











National Union Affiliates

Reflecting on their previous work, several union
civil and human rights representatives suggested
that unions need to do a better job of disseminat-
ing information to their members of color, who
may not be “in the loop” with their local or
regional leaders.

They also pointed out that although many unions
have programs and caucuses for members of color,
there is usually only one staff person assigned to
support the structure. As a result, the opportunities
available to members of color often are minimal
and marginalized within the union. Therefore,
union structures and programs designed to address
the needs of people of color must be adequately
staffed and funded to be effective.

AFL-CIO Website Question

In addition to the one-on-one survey reference
throughout this report, the AFL-CIO posted a
question on its website to hear from a broader
audience. The question posted was, “What steps
can the union movement take to make sure leadership
(local, regional, state and/or national) is representative
of the racial, ethnic and gender makeup of union
membership?” Here is a summary of the recom-
mendations:

A majority of the respondents made recommenda-
tions that fall into several broad categories: recruit-
ing and providing leadership training and mentor-
ing for women, people of color and LGBT
members at local and regional levels; education for
union membership; and massive education of the
general public about the benefits of unionism.

The next most frequently repeated responses were:
leadership should be inclusive; conduct fair and
impartial labor leadership elections; improve com-
munications to the overall membership about
union meetings and important information; and
facilitate attendance at union meetings, including
release time.

Finally, other general recommendations included:
enforce anti-discrimination laws; investigate
charges of discrimination; use trained union

organizers who look like the workers who are
organizing; and maintain and promote constituency
groups.

University-Based Labor Educators
The university-based labor educators made the
following recommendations:

B Ensure that promotions do not go to family
and friends.

B Develop a union commitment and plan to
ensure the leadership looks like the member-
ship.

W Place greater emphasis on organizing and
education of people of color.

B Develop a stronger civil, human and women’s
rights agenda and department and a stronger
partnership with communities of color and civil
and women'’s rights groups.

B Increase the dialogue about diversity among
union leaders.

B Promote greater activism from the constituency
groups and ensure their independence.

B Set numerical affirmative action benchmarks,
as some unions do in other countries.

B Consider developing a specific program at the
National Labor College-George Meany Campus
to provide leadership training for women and
people of color.

2005 Summit on Diversity in Our
Union Movement

In July 2005, in advance of the AFL-CIO
Convention, the AFL-CIO and the six constituency
groups under the umbrella organization Labor
Coalition for Community Action (LCCA) co-spon-
sored a National Summit on Diversity. Nearly 700
trade union leaders, activists and rank-and-file
members from around the country participated in
the summit to discuss the issue of diversity as it
relates to organizing, political action and union
leadership. Speakers at the summit repeatedly
noted that women and people of color have been
and continue to be critical to the union move-
ment’s success in organizing and political action,
and that the movement’s ability to grow is contin-
gent upon both outreach to and involvement

of women and people of color in all aspects of
organizing and political campaigns. Further, it
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was noted that diversity in union leadership at

all levels of the union movement is essential.
There was significant support for proposals to
increase leadership diversity in union structures

as outlined in the Unity Statement (Attachment 4)
issued by LCCA.

A final segment of the summit provided an
opportunity for all participants to express their
views in two areas: best practices and the question
of improving diversity in leadership. In general,

the responses echoed the observations and
recommendations previously made in this report
with constituency groups playing a key role in
that effort. Particular emphasis was placed not
only on the need to work with and through our
communities on common issues of concern but
to make the commitment to implement the vari-
ous suggestions, such as changing the composition
of elected boards in the union movement at all
levels, inclusion in real decision-making and
actively pursuing a civil rights agenda.
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N ANALYSIS OF THE data and responses
from all of the sources noted in this report

yields the following observations and
conclusions:

Many people of color in the union movement still
encounter negative stereotypes, racism, sexism and
homophobia. Although the conventional wisdom
has been that the creation of diversity policies and
programs would help break down the barriers of
racism and exclusion, the reality is that people of
color still face significant challenges to becoming
union leaders, and the problems persist even after
individuals reach leadership positions.

While efforts have been made over the years to
address and respond to the issues of diversity and
full inclusion, if real progress is to be made policies
and programs cannot simply be developed on
paper or in principle, but must be advocated
significantly throughout the union movement,
with specific, concrete and measurable goals.

There are multiple strategies and approaches that
can be undertaken, but the No. 1 strategy is the
political will to enact policies and programs that
will result in real change.

The set of Diversity Principles (Attachment 4)
adopted by the Executive Council set some change
in motion. Subsequently, the July 2005 AFL-CIO
Convention passed Resolution 2, “A Diverse
Movement Calls for Diverse Leadership,” (Attachment
5) that states that the AFL-CIO will:

B Increase training and leadership development
of state federation and central labor council
leaders and staff to build capacity among a
diverse group of leaders in our movement;

B Accelerate our efforts to attract and recruit a
diverse pool of young people into the union
movement through Union Summer and targeted
public outreach;

Gonclusion

B [stablish as federation policy that each national
and international union and organizing
committee’s credentialed delegations to the
AFL-CIO Convention generally shall reflect the
racial and gender diversity of its membership
and urge affiliates to include young workers
as delegates;

B Require diversity in participation at AFL-CIO-
sponsored and -supported conferences and
trainings;

B Make the AFL-CIO itself a model of hiring and
promotion practices for women and people of
color;

B Expand the preliminary work done through
the Union Cities and New Alliance processes to
fully integrate the AFL-CIO constituency groups
into state federation and central labor council
programs and leadership;

B Urge affiliated national unions to sign a set of
diversity principles, to be developed by the
Civil Rights and Working Women’s committees
and approved by the Ixecutive Council, and
provide for affiliated national unions to report
annually on the representation of women and
people of color in their membership as well as
in staff and elected leadership positions at all
levels;

B Require the AFL-CIO Executive Council and
other governing bodies as well as state federa-
tions and central labor councils to develop
targeted levels of leadership diversity and plans
to reach them by the 2009 Convention; and

B To ensure diversity at the highest levels of the
AFL-CIO, representatives of the six constituency
groups should be added to the federation’s
General Board. In addition, measures to ensure
and enhance gender and racial diversity on
the Fxecutive Council should be strengthened
and the Executive Committee should include
representatives who ensure diversity by race
and gender.
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The resolution was further solidified through
Constitutional Amendments 1, 3, 28 and 31
(Attachment 6) that implement structural changes
at all levels of the union movement.

Through this resolution and the constitutional
amendments, the AFL-CIO has taken a historic
step of laying out a way to achieve greater leader-
ship diversity. It now is incumbent upon the
union movement to follow-through on the

convention resolution and the many common
sense proposals for increased leadership and
program diversity as outlined in this report.

In sum, the content of this report illustrates the
need for a continuous and determined focus on
diversity by the union movement’s top leaders and
all those who realize the future of the movement
is dependent on increased diversity.
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Attachments

Report from the Full Participation Committee, 1995

Resolution on Diversity and Full Participation Adopted by the
21st Constitutional Convention of the AFL-CIO, October 1995

Diversity Principles Adopted by the Executive Council, March 2005
Unity Statement Submitted by the Labor Coalition for Community Action

Resolution 2: A Diverse Movement Calls for Diverse Leadership, Adopted by the
25th Constitutional Convention of the AFL-CIO, July 2005

Constitutional Amendments 1, 3, 28 and 31, passed by the
25th Constitutional Convention of the AFL-CIO, July 2005
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