, 2000) or demonstrated preference for the Canadian guest worker program to
undocumented migration to the United States (Colby, 1997). This growing literature,
however, has neglected to study the social and economic changes in rural communities
that have accompanied the agricultural sector’s growing reliance on foreign workers.
Apart from Cecil and Ebanks’ (1991) research in the late 1980s, questions of social
exclusion and the overall relations between migrant workers and rural communities have
been raised only tangentially relative to other concerns within the literature on migrant
agricultural workers in Canada.

This component of our research contributes to filling this gap within the literature on
migrant agricultural workers in Canada, with a central focus on the social relations that
exist between the migrants and the permanent community in rural Canada. The research

documents workers’ range of experiences while they reside and work in Canada’s rural

! Ontario receives approximately 85 percent of workers entering Canada as part of the Caribbean and
Mexican Seasonal Agricultural Workers Program.



farming communities, with particular attention to the structure and quality of the social

relations between workers, their employers and the larger community.

The study involved both primary and secondary research in the Province of Ontario,
which employed approximately 85 percent of SAWP workers in 2002. The research
design adopted a qualitative approach using case study methodology that was multi-
method in focus. Throughout the research process observations were recorded in field
notes and photographs. In order to record perceptions and attitudes, interviews
constituted the principal research method. Research participants included government
and industry representatives active in the administration of the SAWP, growers
employing migrant farm workers, Mexican and Jamaican farm workers, residents of rural
communities, and members of groups that engage in advocacy and/or service provision

for migrant farm workers. In total, interviews were conducted with 104 informants.

Considering the scope of the research and its objective to study complex social
relations, a qualitative approach was deemed the most suitable. Indeed, the study was
less concerned with making inferences or quantifying social exclusion than it was in
gaining a deeper understanding of the human experiences of workers employed in the
SAWP in terms of their relationships with employers and the broader community. Given
the sheer variation among and across producers, any research endeavour that intended to
generalize on community relations for the province as a whole would require a research
budget and time line that were beyond the scope of our project. Our research modestly
chose two different research sites to illustrate and contrast the different contexts in which
migrant farm workers work and live: Simcoe County, employing a smaller number of
migrant agricultural workers in primarily vegetable field crops, and the Niagara region,
accounting for a larger concentration of migrant agricultural workers in tender fruit,
vineyards, and greenhouse production. The results of this study should be read within its
limitations. The findings presented here, however, have been arrived at through careful,
rigorous analysis and extensive use of triangulation. This study represents one of the first
and most comprehensive attempts to understand and contextualize the complex relations
that have developed between migrant workers, their employers, and rural communities to

date.
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Part I: Working and Living Conditions

Part One of the report explores the working and living conditions of migrant
agricultural workers, based on the specific instances observed and documented in the two
study sites as well as information from interviews with administrators, community
residents and advocacy groups. The objective of Part One is to provide a sketch of
workers’ human experience at their workplace in order to contextualize the remainder of
the report that directly addresses the main research questions regarding employer and

community relations.

Working Conditions

Agricultural work differs greatly depending on the production process, but in general
can be characterized as physically demanding, tedious and often dangerous. Our research
found that farm workers experience significant work-related health and safety risks.
Pesticides were a particular concern among workers employed in greenhouses who cited
skin irritations and respiratory problems. Heat stress was also an issue for greenhouse
workers. Farm workers in general were prone to muscle pains and workplace injuries
such as hernias. Mental health issues such as stress and depression were also reported,
especially among women and workers who spent extended periods in Canada. Injuries
and illnesses had great potential to become more serious because many workers reported
working while sick, reluctant to advise their employers in fear of being sent back to their
home country or of losing hours at work. When the research found examples of workers
reporting a health concern, they did not receive prompt medical attention in all cases.
Mexican workers often had problems communicating their concerns because of language
issues. In some cases, there were allegations that doctors had colluded with employers to

avoid compensation claims.

Within the Memorandum of Understanding, workers should receive a contract for at
least 240 hours in six weeks or less and no more than eight months. The research for this
study found that most workers come to Canada in the hope of working 40 hours a week at
the very minimum. Migrant workers in Niagara and Simcoe County are generally
working 40 to 70 hours per week, six to seven days per week. Our research documented

both reports of employment sites with excessively long hours, seven days a week and



cases in which employers stipulated a day off, to improve the welfare and productivity of

their workers.

Pay rates for migrant agricultural workers were low relative to wages in other sectors
and relative to migrant farm workers in the U.S. under the H2A program. Migrant
agricultural workers in Canada are to be paid the greater of the provincially determined
agricultural wage, the prevailing provincial agricultural wage rate as determined annually
by Human Resources and Development Canada (HRDC), or the rate being paid to
Canadian seasonal workers performing the same type of work. Workers, advocacy
groups and home country representatives are of the view that the prevailing wage rate
needs revising upwards. The study heard reports of employment sites where Canadian
workers were getting paid more than foreign workers for the same tasks, yet other sites in
which it was suspected that domestic workers supplied through labourer contractors were
getting paid less. Several of the labour supply country representatives also supported
recognition for the seniority and skills of migrant agricultural workers. Employers were
concerned that wage increases would erode their profit margin, citing competition from

their U.S. counterparts.

The deductions made to workers’ pay were significant. In 2001, the Canadian
government collected over $9.5 million in income taxes, $3.4 million in EI deductions,
and $6.0 million in CPP deductions from migrant agricultural workers (Stevens
Associates, 2003).2 Income tax returns, the responsibility of liaison officers, are
processed differently by each country government. Mexican workers expressed a great
deal of confusion around income tax deductions; many workers were unaware if a return
had been filed on their behalf. Several informants claimed the Mexican Consulate had
not been processing income tax returns properly in the past. In regards to EI and CPP,
some workers did not fully understand the deductions they were making or how to access
potential benefits. Canadian pensions for migrant agricultural workers are often low
because they rarely work in Canada until they are 60. Temporary agricultural workers
face obstacles such as age discrimination and moreover, many are unwilling to engage in

such physically demanding work and/or extend their migration periods into their later

2 All figures are in Canadian dollars, unless otherwise indicated.
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years. The Compulsory Savings Scheme that is deducted from Caribbean workers was
referred to with mixed opinions. While some Jamaican workers found it helpful to save,
others had grievances including allegations that they did not receive their money
promptly. Workers explained that they had livelihoods in their home countries that they
sustained in their periods outside of Canada, and the late delivery of their savings
prevented them from making productive investment in those livelihoods. Other workers
felt the scheme was paternalistic.

Living Conditions
The living conditions of migrant agricultural workers varied markedly across the

Province. Workers almost always live on the grower’s property in houses, trailers, or
living quarters that have been furnished within work buildings. Employers with less than
30 workers are likely to provide trailers or farmhouses, while farming operations hiring a
higher number of workers have bunkhouse installations. Some of these employers have
invested in facilities that can be likened to hotels while others may provide a number of
small units. The condition of these buildings varies significantly. While some employers
provide decent housing, other accommodations were overcrowded and dilapidated. The

size of living quarters is a central issue, as were inadequate furnishings and facilities.

While good living conditions foster a sense of pride amongst workers in maintaining
the dwelling, poor living conditions degrade the human experience of migrant workers in
Canada. Such conditions occur in part due to inadequate legislation and enforcement.
Housing standards for employers of migrant workers follow provincial Ministry of
Health guidelines that have not been updated since 1982 and lack rigorous specifications.
The practice of housing inspections, furthermore, is inconsistent from one municipality to
the next. Problems with enforcement also lie with liaison officers’ reluctance to be too
strict with employers for fear of losing labour placements to another labour source

country.



Part II: Social relations between migrant agricultural workers and their
employers :

Part Two of the report examines the relations that develop between agricultural
workers and their employers. The analysis of this section argues that the relations that
develoj) between workers and their employers and the broader community in general are
shaped to a large extent by the characteristics of the SAWP that circumscribe the
conditions under which temporary workers are admitted to work in Canada. When the
Program has come under media scrutiny, industry and government representatives are
quick to point out that the problems are owing to a fraction of “bad” employers soiling
the reputation of a model program of labour recruitment. Discussions of labour relations
that look at the incidence of “bad” employers versus “good” employers ignore the
structural features of the Program that subordinate workers and provide the scope for
abuses to occur. A key dimension of the Program that structures relations is immigration
restrictions that bind temporary workers to a single employer and residential location.
This status within the workforce sets them apart from domestic workers who have the
option of finding another job and, therefore, the benefit of potentially greater bargaining
power. Further, temporary workers’ legal status denies them the services and protections
associated with citizenship or permanent residency, relegating them to inferior and

therefore vulnerable positions.

A further aspect of temporary employment authorization structuring labour relations
is workers’ civil status upon recruitment and their entry as single applicants. Preference
in recruitment has historically been biased toward married/cohabitating workers or single
workers with dependents in order to deter workers from attempting to secure permanent
residency through marriage or seeking to remain in the country illegally. This
characteristic of the Program treats workers as members of family on the one hand, yet
single applicants on the other, as they are unable to bring - or visit - their families during
their course of work in Canada. The fact that workers have limited social commitments
in Canada is one of the reasons they are particularly valuable to employers, a finding
extensively corroborated in this study. “Good” workers were those who limited their
social activity. Indeed, some employers discouraged and actively attempted to control

the social lives of their workers. Growers who formerly hired from one source country
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claimed to have switched to another in order to . diffuse the social networks that had
developed.

Mechanisms for employment recruitment and retention play a role in structuring
labour relations. Renewal of employment is conditional on the growers’ request of
workers by name. The naming policy works to discipline workers, as consecutive
employment in Canada depends on the employer’s subjective recommendation. These
structural dimensions effectively reduce the relative power of temporary workers within
the context of global inequalities. The willingness of thousands of migrant farm workers
to accept the low wages and degraded working conditions in Canadian agriculture is
evidence of the economic and social conditions in their countries of origin that motivate

them to seek work outside national borders in the first place.

Housing arrangements constitute a crucial factor shaping relations, granting greater
opportunity to control farm workers’ behaviour. Attempts to control workers’ behaviour
were extensively documented, including restrictions on workers’ mobility on and off the
farm and the entry of visitors. The degree of worker mobility depended ultimately on the
subjective goodwill of the individual employer: whereas some employers prohibited
workers from leaving the property, others provided a vehicle for workers to move about
if they informed him of their whereabouts. The control that employers exercise on their
property is buttressed through their capacity under the contract to set down ‘farm rules.’
There are no specifications on the content of farm rules, an ambiguity that leaves them
open to interpretatibn. It is not surprising that the research found wide variations in farm

rules among employers; while some were fairly rigid, others were more relaxed.

Perhaps the principal mechanism of control structuring relationships is the power that
employers hold to repatriate workers. Part of the reason that the threat of repatriation is
an effective mechanism of control is because workers and their representatives have little
recourse to reverse or question the decision. If an employer decides to dismiss a worker,
s’/he phones the Liaison Service to make arrangements to send the individual home. The
Liaison Service can intervene and attempt to remedy the situation, but if the employer

insists on dismissing the employee there is little scope for action.



Genuine representation of workers on behalf of home country officials is
compromised in their dual role of ensuring worker protection under the SAWP and
maintaining their country’s market share of labour placements in the program. When
employers are displeased with the behaviour of either their workers or the supply country
representatives, they have the option of switching countries. This argument should not
suggest that home country representatives do not always act in the interest of workers,
but rather that their representation is compromised by their other responsibilities. Labour
replacement is currently favouring Mexican workers over those from other labour supply
countries. A historical look at the numbers of workers disaggregated by county suggests
that Mexican workers have slowly taken over Jamaica’s “corner on the market.” While
accounting for just 22 percent of total workers in 1987, by 2001 Mexican workers

accounted for over 51 percent.

The dimensions of the Program that structure labour relations are reinforced by the
narrow range of legal rights accorded to farm workers in Ontario. For example, farm
workers are not covered under the provincial Occupational Health and Safety Act and
have historically been denied the right to form unions. A final structural determinant of
the nature of labour relations that develop is the size of farming enterprise. The
relationships that develop on small, so-called “family farms” employing one or two
workers differ from those typical in corporate operations. Workers on large farms have
limited direct contact with their employers. Several informants claimed that the
supervisors were more problematic than the employers themselves, and cited cases of
threats and acts of physical violence against workers. The research for this study,
however, also found cases of positive supervisor-worker relationships. Regardless of the
behaviour of the supervisor, when employers no longer have contact with their workers,

the nature of the relationship changes.

Analysis of the structural determinants of labour relations indicates that discussions
centering on incidences of “bad” employers versus “good” employers risk overlooking
the structural features of the Seasonal Agricultural Workers Program that subordinate
temporary agricultural workers relative to citizens and permanent residents and relative to

workers in other sectors. Furthermore, this analysis suggests that the scope for abuses to
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occur is institutionally embedded into the Program. Within this context, it is not
surprising that our research found a range of worker-employer relationships, confirming
that in the absence of firmer regulation and enforcement of working and living conditions
or expanded rights for farm labour, the human experience of migrant agricultural workers
in Canada is largely dependent on the subjective goodwill of the employer.

The workers interviewed in this study generally characterized their relationships with
their employers as fair to good, although many had serious grievances in terms of their
living and working conditions. Some workers spoke of their employers in very positive
terms; those that held less positive opinions were guarded with their answers. When
employers were asked to describe these relationships, most of them reported working
relationships that did not extend beyond the workplace. Other employers claimed to have
closer relationships with their workers that involved socializing with them periodically.
Cases of negative relationships were also recorded, in which employers were perceived to

treat workers as a commodity or were physically and verbally abusive.

Part 3: Social relations between migrant workers and rural communities

Part Three of this study confirms findings in the literature that migrant agricultural
workers do experience social exclusion from the broader rural community and that
residents, for the most part, are either unaware or choose to ignore the migrant worker
community living in their midst. At the same time, however, our research suggests an
important shift in the relations between migrant workers and the surrounding
communities is underway. Firstly, the social environment has changed. While
settlements in rural Ontario are still predominantly composed of people with Caucasian
features and white skin, there are more visible minorities living in these areas than in the
past. In addition to demographic changes in the rural citizenry, temporary labour is
increasingly taking on heightened relevance in agriculture with burgeoning numbers of
migrant agricultural workers coming to the Province each year. Anyone who, on a Friday
evening, has set foot into the A&P grocery store in Simcoe, tried to cash a cheque in
Bradford, or attempted to use a pay phone in Leamington, can attest to the heightened

presence of migrant workers within Ontario’s rural communities. The increased visibility



of migrant agricultural workers as a social group is reflected in, and enhanced by, recent
media-attention to their working conditions and renewed pressure for unionization by

labour activists.

Secondly, the nature of relationships between the migrant and permanent
communities is undergoing small but perceptible transformations. In accordance with the
existing literature it is accurate to claim that, for the most part, social relations between
migrant workers and the broader community occur mainly through commercial
interactions. In the last five years, however, efforts to integrate workers in the broader
community have emerged throughout southern Ontario, particularly in churches. Further,
members of the permanent Canadian community and migrant agricultural workers are

increasingly forming relationships as friends, lovers, or spouses.

The level of awareness of the existence of Caribbean and Mexican migrant workers
among the population of southern Ontario is generally low. Various factors play a role in
facilitating or impeding social interaction, but to a large extent the degree to which
residents become aware of migrant workers and interact with them depends on physical
proximity. The towns of Leamington in Essex County and Simcoe in Haldimand-
Norfolk, regions receiving the highest proportion of the migrant agricultural labour force,
are economic and social hubs for migrant workers on Thursday and Friday nights. The
opportunity for social contact between Canadian residents and migrant workers in these
towns is considerably greater than other regions in the Province; there are several other
towns that host less than 250 workers in their vicinities, such as Peterborough, that
employs just two workers. It is also important to note that the size of the community -
whether it is a small farming community or a large urban centre — may influence the level
of awareness of migrant workers within the permanent community. Residents of small
farming communities are much more likely to have had contact with offshore workers
than those living in cities, even when a significant number of workers are employed on

the surrounding agricultural land.

Social contact between migrant workers and the broader community occurs primarily

on Thursday and Friday evenings, as migrant workers throughout southern Ontario surge
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into town to do their shopping and banking. In the weekly pilgrimage, workers emerge
from the fields and arrive by the busload in the downtown core of rural communities.
The study sites for our research receive a fair proportion of the migrant community. In
the Niagara region, the quiet town of Virgil bustles with the commotion of hundreds of
workers convening around the parking lot of the local grocery store. The town of
Bradford in Simcoe County experiences a similar transformation. In these communities
with very little racial and ethnic diversity among the permanent population, the presence
of the Mexican and Caribbean workers is highly conspicuous.

The weekly shopping trip constitutes the most significant social contact between
migrant workers and the Canadian community. Local businesses in both communities
described friendly interaction with migrant workers, although few people actually knew
them by name and had little contact with migrants outside of the working environment.
These findings suggest offshore workers’ encounters with Canadians are mainly
commercial rather than social. In both study sites, stereotypical and racist conceptions. of

migrant workers coloured interactions with the business community.

The business community welcomed the presence of migrant workers and recognized
their economic contributions. A recent study estimated the impact on rural Ontario
economies of the migrant labour force amounted to $82 million (Stevens Associates,
2003). Workers not only spend money on goods and services to meet their daily
consumption needs but they also take a considerable amount of goods home with them,
including small and major appliances, power tools, electronics, bicycles, clothing and
footwear. The limited mobility of migrant workers constitutes them as a captive market
for local businesses in rural communities that lose customers who travel to urban areas.
The importance of the migrant clientele is visibly illustrated in the inventory of grocery
stores and convenience shops in both these locations, stocking Caribbean and Mexican

ethnic food products or other items geared to the migrant agricultural worker population.

Migrant workers also spend their earnings in restaurants and bars. Long distance
telephone card companies find a huge market in the migrant community, as does the

mobile phone industry. The new and used bicycle market thrives in areas of high worker
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concentration, and taxi cab and bus companies also profit. Taking advantage of the
migrant population’s limited mobility, itinerant vendors bring their merchandise to the
farm, including phone cards, ethnic foodstuffs and wire transfer services. Migrant
workers are also important clientele in the second hand market.

Financial services such as banks, credit unions and wire transfer companies obtain a
significant share of the money migrant workers spend in rural communities. Banks
remain a key player amongst the competitors for remittances. Although bank charges for
transferring money are very high, it is likely that they capture a significant part of profits
generated through remittances due to their presence throughout rural Ontario. Wire
transfer companies are still clustered in areas of high worker concentration, although their
network is expanding. Regardless of whether workers send their money through a bank
or not, they usually cash their cheques there, constituting the bank as a principal site for

worker/community interaction, second only to the grocery store.

Despite the economic contributions migrant agricultural workers represent to the
agricultural sector and the broader rural economy, this study found that Canadian banks
have done little to facilitate their banking transactions or reduce the costs of transferring
remittances home. Local branches in areas with high worker concentration have made
some attempts to accommodate migrant workers and their employers, but these are not
generalized across rural Ontario. When migrants have the option, they use wire services
to remit their money to their home countries because they are in some cases cheaper and
in other cases quicker or more accessible. Wire transfer companies offer a commission to
local agents and thus a portion of these services’ profits stay in Ontario’s rural

communities.

Despite the fact that migrant workers have formed part of the rural population since
the late 1960s and make significant economic contributions, as a group they are still
denied social membership in the community. One dimension of the social exclusion of
migrant workers is physical. On farms hiring migrant labour, workers’ accommodations
are often concealed behind packing sheds or greenhouses. Attempts by some growers to

physically separate migrant workers from the community are accompanied with
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intentional avoidance by residents. These incidents also took place in the workplace,
when customers buying produce on farm did not treat migrant workers as legitimate
employees.

While migrant workers perceived that residents held negative perceptions of them,
most residents described migrant workers as friendly, hard working people. Perceptions
of migrants as workers often conformed to racialized and gendered ideologies, perceiving
workers from certain countries and genders more suited to performing particular tasks.
Racial stereotypes were frequently observed, while residents expressed particular
concerns about foreign workers having sexual relationships with Canadian women. The
women who formed relationships with migrant workers were perceived in very negative
terms and workers have suffered racially-motivated attacks for becoming involved with
them.

Despite the avoidance practiced by some people, there were cases where migrant
workers and rural residents had formed friendships. Friendships provided human contact
outside of the working environment and a measure of social support. Friends were called
upon to assist with money transfers, to help access health care, and in time of
emergencies in Canada or at home. These relationships helped migrant workers exercise
rights they are accorded. To some extent they also worked to reduce workers’

relationships of dependency on their employers. Many of the people who had formed

friendships with migrant workers came from the Caribbean and Latin American

community in Canada, but this was not always the case. Intimate relationships had also
developed between the migrant and permanent community, some which had produced
children. For some workers, relationships formed in Canada had resulted in changes in

their migratory status and they had become permanent residents and/or Canadian citizens.

Churches constitute one of the key social spaces in which the migrant community and
the permanent community form relationships. The longest standing efforts to integrate
migrant workers into the community or to see to their needs in the history of the Program
find their origins in the church. Churches that have made special efforts to reach out to

13



migrant workers do so for a variety of motivations. Some clergy were motivated by

evangelism and others by social justice concerns.

