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Objectives of the Forum

OMEN ARE UNDER-REPRESENTED IN LEADERSHIP POSI-

W tions in co-operatives in all areas of the world. Observers notice an
absence of women on boards, in management, on committees, at annual meetings and
cbnferences, and in delegations to government. As co-operatives develop strategies to
ensure their competitiveness, relevance, marketability, and sustainability, the skills and
talents of half the population cannot be overlooked. What can be done to ensure that
co-operatives work to improve the lives of both women and men, and truly empower all
members through equity, equality, and mutual self-help?

The Forum was convened to help participants learn about strategies for improving
the future of co-operatives through the more meaningful involvement of women. It also
aimed to help those involved develop a network of colleagues committed to making posi-
tive changes for women as members, employees, and elected volunteers in co-operatives.

The Forum was intended to serve as a vehicle through which participants could share

experiences, challenges, and goals, and hence energize each other through their common

commitment to the advancement of women.
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Foreword and Acknowledgements

HE IDEA FOR THE WOMEN IN CO-OPERATIVES FORUM AROSE
T from initial discussions that had taken place over a number of years

among co-operators concerned about the under-representation of women in positions
of leadership within co-operatives as both staff and elected officials, not only in Saskat-
chewan co-operatives, but in co-operatives across Canada. The group had many times
expressed wonderment at why it was that co-operatives, perceived by so many women to
be “women friendly” institutions, were in reality, not, or at least not to the level that they
certainly have the potential to be. The following observation made by Emmy Freundlich,
president of the ICA Women’s Guild in 1921—“Has the Co-operative Movement made
efforts to increase not only the quantity but more importantly the quality of women’s
participation?”—still rings true today. The group wondered why this was so.

Research conducted by Myrna Barclay in 1990, by Leona Theis and Lou Hammond
Ketilson in 1995, and the resulting recommendations of their studies, coupled with the
recommendations of the Women in Co-operatives Task Force, an initiative of the First
CCA Triennial Congress, seem to have fallen on deaf ears within the co-operative move-
ment. As reflected in the statistics provided by Carol Hunter in her paper, “Women in
Co-operatives: Some Benchmarks,” there has been marginal improvement, but overall,
women’s participation levels have not improved substantively.

The organizers of the Forum felt that perhaps if women came together in large

numbers, more concrete action would result—we should, as Norma Lee had once

’M
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“What Does This Mean to Me?” clearly identifies the importance of the Forum

to the participants, “Who [s Driving the Bus?” sets out the opportunities Presented to

women by co-operatives and credit unions, and the barriers that prevent them from

realizing these opportunities. “Strategies for Change,” “Support and Defend,” and

comparing experiences in Canada and Asia,

“Opportunities and Challenges,” “Some Thoughts on Public Service,” “A Career
) “Realizing the Vision,” and “Youth in Co-ops” are
t, Providing a glimpse into the posiﬁve and negative experi-
ences of women of all ages dedicated to serving their co-operatives.
Opportunities and challenges is a common theme running through many of

the papers included in the Proceedings. In the final session—“Making Changes: What

The Planning committee, reflecting upon the outcome of the Forum, the enthusi-

asm of the participants, the importance of such a gathering to those attending, and the
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following recommendations of their own:
o

. . :
It is recommended that more Women in Co-operatives Forums be held a
the regional level across Canada; and

It is recommended that a National Women in Co-operatives Forum b1e999
Ls - Ve . - ]
held in conjunction with the ICA World Congress in Québec City ;n
N s Com-
It is suggested that this be a joint initiative between the Women’s Co

mittee and the Research Committee of the ICA.

Women in Co-operatives Forums will indeed occur. I
last word in this foreword to the Proceedings is left to the wom:
The last w

g
g

ic of women in
ion, “Do you think that further events should be held on the topic of w
the question,

operatives?” T
- We need to keep the energy level up, get more women kn g ,

entorin
keep the issue current/educate and promote women,/m g/

encouragement/support for each. other;i L
tum going and con
We must keep the momen

. . .
learned and what is presently happening/monitor progrfes I
The Forum has been informational, an eye-opener, and from R

in more support. It was most beneficial/educational. o
i o
5\2 have come this far but it seems that we still have a long way to g

i lected
achieve true equality—in quantity and quality of management and e

ill di i blems.
we are still discussing the same pro ‘ e
It was mind-stretching. The ideas should further the quality and quantity

W l S'nd nspire women to get more involved and to
i Spt
* e need to encourage a

interact with male colleagues on these issues. N
*  We need to get more people to take an interest in this top:
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* Ifound this motivating in hel

ping me to continue my present activities
and pursue more,

get support to carry on.
*  “Diversity in Co-operatives.” It js important to stress increasing mem-
bership, therefore increasing women in decision-making roles.
*  Facilitates meeting with others withas
to see that each of us is not alone.

*Itis important for yug (CCA etal.) to be intentional, persistent, and
supportive, ‘

imilar passion—it i encouraging

*  This will be effective advertising to women op how important they are

It has been an Opportunity for growth and change.

The more people are given the facts of inequality, the better the
Opportunities we have of making change.

and how their opinions are needed

Lou Hammonp KeTiLson
JUNE 1998

Acknowledgements

Operatives Limited; and Loy Hammond Ketilson, Centre for the Study of Co-operatives
The committee acknowledges with gratitude the generous financial contributions of the
following sponsors:

Federated Co-operatives Limited

Saskatchewan Wheat Pool

Manitoba Cooperative Promotion Board
Credit Unijon Central of Saskatchewan
Manitoba Poo] Elevators

Co-operatives Directorate, Saskatchewan Department of
and Co-operative Development

Centre for the Study of Co-operatives, University of Saskatchewan
Manitoba Cooperative Council

Canadian Co-operative Association, Ottawa
Canadian Co—operative Association, Saskatchewan Region

_

D ——

Women in Co-operatives:
Some Benchmarks

i Officer - H n
. lnfOr(;niaatn|OCno-operative Associatio
Cana

e

RE
IT UNIONS A
IAN CO-OPERATIVES AND CRED

ANAD

dl >

; ganizations.
second- and third-tier co-operative organizati d credit union board seats? There
dian co-op and cre
omen occupy Cana
Just how many w : ehensively, although there
- this question compr
ional statistics to answer ]
are no current nation ' d or which include only a
. ither regionally base
rveys that are ei ]
have been some earlier su Canada’s co-operatives,
. llector of data on Can;
tives. The largest co
small sample of co-opera : ber of women on co-op
. llect data on the num
; tariat, does not co
the Co-operatives Secre

y nor ao

Coltect this data. the stage at this Women in Co-operatives
. hmarks, and to set the
To provide some benc

i ice sectors.
credit insurance, retail/ wholesale, and service
’




- WO - ChmalkS
men Iin CO OPEIatIVES. some ben .

wWomen in Co-operatives —

i t since the
data was also broken down regionally. Note, however, tha
CCA member

ini-
i i tbe seen as prelim
is small, cross-regional comparisons mus
‘ ulation sample is small,
. op
regional p

. l . . .
Il'l BC,

organizations); in
Alberta cupy 5.6 percent of board seats (of a total of four organ o
. wanomen ) . f five organizations);
. kabechr n occupy 16 percent of board seats (of a total o gan .
an L organizations); in
Saskat ’ n occupy 12.5 percent of seats (of a total of four organ e
' tari . izations); and in
in Mi ! ccupy 11.8 percent of seats (of a total of four organ , o
an . . en organizations).
. en occupy 13.2 percent of seats (of a total of sev gan f
o . iati upy 20 percent o
. al perative or credit union associations, women occupy 20 p
ithi i Co-0
Within nation: L
board seats (of a total of seven organizations). ey represened n e
As en are most heavi
' the above figures, wom ‘
rvi e ted in the agricultural
(day-care, housing, and health) and least represen
service sector )

. . . in BC and a fewer
Co-operatives are €xamined, the percentage of women occupying board seats drops Regionally, women occupy a higher number of board seats in
sector. Regionally,

from 16.2 percent to 11.5 percent.
number in Alberta.

Table 2: Board Composition by Sector (N = 38)

o President Cf)g_:/;’; t:c.
Total ;:::‘d Women
Women
3
Service 65 47.7% 1
(CCA Members, CCc, ccpp) (N=6)
0
- Total % of Top 50 il/'Wholesale 3% 1
Board Women Women Co-ops :lNeial;{W 9 80 11.3%
1
450 73 16.2% 15/131(11.5%) Finance/Insurance »a 12.1% !
: (N=16) 26
0
Agriculture 68 2.9% 0
Female Female CEOs, Female CFO¢ Corporate (N=7)
Presidents Executive Directors Secretaries 5
Associations* 85 22.4% 1
3 6 6* 13* (N=7) 6
(7.9%) (15.8%) (16.7%) (36.1%) 450 16.2% 3

Total 73

i CF, CHF)
*Some associations are also listed under service (ACCC, CW

* N=36 (There were no figures available for CCCor CCPD)
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Other regional surveys of women in co-operatives, such as those done by the franco-

ils and the Conseil Canadien de la Coopération, tell us that women’s involve-

17:85
20%
7
3:14
(21.4%)
1 ]o**
(10%)

National

k?phone Conse
ment on boards is higher at the local level than at the second- and third-tier levels. Credit

also reveal that women manage smaller credit unions, those with assets

union surveys
below $10 million. In a 1992 survey of credit unions in Ontario, 40 percent of credit unions

(11.1%)

women (most of which had assets below $10 million). In a 1992 US sur-

were managed by
f‘vey, 56 percent of credit union CEOs were women. Ninety-one percent of CEOs in credit
unions with assets less than $1 million were female, compared with only 5 percent of

women CEOs in credit unions with assets of $100 million or more.

Do Women Have a Distinct Leadership Style?

Much of the management literature—including articles on women in co-operatives—
argues that women bring a different, more “interactive” style of leadership to an organ-
jzation. There is also the often implicit suggestion that this interactive style is better,

healthier, and more balanced than the more aggressive, “command-and-control” style

thought by many to characterize men’s style of leadership.
What is it that is thought to characterize women’s style of leadership? It is an inter-

o —
S 0
.2 Q
80 ol
Q L
4 14 ~ o . i . . .
2 i & 8 n oF = 5 active leadership style, less hierarchical, more consensual and co-operative, and more com-
- ~— NS X 3 .
po ¥ 8 - = o L . 1
9 = = ) municative. It is based on team-building—across departments and levels and among peers.
3 S 8
b~ S . . * - - 3
5 ué’ It is more service-oriented and more supportive. It nurtures relationships. In contrast to
vy
Q o
(=] . . . .
a8 . © Q the “command-and-control” style of leadership, the interactive style breaks down hierar-
&’ < ™m o\° — < y p
) 1y © .o . .
S & s - g § ; § chies and builds up teams.
E - 3
L @ The recent Regional Conference on Women in Decision-Making in Co-operatives
& = J
5 © : . oys . . 4
£ 2 in Tagaytay City, Philippines, produced a Declaration and Platform of Action for the en-
S 4 (A S 5T
o & n = — 5 = han » . e . . .
> & © - g 8 < g § cement of women'’s participation. In the Tagaytay Declaration, support of the belief
e .
o ” o > &) : . . ... .
S g o z S § that women bring a different leadership style to co-operatives is illustrated in the follow-
.. Y ~ [ Bt :
° s 5 2 S T3 ing excerpts:
5 ETE £ z Syl )
O o — - ) - . . . . . .
= 283 i; g S é:v g 6 E S We are convinced that women and men have different needs, interests, priorities,
° = S g e : - . . . .
V<O S & and styles of leadership and decision-making arising from their specific roles and
*
Situations . . . (p8)
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Women’s numbers and participation in decision-making and leadership struc-
tures and processes in co-operatives must be increased for the following reasons:
women are more critical of the traditional definition of politics and of the use of
power: too centralized, too hierarchical and too autocratic; women leaders will
bring in a different kind of leadership in co-ops. (p18)

A 1992 discussion document produced by Credit Union Central of Nova entitled
“Gender and Minority Representation on the Board of Directors, Nova Scotia Credit

Unions” also articulates a belief in different leadership styles among women and

men:

Men and women are different—not one better than the other—just different. Stud-
ies have shown that management styles of men and women are different. Women
do put more emphasis on people, they are more conciliatory. Smart organizations
take advantage of these differences and team men and women to make an organi-
zation that is flexible, innovative, and adaptive. Our co-operative approach has tra-

ditionally been people oriented. Does it not make sense to have a leadership team
that reflects that philosophy? (p5)

In 1992, Cathy Manson, general manager of Grand Forks District Savings and
Credit Union in BC, also expressed her belief that women’s leadership style would

provide added value to the organization:

Women manage differently. We have a tendency to be group-focused and
consensus-seeking. I'm beginning to think those are assets that will make for a
better workplace . . . The ability to work as a team is 2 woman’s skill and will
lead to better credit unions.” (Credit Union Way, Nov. 1992, p18)

Sally Helgesen, author of The Female Advaniage, described the management style of
five female executives whom she observed at work. She concluded that women’s strengths

lie in their ability to communicate, to see the big picture and see themselves as part of an

integrated web—i.e., interconnected with different parts of the organization. She contrasts’

this style with the style of male executives described by Henry Mintzberg in his 1973 book

The Nature of Managerial Work. See Table 4 for a summary of the two leadership styles de-
scribed by Mintzberg and Helgesen.

A question I would like to pose is whether there is a danger in characterizing this

— women in co-operatives: some benchmarks

Table 4: Leadership Styles

Helgesen’s Women
Mintzberg’s Men 8

Unrelenting work pace—no breaks. Steady pace with small breaks.

Did not view unscheduled tasks and
encounters as interruptions.

Days characterized by interruptions,
discontinuity, and fragmentation.

Made time for activities not directly
related to work.

Little time for activities not directly
related to work.

Preferred live-action encounters,
but scheduled time to attend to mail.

Preference for live-action encounters.

Maintain complex network of relationships
outside the organization.

Maintain complex network of relationships

outside the organization.
Lacked time for reflection. Focussed on ecology of leadership.

Identified themselves with their job. Saw themselves as complex and multifaceted.

Had dffﬁculty sharing information. Scheduled time for sharing information.

interactive leadership style as uniquely feminine. If we frame the discussion of leadership
styles in the context of male-female differences, do we run the risk of reinforcing gender
stereotypes? If we describe women as being better listeners, more supportive leaders, or
more communicative, are we reinforcing the image of women as being the nurturing,
“softer” sex—in contrast to the men who, supposedly, make the “hard” business decisions?
Additionally, do we run a danger of mainstreaming women into positions in our busi-
nesses and co-operatives that are considered “softer” professions, such as human re-
sources and public relations/communications?

The first wave of female vice-presidents was in human resources and public rela-
tions. Women were supposed to be good at building relationships, dealing with people,
and smoothing out conflicts. Are women in management still concentrated in these
professions? In Canadian co-operatives and credit unions, our research found (based

on the same thirty-eight organizations referenced earlier) that women hold 38 percent
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of corporate secretary positions, 50 percent of human resource manager positions, and 50
percent of communication manager positions. This contrasts with the much lower per-
centage of women who hold CFO or CEO positions (the positions usually considered
“harder” and closer to the heart of business development and decision-making).

The discussion may be more productive if we argue that a diversity of leadership
styles is essential to co-operative organizations. Interactive and consensual leadership
styles are critical-particularly in co-operative démocratic organizations—and should be
valued and promoted. I would not, however, argue that more women should be on co-
operative boards because they are more communicative or better team-builders or be-
cause they will bring more balance to the board table, They should be there because, as
democratic organizations, co-operatives need to represent their membership and the com-
munities in which they are situated. I am more comfortable with the equality argument
than the argument that women make better leaders, More importantly, by promoting and
valuing the interactive style of leadership generally, we also encourage it among men. It is
not women who must “bring” the style to the organization. Indeed, by framing the discus-
sion of leadership styles in a nongendered context, perhaps we can shift the focus to a dis-

cussion of leadership skills, rather than of leadership “styles.”

Conclusion

There is a varied response within co-operatives and credit unions to women’s
under-representation on boards. Some co-operatives believe that nominating committees
have a role to play in increasing the number of women on the board, while others believe
that women should get involved at the committee level in order to gain experience and
visibility. Some people believe that the reason for women’s under-representation on
boards is personal, not systemic—that is, women do not choose to be involved.

