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Did you know that in Canada temporary foreign workers 
(tfws) play a vital role in our labour market by taking 
on many of the jobs that Canadians are unable or unwill-
ing to do? Did you also know that this a segment of our 

labour force that gets relatively little of the attention that it deserves? 
The truth is that to the average Canadian tfws are, well, invisible. 
So, in this edition of Cultures West we attempt to shed some light on 
issues surrounding tfws.

...the government 
recognizes that 
the very nature 
of working 
environment 
often creates 
opportunities for 
discriminating 
against workers. 

But first, we need to provide some 
context. In Canada, the Temporary For-
eign Workers Program (tfwp) facilitates 
the entry of temporary foreign workers 
to address short-term/regional labour 
and skill shortages. One goal of the pro-
gram is to ensure that the entry of tfws 
will have a neutral or positive impact on 
Canada’s labour market.

Citizenship and Immigration Canada 
(cic) and Human Resources and Social 
Development Canada/Service Canada 
(hrsdc/sc) have joint responsibility for 
the Temporary Foreign Workers Pro-
gram. The role of hrsdc/sc is to review 
employer applications for foreign work-
ers and issue an opinion on the likely 
impact on the Canadian labour market. 
cic reviews applications from foreign 
workers and issues work permits.

It is employer demand that drives 
the entry of foreign workers in Canada. 
There are no numerical limits or quotas, 
and employers from any sector may hire 
foreign workers in any job from those 
the government identifies as “occupa-
tions under pressure.” 

Much of the controversy around 
tfws relates to their working condi-
tions. These working conditions are the 
responsibility of the labour department 
in each province or territory. Temporary 
foreign workers are covered by the same 
labour legislation and have the same 
rights as Canadian workers. As a result, 
the government recognizes that the very 
nature of working environment often 
creates opportunities for discriminating 
against workers. The government has 
amended the Immigration and Refugee 
Protection Act and is partnering with 
their provincial counterparts to in-

form foreign workers about their rights 
and responsibilities, and the recourse 
mechanisms available to them.

We dedicate this edition of Cultures 
West to temporary foreign workers.  In 
our collection of stories, you will read all 
about the surprising history of migrant 
workers in BC, the experiences of other 
countries in filling their labour shortage 
needs, and provincial trends. We also 
give you a chance to enter into the dis-
cussion about ethical and philosophical 
issues relating to tfws and learn about 
some of the newest organizations pro-
viding them with services. You will also 
get personal perspectives from tfws 
sharing frankly about their lives, from 
frontline workers at amssa member 
agencies and from actual case studies. 
There’s also a revealing look at the issues 
facing the children of tfws.

Of course, this being Cultures West,  
we include the departments that you’ve 
told us you enjoy. Get ready to test yourself 
on little known facts about tfws with the 
MindBuster Quiz and learn about the in-
credible achievements of amssa member 
agencies in our Member Achievements 
section. To wrap up this edition, we invite 
you to take a look at our Post Script story 
in which we revisit Welcoming Communi-
ties in BC, the theme of our last edition of 
Cultures West.

In closing, this is my last message  
as the President of the amssa Board  
of Directors. I would like to take this 
opportunity to thank all of you for your 
support over the years. The work you 
do is vital to this sector, and I know that 
you will continue to work with dedica-
tion and passion.

Emese Szücs, President

Message
from the

President
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Recently the topic of tem-
porary foreign workers 
has become a hot button 
one. The growing demand 
for skilled labour across 

Canada is attracting attention to an 
often overlooked category of individuals 
who come to Canada seeking a better 
life for themselves and their families. 
However, temporary foreign workers are 
not new to Canada or to British Colum-
bia for that matter. The labour shortages 
that create a demand for these work-
ers, more commonly known as migrant 
workers, date back to the very begin-
nings of BC.

By definition a migrant worker is one 
who goes to another country specifically 
to work and is then expected to leave 
that country when they complete their 
assignments. There is data to suggest 
that during the colonial era, Fur Traders 
used migrant workers during their ex-
peditions to settle BC. At that time there 
were no overland routes from the eastern 
part of the country out to the west. 
Therefore, due to the prohibitive costs 
of bringing in vast numbers of workers 
from Eastern Canada, these early settlers 
were creative in employing various types 
of specialized labour from overseas. 
Scottish soldiers provided security by 
guarding the forts. Physically imposing 
Hawaiian natives were used to intimidate 
the First Nations people who the settlers 
met. Chinese manual labourers cleared 
the land while their skilled carpenters 
and other craftsmen built the forts. 

Later in the 19th century, as BC 
became more industrialized, mining, 
logging and canning operations emerged 
and with them came a huge undersupply 
of labour. Efforts to meet this demand 
became more organized and because of 
the logistics of travelling to the western 
frontiers, it was a common practice to 

A Long History of Migrant Workers

contract manual labour from across the 
Pacific Ocean. Once again, when the rail-
road was being built it was far cheaper to 
contract trans-Pacific workers than trying 
to recruit workers from across Canada. 

Most of the migrant workers were 
young, single men. It is interesting to 
note that while many of the Europeans 
who arrived were also young, single men 
who were often short-term workers, they 
were immediately considered settlers 
and awarded the same rights and privi-
leges as British Columbians. The Non-
Europeans were deemed more transient 
and were granted migrant status.

One of the most striking differences 
between these early migrant work-
ers and those of today is the ease with 
which the former groups assimilated 
and were able to become bona fide set-
tlers. According to the diaries of Europe-
ans who travelled through small towns 
in BC, there was a great deal of interac-
tion between Chinese men and First Na-
tions women who were also 
part of the work force at 
that time—especially in the 
canning industries. Rather 
than returning home, 
many of the Chinese men 
married and raised fami-
lies. In addition, since First 
Nations communities still 
had relative control over 
the land, through marriage 
the Chinese became landown-
ers. Others saved their wages 
and opened restaurants or 

stores. In so doing, the earlier workers 
were able to move up from manual la-
bourers to a higher class in society much 
more rapidly than they are able to today.

The nature of BC’s industrial devel-
opment continued to generate a need 
for a mobile labour force. Industries such 
as agriculture and canning are sea-
sonal and this creates a cycle of labour 
migration. Contracted labourers were 
often recruited from Japan and South 
Asia. Many times, the contract employ-
ers were themselves citizens of those 
countries and were previously migrant 
workers who opted out as soon as they 
could. Once they had fulfilled their con-
tractual obligations, many of the South 
Asians opened farms or stores, while the 
Japanese set up fishing colonies.

Today, in certain sectors of BC’s 
labour market, temporary foreign work-
ers are coming for the same reasons that 
they did more than 100 years ago. They 
are looking for economic empowerment 
and the money that they earn here is 
often remitted back to their families 

in other countries. Like the earlier 
migrant workers, they are often 

making strategic choices and 
huge sacrifices, knowing that 
the Canadian system is an 
imperfect one. 

Historical data for this story 
was provided by Dr. Henry Yu, 

Associate Professor, Department 
of History at UBC who specializes 

in the study of trans-Pacific  
migration and settlement. 

Leslyn V. Johnson
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quizMind Buster

➊  In 2006 the top 3 source countries for temporary 
foreign workers to Canada were:

 a) United States, Mexico, Philippines
 b) United States, Mexico, France
 c) Mexico, India, Philippines
 d) China, Philippines, Mexico

➋  In 2006 the top 3 source countries for temporary 
foreign workers to BC were:

 a) Philippines, United Kingdom, Australia
 b) Australia, Japan, United Kingdom
 c) United Kingdom, Philippines, United States
 d) Australia, Japan, United States

➌ In 2006 Canada received 171,844 temporary foreign 
workers, what percentage of that number came to 
British Columbia?

 a) 44%
 b) 32%
 c) 22% 
 d) 14%

➍ What is a Labour Market Opinion?
 a) A government report on the impact temporary foreign  

    workers will have on Canada’s labour market
 b) A Metropolis BC study on the impact of temporary  

    foreign workers on the BC labour market
 c) Collaborative research findings by major think      

    tanks on the impact of temporary foreign workers on  
    Canada’s labour market

➎ Which of the following is NOT a source country 
for workers in the Seasonal Agricultural Workers 
Program in BC?

 a) Guatemala
 b) Jamaica
 c) Barbados
 d) El Salvador
 e) All of the above

➏ To meet the pressing human resource needs of 
employers, Human Resources and Social Development 
Canada (HRSDC) and Service Canada (SC) have 
developed Regional Lists of Occupations under 
Pressure. Which of the following are on the BC list?

 a) Taxi and limousine drivers
 b) Janitors and caretakers
 c) Web designers and developers
 d) None of the above
 e) All of the above

➐ In BC temporary foreign workers were hired to work 
on the tunnel excavation for the new $1.7 billion 
Canada Line rapid transit project. Their average rate 
of pay was:

 a) $15 per hour
 b) $10 per hour
 c) $5 per hour

➑ Temporary foreign workers have the same rights as 
Canadian and immigrant workers. They also have 
the same responsibilities to pay income tax, Canada 
Pension Plan contributions, Employment Insurance 
premiums and union dues.

 a) True
 b) False

 

Answers can be found on page 26
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“There is nothing more permanent than 
temporary workers.” This statement is 
one that resonates universally whenever 
the conversation shifts to temporary 
foreign workers. Why? Well, because, for 
the most part, programs that support 
this category of workers are designed to 
add workers temporarily and not to add 
settlers. The reality, however, is that the 
programs often grow larger and last lon-
ger than governments anticipate. While 
most workers return to their countries 
of origin as expected, many choose to 
settle permanently with their families in 
their host countries but do not necessar-
ily have opportunities to integrate.

Learning from Other Countries

Every year, Canadian employers hire 
thousands of foreign workers to help 
address skill and labour shortages. Hu-
man Resources and Social Development 
Canada and Citizenship and Immigra-
tion Canada work to ensure that the 
employment of foreign workers supports 
economic growth and helps create more 
opportunities for all Canadians. The key 
components of Canada’s Temporary 
Foreign Workers Program are:

 Skilled Occupations—managerial, 
professional, technical/trades

 Lower Skilled Occupations
 Seasonal Agriculture Workers—al-
lows the organized entry of foreign 

Leslyn V Johnson

workers to work in agricultural 
labour occupations in Canada

 Live-in Caregivers—assists Canadi-
ans in need of someone to live and 
work in their homes, to take care 
of children, the elderly or persons 
with disabilities

The International Labour Organiza-
tion (ilo) estimates that around the 
world there are 100 million foreign-born 
workers and more than 200 bilateral 
labour agreements. We can learn much 
from the experiences of other countries, 
but here we contain our discussion 
to just two countries—Germany and 
Australia.