In the last five years, the Province of Ontario has experienced an emergence of
groups whose efforts target migrant workers. The origins and motivations of these
groups are diverse, as are their methods for achieving their goals. What they share in
common is the desire to improve the human experience of migrant agricultural workers
while they work and live in Canada. Focusing on the study sites but also recording
instances of groups in other areas in the Province, we identified the following groups.
Faith-based groups include the Caribbean Workers Outreach Program (Niagara,
Haldimand-Norfolk), Project El Sembrador (Newmarket), as well as initiatives by local
churches such as St. Vincent de Paul and Vineland Free Christian Reformed Church
(Niagara); the Springdale Christian Reform Church (Simcoe County); and various other
churches throughout the Province. Municipal or regional initiatives were also present,
such as Niagara Community Policing that promotes bicycle safety and the Niagara
Regional Health Department’s Health Bus that offers medical and dental services to
migrant workers. In Leamington, the municipality’s South Essex Community Centre ran
activities targeting migrant workers in 2002. Groups aimed at integrating migrant
workers into the broader community were also identified, such as the Latin Immigrant
Niagara Community Association (LINCA), Community of Agricultural Foreign Workers
and Friends of Exeter (CAFFE) and ENLAC Community Link. Groups with a specific
social justice objective include the Global Justice Care Van Project that led to the
opening of three migrant worker resource centres by 2003 with funding from the United
Food and Commercial Workers Union (UFCW) and the Toronto-based Justicia 4 Migrant
Workers. One of the groups with the longest histories is Frontier College, a non-profit
organization involved in literacy education that has provided English as Second

Language (ESL) training for migrant workers for over ten years.

Community groups vary widely in their mandates, motivations, and mechanisms for
change, but many of the needs they have identified overlap. Firstly, a shared
achievement is the provision of an alternative social space for migrant workers outside

the farm. Churches have provided a place of worship and made efforts to arrange
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services in Spanish or brought Jamaican ministers to Canada to provide pastoral care.
Churches have also arranged social events, some with a religious focus and others for
recreation and celebration. Along with other organizations, churches have made efforts
for workers to see more of Canada than the farm. At the margin of the social activities
organized by faith-based groups and secular organizations, the presence of their members
on farms through planned visits or English classes can also provide some of the only
social contact workers receive. Social activities can lead to enhanced integration of

migrant workers into the broader community.

In addition to increasing migrant workers’ opportunities for social contact outside of
the farm and grocery store, the various groups have improved migrant workers’ access to
services. Some groups have taken workers shopping, to church, or have organized the
distribution of used bicycles, workers’ principal mode of transportation. Several groups
have made efforts to improve bicycle safety. The provision of ESL and basic literacy
classes has been given particular focus by groups working with migrant workers,
recognizing the ways in which the language barrier, experienced primarily by Mexicans,
poses serious problems for them in the workplace (in terms of training, health and safety
issues, communication with management), in the broader community (communicating
needs, social interaction), and as they seek to defend themselves in their interactions with
employers, residents, and government officials. ESL and literacy training is provided
primarily through Frontier College that has their Labourer-Teachers (L/Ts) placed on
farms and in the Migrant Workers Support Centres in Bradford, Simcoe and Leamington,
but also through the churches, Project El Sembrador, and CAFFE.

All of these groups have played a role in facilitating access to services, either acting
as translators or through more organized attempts at service provision. Acting as
translators has made significant impacts in the lives of individual workers, in the hospital,
the police station, or in conflicts on the farm. Other groups play an important role in
disseminating resources among the migrant community that inform them of their rights
and how to exercise them. The Migrant Worker Support Centres in Leamington, Simcoe,
and Bradford have made the most important contributions in this regard. Since workers

are reluctant to voice their complaints directly to liaison officers or the Mexican
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Consulate, some groups have elected to serve as advocates on their behalf. Advocacy can
range from mediating with employers, liaising with the Mexican Consulate or, as UFCW
has done, legally challenging the Ontario government. Until greater checks and balances
are built into the SAWP, migrant worker advocacy groups play an important role as
negotiators.

The efforts of all these groups, whether their motivations are evangelism, charity or
social justice, have raised the profile of migrant workers in the consciousness of the
immediate community and province-wide. Perhaps one of the most immediate and
significant roles that groups in rural areas are playing is holding accountable the industry,
the Canadian government and the governments of labour sending countries, to ensure that
migrant workers’ rights are respected. Some of the groups believe their effectiveness lies
in raising awareness with the Consulate and Liaison Service staff in a non-confrontational
stance. Others are in a position to demand that legal and institutional changes are put in
place to avoid abuses of migrant workers’ rights, as is the example of UFCW’s recent
Charter challenge and efforts to allow migrant workers to organize. While some groups
have been much more aggressive than others, the mere presence of these groups is a

- reminder to industry and government that civil society is vigilant.

These groups have also made steps in extending social membership in Canadian
society to migrant workers. While the history of civil society’s engagement with migrant
agricultural workers is fairly nascent, important changes have no doubt occurred in the
lives of individual workers and in the broader social group. These organizations,
however, reach only a small fraction of the more than 17,000 migrant agricultural
workers coming to Ontario each year. Most of the groups are operating with limited
funding and are mainly supported by volunteers. Their efforts, while important, are not
an adequate long-term measure for meeting the social needs of migrant agricultural
workers and facilitating their integration into rural communities. They can provide
direction, experience, and insight, but the federal and provincial government must take

more systematic and concerted action at recognizing and meeting the human and social
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needs of the tens of thousands of migrant workers complementing the agricultural labour
force each year and making key contributions to the Canadian economy.

Conclusions

Migrant agricultural workers coming to Canada often face arduous working
conditions. Migrant workers accept long hours in part to compensate for low rates of pay
that are subject to a series of deductions and because their social necessity demands it of
them. Workers live on property leased or owned by the employer and are subject to a set
of farm rules that can impose restrictions on their mobility beyond the farm or the access
of visitors. The geographical isolation of workers combined with long hours of work
leaves them little time to form relationships beyond those they develop with their

employers, supervisors, and co-workers.

The social relations that do develop between workers and their employers and the
broader community in general are shaped to a large extent by the characteristics of the
SAWP that circumscribe the conditions under which temporary workers are admitted to
work in Canada. Within this context, it is not surprising that our research found a range
of worker-employer relationships, confirming that in the absence of firmer regulation and
enforcement of working and living conditions or expanded rights for farm labour, the
human experience of migrant agricultural workers in Canada is largely dependent on the
subjective goodwill of the employer.

Migrant agricultural workers experience social exclusion from the broader rural
community, while local residents, for the most part, are either unaware or choose to
ignore the migrant community living in their midst. At the same time, however, an
important shift in the relations between migrant workers and the surrounding
communities is underway. While settlements in rural Ontario are still predominantly
white, they are no longer as homogeneous as they once were. In addition to demographic
changes in the rural citizenry, temporary labour is increasingly taking on heightened
relevance in agriculture with burgeoning numbers of migrant agricultural workers coming
to the Province each year. Secondly, the nature of relationships between the migrant and

permanent communities is undergoing small but perceptible transformations. While
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social interaction between migrant workers and the broader community occurs mainly
through commercial interactions, efforts to integrate workers in the broader community
have emerged throughout southern Ontario in the last five years. Many of these efforts
have come from faith-based and secular groups that are organizing to offer services the
Canadian government and labour supply governments have failed to provide as well as
serve as advocates on migrant workers’ behalf. These organizations, however, reach only
a small fraction of the migrant agricultural workers coming to Ontario each year. Their
efforts, while important, are woefully inadequate as a long-term measure for meeting the
social needs of migrant agricultural workers and facilitating their integration into rural

communities.

Selected Recommendations

In light of the findings of this report, the following recommendations have been
developed and are organized according to stakeholder group.

The Government of Ontario:
* The Government of Ontario should revise the Occupational Health and Safety Act to
include agricultural workers.

* The Government of Ontario should actively recruit Spanish-speaking health

professionals for counties employing high numbers of migrant agricultural workers.

* The Government of Ontario should revise the “Ontario Ministry of Health Guidelines
on Accommodation for Migrant Farm Workers;” mandate municipal and regional
public health inspectors to carry out mid-season inspections of all farms to ensure
that the guidelines are being adhered to; and take steps to ensure that the procedures
and standards of housing inspectors are harmonized across the Province.

The Government of Canada:

* The Government of Canada, through HRDC, should review their wage rate
methodology and make it accessible to all stakeholders in the SAWP.  Within
HRDC's wage rate calculation, the seniority of returning named workers should be
recognized, as should the skill levels of workers.

18
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The Government of Canada, through CCRA and HRDC, should provide information
to workers through bilingual workshops and print media on deductions of income tax,
CPP and EL

The Government of Canada should review migrant agricultural workers’
contributions to EI premiums and CPP, with the view of exempting migrant
agricultural workers from EI deductions and establishing retirement benefits that are
more suitable to a temporary, migrant agricultural workforce.

The Government of Canada should immediately address the issue of involuntary
repatriation in consultation with stakeholder groups. It is recommended that current
procedures be revised to delay immediate repatriation in order to allow the worker(s)
to question the decision through an officially designated representative and have it
reviewed. Disputes over repatriation should be heard by an independent dispute
resolution body, and workers who have been dismissed unfairly should be transferred
to another farm and be allowed to continue in the SAWP.

The Government of Canada, together with Government of Ontario, should finance
workshops and public forums in rural Ontario communities to promote greater
awareness between the migrant community and the permanent community. These
events should include information regarding the economic and social contributions of

the migrant community and promote anti-racist education.

The Governments of Canada and Ontario should explore avenues for facilitating the
transfer of migrant agricultural worker remittances. Finding a solution should be
informed by the insights of all stakeholder groups, including Canadian
administrators, labour supply country governments, industry representatives and

migrant agricultural workers.

The Governments of Canada and Ontario should fund initiatives that address the
human and social needs of migrant agricultural workers who spend up to eight
months of their lives working and living in this country. Some of these funds should
support the existing Migrant Worker Support Centres that are currently financed by
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Canada'’s unionized employees. New initiatives should be established with the
participation of individuals that have experience working with the migrant worker
community, such as the organizations mentioned in this report, through a competitive

application process.

Employers and their representatives:
* Employers of migrant agricultural workers should provide their workers with health and
safety protections and health and safety training.

* Employers of migrant agricultural workers should promptly comply with migrant
worker requests for medical attention, and encourage their employees to report
health problems immediately.

* Employers of migrant agricultural workers should ensure their migrant workers a
minimum 40-hour work week and grant them a day of rest after six days of
employment. If employees are asked to waive their days of rest in peak production
periods, employers should grant another day of rest in no less than six consecutive
days.

* Employers of Mexican migrant agricultural workers and their supervisors should
pursue Spanish language instruction, as well as provide workplace information in

Spanish.

* Employer best practice for housing should accommodate fewer workers in smaller
units. Large units lodging a large number of workers can create tensions between
workers and do not foster a sense of ownership that more private quarters do.
Employer best practice for housing should ensure each worker has his or her own
room, supply a stove and a refrigerator for no more than three to four workers, and

include a social area separate from eating and sleeping areas.

* Commodity group associations should adopt codes of best practices for the
accommodation of migrant agricultural workers and actively promote adoption

among their members.
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* F.ARM.S., in consultation with stakeholder groups, should draw up guidelines for
Jarm rules to be included in the Employer Information Package. Farm rules should
list worker rights and responsibilities.

* Employer best practice should not impede workers from engaging in social activities
outside of working hours and take care to avoid farm rules that restrict the mobility
of their migrant agricultural workers or deny them social contact with the broader

community.

* Employers of large numbers of workers should attempt to maintain employee-

employer contact and ensure that supervisors receive labour relations training.

Labour Supply Country Governments:
* The Governments of Barbados, Jamaica, the countries of the OECS, and Trinidad
and Tobago should review the compulsory savings scheme, with input from Program

participants.

* The governments of all labour supply countries should continue their efforts in
exploring ways of more effectively transferring workers’ savings to their home

countries.

* The Government of Mexico should review worker concerns over Income Tax and

allow other firms outside Leamington to apply for the tender.

* The Government of Mexico should review worker concerns over the Royal Bank of

Canada Insurance package.

* The governments of all labour supply countries should work collaboratively to create
a resource document for workers similar to F.A.RM.S. Information Package for

Employers. This single document could also contain country-specific information.

* The governments of all labour supply countries should properly resource Consulates
and Liaison Offices with the view of improving worker representation. Satellite
offices should be considered for areas of worker concentration that are distant from

Toronto (i.e. Leamington).
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* The governments of all labour supply countries should make efforts to recruit workers
with agricultural experience, to avoid voluntary repatriations that hold costs for all
stakeholders.

Other groups:

* Major banks and credit unions operating in Ontario should consider reducing the
fees charged to migrant agricultural workers, keeping their wage levels and
economic need in mind, and facilitate their financial transactions in general.

Spanish-speaking staff would facilitate the transactions of Mexican workers.

¥

Positive features of existing relations: Towards a Sustainable Framework

In addition to the recommendations above, this report highlights some positive
features of the existing structure of social relations between the three groups of actors —
migrant agricultural workers, their employers, and farming community residents — that
are worthy of mention and could be considered “best practices.” The following series of
features is not exhaustive as it is limited to practices observed or recorded in this study
and therefore should be considered together with the recommendations listed above.

Research Evidence on Positive Employment Practices
* Hours of work Several employers ensured that their Caribbean and Mexican

workers received a minimum of 40 hours and one day’s rest per week. Ensuring
adequate worker rest is vitally important for the workers’ health and safety and
labour productivity quality, and ultimately, the overall productivity of employers’
Jarming business. It is also important for the consumers of farm produce in terms of

Jfood safety and food quality.

* Housing. The research documented a few cases in which the employer provided his
workers with their own bedrooms, a few cases where two workers share the same
room, and one case where the employer who did not have housing with separate
rooms, removed bunk beds at the workers’ request and provided single beds to better
accommodate them. Our research also documented the installation of DuraKit

“Instant Houses™” that have individual bedrooms (one per worker), two bathrooms,
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two kitchens, and a small dining area. There are also cases found of employers who
exceeded workers’ expectations by providing them with satellite television in Spanish,
Surnishings in good condition, air conditioning, and in one case, a separate building
Jor recreation and English-language instruction. These cases point to the fact that not
all employers provide poor housing accommodation for their migrant workers.
Reasonably good housing accommodation, like a healthy and safe working
environment translates into increased worker productivity, and hence increase
income for those employers, who engage in “good practices” in these and other

areas.

Medical attention. Our research finds that there are employers who responded
quickly to worker requests for medical attention. In cases of serious illness or
accident, these employers waited with their employees in the hospital and ensured
they were cared for when recuperating at the farm house. One case was recorded of
an employer who hired a Spanish-speaking Labourer/Teacher who in addition to
Jarm duties, accompanied Mexican workers to obtain medical treatment in their
language. The impartiality of this translator as an L/T rather than a supervisor was
central to gaining worker’s trust. This kind of good practice, undoubtedly has
implications for worker productivity, since it also translates into increased worker

commitment to employers.

Dental care. Recognizing the cost of dental care in Canada relative to workers’
earnings, the research, there is also a case where one employer set up a dental plan
Jor the migrant agricultural workers. While this may not be feasible for all
employers, others could facilitate worker access to these services and/or the employer

could facilitate other employers to allow their workers to use these services.

Research Evidence on Positive Employer-Worker Relations
* Recognition of Workers’ Human and Social Needs. There are some employers

who recognize and accept that migrant workers have social needs outside of the
immediate farm workplace. These employers take concrete steps to help their workers

meet these needs. They facilitate worker movement to and from their farms by
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- purchasing new or used bicycles for their workers and in other cases, licensing a

.. vehicle for them to use. Some employers also provide transport for their workers to

attend church or events organized by community groups. In some cases, employers
attended these events with their workers. Additionally, clear farm rules were
documented that ensured respect for the living arrangements yet did not impose
restrictions on worker mobility. Clearly, these employers take a keen interest in the
social welfare of their workers, and take concrete actions to help their workers have
a good employment experience while in Canada

Attempts to Improve Communication and Cultural Understanding. Some

- employers and farm supervisors take Spanish lessons in order to better communicate
with their Mexican workers, while others hire Frontier College students to act as
translators and social coordinators. Several employers invited their workers for
meals, supported soccer matches, took them to tourist sites, or held parties or
barbeques. There are also employers who attempt to better understand workers’
cultural frameworks by visiting their employees in their home countries. These
efforts will contribute to a safer and more productive worksite, strengthen healthy
relationships between employers and workers, and enhance workers’ experiences of
Canada.

Family Visits. There are some employers who encourage and allow migrant
agricultural workers with work periods of eight months a chance to visit their
Jamilies after four months, under a ‘dual entry’ arrangement, while a few others
Jacilitate spousal visits to Canada to meet with the workers concerned. While many
employers would find the costs of this arrangement prohibitive, it should be
commended since it reflects the participating employers’ recognition and acceptance

of the social and emotional costs migrant agricultural workers face.

Research Evidence on Positive Community Relations

* Friendships. Many Canadians and permanent residents who reside and work in the

migrant agricultural worker dependent communities form friendships with the
Caribbean and Mexican migrant workers. These friendship relations provide a
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significant measure of social support to migrant men and women tethered to the same
employer, the same farm, and in the same location by CSAWP policy for up to eight
months away from their family and friends at home; and who often face difficulties

accessing Canadian services and institutions.

Spiritual and Social Outreach and Support.  Several Christian churches run
migrant worker outreach programs. These organizations are playing a key role in
providing spiritual support for migrant agricultural workers in their own language or
through ministers from their country. They provide an alternative social space,
which, in some cases, is the site of social events or skills acquisition (ESL). Members
of these faith communities have made friends with workers and acted as a source of
social support network for workers needing medical attention, help with banking, and
other personal services. Through their work, churches are also encouraging social

inclusion of the migrant worker community among rural Canadians.

Commercial Transactions. In rural communities, local businesses have expanded
their product lines to include foods and beverages that are preferred by Mexican and
Caribbean workers. While the motivations of most merchants are undoubtedly profit-
led, some welcome the migrant worker community for more than the profit motive;
they recognize the workers’ social and cultural needs while acknowledging their
economic impact. Some banks have adapted their services to meet the needs of
migrant agricultural workers, recognizing their particular needs, facilitating their

transactions, and reducing fees charged to this relatively low-paid workforce.

Responding to Health Needs. The Niagara Regional Public Health Department’s
Health Bus is an important resource for migrant agricultural workers living close to
the town of Virgil. This resource has provided basic prevention and treatment,
including dental care, to those workers able to access the Health Bus on Thursday
nights and when a translator is available. In addition, the pager system that has been
established by volunteers in the town of Leamington is a practice that, in the short
term, should be emulated in other areas as it links workers needing emergency heaith

care with a translator from the community. These types of efforts to include migrant
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workers in the health care system will undoubtedly impact the productivity of workers

and have wider implications for public health within the community. -

Promoting Communication. Several secular and faith-based groups are making
important contributions in improving communication between migrant workers and
rural communities. Examples include the consolidation of volunteer translators in
Leamington through a beeper number available to emergency room staff and the
police, and the decade-long efforts of Frontier College to promote English language
acquisition among Mexican workers. Efforts such as these bridge communication
between migrant workers, their employers and the broader community and lead to
enhanced mutual understanding.

Promoting Safety. Community groups are also making important contributions in
promoting bicycle safety among migrant agricultural workers and greater awareness
among drivers. These efforts make community roads safer places for both workers
and drivers. Events such as these also create social opportunities for migrant
workers and rural residents to come together and could enhance community

relations.

Promoting Social Inclusion. Community groups, both secular and faith-based, host
social evénts in an effort to better integrate migrant workers, their employers, and the
residents of rural communities. These groups have also provided an alternative
social space for workers outside of the farm workplace where they can meet other
workers and members of the community. Furthermore, they increase awareness
between the two communities which can contribute to improving inter-ethnic social

and cultural relations.

Promoting Social Justice. Community groups are working with employers, workers,
and the broader community to promote social justice within the SAWP. Some
employers tend to see these groups as threats; but an understanding of their motives
suggests that they are not a threat since they only seek to ensure that the migrant
workers are accorded the same rights with respect to labour standards and health

and safety at the workplace as native Canadians and permanent residents.

26

- e e, - e e,

-——

i = r— r— -— -— -—

®— | pma]



(] g 0 ol o ) ol b ed au

-

O B O B A

“Jamaican Workers’ CSAWP Participation and Development Consequences in Their
Rural Home Communities”

A Report Prepared By

Roy Russell
Agro-Socio-Economic Research Ltd
Kingston, Jamaica

For

The North South Institute
Ottawa

October 2003






v

) wJ

T [ VU U AU B SO O T B

T I

!

|

("

Expanded Executive Summary

Introduction
The objective of the study on the Jamaican component of Canada’s Seasonal Agricultural Workers

Program (CSAWP) is to provide research-based findings and practical recommendations that program
managers might use to develop strategies that will enhance the economic development benefits that
Jamaican workers and their families derive from CSAWP (and hence CSAWP'’S rural development
impacts in Jamaica) while at the same time ensuring that the program continues to recruit and deliver
reliable and qualified Jamaican workers to meet the growers’ labour demand during the peak planting and

harvesting seasons.