Whatever response is taken in the co-operative sector, it is clear that women’s
increased participation on boards of directors will likely be slow and incremental. Co-

operatives, as democratic organizations, do not, for the most part, favour quotas or top-

down approaches to change.

The CCA, for its part, will continue to monitor the strategies and best practices

— women in co-operatives: some benchmarks

f co-operative organizations in Canada and around the world. The CCA will continue to
ofc ) . .
dentify and collect information that can be used by its member organizations in their
iden ) ) .
fforts to involve women. The above data is one attempt at information gathering that
elfor

will, hopefully provide some benchmarks against which co-operatives and credit unions

can measure themselves over the years.
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What Does This Mean to Me?

JOCELYN PEIFER

IEAxec_utive Co-ordinator
anitoba Cooperative Council

J ocelyn had participants consider the following questions to get the
thought process started.

Why is Women'’s Involvement in Co-operatives Important to Me?

It’s about leadership and how social change will happen; to have change
we must have women involved. =

Historically, woman have played an important role in the development of
co-operatives,

Wh It sti i
y not .It § a question of equality. Women are capable, so there’s no reason
not to be involved.

The greatest number of our consumers are women. Why shouldn’t they be
part of the decision-making? '

Focus on diversity, not just the bottom line.

’

Valuable input, skills, and gifts.

Itis critical to increase women’s salaries to be equal to men’s.
We need women’s points of view to provide a balance,
Economics: 51% of the population is women.

It is the democratic process.

— what does this mean to me?

We have adopted a male style to survive; we need to look at women’s style.

Strengthen boards.
For social change.
Women do the bulk of the work: 65% of those living in co-op housing are women.
On the agricultural side, women are farmers; they should be involved at local
and other levels to have a say.
Men need to utilize the resources provided by women.
Women’s needs are different from men’s; therefore, their involvement gives
insight into their needs. |
We must support each other.
Time involvement vs. women as caregivers.’
Co-ops are made up of members; members should influence decisions.
As a person within the system, you should be able to advance due to your
abilities, not your gender.
As more women become involved, it opens the doors for others.
Women keep grassroots co-op principles more in mind, while some men
may become more profit-oriented.
Women have a different perspective—more people-oriented.
It is lonesome in a man’s world.
Women have a broader mindset; they are visionaries; some men have
tunnel vision.
Equality issue; we are half the population.
Women are a valuable resource that we need in co-ops.
Women are producers and consumers, and want to have a choice where
they deal/shop.
Women can have a voice in the democratic structure of co-ops, whereas
they can’t in private-sector businesses.
Gender equity: services are provided to women and therefore their voices
are necessary.
Women are sadly under-represented now.
It is the natural bent of women to be co-operative.

Women can act as role models for younger women.

Why Are Women Important to the Future
of the Co-op/Credit Union Sector?

*  They are consumers and should be part of the decision-making process.
- Attitudes are changing: capabilities are being recognized; roles are changing.
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— what does this mean to me?

Women can be role models, especially to youth.

Social justice: we need to have women involved in co-ops; times have changed.

Counter to APEC and multinationals: at risk are medicare, health care.

We need more women involved in decision-making.

There are more single-parent families.

It is important to bring a women’s perspective and leadership style; bring a
more personal touch.

Mentoring.

It would be regressive instead of progressive not to involve women.
Economics: we have to have the main consumer represented or women
will not participate.

We must be able to influence policies, i.e., taking sick leave when a child is
sick, rather than a day without Pay or a holiday day; have family-friendly
policies.

Education for all our children.

Marketing: present a women’s point of view—their needs and what services
are then required.

Educate so we can reach our full potential.

Women are more visionary.

Women determine more than men what will be bought and how much
will be spent.

We are the educators of the family; we influence the future.

We are all important, regardless of gender, and w1thout members of both
genders we will cease to exist.

Members need to pass on to youth why co-ops exist.

To help get younger people involved.

Women have increased education; harness that energy and education.

We need as much participation as possible.

Women provide encouragement to other women to get involved.

How Can the Co-op/Credit Union Sector
Address the Issue of Women'’s Involvement in Co-operatives?

Ask them!
Country Women'’s N etwork—special programs.
Welcoming atmosphere.

Active recruitment: aggressive campaign for women’s participation.
Equity instead of quotas (if a woman and a man are equally qualified for a

position, then the woman will be given the position until there is equality;

rather than quotas, which imply that the organization has to give the position
to the women even if she isn’t equally qualified for it).
Education—promotion.
Mentoring program.
Employment equity.
Networking.
Education and leadership.
Address the youth, educate the next generation.
We need an explicit commitment from management.
Women don’t have many women with whom to network.
The philosophy that work is more important than family has been created
by men; we need to create a balance.
Men tend to be able to spend more time at work because they are not the
main caregiver at home.
Encourage women to allow their names to stand for board positions.
The old boys’ club must be dissolved.
Affirmative action policies—pay equity.
Take action—meet (forum).
Spend money. A
Take leadership.
Training must be provided.
Encourage board members to attend forums such as this one.
Sponsor forums, pay expenses.
Continue co-op youth program. Formalize the nomination process.
Ensure defined terms of office so there is a regular turnover of new

board members.
Look at how business is done; where and when meetings are held.
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Who Is Driving the Bus?

As I took a plane to a meeting the other day, I was struck by the way seat space got

taken up—specifically, by how men sat spread-legged, using up at least a seat and a half,

hile women sat tight and compact, taking up less of the seat than they were entitled to.
W

Then I read an interesting statistic: if male passengers riding public transportation in

Who Is Driving the Bus?

Canada simply closed their legs, almost 16,000 more people a day would have room to sit

down.

. vt s .
LOU HAMMOND KETILS O-N Without putting too fine a point on it, I thought, “Isn’t this just a metaphor for lifer

Despite women’s progress toward equality, men still earn more money, hold more senior
Associate Professor P
Centre for the Study of Co-operatives

. . -lo f

child-rearing—still, in short, take a seat and a half on the bus of life. And the women still

settle for what’s left.”
Throughout the world, women are too often underpaid, inadequately protected

| ‘ i i ble to sickness
HAs THE GOOFERATIVE MOVEMENT MADE EFFORTS by law, under-represented in government and industry, and more vulnera ,

to increase not only quantity but more importantly the quality of violence, and poverty than men. Domestic violence is the leading cause of death world-

women’s participation? Many women and men would reply, “In all countries where there wide among women fourteen to forty-four years of age (US State Department). Of the

. o sl . e ... . n (UN Development
are co-operative organizations, it is invariably stated that the women must be won over to 1.3 billion people living in poverty world-wide, 70 percent are women ( p

o . . S . : i ters of the male rate. Women
the co-operative idea if the movement is to attain its objective. Yet very little has been Program). Pay for working women, on average, is three-quar

i i i i » wi 11 percent of the seats in national
done in most countries to win the women to the co-operative cause . . .”’ make up half the electorates world-wide, but hold only 11 p

i i i * Amer-
This observation, made in 1921 by Emmy Freundlich, President of the International legislatures—down from 15 percent in 1988 (Inter-Parliamentary Union).”In North

. : . ; i in a single gener-
Co-operative Women's Guild, remains true today despite many ICA resolutions and poli- Ic3. the mass integration of women into the workplace occurred virtually ges

rs wom as the i al harassm ild care, and salary
i i 3 ; : i i olve the issues of sexual h: sment, child care,
cies—and, it would seem, in spite of the many strategies pursued by women themselves over ation, but society has yet to s

) > - al' X
the years. These strategies have included education and self-development, so that women equity that stand in the way of true equality

would be recognized as qualified for leadership roles. When education strategies failed,

- What Co-operatives Can Do for Women
women turned to lobbying to affect changes in legislation and co-operative bylaws to re-

duce barriers that have kept them out of leadership positions. Finally,

. . 3 O
now, we direct our We heard last night why women are important to co-operatives. I would like

i i i izati . tives are important to women. Women
energies toward systemic barriers,? those by-products of organizational structures and poli- make a few comments now about why co-opera po

cies that, although not overtly intended to be discriminatory,

i i two feet, and co-operative organizations,
have the effect of preventing would prefer to stand squarely on their own ) P

' istori i i referred route for women to attain
women from opening the door and standing firmly within the co-operative organization. historically and currently, have been identified as a p
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this objective.! I want to quote an article’ which, to me, clearly states the appeal of co-

operatives for women:

For many women, to seek authority in the traditional power structures of
politics and business, is intimidating or soul-destroying. Scrabbling to the top,
women often succumb to the “work twice as hard to prove herself” syndrome.
Even reaching the top does not guarantee entry into the corporate “boys’ club”
culture or, once there, that attitude changes will result. Finally, for many women,
plodding up the power structure is disillusioning, because ultimately it does not
achieve what women really want . . . [Sllowly, over the past two decades, women
have been opting for influence structures rather than power structures. It’s some-

thing you climb into rather than climb up. Co-operatives are ideal influence
structures.

Participating in co-operatives enables women to, perhaps for the first time, invest in an
enterprise. When you own part of a €o-0p, you own a piece of the economy. “To those

who hold the minor share of the world’s power, comes a new discovery: as long as you

own something you can change it.”®

Ride at the Back of the Bus

Women have been successful in getting a foot in the door of co-operatives, but
having one foot in the door does not necessarily enable you to stand on an equal footing
with men. As a leader in the Saskatchewan Co-operative Women’s Guild said, “Women
ride in the back of the co-operative bus and until they get into the front, they will be
second-rate members . . .”

Equality of access is one criterion by which to judge equity in co-operatives.
Equality of impact is more important. An organization may have the former, but not
the latter. An article in a newsletter from the World Council of Credit Unions furnishes
an example from credit unions in developing countries. The focus is on answering the
question: “Given that a credit union’s policies do not overtly discriminate against women,

why is it that their impact (who gets loans, who is hired, who is elected) is unfavourable to

women?”’ My comments today should be interpreted in a framework that considers

equality of impact.
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Been There, Done That

The 1921 quote from Emmy Freundlich suggests that this issue has been discussed
long time In fact, if we as women are frustrated by the seeming lack of interest or
oralo: . ' .
onsiveness to this issue in our male colleagues, a look at a series of headlines pulled
esp:

m co-op papers indicates that we have visited this issue, and often:
0:

The Co-operative Director and His Wife

= brochure distributed by the Department of Co-operation
and Co-operative Development, 1950s

Why More Women Aren’t Involved in Co-ops
— UCO News, July/August 1974

Take Women'’s Co-op Role Straight—Without the Grain of Salt
- News for Farmer Co-ops, July 1975

Women'’s Participation in Co-ops to Be Studied by FCL Committee
— Co-operative Consumer, January 1981

Women on Co-op Boards Wanted
— Western Producer, january 1981

Women's Potential Should Be Used
— Western Producer, March 1982

Pool Delegate Wants to Involve More Women
— Western Producer, August 1982

Women'’s Involvement in Pool Studied by Delegates
— Western Producer, December 1983

Women’s Views Needed in Co-op Movement
— Western Producer, April 1988

. 3 ” 3 e.
The lack of responsiveness may be attributed to a “been there, done that” attitud

But the fact remains, though we have been there, we have in fact done very little.
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Research for Action: Women in Co-operatives

I will make my points on this topic by referring to a body of research completed \omen as Em pIOYees

under the sponsorship of the Centre for the Study of Co-operatives: “Research for Action: ~ icipated in this project all hold decision-making positions—
. . : . o . . loyees who participated in this p

Women in Co-operatives.” The study was intended to rovide input into the Women in e cmp . ] .. . . s

. P Y . P . P . . . h at varying levels—in co-operatives. It is not surprising, given their positions, that

Co-operatives task force that had been struck following the First Triennial Congress in

Calgary.

The findings from the survey” represent roughly half the major co-operatives mak-

ad been in the workforce for at least ten years. For most, the bulk of their work ex-

ce was with the organization where they presently work. Almost all, then, had been

, ted from within.
ing up the membership of the Canadian Co-operative Association (eighteen of thirty-six). Women employees face some conditions similar to those faced by women who

Of the co-operatives that reported, women made up just over 30 percent of management, elected positions. The former’s concern with unclear promotional paths parallels the

but they were concentrated at the junior level and under-represented in senior manage- concerns with electoral processes. Women in both groups stressed the importance

ment. Positions that tended to be held by women only were concentrated in the lower half ranizational climate, and of support from families and key people in the organization.

of the salary grid, while the opposite was true for positions held by men only. This distribu-
tion was reflected in the finding that, overall, women’s salaries as a percentage of men’s Barriers to Success

was 77 percent’ among survey respondents. . .
Negative Climate
Fourteen co-operatives reported numbers of men and women who served as direc- ‘ ) . b
“One member of the executive started pursuing her . . . She remembers

tors and officers, representing a total of 157 board members. Of these, thirty-one, or 19.7 being grabbed under the table at meetings.”

percent, were women. Of the co-operatives that reported, women tended to be better rep-

One woman noted that, especially in her field, which is a nontraditional area for
resented in organizations that identified themselves as service co-operatives. L o .
5 P n, 2 woman has to be especially tenacious in establishing her credibility. By virtue of
The statistics that were provided last night are much more current than those pro- . . .
P & P part of what is still a relatively new phenomenon, a woman in senior management is
vided by our study, which was conducted in 1993. The information gathered through the .
itably visible in a way her male peers are not.
in-depth interview portion of our study, however, remains ertinent. For the remainder . . :
P P 4 ’ P Some women feel strong resistance when they raise questions about sexism, sexual

of my presentation I will summarize what we learned through our research, which fo- _nient and gender-neutral language. This resistance pressures them to curb the

cussed on uncovering both hindrances and helps to moving women into decision-making t to which they speak out. Others find their work styles do not fit with hierarchical,

positions in co-operatives, both at the elected and the managerial level. ucratic structures, and adversarial approaches to labour relations.

The recommendations generated by our research suggest ways co-operatives can To address issues related to a “chilly climate” in the workplace, co-operatives and

unions should:
present today is only a sampling of the many issues raised and of the associated recom- * establish a clear policy to deal with instances of sexual harassment, and

break down the barriers and build on the successes the project identified. What I will

mendations made. communicate the policy to all elected officials and staff;
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* institute regular reviews (interviews with employees, hearings, avenues for
anonymous registration of concern) to monitor and evaluate the organiza-
tional climate in light of the following questions:

* Do employee groups at all levels reflect the constituency the organization
hopes to serve? Does the organization define its constituency as one that
reflects the diversity of the Canadian population? Is it normal, not excep-
tional, to see women in leadership positions?

* Are provisions such as flexible hours and cross-training consistently avail-
able throughout the organization, or only in areas where supervisors sup-
port change?

*  Are newly promoted women watched more closely than newly promoted
men by their peers and by management?

*  Are work methods and corporate structure styled after adversarial or col-
laborative models?

Unclear Career Paths

“The way people advance here traditionally is almost biased for the tradi-
tional male. They are the ones with the type of experience that counts for
promotion. But cross-functional training is beginning here.”

Since experience across a variety of work areas is increasingly seen as a prerequisite
for promotion, opportunity to train across functional areas is crucial. At the same time,
inherited assumptions about the skills required for promotion to a particular position
should be examined. When criteria are re-thought to ensure that the appropriate skills,
properly weighted, are the basis for assessment, the result may be an expanded or differ-
ent pool of candidates for promotion.

It is critical to: ‘

*  monitor differences in wages between areas where women achieve manage-
ment positions and areas where they do not, to determine if management posi-
tions held by women are less valued,;

* establish avenues for cross-training and advancement from the functional
areas where the greatest number of female employees begin their careers—
for example, in clerical or cashier positions;

*  assess the prerequisites for promotion to specific positions to determine areas

in which they are limiting themselves to a male-only pool of candidates for
promotion.

— who is driving the bus?

Health, Stress, Workload, and Family

«She has worked weekends and nights without complaining . . . Her health
is now deteriorating, and her body is warning her that it is under strain. She
has no children and is not married yet, so it is easy to be married to her job.”

The increased stress and workload that accompany promotion lead to a two-dimen-
nal struggle for balance. One challenge is to juggle the commitments of the job; the
ther is to balance the job with life outside the office. Given heavy workloads and the still-
trong societal pattern that leaves women bearing the greater share of domestic work and
\ild and elder care, senior positions can become unmanageable for some. As responsibili-
es in the home come to be shared more equally, policies that accommodate workers’
ixltiple responsibilities will aid both women and men. At the same time, such policies

can increase the likelihood that men will take on a larger share of the domestic load.