During the 1960s Germany was expe-
riencing huge labour shortages and 
desperately needed to fill positions in 
factories and in construction. To solve 
this problem, they recruited gastarbeit-
ers or guest workers - mainly unskilled 
and poorly educated young men from 
Turkey. During the first year, 7,000 men 
arrived on special permits to perform 
mostly menial jobs. The Germans 
trained the workers on the job but 
expected them to remain only as long as 
was economically necessary and then 
return home. Initially, in an attempt to 
discourage the men from putting down 
roots, the German government did not 
allow them to bring their families. When 
the employers became reluctant to lose 

the newly trained workers, the govern-
ment agreed to grant work permits for 
up to five years and admitted wives and 
children. 

The immigrants settled close to 
each other and established communi-
ties and ethnic suburbs that reflected 
their traditions, religion and culture. 
They did not integrate, nor were they 
encouraged to do so. While the new-
comers had social benefits and health 
care they were not offered any paths 
to permanent residence nor citizen-
ship. Their German-born children were 
registered as “foreign” and although they 
attended schools, there was no attempt 
to provide them with German language 
skills. Families spend years, sometimes 

decades, trying to resolve their immigra-
tion status. The result of all this is some 
3 million Muslim immigrants who are 
now living in Germany but who have not 
assimilated. Their presence continues to 
fuel discussions over national identity 
and the future of immigration. 

Today, Germany still operates a guest 
worker program of sorts. The seasonal 
workers program admits migrants for up 
to 90 days if local workers are not avail-
able to fill positions. Most of the recent 
migrants work in agriculture, forestry, 
fruit/vegetable processing hospitality, 
and sawmills.

Germany

Canada
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Australia estimates that it will need approximately 200,000 
skilled workers until 2015 to fill gaps in the labour market.

Australia estimates that it will need 
approximately 200,000 skilled work-
ers until 2015 to fill gaps in the labour 
market. This shortage of skilled labour 
has significant long-term ramifications 
for the country’s prosperity. It is creat-
ing substantial business challenges in 
recruiting, maintaining and retaining a 
skilled and sustainable workforce.

The Temporary Business Long Stay 
    —Standard Business Sponsorship Visa 
(Subclass 457) is an important tool that 
businesses can use to address this short-
age. It enables Australian businesses 
to sponsor skilled overseas workers to 
fill positions on a temporary basis, but 
it comes with a series of sponsorship, 
monitoring and compliance obligations.

Under the 457 Visa, an overseas 
worker can work between three months 
and four years for an employer and there 
is no limit to the number of times that 

he/she can enter and exit Australia for 
the entire validity of the visa. Any imme-
diate family members (such as a partner 
and dependent children) included on 
the application are also eligible to live 
and work on this type of visa.

Employers utilizing 457 Visas must 
pay the award rate, or the minimum 
salary level stipulated in the Migration 
Regulations, whichever is higher. Like 
all Australian workers, 457 Visa holders 
are able to move from one employer to 
another and bargain for higher wages in 
accordance with market movements. 

The Australian Government has 
consistently rejected proposals for ‘guest 
worker’ programs. 457 Visa holders are 
able to apply for permanent residence, 
and they represent a significant and 
growing part of the annual skilled per-
manent migration program. According 
to a recent survey, most 457 Visa hold-

ers have applied or intend to apply for 
permanent residence, which contradicts 
the myth that they are ‘indentured’ guest 
workers, with no security or tenure.

Like most systems that support 
temporary foreign workers, the 457 Visa 
has provisions that could put the work-
ers at a disadvantage. To address this, in 
2008 the Australian government imple-
mented plans to make employers of 457 
Visa holders more responsible. Under 
the scheme’s changes, which should go 
into effect in the Fall of 2008, employers 
sponsoring overseas temporary work-
ers will face stiff penalties if they don’t 
uphold their sponsorship obligations. 
These could run to aus $110,000 or ten 
years in prison. The new system will also 
allow inspectors to search workplaces to 
ensure things are as they should be.

Australia

The International Labour Organization (ilo) estimates that around 
the world there are 100 million foreign-born workers and more 
than 200 bilateral labour agreements.

migration.ucdavis.edu
riim.metropolis.net/Virtual%20Library/1999/wp99S3.pdf
workinginaustralia.wordpress.com/2008/07/01/changes-to-sponsorship-expectations-for-457-visa-holders/
www.thomsonreuters.com.au/catalogue/shopexd.asp?id=9409
www.457help.net/ http://www.457help.net/ http://www.457help.net/ttp://www.myaustralianvisa.com/news/227.php
/www.myaustralianvisa.com/news/227.php
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Thinking about the Ethics of Temporary  
Foreign Worker Programs
Geraldine Pratt

The 2005 report of The 
Global Commission on 
International Migra-
tion (gcim) suggested 
that “the old paradigm 

of permanent migrant settlement is 
progressively giving way to temporary 
and circular migration.” It also claimed 
that this is a “win-win” situation because 
it allows industrialized states to meet 
their labour needs whilst developing 
countries receive “enormous [develop-
ment] benefits” from remittances. This 
assessment largely reflects the perspec-
tive of national economies. Yet, when 
we expand the discussion (and to be 
fair the gcim attempts some of this) to 
fundamental principles and questions of 
ethics, rights and justice, the assessment 
becomes less clear.

Some of the questions of ethics 
and justice centre around how much 
exploitation temporary foreign workers 
face, particularly those in 
low-skilled jobs. By defini-
tion, temporary workers in 
low-skilled occupations are 
working at below market 
rates, typically under con-
ditions too wretched and/
or at a wage too low to 
attract a Canadian worker. 
Canada’s two largest tem-
porary worker programs—
the Live-in Caregiver Pro-
gram (lcp) and the Seasonal 
Agricultural Worker Program 
(sawp)—require that workers 
live and work on the property 
of a single employer. Such 
conditions generally qualify 
as legal serfdom by United 

Nations definition. Some broader issues 
of workers’ rights also exist since there is 
good reason to doubt that the workers 
can exercise their fundamental rights 
without some level of social inclusion. 
Knowing the language, knowing the 
laws and having the support of social 
networks are usually prerequisites to 
claiming rights. 

And what are the ethics of stripping 
human beings down to their economic 
function? Over a third of the women 
coming through the lcp leave their 
children in the Philippines, usually in 
the care of relatives, and are therefore 
denied a fundamental right to family 
life. Temporary workers are not eligible 
for political representation in countries 
where they work and reside, and are 
therefore shut out of public discussions 
about the conditions that structure their 
existence there. On a global scale, is it 
just for Canadians to benefit from past 
colonial domination in a country 
such as the Philippines, and from 
existing patterns of global inequal-
ity? If these are some pressing 
ethical questions, then it is 
difficult to answer them 

through fundamental 
principles alone. Let 

me draw out two 
challenges. 

First, advocates of temporary 
worker programs often differenti-
ate between principles of liberal 
democracy and lived reality. They 
argue that lofty ideals of liberal 
justice deny temporary migrants 
important economic—and in 
the case of the lcp, citizenship—

opportunities. (Canada is the 

only country that allows migrant domes-
tic workers eventual access to perma-
nent visas and ultimately citizenship.) 
This opens up a cost/benefit analysis 
that potentially swamps questions of 
rights and justice. For instance, the ef-
fects of family separation are an ongoing 
focus of research and intense public 
debate in the Philippines. Research 
indicates that children of migrants who 
remain in the Philippines are faring well 
(though there is growing evidence that 
this is less true for children left by moth-
ers than by fathers) and this is taken as 
evidence that the benefits of temporary 
migration outweigh the costs. It does 
not take into consideration the issue of 
fundamental rights to family life. 

The ethical judgment implicit in a 
cost-benefit analysis is that the benefits 
should outweigh the costs, but it is virtu-
ally impossible to assess this because the 

logic of economic exchange does 
not work. There is no common 
measure that allows us to weigh 

the costs of leaving one’s children 
for eight years (the average 

number of years of separa-
tion for women coming 

through the lcp) against 
the benefit of buying 
them a university educa-
tion in the Philippines. 

Is Canadian citizenship 
worth the price if one effect 
of the lcp is marital break-
down? Is it worth the price if 
children who join their moth-
ers fare poorly in Canadian 
schools and eventually find 
themselves in low-skilled jobs 
in Canada? 
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Research data can help us see the 
full range of costs and benefits and al-
lows us to better evaluate these factors. 
However, there is also important room 
to refine ethical thinking. In particular, 
should we be thinking of individual or 
collective costs and benefits? Can the 
benefit of capital flows in the form of 
remittances—a societal benefit—be bal-
anced against the costs that individual 
mothers experience when leaving their 
families? Is it fair that individual women 
who come to Canada through the lcp 
bear the burden of exploitation for the 
collective benefit of the Philippine and 
Canadian economies or even the collec-
tive benefit of their extended families?  
Current opinions suggest that no, it is 
not ethical for particular individuals or 
particular groups to bear the burden of 
the costs for the benefit of the collective. 
If individuals freely choose this course of 
action they must do so without coercion 
and with full knowledge of the potential 
harm and benefits. Political theorist, 
Robert Mayer, narrows the question of 
assessing the ethics of temporary worker 
programs to this: fully knowing the costs 
of guest work would an individual 
already at the level of sufficiency (that 
is, no need to migrate 
because of extreme 
poverty) still make 
the journey? 

A second chal-
lenge for thinking 
about the ethics of 
temporary worker 
programs is determin-
ing the scope of justice 
or the scale of ethical 
thinking. Our assess-

ment of justice is always comparative. 
But what is our basis for comparison: 
other Canadian workers, or living and 
work conditions from where migrants 
come? While advocates of temporary 
worker programs count on the latter 
comparison, critics typically assume 
the former. Political theorist, Nancy 
Fraser, has argued that we have entered 
a period of “abnormal justice” meaning 
that there is currently no agreement 
about the scale or scope of justice. Given 
this moment of instability within ethical 
thinking, we must clarify the challenges 
to thinking about justice and resist the 
drift to purely economic assessments. 

Geraldine Pratt is a Professor in the  
Department of Geography at the  
University of British Columbia.

Some broader issues 
of workers’ rights also 
exist since there is good 
reason to doubt that the 
workers can exercise 
their fundamental rights 
without some level of 
social inclusion. 
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Temporary Foreign Worker Trends in BC
Eerik Ilves

Temporary residents, 
including temporary for-
eign workers (tfws) and 
international students, are 
a growing component of 

international migration. In 2006, more 
people came to Canada as temporary 
residents than as immigrants. British 
Columbia followed this national trend 
with the arrival of 62,535 temporary 
residents in the province, compared to 
42,084 new immigrants. The number of 
TFWs in BC more than doubled between 
1997 and 2006.

Temporary foreign workers come to 
BC from all over the world. In 2006, there 
were tfws from 145 different countries 
working in the province. The top source 
countries of tfws in BC were Australia, 
Japan, the United States, the Philippines 
and the United Kingdom. The number 
of tfws from nearly all of the top 10 
source countries increased over the past 

five years. Mexico, Germany and India 
showed the most growth. From 2002 to 
2006, the number of Mexican tfws in 
BC increased from 214 to 1,738, of which 
approximately three quarters came 
as Seasonal Agricultural Workers. The 
number of tfws from Germany grew by 
276% while the number from India grew 
by 175%.