The study was carried out from the workers’ perspective as well as from the perspective of CSAWP’S
administrators in Jamaica. Both field survey and desk research methodologies were applied in pursuit of
the above objective. In terms of the field survey, the research focused on the 2001 population of workers
18 — 60 years of age numbering a little over 5,000 workers. The survey concentrated on those who
successfully completed their contracts and were residing in Jamaica during the period of the survey.
Stratified and systematic random sampling techniques were used to select a sample of 300 workers and a
sample of 150 of their households, respectively, for participation in the survey. Therefore, the primary
units of analysis are the workers themselves and their respective families or households. Pre-tested survey
instruments were used to collect primary information from the sample of workers and their households.
Desk research concentrated on secondary (published) information as well as office interviews with

Jamaican CSAWP administrators.

Primary and secondary economic and ethnographic information/data were collected and statistically
analyzed on areas including the demographic characteristics of the workers and their family or
households, the recruitment process, CSAWP program administration, the characteristics of the
communities in which the workers reside, the workers’ employment experience in Canada, compulsory
savings scheme, remittances and their uses. In addition information on the agricultural sector was also
collected and analyzed. This summary highlights the main findings in some of these areas. The findings

are generalized to the population of 2001 workers.



MAIN FINDINGS

Workers' Demographic Characteristics
1. Age and Family/Household Attributes

Approximately 82% of the workers studied are below 45 years of age. The average age is 38.3 years.
As on‘e would expect, the age characteristics suggest that most of the workers selected for CSAWP
participation are workers in their prime working years. In terms of family/household relationships, an
estimated 76% of the workers are either in a nuclear non-common law union, or nuclear common-law
union with dependent children. Some are also in extended family households involving adult
dependents such as mothers, fathers and grandparents as well as children. The number of non-adult
and adult dependents is estimated at approximately 19,600. The average age of non-adult and adult
dependents (excluding grandparents) is 3.9 and 36.4 years, respectively. The age structure of the
workers and their dependents suggest that they are in the early to middle years of their life cycle.
These patterns of family relationships suggests that CSAWP’S participation may be more a
family/household decision that an individual worker decision. Flowing from that decision, they also
suggest continuous interactions between the workers and their family/households of origin in terms of
remimces of money and goods while in Canada, inheritance, and family investments as well as in

terms of trans-national emotional support.

Workers' Pre-CSAWP Entry Farm Labour Market Quality

1. Education

The workers’ level of education ranges from no schooling to post-primary education. Some are
graduates of post-primary agricultural training centers. The majority (74%) received primary and a
post-primary level of education; but more than 98% received at least a primary education. Only 1.1%
did not attend school. This does not mean that this 1.1% is totally illiterate, however. The general
level of literacy among the Jamaican CSAWP worker population is high, relative to the overall level
of literacy (65%) in the rural labour force from which they are recruited. One conclusion from the
distribution of educational characteristics in the program is that their participation is that the workers
are endowed with sufficient schooling that would allow them to assimilate basic agricultural
technologies encountered on Canadian farms, as well as allow good oral and written communications
between them and their employers on the one hand, and between them and the residents of the

farming communities in which they are employed, on the other.
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2. Workers’ Multiple Vocationai Skills

2.1.0. The Jamaican CSAWP participants are workers with multiple vocational skills ranging from
construction, plumbing, carpentry, joinery, auto-mechanic and wicker craft in addition to farming.
Approximately 50% possess these skills in addition to farming and 29% possess only farming skills.
In addition, the majority of the workers who possess farming skills only, or both farming and non-
farming vocational skills have either been trained formally in agriculture or have acquired
considerable knowledge in the discipline through a period of apprenticeship or personal experience,

or a combination of all three.

2.1.1. The implications of this finding are three-fold: First, the combination of the workers’ level of
education with their multiple vocational skills suggests that the qualification of the Jamaican workers
is higher than that of mere “low-skilled” farm labourers, and that if their farm employers gave them
the opportunity, their farm productivity could be collectively higher than those of mere manual farm
labourers engaged primarily in fruit and vegetable planting and harvesting routine tasks. The question
then arises, whether Canadian farm employers recognize the farm productivity enhancement value of
the workers’ multiple skill sets and fully utilize them to increase farm output in areas other than
planting and harvesting crops or in addition to planting and harvesting crops, and reward the workers
accordingly. There is no evidence from the survey of the workers and their farm experience that this
is the case. Second, in Jamaica, the workers’ acquire these multiple skills over time to give them
multiple employment options; that is to enhance their payroll employment or self-employment
flexibility. The third implication is that although these workers may be underemployed in terms of
income received for these skills when they are back home in Jamaica, they are not necessarily
unemployed. Hence, it is more “low-wage” employment opportunities and the stability of the wages
from these skills while in Jamaica than “open” unemployment that motivate them to seek the
relatively surer and higher wage employment opportunities provided under the CSAWP within a
relatively shorter time frame.

CSAWP Management, Worker Recruitment and Pre-departure Orientation

1. Management

The CSAWP program is managed from the Ministry of Labour. A Board of Directors with the
Permanent Secretary as chairman manages the program. Board composition reflects a government-
unions-private sector partnership in program administration. The Jamaican liaison officers also sit on
the Board. The current structure and operations of CSAWP’S management is a fundamental departure
from the typical Jamaican civil service structure. The Board, inter-alia, periodically reviews the
program to ensure its effectiveness in meeting both the employers’ requirements for the type of

workers they demand as well as the worker’s welfare while in Canada. It also implements worker
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recruitment policies in line with the prescriptions set out in the Memoranda of Understanding. In
addition, the Minister and officials of the Ministry also periodically visit Canada to meet with farm

employers and the Jamaican workers, as well with HRDC CSAWP management.

2. The Worker Recruitment Process

2.0. The worker recruitment process seems too structured and organized. Worker recruitment is aimed
at providing Canadian farm employers with the best quality Jamaican workers available from the
targeted segment of the rural labour force and on a timely basis. Emphasis is placed on the overall
agricultural labour market productivity quality of the potential CSAWP participant in addition to
possession of a valid Jamaican passport. Successful recruits are required to open a personal savings
account at a commercial bank of their own choice to facilitate the operation of the CSAWP

Compulsory Savings Scheme (CSS).

Information about CSAWP is disseminated mainly through network relationships of friends, the
workers and relatives of the workers and through their political representatives. Nevertheless, in
principle, the recruitment process is geared to providing the rural population in all fourteen Parishes
competitive access to CSAWP participation. Consequently, there seems to be no artificial institutional
barriers to CSAWP entry. These finding suggests that CSAWP recruitment process in Jamaica is
seemingly open, non-geographically concentrated, and not held hostage to influential politicians, a
development that adverts the numerical domination of CSAWP participants from one rural region or
Parish or overt recruitment nepotism. The process is also seemingly gender neutral. Program
administrators reported that attempts are made to recruit female CSAWP participants; but the
potential candidates indicate a preference for non-farm or non-farm related seasonal work in Canada.

Consequently, the number of actual female program participants is very small.

2.1. The non-geographical concentration of the recruitment process does not totally negate the
influence of political representatives on the recruitment process in the rural constituencies in which
the workers reside, however. In Jamaica’s political culture, the personal closeness of some politicians
with their constituents usually leads to the establishment of “patron-client relationships”.
Consequently, it would not be unusual for politicians to play an information role in the identification
of potential CSAWP workers and neither would this be a unique feature of the program throughout
the Caribbean. Political identification of potential CSAWP’S workers does not necessarily translate
into selection of the workers so identified, however. Nevertheless, even the benign influence of
political representatives on the worker recruitment process in terms of providing information to their
constituents that gives them access to available employment opportunities, can give rise to adverse

public perceptions regarding transparency in the overall CSAWP recruitment process. This is not to
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suggest that there is undue political influence on the overall CSAWP recruitment process. Rather it is
to point to the fact that in Jamaica, public perception of such influence could raise the issue of “best
practices” in the overall recruitment process. These findings suggest that although the recruitment
process may be fairly open and successful, there may be room for further operational improvements.

3. The Pre-Departure Orientation Program

3.1.0. Workers’ pre-departure orientation could be perceived as a form of CSAWP-specific training.
It is an important Canada pre-entry input in enhancing the workers’ overall farm productivity
potential, and also an input in developing the workers’ human relations and survival skills. It prepares
new workers especially, for the critical initial settling-in and adjustment experience to farm work and
way of life in rural Canada that may be totally unfamiliar at best and unknown at worst to most of
them, as well as reinforces the overall skills, knowledge, and experience of prior seasons or repeat
program participants. It also prepares the workers for handling the emotional and mental stress that

comes with prolonged separation from their families.

3.1.1. Within the above framework, the Jamaican pre-departure orientation program is premised on
the assumption that preparing the workers for agricultural work and life in rural Canada is more than
earning wages to support themselves and their families. It is also preparing them to be “ambassadors”
for their country, and therefore, their success as farm workers and as “ambassadors” for their country
is their success, that of their employers and of their country. Specifically, the program seeks to inform
workers on how CSAWP works both in Canada (the demand end) and in Jamaica (the supply end), its
objectives, their contractual obligations and responsibilities once in the program, resources in Canada
available to the workers, the importance of adapting or adjusting to farm work life in Canada, the
importance of constructive relationships with their employers, fellow workers, and constructive
interaction with farming community residents. The program also apprises the workers on Canadian
immigration laws and regulations, CSAWP’S policies, the potential spatial nature of their farm
employment location, on-farm physical conditions of employment as well as the performance

expectations of the growers who employ them.

3.1.1. The majority of the workers participate in the pre-departure orientation program. However, the
study also found that workers with more schooling are more likely to voluntarily participate than
workers with less schooling. One possible explanation is that given the geographically dispersed areas
from which most workers are recruited, and given access to convenient transportation and cost of
travel, the timing and venue of the pre-departure orientation program may not be altogether
convenient to all workers at the same time. This finding suggests that, although Jamaica has the

longest CSAWP participation experience, and currently enjoys the second highest number of
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participants of all supply countries, there may be room for further evolution of the pre-departure

orientation program.

Workers’ On-Farm Employment Experience

1. Wages

The wages the workers receive for their work are the critical measure of the social and economic
welfare benefits they and their families derive and expect to derive from their CSAWP participation.
Given the alternative home country employment opportunities available to the workers and the
stability of their earnings from these sources, the opportunity of earning higher wages under CSAWP
within a relatively shorter time period is the single main reason the Jamaican workers give for their
participation in the program. However, given the importance of the wage issue to the Jamaican
workers, only a surprisingly 16% said that they were dissatisfied with the wages that they are paid for
the type of farm work they are asked to perform. Nevertheless, over 50% percent reported that an
increase in the wage rate paid for the type of farm work they do in Canada would significantly
increase their productivity on the farms on which they work, and hence their social and economic

welfare.

2. Housing Accommodation

The quality of the housing accommodation farm employers provide is another dimension of the
workers’ employment experience in Canada. The Jamaican workers’ experience with the quality of
housing accommodation generally confirms the research findings of the two components of this study
undertaken in Canada. Therefore, I will not elaborate upon this finding here. Suffice it to say,
however, that the majority (64%) of the workers rated the overall quality of housing accommodation
units from very good to very poor relative to their own accommodation in Jamaica. This assessment
reflects the wide variability in the quality of housing conditions employers provide, with bunkhouses
offering the best overall accommodation, while trailer housing offering the worst overall
accommodation quality. However, the single main housing accommodation problem that concerns the

Jamaican workers is over-crowding; that is too many workers forced to live in the same space.

The implication of the adequacy or inadequacy of reasonably good quality or comfortable housing
accommodation for the workers is two-fold. It either enhances or lowers the workers’ commitment to
the work they are expected to perform and hence the quality of that performance. Second, it either
enhances or lowers farm productivity, and hence lowers or enhances the bottom line of farm
employers. One implication of these findings is that the provision of reasonably good quality housing
accommodation translates into increase worker productivity. If farm employers invest in reasonably

good quality housing for the workers and this results in increased worker productivity that also
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increases farm employers’ bottom line, then the increases in worker productivity would more than
offset the investment in reasonably good quality housing for the workers. In sum, reasonably good
housing accommodation for the workers is also an input in worker productivity. The main

responsibility, in this regard, is on the growers.

3. On-Farm Worker Health and Safety

3.0. On-farm Health and Safety is a third dimension of the workers’ employment experience. The
Jamaican workers’ concerns with health and safety revolves around four main issues: training in the
use of agricultural chemicals and machinery, long hours of work without adequate time for rest and
relaxation, and adequacy of medical or health insurance coverage in cases of injury. Again, the
experience of the Jamaican workers’ with the health and safety dimension of their employment in
Canada, generally confirms the findings of the two Canadian-based components of the overall study;

so I will not go over these issues here.

Suffice it to say, however, that the findings of the Jamaican component of the study warrants an
emphasis on the worker health and safety and worker productivity implications of long hours of work
that the workers put in either involuntarily or voluntarily without adequate time for rest and
relaxation, the adequacy of appropriate training in the use of dangerous agricultural chemicals, and
the risks of physical injury of operating farm machinery without adequate training in safe operation of
these equipments, as well as an emphasis on what should be regarded as a an approach to over-time
pay that is paternalistic at worst, and discretionary at best. They also warrant an emphasis on the
deleterious consequences for consumer healthy and safety of the vegetables and other food crops
produced, and which ultimately find their way onto dining tables, an issue that is not unimportant, or
unrelated in an era of diet and increasingly overall health-conscious consumers not only in Canada,

but in countries that also import North American farm produce.

3.1. The above findings point to the conclusion, that like worker recruitment, the pre-orientation
program and the workers’ home country-acquired schooling, vocational training on the supply-input
side, better wages, provision of reasonable good quality housing, worker expectations that they will
be reasonably safe from physical injury, and other worker productivity enhancing conditions must be
regarded as inputs in the farm productivity process that enhances’ the farm enterprises’ bottom line.
Consequently, farm employers who do not provide the workers with basic, but reasonable good
quality working conditions on their farms may be implicitly acting against their own self-interest, and
by extension, the Canadian economic prosperity objective, which is the fundamental CSWAP’S

rationale.



Worker Eamings, Remittance Flows, Remittance Use, and Skill Transfer
1.0. Categories or Types of CSAWP’S Worker Remittance Flows

Apart from CSAWP’S impact on the rural unemployment problem in Jamaica, worker remittances
constitute the most direct and significant rural development consequences of the program. The'study
differentiates the workers’ remittances into “mandatory” remittances and “discretionary” remittances.
Mandatory remittances refer to the fixed cash amount (25%) of the workers’ net wages deducted at
source, 20% of which is transferred through the Compulsory Savings Scheme (CSS) into Jamaica’s
commercial banking system.' Discretionary remittances refer to the cash amount and the value of the
goods that the workers voluntarily send periodically from net wages directly to their family members
and/or households of origin while in Canada plus the cash amount and the value of the goods the
workers take back home with them. These amounts are variable per time periods, and will depend
upon family/ household social and economic circumstances, size and age composition of
family/households, the stage of their life cycle of workers’ family/households, the workers’ other
motives for remitting, as well as upon the workers’ planned use of the money and goods that they take

back home with them.

1.1. Workers’ Net Farm Earnings Distribution

The estimated 2001 gross earnings of the approximately 5,000 Jamaican workers totalled CA$31.64
million, which is equivalent to CA$6,326.00 in gross earnings per worker for that season. An
estimated CA$7.04 million of their farm earnings in total was remitted through the CSS. Total
discretionary remittances are estimated at CA$17.19 million ($6.21 sent home to family/household
members, $6.13 taken back home in cash, and $4.85 in the value of the goods purchased in Canada
and taken back home with them). This implies that of the estimated CA$31.63 million in 2001 gross
earnings, an estimated $12.19 million remained in Canada (($1.77 million in Federal Tax Revenues,
CPP and Ul payments; $1.03 million in employer recovery cost for the workers visa and
transportation, and $9.39 in worker spending (consumption in Canada plus goods purchased taken
back home) in the rural economy)). Of course, given that the workers for the most part are paid the
basic minimum wage rate, the value of their labour to the Canadian economy — the agriculture
industry in particular as well as to Canadian farm produce consumers in general - is far greater than
the total amount dollars from their earnings that remain in the Canadian economy would suggest.
Nevertheless, it cannot be denied that in terms of earnings, CSAWP is making a net “export earning”
contribution to the Jamaican economy, not to mention the tourism value for Jamaica of any good will
the workers might generate under the program. Approximately 76% of the workers’ Canadian labour

incomes are export earnings for the Jamaican economy. At a 2001 exchange rate of CA$1 = JA$27.5,

! The remaining 5% is used to help finance Jamaican CSAWP administration budget
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the workers’ participation in CSAWP generated an estimated JA$666.33 million in the 2001 season.

1.2. Mandatory Remittance Flows: CSS Savings Issues

1.2.0. The workers’ CSS savings deducted at source either weekly or bi-weekly are transferred via the
Liaison Services and the Ministry of Labour into the workers’ personal savings account at the
national commercial bank in, or nearest the community in which each worker resides. The transfer of
a portion of the workers’ savings directly into the commercial banking system is a pre-departure
institutional arrangement between the Bank of Jamaica (BOJ) the Ministry of Labour and the
individual worker. This is an arrangement that is a departure from previous CSS transfer
arrangements: it reflects “best practices” in management-worker relations at the Jamaican CSAWP
administration level. Indeed, given the legitimate sensitivity of the workers - as is the case of most
people to the security and safety of their savings - the transparency that is implied in the direct
transfer arrangements explains the high level of confidence the workers have, and the support they
give to the administration of the CSS. An overwhelming number (79%) of the Jamaican workers
strongly applaud and support the CSS.

The importance of the CSS to the Jamaican workers is two-fold: First, it contributes to the total
amount of their farm earnings that they are able to save and draw on upon their return home. Second,
the savings deposited into their personal savings account are available to the family members or
households they designate should have access to those savings while they are in Canada. However,
some workers who do not support the CSS; they feel that they should be allowed to do their own
savings independent of government intervention. Other workers, who do not support the CSS explain
their non-support on family grounds. Nevertheless, the fact the large majority of the workers strongly
support the CSS suggests that they perceive the scheme to be managed in their interest.

1.2.2. There is one aspect of the CSS with which some workers seem dissatisfied, however. Some
workers complain that the CSS administration takes more than two months to deposit into their bank
accounts in Jamaica the 20% of their earnings deducted as savings. The Jamaican Liaison Service
(JLS) explains that “this “20% is sent directly to the Bank of Jamaica and the information to credit the
workers’ account is simultaneously sent to the Ministry of Labour. The Ministry of Labour advises
the National Commercial Bank in the area which the worker resides of the amount to be credited to
his or her account, based on the exchange rate at the time and this is done on a biweekly basis”. The
JLS further indicated that the reported cases of deposit delays stem from the employers’ payroll
accounting practices. Some employers, albeit a minority, do not always expeditiously release the
amount deducted nor provide information on payroll deductions to the JLS. If this is the case one

conclusion is that some workers may imperfectly understand how the CSS actually works. Assuming
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that the source of the delays are employers themselves, irrespective of workers’ imperfect
understanding of how the CSS actually works, those employers who deduct the stipulated amount for
the CSS but allow two or more months to elapse before they make the deducted amount available to
the JLS for deposit into the workers’ savings account would have received at least a two-imonth

interest-free loan from their workers.

1.3. Workers’ Discretionary Remittance Flows

1.3.0. In contrast to the CSS, discretionary remittance flows are that portion of the workers’ net farm
earnings that they voluntarily remit home to their family or household members, independently of the
20% remitted through the CSS. It is discretionary because, unlike the CSS, the amount remitted may
be in the form of cash or goods or both; the workers determine the total amount remitted; the
frequency of the remitting and the channel or channels of remitting. In addition, and in general, the

remitting workers also determine how the recipients should spend or use the total amount remitted.

1.3.1. The vast majority (93%) or 4,714 of the workers voluntarily remit a cash portion of their net
farm earnings to their family or households. The average amount remitted was CA$1,317 during the
2001 season. This cash amount may appear small; but CA$1 to the average Canadian family is worth
CA$5,000 or more in value to a poor rural Jamaican family. Moreover the amount remitted is
remitted relatively frequently. Over 85% (4.012) remitted a portion of their net earnings in cash either
weekly or bi-weekly. However, the amount remitted may underestimate the total amount remitted,

since it excludes the value of the goods that the workers may have also sent home while in Canada.

1.3.2. The Jamaican workers use two principal institutional channels to remit earnings to their family
or household members: Western Union and commercial banks. However, Western Union is by far the
preferred channel. Approximately 96% of the Jamaican workers use Western Union. This is because
its money transfer cost structure is more competitive than the commercial banks. Moreover, it is also

more time-efficient in delivery of the monies to the intended recipients.