To address issues affecting the balance between work and home, co-operatives and

redit unions should:
.+ audit their organization’s effect on health, family, and community:

+ Are workloads such that all employees can achieve a reasonable balance
between work, personal life, and responsibilities to family and community?
Does policy grant flexibility for women and men to take family sick leave,
and to rearrange hours of work to meet family responsibilities?

Coping Strategies

“Her opinion is that if a person feels all she has time for is work, then she

will be totally consumed, and will not do a good job.”

Whether or not they have family responsibilities, research participants have had to
find ways to deal with the heavy time commitment their jobs demand. Most would rather
be at the office making sure everything is getting done than worrying about what will fall
through the cracks. This limited frame of choice between peace of mind about the job and
time away from the job is what characterizes a heavy workload. Coping strategies involve
taking the initiative to define the job and limit the hours, and calling on other resources to

distribute the load. One respondent originally took her job with the understanding that she
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would work a four-day week. While this limited work week lasted only a few months, the
fact that she had stressed the importance of containing her hours from the beginning
meant she was in a better position to say no to heavy overtime. Another woman who does
not believe in working every night and weekend limits her hours accordingly.

A section of the survey on workplace climate touched on how people deal with
unacceptable behaviour. Some say it is important to choose their battles, and often they
elect not to respoﬁd to sexist jokes or language. Others say it is not that a woman can’t
say anything, but the way she says it is important. One woman points out inappropriate
language immediately, but takes care to word her comment in such a way that it will be
treated thoughtfully. As a supervisor who has responsibility to address issues of harass-
ment and sexism among workers, another woman Jjudges that she has the best chance of

“getting through” to the person responsible if she addresses the situation with that person

in the privacy of her office.

Moving Forward
Positive Climate

“Over the years, things have changed. Different CEOs mean changes within

an organization. Depending on who is running the ship, there are changes
in attitudes toward women.”

The attitudes of co-workers and management affect both the daily experience and
the long-term success of female employees. A climate that accepts women in decision-
making positions can be brought about only with the commitment of senior management.
Research participants gave examples of how acceptance, encouragement, a sense of be-
longing, and flexibility in hours create a supportive climate.

To improve the climate of the workplace, senior management must:

*+ demonstrate a clear commitment to identifying and dealing with barriers

to under-represented groups through practice and policy;

* address negative peer group attitudes through leadership, example, and
commitment to appropriate training programs;

*  allow flexibility in determining employees’ hours of work.

22
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Encouragement and Recognition

“She has had informal sponsors who gave advice, put in a good word
for her, may have helped pave the way. That came about because she
was willing to put herself forward.”

Research participants recognized the role that supportive managers and supervisors
layed, either through direct encouragement or through seeing an employee’s potential
| d giving her the opportunity to take on challenges and show initiative. Encouragement

and recognition are the responsibility of management and supervisory staff, who should:
demonstrate confidence in women employees;

assist employees in identifying opportunities to take on new challenges and
expand the scope of their positions;

support employees in meeting these new challenges with appropriate training,

release time, teamwork, and resources.

Models and Mentors

“The fact that women are in senior positions in the sector means both
that they are role models and is proof of the sector’s ability to promote

and accept women.”

From the earliest stages of her career, it is important for a woman to see other
women in senior roles. Mentorship often occurs informally, though a formal mentorship
program creates opportunities for a greater number of female employees to take advan-
tage of mentor relationships.

Employers in co-operatives and credit unions can facilitate mentor relationships in

the following ways:

* establishing, or providing access to, training programs that help employees
both to choose mentors and to be effective mentors;
establishing panels of senior employees with whom others can meet and from
whom they can learn as a group;
matching new women employees with senior women employees in mentor
pairs; N
establishing procedures for employees who wish to terminate their participa-

tion or switch to a new mentor.
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Opportunity

“It is important that there be a path, and that people can see the path working.”

Promotion procedures should be clear, and flexible enough that employees with
initiative have room to expand their jobs and responsibilities. A visible path to promotion
lowers the chance that informal mechanisms that disadvantage some groups will continue
to operate. Flexibility is important, since some jobs evolve during a person’s tenure as the
organization grows, affording the incumbent the opportunity to grow with the job.

Co-operatives and credit unions should:

*  where appropriate, accommodate employees’ initiatives to expand the scope

of their positions, and support employees in meeting their new challenges
with appropriate training, release time, teamwork, and resources;

* ensure open recruitment channels for women to pursue nontraditional jobs,

and establish appropriate guidelines for advertising jobs and conducting
interviews;

* desegregate traditionally male and female career paths through appropriate

training across functional areas.

Training

“The training has been in product knowledge, interpersonal relations and
academic areas, and has made her admire the training department and its
holistic approach. She can even think of specific courses that have changed
her whole perspective on life.”

Survey respondents emphasized that employees need information about opportuni-
ties and their eligibility for training. People cannot identify appropriate development pro-
grams if they are not aware of the possibilities. Opportunities for cross-training on the job
in a variety of areas, with release time to take advantage of such training, have been cru-
cial for some research participants. Decisions about training should not be in the hands
of supervisors alone.

It is important, therefore, that employers:

*  publicize training programs so that all staff can identify possible oppor-
tunities, including training events outside the organization, such as

24 -

— who is driving the bus?

“Women in Management” seminars, where women can share their concerns
and approaches with other women;

+ go beyond just granting the opportunity for training—encouragement is
critical;

« establish training opportunities for part-time staff;

- recognize the limitations of a women-only approach, and develop training
programs that address equity issues with all staff.

Women as Elected Officials

Barriers to Participation

Political Process Concerns

“There was a lot of politics involved with the election when she ran, and she
had not anticipated this.”

Anxiety is a large part of both seeking and holding office. Elections can be gruelling
contests, and the information members have on which to base their choice in large éo—
operatives is typically rather thin. Elections tend to favour incumbents, if only because
they are more familiar to the membership. Once a board member is elected, though,
there can be a negative change in the way people treat her or him. A “we/they” division
often develops between board and membership.

To improve the democratic climate of the organization, it is recommended that

co-operatives:

+  institute regular reviews to monitor and evaluate the organization’s political
climate. These should include public hearings as well as interviews with mem-
bers and elected officials. In addition, there should be appropriate avenues
for those who wish to register certain concerns but remain anonymous. These
reviews should be conducted in light of the following questions:

+  Are elections characterized more by negativity than by a climate of oppor-
tunity for candidates to offer their skills to the membership?

- Do members have adequate and appropriate information on which to
base their choices among the candidates?

+ Do the actions of the board and staff, as well as member orientation
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programs, work to eliminate divisions between the board and
members?

* Do the board and its committees reflect the constituency they hope
to serve? Does the organization define its constituency as one that
reflects the diversity of the Canadian population?

Negative Climate

“When she first joined the board, on occasions when the secretary was
not present, other board members would say something like, ‘You’ll
do the minutes, won’t you?’ There is that perception that it is a female
role.”

Co-operative leaders need to ask themselves if their board and delegate body create
a climate that turns away women or members of other under-represented groups. Signs of
a negative climate include the exclusion of women from the more prestigious committees
or offices on the board, a perception among board members that the recording role is ap-
propriately filled by a woman, resistance to gender-neutral language, and the assumption
that the lone woman at the table somehow represents all women.

To address issues related to a “chilly climate,” co-operatives should:

*  establish unambiguous policies to deal with instances of sexual
harassment, and communicate that policy clearly to all elected
officials and staff;

* incorporate discussions of gender and climate issues in board training
programs, and point up the importance to the board of people with
varied backgrounds and leadership styles;

* adopt communications policies that include guidelines on the use of
inclusive language and non-sexist communication;

* institute regular reviews to monitor and evaluate the climate for elected
officials in light of the following questions:

* Are women, by design, tradition, or perception of their abilities,
excluded from certain offices on the board? Are they expected to fill
gender-stereotyped roles on the board?

* Do women on the board need to work harder than men to establish
their credibility?

* Is the burden of advocating for women employees and members, and
for inclusive language carried solcly by female board members?
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Weight of the Role

“There is a minimum of time a board member can spend, and the
maximum time a person could spend would be unlimited.”

The stresses of elected office include legal responsibilities, dealing with divisive
issues and unclear roles, physical fatigue, and time. Co-operatives can help those who
serve as elected officials—women and men alike—meet their responsibilities to their
families and communities with policies that make commitment to the co-operative
possible.

For women, the stress of an elected position can be compounded by the loneliness
of being the only woman—or one of a very few women—in that position, and by the sense
of being marked as different because they sound different, look different, and dress differ-
ently from their male counterparts. To be seen as different is to be more closely watched.
Some survey respondents were keenly aware of having to prove their credibility to an
extent not required of their male colleagues.

Often, when women leave co-op boards after a single term, the male members

shake their heads in wonderment. Perhaps there would be a better understanding if the

co-operatives:

+ conducted exit interviews with female board members to learn of barriers the
woman encountered while serving on the board—or indeed, supports she
found particularly helpful to her;

» ensured that elected roles are characterized by reasonable workloads and
flexibility, such that people who have family responsibilities and those who
work in jobs with low flexibility can participate.

Coping Strategies

Many of the study participants had developed their own coping strategies for deal-
ing with the stresses associated with these issues. Their creative approaches do not, how-

ever, diminish the need for co-operatives to address the causes of the stress these women
experience. The fact that certain women have learned to cope with the difficulties they

€ncounter as elected officials does not mean co-operatives can afford to ignore those diffi-
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culties. This is particularly true in light of the fact that some of the participants have at
times found that the only way they can cope with certain issues is to remain silent. The
fact that, on some co-operative boards, women have less access to influential board and
committee positions is unacceptable. Co-operatives need to consider all the factors at play

in excluding candidates from under-represented groups.

Moving Forward

I do not wish to leave the impression that co-operatives are not developing any
positive initiatives to increase women’s participation. The women who took part in our

study were able to provide many examples of actions that helped them move forward in

the organization.

Base of Experience

“[The member relations committee] is a training ground for future directors
to learn about the co-op and about working in the democratic structure.”

Various training grounds exist from which people later move to positions as dele-
gates or board members. Women emphasized several ways in which early experience
equipped them for their present positions, allowing them to develop a profile among the
membership, observe how others fulfilled their leadership roles (and to envision them-
selves in the same positions), prepare for the politics of elected bodies, and become fami-
liar with the organization, thus reducing the intimidation faétor associated with holding

elected office.

Itis important that co-operatives:

* communicate, through public documents and personal behaviour, a recogni-
tion of the value and relevance of previous experience, including experience
traditionally associated with women’s lives, which candidates bring to elected
roles;

* actively recruit members of under-represented groups to committees and
to the board, and encourage people to prepare for elected roles through
committee membership;

* identify avenues whereby members can develop a visible profile, and encour-
age candidates from under-represented groups to take advantage of them.
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Examples would include committee positions, community and other special
projects, and member relations initiatives that link the organization more
closely with under-represented groups;

support committee members in their roles by establishing clear terms of refer-
ence and by having past members orient new ones to their responsibilities;
offer self-development workshops to help people prepare to take on public
roles. At the same time, organizations must recognize that their own relevance
to people’s needs, coupled with a climate of support, will do more to establish
equity than personal development for any number of individuals from under-

represented groups.

Philosophical Fit

“One of the benefits of being a board member is being able to work with
people who are co-op minded, but also with people who are willing to give

their time to a cause.”

Elected officials draw support from knowing they are involved in an organization

. . ,
whose goals are consistent with their own. It was clear from our participants’ comments

that co-operatives would benefit from:

working to address members’ perceptions of the organization overall through
orientation and communication. Be clear about the co-operatives’ profile, its

services and its relevance;

publicizing elected positions as avenues through which people can contribute
to their community; .
identifying and publicizing ways in which co-operatives make a difference in

people’s lives.

Learning as a Benefit of the Role

“It has been like taking a master’s degree in board relations.”

The learning, both formal and informal, that accompanies the responsibility of
elected office not only enables people to serve properly, but it is a personal benefit as
well. It ranges from financial management to leadership techniques, group dynarnics,

and heightened self-confidence. To attract new recruits, co-operatives should:

publicize the opportunities an elected position presents for people to learn
new skills and broaden their networks;
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+  offer training programs that deal not only with the specific organization, but
places it within the larger co-operative and credit union movement;

*  have senior staff sit down with the board and “walk” members through their
functional areas;

» clarify board and management roles through training, communication, and
clear terms of reference.

Sources of Support

“It is nice when there are two women present because she doesn’t have
to be the one to bring something up every time.”

There were many instances where participants were not optimistic about the cli-
mate of support for women in their organizations as a whole, but most could identify key
individuals on staff and on the board who recruit women and/or help create a climate that
supports them. Important support comes from personal contact with committed women
and men who are active locally, regionally, and nationally in the co-operative movement,
and from other women who can acquaint new board members with how things are done.
Support from family members and employers is critical, especially for those who feel
additional pressﬁre because of less flexible work or home lives.

Co-operatives need to:

+  show leadership at the senior level to create a climate of support for women
in management and supervisory positions. The more women there are in
decision-making positions, the more encouraged other women will be to
seek election;

* establish avenues for members and elected officials to communicate with like-
minded individuals in co-operatives beyond the local level. This can happen
through sector meetings, attendance at co-operative forums, and regional and
national training events, committees, and task forces;

*  cover expenses for child care and elder care so that board members will be
free to attend meetings or training events.

Further Actions

“If women are introduced to committee work in such a way that they feel
supported in learning the role, then they will learn to feel capable. We can’t
put women in positions where we are setting them up to fail.”
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We asked our participants what further actions co-operatives could take to work
toward equity. It is clear that, if a board or a delegate body is to reflect the make-up of the
overall membership, the organization has to work to show its relevance to that member-
ship. A co-operative must attend to members’ perceptions of the organization. A feeling
of ownership and relevance is a prerequisite to involvement. One participant stressed

the importance of good member orientation erm the outset. This, she said, will help to
diminish the sense‘ that there is a “we/they” division between the membership and elected
officials. People need to sense from the beginning that the co-operative is their own orga-
nization. Those who do are more likely to be active members.

Some of the research participants were recruited to run for elected positions by
people who were concerned that women were not represented in their organizations’s
governance structures. Some of these women are now actively encouraging others to
participate. One suggested that local co-ops start at their level to make sure women are
represented on every committee.

Since committee work and local board involvement are common feeder routes to
more influential elected positions, it is important that women be supported in these roles.
One member of a local board was anxious the first time she was asked to chair a com-
mittee because there was no definition of the role. She asked the previous committee
chair to attend the first meeting to help her learn. Her local board now has terms of
reference in place for all committees.

It is inaccurate to say that women as a group lack the confidence or the experience
that makes good elected officials. Efforts to involve women in elected roles, however,
need to allow for the fact that, because of the traditional roles assigned to women in home
and community, many have learned not to recognize their experience as relevant. Al-
though a public role is not uncomfortable for some, many women and men who take on
elected roles are uneasy with public speaking and with pressing their points in meetings.
Workshops geared to self-development in these areas can be especially important to
women because of the different social reinforcements males and females experience from
infancy on.

Assertiveness training and self-development workshops have their place, but ease in
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a public role cannot be achieved in a day or a week. At best, workshops are steps toward
empowerment. Assertiveness and confidence alone do not guarantee a say in decisions. It
is more important for organizations to work toward a climate of support for women over
time. One research participant suggested that co-operatives should hold workshops at an-
nual meetings to discuss women'’s issues, allowing women to expand the agenda to other
issues, such as whether the co-operative meets their needs and whether it does so in such a

way that women can feel they are part of the organization.

The Role of Larger Co-operatives

It would be naive to assume that change across the co-operative system will occur
without leadership from the system’s largest and most influential organizations. Regional,
national, and international co-operatives have the opportunity to encourage and support
meaningful, sustainable equity initiatives.

Leadership among larger organizations implies a commitment to change. Co-
operatives are exposed to “the current prevailing rules of thought and operations” in

the business and social environment. “They are, however, at the same time, agentsof ...