While the majority of tfws (60%) live 
and work in Metropolitan Vancouver, 
they are more geographically dispersed 
than are new immigrants, 85% of whom 
settle in Metro Vancouver. The differenc-
es reflect regional variations in labour 
market demand and industry location. 

More than one-third of the tfws 
came through federal youth exchange 
or work holiday programs, and made up 
the largest group of tfws in the prov-
ince. Skill levels and occupational desti-
nations are not assessed for this group. 
Among the remaining workers who 

come through the more traditional tfw 
program, a growing number and share 
are classified in ‘lower’ skill levels. While 
the absolute numbers of tfws in all skill 
levels has been increasing, those at the 
Intermediate and Clerical skill level now 
make up the largest share of tfws with 
assessed skill levels. Between 2002 and 
2006, the number of tfws at the Inter-
mediate and Clerical level more than 
doubled with their share of total tfws 
also increasing, due primarily to growth 
in the numbers of Live-in Caregivers 
and Seasonal Workers. The proportion 
of tfws at Managerial, and Skilled and 
Technical levels also increased between 
2002 and 2006, by 61% and 97%, re-
spectively. The actual number of tfws 
at the Professional skill level increased, 
however, the proportion of tfws at this 
skill level declined.

 
   continued >

AMSSA Reaching out to Temporary Foreign 
Workers about Employment Standards
AMSSA is pleased to announce the implementation of the new Temporary Foreign Workers 
Outreach Project. Thanks to funding from the BC Ministry of Labour and Citizen’s Services, 
Employment Standards Branch, 25 IICC member agencies are being supported to do outreach 
and deliver training workshops to temporary foreign workers and their employers on the Em-
ployment Standards Act, as well as federal and provincial support services available to them. 
These workshops will educate many different types of temporary foreign workers (e.g. trades, 
professions, agriculture, caregivers) and employers in communities throughout BC. This project 
funding from the Employment Standards Branch provides IICC member agencies with new 
capacities to serve this growing migrant group, and AMSSA looks forward to building on this 
opportunity in the future.
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COUNTRY 2002 2003 2004 2005 2006
Australia 3634 3862 4838 5090 5000
Japan 4158 4478 4702 4932 4703
United States 3351 3741 3958 4480 4535
Philippines 2432 2818 3264 3635 4146
United Kingdom 1872 2150 2949 3268 3407
South Korea 1225 1457 1683 2115 2118
Mainland China 2156 2295 2264 2138 1798
Mexico 214 292 374 891 1738
Germany 379 461 614 764 1424
India 435 593 865 1120 1196
Total TFWs 24393 27288 31549 35714 37710

Table 1  
Top 10 Source Countries of Temporary Foreign Workers in BC, 
in 2006, and historical numbers (stock data)

Table 2  
Temporary Foreign Workers in BC by Skill Level, 2002-2006 
(stock data)
SKILL LEVEL 2002 2003 2004 2005 2006
Skill level 0 - Managerial 1276 1345 1546 1802 2048
Skill level A - Professional 3858 4123 4325 4982 5613
Skill level B - Skilled and Technical 1647 1912 2146 2732 3250
Skill level C - Intermediate and Clerical 3329 3859 4523 5794 7411
Skill level D - Elemental and Labourer 38 33 23 77 112
CIC synthetic codes 138 166 147 154 185
Skill level not stated 14107 15850 18839 20173 19091
Total 24393 27288 31549 35714 37710

Top Source Countries of Temporary Foreign Workers in BC, 2006

LIVE-IN CAREGIVERS
The number of Live-in Caregivers in 
BC increased between 2002 and 2006 
by 85%. This group is primarily female 
(92%), and most are 25 to 44 years old. 
The top source countries of Live-in 
Caregivers in 2006 were the Philippines 
(3,807), India (474) and Taiwan (178). 
There is some indication that while the 
Philippines is still the dominant source 
of Live-in Caregivers, source countries 
are diversifying. In 2002, 82% of Live-in 
Caregivers in BC were from the Philip-
pines, but by 2006 this had declined to 
76%.

FOREIGN SEASONAL AGRICULTURAL 
WORKERS
The number of Foreign Seasonal Agricul-
tural Workers in BC has grown in recent 
years along with the expansion of this 
program. In 2002, there were fewer than 
100 of these workers and by 2006 there 
were over 1,400. According to industry 
sources there were approximately 2,200, 
in 2007. The majority, 92% in 2006, were 
from Mexico. Nearly all Seasonal Agricul-
tural Workers (94%) were General Farm 
Workers and a much smaller proportion 
(4%) in 2006, were skilled Agricultural 
Operators or Managers.

Source for all data:  
Citizenship and Immigration Canada.

Eerik Ilves is a Research Officer, Immigra-
tion Policy and Intergovernmental Relations 
in BC’s Ministry of Advanced Education and 
Labour Market Development.
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Summary of Report: 

Cultivating Farmworkers Rights
Ending the Exploitation of Immigrant and Migrant Farmworkers in BC
David Fairey, Christina Hanson, Glen MacInnes, Arlene Tigar McLaren, Gerardo Otero, Kerry Preibisch & Mark Thompson

Farm workers in British 
Columbia are a vulnerable 
group of low-wage workers. 
Like all people who depend 
on farming for their liveli-

hood, they are subject to the vagaries 
of global and local economic policies. 
Seasonal agricultural workers in BC—
employed in the harvesting, processing 
and packing of fruits and vegetables—
face unique challenges to their eco-
nomic security when compared to other 
BC workers.

Most BC farm workers are im-
migrants and a growing number are 
temporary migrants. Farm owners 
continue to rely on contractors for a reli-
able workforce despite a long history of 
exploiting immigrant farm workers and 
violating employment standards and 
safety regulations. 

Employment Standards are the basic 
laws that govern workplace rights and 
are particularly important in protecting 
and enforcing the rights of vulnerable 
and low-wage workers. Since 2001 the 
government of BC has made several 
changes to the Employment Standards 
Act. This study examines the impact of 
those changes on immigrant and mi-
grant farm workers in the Fraser Valley. 
It looks at how this changed legal and 
policy climate has affected farm workers’ 
working and living conditions. The study 
proposes alternative models of em-
ployment standards, safety and health 
regulations, enforcement procedures 
and contracting programs that would 
better address farm workers’ needs and 
enhance their economic security.

   KEY FINDINGS
 Immigrant farm workers lack secure income, especially when paid piece rate. 

 Migrant farm workers generally earn the basic minimum of the BC–SAWP  
(Seasonal Agricultural Worker) wage of $8.90/hour irrespective of experience. 

 Migrant and immigrant farm workers are rightly concerned about their safety  
and living conditions. 

 Migrant and immigrant farm workers fear they will lose their jobs if they complain. 

 Federal agencies have created a jurisdictional void in coordinating the SAWP with other 
governmental agencies. As such, the SAWP is not protecting workers’ rights.

Some Key Recommendations for the BC government

 Restore overtime pay, statutory holidays and annual vacations for farm workers.

 Establish piece rates that are equivalent to the minimum wage.

 Raise the minimum wage to $10 per hour and index it to inflation.

 Strengthen inspections at farm sites and restore proactive monitoring teams such as the  
Agriculture Compliance Team (ACT).

 Review the farm labour contracting system and consider the establishment of a new 
non-profit hiring hall model for all farm workers—immigrant and migrant. 

 Fund community agencies to provide workers’ rights education and advocacy. 

The full report also contains several recommendations for municipal and federal  
governments, and for the Mexican government.

This study is part of the Economic Security Project, a research alliance led by the Canadian 
Centre for Policy Alternatives—BC Office and Simon Fraser University. It is co-published 
by the Canadian Centre for Policy Alternatives—BC Office, Justicia for Migrant Workers, 
Progressive Intercultural Community Services, and the BC Federation of Labour. 

Copies of the summary are available in English, Spanish and Punjabi from the  
CCPA office and website at: 
www.policyalternatives.ca/Reports/2008/06/bcfarmworkers/index.cfm?pa=BB736455
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Employment Standards  
and Temporary Foreign Workers
Bob Krell

In British Columbia, the Employ-
ment Standards Act (the “Act”) 
applies to foreign workers in 
exactly the same way as it ap-
plies to citizens and permanent 

residents. The Act includes provisions for 
minimum wage, hours of work, overtime, 
statutory holidays, vacation and other 
workplace rights. Workers must be paid 
in Canadian currency by cheque, draft, 
money order or direct deposit to their 
bank account. An employer cannot 
provide goods or services in lieu of wages 
and may only deduct wages as required 
by law (e.g. income tax, Canada Pension 
Plan contributions, Employment Insur-
ance premiums and union dues). 

Employers cannot require that a 
foreign worker to pay for immigration 
assistance as a condition of getting a job. 
Foreign workers cannot be required to 
post a bond or pay a deposit to ensure 
they will finish an employment con-
tract, or to pay a penalty if they do not. 
A foreign worker cannot be required to 
repay any costs the employer paid to an 
employment agency or anyone else to 
recruit the worker. 

COMPLAINTS 
The Employment Standards Branch 
encourages employers and employees 
to try to resolve disputes over the pay-
ment of wages or other issues by using a 
Self-Help Kit. First, the employee makes 

a written request to the employer to 
resolve the dispute and to comply with 
the Act. If the employer agrees with the 
employee’s request, they can pay the 
employee directly and the matter is  
resolved. If an employer and an employ-
ee fail to agree or if an employer does 
not respond, an employee can make a 
complaint to the Employment  
Standards Branch. 

FILING A COMPLAINT 
Employment standards complaints 
must be in writing (by mail, fax, in 
person or online) and include evidence 
relating to the complaint. Once the 
Branch accepts a complaint, it will notify 
the employer. If the employer resolves 
the complaint and pays any money  
owing, no further action is necessary. 

DISPUTE RESOLUTION PROCESS
Employment Standards Branch staff will 
review the complaint and the evidence 
that has been provided. The complain-
ant and employer are responsible for 
providing any evidence or information 
that the Branch requires. This might 
include payroll information, records of 
hours worked and wages paid and  
documentation of disciplinary actions. 

If it appears that the dispute can be 
resolved through mediation, a media-
tion session will be scheduled either in 
person or by teleconference. If the par-
ties agree on a solution, the mediation 

officer will help them to draft a “Settle-
ment Agreement.” The signed agree-
ment is binding on both parties, can 
be registered in Supreme Court and is 
enforceable as a judgment of the Court. 
Even if the meeting does not resolve the 
dispute, it will help the parties narrow 
down the issues and establish those on 
which they agree and disagree. 

EMPLOYMENT STANDARDS BRANCH 
ADJUDICATION 
If mediation does not resolve the com-
plaint, the Branch will either investigate 
further or schedule an adjudication 
hearing. If a hearing is scheduled, both 
parties must attend along with any 
witnesses. After the hearing, the Branch 
will issue a decision called a Determina-
tion. Should the Determination find that 
money is payable or that the employer 
has contravened the Act, it will include 
one or more mandatory penalties. If an 
employer does not pay the amount or-
dered, the Determination can be filed in 
Court and enforced as a judgment of the 
Court. This may include turning the mat-
ter over to a Court Bailiff for collection. 