1.4. Family/households: Their Characteristics and Uses of Remittances

1.4.0. There were 19,563 family members of all ages directly dependent on the workers who
participated in the CSAWP 2001 season. Of the adult dependents, 97% are females and are also the
main decision makers in the household in the absence of the worker. This suggests that the estimated
number of household heads in the absence of the worker is 4,850, and implies an estimated average
family or household size of four persons directly dependent upon the Jamaican CSAWP worker.
Approximately 93% of the female household heads obtained primary and secondary schooling, a
minority (12%) had some form of vocational skill; 72% were employed; but the majority (98%)
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directly depends upon the workers’ Canadian farm earnings as the main source of household income.

1.4.1. As one should expect, the remittances the households received are spent to meet the family’s
basic social needs, with food, shelter, healthcare and clothing accorded the highest allocation priority
(41%). Children’s schooling (20%) is next in spending priority. Remittance receiving households
also use 0.4% of their remitted income to increase the family’s livestock holdings and place a little
over 10% in formal and informal savings institutions. The informal savings institution is a “grass-

root” savings institution known as “Partnership” in Jamaica.

1.5. The Workers’ allocation of Earnings taken home with them

The education and healthcare of their children are the single largest items on which the workers spend
the portion of their farm earnings that they take back to Jamaica with them. Investments in children’s
education and healthcare account for 35% of the expenditure from the workers’ “take-home” farm
earnings. When combined with the 20% educational expenditure from the amount remitted home
while in Canada, an estimated 55% of the workers’ combined discretionary remitted incomes are
invested in the education of their children. Given the very high value that Jamaican families place on
education and the direct economic cost of education in Jamaica, this pattern of expenditure allocation
is not unusual to Jamaicans. It follows, therefore, that the higher the number of seasons workers
participate in CSAWP, the higher the probability that their children will receive more schooling.
Second in line of remittance spending priority is spending on housing (7.3%). Third in line is
investment in income-earning activities, tools and equipment (4.7%), while a little over 4% is
allocated to liquidation of old debts. Undoubtedly an amount is also spent on entertainment involving
relatives and friends as well as on community ceremonial activities. The social significance of this
latter amount should not be discounted, since it helps to cement the worker’s prestige in his rural
home community as being able to go abroad, earn money and bring back monies, which also benefits
to his friends.

1.6.Workers’ Agricultural Skills Acquisition and Transfer

1.6.0. The majority of the Jamaican workers (93.7%) work in crop harvesting, with the tobacco and
fruits, and vegetables sub-sectors of the horticulture industry leading the way. Others are employed in
land preparation, crop spraying, fertilizing, farm equipment maintenance, produce handling and
packaging, a few in tractor driving. A worker may be asked to perform other tasks than, for example,
fruit picking during his tenure. Nevertheless, tasks performance in some of these commodity sub-
sectors inevitably exposes the workers to large-scale commercial farming technologies, techniques or

know-how.
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1.6.1. On-the-job training in the performance of most of farm tasks the workers perform is informal
and varies in form, content and duration from farm to farm. The workers report that CSAWP provides
no opportunity for systematic or organized on-the-job training. For example, 88% (or 4,472) of the
2001 Jamaican workers reported using agricultural chemicals (or being exposed to their use) and
machinery in the performance of the tasks they perform at one time or other during their tenure; the
other 12% used either agricultural chemicals or agricultural machinery. Yet only 23% (or 1,169)
reported receiving informal on-the-job training in the use of agricultural chemicals or machinery and

equipment.

1.6.2. The study finds that 80% of the Jamaican workers are “named” workers”. Named workers are
workers who return to the same employer, on the same farm, year after year at their employers’
request based upon the workers’ prior season’s good overall task performance. These workers
probably perform the same or similar types of farming tasks in the same commodity sub-sectors in
which they were first employed when they participated in the program for the first time. Even though
on-the job farm training is informal, tasks performance tends to be routinized or repetitive.
Consequently, over 4,000 of the 2001 workers, including the 1,169 who reported receiving some form
of informal on-the-job training would have expected to acquire skills and experience in modern
commercial farming tasks, which would complement or enhance their Jamaican acquired vocational

skills and agricultural work experience.

1.6.3. Given differences in land topography, agronomic quality of soil conditions, scale of farming,
climatic conditions, and access to publicly-financed agriculture-supporting infrastructure, skills and
experience workers acquire from performing tasks in some commodity sub-sectors may not be
directly applicable to Jamaica’s agricultural conditions. Nevertheless, an estimated 14% (or
approximately (700) of the 2001 workers said that they have acquired substantive skills and
knowledge in crop planting, crop spraying, fertilizing, crop harvesting and farm produce packaging

technologies that are directly applicable to Jamaica’s agriculture or farming conditions.

WP'S Development Con nces: Remittance Use and Liveli Asset Accumulation
1. Remittance Use: Household Level Spending Consequences
1.0. The findings of CSAWP’S development consequences via remittance use in rural Jamaica are
limited to the first-round development effects of remittance spending. However, where applicable,

inferences are made regarding potential second-round remitted income effects.

The study of international migration and development raises questions concerning the nature of

development itself. The literature on remittance development impacts, tends to define development in
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terms of investment and economic growth, and consequently defines remittance development impacts
in terms of physically visible remittance-financed micro-enterprise ventures directly supportive of
long-term economic growth.? While this definition is valid, it is only partially valid. This study departs
from this arbitrary, narrow, and ethnographically-uninformed definition because it ignores the
personal circumstances of the remittance-receiving households, the structural conditions under which
poor people make spending decisions, and the inherently private nature of remittances. Instead, it
defines the remittance dimension of CSAWP’S development consequences in terms of the first-round
remitted income effects at the household/family level, as well as at the second-round remitted income

effects at the workers’ wider community level, and at the economy-wide level in general.

1.1. At the household level, CSAWP’S development consequences via remittance use is, and should
be equated with household social development or consumption poverty alleviation. At the Jamaican
migrant farm worker household level, CSAWP makes a positive contribution — small as it may be —
towards achieving this goal. Approximately 54% of the workers’ families reported that given the
uncertainties in the income generated from their other activities, the workers’ remittances are a steady
source of household income for financing the families’ basic social needs, and 71% said that the
incomes received from the workers’ participation in CSAWP has significantly contributed to
improvement in their overall standard of living. This assessment by the remittance-receiving

households is consistent with the findings on their use of the remitted incomes.

One inference, therefore, is that since much of the remittances the workers send home, and much of
the farm earnings they take back home with them is spent on their children’s education, housing, food
and healthcare (1.4.1. and 1.5. above), their participation in CSAWP raises the social and economic
welfare of their families and helps sustain them. Moreover, worker household remittance spending on
the family’s basic social needs is another family’s or household’s or individual’s income.
Consequently, it is reasonable to conclude that the remittance invested in the household’s social
development, inevitably generate second round social and economic effects throughout the rest of the

local community.

1.2. Thus, when viewed through this first concept of development, it cannot be concluded that because
the families or households, which receive remittances spend the remittances on food, shelter, clothing
and on their children’s schooling and healthcare, instead placing all the amount received in a bank
account or invest in other types of income-generating activities CSAWP’S positive rural development

consequences in Jamaica are insignificant or non-existent.

SRR RRRRAR

2 See IADB 2001 Papers on “Remittances to Latin American and the Caribbean”
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1.3. Nevertheless, CSAWP’S worker household social and economic welfare improving consequences
come at the cost of some adverse household social development consequences for the workers’
families or households. Approximately 30% of the families studied reported that the periodic absence
of the workers causes instability and emotional stress in their households, particularly among the non-
adult family members. Second, it can be argued that the flow of remittances into small rural
communities can aggravate income inequality in these communities. An equally valid argument,
however, is that the economic multiplier effects arising from the initial spending out of remitted
incomes by remittance-receiving worker households would most likely mitigate some of the inequality

impacts.

2. Remittance Use: Economy-wide Consequences

2.0. Balance of Payments and Private Sector Capital Formation

At another level, development entails long-term structural change: reasonable manageable balance of
payments and external debt positions, removal of structural impediments to employment and income-
generating activities, application of improved skills, knowledge and technology, efficient provision of
government services, and efficiently functioning public institutions supportive of economic growth.
When viewed through this second concept, CSAWP’S development consequences in Jamaica present

a mixed picture.

The CSS is a mandatory remittance requirement policy embedded in CSAWP’S operation applicable
to the Commonwealth Caribbean workers only. As the case of Korea illustrates, mandatory
remittance policy can be an effective instrument for development only when governments have
control over the process of labour migration. In the case of the Jamaican migratory farm workers, the
Jamaican Government uses the CSS as an effective tool for attracting a portion of the workers’ net
farm earnings into the domestic banking system. As indicated above, approximately CA$7,000,000 of
the net farm earnings of the 2001 workers was deducted at source and transferred into their savings
account at the commercial banking system. The Liaison Services explain that the money is sent
directly to the BOJ, which then instructs the national commercial banks in which the workers hold
their savings account to credit the accounts with the Jamaican currency equivalent amount. Since it is
reasonable to assume that commercial banks disburse the deposits in the form of loans to their credit-
worthy borrowers, it must also be assumed that the workers’ hold a claim on the remittance-receiving
commercial banks for principal and interest amount. Thus, at the economy-wide level, the country
benefits from CSAWP through the CSS in terms of balance-of payment support as well as in terms of
remittance-related commercial loans to the private sector. Based upon the Canadian dollar amount

($7,000,000) on record, these down-stream CSAWP economic development contributions may look
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small to Canadians; but one should also consider the size of the economy in question and the direct

and indirect economic multiplier consequences of the amount.

3. Rural Community development Consequences: Small-scale Business Ventures

The study finds that the workers invest a total of 4.7% of their net farm earnings taken back home
with them in own-account income-generating activities. When combined with the 0.4% the
remittance-receiving family/households spent to increase their small livestock holdings, total amount
investment in micro-economic ventures amounted to less that 5% of total discretionary remittance
from the workers’ net farm earnings. This amount can be viewed as relatively small. However, the
social and economic characteristics of the workers’ rural home communities that are most likely to
constrain or facilitate remittance-financed micro-enterprise investment opportunities within those

communities must also be taken into consideration as potential explanatory factors.

One such typical rural community is “Mayberry” community in St. Catherine Parish.’ The population
is sparse and widely distributed. Small livestock farming and basic food cultivation for domestic
consumption is the mainstay of this community; but most of the seemingly arable lands are left idle.
In terms of social and economic infrastructure, there is piped water, but residents report that the
consumable quality is unreliable, necessitating the use of trucks to periodically deliver drums of water
for household consumption as well as for small livestock purposes. There are roads that are generally
in disrepair, and seem so for a very long time. Mayberry is served with electricity as well; but the
residents complain that the rates charged for this service are beyond their ability to pay. In a
community where cultivation mainly for basic domestic food consumption and small livestock
farming are the main income earning activity, this complaint should be understandable and
appreciated. Mayberry is also equipped with a basic school and a primary school, a post office and
one Type 1 Health Clinic. There was no visible evidence of new or existing micro-enterprise
investment activities in Mayberry, which could be traced to the CSAWP workers from this
community; and neither did Mayberry residents indicate the existence of any such CSAWP worker-
related micro-entrepreneurial investment activity. It may be that the total earnings that a particular
worker takes back home are not sufficient to take care of his family’s basic social needs and invest in
income-earning ventures at the same time. Alternatively, it could be that other rural communities in
other Parishes from which CSAWP workers are recruited, and which are better infrastructurally
endowed socially and economically may provide some visible evidence of CSAWP worker related
micro-entrepreneurial investment activities. In this regard, these two latter issues could be the focus

of further research, the former addressing the question of whether workers who have participated in

3 Mayberry is a fictitious name given to the community actually studied.
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CSAWP for 10 or more years undertake significant investment in income-generating ventures.

3. Rural Community Development Consequences: Workers' Skiiis Utilization

3.0. The study addresses the farm skills utilization issue in terms of whether workers who have access
to cultivatable lands and actually cultivate those lands while in Jamaica, utilize their Canadian
acquired farming skills, knowledge and experience on their farms, and whether those workers who
are not normally engaged in agricultural activities while in Jamaica transmit their Canadian farming
knowledge and experience to farmers who have never participated in CSAWP. The study finds that
only 12% of the workers who have access to cultivatable lands and actually cultivate those lands
utilize their Canadian acquired farming skills, knowledge and experience on their farms. Within this
12%, the incidence of skills, knowledge and experience utilization differs by the age of the workers.
Approximately 20% of the workers age 45-54 utilize their Canadian acquired farm skills and
experience on their farms, whereas the incidence of utilization among those workers 55 years and
over was 28%. The study also finds that approximately 17% of the younger CSAWP workers whose
main income activity while in Jamaica is not in agriculture, reported that they pass on their Canadian
acquired farming knowledge and experience to their non-CSAWP farming compatriots who do
farming. This percent is higher than those CSAWP workers who reported utilizing their Canadian

‘acquired farming skills, knowledge and experience on their own farms while in Jamaica.

3.1. Two conclusions may be drawn from these findings. One is that in terms of CSAWP’S rural
development consequences via worker skills utilization, knowledge and experience gained in Canada,
older workers with access to cultivatable lands and actually cultivate those lands may be more likely
to utilize their Canadian acquired farming skills, knowledge and experience to enhance output
productivity of their own farms in Jamaica. Younger CSAWP workers, in contrast, tend to prefer
transmitting their Canadian acquired farming knowledge and experience to non-CSAWP farmers,
either because these younger CSAWP workers do not have access to cultivatable lands, or if they
have access to cultivatable lands, prefer to engage in non-agricultural wage-employment activities
while in Jamaica. The latter type of behaviour would not be unusual in Jamaica, since younger
Jamaicans tend to have an income aversion to agricultural work in Jamaica, compared to incomes that

can be earned from available non-agricultural alternatives.

3.2. The conclusion that younger CSAWP workers tend to transmit their Canadian acquired farming
knowledge and experience to their non-CSAWP farming compatriots suggests the policy question of
how can the Jamaican Ministry of Agriculture in collaboration with the Ministry of Labor capitalize
upon the Canadian acquired farming knowledge and experience of younger CSAWP workers who

prefer to do agricultural work in Canada because of its greater economic rewards, while at the same
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time have an income aversion to agricultural work in Jamaica?

4. General Conclusion: CSAWP’S Development Consequences

CSAWP’S immediate development consequences in rural Jamaica, appears to be primarily at the
workers’ family or household level. Most of the workers’ Canadian farm earnings either saved and
remitted through the CSS, remitted directly to their family/households, or the amount that they take
back home with them is spent on the social and economic development of their families though
allocation on basic food, education, clothing, healthcare and housing improvements. One should not
doubt the development value of these patterns of remittance use in rural Jamaica for a number of
reasons. First, irrespective of how one chooses to define the Jamaican family, whether in terms of a
nuclear non-common law union or the nuclear common law union, worker participation in CSAWP is
more a family than an individual decision. The decision is based on expectations of remittances to
help the family smooth out fluctuations its incomes given low and uncertain earnings from the
family’s home country economic activities, and to contribute to the household’s livelihood assets.
Looked at in these terms, CSAWP to the workers and their families is an insurance policy against
home-country income security. The workers’ voluntarily participation in the CSAWP is part of their
households’ overall strategy to improve family members’ standard of living. Participation in the
CSAWP augments their financial resources for basic foods, education, clothing, healthcare and
housing improvements and for the purchase of small household appliances for themselves and their
families. Individual workers may also have an investment motive for CSAWP participation.
Consequently, CSAWP worker remittance spending on household social development in Jamaica is
not only spending on social development, it is also investment in long-term economic growth and
poverty reduction. Investment in children’s education and healthcare, for example, is investment in
human capital formation; it is investment that contributes to a healthy and educated labour force,
which is among the critical perquisites for long-term economic growth. Thus, on the basis of the
findings regarding CSAWP’S development consequences at the workers’ household level, the
argument can be made that CSAWP has contributed, and is making a small but significant
contribution toward attainment of some of the UN’S 8 Millennium Social Development Goals.
Second, remittance spending at the household level to entertain friends and relatives as well as on
community ceremonial activities is investment in social capital formation. In rural Jamaica, it is these
same friends and relatives whom the farm worker will be able to call upon for support and assistance

to his family when he returns to Canada in successive seasons to do farm work.

Third, CSAWP mandatory remittance requirement policy is an effective tool for increasing a larger
flow of the workers’ remittances directly into the commercial banking system. Heuristically, worker

remittance flows influenced by this policy, most likely have a balance of payment effect, an

-16-



employment effect, and a capital formation effect at the macro level. The statistical and economic
significance of these effects could be the subject of future investigation. Regarding remittance-
financed small-scale income-generating activities at the rural community level, there may be
structural constraints in these communities that function as disincentives to the workers and their
families to allocated a higher percentage of their hard-earned cash in these activities. It is reasonable
to assume, therefore, that as long as these constraints are in place, or their influences remain
unmitigated, the Jamaican CSAWP workers may have no major incentive to invest their farm
incomes in home-country ventures, whose rate of return is more risky or less certain than the returns
on their farm labour in Canada.

The fourth general conclusion I would like to suggest that can be deduced form the findings on
CSAWP’S development consequences in Jamaica, is in the form of an implication. The rural poor are
not able to participate in globalization from above, for the top is designed to exclude them and does
function to exclude them. However, they can participate in globalization from below. The CSAWP
can be viewed as one instrument that facilitates participation of the rural poor in the benefits of
economic globalization; but participation is participation from below. This is to say that CSAWP
provides an avenue for the rural poor and their families (in this case the Jamaican workers and their
families) to participate in some of the benefits of economic globalization. Unlike manufacturing
plants, Canadian farmers, the people who recruit and hire labour from the rural Caribbean, cannot
take up their lands and their crops and transport them to the rural Caribbean in order to take
advantage of lower unit labour cost of production. Instead, they recruit Jamaican workers not from the
economically well-off segment of the rural population, but from the socio-economically marginal
segment and bring them to Canada. CSAWP gives the recruited workers from this segment the
opportunity to earn incomes in a highly developed economy, part of which they inevitably spend in
Canada, but the greater portion (77%) of their incomes earned in Canada is in the form of cash and
goods remitted or taken back home to their families. In addition, some of these workers acquire
additional skills, knowledge and experience, which they also take back home with them, and some the
research findings indicate, utilize these skills while back home in Jamaica to improve their social and
economic circumstances, while others seek to transfer their Canadian acquired skills and knowledge
to non-CSAWP participant farmers. The policy or program development challenge, therefore, is: How
to reform CSAWP to make the workers and their families derive greater benefits of economic

globalization under CSAWP, while minimizing or avoiding some of its worse consequences?

OTHER FINDINGS

1. On-Farm Employer-Worker Personal Labour Relations and Ethnicity
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1.0. Given the visible ethnic and “cultural” differences between employers and their workers, the
study also collected and analyzed information on how the workers’ perceive the employers’ attitude
or behaviour towards them. The study attempted to gauge these aspects of employer-worker personal
relations at the farm workplace in terms of employers’ cordial relationships, “verbal abuse” and
“physical abuse” of the workers and in terms of the workers’ “perceptions of overt racial or religious
discrimination”. Caution is urged on the findings below since the workers’ responses are subjective
and may not necessarily be descriptive of the growers’ actual attitudes are behaviour. Nevertheless,
the responses reflect how the workers’ perceive their employers in general and how this perception
influences or does not influence their farm productivity. To some extent, the workers’ responses also
reflect the effectiveness of the pre-departure orientation program in imparting human relations skills
and knowledge.

I.1. On the issue of verbal abuse, a minority (6%) of the workers reported that their employers use
“curse words” in relating to them. None reported physical abuse. Since there may be cultural
differences in interpretation as to what is, and what is not verbal abuse, and since the study did not
explore the frequency of an employer’s resort to this form of communication with his workers, no
conclusion can be drawn as to whether this reflects a pattern of personal labour relations’ practices on
the part of CSAWP’S employers. Nevertheless, if employers frequently resort to what is generally
considered abusive forms of communications in their relations with their workers, and if it can be
corroborated as abusive forms of communication, it would be a practice that reflects coercive and
intimidatory personal labour relations’ practices, which would not rise to the level of “good”
practices. Moreover, such practices, if descriptive of actual reality, would be a potential source of
employer-worker conflict, and would inevitably have implications for the “abused” worker’s
productivity, commitment to his employer, voluntary or involuntary repatriation, repeat CSAWP

participation, and ultimately implications for the employer’s bottom line.

1.2. The workers report encountering no overt discriminatory practices on the grounds of race,
religion, or gender from their employers. This does not necessarily imply, however, that attitudinal or
covert racial and religious discrimination, which is subtler than overt racial or religious discrimination

is not a feature of some employers’ personal relations practices with their workers.

1.3. The bottom-line assessment from the workers is that the majority of their employers’ personal
relations with them range from “neither poor nor good” to “very good”. Again, this rating is very
subjective and should be taken as such. The rating varies by worker age group, with the older workers
rating their employers’ personal relations with them higher on a scale of 1-5 than younger workers, 5

meaning “very good”.
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2. Off-Farm Migrant Workers-Rural Canadians Social Relations and Ethnicity

2.0. One of the many structural features of Canadian society that Canadians are proud of is the social
quality of life Canadians enjoy and its seemingly equal distribution among all those who reside in the
country as citizens, immigrants and temporary workers. From this perspective, although a dimension
of the workers experience that is technically external to CSAWP, policy-wise, the structure and
quality of off-farm social and cultural interactions between rural Canadians and the temporary
workers become relevant, both in terms of their farm productivity and in terms of their human

conditions while living and working in rural Canadian society.

