June 19, 2018
TO ALL IBEW FIRST DISTRICT LOCAL UNIONS
Greetings:
June 21 marks National Indigenous Peoples Day, a day for all Canadians to recognize and celebrate the
unique heritage, diverse cultures and outstanding achievements and contributions of First Nations, Inuit and
Metis Peoples. The original National Aboriginal Day was first celebrated on June 21, 1996, after being
recognized through a proclamation by then Governor General, Romeo LeBlanc. The government named
this day specifically to coincide with the Summer Solstice, a day that had been marked by Indigenous
celebrations for many years prior.
Local Unions across the IBEW in Canada have taken steps to become more inclusive, many of which were
reported on in our Barometer Report done a couple years ago and included with this letter. Most recently,
the work through the Muskrat Falls Project in Newfoundland and Labrador made great strides with the Innu
Communities to put local people to work first, provide training and apprenticeship opportunities and create
a meaningful and lasting partnership for the IBEW and local peoples. This is a great example, but we need
to do more.
We need to consciously strive to work with our local Indigenous Communities and break down barriers –
both seen and unseen – to apprenticeships and obtaining union membership. We need to continue to better
our relationship with Indigenous Peoples, ensuring they have the opportunity to have strong, labour
representation and access to good jobs and apprenticeships, all across our country.
It is important, not only today, to recognize the rich history, traditions and cultures of Indigenous Peoples
and everything they have done to build our country, but to recognize the importance of reconciliation and
respect to the mistakes of the past.
I would encourage you, if you haven’t had the chance, to read the Calls to Action outlines in the Final
Report of the Truth and Reconciliation Commission. Today provides an opportunity to reflect on the past,
and a chance to recommit ourselves to strengthening our relationship with our Indigenous brothers and
sisters. Click here for a list of events taking place across Canada.
In solidarity,

Bill Daniels
International Vice President
BD/ln
Encl.
cc:

First District Representatives
System Council #11
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and service delivery which builds capacity
and wellness.
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The Council works with companies and organizations to develop performance based
inclusion competencies which result in more inclusive workplaces in each of your business systems: Human Resources, Procurement, Corporate Social Responsibility, Leadership and Marketing & Communications. Healthy workplaces are those which engage
and retain workers, leading to increased productivity.
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