APPEALS 
A Determination can be appealed to the 
Employment Standards Tribunal. More 
information on appeals is available at 
www.bcest.bc.ca.
Bob Krell is an Industrial Relations Officer 
with the BC Employment Standards Branch.

In certain unusual circumstances, an employee will not be required to use the Self-Help Kit. Examples are: 
• The employee has significant language or comprehension difficulties; 
• The employer’s business is closed; 
• The matter involves a person under the age of 19; 
• The complaint is related to a leave provision of the Act (pregnancy, parental, bereavement, compassionate care, family responsibility or jury duty); 
• The employee is a farm worker, garment or textile worker, or domestic; 
• The only issue is that the employer has withheld the employee’s last pay cheque; or 
• The employee has already sent a letter to the employer attempting to resolve the issue.



14    AMSSA – Cultures West Vol 26, No. 2: Fall 2008

Member Achievements
Kelowna Community Resources
Project: A Taste of Home
In March 2008, Kelowna Community Resources and the 
Intercultural Society of the Central Okanagan hosted the third 
annual A Taste of Home. The ethnic food and entertainment 
event was part of Global Citizen Kelowna and celebrated the 
community’s cultural diversity.

More than 800 people attended this family event to sample 
food from countries such as India, Greece, Haiti and Japan.  
Young and old enjoyed performances by local groups such as 
Taiko Drummers, Nepali and Korean Fan dancers. Before the 
evening was over, guests were already asking about next year’s 
A Taste of Home.

Central Vancouver Island Multicultural Society (CVIMS)
Project: Celebrating Nanaimo’s Early Chinese Settlers
CVIMS recently paid homage to Nanaimo’s early Chinese set-
tlers. The celebration kicked off on Friday with two lions dancing 
in Library Square and a panel discussion: Canadian eh!: Who IS 
Canadian? Honouring the diversity of the Canadian experience. 
Panelists included members of the Aboriginal, Black, Chinese, 
Japanese, Persian and White communities; long time residents 
and recent immigrants. From the feedback, it was clear that this 
topic deserves more attention.

Saturday featured a children’s program followed by sessions 
on Chinese history and culture. On Sunday  there were video pre-
sentations on the early history of Chinese in Canada, and a special 
screening of the Gemini award winning film: Made in China, The 
Story of Adopted Chinese Children in Canada. The film’s writer/
director Karin Lee was in attendance. Karin is the great grand-
daughter of one of Nanaimo’s earliest Chinese settlers. 

Canadian Jewish Congress Charities Committee 
Pacific Region (CJCCCPR)
Project: Choose Your Voice
This Fall, CJCCCPR will launch Choose Your Voice, a free, anti-
racism educational resource for grade 6 and 7 students. The 
resource, to be distributed to elementary schools across BC, 
empowers students to stand up against hatred and intolerance. 
Students will learn about historic and current experiences from 
representatives from diverse communities, including African-Ca-
nadians, First Nations Peoples, Chinese and Asian communities, 
Holocaust and Rwandan genocide survivors.

 Choose Your Voice is an excellent toolkit for educators, 
which meets curriculum standards while teaching important 
lessons. Each section includes a lesson plan and sample rubric, a 
short DVD segment, and suggestions for exercises and resource 
materials. Since 2005, thousands of students across Canada have 
been exposed to Choose Your Voice, which educators commend 
for helping to promote harmony, respect and equality in their 
schools. 

Canadian Red Cross
Project: First Contact: Information referral service for 
refugee claimants
Starting November 1, 2008 Canadian Red Cross will partner with 
more than 25 refugee-serving agencies to provide a 24/7 multilin-
gual information and referral service for refugee claimants in the 
Lower Mainland.

While navigating the claim process asylum seekers must also 
find housing, jobs, settlement services, legal advice, health servic-
es and all the other necessities of adapting to a new environment. 
Facing language barriers and often coping with trauma and grief, 
refugee claimants find comfort in the familiar Red Cross or Red 
Crescent emblems. 

Claimants will receive a card with instructions on how to 
call First Contact, and a booklet with information, a map, bus 
tickets—all in their first language. Volunteers will be ready to take 
calls 24/7 and will try to find safe housing and set up appoint-
ments with settlement agencies or referrals community services. 
They may also arrange for someone who speaks the person’s 
language to accompany them to appointments.

ANNOUNCEMENTS
DIVERSEcity Community Resources Society is celebrating 30 years of 
service to the community!  They invite you to join them for a festive evening 
on Friday, October 10, 2008 at The Bombay Banquet Hall in Surrey.
For tickets and more information, please contact 604-597-0205 or visit them 
on the web at www.dcrs.ca

The Good Neighbours Awards (GNA) is an annual event hosted by the Asso-
ciation of Neighbourhood Houses to honour volunteers, community support-
ers and neighbours. This year GNA is introducing the “British Columbia Good 
Neighbour Award,” to highlight a neighbour whose activities and contributions 
have benefited a Neighbourhood(s). There will also be “Good Neighbours 
Youth,”“Neighbourhood House/Camp” and “Corporate Good Neighbour” 
awards. The awards are on Thursday November 20th at the Italian Cultural 
Centre. For tickets ($35 each) , please call Barbara Low at 604-875-9111 
(ext 100) or e-mail brlow@anhgv.org. For more information about the Good 
Neighbours Awards, please visit: www.anhgv.org
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Member Achievements
411 Seniors Centre Society
Project: Voices of Wisdom
Voices of Wisdom is a one year oral history project to promote 
multiculturalism and cross-cultural understanding by honour-
ing and recognizing individuals from diverse cultural commu-
nities as makers of history. In collaboration with community 
partners, the project will identify and interview of 12 to 15 
elders representing various cultures and record their con-
tributions to Canada’s multicultural history. The project will 
produce six live oral history presentations to present through-
out the community. The oral histories will be broadcast on the 
411 Radio show and also available on the 411 Seniors Centre 
Society website at www.411seniors.bc.ca 

Burnaby Family Life
Project: Burnaby Intercultural Planning Table (BIPT) 
The bipt is a three year community capacity building initia-
tive which addresses the needs of immigrants and refugees in 
Burnaby. The vision of the Table is to “distinguish Burnaby as a 
welcoming and inclusive community.” 

During its first year, the bipt completed research and com-
munity consultation and developed a Strategic Plan. Twenty-
five member organizations have committed to the Plan and its 
activities. The Activities will enhance resources and services 
to improve the integration of immigrants and refugees and 
enhance social cohesion for all residents of Burnaby. 

Centre of Integration for African Immigrants (CIAI)
Project: Stay Green Active Living Initiative  
(BCRPA Everybody Active Seed Grant)
The ciai is facilitating an active living initiative within the new-
comer African/Black/Caribbean community. The Stay Green 
pilot project will encourage community members to discuss 
current barriers to accessing and participating in recreational 
activities. During an August 2008 community workshop the 
project developed a strategy to address these issues and ac-
commodate the specific needs of the community. 

Working in cooperation with local community and recre-
ational centres, Stay Green will link community members with 

the surrounding resources and create an active living 
program to operarte out of the ciai.

CHIMO Crisis Services
Project: CHIMO officially joins settlement serving sector
CHIMO has successfully supported immigrants through a 
range of crisis, outreach, education, counseling, family vio-
lence and transition house services for many years. As of July 
2008, CHIMO will be providing settlement services for new 
immigrants from Richmond and South Delta. with informa-
tion and referral, personal supports, help completing applica-
tions for various government services, individual advocacy, 
education, and basic employment-related info sessions and 
workshops. 

To increase access to services for families and working 
people CHIMO’s Outreach and Advocacy Service is extending 
its hours of operation to include evenings and Saturdays. CHI-
MO works with professionally trained multicultural volunteer 
advocates, who, collectively, speak 13 languages, including 
Cantonese, Mandarin, Punjabi, Hindi, Farsi, Arabic, Japanese 
and Italian. On top of the settlement work, advocates also 
accompany clients to critical appointments with public and 
community resources where needed, and help with legal is-
sues including formal tribunal and court hearings. 

South Vancouver Neighbourhood House (SVNH)
Project: Chinese Grandparents Pilot Project
The Chinese Grandparents Pilot Project provides drop-in 
support and education to meet the needs of Chinese grand-
parents who provide childcare for their grandchildren. The 
project supports and empowers the grandparents by provid-
ing a place where they can openly discuss and support each 
other and receive current information and strategies relat-
ing to child rearing. The grandparents share experience and 
discuss issues relating to intercultural and intergenerational 
differences in child rearing practices, and develop strategies 
and essential tools. 

Another program goal is to help the grandparents under-
stand activities that support early child development and cre-
ate positive memories with their grandchildren. Each session 
features a planned activity to promote positive interaction 
between grandchildren and grandparents. The activities are 
simple and affordable (e.g. reading, singing, storytelling, and 
crafts). 

The participating grandparents are now organizing 
themselves to continue the program as a self-help group. 
svnh is creating a tool kit to provide tips for service providers 
interested in starting a grandparents’ family drop-in group. 
The tool kit will be available at www.southvan.org.
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Congratulations Marlies!
The Prince George Community Founda-
tion named Marlies Greulich as a final-
ist for the 2008 Prince George Citizen 
of the Year. Marlies has been an active 
member of the Prince George communi-
ty since 1968 when she emigrated from 
Germany. She is the executive director 
of the Multicultural Heritage Society 
and is a strong advocate of diversity and 
multiculturalism in Prince George.

Marlies has volunteered with several 
agencies including the German Rhein-
gold Club, Project Literacy, Prince 
George Safe Harbour Program, Good-
time Bingo Association and the city’s 
Intercultural Committee. In 1996, she 
received the city’s volunteer award of 
merit, acknowledging 15 years of volun-
teering and in 2001 she received the  
German Canadian Friendship Award for 
her support of German-Canadian rela-
tions. She was the only winner from BC. 

Kudos
CHIMO thanks Luke and Vicki!
Too often we take dedicated volunteers for granted and do not give them the credit 
they deserve for their efforts. This is definitely not the case with two students work-
ing at the CHIMO Outreach and Advocacy Service (O&A) in Richmond. Luke Lin, 
a Criminology student at SFU, has been a volunteer advocate with CHIMO since its 
inception in early 2006. Vicki Sidhu joined as a practicum student in January 2008 
and continued as a volunteer. Both are extremely enthusiastic and dedicated to their 
work and their second languages—Mandarin for Luke, Punjabi for Vicki—are a big 
asset when helping those for who find it hard to communicate in English.

Luke and Vicki’s proactive attitudes, their willingness to learn and compassionate 
personalities helped them land jobs as full-time summer students at CHIMO. As an 

administrative specialist, Luke refined 
and simplified administrative systems 
at O&A, making them easier and far 
more efficient for volunteer advocates 
to use. Vicki’s skills as disability spe-
cialist improved service systems and 
resources for O&A’s growing work with 
people with disabilities. 