2.2. The study considered the structure of inter-ethnic social relations between the Jamaican workers
and rural Canadians in terms of the workers’ participation in the economic and non-economic aspects
of rural Canadian life and society. Again, the findings here are based on the workers’ subjective
experience, opinions or perspectives. Over 67% of rural Canadians welcome the workers as a
potential consumer market that is good for their retail and wholesale business. But apart from the
business value of the workers’ presence in the communities, rural Canadians in general distance
themselves socially from the workers. The off-farm social distancing of the workers by rural
Canadians dispose the Jamaican workers to look for social interactions and mutual support among
their CSAWP compatriots and among CSAWP workers from other Caribbean countries, as well as
from Mexico. These findings generally confirm the findings of Preibisch’s study of the social and
cultural relations dynamics between rural Canadians and the migrant workers.*

2.3. It appears then, that while rural Canadians value the annual presence of the Jamaican workers in
their communities as a seasonal consumer market, the social quality of life that Canadians are proud
of is not extended to these workers. A number of factors may be tenable in explaining this seeming
contradiction in the inter-ethnic relations between rural Canadians and the migrant workers, one of
which is traceable to one of CSAWP’S stated objectives. On the economic plane, the workers are
expected to provide labour services that improve Canada’s economic prosperity by ensuring that
fruits, vegetable and other horticulture crops are planted and harvested in a timely fashion and in the
process enhance job prospects for Canadians dependent on both down-stream and upstream
agriculture related employment and profitable business activities. However, on the social plain, the
same Canadians who are directly dependent on the workers’ labour services to generate employment
and profitable business activities that benefit their rural economy, distance themselves socially from

the workers. Given the socially ascribed differences between the workers and rural Canadians, other

4 See Kerry Preibisch, “The Social Relations Practices between the Migrant Workers, Their Employers and the
Residents of Rural Ontario” (Component II of the current Research Project)
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factors such as racial discrimination in rural Canadian society may be tenable, as well.

MAIN RECOMMENDATIONS

The recommendations below are organized according to the perceived stakeholder audience (the audience
ordering has no significance) and are put forward for further deliberation. They are recommendations
which the research findings suggest could enhance the economic development benefits that the Jamaican
workers derive from CSAWP - and consequently the program’s rural development impacts in Jamaica -
while at the same time ensuring that the program continues to deliver reliable and qualified Jamaican
workers to meet the farm employers’ workforce needs. While some of these recommendations may
require only marginal adjustments in the way CSAWP is structured and operates, others may require
fundamental review of some aspects of the program’s institutional structure, farm industry-level
employment practices, as well as a challenging of rural Canadian residents’ social relations practices

toward the migrant workers who annually reside and work in their midst.

I. Recommendations Specific to CSAWP Administration in Jamaica
1.1. Improving CSAWP’S Recruitment Strategies

Good practices require that the recruitment process is “information efficient”. First, this means that all
relevant information regarding CSAWP participation be publicly available to the rural population in
the same quantity, quality, and at the same time. Relevant information would include information on
CSAWP selection criteria such as minimum education, vocational skills, agricultural work experience
and other important CSAWP-related labour productivity attributes. Second, it also means that all
relevant CSAWP productivity-related information on each worker be fully incorporated in the
selection of that worker. These and other relevant characteristics of the overall recruitment process
enhances the confidence of potential CSAWP recruits as well as that of the general Jamaican public
in the process in terms of greater transparency and equal chance of participation on the same set of
information regarding selection criteria.

1.0. While systems of private network information distribution can be efficient, it may not all together
be distribution efficient. In this regard, greater use of either the electronic or print media, or both,
would complement and reinforce the effectiveness of current worker recruitment strategies. More
importantly, it would also enhance the confidence of the Jamaican public in the transparency of the
overall recruitment process. However, given the level of circulation, use of the print media may not
be as effective in recruitment information dissemination, as use of the electronic media. Therefore,
since most rural Jamaican households at the minimum posses a radio even in rural areas poorly
supplied or not supplied with electricity, and given the recent proliferation of radio stations in
Jamaica, use of the electronic media — particularly radio - would be relatively the more effective
recruitment information dissemination strategy. In this regard, given electronic information
dissemination relative cost it is recommended that the Jamaican Information Service (JIS) should be
the first order choice in disseminating recruitment information electronically.

1. 2. Improving the Content Quality of the Pre-Departure Orientation Program
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The overall quality of the pre-orientation program, like the overall quality of the recruitment process,
determines the farm labour productivity quality — particularly the farm labour productivity quality of
first-time workers that CSAWP delivers to the horticulture industry. While the pre-departure
orientation program appears to be generally effective in terms of preparing the workers for farm work
and general life in rural Canada, there seems to be room for improvement in the scope and quality of
the orientation program content and in the level of worker participation, particularly first-time recruits
at the lowest end of the education, vocational skill, agricultural experience scale, and those who have
never traveled or lived overseas.

1.2.0. Given these considerations, a content review of the pre-departure orientation program with the
view of expanding its scope and quality could increase the farm labour productivity quality of the
workers CSAWP delivers to the farm employers. In considering these issues, the following CSAWP
areas should be considered for emphasis in the review:

0O Canadian immigration, customs laws and regulations, transportation to farms

CSAWP’S principal policy objectives

Employers’ and workers’ contractual obligations, responsibilities and mutual expectations
On-farm work and labour compensation policies

The general wage structure and wage setting process

The purpose of the CPP and the UI Scheme and how each works

Transportation and visa costs and recovery

Income tax payments, filing returns, resources for filing returns and penalties for not filing
CSS overall management and the purpose and allocation of the 25% wage deduction
Housing; healthcare and medical insurance coverage

Workers’ compensation claims procedures

Accessible Canadian resources

Jamaican Liaison Services and communication channels

Human relations with farm employers and with residents of farming communities
Voluntary departure from Canada

Worker penalties for AWO.

Employer-worker grievance/conflict resolution procedures

Canadian culture and social norms

0 00O 0O 0O OO OD0O OO OO ODODOUO

The evolving discussion on CSAWP’S future direction with respect to unionization

Some of these content areas are undoubtedly already strongly emphasized in the orientation sessions.

Nevertheless, they may need to be reinforced and even expanded, where warranted to reflect changes
that occur, or are occurring in the structure and operation of the program in Canada, as well as to
reflect anticipated changes, particularly with respect to the seeming proliferation in Canada of other

temporary foreign worker programs.

1.2.1. To reinforce the quality delivery of the content and scope of the pre-departure orientation
program, it might be useful for the Jamaican Ministry of Labour to consider drawing upon the direct
on-the-ground farm work experience and knowledge of workers who have had at least 5 continuous
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seasons of CSAWP participation, or workers who have retired from the program after 10 or more
seasons of continuous participation to complement the current resources used in orientation delivery.

1.2.2. The modalities of delivery of the orientation sessions should be considered in contemplating
quality reinforcement of the pre-departure orientation program. While verbal delivery is inevitably an
important modality, video presentations can be far more effective delivery modalities.

1.2.3. An “End-of Season Worker Return Report” could be another orientation content enhancement
instrument. The Return Report would be filled out by each worker and documents the overall farm
employment experience of the worker. It could also include worker suggestions for improvement of
CSAWP’S operation in following seasons. However, the format of the Report must be simple and
straightforward. In addition, filling out of the Report should be mandatory on the part of all returning
workers. The timing and location of for filling out of the Report is a strategic consideration, however.
In this regard, arrangements could be made with the Jamaican Customs and Immigration Authorities
at the point of worker re-entry to Jamaica, to accommodate the workers in the filling out of the
Report. Most importantly, however, is that the Report should be used only for the purpose of
enhancing the content and quality of the pre-departure orientation program. Any other use would not
serve the best interest of the workers or that of their actual and potential farm employers in Canada.

1.2.4. Given the reliance of the horticulture industry on CSAWP to deliver a core quality workforce,
and given the role of the pre-orientation program in delivering that workforce, worker participation in
the pre-orientation program should be made universally mandatory as a matter of recruitment policy,
and some form of penalty imposed for avoidable non-participation in all orientation sessions. It must
be recognized, however, that access to convenient transportation and the cost of such transportation is
not evenly distributed in rural Jamaica. Unequal access to convenient transportation and the uneven
distribution of transportation costs suggests that the Ministry of Labour should consider
decentralization of delivery of the pre-departure orientation sessions to strategic rural locations.

1.3. Maximizing CSAWP’S Rural Development Potential in Jamaica

CSAWP connects Canadian agriculture and rural development in Jamaica. The connection lies in the
understanding that the workers, by virtue of being a labour resource for Canada’s seasonal
agriculture, they are also a potential development resource for Jamaica. They are a potential
development resource by the farming expertise they acquire in Canada and by the money they send or
bring back home with them from their farm earnings. The issue, therefore, is how can this pool of
potential development resource be more fully maximized or capitalized upon? The following
proposals suggest possible directions.

1.3.0. Maximizing the development potential of Workers’ Canadian-acquired Farming Expertise

The Jamaican Ministry of Labour should consider exploring with the Ministry of Agriculture the
feasibility of a pilot project in agriculture designed to utilize the skills and knowledge of the returning
workers, particularly those workers who have participated in CSAWP for 5 or more continuous years,
and have acquired substantive farming skills, knowledge and experience in Canada, that are
applicable to Jamaican agricultural conditions. The study finds that there were workers who were
applying some of the farming skills, knowledge and experience acquired in Canada on their own and
on their own cultivation, and there were workers, who possess applicable skills and knowledge
acquired in Canada, but were not utilizing these assets in Jamaica either because they do not have
access to cultivatable lands, or if they have access to cultivatable lands were not disposed to engage in
agricultural work while in Jamaica. Nevertheless, this latter group of workers was not averse to
sharing their Canadian acquired agricultural “expertise” with Jamaican farmers who have never
participated in CSAWP, and in fact some have taken initiatives in this direction.
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One approach that might be considered in order to maximize the potential development benefits of
these groups of workers’ Canadian-acquired agricultural expertise is to assist those workers who have
their own farms and apply their expertise on those farms. The assistance may take the form of “Own-
Farm Development Program” (OFDP). To stimulate worker interest in the OFDP, incentives. may
take the form of either additional cultivatable lands, and/or additional tools, machinery equipment,
fertilizer, seeds, storage facilities, communication equipment and output marketing intelligence to
commercially expand their farms in the area of areas of their choice, provided they commit to
continue applying their Canadian-acquired farming expertise on their own farms. The provision of
such assistance could be initially on an experimental basis, monitored, and probably expanded over
time, depending upon monitoring and subsequent evaluation results.

Another approach that could be pursued either in tandem with the OFDP, or separately, would be to
draw upon the Canadian-acquired farming expertise of those returning workers who are not
themselves disposed to engage in actual “hands-on” agricultural work in Jamaica, but are not averse
to sharing their expertise with Jamaican farmers who are actually engaged in farming, and who have
never participated in CSAWP. One of two possibilities (or both) might be contemplated for
maximizing CSAWP’S rural development potential under this scenario. One is that the Ministry of
Labour could explore with the Ministry of Agriculture the feasibility of the latter’s deployment of this
group of workers’ Canadian-acquired farming expertise as agricultural extension officers within the
rural communities in which they reside, as well as in contiguous farming communities. Alternatively,
the Ministry of Labour could consider exploring with the Ministries of Education and of Agriculture
the feasibility of the latters’ utilizing these workers’ Canadian-acquired farming expertise as practical
teaching resources at the Elim, Knockalva and other agricultural technician training centers in
Jamaica, bearing in mind that some of these workers are themselves graduates of some of these same
centers.

1. 3.1. Maximizing the Development Potential of Workers’ Remittance Flows

CSAWP workers are also potential development resource in Jamaica by the money they send or bring
back home with them. Given the inherently private nature of the workers’ remittances, the household
social and economic conditions which influence their remittance-spending decisions, and the limited
opportunities for small-scale investments in the communities in which they reside, it may appear that
politically unfeasible to suggest policy interventions that would influence a re-balancing of their
household social spending decisions in favour of small-scale investment activities.

Quite the contrary, it is in the political realm that successful re-balancing of remittance spending
might find frictionless policy solutions. No politician in Jamaica has ever past up the opportunity to
be seen doing some economic good for his or her constituents. In this regard, the proposal is that the
Ministry of Labour should contemplate exploring with the Ministry of Community Development, or
more specifically, The Social Development Commission (SCD), the feasibility of removing the most
salient structural impediments in those rural communities from which a larger proportion of the
migrant workers are recruited, and which restricts their remittance spending decisions primarily to
household social development. Again, the trick is to proceed initially with a carefully designed or
crafted pilot or experimental “Worker Remittance-financed Small-scale Business Program”
(WRSBP) program in one or two rural communities of highest worker recruitment concentration,
monitored and evaluated over time to determine the workers’ remittance-spending decision
responsiveness and rate of responsiveness to the removal of the structural constraints, as well as to
identify lessons that might be learnt to guide similar initiatives in other worker recruitment rural
communities.

1.3.1. Financing the Proposals for Maximizing CSAWP Workers’ Development Resource Potential
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One possibility for financing the OF DP proposed above, might be to encourage a larger number of
returning workers to invest more of their net farm earnings in Canadian-made farming tools and
equipment adaptable to Jamaica agricultural conditions, with Government commitment of guaranteed
duty-free entry of the tools and equipment purchased. The development gains to the workers’
family/households, immediate community as well as to geographically contiguous communities
would far outweigh the small revenue loss from the duty-free entry of the workers’ farming
technology inputs purchased in Canada. Complementary or alternative sources of OF DP financing
could be grant funding from the International Fund for Agricultural Development (IFAD) under this
Agency’s “Strategic Framework for Rural Poverty Reduction”; The Inter-American Institute for
Cooperation on Agriculture (IICA) under this Agency’s “Sustainable Rural Development” and
Technology and Innovation Programs”; and The Rockefeller Foundation’s “Food and Security” and
Global Inclusion” Programs.

Second, one possibility source for financing, or assisting in the financing of the WRSBP is the CSS
itself. I have pointed out above, that the portion of the workers’ earnings deducted at source is
transferred directly into the national commercial bank in, or nearest the community in which each
worker resides. It can be reasonably assumed that the receiving commercial banks make a profit from
each worker’s CSS deposit by lending the sum deposited to credit-worthier borrowers. Assuming this
to be the case, then a portion of each bank’s interest income of the workers’ CSS deposit could be
earmarked for WRSBP financing. Complementary or alternative sources of funding could be CIDA-
America’s Branch “Canada Fund for Local Initiatives” in Jamaica, and the IADB’S “Program for
Micro-Enterprise Development in its Member Countries and The Rockefeller Foundation’s “Global
Inclusion Program”.

Recommendations for Bi-Lateral Action on CSAWP Development

The preceding set of proposals is directed towards those CMAWP areas over which the Jamaican
Authorities exercise strategic control and are rural development in emphasis. The following set of
proposals is directed towards those CSAWP areas over which the Canadian and the Jamaican
Stakeholders jointly share strategic control. I will not elaborate fully upon these proposals here, since
the Canadian Components of the overall Study will direct recommendations for CSAWP strengthening
in the areas targeted here. Moreover, unlike the previous set of proposals, the proposals put forward
here are generic to both CSAWP’S Caribbean and Mexican workers.

2.1. CMAWP Wage Policy

It is recognized and appreciated that CSAWP has created basically a minimum-wage agricultural labour
market within which Caribbean and Mexican farm workers voluntarily and legally participate. It is also
recognized and appreciated that the policy intent of the minimum-wage policy is to permit this market
to function in a way that would allow employment of Caribbean and Mexican agricultural workers to
seasonally complement the native Canadian or immigrant workforce, rather than become substitutes in
the native workforce, while at the same time satisfy horticulture growers’ legitimate peak planting and
harvesting season labour demand for a reliable core workforce. Third, it is also recognized that
CSAWP’S actual wage structure can, and does vary by farm commodity sub-sectors. Nevertheless, the
basic wage structure determined by CSAWP’S policy is a minimum-wage structure. However, some
growers have the discretion to vary this basic structure upward — and some do implement a
discretionary wage policy - provided it does not result in displacement, or exclusion of native Canadian
and/or immigrant workers. Fourth, it is recognized that HRDC and STATCAN are currently working on
a new wage-setting policy.
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Both individual growers’ discretionary wage-setting policy and the HRDC-STATCAN initiative would
be elements of “good farm labour market practices”, if the segment of the farm labour market within
which Caribbean and Mexican Workers are employed is to function relatively frictionless and flexibly.
Given the importance of a relatively frictionless and flexible farm labour market, it is proposed that:
a) Individual growers with the ability to pay their workers higher than that which may be
proposed and accepted under the new HRDC-STATCAN formula be encouraged to continue
(rather than discontinue) implementation of his/her individual discretionary wage-setting policy
but in keeping with the worker non-substitutability principle

b) The new HRDC-STATCAN formula include the principle that a wage premium be paid to all
Caribbean and Mexican migrant workers as an acknowledgement of the effect of their presence
in the farm labour market in keeping wages lower than if the growers were forced to employ
only native Canadian and immigrant workers, thereby raising horticulture growers’ rate of
return on farm capital.

¢) The new HRDC-STATCAN wage-setting mechanism be collectively negotiated with supply
countries’ government representatives, employers and workers before implementation; and that
once agreed and accepted this should be followed by post-implementation vigorous
enforcement, monitoring and evaluation by the relevant Federal and/or Provincial Government
Authority at mutually-agreed intervals for the labour market’s compliance and effectiveness.

2.2. Workers’ CSS Deductions and Delays in Crediting Worker’s Jamaican Saving Accounts
Assuming that the reported delays in crediting some workers’ Jamaican-held savings account with the
amount deducted at source as CSS stem from employers’ payroll accounting or cash management
practices, and assuming that these delays are systematic, they would not seem to rise to the level of “best
practice” for three reasons: The first is that those workers who have imperfect knowledge of the real
source of the delays are likely to attribute the delays to the wrong source; and this can give rise to false
perceptions by workers on how the JLS manages the CSS, resulting in unjustifiably adverse JSL-worker
relations. The second is that the affected workers would be made to unfairly bear the cost for their
employers’ cash-flow accounting difficulties. The third is that those employers, who engage in cash-flow
management practices that give rise to the delays in question, would benefit from an interest-free loan
tantamount to a transfer of income from workers to employers, over and above the workers’ minimum
wage payment. These issues suggests the following remedies:

a) Employers who do not transfer the amount deducted from their workers’ earnings as CSS to the
JLS within a pre-specified period of time should repay the principal (i.e., the actual amount
deducted) plus interest at the prevailing Jamaican commercial bank interest rate for the period the
“loan” remains outstanding, plus a premium on the “loan” for transferring the risk associated with
the loan to the “lender” (i.e., the worker)

b) The terms and conditions for the employer’s repayment of the “loan” be non-negotiable and
clearly specified in the Employer-Worker Contract as a critical plank of labour-management
relations.

¢) The JLS should refer an employers’ non-compliance with the terms and conditions of this
arrangement to the applicable Federal and/or Provincial Authority for remedial action.

2.3. Worker Housing Accommodation Policy

As implied in the formulation of the above wage-improvement proposals, a relatively frictionless and
wage flexible farm labour market is the objective outcome contemplated. A frictionless and wage flexible
farm labour market benefits both workers and growers equality - the former, a more economically-
rewarding farm work employment experience in Canada, the latter, a more productive Caribbean and
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Mexican workforce - and farm produce consumers ultimately. Nevertheless, a frictionless and wage-
flexible farm labour market is not a panacea for all the current imperfections that afflict the farm labour
market, important as these features may be. Other factors such as the general physical condition of the
workers’ housing accommodation and on-farm health and safety suggest the urgency for the relevant
Canadian Federal and Provincial Authorities and horticulture growers to pay more collective attention to
the need to enhance the workers’ quality of life. In this regard, the following proposals are put forward for
consideration:
a) Vigorous steps should be taken to reduce housing accommodation overcrowding in cases
where the research findings indicate very strong evidence of such overcrowding, and other
quality of life conditions workers experience that fall short of criteria of good practices.

b) The relevant Federal and/or Provincial Authorities should set new housing accommodation
guidelines or upgrade existing housing accommodation guidelines and make it mandatory
that all growers who employ migratory labour adhere to these guidelines. The new or
upgraded housing accommodation guidelines should be subjected to on-going rigorous or in-
depth monitoring for grower compliance and periodic review at periods mutually agreed to by
all CSAWP stakeholders. In setting new or upgrading existing housing accommodation
guidelines and periodically reviewing same, the objectives must be (i) a reasonably good
quality of life for all workers, and (ii) ensuring that the compliance costs to the growers do
not outweigh the compliance benefits.