. . . 10
economic and social transformation ... ”

In order to encourage co-operatives that may be unwilling or unable to
undertake equity initiatives in isolation, regional, national, and international co-
operatives should:

*  show leadership both in initiating efforts and in encouraging and

supporting those made by smaller organizations to address equity
issues for under-represented groups in management, staff, and
democratic bodies. Examples would include providing staff and/or
speakers, sponsoring workshops, training workshop facilitators, and
ensuring that equity issues appear on the agendas of conferences where
co-operative representatives meet;

*  establish clearing houses to collect, develop, and disseminate material that
will support equity initiatives. Examples of this would include modelling
family-friendly policies, communications policies that use inclusive language
and are sensitive to gender and race bias, step-by-step guides for establishing
equity programs, and workshop resource material.
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Move to the Front of the Bus—and Drive

As organizations with both democratic and staff structures, co-operatives have the
opportunity to address balance and fairness not only among employee groups, but also
among elected officials who serve on committees and boards. Potentially, co-operatives
can serve as models for other organizations that depend on democratic structures.

To the extent that gender balance can be successfully addressed, co-operatives
offer women avenues of influence in a host of areas that define our lives. As active owner-
members, and as staff in decision-making positions, women can influence corporate
policies, trade and commerce, levels and types of service, and employment practices in
a variety of sectors, including finance, health care, food and hardware, insurance, hous-
ing, child care, and agriculture.

To address equitable representation in democratic and staff structures is right
and proper in itself. But it is more than that. When co-operatives deal with issues of
equity, they address questions that have to do with how co-operative organizations “do
demoéracy,” and how they do business. There is—and there ought to be—an expectation
among members of co-operétives that, as democratic organizations, they will strive to

achieve equity for all members and employees.

Addressing the status of women in co-operatives does not result in just identifying
a set of “women’s issues,” but rather, ways of thinking about a range of issues vital to co-
operatives and their placemént in the economy and the community. In other words,
thinking about equity for women in democratic and management structures is one of a
number of “ways in” to thinking about the relevance and effectiveness of co-operatives in
general. It is also a way to begin considering barriers that affect all under-represented

groups.

Notes

1. Maria Flena Chavez quoting Emmy Freundlich, President, International Co-operative Wo'men’f
Guild, 1921, in “Women and the Co-operative Movement,” ICA Centennial Congress Special Edi-
tion, 1995.

2. These strategies were employed by the Saskatchewan Co-operative Women’s Guild, as discussed
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by Lou Hammond Ketilson in “The Scarcity of Women in Management in Co-operatives,”
presented to the Annual Meeting of the Canadian Association for Studies in Co-operation,
Charlottetown, PEIL June 1992

3. AM. O’Connor, quoting from speeches and reports made to the Fourth World Conference
on Women, Beijing, in “In Search of Dignity: Democratic Rights Still Elude Women,” The
StarPhoenix, November 1995,

4. There are many references that could provide support for this statement. Two that provide
examples from both developed and developing countries include: K. Rose, “Women’s Co-
operatives: A Lever for Change,” in Where Women Are Leaders: The SEWA Movement in India
(London: ZED Books, 1992), and J. DeGrass, “Influence Not Power—Women Working Co-
operatively,” 1988 recipient of the Co-operative Business Article Award sponsored by the
Canadian Co-operative Association.

5. J. DeGrass, “Influence Not Power—Women Working Co-operatively,” 1988 recipient of the
Co-operative Business Article Award sponsored by the Canadian Co-operative Association.

6. Ibid. -

7. Anthony Scoggins, “Coady trainers avoid using a women-only approach,” in Beyond Barriers
(World Council of Credit Unions), Issue 3, May 1993, p. 3.

8. This paper references the results of a study carried out by the Centre for the Study of Co-
operatives, University of Saskatchewan. The broad aim of the project was to uncover and
document helps and hindrances women have encountered in their experience as elected
officials and as employees in decision-making positions in co-operatives.

Individuals in staff and elected positions in five co-operatives located in various regions of
Canada participated in this research. The co-operatives include first-tier or primary co-oper-
atives as well as federations, associations, or centrals. They include Co-op Adantic, Co-operative
Housing Association of Ontario, Saskatchewan Wheat Pool, Calgary Co-operative Association,
and VanCity Savings and Credit Union. These organizations operate in the retail, financial,
housing, and agricultural sectors.

A survey of all members of the Canadian Co-operative Association, the CCA itself, and each
case study co-operative, was conducted to develop baseline data on women’s participation as
elected officials and employees. A complete copy of this study is available from the Centre for
the Study of Co-operatives, University of Saskatchewan, Saskatoon, SK, Canada, S7N 5B8, under
the title “Research for Action: Women in Co-operatives” by Leona Theis and Lou Hammond
Ketilson.

9. Statistics Canada 1991 indicated that full-year, full-time female employees earned an average of
67.7 percent of the amount that full-year, full-time men earned.
10. Marie Claire Malo, “Customers or Activists?” in June Bold and Lou Hammond Ketilson, eds.,

Empowerment Through Co-operatives: Selected Papers from the 1990 Meetings of the CASC (Saskatoon:
Centre for the Study of Co-operatives, 1991), p-78.

Strategies for Change

WENDY MANSON

National Farmers’ Union

MANY OF US WORK IN ORGANIZATIONS THAT ARE

interested in women’s participation because we are interested in the

equality of women and their right to participate. But we also accept and welcome that the
experience of women has the potential to change the message of the organization itself.
count the National Farmers Union as one of these, and am pleased to be able to share our
experience with you. - -

The experience of the early “progressives” was that women made important contri-
butions to the movement, but they were hard to engage, hard to keep active over time,
and they faced many barriers unique to their gender. They learned something from these
early experiences. Organizations needed to be intentional, persistent, and supportive if
they wished to have and benefit from the participation of women. Our subsequent experi-
ence has continued to support this wisdom. So today I will tell you that, in my experience,
the key elements are (1) an affirmative action constitution; (2) an ongoing, evolving pro-
gram; and (3) some strategic, concrete support.

I'm going to describe these elements in a fairly concrete and detailed way because

I'm assuming that that’s what would be most helpful to people here.
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The Organization Needs to Be Intentional

An affirmative action constitution has been an essential tool in the NFU, but its
value is primarily enabling.

To its credit, the farm union movement that followed the progressives took affir-

mative action to deal with the barriers the progressives had identified. In its 1970 constity.

tion, the NFU included elected women’s positions at every level except the local level. The
constitution does not require that a womnan hold the position, and infrequently a man has
held one of these positions. It is, perhaps, the nature of organizational politics that at least

some of those men were opposed to the positions themselves. The constitution was amen-

ded in 1990 to include a woman and a youth at the local board level.

In our work nationally and intemationally, we have seen organizations that have

women’s representation at the upper level only, a women’s representative, or organiza-

tions that periodically encourage women without making any structural adjustments to

the organization. These models seem to have greater difficulty in producing and maintain-
ing broad participation.

We have also had the opportunity to observe the experience of “farm women’s”
organizations—a model that has had difficulty sustaining itself and finding a place in the

“sectoral loop.”

The Organization Needs to Be Persistent

Along-term program that relates both to women’s equality and the broader issues

of the organization is needed to “go ahead.”

Once enabled by the constitution, women worked hard on issues of gender as well
as issues of priority for the entire organization. The constitution alone would not have pro-

duced success: that is, an agenda that evolved and continued to be progressive in the area

of women’s issues, the active participation of women at all levels, and finally,

women in
formal leadership positions in significant numbers.
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The work to involve women in the NFU has been very dynamic. Depending on the
e

i i it has focussed on:
hip and the times, 1 . a
. pquantifying the work of farm women in the late seventies;
fair distribution of matrimonial property in the early eighties;
child care and the farm crisis in the late eighties;

women and international trade in the nineties.

. . . av:

At the same time, these same women have been involved in the key issues of the day
L4 s A

the development of marketing boards;

the fight for retention of transportation regulations;

all the issues that arose out of the farm crisis; and, more recently,

the questions for farmers around trade.

As 1 prepared my presentation, I observed that the tasks represented b?' these t::lo
lists have often involved analyzing and exploring different facets of the .same issue at the ,
same time. This is important, for it helps us understand what I said earlier about wom'en ]
participation affecting the organizational message. It seems likely that the' final analysmizc;f
the organization, the organizational priorities themselves, and the strategies the organ
tion employs must in some way be a product of both processes. o B
The priorities identified in the “women’s” program, the priorities 1derft1ﬁed y .
organization as a whole, and the organizational maintegance work all resulf in an (:)rg:u:
tional “triple day” for women. Frankly, I don’t think there is any way to avoid this, but1

certainly leads me to my next point.

The Organization Needs to Be Supportive

Support mechanisms provide the “little bit of fuel” needed to help the “go ahead

happen. The organization needs to: . .
i o)
+ provide some money and some staff time. As well as the salaries paut;il ttaﬁ.
i eds

elected officials, we've budgeted money for matching grants, allc.)ttd s
time to grant applications and educational work and, at times, hired staf
women’s projects; .

iti ? at mat-
provide opportunities to develop a “critical mass through meeungsthth o

i woIn
ter, activities we value, and a chance to learn from and do things wi
b
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leaders we admire. Given the lives of most women, this is difficult, and the

specific focus of these activities is constantly changing, as are the strategies. Women Have Benefited

We’ve participated in international delegations and national meetings with

other organizations as well as our own regional and national women’s meet- Women whose interests were always primarily sectoral were able to be elected as

ings; we've written books, produced radio programs, done quantitative stud- s directors or on regional women’s advisory boards and then move into areas in

men

ies, and learned to line dance; ich they had more interest. Similarly, women who wanted to advance the rights of

+ provide free, convenient, and good child care during meetings and conven-

;men found concrete support, a place to work in their sector, and an opportunity to ad-

_ce the issues beyond their sector. Our women have an impact on both gender and-

tions—every time, all the time, no matter what.

And even after all this,
ctoral issues across the country and internationally.

Results Take a Long Time and Easily Go Missing '
Recommendation

When push comes to shove (and it does), our women leaders have had to defend , o . ..
In conclusion, my recommendation is that still, after all these years, organizations
and promote the constitution and the program. We still look over committees for gender ) .
to be intentional, persistent, and supportive.
balance, and work hard to make them that way. We are always scanning our base for

women to involve, for we quickly lose female participation in women’s programs, grant
money, and critical mass if there is a gap in filling women’s positions, or a weak leader.

However, when one adds up the score, there has been measurable progress over time.

Benefits

We have, in the NFU, always benefited from the participation of women, but in

recent times, our years of endeavour have produced a new level of results:
 awoman achieved the position of vice-president of the organization, and, as
most of you know, a woman presently holds the position of president;

*  our statistics are better than any other farm organization in the country for
women holding elected positions in the top ranks of the organization.

These women were recognized for their knowledge and their leadership abilities.

There is wide variance in how each came to her position of leadership, but in each case:
+  part of their success is owing to the fact that women’s positions have been
described constitutionally;
+ they had opportunities to enhance their expertise in areas of key concern to
their organization and their sector; and
+ they developed a base of support through the work of the “triple day” in the
organization.
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- The committee met two or three times a year to examine why there were no women
at the board tables and try to discover what obstacles were preventing them from getting
involved. After identifying some of the barriers women encountered when they attempted

to participate in the Co-operative Retailing System (CRS), solutions were developed and

communicated to the districts. Each committee member personally addressed her own

district at consecutive annual meetings. }

Support and Defend

During the final year of the committee’s mandate, there was an opening on the FCL
board in the BC region. One of our committee members, Teddy Smith, ran for the posi-

ALICE BROWN tion. She was elected to District B18, the first woman director on the board of FCL—after

. . Do fifty-five years. Two of the other committee members were subsequently elected to FCL
Director, Calgary Co-operative Association

boards as well: Alice Brown and Laura Vance. During this time, Laura and I also served

on the resolutions committee for FCL. Laura chaired the resolutions committee, and I was
elected to chair FCL’s annual meeting.

So, we think our committee raised awareness in the male members’ minds that

MY EXPERIENCE AS A WOMAN IN CO-OPERATIVES HAS

given me a sense of accomplishment, development opportunities, women were noticeable by their absence, and should be considered for more than just

and just a whole lot of fun. Specifically, I will tell you about three strategies that increased serving coffee and taking minutes at co-op meetings. Wayne Thompson, CEO of FCL, has

the awaren icipati isi i i . . a . . .
v ess and participation of women at the decision tables in Canadian co-oper told me on several occasions that there are perceptible improvements in retail operations

atives; then I will give you some personal strategies and opinions that I have found useful when a woman is elected to the board. Image, standards, service, and sales all improve be-

In my co-Op career. cause of her input and expectations.

In the late 1970s, the International Co-operative Alliance passed a resolution at their My next experience was at Calgary Co-operative. Because of the formation of the

annual meeting to encourage more participation by women. The Canadian Co-operative FCL women’s participation committee, Calgary looked at their situation and realized that

Association (CCA) examined the ICA resolution and looked around the room. There were they were short of feminine participation at their decision tables, too. Calgary established

no women on their board. This made FCL aware that there were no women on their ~ acommittee with our one woman board member, Betty Pedersen, as chair. Betty, a long-

board, either, and very few women on boards at the retail level. time activist for women in agriculture and co-ops, became my personal mentor. As chair

FCL established a committee to investigate why women were not present and how of the FCL committee, I was appointed to the Calgary committee as well.

they could be encouraged to become involved. They appointed one woman from each of This committee found some interesting rationalizations as to why women could

the six regions, plus two board members—Stu Dyrland and Ed Klassen—and one support never be centre managers. One of the requirements in the progression to centre manager

staff, Deb Chobotuk. They covered all expenses incurred by the committee, plus, they was a tour on night stocking. The personnel department commented that women didn’t

gave the committee full support and created opportunities for them to meet with dele- like to be on night duty because of family obligations, but also because the night crew was

gates from each district at their annual meetings. not well supervised and tended to indulge in crude language and behaviour. This informa-
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tion led to the position of centre manager being re-examined. It was decided that night numbers were not surprising, nor were they higher than we expected. These numbers will

stocking was not a developmental experience for potential centre managers, and within be used as a benchmark for future progress.

three years our first woman centre manager, Linda Bymoen, was appointed. Interestingly, We did encounter opposition from some organizations, and a reluctance to share

she is from Swift Current. A pharmacist by profession, she did a tremendous job for us their statistics. I think they feared they would look especially bad in terms of gender partic-

and recently retired after fifteen years to pursue a career in real estate. ipation. Generally, male board members thought women were being treated equally, and

Another interesting bit of data they found at Calgary Co-op was that our staff was it was up to them to push their way in and step up if they wanted the jobs. Many men

50 percent women, but they were in jobs that never allowed for promotion through man- were completely naive as to the feelings of isolation, awkwardness, and general obstacles

agement levels. Because of our committee, these issues were identified, and we have since women encounter when they try to enter a male-dominated world. Once again, this seems

had three women centre managers out of fifteen. It’s still not 50 percent. It’s not represen- to be a generational attitude; the younger men were much more receptive.

tative of the general population. But it’s a step in the right direction. More important, we Looking at the CCA now, I can see where our task force helped raise awareness

have many more women in management positions throughout the company now, and among all the organizations, and initiated the changes in attitude that are necessary for

they will be ready for promotion in the next decade as senior managers retire. We re- women to be accepted. Women are now involved in policy and planning in our co-ops,

cently hired a woman for a senior executive position in human resources. Some day and we also have Women in Co-operatives Electronic Network (WICEN) for those on the

women will also be considered for CEOs in these co-ops. net. This conference is another example of steps in the right direction.

Since the beginning, Calgary has always had at least one woman on the board of Now for personal strategies. When I decided that I wanted to participate in co-oper-

directors; at present there are three. Women have served as second vice-chair and cor- atives, I asked a man to help me. Coincidentally, he was my husband. He served on a local

porate secretary; but never as chair at Calgary Co-op or Federated Co-operative boards. planning commission with Gordon Barker. I literally used the “old boys” network. After I

Calgary Co-op doesn’t keep statistics on the gender of annual meeting attendees, was appointed to the member relations committee at Calgary Co-op, I worked hard to be

but women’s participation is probably equal to that of men. Even so, many of the women good at my job and never turned down responsibility when it was offered. This created a

attending are disenfranchised. In order to vote or hold office, they must have their own reputation for being willing to do the scut work as well as accept some of the glory. Hours

number. Older women seem particularly reluctant to pay $1 at Calgary co-op to join and of meetings, committees, and volunteer activities—including blood banks and plant ex-

have their own voting number for the annual meeting. It seems to be a generational thing changes—were part of my life.

to let the man of the house take care of the politics of the organization while she just After you start your career path in.co-ops, look for opportunities to participate on

makes all the purchases. Every province varies in its Co-op Act as to membership, but in committees, task forces, conferences, and seminars. Take all the training that is available

every province it is possible for women to have numbers and fully participate. in the organization, and any outside work you think will help you improve. Don’t just take

The last experience I want to tell you about is my appointment and term on the co-op training. Most communities offer seminars for women to learn leadership skills. If

CCA Women in Co-operatives task force. Once again, Deb Chobotuk and I found our- your community doesn’t, get one organized. Also, find another activity besides co-ops in

selves working together. I was FCL’s representative, along with women from all the mem- which to participate. Many volunteer groups need good leaders. This allows you to de-

bers of CCA. We identified barriers to participation and undertook a survey to discover velop personally as well as get a different perspective on your co-op activities. My personal

the number of women participating in CCA member organizations at all levels. The choice was rural women’s issues.
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Work on developing a network of other women in co-ops. Always support and defeng
each other. Help women advance when and wherever possible. If a new position is being
discussed, always think of women candidates. It can get lonely in a male-dominated world.
You need to recruit women to join you.