Luke and Vicki’s presence allowed CHIMO to handle complex cases and to pre-
pare for expanding our services to immigrants. Although their summer jobs ended 
in August, both will continue volunteering with CHIMO. Kudos to Luke and Vicki for 
your great work!

YMCA says thank you and congratulations to Juan!
The YMCA Connections Program is fortunate to have wonderful volunteers who 
make their programming possible. Juan Ferreira Pinho is one such volunteer. He is 
the primary organizer for the twice monthly Conversation Club, which brings over 
45 immigrants and volunteer facilitators together to practice English in a fun, infor-
mal setting. Juan’s enthusiasm and dedication to the Conversation Club have made it 
enormously popular.

Juan was once a new immigrant himself. He came to Canada from Argentina four 
years ago, and became involved in the YMCA Connections Program . As a volunteer 
on their Social and Educational Events Committee, he excelled at planning social 
events, and soon assumed responsibility for the Conversation Club. Recently Juan 
also became a host who is helping a newcomer adjust to life in Canada. 

Juan can always be counted on to help in any way he can, whether it’s carving 
turkeys at the Christmas event or getting soccer balls donated for the Father’s Day 
picnic. The YMCA Connections staff and participants extend their sincere thanks to 
Juan for all his work. Congratulations are also in order—Juan just received his Cana-
dian citizenship in a special Canada Day ceremony on July 1 2008! 

2008 Citizen of the Year nominees Alex Michalos,  
Michael Kerr, Marlies Greulich, Gordon Lucas.  
(David Mah, Photographer)
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Jamaican Skilled Foreign Workers 
Head to the Okanagan
Leslyn V Johnson

In this issue of Cultures West we 
have included articles that indi-
cate some of the controversies 
surrounding Canada’s temporary 
foreign worker programs. These 

are discussions that we feel needed 
to take place and that are important 
in providing our readers with a vari-
ety of opinions and perspectives on 
temporary foreign workers. However, 
there are many examples of temporary 
foreign worker programs working well 
for all parties, and of communities and 
employers providing great supports to 
temporary foreign worker groups. 

To illustrate, we are happy to 
highlight one program that is generat-
ing positive support from all involved. 
Okanagan College in Kelowna has part-
nered with the Caribbean island nation 
of Jamaica to help fill labour shortages 
in Central Okanagan, as well as in other 
parts of the province. Okanagan Col-
lege recently implemented an “Inter-
Provincial Refresher Program” to prepare 
skilled Jamaican trades people to live and 
work in Canada. Potential foreign work-
ers are screened by Jamaican officials 
and the college to ensure that they meet 
the qualifications, including at minimum 
of six years of experience in their respec-
tive fields. After arriving in Canada, 
these foreign workers enroll in academic 
and vocational programs that combine 
instruction with practical work experi-
ence. At the end of the training, they may 
write an exam for the Canadian Red Seal 
Certification. Those who successfully 
pass the exam become qualified journey-
men which then allows them to apply for 
a visa to work anywhere in Canada. They 
may also apply for permanent resident 

status through a provincial nominee 
program that fast-tracks immigration for 
qualified skilled workers.

Since June 2008 some 100 workers 
have begun their training, with another 
300 set to arrive by mid-2009. Some 
might argue that the Jamaicans are in-
ternational students who initially come 
to Canada to study. That’s true. However, 
the training is a vehicle through which 
they become knowledgeable about the 
Canadian workplace and work practices. 
They are essentially temporary foreign 
workers in many ways—foreign work-
ers who have a reasonable expectation 
that their employment in Canada will 
eventually lead to permanent residency 
here. Many of the Jamaican workers are 
beginning to integrate with the local 
community, for which they are still un-
derstandably somewhat of a novelty. 

Kelowna Community Resources So-
ciety (kcrs) provides settlement services 
for immigrants in the Central Okanagan. 
Bill Downie, Executive Director of kcrs, 
observes “though Kelowna is a very 
unusual place for the Jamaicans who are 
studying and working, our community 
has come together to support them.” 
The Economic Development Com-
mission, Okanagan College, and many 
good-willed employers are supporting 
the Jamaicans to upgrade their skills and 
Canadian workplace knowledge. Every-
one stands to benefit if they get good 
jobs and lead decent lives while meeting 
labour market needs in the area. Downie 
also notes that “[the workers] may have 
an opportunity to become landed im-
migrants in years to come, in which case 
we certainly hope they choose to stay in 
the Central Okanagan for the long-term.”

Another positive initiative involves 
a partnership between the Economic 
Development Commission (edc), 
Okanagan College and the government 
of Jamaica. Research by the edc sug-
gested that recruiting and retaining 
skilled workers was the number one 
issue for many businesses in the Central 
Okanagan Region. So, in 2007 the edc 
teamed up with Okanagan College to 
help advance educational opportunities 
in the Caribbean and at the same time 
address significant labour shortages in 
the Okanagan.  Robert Fine, the edc’s 
Director of Economic Development 
explains the process. “Through co-or-
dinated job fairs, working with HEART, 
the national training agency of Jamaica 
and the Canadian High Commission in 
Jamaica, several businesses travelled to 
Jamaica and interviewed on the spot 
for jobs in the construction, service and 
tourism industries.”   

More than a dozen businesses have 
since hired temporary foreign workers 
from Jamaica. One participant, Manteo 
Resort, hired 12 workers and credits 
them with stabilizing their workforce 
and delivering first class tourism ser-
vices to visitors to Kelowna. This mirrors 
the feedback received by Bertram Bailey, 
Deputy Chief Liaison Officer for Jamaica 
who is responsible for the welfare of 
Jamaican temporary workers in the 
Okanagan region. Bailey says that “all 
employers have expressed pleasure with 
the performance of the workers, and 
some have advised that they intend to 
increase the number next year.”
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Legal Case Studies:  
when policy meets lived reality

Deanna Okun-Nachoff

When the Cana-
dian govern-
ment first began 
recruiting live-in 
caregivers, most 

were unmarried women from Great 
Britain and Eastern Europe who ar-
rived as permanent residents. However, 
when Canada began accepting non-
white workers from the Global South it 
imposed several conditions and restric-
tions, with the exploitation of caregivers 
rising correspondingly. 

Under the first “Caribbean Domes-
tic Scheme” Caribbean servants were 
bonded for two years and earned less 
than their white counterparts. Many 
were repatriated with their Canadian-
born children after working for several 
years in Canada. When the Caribbean 
Domestic Scheme was redrafted for a 
second time in the mid-1950s, workers 
were admitted as permanent residents, 
but the government retained the right 
to deport under certain conditions. In 
the early 1970s, the “Temporary Employ-
ment Authorization Program” replaced 
the Caribbean Domestic Scheme. This 
program removed the permanent 
residence component of the former 
schemes, depriving caregivers an inde-
pendent means to legal residency.

The most recent version of these pro-
grams is the Live-in Caregiver Program 
(lcp) which was adopted in 1992. Under 
the lcp, caregivers are screened outside 
Canada and arrive as temporary resi-
dents. Those who complete two years of 
authorized full-time employment within 
three years of arriving can apply for per-
manent residence. Workers who apply 
for permanent residence are screened 

again by immigration authorities, along 
with their spouses and children, at 
which time a decision is made about 
their admissibility.

Live-in caregivers must live and work 
only with the employer named on their 
work permit. Caregivers can change 
employers, but face long processing de-
lays that frequently prevent them from 
completing the work requirements and 
qualifying for per-
manent residence. 
The Canadian im-
migration scheme 
does not classify 
live-in caregivers 
among the “skilled” 
occupations, so 
caregivers receive 
second-class immi-
gration status which 
makes them vulner-
able to exploitation 
and repatriation. 

Lila arrived in 
Vancouver and was 
notified by the agency that recruited her 
that her job offer was terminated. Alone 
in a new country, Lila had no place to 
live and no income to support herself.  

Lila soon found a new job, but it 
took her three months to get a permit 
to change employers due to process-
ing delays at the various government 
offices. Her new job offered lower wages 
and longer hours than the agreed upon 
contract. Lila was reluctant to complain 
about the violations for fear that she 
would be fired, and her primary goal was 
to complete 24 months of authorized 
work and qualify for permanent resi-
dence. 

After approximately one year, Lila 
left her job because she could no longer 
tolerate the way her employer frequently 
shouted at her. She found a third em-
ployer, but again the new permit took 
three months 

Although Lila completed 24 months 
of authorized work as a Live-in Care-
giver before she applied for permanent 
residence, only 23 of those months were 

within the first three 
years of her arrival in 
Canada. As a result, 
Canada immigration 
notified Lila that they 
could not approve her 
application. With legal 
assistance, Lila sought 
special consideration, 
with proof that she 
would have completed 
the lcp were it not for 
the delays in process-
ing of lcp work permits 
when she applied to 
change jobs. 

After another year of delays, Lila’s 
permanent residence application was 
eventually refused on the basis that the 
delays she faced “are not anything un-
usual that any other temporary worker 
in Canada...faces”.

Having already worked for more than 
49 months of authorized work as a Live-
in Caregiver, Lila applied to re-start the 
lcp by exiting temporarily to the United 
States. Canada Immigration has given 
her another three years to complete the 
requirements. By the time Lila obtains 
permanent residency, she will have been 
living and working in Canada for almost 
nine years.

Caregivers can change 
employers, but face 
long processing delays 
that frequently prevent 
them from completing 
the work requirements 
and qualifying for 
permanent residence.
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The majority of caregivers who enter 
the lcp are women. Caregivers are 
not typically permitted to bring family 
members with them to Canada until 
they are permanent residents, so many 
leave spouses and children for pro-
longed periods. Many women who bear 
children in Canada while working in the 
lcp feel compelled to take their children 
outside Canada so they can maintain 
“live-in” employment 
and qualify for per-
manent residence. 
Family separation 
routinely spans five 
years, and marriage 
breakdown is ex-
tremely prevalent.

Maria came to 
Canada on a con-
tract that promised 
to pay $8 per hour 
for a 40 hour week. 
She left behind 
two children in the 
care of her parents. 
Maria’s employers decided to pay her 
only $150 per month, telling her that this 
was more than she earned in Africa, and 
that she should be grateful. When Maria 
refused the amended contract, her 
employers threatened to send her back 
to Kenya. They also ordered her to repay 
the airfare they had advanced from her 
salary. 

Maria suffered numerous indignities 
while working with her second em-
ployer. She worked long hours without 
overtime pay and rarely enjoyed any 
time off. Maria was subject to a 5:00 pm 
curfew, even on her day off. One evening, 
Maria came home after curfew and was 

punished. She resigned, but her em-
ployer failed to provide a “release letter” 
confirming Maria’s period of employ-
ment. 