2.3. On-farm Health and Safety Policy

Adverse worker health and safety conditions are another set of imperfections that affect the CSAWP farm
labor market. Like adverse housing accommodations they negatively impact the labour market in two
ways: lowering of worker productivity through adverse quality of life, and consequently, lower grower
revenues and rate of return on farm capital. In addition, they adversely impact the ‘Safe Food and Food
Quality Policy” of the Department of Agriculture. In this regard, the following proposals are put forward
for consideration:

a) The relevant Federal and Provincial Government Authorities should contemplate
undertaking a rigorous review of existing health and safety regulations and policy
guidelines applicable to health and safety issues regarding the CSAWP farm labour market.
The review process should accommodate horticulture growers’ views and expectations on
all health and safety issues on the review agenda. The objectives of the review should be
two-fold: (i) a reasonably healthy and safe on-farm working environment for all workers;
and (ii) ensuring that the guidelines are not so burdensome that growers have no incentive
for compliance.

b) Once these objectives are mutually-agreed to and accepted, the relevant Federal and/or
Provincial Authorities should vigorously enforce grower compliance, with curative penalty
for wilful non-compliance.

2.4. Grower Maximization of Worker Labour Productivity Capabilities

The Jamaican case study has found that CSAWP workers from this supply country are endowed with
multiple vocational skills over and above those of mere “low-skilled” farm labourers. Undoubtedly,
workers from other supply countries are similarly endowed.

It is not the purpose here, however, to recommend ways in which a particular grower, who employs
migrant workers with multiple vocational skill endowment how best to utilize the labour at his command.
To do so, would be to ignore the way or ways in which the grower chooses to organize his workforce
relative to the use of machinery as well as to motivate workers to give their best, in order to maximize the
return from his employment investment in each worker.
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Nevertheless, for a grower to have in his workforce workers with vocational skills utilizable in areas other
than weeding, picking, and harvesting, and limit such workers exclusively to these latter tasks suggests
inefficient allocation of available labour and a lowering of his margin on net farm income. Taking the
‘Canadian First” principles into consideration, basic economic principles would suggest that:

a) Growers who employ workers endowed with versatile farm productivity skill attributes should
explore ways to better utilize these workers on their farms — subject to the non-substitutability
principle - thereby enhancing his return on farm capital.

b) Although the initial rationale for employing Caribbean and Mexican farm workers is labour-
intensive farm work, growers who maximize the productive capacity of workers with multiple
vocational skills in other than labour-intensive work of weeding, picking and harvesting, should
reward these workers commensurably, again subject to the non-substitutability principle.

Conclusion

The two categories of recommendations put forward above are designed to effect a more workable
balance between the interest of the migrant workers and the interest of the horticulture growers. They are
aimed at a balance that is fair; that is, on the one hand, they do not propose changes to the program that
will make it becomes impractical for the growers to continue demanding and employing Caribbean and
Mexican migrant arm workers. On the other hand, they propose substantive changes that will strengthen
the program in a manner that the workers and their families can derive much greater social and economic
benefits from the workers’ continued participation. Pushing changes too far in either direction could result

in disastrous consequences for both grower and migrant workers, more so the latter and their families.
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CASE STUDY

Barbados, Trinidad and Tobago, OECS Workers’ CSAWP
Participation and Development Consequences in Their
Rural Home Communities

EXECUTIVE SUMMARY

Sir Arthur Lewis lﬁstitute of Social & Economic Studies
University of the West Indies - Cave Hill Campus
Barbados

Prepared for
The North-South Institute . Ottawa . Canada



During the month of April 2002, an official study of the
Canadian Migrant Agricultural Workers Program (CMAWP) was
commenced by the North South Institute of Ottawa, Canada.

The Caribbean Component, which was facilitated by the Sir
Arthur Lewrs Institute of Social & Economic Studies, University

of the West Indies, Cave Hill Campus — Barbados, commenced
in June 2002.

Two questionnaires were administered to a stratified
proportionate random sample of 807 migrant workers, and their

. households across a wide cross—section of randomly selected

districts/parishes in each of the following Caribbean islands :
{1} Barbados,
{2} Dominica,
{3} Grenada,
{4} St. Kitts & Nevis,
{6} St. Lucia,
{6} St. Vincent & the Grenadines,
‘ {7} Trinidad & Tobago; ,
where migrant workers reside who have participated on the
CMAWP.

Qualitative information on the CMAWP was also derived
from the following sources =
{1} Interviews with the migrant workers and their households,
{2} Interviews with key personnel in the Ministries of Labour,
and the Canadian High Commission located in Trinidad.

There was a 91% response rate from the migrant workers
who were selected and interviewed, and a 86% response
rate from the migrant worker households that were
selected and interviewed.
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The Research Study

The Caribbean movement of the CMAWP, initially developed in 1966
with Jamaica, was expanded in 1967 to include Barbados and Trinidad &
Tobago. A further seven (7) islands of the Eastern Caribbean began
participation in 1976 and an eighth island was included in 1982. Caribbean
workers are allowed to work in Canada under an agreement for the
employment in Canada of Commonwealth Caribbean Seasonal Agricultural
Workers. The program has been a source of employment for some 7,919
Caribbean Nationals in 2001 and 7,580 in 2002.

Previous research which has been of the anecdotal variety, viewed
the CMAWP primarily as a labour program, and narrowly focused on
rights—based issues within the context of Canada’s social policy. While
this approach may be valid, it reflects limited interest in broader issues
and a narrow corridor of understanding. It ignores the actual and potential
economic benefits of the program to its primary stakeholders.

The CMAWP can be viewed as a development program from the
standpoint of the source countries and can be placed within the context of
the economic development of the migrant worker sending countries as
well as within the Canadian economic and social policy context. The
program is therefore recognizable for the positive role, that it can play in
Canada’s agricultural trade competitiveness, in providing short-term
income earning opportunities for the migrant workers, and being a source
of generating income for the workers’ families as well as a measure of
contribution to the economy of their respective home countries.

In fact, from the consumption expenditure perspective, the program
may be the main source of reasonably secure income for the workers and
their families, and therefore, from this standpoint provides them with an
economic “safety net”. However, there is some indication, that the
program has unused capacity, which if utilized could transform the
program into a stronger contributing force to economic growth and wealth
creation activities in the migrant workers’ rural home communities of
origin. Furthermore, the program can also be used as a model in the
design of similar programs for other occupations.

The research aims to examine the CMAWP in relationship to its
importance to the migrant workers, their families, and rural home
communities of origin, by specifically focusing on the following areas :



the socioeconomic characteristics of the migrant workers’
rural home communities of origin:- structural constraints and

economic opportunities in these communities and challenges -

for the farm labour program as an instrument of rural
economic development.

migrant worker profile: profile include factors such as years
of schooling, trade skills acquired, program participation
frequency, reasons for program participation and main
economic activity when not employed in Canada.

general profile of migrant agricultural workers’ main family
households: profile includes factors such as households’ life—
cycle, main livelihood activity, importance of remittance flows
in terms of money and goods to the households’ expenditures,
the extent to which the households rely on those flows as
supplementary income to their livelihood, or a main source of
livelihood when the workers are employed in Canada. '

the economic importance of remittance flows with specific
reference to the workers, their rural communities of origin,
and to their country’s economic development and the
workers’ ease of difficulty of access to those flows upon
returning home.

the importance to the workers of acquiring better farming
skills and better knowledge of modern farming technology and
the structure of incentives for utilizing these skills and
farming technology in combination with remittance earnings
for productive economic activities.

the actual and/or potential productive economic activities
(farming or non-farming) in which migrant agricultural
workers would deploy their Canadian acquired knowledge,
skills, experience and savings from remitted earnings when
they are at home, or when they retire from agricultural work
in Canada, if a system of incentives were implemented to
facilitate such deployment.

the strengths and weaknesses of the migrant worker
recruitment system in each island, and identification of
feasible ways by which the system can build upon its
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strengths while addressing its limitations.

- the evolution of the program, over the last (10) years, in each
of the participating islands in terms of the framework for
administration and operations as separate from the
recruitment system.

- the future direction of the program in relation to Caribbean
economic development and in relation to the NAFTA and the
evolving FTAA frameworks.

- the potential importance to the economy of Guyana, of
expanding Caribbean worker participation in the program, to
also include agricultural workers from that country.

- the volume and relative importance of migrant worker
remittance flows in each participating island’s balance of
payments.

Overview of the Caribbean Region’s Macroeconomy

There have been indications that a global recovery was under way,
since the start of 2002, led by the US and underpinned by a pickup in
global industrial production and trade. World economic growth was
estimated to have reached 2.8% in 2002, moderately better than the 2.2%
recorded in 2001. Rapid fiscal and monetary expansion in the aftermath of
9/11 underpinned the renewed growth in the US for the first quarter of
2002. Growth was largely driven by both private and public consumption,
and by a rundown in stocks, providing a boost to demand and output.
However, corporate scandals involving over-representation of earnings
through “creative accounting” has significantly shaken investor confidence
causing stock prices to tumble to all-time lows. The spillover effects of
these scandals were rapidly transmitted to both the domestic and
international economies, which helped to exacerbate an already fragile
economic performance.

Growth in a number of economies, such as Mexico and several
countries in Central America and the Caribbean, remained very low or



contracted during the year because of their close trade and investment
linkages with the US. On the other hand, relatively sharp declines in

economic output on account of suppressed aggregate domestic demand’

and a disappointing tourism performance prevailed for the better part of
2002, preliminary data indicate that the weak economic performances
recorded in 2001 improved somewhat during 2002. Overall the increased
regional output performance of some of the islands was bolstered by
improved performance in agriculture and manufacturing, and some
recovery in tourism during the final quarter.

Within the member countries of the Organization of Eastern
Caribbean States (OECS) economic performance improved in 2002 relative
to 2001 for six (6) of the seven (7) states. With positive growth having
occurred in a few Caribbean islands, there was corresponding contractions
in the economies of two (2) islands, Dominica included. The generally
weak performances exhibited throughout the Region were directly related
to their heavy dependence on economic activity in the US. The reduced
wealth effect of investors caused by the corporate accounting scandals,
safety concerns in the aftermath of 9/11 which shifted the preferred mode
of travel from air to sea, and the ongoing pressures on offshore financial
centres, all combined to affect performance.

Features of the Caribbean islands’ economies include :

- very small in terms of land area, population and gross domestic
product (GDP) — microstates

- modest growth rates with a decline in the late 1990s

- decline in the contribution of agriculture and a rise in the services
sector

- high levels of unemployment especially among the youth

- high levels of poverty associated with low levels of human capital of
individuals

- but, high/medium level of human development as measured by the
UNDP’s Human Development Index (HDI)

- low rates of inflation; low public savings as a % of GDP

- low domestic savings, moderate levels of domestic investment as a
% of GDP.

Background of CMAWP in the Caribbean

The Canadian Migrant Agricultural Workers Program (CMAWP) was
formally established in 1966 with 264 Jamaican migrant agricultural
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workers employed in the horticulture industry in Southern Ontario. The
program, which has expanded extensively over its 36 year history, was
established with the objectives of improving the economic and commercial
viability of Canada’s horticulture industry through timely crop planting and
harvesting; enhancing Canada’s labour market efficiency through better
re—allocation of local labour resources, and improving the economic
welfare of the migrant agricultural workers by giving them access to
better paying seasonal jobs in Canada’s agriculture industry.

The guiding hypothesis of the research under the Caribbean
component is that the program has contributed to the economic
improvement of the workers and their families, their communities, and to
the economy of their respective home country.

Summarization of the Data Results

Migrant Worker Profile :
1. Mainly young men between the ages of 25 to 40 years, the

majority of them were either married or in common-law
relationships, except Grenada and St. Kitts/Nevis.

2. In the case of the OECS countries, most of the migrant workers
had only primary level education, while in Barbados and Trinidad
& Tobago, the migrant workers had secondary level education.

These features reflect the nature of the educational system in
the territories where secondary level schooling is compulsory in
Barbados, while the lack of school places at the secondary level
in the OECS and to a lesser extent in Trinidad & Tobago
constrains the extent to which the population can obtain
secondary level education. The primary level education for some
of these migrant workers indicate a low level of human capital.
Even those with secondary level education might still have little
or no certification.

3. Several of the migrant workers had acquired some trade skill
either in construction or agriculture. These tend to be seasonal
activities which therefore gave them the flexibility (time) to
participate in the Farm labour program.



Earning an income was the main reason for participation in the
program and hence improve their standard of living. The Farm
labour program is therefore seen as another income earning
activity (compared with construction or agriculture).

Migrant workers were not able to make much use of their pre-
program skills in the farm labour program [probably due to non-
transferable skills/idiosyncratic jobs].

Migrant Worker On-Farm Experience :

6.

10.

]

Migrant workers were primarily housed in bunkhouses with all
the basic facilities, such as water, heating, bathing, washing,
toilet, electricity, and kitchen.

Migrant workers used agricultural chemicals and pesticides, such
as gramoxone, round-up amongst others were trained via
demonstration method with respect to the use of these chemicals
and in the majority of cases wore protective clothing.

Migrant workers used and operated farm machinery, equipment
or implements in doing farm work tasks (tractors, harvesters,

" amongst others) were trained viz-a-viz demonstration.

There was 60% average response of migrant workers who were
sick or injured. The majority received medical attention, a high
percentage of those who were given time—-off lost their wages.

Not many were traded or transferred, those who were responded
to assisting other farms in completing the harvesting period on
time. However in Dominica there was a high percentage of
migrant workers who did not receive time-off, in the other
islands there was a moderate response.

Wages & Deductions from Wages :

11.

The majority of Migrant workers were paid a straight hourly
wage rate of approximately $7.25; working hours are between 9
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12.

13.

14.

- 14 hours a day with no overtime pay; same wage rate is paid;
seven days a week with no shift system.

The following deductions are made from migrant workers wages
- Canadian Employment Insurance (EI)

- Canada Pension Plan (CPP)

- Canada Income Tax

- Employer recovery of worker’s visa fee

- Employer recovery of worker transportation cost

- Compulsory Savings Scheme

The migrant workers’ response to the Compulsory Savings
Scheme (CSS) was favourable but there was indication of a
lengthy delay in the remittance sent home.

The Employment Insurance (EI) did not receive such a
favourable response as the CSS, primarily because the workers
cannot derive unemployment benefits.

Remittances and Savings :

15.

16.

17.

The majority of migrant workers in the OECS remitted funds
home, overall funds were remitted through Western Union and
were primarily sent to either their spouses or mothers.

Items such as clothing and household appliances rated high
amongst those items purchased by migrant workers for their
return trip home. Carpentry and electrical tools also rated highly
amongst the migrant workers’ responses.

The remittances of the migrant workers were used mainly to
pay-off debts; build or repair their houses; and to educate
children. In several instances, the migrant workers had access
to facilities such as good roads, water and land to encourage the
productive use of their remitted earnings. However, access to
credit was a severe hindrance in some of the islands.

Farming Skills & Knowledge Acquired :

18.

Special skills & knowledge acquired on farms in Canada included



19.

‘driving or operating various types of Farm Mechanical and

Technical Equipment, such as forklift, -ploughers, harvesters, and

priming machines, repairing farm equipment, Crop management:

fruits, tobacco, vegetables, amongst others.

Migrant workers mentioned an interest in acquiring non—-farming
skills and knowledge in the following areas : Architectural
Designs; Business Accounting, Computer, Business Management;
Construction - Block & tile laying, Masonry/ Carpentry/ Joinery,
glass engineering, land surveying, preparation of drywall, sheet
rock.

Migrant Worker Farm Community Sbcial Relations :

20.

There was not a high level of response from migrant workers
regarding their participation in farm community activities/events
on weekends or when not working. The responses were also
low with respect to having off-farm social relationships with
farm community residents. There is some indication that these
low levels is reflective of the fact that many of the migrant
workers worked long hours including Sundays.

Pre—Departure Orientation Sessions :

21.

The responses varied with respect to the effectiveness of the
Pre-Departure Orientation Sessions in each participating island
in the CMAWP. The majority of migrant workers found it to be
useful, however, there were a number of areas which, in their
opinion were not so useful.

The Importance of the CMAWP to the Migrant Workers’ Households :

22.

23.

The majority of the workers’ households included three or more
children and approximately three to four adults including the
migrant worker.

The major distribution of remitted funds was for food, housing
and educational (children) expenses. The program was
considered by households as important to the improvement of
their standard of living. The incomes of migrant workers were
instrumental to the household’s income, and there was no

10

[

| SN U SRS S S A N T



|

|

L

1.1

L)

i1

S pEmm s | T
L) o4 o

|

|oril ortl el vl ol gl el g

ey

significant impact noted, with respect to the household’s
operations when the worker is in Canada.

Recommendations of the Study

The most immediate recommendations for the short-term have been

listed according to each particular istand. However, long-term recommen-
dations for each island are mentioned in each section (see Chapter 6).

BARBADOS :

1

Explore the possibility of increasing the number of females on the program.
Communicating this request to the relevant Canadian authorities. To this end,
serious targeting of females should be pursued (inclusion of this information - on
the G.I.S. advertisement with “Giggard & Boo”). Include an interview session
with one of the female workers who currently participates on the CMAWP.

Serious consideration should be paid to the various farm locations in Canada
where Barbadian migrant workers are scheduled to be deployed. ‘
The local authorities should inform the migrant workers of specifics regarding
their intended location. Information with respect to the type of farm, the farm
employer, the farm community, and other relevant information, should be
included prior to the workers’ departure. This would be conducive to creating a
more positive psychological impact. The workers would be better prepared for
the type of environment in which they reside and work, in Canada.
Separate the Pre-Departure Orientation Sessions according to the length of time
that migrant workers have participated on the CMAWRP, for example :

) new recruits, and

(2)  repeat workers
Emphasis should be placed on those areas of the program that would be of
specific interest and hence, beneficial to these two groups. Include work ethic
sessions on “how to conduct oneself on the job"”.

Implement a Session specifically for those workers with ten (10) years or more on
the program, issues such as Pensions, and other matters could be emphasized.
Individual Labour Departments should also consider a Session geared

specifically for migrant workers with three (3) years but less than ten (10) years
experience on the program.

Spotlight more Canadian Farms, other than the Tobacco Farms, highlight the

others such as Fruits, Vegetables, just to name a few, interview a few migrant
workers that are currently employed on these Farms, and have them participate

11



10.

11.

12.

in the Pre-Orientation Sessions by relating their work experiences.

Intensify effort to ensure that migrant workers use protective clothing and that -

they are provided with training.

Emphasize the non-use of these chemicals and pesticides when other workers
(who may be pérforming harvesting duties) are working in the field. '

Since it may not be possible because of the time constraint to listen to worker
complaints whether through the Liaison Officer or at the “migrant worker
meetings” which are held annually (last one was held February 5* 2003). A
“worker reporting system” is necessary and applicable. Efforts to ensure its
implementation should be made almost immediately to correspond with the end of
the current farm season.

Increase the responsibility and delegate more duties to the Liaison office staff in
Canada.

Structure a visit every two weeks to a particular province where migrant workers
are employed.

Allow one or two Labour Officers (recruiting officers) and a select number of
Government officials to tour the Canadian farms in which the migrant workers
are usually employed. It would reflect a caring and supportive Labour
Department in the eyes of the migrant worker, as well as encourage better
employer and employee relations in Canada. There are numerous psychological
benefits to be gained from having such an outreach program. It could improve
the overall productivity of the workers and eliminate petty grievances that are
occasionally communicated to the Liaison Officer.

During the Pre-Orientation Sessions, it is necessary that the Barbadian
authorities explain in more detail the rudiments of the EI program. The majority
of migrant workers have misconceptions about this particular deduction .

TRINIDAD & TOBAGO:

1.

3.

Explore the possibility of increasing the numbers with respect to females on the
program and communicate this request to the relevant Canadian authorities.

A Screening Committee should be established in the Ministry of Labour (include
one or two Labour Officers, the Labour Commissioner and the Minister of Labour
or a representative of his choice). Set specific criteria in place to assist with the
successful screening of candidates. This should be done to coincide with the new
Jfarm commence.

Serious consideration should be paid to the various farm locations in Canada

12
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where Trinidadian migrant workers are scheduled to be deployed. Authorities
should inform migrant workers of specifics regarding their intended location
prior to their scheduled departure. Information, such as the type of farm, the
Jarm employer, the farm community, and other relevant information, prior to the
workers’ departure. This would be conducive to a more positive psychological
impact, by allowing the workers to be better prepared for the type of environment
in which they would live and work in Canada.

Separate the Pre-Departure Orientation Sessions, based it on the length of time
that migrant workers have participated on the CMAWP, for example :

) new recruits, and

(2)  repeat workers
Emphasise those areas of the program that would be of specific interest and
benefit to these two groups. In addition, include work ethic sessions on “how to
conduct oneself on the job”.

Implement a Session specifically for workers with 10 years or more on the
program, issues such as Pensions and other matters could be highlighted. In
addition, the implementation of a Session geared specifically for migrant workers
with 3 years but less than 10 years experience on the program.