It's a small thing, but symbolically very important, to have your chairman’s position
changed to a gender-neutral term. At both FCL and Calgary Co-op, we have finally suc-
ceeded in getting the title changed to “chair.” Believe it or not, it took over five years to
accomplish this, with some hostility in the beginning. Silly, huh? But important! By not
thinking of this position as always male, our daughters can actually believe that the job is
available to them. This is one of those attitude things that we aren’t really aware of cultur-
ally. It’s centuries-old brainwashing that we even do to ourselves.

Read some good books on gender language and the best way to present yourself as
a professional equal. Read some feminist books. You don’t have to agree with everything
they say, but they’ll give you a wider view of the situation. They also assure you that you
are not alone in your quest.

Dress equally well with men. Remember how they feel very proper when they wear
a tie. Most men on retail boards do not work in ties, so they’re dressed up when they put
one on. Another simple observation: learn to shake hands with everyone! Men like to
shake hands. Use your nurturing talents as well, but don’t let them become dependent
like husbands. If at all possible, I never take minutes when I am the only woman at a
meeting.

Find a woman mentor and confidant. You need someone you can trust to share
your disappointments, plans, and accomplishments. Your spouse is also a good source
of insight. After all, he knows how men think.

I could go on for hours telling you about the past twenty years and all the fun I've
had. Co-ops are a natural for women. Go to the meetings, get someone to nominate you
for committees and positions, and get involved. And while you’re doing all this, remem-
ber to have fun! There’s no better group of people to work with than people running

their own business. Co-operators.
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NITAL KUYEK

Vice-President, Member Relations Division
Saskatchewan Wheat Pool

ARTICIPATION IN THE SASKATCHEWAN WHEAT POOL’S

P

dominated. Pool activities such as local annual meetings, spring banquets, and member

committee, delegate, and director structures has historically been male-

development opportunities, however, have always attempted to involve the entire farm
family. In other cases, activities have been designed to meet the unique needs and inter-
ests of the members of the farm family—male or female, farm operators, farm women,
and youth. Also historically, the Saskatchewan Wheat Pool has attempted to promote the
involvement of women at all levels of the Pool’s democratic structure. An example of this

is the Task Force on the Involvement of Women in the Saskatchewan Wheat Pool, which
was completed in June 1991. The task force:

- analyzed social conditions and attitudes relating to the involvement of women
in Saskatchewan Wheat Pool’s democratic control and communications sys-

tems;
+ studied and recommended approaches to removing barriers; and

+ developed a five-year plan for involving women.

Its recommendations and plans have since served as both guides and objectives for the
Pool. Its vision can be summarized as follows:

Women’s participation in all levels of the Saskatchewan Wheat Pool’s democratic
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control and communications systems is representative of their involvement in agri-
cultural activities on the farm and of their interest in the policies affecting them.

The task force identified barriers that have traditionally blocked and continue

to affect the involvement of women in the Pool, including:

* lack of knowledge of the Saskatchewan Wheat Pool, the agricultural industry,
the opportunities for involvement in Saskatchewan Wheat Pool activities, and
the broader co-operative sector;

+ eligibility for committee and delegate elections;

+ time and competition for volunteer involveinent; and

+ the tradition of male dominance.

Recommendations

The following provides a brief summary of the task force’s key recommendations.

Women’s Interest in Participation

+ thata communications campaign be undertaken relative to Saskatchewan
Wheat Pool’s role as a major farm organization and the opportunities and

rewards of member involvement.

Structure

» that the Saskatchewan Wheat Pool continue to encourage participation by
women within the existing structure according to their interests and abilities;

+ that bylaws or regulations that are barriers to women in membership, voting,
or seeking elected roles be removed;

+ that information about the Saskatchewan Wheat Pool’s democratic structure,
processes, and opportunities for involvement be made widely available.

Image

+ the elimination of language or images in publications, presentations, pro-
grams, and advertising that create the perception that the Saskatchewan
Wheat Pool is uninterested in or inaccessible to women;

» the promotion of communications and information initiatives to portray
women as major contributors to agriculture, their communities, and the
provincial economy.

Organizational Support

+ that surveys continue to be used to gather information on the situation,
needs, and opinions of women;

+ that responsibility for monitoring and identifying barriers to women’s
participation be deliberately assigned to an individual or group;

+ that committees, districts, and the Member Relations Division include goals
for the involvement of women in their annual planning and budgeting;

+ that district level workshops be conducted for interested women for
* orientation to the Saskatchewan Wheat Pool, the agricultural industry,

and the co-operative sector;

+ leadership development; and
* agricultural and public policy development and advancement;

+ that centrally developed programs include information and discussion
about the involvement of women.

Vision and Leadership

+ that the board of directors and senior management provide support and
leadership toward the vision of the task force.

External Support

- that the Saskatchewan Wheat Pool maintain contact with other farm groups
and organizations for the purposes of sharing information and collaboration;

+ that the Saskatchewan Wheat Pool continue to support the activities of the
Canadian Co-operative Association and the Canadian Federation of Agri-
culture.

Member Relations Division

The Member Relations Division of the Saskatchewan Wheat Pool has several objec-

tives that relate to the involvement of women in key areas of responsibility, including:

+ to continuously improve the Pool’s democratic structure and processes;

+ to provide information and skill development to all members;

+ to attract members and their families to programs and activities, and
encourage their ongoing involvement with youth and minority groups.
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In the following, I will provide examples of opportunities, initiatives, and issues

relating to women’s involvement within our key areas of responsibility. Member Relations Division/Organizational Relations

Member Relations Division/Democratic Structure and Processes

Local Annual Meetings

*  With attendance ranging from 15,000 to 20,000, local annual meetings provide
an important opportunity for women'’s involvement in their local Pool. An (
ongoing challenge is to increase the number of women who stay beyond the
social portion for the business of the meeting.

Committees

- The Saskatchewan Wheat Pool currently has 438 committees with 4,933
members;

* 298 women are involved in these committees;

+ there are four women’s committees;

« Committee Renewal for the 21st Century has examined how women can
be involved more effectively and extensively.

Delegates
+ The first woman delegate was elected in 1981; since then, the number
of women delegates has ranged from one to six;

* the women delegates have an informal network for support and
information purposes.

Member Relations Division/Information and Development

*  The attractiveness of both local and centralized programs is critical to member
involvement overall, and specifically to women'’s involvement. This requires
commitment to both planning and action at the local, the district, and the cen-
tral levels.

*  The Farmers for the Future program is an example of participation lérgely by
farm couples and families. Participants are involved in program design.
Daycare is provided at regional and central levels.

Member Relations Division/Policy Development and Advancement

*  The challenge is to involve women overall, and to develop and advance poli-
cies of specific interest to women and the farm family.

+  Staff attitudes throughout the organization toward the involvement and role
of women have changed.

« Asnoted in the chart below, efforts have been made to increase the number
of women, especially women in nontraditional roles, in the staff component of
the Saskatchewan Wheat Pool.

Women Women in

nontraditional
roles
1987 13.2% 3.5%
1997 26.8% 11.1%

Member Relations Division/Co-operative, Industry, and Community Relations

« The Division provides external support to activities of the Canadian Co-
operative Association, the Canadian Federation of Agriculture, and the
Saskatchewan Women’s Agricultural Network.

Management

+ The involvement of women is an ongoing planning priority.
+ Three of ten of the management group are women.
« Four of the sixteen district representatives are women.

Lessons Learned

- Effective and extensive involvement of women is an ongoing challenge
both to the Saskatchewan Wheat Pool and co-operatives overall.

. Co—operaﬁves need plans, action, and leadership at all levels.

+ Dedicated resources within a co-operative enhance focus, progress, and

success.
As Chairman Mao said, “Women hold up half the sky.”

So get involved!




Women in the
Co-operative Movement

JANICE MACKINNON

Minister of Economic
and Co-operative Development
Government of Saskatchewan

HANK YOU FOR THAT KIND INTRODUCTION. I WOULD
T like to thank the organizers for allowing me this opportunity to speak to
you. This event is important for several reasons. It presents an opportunity for us to exam-
ine the role that women have played, and continue to play, in the co-operative movement.
It allows us to discuss the co-operative sector and what it means to this province. And last
but not least, it provides a chance to get to know our colleagues a little better.

The people of Saskatchewan have always known that the best way to accomplish
something is to work together. By coming together to work co-operatively, we have de-
veloped a dynamic sector that boasts shared principles of co-operation, community, and
compassion. However, it is important to acknowledge the many reasons behind the suc-
cess of co-operatives. One of the reasons has been the strong contributions made by the
women of this province. Women have always played a valuable role in Saskatchewan’s
co-operative movement. And, in turn, co-operatives have provided women with valuable
training opportunities and experience in business, governance, and politics.

Before my career in politics, I had the privilege of serving as president of the
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Saskatoon Co-op from 1986 to 1990. I know how important co-ops are in teaching good
management skills, and I've used these skills many times in my years as a member of
Cabinet. When I took on the position as president of the Saskatoon Co-op, it faced many
serious challenges, including financial ones. Many people pitched in to help, including
Federated Co-operatives and the members of the Saskatoon Co-op. We worked hard to
turn that situation around, and we were ultimately successful.

This experience proved invaluable when, as minister of finance, I took responsi-
bility for helping Saskatchewan dig itself out from under an enormous deficit. I drew on
lessons learned during my tenure with the co-op to help put the province’s financial house
back in order and eliminate that deficit.

Today there are many women assuming leadership roles in co-operatives across
thé province. They are achieving great things and receiving recognition for these achieve-
ments. However, let us not forget the women who helped pioneer the co-op movement in
the early part of the century. They weren’t making newspaper headlines back then, but
they were making headway in getting this movement off the ground. In the early years,
the role women played in the development of co-operatives was often a quiet one that
seldom received formal r-ecdgnition.

The work of forming co-operatives, conducting membership drives, and volun-
teering on co-operative committees: these are all examples of women’s contributions to
the growth of this sector over the decades. Gradually, more efforts were taken to ack-
nowledge these contributions. In recent years, the co-operaﬁve sector began recognizing
women more formally through awards. Let’s take a minute to acknowledge some of these
women’s achievements.

In 1981, Lorayne Janeson was awarded the Saskatchewan Co-operative Certificate of
Merit for her contributions to the development of the Foam Lake Co-operative Associa-
tion. Norma Lee received the Saskatchewan Co-operative Order of Merit in 1985 for her
work with the Co-operative Women'’s Guild and her support of the Macrorie and District
Co-op.

However, the bestknown example of outstanding achievement in co-operative de-

velopment is that of Violet McNaughton. Violet was instrumental in shaping co-operative
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action and social reform in this province. Few people realize today how significant she wag
to establishing a place for women within the fabric of the co-operative movement. In 1914,
the Saskatchewan Grain Growers Association became the first co-operative in the pro-
vince to allow women as members. Why did they make such a decision? Was it out of

the goodness of their hearts? Divine inspiration? No, it was the result of determined and
persistent lobbying by Violet McNaughton. Violet then became the first president of the
association’s new women’s section. She went on to obtain the association’s support in her
efforts to help women gain the right to vote. In 1925, she joined the staff of the Western
Producer as editor of the women’s section. Until her retirement in 1950, she provided a
voice for women on issues that affected them. And in 1934, She received the Order of the
British Empire. She was an example that you don’t have to be big to be mighty. A diminu-
tive five-foot-two, she was once summed up by a friend as follows: “She’s little but she’s
wise; she’s a terror for her size.” Thanks to people like Violet, with that type of spirit and
commitment, the co-operative sector continues to make an important contribution to
our province’s growth.

Currently, there are about fifteen hundred co-operatives operating in Saskatche-
wan, employing almost fifteen thousand people. More than twenty co-operatives ranked
in the Top 100 companies in Saskatchewan last year. That is what co-operatives are about:
people getting together to provide a service for themselves as well as for the community as
a whole. By working together, the people of Saskatchewan have shown the world that we
can make our economy grow and, at the same time, ensure that the benefits of this growth
are fairly and equally distributed.

The provincial government is committed to partnerships and to the principles of
co-operation. We have taken steps to strengthen support to the Co-operatives Directorate
in the department. We’ve restructured, and that is reflected in our name—Economic and
Co-operative Development—emphasizing our renewed commitment to the co-op sector. As
well, we have expanded our resources, including the addition of two co-operative develop-
ment specialists. We have taken these steps because government knows that, just as co-
operatives have played such an important role in the past, they will play an equally vital

role in our province’s future.
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I believe that co-ops can be one of our main instruments for change across Saskat-
chewan, especially in our rural communities. The role of women in co-ops as agents of
change will be crucial to the sector’s future success. More and more women will be
called upon to show leadership in helping this sector grow and prosper.

These challenges lie before us. And we will have to be innovative as well as co-
operative to meet them. But we’re good at that, both as women and as co-operators.

Ilook forward to working with each and every one of you in the future develop-

ment of co-operatives in Saskatchewan.
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Meadows Housing Co-op in Calgary. Laura was one of the panel presenters on the
topic “Practical Actions on Enhancing the Participation of Women in the Leadership and
Decision-Making in Co-operatives.” But before I speak more about this important confer-

ence, let me speak about the Canadian linkage development.

Linkage between Women in Co-ops in Canada and in Asia

Women in Leadership
and Decision-Making Roles
in Co-operatives

We in AWCF are interested to explore concrete linkage between women in co-ops
in Canada and women in co-ops in Asia. We foresee big opportunities for such a linkage

to materialize if we are willing to work at it. We foresee that such a linkage will benefit

both Canadian and Asian women, and the co-op movements in both regions.

An Asian Perspective Women in co-ops in Canada and in Asia share many common issues, and we believe

that, by linking together, we can support each other. For example, in most countries in

SALOM . - . . . .
E GANIBE Asia, women comprise a significant percentage of co-op memberships—highest in credit

Training and Education Co-ordinator unions and lowest in agricultural co-ops. They contribute significantly to the growth of co-

Asian Women in Co-operative Development Forum
ops, as savers, borrowers, and users of co-op services. In some Southeast Asian countries

particularly—such as the Philippines, Thailand, Malaysia, even Indonesia—there are a grow-
ing number of women co-op managers. However, the number of women members is not

HE A . . s . .
T SIAN WOMEN IN CO-OPERATIVE DEVELOPMENT matched by an equally large number in leadership and decision-making positions. From

Forum welcomes this opportunity to share with you what we are doing published statistics and from the presentation of Laura Vance during the regional confer-

in Asia. I would like i : P c . . . . .
to thank the Canadian Co-operative Association for inviting us to this ence, we learned that such a situation is true also in Canadian co-ops.

forum.
Many initiatives and actions have been undertaken in Canada that bring advantage

First, I w i i C e . . . .
» I would like to inform you that my presence and participation in this Regional to women in co-ops that we in Asia can learn from, and vice-versa. For example, the

w i i ; N :
omen in Co-operatives Forum is part of the Canadian linkage development component Canadian Co-operative Association’s survey on family-friendly policies, the results of

f j i : .
of a project we have with SEAGEP, the Southeast Asia Gender Equity Program of the Cana- which were published in 1991 in a booklet entitled “Family Friendly Co-ops in Canada,”

dian Int i .. . .
an International Development Agency (CIDA). The purpose of the project is to bring to and which have been distributed to 2 number of co-ops in Asia through CCA offices in

the fore the important r i i s . . )
P ole of women in decision-making in co-operatives; its main activity Asia and also AWCF, became a source of examples that Asian co-ops may consider to be-

has b t i i « . . .
een to hold a regional Asian conference on the theme “Women in Decision-Making come family-friendly as well. The material gave the AWCF the idea of documenting the

in Co-operatives.” . . . . ;
ways in which Asian co-ops are gender-responsive. The documentation of cases of gender-

The conference was held in the Philippines. Two Canadian women participated— responsive co-ops in the Philippines was published in 1995, and a handbook of Philippine

ura Vance from Federated Co-operatives Limited, and Carol Davis from Sarcee co-ops’ ways and efforts will be available this month. The documentation of innovative
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and radical approaches to raising awareness of gender issues in credit unions in Malaysia, society. To carry out its role and achieve its goal, AWCF takes a two-pronged approach:

and how the women and men in these credit unions can work together as partners to bring *  to transform and enable co-ops to become vehicles for gender equity and

about gender equality, is currently being undertaken. From these efforts, co-ops in Can- equality;
* to enable women in co-ops to advocate change in and through co-ops for their
ada can learn from co-ops in Asia. benefit

I'would also like to mention that the Centre for the Study of Co-operative’s publica- These approaches reflect AWCF’s beliefs that:

tion titled Research for Action: Women in Co-operatives has given interesting information and + there are gender inequities in co-ops;

insight into the issues that beset Canadian women in becoming directors of co-op boards. *  co-0ps, by their nature as people-based, democratically run and managed orga-

Many Asian co-operators, women and men alike, have benefited from the education and nizations, with a strong financial base pursuing social goals, have the infrastruc-
ture and are better positioned than other organizations to bring about gender

training they got from the Coady International Institute of Antigonish, Nova Scotia, both . .
equality and equity.

in Antigonish itself and in their own countries, where Coady offers short-term courses. . . . . o
We also believe that women must be in positions of power and decision-making in co-ops.