When Maria completed the 24 
month work requirement, her previous 
employer’s failure to provide a confirma-
tion letter prevented her from making a 
timely application for landing. Eventually 
she hired a lawyer and obtained the let-

ter. However, more 
than four years after 
arriving in Canada, 
Maria has not yet 
reunited with her 
children. Given 
lengthy processing 
delays at the over-
seas visa office, it is 
unlikely that Maria’s 
children will be able 
to join her for at 
least another year. 
Meanwhile, Maria is 
raising her current 
employers’ children 

in Canada.
Whereas most immigrants are 

examined only once and then admitted 
to Canada as permanent residents, lcp 
workers are subject to medical ex-
aminations when they apply as migrant 
workers and again when they apply for 
permanent residence. If an lcp worker 
develops a serious medical condition on 
Canadian soil she/he can be removed 
from Canada. 

Jayson passed his immigration medi-
cal exam before leaving the Philippines 
to work as a live-in caregiver. Within the 
first year of working in Canada he was 
diagnosed with kidney disease. Jayson 

informed Canada Immigration of his 
diagnosis and they continued to renew 
his work permits for two more years. 
After completing the 24 month work 
requirement, Jayson applied for perma-
nent residence, requesting exceptional 
consideration on Humanitarian and 
Compassionate Grounds. 

In Canada. Jayson maintains an 
active lifestyle and a full-time job by re-
ceiving dialysis treatment at night while 
he sleeps. In his application for landing, 
Jayson explained that he will be unable 
to access or afford the dialysis treatment 
if he returns to the Philippines

Unfortunately, Jayson’s application 
for permanent residence was recently 
refused. He now faces potential removal 
from Canada, unless he can succeed in 
a judicial review application at Federal 
Court. Even after complying with all 
conditions of the lcp, Jayson’s future 
in Canada is in doubt solely because 
he was diagnosed with kidney disease 
after arriving in Canada. This would 
not be the case had Jayson, like other 
immigrants, been granted permanent 
residence when he entered Canada. 

These case studies highlight an ugly 
truth in Canadian history: restrictive 
work permits and temporary status fos-
ter exploitation and inhumane repatria-
tion of live-in caregivers. The Canadian 
government needs to address the root of 
these abuses by accepting live-in care-
givers as permanent residents on arrival. 

Deanna Okun-Nachoff is the Executive 
Director and Staff Lawyer at the West Coast 
Domestic Worker’s Association.

These case studies 
highlight an ugly truth 
in Canadian history: 
restrictive work permits 
and temporary status 
foster exploitation and 
inhumane repatriation of 
live-in caregivers.
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A day in the life of a migrant worker…
Anna’s story

I’m originally from the Philippines, but I was working 
in Taiwan before coming to Canada. I applied to the 
Canadian live-in caregiver program through an agency 
that is connected to another agency here in Canada. 
The agency asked me to pay them a non-refundable fee 

and after I paid them they did everything that they promised. 
I came to BC in 2007 and worked for my first employer less 
than two days because they wanted a nanny and domestic 
worker. I don’t have that kind of experience—I’m a nursing 
aide. They also gave me longer hours and more days than my 
contract said so I refused the job. However, the agency soon 
got me another job doing elder care, companionship and light 
chores. 

According to my contract, when I’m working I live at my 
employer’s house in Burnaby. My hours are from Tuesday 
afternoon until Friday and then I get 3 ½ days off. The living 
conditions are acceptable, but I also have my own place that 
I can go to when I’m not working. During my days off from 
work I enjoy volunteering with my Church and as an outreach 
worker at the Multicultural Helping House. Sometimes I assist 
with counselling for other caregivers who might need help.

My employers have been very nice to me and I am blessed 
to have a good relationship with them. Even before I started 
to work I made sure that we discussed the job in detail so now 
if there is any kind of a problem I’m not afraid to speak up. 

I’m used to being away from my family as I worked in Tai-
wan for about six years. However, I do speak with my family 
every week by phone so that helps me not to miss them too 
much. I have adopted children but I’m still not sure if immi-
gration will let me include them in my application for landed 
status when I finish my contract. 

Even though I’ve only been in Canada for about one year, I 
already feel like I am a part of the community. I also think that 
Canadians accept me because I am not a liability to them. I 
work hard and I contribute to the community by working and 
volunteering.

I like working in Canada better than in Taiwan. Canada is 
a free country, it is compassionate and the employers follow 
the contract. So for me, I choose to stay here in Canada!

Roberto’s story

I am Mexican and first came to the Okanagan Valley 
in 2005 as an Agricultural Worker. I worked for 10–14 
hours a day planting, picking, packing and driving a 
tractor. I didn’t have much time off, maybe one day every 
two weeks. I spent my days off walking about  two hours 

into town so that I could call my family back home and then 
walking another two hours back to the farm. I missed my family 
and missed out on things in the lives of my kids but I needed 
the money for them. That’s why I came to Canada to work.

I lived in an old atco trailer with 12 other migrant work-
ers. If we complained about anything, the boss could send us 
back to Mexico, give us a bad recommendation and get us 
kicked out of the program. If we called the Mexican Consul-
ate for help they told us to either put up with it, or go home to 
Mexico—there are lots of other Mexicans who want to work 
in Canada.

Our contract said we have the same rights as Canadians 
but this was not so. We weren’t treated the same as Canadian 
workers. For example, employers say because they pay our 
airfare, rent and electricity they could pay us less than Canadi-
ans. However, my employer charged me rent to help pay for 
part of the airfare and I also had to repay the visa fee.

 CIC and the Mexican Consulate made it clear that Mexi-
cans aren’t wanted here as immigrants—only to work and 
then go back to Mexico at the end of our contract. It doesn’t 
matter how long you are in the program, you can never apply 
for residency. This is not fair. Many of us spend more time in 
Canada than in Mexico with our families. Why shouldn’t we 
be able to bring our families here to be with us and be able 
to live and work here? It’s not right to ask us to sacrifice our 
families to come and help the Canadian economy and never 
give us a place in Canadian society. 

I think that Canada has a lot of work to do in improving 
conditions for foreign workers. Right now they look at us as 
disposable people. They can use us until we are too old and 
sick to work any more and then send us back to our countries. 
I don’t think this is right. We are all human beings and we 
should be treated equally, no matter what country we come 
from. I had a different idea about Canada before I came here 
to work. Canada is a first world country and I thought people 
live better and are treated better. But as temporary workers 
we live worse in Canada than in developing countries. The 
Canadian government and people should be ashamed of this.
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What about the Children?

Leslyn V Johnson

Most of the discussion 
around Temporary 
Foreign Workers 
(tfws) involves is-
sues relating to those 

in lower-skilled occupations. However, 
in Canada employers may recruit work-
ers for any legally recognized occupation 
from any country. As a result, tfws are 
working in a surprising number of skilled 
occupations that the government consid-
ers to be “under pressure,” meaning that 
there is more market demand or the jobs 
than there is supply. A quick look at the 
September 2007 regional list reveals the 
following sectors for BC1:

 Management
Healthcare
Education
Government Service
Religion
Art
Culture
Recreation
Sport
Sales and Service

Unlike workers in low and lower-
skilled occupations such as the Live in 
Caregiver Program (lcp) and Seasonal 
Agricultural Worker Program (sawp), 
workers in the skilled and professional 
classes are generally permitted to bring 
their spouses and families along with 
them when arrive in Canada. Skilled and 
professional workers are less likely to face 
the types of discrimination and abuse 
that plague their counterparts in the lcp 
and sawp. Yet, they face a different set of 
challenges which then trickles down to 
affect their children. 

Skilled workers from Russia, Ukraine, 
Bulgaria, Poland and Moldova work in 
BC’s technology, construction and diplo-

matic sectors. Accompanying spouses 
and children are issued the appropri-
ate permits to access services during 
their stay. This means that families have 
health care and children can enroll in 
our school systems. Many of the work-
ers lack English skills and, like typical 
immigrants, they don’t understand the 
way things work in Canada, particularly 
in the school and medical systems. With 
only one parent working and the high 
cost of living, families experience a sig-
nificant amount of financial stress which 
shows up in the children’s behaviour. In 
addition, since they are not immigrants, 
workers and their families do not qualify 
for free English language programs, even 
at the most basic level. The children 
struggle academically and socially at 
school, and staff often consults with the 
entire family in an effort to avoid further 
setbacks. It is important to note that 
the children of tfws are not treated any 
differently from the children of typical 
immigrants in the school system. They 
have access to all the programs and ser-
vices and their parents are given support 
and orientation during the time they are 
in BC.

With the boom in Lower Mainland 
construction, employers are filling their 
labour needs with tfws from Mexico. 
Many work as carpenters, cement finish-
ers, painters and labourers, while others 
are employed in the restaurant and auto 
mechanic industries. In school, children 
of tfws are often isolated from their 
peers. This is primarily due to language 
barriers. However, they often seem to 
be affected by the uncertainty on their 
parent’s (and consequently their own) 
future in Canada - the renewal of work-

ing visas causes high anxiety for the 
entire family. Financial concerns also 
affect the family. In the majority of the 
cases, once they arrive in BC, workers 
realise that their salary is rather mea-
ger in comparison to the cost of living. 
Sometimes part of that salary is with-
held to repay fees to a third party who 
brought them to BC. Many employers 
do not offer benefits, or simply do not 
provide the benefits that they promised, 
leaving some families without any medi-
cal coverage at all. 

In one case, a child was unable 
to start school because the employer 
delayed the father’s promise of a job offer 
until he had completed eight months of 
probation. During this time he was being 
paid cash, but had no formal working 
visa contract. Many times the children or 
young adolescents of tfws are unable to 
plan ahead (e.g. beyond graduation) since 
their ability to remain in Canada depends 
on their parents’ immigration status.

Working conditions, concerns about 
immigration status, language barriers, 
financial stress and lack of access to so-
cial services are just some of the stresses 
that affect the temporary worker. But it’s 
more than just the temporary worker 
who is affected. Entire families bear 
the burden. However, the discussion 
often fails to take into consideration the 
impact on the children of temporary 
foreign workers, 

Cultures West thanks all the Settle-
ment Workers in Schools who contrib-
uted their experiences and insight for 
this story.

1 www.hrsdc.gc.ca/en/workplaceskills/foreign_
workers/oup/BC_ROL_200709_e.pdf
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My Perspective:  
Reflections from Settlement Workers
Our Temporary or Not so  
Temporary Neighbours
Erika Del Carmen Fuchs,  
Welcoming Communities Coordinator, 
Little Mountain Neighbourhood House

Our community includes those who 
are often invisible to many—temporary 
workers. While some may believe that 
these workers come here only tempo-
rarily, this is not always the case. I have 
worked with workers in the Seasonal 
Agricultural Workers Program (sawp). 
Some sawp workers from Mexico, the 
Caribbean and Guatemala come for 
15–20 years, for a maximum period of 
eight months per year. We should treat 
them with respect, not only because 
they harvest our food, but also because 
they are contributing to our economy 
and society.

Through other programs, like the 
Live-In Caregiver Program and Tempo-
rary Foreign Worker Program, foreign 
workers are here for longer periods and 
contribute in different ways. They take 
care of our children and elderly and la-
bour on our building and infrastructure 
projects. They bring their families and 
their even attend local schools.