Spotlight more Canadian Farms, other than the Tobacco Farms, highlight the
others such as Fruits, Vegetables, just to name a few (request to have the
information from the Canadian authorities), interview some of the Trinidad
migrant workers who work on these Farms and allow them to participate in some
of these sessions.

As a Special project between the Trinidad and Canadian authorities : document
the Trinidad migrant worker’s experience in Canada. Emphasize the migrant
worker role as being an economic and social asset rather than a cultural threat in
the Canadian farm community. Spotlight the islands of Trinidad & Tobago,
highlighting such positive attributes as culture, the people, some of the rural
communities, the importance of programs such as the CMAWP to the country’s
development. Although the economic and social impact of the CMAWP is
marginal when one compares the number of participants versus the island’s
workforce, there is still an impact which should not be overlooked by the
authorities.

Due to the nature of the climate, facilities such as washing, toilet, and pipe water
should not be located outdoors. This is not in the best interest of the migrant
worker. It could lead to complications for the migrant worker with respect to his
health (there is the issue of tuberculosis and other bronchial health related
issues). These results could eventually lead to poor work performance or, a more
serious development, death. Overall productivity would also be affected and, an

13
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11.

12.

13.

14.

increase in medically related problems amongst Trinidad workers in the program
would eventually strain relations between the two.countries. Every effort should
therefore be made to ensure that Trinidad migrant workers are housed in
accommodations with indoor facilities, especially given the nature of Canada’s
climate during the year.

Intensify effort to ensure that migrant workers use protective clothing and that
they are provided with training. Emphasize the non-use of these chemicals and
pesticides when other workers (who may be performing harvesting duties) are
working in.the field.

Organizers should ensure that migrant workers are properly trained in the use of
all types of farm machinery and equipment. This, in effect, would assist in the
elimination of minor and major accidents which could affect workers’
productivity level.

Organizers should ensure that migrant workers receive medical attention, and
Jfurthermore, that they are given time off to recuperate for minor and major
injuries, in addition to being paid a sickness/injury benefit. Worker productivity
could be seriously affected if this is continued.

Due to time constraints of the Liaison Officer to listen each worker’s complaints
whether directly or at the “migrant worker meetings” which are held annually. A

“worker reporting system” is necessary and applicable. Efforts to ensure its

implementation should be made almost immediately to correspond with the end of
the current farm season.

Allow one or two Labour Officers (recruiting officers) and a select number of
Government officials to tour the Canadian farms in which the migrant workers
are usually employed. It would reflect a caring and supportive Labour
Department in the eyes of the migrant worker, as well as encourage better
employer and employee relations in Canada. There are numerous psychological
benefits to be gained from having such an outreach program. It could improve
the overall productivity of the workers and eliminate petty grievances that are
occasionally communicated to the Liaison Officer.

Canadian authorities should encourage the establishment of various committees
amongst the residents and farm workers. These committees could be in the form
of : a welcoming committee; an events planning committee (host and organize
social events amongst workers and residents); neighbourhood watch committee.
Establish a farm residents community outreach committee specifically geared at
Jostering good relations amongst : a) the workers and residents; b) the workers,
residents and other communities; c) the workers, residents and their respective
governments.

14
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16.

Establish local farm projects for the CMAWRP to utilize their skills and knowledge,
improve the island’s agricultural sector.

Provide more assistance to persons on the CMAWRP in the following areas :
available credit, land, workshops where they can be trained prior to participating
on the program.

The Organised Eastern Caribbean States (The OECS)

1.

Explore the possibility of expanding the program to accommodate Jfemales from
all of the OECS islands, and communicate this request to the relevant Canadian

authorities.

Also stabilization of the number of males selected for the program should be
pursued. Perhaps an equal number of male participants for each island.

A Screening Committee should be established in the respective Ministries of
Labour (include one or two Labour Officers, the Labour Commissioner and the
Minister of Labour or a representative of his choice). Set specific criteria in
Dlace to assist with the successful screening of candidates. This should be done
as soon as possible, with the exception of St. Lucia where one was implemented
for a number of years.

Serious consideration should be paid to the various farm locations in Canada
where OECS migrant workers are scheduled to be deployed. The authorities
should inform the migrant workers of specifics regarding their intended location.
Information such as the type of farm, the farm employer, the farm community, and
other relevant information, should be communicated to the worker prior to the
departure. This would be conducive to the creation of a more positive
psychological impact, that is, they would be better prepared for the type of
environment in which they would reside and work in for an extended period.

Separate the Pre-Departure Orientation Sessions in each participating island,
with particular emphasis on the length of time that migrant workers have
participated on the CMAWRP, for example : (1) new recruits, and

(2)  repeat workers
Emphasize those areas of the program that would be of specific interest and
beneficial to these two groupings. In addition, include work ethic sessions on
“how to conduct oneself on the job”.

Spotlight more Canadian Farms, other than the Tobacco Farms, highlight the
others such as Fruits, Vegetables, just to name a few, interview some of the
migrant workers at work on these Farms.

15
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Due to the nature of the climate, facilities such as washing, toilet, and pipe water

should not be located outdoors. This is not in the best interest of the OECS -

migrant workers. This could lead to complications for the migrant workers with
respect to their health (there is the issue of tuberculosis and other bronchial
health related issues). These results could eventually lead to poor work
performance or, a more serious development, death.

Overall productivity would also be affected, and the more medically related
problems that occur amongst OECS workers in the program could strain
relations between the countries involved. Every effort should therefore be made
to ensure that the OECS migrant workers are housed in accommodations with
indoor facilities, especially given the nature of Canada’s climate during the year.

Intensify effort to ensure that migrant workers use protective clothing and that
they are provided with training. Emphasize the non-use of these chemicals and
pesticides when other workers (who may be performing harvesting duties) are
working in the field.

Organizers should ensure that migrant workers are properly trained in the use of
all types of farm machinery and equipment. This, in effect, would assist in the
elimination of minor and major accidents which could affect workers’
productivity level.

Organizers should ensure that migrant workers receive medical attention, and
Sfurthermore, that they are given time off to recuperate for minor and major
injuries, in addition to being paid a sickness/injury benefit. Worker productivity
could be seriously affected if this is continued.

Since it may not be possible because of the time constraint to listen to worker
complaints whether through the Liaison Officer or at the “migrant worker
meetings” which are held annually. A “worker reporting system” is necessary
and applicable. Efforts to ensure its implementation should be made almost
immediately to correspond with the end of the current farm season.

Ensure that “worker schedules” and “shift systems” are maintained amongst the
migrant workers. Essentially migrant workers who perform duties over the
standard 8-hr. shift system will expect payment. If overtime pay is not a feature of
the program, enforce and maintain a policy where migrant workers must perform
their tasks under the shift system (standard 8 hours of work). The type of
grievances regarding this aspect of the program “workers are not paid for
overtime worked” would be alleviated.

Ensure that workers are given time-off, at least a day to recuperate from their
hard labour. Tired workers will eventually become less productive.

Allow the migrant workers access to a portion of their saved earnings prior to

16
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16.

17.

18.

their departure from Canada. The administrative issues with respect to the
processing of the savings would be a hindrance to some workers who depend on
these earnings to support their families and, or their family-owned businesses.
Consideration should be given to paying the CSS to the migrant workers in
increments. This might assist with the long delay in the processing stage, but
would also provide the workers with some money at various periods when they
return home from Canada.

Physical and human resources would certainly assist authorities in the
enhancement of facilitating efficient and effective information regarding migrant
workers. The implementation of a computerized system is highly recommended
with a database of migrant workers. The allocation of administrative personnel
to deal specifically with the CMAWP is also recommended. Payment in relation
to the hiring of such personnel could be derived from the CSS or the EI
deductions from the migrant workers.

Allow one or two Labour Officers (recruiting officers) from each OECS island
and a select number of Government officials to tour the Canadian farms in where
the OECS migrant workers are employed. It would reflect “caring and
supportive” Labour Departments in the eyes of the migrant workers, in addition
to encouraging better employer and employee relations in Canada. There are
numerous psychological benefits to be gained from having such outreach
programs. Economically - this would improve worker productivity, and eliminate
petty grievances that would be communicated to the Liaison Officer.

Canadian authorities should encourage the establishment of various committees
amongst the residents and farm workers. These committees could be in the form
of : a welcoming committee; an events planning committee (host and organize
social events amongst workers and residents); neighbourhood watch committee.
Establish local farm projects for the CMAWRP to utilize their skills and knowledge,
improve the island’s agricultural sector.

Provide more assistance to persons on the CMAWRP in the following areas :

available credit, land, workshops where they can be trained prior to participating
on the program.

Program developmental emphasis should also be placed on expanding

the migrant workers’ human capacities and capabilities beyond their manual
agricultural work experience. Caribbean migrant workers have continuously
participated in the program for the past 36 years (1966-2002), and there are
Caribbean workers who apply yearly to participate in the program however, the
demand for positions does not exceed the supply, hence it is not feasible to
accommodate these excess persons. It is therefore reasonable to conclude that
the program has been and continues to be of significant income earning
importance to these migrant workers and their families.
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Executive Summary

During the early years of the Program (1974-1980), there was not much
promotion for recruiting workers, and this was done only in states near Mexico City. By
1994, 80% of the participants came from six states in the central part of the country:
Puebla, Tlaxcala, México, Morelos, Hidalgo, and Guanajuato. With the increase in the
demand for workers and the decentralization of certain procedures for selecting and
documenting workers, these have been incorporated from all the states. However, 70%
of the participants still come from the central region of the country.

Since 1974, the year in which the program of Mexican workers began, the
number of participants has increased on an average by 18% annually. This growth has
been determined by Canadian employers’ demand for workers: the periods showing the
greatest increases were 1985 to 1989 and 1996 to 2000. Nominal workers account for
48% and 68%, respectively, of the total number of workers going to Canada each

season.

The year 1989 was the first one in which Canadian farmers requested women
workers through this Program. At present, women’s participation in the total number of
workers per season is around 3%. Although these numbers are very low, it is clear that
women’s participation in the Program has more than doubled in just a few years. This is
due, above all, to an increase in the demand among Canadian employers, so that the
women who have participated during all the seasons are the ones who are explicitly

requested by their gender.

Operation of the Program

Throughout the years, several changes have been made to improve the
Program’s operation. A “single-window” system was set up to facilitate procedures,
allowing workers to conduct most of the procedures in the Program Office without



having to go to the different government agencies. As of 1993, electronic files were
prepared with data on each worker that has joined the Program; the aim is to be able to
update the database.

Similarly, the participation of State Employment Services (SES) has been quite
positive. The SES are 139 offices throughout the country that promote the program,
provide orientation for interested candidates, and give support to the Program Office in
contacting workers who have already participated and who have been requested by their

employers by name.

However, the decentralization of certain other functions has still been difficult
because there are not enough funds to provide the required training to the staff at the
State Employment Services.

Research indicates that despite these significant advances, the Program’s
centralization still entails an additional cost for the workers, who have to pay, on an
average, for six trips to Mexico City in order to conduct the necessary procedures every

season.

Since May 2002, the Mexican Government has been giving financial support in
the amount of $3,000 pesos (about $300 US dollars) to first-time workers for their trips
to Mexico City in order to process their applications. According to the evaluation for the
2002 season made by the Program Office, 88.3% of all new workers received said grant
that year.

More than three-fourths of the workers in our sample stated that they were
provided with information prior to each trip to Canada. Responses about the information
they received referred principally to the type of work they would be doing in Canada,
the rules for behavior on the farms, and the rights of the workers. Although 144 of the
subjects mentioned that they were given information on various topics, only nine
referred specifically to labor rights and 99 answered that they were informed principally
about the type of work they would be doing in Canada.
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According to the survey findings, workers do not know clearly enough what
their rights are as temporary workers in Canada. When asked to mention labor rights,
113 workers (31%) responded that they did not know what they are or did not remember
them. Even those who responded that they did know their rights did not know very
clearly what these consist of and how they can demand them. When workers were asked
to mention some of these rights, there were 15 responses that referred to obligations and

even prohibitions for the workers.

The growth of the number of participants has not been accompanied by an equal
development of the administrative capacity of Mexican consulates in Canada. Those
interviewed are aware that the consulates’ function is to help them and to represent them
while they are in Canada; they also have information on how to contact the staff of these
offices. Yet only 30% of those interviewed stated that they have needed help from the
consulate. Although this proportion is low, not all of them requested assistance from the
consulate. Of the 98 workers who said that at some time they needed support from the
consulate to report an accident or health problem, only 59 got in contact with it. And out
of 80 workers who found it necessary to conduct some transaction while in Canada,
only 61 requested support from the consulate. And even so, consulate staff can only
attend to a limited portion of these requests for help.

Less than one-fourth of those interviewed consider the attention and
representation given by the consulate to be adequate; 44.4% feel that they are not
represented “as they should be”; 21% preferred not to give an opinion because they
have never needed the consulate’s services; the rest did not specify.

Perhaps because workers do not feel that they are attended to properly, 60%
expressed that it would be advisable to have a union organization. A similar group
(14%) would agree with this under certain conditions, while 21% were in disagreement.

The Consulate’s personnel is analyzing if it would be feasible to create an
Administrative Fund for the Program, similar to the one existing in the Program for the
Caribbean workers, which is managed by deducting 5% of the workers’ incomes. In the
case of the Mexican workers, the Consulate recommends that this fund might work only



if workers’ wages were increased, since otherwise it would become a heavy extra

burden for them.

Regarding what workers like best in the Program, 37% said “everything”; 28%
replied that what they like best is that it provides them with a job; 7.5% referred to the
earnings and the benefits as the biggest advantage; for 6%, the personal and work
experience that they get from participating in the Program is important; 5% said that
what is best in the Program is the way it operates; and 4.2% were most pleased by how
they were treated by their employer.

The question regarding what they like least about the Program was answered by
only 183 workers. The rest feel that it has no disadvantages. Almost half of those who
responded (87) referred to problems related to the way the Program operates, such as
the trips to Mexico City to make arrangements, the medical examination, or some
incidents that occurred because of organizational deficiencies. Another 26 workers
(14% of those who answered the question) also replied to this effect, pointing out that
the most negative aspect of the Program is its poor attention at the offices and in the
Mexican consulate. For 11% (21 cases), the environment is the disagreeable aspect of
the Program. By this they are referring to aspects such as being far away from their
families, the difficulties of living on the farms, the climate, etc. For 10% (18 workers),
the biggest disadvantage of the Program is that the employers treat the workers badly.
There was a smaller proportion of workers who made negative comments about the
work in general, about the working conditions, about the low wages, or about amounts

deducted from their wages.

The workers’ suggestions for improving the program had to do with the
disadvantages mentioned. 38% of those interviewed who answered this question had no
suggestions because they felt that everything is working well. Almost half of them
(44.5%) made recommendations about the Program’s operations, the functioning of the
office in Mexico and the consulate’s, amongst others. Some aspects to which they
referred are expediting and decentralizing the arrangements, improving service, and for
the consulate to really meet the workers’ needs. The remainder of the replies referred to

improvements in wages and in working conditions.
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The research project did not seek to make a cost-benefit evaluation of the
Program; however, it gave us some elements to put on the table. It seems that through
the years, the Mexican Government has accepted some conditions that have meant a
heavier workload, as well as a higher economic cost, for both the government and the

workers.

One example refers to the modifications made to the MOU. The first MOU
stated that the Human Development Research Center must request workers 45 days
before the date they are needed in Canada. This period has been reduced to 20 days
according to the last MOU. However, requests are often arriving to the Program Office
only 10 days in advance.

At the beginning of the Program, the Mexican Government had to prepare a 100-
worker reserve in order to respond to any sudden demand. Now, this reserve must be
10% of the total request, which means that the Mexican Government needs to prepare
1,000 workers more every season. According to the 2002 evaluation of the Program,
10,681 workers went to Canada; however, 11,659 procedures were made, including the

medical exam.

Another example of the work and economic costs that the Program Office has
accepted in Mexico is the medical exam. In earlier years, workers were examined at the
Canadian Embassy. Later, governmental medical centers in Mexico subsidized the
exams, but as of 2001, the government charges $70 pesos ($7 USD) per exam to the
workers. In addition, since the 2003 season, workers have had to take an HIV test and
pay an additional fee of around $175 pesos ($17.50 USD).

At present, it is not easy to ascertain the cost of the Program for the Mexican
Government. The Federal Government Budget for 2002 is the first one to show a sum of
funds allocated to the Program Office. In the section for the Ministry of Labor, the entry
called “Program of Mexican Migrant Temporary Farm Workers to Canada” records
$23,396,454 pesos ($ 2,339,645 USD). This means that in the 2002 season, that office
alone spent around $2,190 pesos ($219 USD) per worker who went to Canada to work.
This budget does not include the $3,000 pesos ($300 USD) in economic support that



new participants are receiving. According to the Evaluation of the 2003 season, 2,341
workers received that support, which means $7,023,000 pesos (around $ 702,300 USD).

Participation and characteristics of the workers

Next are some of the general characteristics of the workers who participate in the
Program, according to the survey findings. The workers have an average level of

schooling of 7.7 years, almost equal to the national mean.

The main occupation of workers while they are in Mexico is agriculture, mostly
as day-laborers; a few work as masons; and to a lesser degree, in service-related
activities. In the case of the occupation of the children of the workers, the trend is for

them to devote themselves more to non-agricultural activities.

Access to cropland among the workers in this sample is very limited, and the
few who have this possibility have small rain-fed plots (of 1-2 hectares). The main crop
is corn, which mostly goes to family subsistence; very few workers grow commercial
crops. For most of the workers who have access to land, farming does not represent an
important source of income. According to our survey, during the last season in which
they planted, 32% indicated that their production was insufficient and 16% said that
although they planted, there was no harvest; 29% stated that production was sufficient
for family consumption but not enough to face all other expenditures of the households.

With regard to trips to Canada, almost half of those interviewed (173) indicated
that they had a close relative who had gone previously under the Program; they referred
principally to their brothers and in a few cases to their parents (124 cases). Recruitment
for work in Canada is more closely linked to family ties than to community networks.
The other important source for recruitment has been the activities performed by the
Program Office for this purpose.

The main reasons that workers indicated for joining the Program were the lack
of employment in Mexico as well as the uncertainty of income if they had a job. In the
sample, 58% of the workers indicated that although they had some form of income in
Mexico, it was not sufficient nor stable and 14% decided to enter the Program because

they did not have a job. At present, while workers are in Mexico, their economic
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activities are usually temporary and the average income reported was $544 pesos per
week (about $ 55 US dollars).

Working conditions in Canada

Our sample included workers who have gone to Canada from 1 to 25 seasons
from the year 1977 to the year 2002. Nearly three-fourths of the workers (73%)
continued to be active during that last season. This reveals a high degree of continuity
of the workers in this Program, and can be interpreted not only as a sign of satisfaction
among the workers themselves, but also as an overall expression of the Program’s
stability.

According to the 2002 Season Evaluation of the Program Office, of the total of
workers participating, 70% of Mexican workers went to the Province of Ontario, 24.6%
went to Quebec, and the rest to Manitoba and Alberta. The main agricultural industries
that required Mexican workers that season were the production of vegetables and the
greenhouses, with 41.6% and 18%, respectively.

The interviewed workers spent an average of 4.9 months in Canada each season.
In practice, workers do not have the chance to decide the time of their stay, first because
many of them are requested by name and they must adjust to the employers’ needs. For
the rest, their period of stay is also determined by demand, as well as by the candidate’s
labor profile: his or her physical condition and the date on which the worker initiated
the procedures.

Moreover, during the 2002 season, around 60% of all the Mexican workers who
went to Canada returned before their contracts had expired because there was no more
work on the farms. In our fieldwork, those interviewed stated that sometimes when they
arrive at the farms, they find that there is not enough work for them to complete an 8-
hour day. The employer can attempt to transfer the worker to another farm, but when
that is not possible, the worker returns to Mexico with much less money than he or she
had expected to earn.



Mexican workers are hired by Canadian farmers mostly to harvest the crops. In
our research we found only two workers who performed activities that require more

technical knowledge in the productive process.

Housing that employers provide to workers consists of the following: 1) the old
farm house; 2) hostels built by the employer specifically for them are the next in
frequency; 3) lodging in trailers. The housing provided by the farmers usually has the
necessary utilities. In general, a little less than half of the workers stated that the
housing and the services provided to them by their employers in Canada are of better
quality than what they have in their communities in Mexico; for 18%, their housing in
Mexico is of better quality, and for 27%, the quality of both lodgings is similar.

Even though for most of them, the work that they perform on Canadian farms is
as easy or even easier than the agricultural work that they do in Mexico, one-fourth of
them felt that the work is very hard, and one-fifth felt that occasionally they had been
asked to work too much. They mentioned that on many occasions the work pace, as well

as the long working days, make work heavier.

We recorded some complaints about mistreatment, but the return report for the
2002 season is more illustrative on that matter: according to it, one-fifth of the
participants believe that they were treated either “regular” or “bad,” but mostly
“regular.” It may be that this answer is, in fact, concealing some sort of bad treatment

which the workers are afraid to state explicitly.