Many Canadian co-operators—elected leaders, members, managers, staff—have . ) .
Co-ops are enriched by women’s perspectives and styles.

visited co-ops in Asia. They came back with a more concrete and clearer perspective of the . .
P Y persp As aresource and advocacy body on gender and co-ops in Asia, AWCF provides ser-

political, economic, social, and cultural conditions of Asia as a whole and of Asian co-ops . ) . . .
vices in the area of gender integration and leadership development for women to its mem-

in particular. Similarly, there have been many co-op leaders from Asia who have come to . .
P 7 Y P bers, which are national co-op federations and social development agencies promoting

Canada for educational visits to co-ops, and I have learned that the Saskatchewan Wheat ) . ) .. ) .
co-operatives with a strong commitment to bringing about gender equality and equity.

Pool is a popular co-op federation to visit and emulate. The sad part of this story, how- . . - . o
Since 1994 it has also been providing services to nonmembers that are co-op organizations

ever, is that most of the participants in these visits were men. On the Asian side, the . ..
and to clients that are non-co-op institutions.

reason for this is that such opportunities are given to formal co-op leaders—those who . ) . )
The AWCF was set up in 1990 by four national co-op federations in Southeast Asia

are elected, especially those on boards. And as we all know, most formal leaders are men. . . .
for the purpose of addressing and integrating gender concerns in co-op structures, poli-

As we reflect more on linkage between women in co-ops in Canada and in Asia, we . . . . . .
& P ’ cies, programs, projects, and services. The CCA was instrumental in setting up the AWCF,

bly think of i i i . .
can probably think of more ways in which such linkage can be made more concrete. The as it was through conferences and discussions organized by the CCA that the idea of a col-

AWCF is interested in facilitating and co-ordinating such a linkage. We believe in people- . A , . .
laborative forum among co-ops in Asia to address women’s concerns and gender issues in

to-peopl tion. M tici ly i i ' . .
people connection. More women can participate only if the focus on women is there co-ops came about. This forum became the AWCF. The CCA, with financial support from

and opportunities are not left to mere probability. When co-op decisions are made mostly CIDA, provided funding for setting up AWCF in its first year and the next two years there-

b ¢ f ties. . i . . '
y men, women get few opportunities. I hope the idea of women-to-women in Canadian after. The close connection between CCA and AWCF explains why all AWCF members are

and Asian co-ops can be addressed in this important forum. partners of CCA in Asia. These members are: the National Confederation of Co-oper-
atives in the Philippines (NATCCO), the Credit Union League of Thailand (CULT), the
AWCEF in a Nutshell _ ) ) .

Forum for Co-operative Development in Indonesia (FORMAS]I), the Credit Union Promo-

AWCF is a resource and advocacy body on gender and co-operatives in Asia. Its goal tion Club in Malaysia (CUPC), and the Centre for Agricultural Extension Volunteers in

is to transform co-op organizations into vehicles for achieving gender equality and equity in Vietnam. Unlike the ICA (International Co-operative Alliance), the AWCF is not a member-
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based organization. This explains why we have been very selective in our membership and Some of the factors pointed out by the conference speakers and participants were:
« women'’s lack of time: saddled with housework and child care, women don’t

have time to attend co-op meetings;

have kept the numbers low.

Some of the activities that AWCF carries out, both at the regional level and country- - women’s lower education levels compared to men. Men are better prepared

specific level, include:
P evel mclude to meet the practical skills required for leadership and decision-making in

+ conducting gender sensitivity training f i i
&8 ty g for women and men members, co-ops, (e.g., how to run meetings, how to read financial statements);

leaders and staff, training trainers on gender sensitizing;
g g & - stereotyping whereby men are perceived to be fitter and better able to be

*  training to improve women’s skills and confidence (such as leadership,

A . o . leaders than women. This stereotype operates in both men and women, so
livelihood skills, organizational skills, and entrepreneurial skills training);

even when women outnumber men in membership, most of them vote for

. roducing documentation and publications for the purpos
p g P purposes of advocacy, men rather than women;

making women’s contributions to co-op development visible; . . , . .
o . +  co-op practices that ignore- women’s particular needs. For example, holding
* advocacy on women-specific issues such as violence against women, repro-

long meetings discourages women from seeking elected positions, as the
ductive health, and child-care assistance. g & J J P Y

remain primarily responsible for household chores and taking care of the
children. Similarly, holding meetings at night in places where transportation
is inaccessible—this is particularly true for rural co-ops where there is little
public transport and most people haven’t the means to own private transport

The Regional Conference on “Women in Decision-Making
in Co-operatives”
—discourages women’s participation. In many cases where private transport

A hundred and three women (including two Canadians, Laura Vance and Carol is available, such as bicycles or motorbikes, they are available only to men;

Davis) and sixteen men representing co-op federations, primary co-ops, and NGOs from «  women’s lack of training and experience makes them feel less confident to

fourteen countries in Asia, Europe, and North America participated in this importént occupy leadership positions;

+ the way opportunities are structured in co-ops. Candidacy requirements for
co-op board members include filing for candidacy and campaigning, naturally

attracting more men than women. Elections tend to favour incumbents, as the

event. The conference was jointly organized by AWCF and the International Co-operative
Alliance Regional Office for Asia and Pacific (ICA ROAP), with support from MISEREOR

of Germany, and SEAGEP, CIDA. The objectives of the conference were: (a) to analyze the information on which members base their choices, especially in large co-ops,

low representation of women in leadership and decision-making positions and processes is thin;
+ the opening for women leaders is narrower at the secondary and tertiary

in society and in co-ops; and (b) to propose practical actions on how to increase women'’s
levels. The selection processes for board members at these levels have a

participation in leadership and decision-making in co-ops at all levels: primary, second . . N . :
& P P ok arys “funnelling effect,” which minimizes the chances of women either becoming

tertiary, regional, and international. candidates or getting elected.

Speakers from international development organizations and from the various co-op

movements presented statistics on women'’s participation in leadership and decision-mak- Practical Actions on How to Increase Women's Participation

ing in various structures, including co-operatives. They also presented analyses, from both in Leadership and Decision-Making in Co-ops

wo y E . ’ . . . u . " . . . « . .
men’s and men’s perspectives, on women’s low representation in decision-making struc Some practical actions were suggested on how to increase women’s participation

tures. In addition, they suggested some practical actions on how to increase women’s par- in leadership and decision-making in co-ops. And I would like you to refer to the AWCF

ticipation in decision-making based on the experiences of different Co-0p organizations. Bulletin, second quarter issue, on this matter. Some of these include:

Why are women marginalized in leadership and decision-making in co-ops in Asia? + remove legal impediments to women’s involvement in co-ops;
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+ raise the awareness of the benefits to be gained from increasing the
participation of women on co-op boards;

+  push for adjustments in work conditions to reconcile work and family
responsibilities;

« focus efforts for involvement on the grassroots level; second-tier and
higher-level involvement will follow;

+ foster a support network for women;

- provide leadership training opportunities for women to build their skills
and confidence;

+ combat stereotypes of women and men in relation to leadership in co-ops;

+ getallies among the men.

The conference became an opportunity to draw up a Declaration and Platform of
Action for the Enhancement of Women’s Participation in the Leadership and Decision-
Making in Co-operatives, which has been published in a booklet. The Declaration is a state-
ment of concern from co-operative leaders and staff on the serious, age-old, and prevalent
issue of women’s low participation in leadership and decision-making positions and pro-
cesses in co-ops at all levels. It is a call to action for all co-operatives not only to confront
and analyze—recognition and analysis have already been done—but to take the necessary
steps to address the issue.

The Platform of Action is both a guideline and a commitment to achieve the goal of
enhancing women’s participation in the leadership and decision-making of co-operatives
at all levels. The Platform puts forward a plan to achieve this goal in a time frame of eight
years— 1997-2005. It was presented to the ICA Global Women’s Committee meeting held
last September in Geneva, Switzerland, as well as to the General Assembly. The AWCF and
the ICA ROAP are presently taking steps toward popularizing the Platform and making it
more available to co-éperatives not only in Asia but also to co-ops in other parts of the
world.

I hope that sharing this Platform produced by Asian women in co-ops will be
another form of linkage between Canadian women in co-ops and women from the

co-ops in Asia.

Asian and Canadian Perspectives
on Women in Decision-Making
in Co-operatives

LAURA VANCE

Chair, Regina Region
Federated Co-operatives Limited

WAS PLEASED TO ATTEND THE WOMEN IN DECISION-
I Making seminar in Tagaytay City, Philippines, 7-9 May 1997. I would like

to thank the CCA and CIDA for making the opportunity-available to me. It was a once-in-a-
lifetime experience, and one I will not forget.

When I left Regina at 8:50 AM on 1 May, there was still snow in the trees. I landed
in Bangkok, Thailand, on 2 May at 9:00 in the evening. The humidity was high and the
temperature was 38-40° Celsius. Thank heavens for air conditioning! I was met at the air-
port and taken to my hotel. I was on my own for three days to do some shopping, touring,
and generally get over the jet lag. It does take a few days for your body to change time
zones. Their days are our nights, and their nights are our days. The hotels I stayed in were
beautiful. The Ambassador in Thailand was clean, safe, had air conditioning, and the staff
spoke English. I was extremely comfortable.

I flew to Manila on 6 May, and was met by an AWCF (Asian Women in Co-oper-

atives) co-ordinator, who put me on a bus and took me two hours away to Tagaytay City,
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where the conference was being held. The hotel was Taol Vesta, a resort hotel that over-
looked a beautiful live volcano within a lake.

The conference was organized and sponsored by the Asian Women in Co-operative
Development Forum and the International Co-operative Alliance Regional Office for Asia
and Pacific. More than 120 participants attended from fourteen different countries. It was
a wonderful mix of culture and experience. The agenda focussed on topics such as the
state of women’s participation in decision-making and leadership, and women’s and
men’s styles of leadership.

The questions that were asked and explored by the conference were:

+  Why are women in co-operatives and in their roles as global decision-makers
marginalized?

»  How does it occur?

+  How can it be overcome?

Activities at the conference consisted of panel presentations, group discussions,
and break-out sessions to answer questions.

There were slides and a youth theatre group acting out what a co-op board meet-
ing was like. The many panel presentations represented women leaders and some men
leaders analyzing and talking about their perspectives on women in leadership and
decision-making. The conference then drafted a plan for action on how to increase
decision-making among females.

The regional conference in Tagaytay City is part of a long-term, ongoing effort to
transform co-ops into gender-responsive organizations through women’s active involve-
ment not only as members but as leaders.

During my stay in Bangkok, I toured a credit union. While I was in Manila in the
Philippines, I visited a credit union (an open market, street-vendor co-op), and also an

educational co-op centre run by Sister Leon, who taught teachers to teach children about

co-ops. Sister also had a day-care and a retail co-op that sold some food items. I visited the

Darango Water Service Co-op, which had three pumping stations supplying the co-op
members with clean drinking water for their homes, and I also visited a Co-operative Rice
Cleaning Federation.

The conclusion I came away with is that women throughout the world have similar

— asian and canadian perspectives

problems and challenges. Despite the success of co-operatives, they have been generally
blind to the differences in the conditions of women and men. Considering the present
environment, co-operators must more than ever be aware and accept the reality that
the wider and stronger forces of culture, tradition, economics, and politics foster stereo-
types of women and men that limit their opportunities and capacities, especially those of
women. Women are an important resource which, when recognized and mobilized, will
increase, in large measure, the growth and effectiveness of co-operatives.

In conclusion, I would like to say that women’s issues belong to everyone. They are

global issues that involve all people, men and women alike.
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Opportunities and Challenges

BETH HENDERSON

President, Moose Jaw Co-operative Association

G OOD AFTERNOON, LADIES AND GENTLEMEN. I TOO
have five grandchildren, and you know what they say about grandchil-

dren—they are your reward for not killing your own children when they were growing up.

Experiences

As you heard, I have been involved in several co-op systems. I was on a local advi-
sory committee for the Neville branch of Pioneer Co-op for several terms, and I was a Sas-
katchewan Wheat Pool delegate for six years. For at least one of those years I was the only

female out of 144 delegates.

I was working off-farm when the opportunity to apply as a District Representative
with SWP came up. I figured if I was working off the farm anyway, what could be better
than working with farmers? So I was hired, and I really enjoy my job. I'm not saying that
Jjust because my boss is here. Part of my job involves working with the elected officials in
my district and assisting them in identifying their training needs. I also have the opportu-
nity to work with other co-ops in the area.

I have served on the Neville Credit Union Board, but that was only for one term,

as it overlapped with my move to Moose Jaw when I became a District Representative.
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In Moose Jaw, though, I have served on the co-op board for four and a half years. I have
been a delegate to FCL several times, and had the privilege of chairing the annual meeting
last spring. This has been a real learning experience as well. A retail co-op board is very

hands-on, and I have had the opportunity to be involved in such things as negotiations.

Opportunities

There are many opportunities to broaden your experience and horizons, for
education and training, and to network with other co-operators from your community,
province, across Canada, and sometimes even internationally. Because, unfortunately,
neither women nor men are beating down the doors to become elected officials in most
co-ops, there are lots of opportunities to get involved. And you can’t worry about what
other people will say. There are still people out there who will ask, “What does a woman
know about farming? Or finance?” They know enough to get involved, and they can learn

the rest, just like anyone else.

Challenges

There are also many challenges, and lots of them are not gender related. Our
relationship with members is a major challenge. The generations coming up, our children
and grandchildren, don’t know the reasons why co-operatives were formed. They have not
seen the world without co-operatives. As women, we can and must work to renew the
vision for co-operatives.
Another challenge to co-operatives is how to remain financially strong. We need a
strong capital base toﬂcompete in the business world of today. We need strong women as
well as men in decision-making positions. Sometimes you will have to make decisions that
will be unpopular with your members, to ensure your co-operative stays financially viable.
As women, we need to figure out how to operate in a man’s world, for that is what
many co-operatives still basically are. Many organizations are moving from a hierarchical %
structure to a flatter structure, with more of a team atmosphere. As women, we have a dif-

ferent management style from men, and it fits in well with where many organizations, in-

:
1
cluding co-ops, are going. E .
g
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Women often feel they do not possess the necessary skills and knowledge to
perform the functions associated with an elected position. As I said before, there are
lots of opportunities for comprehensive training. The challenge for those of us involved
in either an elected position or a staff position is to ensure that women are asked to be-
come involved, to assure them that training is supplied by the co-operative system, and to
encourage them to take part in it. We also need to provide a support system. Mentoring

and role models were mentioned several times last night.

Changes

We need user-friendly co-ops for women who want to serve on boards or com-
mittees. At Moose Jaw, we combine our meetings with supper, as all of us work at other
jobs. Do committee meetings have to be moved out of elevators? Let’s make the changes
necessary to accommodate women and help them feel comfortable.