We should consider these migrants 
as temporary residents, and give them 
the necessary support services that oth-
ers have access to. If we do not provide 
them with opportunities to become 
permanent residents if they choose, then 
we are supporting the exploitation that 
some of them face. Temporary status 
and lack of language, supports and ser-
vices can leave migrants extremely vul-
nerable to the point of having accidents 
or illnesses that result in their repatria-
tion, permanent disability or even worse 
(and there are many cases) death.

What Makes a Caregiver Become 
a Caregiver?
Maria Javier, Program Manager,  
Multicultural Helping House

For some who choose to become Live-
In Caregivers, they do so for the same 
reasons some people become doctors 
or nurses—they want to. But for most 
Filipino caregivers it is simply the need 
for money. It is a passport to Canada. 
The whole process from caregiver to 
permanent resident takes a minimum of 
three years depending on the employer, 
the immigration process and money 
caregivers are able to save to bring their 
families here.

Emotional abuse is perhaps the big-
gest challenge for caregivers. Loneliness, 
depression from years of family separa-
tion, abusive employers, fear of losing 
their work permits and being deported 
are just a few of the issues caregivers 
deal with everyday. They are also frus-
trated at not being able to work in their 
own fields of expertise. The caregiver 
sees all these as a part of the sacrifice 
for achieving the dream of becoming a 
Canadian immigrant. 

So perhaps the caregiver does not 
contribute to the betterment of the 
economy; they barely have the time and 
energy to care about what is going on in 
the political world. But these caregivers 
take care of our children and senior par-
ents leaving us to do what we need and 
want to do. Don’t you think they deserve 
the same service and attention we get 
from the government?  

Health Issues of Temporary  
Migrant Workers 
Bayron Figueroa, Support Worker, 
S.O.S. Health Program

Living conditions have a huge impact on 
the health of temporary foreign workers. 
Farmworkers frequently live in decrepit 
buildings with poor maintenance and 
sleep on dirty mattresses infested with 
bedbugs. Fridges often don’t work prop-
erly so food spoils. In some places, there 
is a single stove, with only two function-
ing burners for up to 20 people who live 
in three or four rooms, and share a single 
bathroom. Laundry is done by hand as 
there is no washing machine despite the 
terms of their contract.

If a worker has an accident on the 
job, he will be accompanied to the doc-
tor by an interpreter employed by the 
farmer. Sometimes this interpreter fails 
to explain that the accident happened at 
work, thereby avoiding wcb complica-
tions and an inspection visit. Workers 
pay $1 a day for temporary medical 
coverage. While the deduction shows up 
on their pay slips, sometimes employers 
do not actually buy the coverage. Those 
who do may retain the cards for use only 
at work so the workers do not realize it 
covers them for off-work as well.

Migrants workers need education 
and intervention regarding employee 
rights and labour standards. The infor-
mation workshops and outreach that 
the BC Employment Standards Branch 
is funding amssa members to provide 
to tfws and their employers are going 
some way to addressing this. Direct me-
diation between employers and workers 
would be even better.
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Legal Education Connects  
Workers, Employers and Communities
Geody Leibel

British Columbians are 
becoming more concerned 
about where and how their 
food is produced, with 
many demanding produce 

that is locally and sustainably grown. 
While this increased public interest in 
farming is positive, the dialogue often 
leaves out farmers and farm workers. 
However, not addressing the issues 
facing farmers and workers can have 
serious consequences. 

With funding from the Law Founda-
tion of BC, the South Okanagan Immi-
grant and Community Services (soics) 
is currently delivering a Legal Educa-
tion project to immigrant farm owner/
operators and Mexican farm workers 
participating in the federal Seasonal 
Agricultural Worker Program (sawp). 
The goal of the Seasonal Farm Worker 
and Immigrant Farm Owner/Opera-
tor Connection is to build connections 
between farm owners, farm workers and 
the local community. This is challenging 
but necessary, for two main reasons. 

First, most of the farm operators in 
the South Okanagan are Punjabi immi-
grants. Differences in language and cul-
ture often isolate them from mainstream 
Canadian society and they are, therefore, 
unaware of BC labour standards, wcb 
regulations and health regulations. Sec-
ond, Punjabi farmers contract Mexican 
guest workers who are also largely un-
aware of labour and health regulations. 
The farmers and workers usually don’t 
share a common language so it can be 
difficult for them to connect with each 
other and the local community, and to 
access and share information. 

I’ve been visiting farms to provide 

farmers and farm workers with informa-
tion and workshops about Canadian 
labour laws, employment standards, 
health and safety standards and pro-
cedures and human rights and cul-
tural standards in Punjabi, Spanish, and 
English. 

Many Mexican farm workers live and 
work in conditions that fall far below the 
standards set by Canadian law. There are 
several areas of concern, 
such as housing. Workers 
live in everything from old 
campers, atco trailers, 
mobile homes and pickers’ 
cabins to full-size houses. 
While some of the housing 
is excellent, the majority is 
ramshackle, crowded and 
lacks adequate cooking 
and bathroom facilities. 

Another problem 
is transportation. Most 
workers live some dis-
tance from the nearest 
town and finish work 
after most businesses are 
closed. The workers need 
to be able to get to the 
bank or Western Union to 
send money home to relatives, as that 
worker is frequently the only breadwin-
ner for the entire extended family. It is 
a challenge just to buy groceries. Even 
if they can reach the store before it 
closes, the distances make it difficult to 
walk into town and back again carrying 
groceries. Lack of transportation also 
creates difficulties for the workers to 
stay in touch with families in Mexico. 
Many workers don’t have a phone in 
their residence and depend on the pay 

phones in town to call home. 
There are also issues surrounding 

health and safety, where workers not be-
ing provided with protective equipment 
and training before applying pesticides, 
or being asked to operate farm equip-
ment and vehicles without training. The 
workers also lack access to clean drink-
ing water, hand washing facilities and 
bathrooms and first aid kits/stations.

I feel that many of 
these concerns can be 
overcome by sharing 
information and promot-
ing better communica-
tion between farmers and 
workers. The project ends 
in November 2008, at 
which point I hope that 
the majority of Mexican 
workers and their em-
ployers in the South Oka-
nagan will know more 
about their rights and 
responsibilities. soics 
hopes to continue run-
ning the project in com-
ing years. Our ultimate 
goal is for the agricultural 
industry in the South 

Okanagan to eventually provide a safe 
and enjoyable work experience for both 
farmers and workers - one in which both 
groups enjoy closer relationships with 
each other and their local communities. 

Goedy Leibel is the project coordinator of the 
Seasonal Farm Worker and Immigrant Farm 
Owner/Operator Connection at SOICS.

While some 
of the housing 
is excellent, 
the majority is 
ramshackle, 
crowded and 
lacks adequate 
cooking and 
bathroom 
facilities.
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In 2005 the Public Service Alliance 
of Canada (psac) approached 
MOSAIC to partner in a project 
to bring labour rights education 
to the immigrant and refugee 

communities. At that time MOSIAC’s 
Community Outreach Program was 
providing community development, 
inclusion and participation for refugee 
and immigrant communities. We were 
also supporting advocacy for issues con-
cerning refugee claimants and people 
without full legal immigration status in 
Canada.

The psac proposition complemented 
our work and was relevant to the com-
munities we worked with. We started by 
delivering basic labour rights workshops 
to existing groups from other programs 
at MOSAIC, and then we opened the 
sessions to the community. As we 
presented workshops, patterns began to 
emerge from the participant’s questions 
and comments.

People were quite confused about 
jurisdictional issues and had a hard time 
understanding that while immigration is 
a federal program, labour standards are 
regulated by the provincial government. 
This basic confusion created a work-
ing environment conducive to a wide 
range of abuses. In addition, participants 
attending the sessions posed questions 
that we did not expect. These questions 
related to temporary contracts, farm 
work, deductions for benefits they did 
not receive and “extraordinary deduc-
tions” that workers believed were normal 
and even legal. Most of these questions 
came from temporary workers.

We realised the temporary foreign 
workers were a large but invisible com-

munity. Members of this community 
were unable to access services because 
they were not eligible, were not aware of 
available services and, most importantly, 
were working during the day.

With the support of the Social Plan-
ning Department, City of Vancouver City 
of Vancouver we launched an initiative 
devoted to work with this community. In 
response to the foreign workers priori-
ties, our Community Outreach Program 
conducts weekly evening meetings that 
combine English conversation with 
workshops on topics relevant to them. 
The discussion topics include labour 
rights and standards, immigration, 

Making Our                Workers More Visible 
MOSAIC’s Work with Temporary Foreign Workers

Victor Porter
tenants’ rights and responsibilities; and 
access to health services, recreation and 
libraries.

We work closely with settlement 
workers from the school system, 
members of Justicia 4 Farm Workers, 
psac, and volunteer English teachers. In 
supporting foreign workers, we realise 
the enormous value of doing so. When 
we answer the participants’ questions 
we can tell from their body language and 
gestures that a veil is removed from their 
understanding, that a burden is being re-
moved from their shoulders. They know 
that they matter and their concerns 
count. They are no longer invisible.

Victor Porter is the Community Outreach 
Manager at MOSAIC.

Invisible
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Migrant Workers Benefit from  
Alternative Service Providers
Leslyn V Johnson

Traditionally, it has been 
non-profit organizations 
that provide a wide range 
of supports and services 
in the immigrant and 

settlement sector. With the increasing 
trend towards using migrant workers to 
fill BC’s labour shortage, these agencies 
(some of which are amssa members) 
are recognizing the need to also provide 
services to temporary foreign workers. 
However, in many cases, their scope is 
limited because of their mandates and 
the fact that they must be accountable 
to funders. 

Temporary Foreign Workers face sev-
eral challenges which can vary accord-
ing to the individual, the industry they 
are working in, the part of the country 
where they are, the sending country, or 
even the employer. While many employ-
ers are responsible, honest and fair, this 
is not always the case. Where traditional 
service agencies are unable to assist, new 
players are now entering into the field.

Unions are one of these new players. 
For example, the United Steelwork-
ers Union is partnering with Migrante 
Ontario, a grassroots advocacy group for 
migrant workers. One outcome of this 
partnership is the Independent Work-
ers Association (Home Worker Section) 
which supports live-in caregivers across 
Canada to ensure their rights are not be-
ing violated by employers and recruiters. 
The association offers domestic workers 
membership at $10 a month and the 
benefits of this membership include 
discounted legal counselling, insurance/
dental plans, accounting and long-dis-
tance telephone services. The workers 
do not have collective bargaining rights 

or the ability to file grievances against 
employers, but they do get support and 
protection from exploitative employers. 