In the fieldwork, we also found that many of those interviewed who said that
they had suffered some kind of abuse by their employers or supervisors, preferred not to
report the incident for fear that their employer would not request them for the following
work season. In this regard, the system of requesting workers by name provides workers
with a certain guarantee of continuity, and may also be functioning as a control

mechanism.

Of the total number of workers interviewed, 24% have applied agrochemicals on

Canadian ranches and 34% have gone to work in fields recently sprayed with
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agrochemicals. Of those who have worked applying agrochemicals, only 43% have
protected themselves with a mask and the proper gear.

Despite the fact that the activities they conduct are simple, in general the training
the workers received was scarce. Only 45% of those interviewed responded that they
had received some training. In these cases, they referred to information received in the
field while they were working. Only six workers answered that they had received
broader training.

In general, responses concerning attention given to them for accidents and health
problems are favorable. The workers have received proper attention in those cases.
Nonetheless, when the workers’ illnesses arise after their work contract has expired, the
workers have to cover the cost of treatment or see to it that they are taken care of in

some government-run hospital in Mexico.
Wages and deductions

It was difficult to obtain precise data on this. Both the records of the Program
Office and the data captured by the interview are at times imprecise or omit
information. The best source for this should be employers’ records.

However, with its limitations, the data obtained clearly indicates that the income
of Mexicans on Canadian farms is much higher that what they could earn in Mexico,
even if they had the opportunity to work all year long. This confirms the fact that the
income is the main appeal of the Program for the workers.

For that reason, and with a few exceptions, the workers pointed out that they
have no problem about working overtime. Yet Canadian legislation does not oblige
farmers to pay overtime at a higher rate in all cases. All the workers in the sample have
worked overtime, but the pay has been equal to that of regular work hours. It is common
for those interviewed to work on Sundays and holidays; some pointed out that they have

worked for as long as 17 hours in one day. The average for the sample was 9.3 hours

per day.



There is ignorance among the workers regarding deductions of taxes and
services from their wages, as well as the mechanisms that are applicable for
reimbursement. But the workers feel that too much money is being deducted from their
wages, and is some cases they feel this is unfair. According to the answers obtained in
the questionnaire, the difference between the gross and net eamings of the workers is

close to 20%.

The workers do not know how the pension program operates. And certainly they
would like to know more about it, especially since some have worked for many years
and are near the age at which they will stop working in the Program. But since the
pension is determined by the number of weeks worked, the work situation of these
temporary workers limits the amount of their pension. In fact, the two workers from the
sample who are receiving their monthly pension stated that they were disappointed with
how little money they were getting.

Relations between the worker and the community in Canada

Mexican workers in Canada face several kinds of obstacles that hinder their
integration into Canadian communities. The main obstacles are lack of knowledge of

the local language, and the isolated condition of the farms.

Out of the total, 96% (346) of the subjects work on farms remote from towns;
most frequently the farms are located at a distance of 20 km. Not all the ranches have
access to public transportation. More than 70% go into town if taken by the employer
even to purchase groceries, make telephone calls, and effect bank transactions.

The isolated condition of the farms, as well as the fact that the workers are
dependent upon the employers, leads to a limited degree of freedom for workers to
decide upon the use of their free time.

Employers provide some forms of entertainment on the ranches (TV, VCR, table
games, fields for practicing soccer or basketball, etc.). On their own, and in a limited
fashion, some workers have become involved in the organization of sports tournaments

or trips to tourist attractions.

10
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Although few workers have had contact with volunteer groups and non-
governmental organizations devoted to helping agricultural workers, the answers
obtained give the impression that the work that has been done by these organizations is
important to the workers.

Program impacts
As regards the Program’s impact, we can sum up the conclusions as follows:

a) The greatest impact is felt at the individual and family level of the workers

b) It is derived from the money earned by the worker and

c) It can be appreciated after several seasons in which the worker participates in
the Program.

Almost all the workers pointed out that their family’s well-being has improved.
The proportion of those who feel this way is greater as the time they have participated in
the Program increases. According to their statements, their families have better clothing
and food; greater access to health services, and what seems to be very important to
them, their children can continue their education and achieve a higher level of schooling
than they did.

The information obtained on changes in housing conditions allows us to observe
the relationship between longer participation in the Program and family well-being. All
the indicators concerning better-quality housing show that the more seasons a worker

has participated in the Program, the better the features of his or her housing.

During their first seasons of participation, the workers allocated their income to
family consumption, especially to subsistence, health, and education, or to pay off
pending debts. Only after several years of working temporarily in Canada can they have
surplus income with which they can make other expenditures. That is when they may
acquire, enlarge, or modify the family home. Therefore, the impact is different
according to the frequency and number of trips made by the worker. That is why it is
important to continue the practice of allowing workers to continue to go to Canada for

several seasons, perhaps as many as 10 or more.

I



Nevertheless, the money obtained by the workers in Canada does not appear to
be sufficient for them to acquire other types of goods. Very few of those interviewed

currently have an automobile.

Similarly, there is practically no investment in some sort of agricultural or non-
agricultural business, partly due to the limited money available to the workers and

partly due to the traits of the workers’ communities.

As regards the level of schooling attained by their children, those interviewed
stated that thanks to their participation in the Program, their children have been able to
continue with their education. Although in Mexico it has been possible to increase the
level of schooling in recent decades, our research confirms that the Program has also
had a positive effect. Thus, the greater the number of years that the head of the
household has participated in the Program, the higher the level of schooling of his or her
children.

Moreover, the children’s level of schooling has a bearing on their occupations.
We have found a greater tendency for workers’ children to devote themselves to non-
agricultural activities. In particular, we discovered that 15 children are professionals
and, in almost all the cases, these are children of workers with longer periods of
participation in the Program.

Therefore, we can state that the Program is helping to alleviate the effects of
rural poverty.

In addition, although to a lesser extent, the Program has had certain indirect
effects on the communities where the workers live, either through an increase in their
families’ purchasing power or through the effects of greater economic activity thanks to

housing construction.

12




1_J

WIS R SR W

Jond

-

o

SN O T O O RO RO IO

Recommendations from the Research Project. A Study of the Program for
Temporary Mexican Workers in Canadian Agriculture

October 2003
Gustavo Verduzco and Maria Isabel Lozano

To the Program Office in Mexico. Ministry of Labor and Social Welfare

Main Recommendations

1. In the cases in which workers, men or women over the age of 45, who have been
participating in the Program as nominal workers, cease to be requested by their
employers, it is recommended that the Program Office give them preference in

the selection process.

2. It is important to continue the process for decentralizing the Program in Mexico
City for the main purpose of reducing the number of trips made by workers to
that city, since this would help cut back the costs for the workers and
undoubtedly also for the Program as a whole.

Other recommendations

1. On the requirements for entry into the Program. The single workers who
participate in the Program usually have their parents as financial dependents.
The workers fear that they will be rejected once their parents have passed away.
It would be advisable to make this requirement more flexible, at least in those

cases.

2. Due to the growth of the employers’ demand for women workers, it would be
advisable to analyze whether the current entry requirements for the Program will
promote or hinder the supply of female labor in the near future.

3. It would be a good idea to develop an orientation program for the new workers
and a refresher course for the older ones. It is important to define the topics that

should be delved into more deeply and to determine the participation of the State

13



Employment Services, the Program Office in Mexico City, and the Consulates in
Canada. According to our research, among the topics that require the greatest
attention are the following: the work situation, workers’ rights, fringe benefits
(health insurance, pension, reimbursement of taxes, workers’ compensation,
etc.), the legal deductions made to workers’ wages and, especially, the

mechanisms for claiming these benefits.

In particular, the guidance program that is derived from the previous
recommendation should include among its goals that of providing the workers
with security so that they may demand that their employers provide them with

protective gear to conduct activities requiring it.

It is necessary to review the expenditure per worker currently made by the
Mexican Government each season, as well as the total amount of expenses
incurred by each worker to complete arrangements for documentation, since this
may be an important subsidy that should be common knowledge for all

concerned.

To Human Reso Development

Main Recommendations

1.

It is important to review the legal work status of Mexican temporary workers in
Canadian agriculture. Despite the fact that they work year after year for the same

employer, the workers are considered as temporary and have limited benefits.

With the aim of promoting the activity of non-governmental organizations, the
HDRC could identify the groups that are working on the farms, and analyze with
them and with the staff of the Mexican consulates, both the workers’ needs and
the availability of services on the part of these organizations; it would also be
advisable to make cooperation agreements aimed at coordinating these efforts.

Among the activities, we suggest the following: accounting assistance (for

14
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reimbursement requests, pension arrangements, etc.), conversation practice in
English or French, recreational activities, and support for familiarizing the

workers with local stores, churches, banks, etc.

. It is necessary to regulate and to enforce that all documents needed by workers

are available in Spanish, as well as the announcements and posters at the
workplace, which should be in Spanish so as to give the workers more security;

this will also have a positive impact on their efficiency.

. A review should be made of the possibility of not withholding income tax from

the workers’ wages since due to the length of their contract, they will not obtain
income greater than 14,000 dollars. According to the sample, this measure could
spare 77% of the workers from having to effect procedures for reimbursement of

income tax.

. Any other possible program similar to this should have the existing controls of

the agricultural program; it should also operate with governmental bilateral
links. This is of utmost importance since otherwise, abuses and illegal practices

might expand even to the recruiting process and labor activities as well.

Other recommendations

1. It is important to search for mechanisms to extend the coverage of the health

insurance for workers who have health problems derived from their work in
Canada, even after the work contract has expired. It might be possible to set up
an agreement between the Canadian insurer and the Instituto Mexicano del
Seguro Social (Mexican Social Security Institute) in Mexico so that the workers

can continue to be covered even after their return to this country.

. The request made by the Canadian Government that all workers take an HIV test

has entailed an additional cost that has to be assumed by the workers

15



themselves. It would be advisable for HRDC to look into the possibility of

reimbursing that expense or compensating the workers in some way for it.

. At present, the Mexican Government is under pressure due to certain clauses in
the Memorandum of Understanding, and this hinders the efficiency in the
Program’s operation and increases costs. In particular, we recommend revising
the period of 20 days currently set by the MOU for the Mexican Government to
recruit, select, and document the workers requested. Similarly, the requirement
of documenting as a workers’ pool or reserve, a number of workers equivalent to
10% of those requested entails a high cost for the Program. We recommend that
this problem be analyzed.

. It is difficult for the Mexican Government to gain information on the net and
gross income of the workers, and the records of the hours worked by each
person. It is important for the Canadian Government to make available each
season to the Mexican consulates and to the Program Office, the information
recorded by the employers. This is with the aim of better orienting the workers
in their need to recover the taxes they have paid, a review of the number of

hours worked, and other related issues.

. It is recommended that the legal situation of the payment of overtime in
agricultural activities be examined. At present, employers are not obligated in all
work activities to pay overtime at a rate of at least 1.5 times the rate of a regular

work hour.

. The workers interviewed do not agree with the deduction made to their wages
for unemployment insurance, since this does not involve any kind of benefit for

them. It would be advisable to review this situation.
. The pension scheme sets a very limited monthly amount for retired workers.

Moreover, the response to requests for checks and the distribution and collection

of the same have not been efficient. It is necessary to evaluate this scheme for

16
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the purpose of making it more efficient, since the number of workers who
request their retirement from the Program will grow in the coming years.

To the Mexican Consulates in Canada

Main Recommendations

1.

It is necessary to continue to make efforts to see to it that the banks reduce the
costs or the transfer for worker’s remittances. An important element influencing
workers’ decisions on a remittance alternative is whether the bank or other
service is accessible to the family member who will collect the money in

Mexico.

Workers do not have easy access to a telephone, nor do they have free time to
contact the Consulate, so they easily give up. Those limitations must be
considered when making proposals to improve the attention of workers in
Canada.

Other recommendations

1.

One measure that could alleviate the excessive workload that the Program
demands of the Mexican Consulates in Canada could be the establishment of
agreements with Mexican universities for the purpose of setting up programs so
that, in particular, students of international relations may conduct their social
service by working with the Program in the Provinces of Canada.

The research findings clearly indicate that the workers need more attention and

support from the Mexican Government while they are in Canada.

17



To the Foreign Agricultural Resource Management Services (FARMS)

Main recommendations

1. The research indicates that the workers require more support than they are
presently receiving from their employers. One of these needs is help in
translating the different instructions given to them in their workplaces. In
addition, it is necessary to search for the necessary means to guarantee that
workers can express their concerns and needs to their employers throughout

their stay in Canada.

2. Some of the conditions of the Mexican workers, such as the isolation of the
ranches and their lack of knowledge of the local language, limit their
possibilities of becoming involved in activities other than work. In fact, around a
third of those interviewed do not feel free to come and go from the ranches
without asking for permission, even after the work day has ended. It is
recommended that employers consider these limitations and support workers so
that they feel freer.

Other recommendations

1. It is proposed that employers do not make requests for workers if they are not

sure there will be sufficient harvesting work for all of them.

2. It is recommended that contracts for less than the time specified in the MOU (six
weeks) not be made.

3. It would be very advantageous for the workers if FARMS asks the telephone
companies to install pay phones outside the ranches that do not have this service

nearby.

4. It is important for employers to provide workers with more recreational

alternatives on the farm.

18
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. The workers feel pressured by the work pace. One of the reasons for this is the
great demand imposed upon those who work with programmed machinery. It is
recommended to ensure that work paces in keeping with the abilities of the

workers are scheduled, taking into account their physical condition and age.

. It is important to provide adequate rest periods that are sufficient for the workers
who conduct activities requiring a tiring position (stooping down, on their knees,
carrying heavy loads, etc.) and to see to it that these activities are alternated with

other less stressful ones.

. Various conditions faced by workers in the Program are a cause of tension, and
therefore we recommend that FARMS encourage the farmers employing

Mexican labor to be cordial to their workers in order to avoid friction.

. When a worker is required to apply agrochemicals, “to make sure that workers
who are assigned to handle chemical substances or pesticides have protective
clothing, without any cost to the worker, that workers have received adequate
training, formal or informal, and that they perform the work under supervision,
in the cases that are required by law”, as is required by the work agreement.

. The workers point out that the conditions of certain activities are harmful to their
health and to their work performance. It would be advisable to look into possible
ways of protecting the workers from the consequences of temperature conditions

in the greenhouses and tobacco ovens.
. It is important to search for mechanisms to extend the coverage of the health

insurance for workers who have health problems derived from their work in
Canada, even after the work contract has expired.
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The Canadian and United States Migrant Agricultural Workers Programs:
Parallels and Divergence Between two North American Seasonal Migrant

Agricultural Labor Markets with respect to “Best Practices”

Executive Summary

The Canadian Migrant Agricultural Workers Program (CMAWP) and the U.S. H-
2A Program were established and designed for the identical reason: to supply temporary
foreign agricultural workers from the Caribbean and Mexico to agricultural producers in
Canada and the United States during times when domestic labor could not or would not
reliably work in agriculturé. From identical foundations they have grown to resemble
one another in many other ways and for many of the same reasons. Yet parallels and
differences between the two programs exist, and this report compares and contrasts the
Canadian and U.S. programs with the related goals of:

1) Describing best practices that have proven to be beneficial to employers, workers,
and interested other stakeholders involved in the programs, such as sending
country and receiving country government officials, host community members, or
growers associations;

2) Describing aspects of the two programs that have not met the criteria of a best
practice; and

3) Recommending ways in which the programs could be improved to rise to the

level of best practices.



Defining Best Practices

As the above comments suggest, “best practices” are those that meet the needs of
workers, employers, and interested other stakeholders in the two programs. As such, best
practices strike a fair balance between the labor supply and reliability needs of
agricultural employers while providing wages and working conditions for workers that
allow them to work safely and improve their economic conditions and the overall life
chances of their families. One of the key features of all the best practices described in this
report is that they have been used by one or more growers, workers, or interested other
stakeholders, that they have proven to be effective methods of making the contracts
between workers and employers mutually satisfying, that they have been sustained over
time, and that fhey can be replicated elsewhere (Robinson 2003). In short, the best
practices described here have been observed in field settings. Best practices occur in
each of the following areas: policy, regulatory activity, labor management relations, FVH
Employment Practices, and Off-Farm Experiences.

Far more often than being the focus of best practices, most scholarly, media, and
political attention directed toward the two programs has highlighted the ways that the
programs have developed primarily to benefit agricultural producers, sometimes at the
expense of foreign workers and their families. Unfortunately, criticism of the programs
that has emerged from such approaches has too often preempted productive dialogue
regarding working toward building on those best practices that exist while addressing the
problem areas that remain. It is also unfortunate that, in both the U.S. and Canadian

agricultural labor markets, the principal alternatives to temporary foreign worker
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programs have been either the use of illegal immigrant workers or various private labor
contracting systems that have generated negative publicity for the farming community.

In Canada in particular, as well as in some regions of the United States, temporary
foreign worker programs were and still are, in some circles, considered positive responses
to the poor wages and working conditions that tend to accompany the hiring of illegal
immigrants or use of farm labor contracting.

In considering both criticism and praise of legal temporary foreign agricultural
worker programs, it is important to keep in mind the two most basic features of the
programs. First, that the programs offer foreign workers access to wages that are far
higher than wages they receive in their home countries. Second, agricultural producers in
Canada and the United States are able to meet their labor needs with reliable workers
during peak labor demand periods. It is these two features that are most beneficial to the
principal parties involved—workers and employers—in the programs. At the same time,
it is these two features of the program that underlie its most intractable problems.

Although it is much easier to criticize the two programs than locate best practices,
in this report the criticism is calculated to be constructive, as a way of identifying areas
where minor changes could be made to improve the two programs—changes based on
methods that some growers, workers, and government officials have already tried. The
two tables that follow compare and contrast the Canadian and U.S. systems in terms of
best practices and areas that need additional attention to become best practices in the five
areas noted above: policy, regulatory activity, labor management relations, FVH
Employment Practices, and Off-Farm Experiences. Explanations of the bulleted points in

the tables follow.



Table 1. Best Practices

Program Areas CMWAP U.S. H-2A Program
Policy e Work authorization e Work authorization .
as preferred to illegal as preferred to
workers illegal workers
Regulations e Transferring workers ~® % work guarantee
among employers
e Strengthening role of
government officials
Labor-Management ¢ Elaborating worker ¢ Elaborating worker
Relations : spaces and spaces and
experience experience
¢ Providing translation ¢ Providing translation
services/ ESL services/ ESL
e Personal ties ¢ Providing workers
between workers and transportation
employers e Personal ties
between workers
and employers
Employment Practices ¢ Government e Use of the Adverse
recruiting results in Effect Wage Rate to
lower costs to determine foreign
workers and workers’ wages
employers ¢ No reports of
housing without
indoor plumbing or
other basic essentials
Off-Farm Experiences ¢ Community interest ¢ Community interest

in workers’ welfare

in workers’ welfare
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Table 2. Areas that Need Improvement to Become Best Practices

Program Areas CMWAP U.S. H-2A Program
Policy ¢ Housing inspections ¢ Housing inspections
are too variable are too variable
e Consular and liaison e Consular and liaison
officials have limited officials have limited
powers to address powers to address
worker grievances worker grievances
Regulations ¢ Disconnect between e Labor law
provincial labor law enforcement, highly
and international variable, should be
agreements standardized
e Labor law ¢ Enforcement of
enforcement, highly regulations is too
variable, should be dependent on local
standardized agencies
¢ Enforcement of
regulations is too
dependent on local
agencies
Labor-Management e Excessive labor e Excessive labor
Relations control is common control is common
e Seniority is not e Seniority is not
recognized recognized
Employment Practices e Housing is variable, e Private recruiting
with reports of no results in undue costs
indoor plumbing to employers and
workers
¢ Employers using
program to remove
seasonal workers
from farms during
slow periods
e Blacklisting of
workers by growers
association is
common
Off-Farm Experiences e Discrimination e Discrimination
persists persists

More detail on the best practices listed in Table 1 follow, and a more detailed

discussion of these practices can be found at the end of the report.




The Comparative Benefits of Work Authorization. As opposed to illegal
migration and work in Canada and the Umtéd States, legal temporary worker
programs provide at least a framework for the active participation of foreign
nationals in the receiving nations’ economies under conditions where, on paper,
they are protected under laws governing the treatment of labour.

Community Attention to Foreign Worker Programs. In both countries, the role of
churches, community organizations, labour unions, worker advocates, and others
have been in large part beneficial to workers without creating undue burdens on
those employers who engage in fair labour practices. These organizations have
provided places for workers to socialize and interact with others off the farm and
have advised workers of their rights in the two countries.

Elaborating and Expanding Foreign Workers’ Spaces and Experiences. To reduce
the worker isolation and dependence that too often leads to excessive labor
control and over-exploitation of foreign workers, some growers have provided
workers vehicles, telephones, and translation assistance, as well as assisted them
in orienting them to their surroundings.

Public vs. Private Recruiting. As opposed to private systems, public systems of
recruitment are by and large fairer and less costly to workers and to growers
participating in the program. Private recruiting systems have a tendency, over
time, to exact more and more costs of the program from growers and workers.
Transferring Workers Among Employers. In the Canadian program, provisions

exist to move workers to other employers during slow periods on the farms for
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which they were contracted to work. This meets growers’ labor needs and gives
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