Other changes I would like to see are not gender-specific, although I do want to see
increased representation by women. What I want to see is young people of both genders
involved. At my age, young is a relative term, but I'm talking about people in their forties
and down. We need to capture their imagination. As co-operatives, we need to be so
dynamic and progressive that we are the organizations to which people are willing to

give their volunteer time.
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Some Thoughts on Public Service

FERNE NIELSEN

Delegate, Saskatchewan Wheat Pool

WANT TO BEGIN BY THANKING JOCELYN FOR THE
l introduction. I also want to thank the Canadian Co-operative Association
for the opportunity to speak with you this afternoon.
First, I want to refer to the handout that I have prepared. This paper has some of
my thoughts and words of encouragement as you continue to exercise your respective
roles. I have titled the paper “Some Thoughts on Public Service,” as I believe it matters
not whether you are serving in the different levels of government or co-operatives—the
observations, encounters, and experiences are pretty much the same.
I'll start by telling you a little of my own history, leading to my present role as a
delegate of the SWP. I married early—really early, in fact. In the mid-sixties, I was in
grade 12, with good grades, my eyes and aspirations set on university. I also had a steady
boyfriend. You know the rest of the story. I was married in April of that year, but I did
remain a student and finish my schooling. It was one of many times in my life that my
resilience and strength was put to the test. At times, it would have seemed easier if I'd
had a disease. Thanks to God, my close friends, and to my now very best friend and
husband, George, I graduated. My daughter, Peg, was born that September.
Although my life has been exceedingly happy with my husband and family, I missed
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the opportunity to receive formal postsecondary education. Working on the farm and
raising a family, there was no time I could leave for an extended period to pursue educa-
tion at an institution. Note, however, that I have referred to “formal” education at an insti-
tution. I was determined that, although one door was shut to me, another door was going
to open. Because I love to learn, I became a bit of an intellectual blotter, and read—and
still do—copious amounts of material on a limitless number of topics. The development
of astute listening skills, taking every course or seminar that comes within distance and
my own time limits, accessing university by correspondence, libraries, and the Internet,
are but a few of the tools that were at my disposal for the purposes of self-education. Life
must be lived to the full each day, and not a moment is to be wasted in emotional or
physical stagnation. When life has handed me a bit of a hurdle, I have tried to become

a pretty good jumper. A lost opportunity does not equate with a lack of ability.

In the late 1980s, I decided I wanted to be a farmer. I had read several stories about
the women who were the unsung heroes in opening up and settling this great land, but
somehow I didn’t think they had advanced a whole lot in the ownership of farm land. I
did purchase my own land, and in the ensuing years I have accumulated a land base of five
quarter-sections. George and I have a working agreement in which I exchange labour for
the use of equipment, with a final monetary settlement after freeze-up. On the purchase

of my farm, I applied for Pool membership, and it was approximately two years later that

I was asked to join the local Pool committee.

I want to tell you about my becoming a member of the SWP. I had purchased

— some thoughts on public service

I have shared this experience with you for several reasons. First, I want to say that
one of the reasons we do not have as many women on boards or in management positions
is because of the impediments and roadblocks we sometimes set up for ourselves. How
many times have we been asked, or asked others, to run for the co-op or credit union or
the Pool committee and we hear, “Me? Run? I can’t do that. I don’t have the education
or the ability.” That was my reaction. Looking back, I would have to say that lack of self-
confidence is the reason why too few very capable people contribute to public service.

Ladies and gentlemen, it is long past the time when we must begin to view each
other as people, not men or women, not rich or poor, and neither black or white, but real
people who have talents, abilities, and knowledge we can all work with, and from which
we can all learn. Moreover, while we don’t live in a perfect world, we can indeed set goals
and strive to achieve an altruistic society that upholds the equality of all people. Our com-
munities, our governments, and the world need people who possess the discretionary
ability to make common-sense decisions. Women have certainly perfected some of the
organizational and mediating skills that are much in demand in board rooms across our
country. God knows, we get pretty good at shoving a casserole in the oven, hitting a sale
on the way to the kids’ swimming lessons, breaking up a sibling fight in the back seat, and
still managing to put on a little makeup while we’re driving. Serving on the Wheat Pool
committee would seem like a holiday.

The point is, enrich yourself at every opportunity, and let’s stop selling ourselves

short. Take a personal inventory and get on with utilizing your acquired skills. To accom-

some of my land in the spring, so in August, at the beginning of the next crop year, I

applied for my permit book and filled out an application for Pool membership. Around

Christmas, I had still not received the membership card in the mail. Both George and I

plish great things, we must not only act and dream and plan; we must also believe.
So how can we achieve participatory balance on the governing co-operative boards?

1. Identify women who are philosophically supportive of the co-operative move-

thought this a little odd. George thought I should go back and see our elevator agent,

ment. We do not gain if the person representing us is not convinced of the

Henri. So I went into the elevator and asked him why I had not yet received confirmation

need for or the potential dynamics of co-ops in our society.

of my membership. He looked at me and replied, “That’s because I haven’t sent it.”

2. Ask them to let their name stand for the co-op or credit union board, or for

told him to mail it right then and that I wanted equity on the grain I had sold from the

the Wheat Pool committee, or as a delegate. We must be cautious that we

first of the year. I am happy to say that my experiences with the Pool have been much

more positive since.
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3. I speak in block letters about this point: BE CAREFUL NOT TO GIVE THE IMPRESSION

4. Terms of Office: I will not speak in block letters about this point, but it comes a

THAT YOUR BOARDS OR COMMITTEES ARE HAND-PICKED. I am aware of the benefits of

nominating committees. Conducted properly, they fulfil their purpose. However,

they can be the greatest impediment to attracting new members, women in partic.

ular. The co-operative movement purports to uphold the ideals of a democrati¢
structure, but there are times that I have to question some of the actions and
principles at work in the recruitment of new people. I would like to see a notice
in the newspaper that identifies not only the annual meeting but also the chair
of the nominating committee. It would state that the association is inviting mem-
bers to submit their names for election, or inviting them to obtain a nomination
form from the committee. This would avoid the perception that the board or
committee is a closed-door clique or an old boys’ club. It is most important that
we improve our actions in this area, for it angers the membership against the

board and makes a mockery of the principles of democracy.

close second to the nominations process. I urge you to have a serious review of
the terms of office of directors and committee people at your co-operative. Some
men have been in these positions since Confederation! Some co-operatives have
implemented a bylaw that allows individuals to serve three, three-year terms. If

your elections are conducted on a graduated term of office, a person wishing to
serve again would only have to sit out for one year. This may not be for every co-
operative, but if there are people who have sat on your board for many years, you
might want to consider it. I remember speaking to one older fellow who told me
he had been on his co-op board for nearly thirty years. I told him that was too
bad; for perhaps ten of those years, he likely had not been all that productive. We
must move some of the dead wood off our boards and committees if we are ever

to see the dynamics change.

— some thoughts on public service

participate if you can reassure the new delegate that there will be ample oppor-
tunities for her to learn about the structure, the governing policies, and the

constitution of the organization.

6. Once elected, make sure that she actively participates in the debating and the

decision-making at your board table or committee meeting. Encourage her to
express her opinion. Let her know that her input is both needed and valued.
Make sure she is invited to join any special committees that are associated with
your co-op. To the men who are already sitting on the board or commiittee, I say,
do not expect that because-a woman has joined you, she will automatically be-
come the secretary. And for the women who have been elected, I say to you,
get involved. Educate yourself about the co-op and your responsibilities. Be
prepared to spend time studying and learning. It will be time well spent; it will
not only give you a wider knowledge base, it will also earn you respect and
credibility both with your membership and with your fellow board or com-
mittee members. As a women in agriculture, I spend a great deal of time
educating myself, making sure that I am current on agricultural issues both
operational and political. I invest a lot of time and money accessing informa-
tion because I am committed to doing the bést job as a delegate that I can. I
have great respect for the men I work with, and I feel that they, in turn, respect

me as their colleague.

7. The final point I'll leave with you consists of one word: Respect. Respect your

fellow humans in whatever capacity, whatever situation. If we daily practise to
appreciate one another’s abilities, contributions, and talents, and to respect
our differences, there is absolutely no one who would not feel at ease contri-
buting to your co-operative. Adapt a policy of zero tolerance toward actions
of disrespect to the individuals at your board table, and allow only the issues
to be debated. Let compassion, empathy, and honesty be your guiding

principles.

5. Make an investment in the orientation of new recruits. It is time and money well

spent. The SWP has an excellent plan for the education and personal develop- I wish with all my heart that your co-operative movement will continue to grow and

ment of new delegates and committee members. It is much less intimidating to to prosper, for as the world and, in particular, this province, changes, how much better
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the outcome will be if we can work together as partners in business. I also wish for you to
experience personal growth and success. Let us ensure that our co-operatives increasingly

include our society’s diverse inhabitants. In closing, I'd like to share with you this short

poem by R.L. Sharpe:

Isn’tit strange

That princes and kings,
And clowns that caper

In sawdust rings,

And common people
Like you and me

Are builders for eternity?

Each is given a bag of tools,
A shapeless mass,

A book of rules:

And each must make—

Ere life is flown—

A stumbling block

Or a steppingstone.

Text of Handout: Some Thoughts on Public Service

Don’t wait for an invitation to serve. While you might be asked to let your
name stand, there is a greater chance that you will not be approached. It is
beneficial to let your close friends know of your interest or take the time to
seek the input of others who have or are presently serving in that capacity.
The toughest criticism that you will endure will most likely come from people
in your own community and, surprisingly or not, the larger percentage of
those people will be women!

Attempt to educate yourself as much as possible on the position that you plan
to serve in ahead of your nomination. Federated Co-operatives, Credit Union
Central, or the Saskatchewan Wheat Pool will provide you with appropriate
material. Being prepared for your responsibilities will undoubtedly help you
before and after your election.

Responsible, mature behaviour is expected throughout the entirety of your
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term of office, not just when you are representing the association at a meeting
or a function. Once elected, people think of you in order of your position first
and you, the person, second.

+ Self-confidence is not congenital. It is an acquired skill that grows stronger
with personal development and growth supplemented with a great deal of
practice. The same applies for public speaking and making presentations.
They are all life-long learning abilities.

« Be prepared to confidently assert your opinions and ideas and not be
intimidated by gender, position, or longevity of service.

« Itis most important that your work ethics reflect a respect for being a
team player, for our society needs more of these than they do leaders.

Take communal pride in the achievements of your co-operative. The
quality of your work and the ethical strength of your character will speak
much louder than words.

+ If possible, take a course in conflict resolution. It is invaluable. When
challenged, chose your words carefully and respectfully.

+ Always combine your personal vision and goals with a sense of com-
passion and empathy. We are not immune to life’s adversities.

+ Treat confidentiality with respect. If abused, trust will never return.

The same applies to honesty.

Some of the rewards you may experience:

+  You will acquire an immense amount of education and knowledge, not just
in the position of service but from the interaction with the many and diverse
people you will meet. '

+  You will appreciate a broader sensitivity to the rights, the causes, and the
successes and failures of other people. Over time, you will acquire more
tolerance to the incidental problems in your life.

»  You will obtain new skills, particularly in the art of strategic thinking,
planning, and, at times, lobbying.

I wish all of you only the very best as you strive to achieve success in your co-

operative and in attaining your own personal objectives.
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— a career in the co-operative retailing system

Litde did I know that I would make this job into a very satisfying career, bringing
with it many rewards, lifetime friends, and stress.
The general manager made it clear that moving barrels of oil was not woman’s

work. Nor was dispensing bulk fuel, lifting bags of feed, or changing tires. The next fall,

the Saturday of the long weekend, a farmer came in just before closing time with a split-

rim truck tire to be repaired. He needed the tire to continue with his harvest. No one was

A Career
in the Co-operative
Retailing System

there to fix it, just me. So we fixed it and he was on his way. The next day a farmer phoned
me at home, wondering if he could get some bulk fuel and oil if he came in with slip

tanks. He needed the fuel, so once again I did what I was told not to do. I went down to
the store, loaded the oil and dispensed the fuel. I never would have been found out ex-
cept that his wife appreciated my service so much that she sent me a bouquet of flowers,

RITA DUMONCEAU . . . . .
which were delivered at about the same time the general manager arrived. He didn’t fire

Manager, Ponteix Co-operative Association me buthastoldnevertodoitagain
. , .

The department manager had been fired three days after I started working, and we

went nearly a year without one. As I learned my own job, I had to fill the managerial role

IN PAUL'S FIRST LETTER TO THE CORINTHIANS, HE aswell.Butwhenthedecisiontohireanewmanagerwasmade,Iwasnotconsidered.lt

wrote, “When I came to you, brothers, I did not come to you with was a man’s job. No women need apply. I continued to do all the work I had been doing,

eloquence or with superior wisdom . . . I came to you in weakness, in fear, and with though, so he got the pay and I got the stress.

much trembling.” I was told that the human brain starts working the moment you are My job continued to be stressful, so when the office clerk job came open, L applied.

born and never stops until you stand up to speak in public. I'was hired, but had to take a pay cut owing to my inexperience at office work. No prob-

My career in the GRS (Co-operative Retailing System) began on Friday, 28 October lem. I guess I must have been a quick learner, because within three weeks my wages were

1976, when I was hired as a farm service centre clerk. The department manager had taken reinstated. I continued to learn, and the accountant, who was very lazy, added to my

the day off. I was told my duties, none of which I knew anything about. But it didn’t sound duties as soon as I learned them. He felt he could take advantage of me, first because I

too hard, and besides, the other clerk (a man) was there to help. Piece of cake, I thought. was a woman and second because I needed my job. This gave him more time for coffee,

Wrong. reading the newspaper, and gossiping, all of which he was very good at.

My trainer hid in the tire bay, supposedly fixing tires, so whenever anyone came When gossiping, he switched to French, which was the second language of the com-

into the store I had to go and get him. I really think he felt I had the plague, or if he got munity. No one knew I understood French, so I remained silent. One day, though, I heard

too close I might bite him. That first day I realized that if T was going to keep my job, I was him gossiping about one of my family members, and saying something totally untrue. I

going to have to learn everything—and in a hurry. Opportunity was disguised by hard blew up. He turned red, and the other person left in a hurry. My comment to him was, if

work. All Tknew was that this job gave me a pay-cheque that would help pay the bills. you have nothing nice to say about someone, don’t say anything, and don’t insult people
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by speaking a different language to someone while someone else is present who may not on Friday for a job interview, but before that, on Wednesday, I was to go to FCL for a pre-

understand. interview interview. Things were moving too fast, I thought, but then I remembered my

In the spring of 1980, I took maternity leave to have my second child. I got three mother’s philosophy: “God grant me the serenity to accept the things I cannot change, the

months off, kind of. Two weeks after I had my daughter, I got a phone call asking if I courage to change the things I can, and the wisdom to know the difference.” I knew I

could work one day doing inventory extensions. I guess no one else knew how to use an could not change the general manager, so I would have to make the change.

adding machine. That Friday I was hired as the retail manager of Ponteix, and I am still there today.

My marriage was on rocky ground, so I threw myself into my job. When my The board consisted of six men who hired me—an outsider and a woman—over a local

husband suggested that maybe we could save our marriage if we moved from his home man. They had their concerns as to whether this little woman—trust me when I say “little”—

town to a place where we didn’t know anybody, I was game. I was not told about leaves could do the job. I weighed in at 115 pounds. Could I lift or move the heavy merchandise

of absence, so I lost six years of seniority. I could take early retirement in five years if I at a farm service centre? I could and did. The members were harder to convince that this

hadn’t lost these years. In less than a year my marriage was over, and I was back home divorced outsider, a single parent, would know anything about managing a farm service

working part time in the office. When the hardware department manager’s job came centre. Had I been a man I feel there would not have been the same problems. I had to

open, I applied. I got that job, and continued working part time in the office. Being a work twice as hard to prove myself. Since then I have gained their trust and respect. They

single parent now, I needed all the money I could make. now ask for me and I feel I am an important part of the community.