The association’s priorities include: 
 Educating live-in caregivers about 
their rights 

 Demanding that the federal  
government ratify the United  
Nations Convention on Protection 
of Rights of All Migrant Workers 

 Assisting workers when abusive 
employers threaten to have them 
deported

 Lobbying for regulations
Cultures West also had an oppor-

tunity to speak with Raul Hernandez, 
Deputy Consul General at the Philip-
pine Consulate in Vancouver. Currently 
there are some 500,000 Filipinos living in 
Canada, about 100,000 in BC alone. The 
Philippine government sets up a Labour 
Office in any country where there are 
more than 50,000 nationals working. As 
such, Vancouver now has a Labour Of-
fice. While the office serves all workers 
who come to Canada, Hernandez feels 
that as the number of temporary foreign 
workers increases, the office will likely 
be working more with this category than 
with landed immigrants.

With respect to temporary foreign 
workers, Hernandez says that “What 
the country-team of the Consulate is 
doing now is to set the rules with the BC 
Government on the hiring and deploy-
ment of Filipino workers in BC. We are 
finalizing the guidelines for the mou 
[Memorandum of Understanding] on 
Labour, Employment and Human Re-
sources Development in order to put in 
place an orderly, systematic and ethical 
deployment of Filipinos workers to BC.’’ 

Promoting and protecting the interest 
and welfare of the Filipino workers in 
Canada is a priority.

In addition, a Welfare Officer from 
the Philippines was assigned to Vancou-
ver in August 2008. The officer’s main 
function is to assist workers in their 
labour needs, especially ensuring that all 
parties follow the terms of the contract. 
The officer will liaise with officials in the 
Philippines and in BC to ensure the well-
being and welfare of workers. 

Mr Hernandez points out that the 
labour market in Canada is relatively 
friendly compared to those in other 
countries. Workers in Canada face less 
serious issues than those working 
elsewhere. During his tenure he has 
only known of one or two cases where 
employers abuse their employees. Those 
cases appear to be the exception rather 
than the norm.

Temporary Foreign 
Workers face several 
challenges which can 
vary according to the 
individual, the industry 
they are working in, 
the part of the country 
where they are, the 
sending country, or 
even the employer. 
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Multifaith Calendar 2009
Distributed by the Affiliation of Multicultural Societies and Service Agencies  

of BC (AMSSA)

Since 1977 AMSSA has actively worked to create a just and  
equitable society for all Canadians. For over a decade, the Multifaith 
Calendar has played an integral role in AMSSA’s educational efforts.

It offers insight into 14 major faiths by providing a complete source 
of accurate dates, times, and descriptions for over 140 cultural and 
religious occasions. The easy to follow layout of the Multifaith Calendar 
is designed for use as a quick reference.

Get in the habit of checking these important references prior to schedul-
ing meetings or contacting clients. They are designed to help you stay  
informed of any special days your staff, clients or friends might be  
celebrating. Printed in full colour on recycled paper and measuring 13"  
by 10", our wall calendar adds beauty and interest to any office or home ... 
and makes a perfect gift for colleagues, clients and friends.

CALENDAR PRICES* 
1-9 calendars: $15.95 each / 10-24 calendars: $14.95 each
Further discounts apply to larger orders.

Please call, e-mail or visit our website for more information.
* Prices quoted in Canadian dollars. Shipping and handling extra.  
Please add 7% PST for BC residents only.
Cover Art by Ken Kirkby

1 In 2006 the top 3 source countries for temporary foreign workers to Canada were: b. United States, Mexico, France

2 In 2006 the top 3 source countries for temporary foreign workers to BC were: d. Australia, Japan, United States

3 In 2006 Canada received 171,844 temporary foreign workers, what percentage of that number came to British Columbia? c. 22%

4 What is a Labour Market Opinion? 
a. A government report on the impact temporary foreign workers will have on Canada’s labour market

5 Which of the following is NOT a source country for workers in the Seasonal Agricultural Workers Program in BC?  d. El Salvador

6 To meet the pressing human resource needs of employers, Human Resources and Social Development Canada (HRSDC) and Service 
Canada (SC) have developed Regional Lists of Occupations under Pressure. Which of the following are on the BC list?  
e. All of the above

7 In BC temporary foreign workers were hired to work on the tunnel excavation for the new $1.7 billion Canada Line rapid transit proj-
ect. Their average rate of pay was: c. $5 per hour

8 Temporary foreign workers have the same rights as Canadian and immigrant workers. They also have the same responsibilities to pay 
income tax, Canada Pension Plan contributions, Employment Insurance premiums and union dues. a. True



The government of British 
Columbia is pioneering a 
new program that will find 
ways to ensure communi-
ties and workplaces are 

welcoming and inclusive. The Welcom-
ing and Inclusive Communities and 
Workplaces program was launched in 
June 2008 during the first-year celebra-
tion of the launch of WelcomeBC.

In making the announcement, Attor-
ney General and Minister responsible for 
Multiculturalism Oppal said that “Com-
munities and workplaces across the prov-
ince will be stronger for their participation 
in this program.” Oppal added that “All 
British Columbians can realize the benefits 
of building welcoming communities, ad-
dressing racism and valuing our cultural 
diversity. It’s a win-win for all of us.” 

The program will strengthen commu-
nity capacity to support immigrant settle-
ment and integration, eliminate racism 
and value and respect multiculturalism. 
The program recognizes integration of im-
migrants as a two-way process. It involves 
commitment from newcomers to adapt 
to life in BC, and from British Columbians 
and Canadians to welcome and adapt to 
new people and cultures. Initiatives will 

Post Script  
Welcoming and Inclusive Communities and Workplaces

vary by community, depending on local 
needs and existing capacity. Communities 
will need to apply for initial grants to fund 
their community partnerships. 

Welcoming and Inclusive Commu-
nities and Workplaces is a three-year 
initiative that will receive $10 million in 
federal and provincial funding annually. 
The program consists of four key elements: 
community partnership development, 
knowledge development and exchange, 
public education and demonstration 
projects. The remaining elements will be 
rolled out later this fall, but communities 
can already apply for funding to support 
community partnership development.

“In BC communities, amssa members 
have historically sought opportunities to 
convene and support broad partnerships 
that develop understanding and build 
capacity to be welcoming,” notes Timothy 
Welsh, amssa Program Director. “But it 
has been hard to build momentum and 
effectively include all of the important 
players. This new provincial program 
formally recognizes the need to convene 
at the community level, and amssa looks 
forward to the benefits we will see in 
neighbourhoods and businesses through-
out BC.”

Our Post Script story provides readers with a follow up to the topic we covered in our previous edition. Here Cultures West  
revisits the Spring 2008 theme—Welcoming Communities in BC.
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I asked to be the Minister responsible for Multiculturalism 
because I want to see our communities pull together to be 
more inclusive and deal with racism when it occurs.
Wally Oppal, Attorney General and Minister responsible for Multiculturalism

The Welcoming and Inclusive Commu-
nities and Workplaces program is timely as 
more than 25% of all British Columbians, 
and more than one-third of Vancouverites, 
were born outside of Canada. BC is also 
home to 17% of Canada’s total Aboriginal 
population. “All British Columbians share 
a responsibility to recognize, respect and 
support the diversity of cultural and indig-
enous heritages across the province,” said 
Dave S. Hayer, parliamentary secretary for 
multiculturalism and immigration.

“Multiculturalism is embedded in our 
constitution and it’s important that we rec-
ognize that,” Oppal said. “I asked to be the 
Minister responsible for Multiculturalism 
because I want to see our communities 
pull together to be more inclusive and deal 
with racism when it occurs.”

The Government of Canada supports 
the program through the Agreement for 
Canada-British Columbia 

Co-operation on Immigration. The 
Ministry of Attorney General provides 
funding under WelcomeBC, a provincial 
initiative uniting BC’s settlement and 
integration services and initiatives under 
one umbrella.



Member Organizations
NORTH
Immigrant & Multicultural Services Society (IMSS)
Kitimat Multicultural Society
Skeena Diversity Society
Multicultural Heritage Society (MHS) - Prince George
Terrace & District Multicultural Association (TDMA)

VANCOUVER ISLAND
Campbell River & Area Multicultural & Immigrant Services  
 Association (CRMISA)
Central Vancouver Island Multicultural Society (CVIMS)
Cowichan Intercultural Society (CIS)
Inter-Cultural Association of Greater Victoria (ICA)
Victoria Immigrant and Refugee Centre Society (VIRCS)

FRASER VALLEY
Abbotsford Community Services (ACS)
Chilliwack Community Services
DIVERSEcity Community Resources Society (DCRS)
Family Education and Support Centre
Langley Community Services Society
Mission Community Services Society (MCSS)
OPTIONS: Services to Communities Society – Surrey
Progressive Inter-Cultural Community Services Society (PICS)

INTERIOR
Community Connections Society of Southeast BC
Kamloops Cariboo Regional Immigrant Society (KIS)
Kamloops Multicultural Society
Kelowna Community Resources Society 
Nelson Community Services Centre
South Okanagan Immigrant and Community Services (SOICS)
Vernon & District Immigrant Services Society (VDISS)

PROVINCIAL
Association of BC TEAL  
 (Teachers of English as an Additional Language)
BC Confederation of Parent Advisory Councils
BC Human Rights Coalition (BCHRC)
BC Teachers Federation – Social Justice Program (BCTF - SJP)
Canadian Cancer Society – BC & Yukon Division
Canadian Jewish Congress (CJC) - Pacific Region
Canadian Mental Health Association (CMHA) - BC Division
Canadian Red Cross 
ELSA Net
Legal Services Society of BC (LSS)
Scouts Canada - Provincial
Social Planning & Research Council of BC (SPARC)
YMCA - Connections
YWCA Vancouver International
 

LOWER MAINLAND
411 Seniors Centre Society
Association of Neighbourhood Houses of Greater Vancouver (ANH)
Burnaby Family Life Institute
Centre of Integration for African Immigrants (CIAI)
Chimo Crisis Services - Richmond
Collingwood Neighbourhood House (CNH)
Community Legal Assistance Society (CLAS)
Family Services of Greater Vancouver (FSGV)
Immigrant Services Society of BC (ISS)
Inland Refugee Society of BC (IRS)
Jewish Family Service Agency (JFSA)
Kiwassa Neighbourhood Services Association
Little Mountain Neighbourhood House Society (LMNHS)
MOSAIC
Multicultural Family Centre
Multicultural Helping House Society (MHHS)
Multifaith Action Society (MAS)
North Shore Multicultural Society (NSMS)
Pacific Immigrant Resources Society (PIRS)
Richmond Intercultural Advisory Committee
Richmond Multicultural Concerns Society (RMCS)
South Vancouver Neighbourhood House (ANH)
Settlement Orientation Services (S0S)
SUCCESS  (United Chinese Community Enrichment Services)
Vancouver & Lower Mainland Multicultural Family Support Services  
 (VLMMFSS)
Vancouver Cross-Cultural Seniors Network Society
Vancouver Multicultural Society (VMS)
Volunteer Vancouver
Westcoast Child Care Resource Centre  
West Coast Domestic Workers’ Association (WCDWA)
Westcoast Family Resources Society
West Coast Legal Education and Action Fund
Women Against Violence Against Women/Rape Crisis Centre
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