Within a few months, the general manager’s job came open. The farm service Staff have always been a problem. First, the operation is for a person and a half.

manager became the general manager and, since the hardware store was slated for A When I started, there was another fulltime employee, 2 man. He resented the fact that I

closure, he insisted that I work full time in the office as office manager. It was from this had got the job he had appliéd for. He made my life miserable, and when I told him in

man I learned what was expected of a general manager and how to do the job. He under- June that his job would become part time as of 1 September, he quit. I then worked ten

stood what I was going through personally. Some days, I would go to work and he would hours a day, six days a week, for thirteen weeks, while trying to give my two children a

take one look at me and say, “Into my office, now.” He’d grab a coffee for both of us and stable home life in a new community.

we would talk. Sometimes I cried, but usually I felt better and had a smile on my face for Since being hired in Ponteix, I have had at least ten job promotions offered to me

the rest of the day. Some days I felt I would die, but Joan Baez said it best when she said, by FCL. Since I have found a happy balance in both my personal life and career, I have

“You don’t get to choose how you are going to die or when. You can only decide how'you refused them all. I have had two women employees. They both seemed to take advantage

are going to live.” of me. As another woman, they thought, I would understand. Currently, I have a man as
When the general manager got a promotion, his replacement and I had a person- a part-time employee. He owned his own business previously and is a great asset to the

ality conflict. It was time for me to move on. I was still having problems with my ex- co-op. I am grateful to have him. I firmly believe a person should be hired on ability, not

husband, so I decided I would phone FCL and see if they had any opportunities available gender.

for me. I had been taking all the training available to prepare me for a more responsible Things have changed for the better for women in the past twenty-one years, but

position. I expected that I might hear about something within three or four months. . there are still only thirteen female retail managers out of ninety-three retail outlets in the

That was Monday morning. By Monday afternoon I was told that I was to go to Ponteix Regina region. This is a 14 percent improvement over when I started. At that time, there

76 — - 77




women in co-operatives —

were four out of 103, or .95 percent. Of the six board members, I have two women on the
board of directors—one of whom is the president—and a male secretary.

The problem I see is that, in most cases, male managers appear to be more mobile.
Their spouse often has a job, but she can usually find another one in the next community,
Women usually have more ties to a community, since their spouse is usually a farmer or a
businessman who can’t really move. So we stay in our present jobs, happy to have the
extra pay-cheque to pay for the groceries. |

I have been offered many opportunities through training. From training comes
knowledge; from knowledge comes power; with power we can make anything happen.

In closing, I would like to read you the commencement address by Oprah Winfrey
to the graduates of the all-female Spelman College in 1993:

Be a queen. Dare to be different. Be a pioneer. Be a leader. Be the kind of

woman who in the face of adversity will continue to embrace life and walk fear-
lessly toward the challenge. Take it on. Be a truth seeker and rule your domain,
whateveritis . . . your home, your office, your family . . . witha loving heart . . .

Be a queen. Be tender. Continue to give birth to new ideas and rejoice in your
womanhood. My prayer is that we will stop wasting time being mundane and
mediocre . . . We are daughters of God—here to teach the world how to love.

It doesn’t matter what you have been through, where you come from, who your
parents are—nor your social or economic status. None of that matters. What
matters is how you choose to love, how you choose to express that love through
your work, through your family, through what you have to give to the world . . .

Be a queen. Own your power and your glory.
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Women as Elected Officials:
Realizing the Vision

KATHY GRAY

Vice-President, Saskatoon Credit Union

AM APPROACHING THIS FROM TWO PERSPECTIVES—

that of the local credit union board and also the provincial, second-tier
credit union system, since I am also a delegate to Credit Union Central. We were asked
to talk about our experiences and opportunities, the challenges we’ve faced, and the

changes that need to be made. I will make a few brief comments under each topic.

Experience

| have been on the board of Saskatoon Credit Union for ten years. It is the second-
largest credit union in the province, with 57,000 members and $500 million in assets. Being
aboard member of a credit union this size is an important and serious undertaking. I
have sat on a number of committees. I am currently second vice-president and chair of
the audit committee. I am also a delegate to Credit Union Central, and have been a mem-
ber of different committees at that level, most recently the vision/values committee.

For seven years, I was the only woman on the board of the Saskatoon Credit Union,
and one of only a handful of women in the 115 or so delegates to CUC.

My workplace—the Human Resources Division at the University of Saskatchewan in
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Saskatoon-has always had a good gender balance, so I had never been exposed to situa- pranch moves and closures, weighing financial considerations against people considera-

tions that were so male-dominated as the local and provincial credit union system. One tions—but also learning about the large social democratic structure through involvement

thing I learned is that men and women have different styles of decision-making and leader, _ with CUC and at other national and international events, most recently the World Council

ship. I would find that the well-meaning and well-intentioned men would, in a natural way, _ of Credit Unions in Vancouver. And it has given me the opportunity to participate in de-

do things together on a social level—go for lunch, play golf—from which I was excluded. veloping policies that influence the future of these organizations.

This was not intentional; they just didn’t think about including me. I have no problem
Challenges and Changes

with this. Women also like to socialize, and may not include men in those gatherings.

Without a gender balance on boards or in management, however, these activities can Finally, the challenges we face and the changes that need to be made. There is an

become power issues that have a negative impact on women because of the discussions article in a recent Maclean’s magazine that deals with the lack of women in senior manage-

that may occur outside the board room—in the café or on the golf course. ment positions in banks. So, in that way we are not alone. Here is part of the article:

Let me give you an example. A few years ago, following board elections, we met to The key finding [of the bank’s report] is that women were held back by stereo-

typical attitudes, myths, and “conventional wisdoms.” Some of those “wisdoms”
were just plain wrong. Fiction: women had not been in the pipeline long enough.
Fact: women had punched in longer service than men at every level, except when
the survey reached senior management, where women simply weren’t. Fiction:
baby-making women tended to quit, and, ergo, are not committed to their careers.
Fact: 98 percent of women returned to the company after giving birth.

nominate and vote on the executive. I had been first vice-president and had decided to let
my name stand again. As the meeting progressed, it became apparent that there had been
a lot of discussion outside the board room. It was all decided who would constitute the
executive, and I wasn’t one of them. I was, needless to say, quite taken aback, and some-
what hurt. I didn’t say anything that evening, but did discuss it later with the newly elected

president. He was surprised and concerned that I felt the way I did. He said that “they” As I said, in many ways credit unions are no different from the banks with respect

assumed I had not been interested in continuing because I didn’t actively lobby. Now, you to the representation of women. However, I think there is a belief that the co-operative

may or may not agree with the president’s response, but my point is the different styles. I approach, with its grounding in social democracy, should somehow be different from the

assumed that, having carried out the role of vice-president effectively, I could just carry traditional smallc conservative banks. Obviously, we are not, but the upside is that the

on. Their approach was to network and plan and determine the future of the board in con- ’ fact that we are a co-operative and a social democracy gives us the opportunity to change

versations from which I was excluded, so how could they know my interests? If there had ina way the banks cannot. We have a say in how things are done and will be done.

been a gender balance on our board, those discussions would have had to include women. The series of articles and discussions dating back to the early 1980s on how to in-

Ijust wanted to use that example to illustrate the impact gender inequities can have. And crease women'’s participation in co-operatives that Lou referred to in her presentation

I'stress here it is the impact, not the intent. illustrates that we know where we want to move from, but it is not clear where we want

to move to, or, perhaps more accurately, how to get there.

Opportunities We need a vision that includes women as viable and necessary to the future of

Being a director of the Saskatoon Credit Union has provided me with many oppor- co-operatives and credit unions. And leaders must communicate that vision in a way that

tunities. It has been and continues to be a wonderful learning and growing experience: attracts and excites members, including, and perhaps especially, women. The leaders are

learning not only how to run a credit union of our size—making hard decisions about in this room. By sharing our collective knowledge and energy, we can realize that vision.
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Why Am | So Involved?

Many people might think I got involved in co-ops because I have a very co-operative
family. My grandpa, Paul Riviére, was a co-operative-minded person, and that flowed

down to my father, Maurice. Other people might think I got involved in the SCYP because

of a burning desire to learn more about co-ops—or did my parents force me to go? There
YO u th i N C O‘O p S are two parts to the truth, the first being that I just wanted to get away from the farm and
Radville for a week, the second being that I knew a cute boy who went to co-op camp the
year before, and I wanted to go and see what the big deal was. I think I owe that guy a

NIKK!I RIVIERE huge thank you!

Saskatchewan Co-operative Youth Program

Thoughts on Women in Co-ops

When I first got involved in co-ops through the camps, I did not see any problem

IAM ORIGINALLY FROM RADVILLE, SASKATCHEWAN. with equality. All the camps I attended were staffed by an equal number of men and

I grew up on a farm. I am currently in Moose Jaw attending SIAST, women, and there was usually a good split of male and female participants. The first

Palliser Campus, working toward a degree in Marketing. time I noticed a huge problem was at the Triennial Conference in Toronto. I was there

to promote youth involvement, but as I looked around the crowd I realized the need to

Involvement in Co-ops promote women as well! This thought has stayed with me since then, but it wasn’t until

I ook at my co-operative involvement as a progression up a ladder over the past this spring that I saw some action. I was attending an international development work-

eight years. I first got involved with the Saskatchewan Co-operative Youth Program shop in Saskatoon, and Jocelyn and Deb were talking about hosting a women’s confer-
(SCYP) when I was fifteen, and took part for three years. After that, I staffed the camps ence. I kept this in mind during my trip to Colombia to see how the equality issue was
for a number of years, as well as promoting the program to other young people through faced in that country. To my surprise, I found that the partner company working with
the speakers’ bureau, which is a program the SCYP designed to teach public speaking to CCA on the exchange’.had a four-person division solely for working with women and

youth. It then encourages them to spread the word about co-op camps to their peers. In getting them more involved in the co-op movement in Colombia.

1994, I attended a National Youth Congress in Toronto, followed by the Triennial Confer- Now, my present goal is to get a job marketing and promoting co-ops to women,
ence. I went on to promote youth involvement in co-ops in both Canada and in some youth, and the general public. Lou’s presentation this morning was right on in terms of
areas of the United States. Just this year, I was in Colombia on a youth interaction ex- this. When I think of my future plans and goals, I am always factoring in the possibility
change. I have grown more and more with each experience in my involvement in co-ops. of a husband, children, and a home. I don’t think that men have to think that way. This

Later this month, I will be going to Mexico to attend a youth conference for the ICA. morning in my group we were talking about my goals, and I said that some guy will have
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to start running now so he’ll be able to keep up with me in the future. Not five minutes
later, Lou put up a slide that said, “She’s not married, she doesn’t have kids—it’s easy to

be married to her job.” Word of warning? Definitely a reality check.

How Can This Be Helped?

Another of Lou’s slides that I found right on the money was, “She had an informal
sponsor who gave advice and helped, but she had to promote herself.” I think it is very
important for women (and men) in decision-making roles to be supportive of other
women trying to get involved. More importantly, women must be confident and strong
enough to put themselves forward. Here comes my SCYP push! Before SCYP I was a shy
country girl. Look at me now! But, I am preaching to the converted here. We need to get

the message out to the general public, and get more people involved.

Role Models, Mentors, and Support

Of all the people I've worked with in the past, I think the biggest role model for me
would be Karen Timoshuk. She was the Program Officer of the SCYP when I first started.
She was really outgoing and involved in co-ops. Now she is raising a family and still work-
ing in the co-op movement. She has always been very supportive to others in the system.

Another important support and role model for me is all of you. The enthusiasm

and ideas flowing at this conference will be a support for me well into the future.
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Making Changes:
What and How?

ROGER HERMAN

Saskatchewan Region Manager .
Canadian Co-operative Association

HE FINAL SESSION OF THE FORUM WAS INTENDED TO
T prompt ideas from the participants on how positive change regarding
the involvement of women in co-operatives might occur. This session was facilitated by
Roger Herman, Manager of the Saskatchewan Region of the Canadian Co-operative

Association. Roger invited participants to offer specific recommendations on:

» what needs to be done;
+  who should be responsible for such action; and

+  how such recommendations might be implemented.

Initially, participants worked individually on this task, then shared their recommen-
dations with others at their table, and finally, with the large group if they so chose. Follow-
ing is a summary of the recommendations from this exercise, grouped according to who

has been identified as being responsible for carrying forward the ideas.

Recommendations to CCA or Other Umbrella Organizations

Recommendation: Facilitate a women’s role modelling/mentoring initiative.

Who: The Canadian Co-operative Association.
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How: CCA could add to its resources (web page/brochures/directories) a list of
potential mentors with biographies. CCA could also facilitate the matching
of women/men/youth.

Recommendation: Develop an action plan to implement means of increasing women’s

involvement.

Who: CCA Saskatchewan Region with a commitment of resources and support from

member organizations. CCA can help get the committee established, and facilitate
as needed. We need a commitment from major organizations to support this effort

with money, people, and public relations.

How: CCA will establish and facilitate a committee of people from major organizations

to develop the action plan.

Recommendation: Continue to hold this type of event/forum annually.
Who: CCA, Saskatchewan Region.

How: Expand the forum to include more representatives from all the provinces.

Recommendation: Increase female representation on boards of CO-Ops.
Who: The co-ordinators of this forum.

How: Compile the various recommendations we have heard at the conference. These
recommendations should then be reviewed by boards, with suggestions on
concrete actions that can be taken.

Recommendation: Establish a women’s co-operative development fund for supporting
the development of co-ops for women in Canada and across the world.
Who: Co-operative Development Foundation (CDF) and its donors.

How: Find a champion; promote the idea on WICEN (Women in Co-operatives
Electronic Network).

Recommendation: Ensure youth involvement in co-operatives.
Who: Saskatchewan Co-operative Youth Program.
How: Promote youth activity.

Recommendation: Conduct more educational events on what a co-op is for the general
public and youth.

Who: Canadian Co-operative Association.
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_ How: Hold educational workshops. Develop easy-to-follow manuals that can be used

by co-op leaders and grassroots members.

Recommendation: Extend youth education downward.

Who: Saskatchewan Co-operative Youth Program.

How: Hold co-op day camps for 8-12-year-olds in the summer. Co-op clubs for kids—
weekly? monthly?

Recommendation: More education is needed regarding the co-op movement. This could
be emphasized in the schools, thus leading to greater involvement by both sexes.
Who: All co-ops should be involved in this initiative.

How: All the member organizations of CCA should be asked to bring this initiative for-
ward through the CCA to be worked on through the Department of Education.

Recommendation: Promote co-operative enterprise development as an alternative to

employment.

Who: Saskatchewan Economic and Co-operative Development, and leaders of existing
co-operatives and credit unions.

How: The Saskatchewan government is returning to promoting co-ops. Get the word out

so people realize they can start co-ops themselves. Members of the big three co-ops

and interested individuals should get the word out to help each other.

Recommendation: A focus needs to be made on gender-sensitive training and gender-
sensitive issues at all levels in our co-operatives.

Who: CCA, with a commitment of support from members.

How: Promote the training throughout all levels of member organizations. All people,
men and women, in our organizations need to be made aware of the issues and
benefits of having equal representation in decision-making levels of our co-ops.
With education comes acceptance.

Recommendation: Plan for a forum or gathering like this on a regular basis that will
evolve into a more formal structure.
Who: CCA and the Regional Council or the organizers of this forum.

Recommendation: Develop with co-ops a gender integration framework for
utilization by co-ops at all levels.
Who: CCA.
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Recommendation: Establish a network of women co-op leaders as a resource pool for
co-op gender advocacy and link with NGOs and government organizations, locally
and internationally.

Who: CCA.

Recommendation: Document the transformative leadership experiences of women
and publish them; let their experiences be known by all men and women, not
only in the co-op movement but in all of society.

Who: CCA, any secondary organization, or even by primary co-operatives.

How: The pebple who shared their experiences in this forum are a rich source of
materials to start with.

Recommendation: Share recommendations from this forum with the management of
major co-operatives, and invite them to future events to participate.
Who: Organizers of this forum and representatives from the co-operative organizations.

Recommendation: Continued education: continue the path of engaging women in co-ops,
in particular, youth. Develop a leadership training package.
Who: CCA and the Centre for the Study of Co-operatives, in partnership with other
women’s organizations, agencies, and co-ops.
How: Education: target school-age, high-school, postsecondary, and women’s groups.
Develop educational packages (i.e., presentations, leadership training programs).

Recommendation: In terms of gender balance, equality of opportunity does not translate
into equality of impacts/outcomes. Co-operatives should strive to achieve equality
of outcomes to achieve gender balance.

Wkho: Policy-making bodies of the CCA. .

Houw: Develop measurable indicators to assess progress. Develop strategies on how to
achieve those results. It may mean providing differential opportunities to achieve
equality of impacts/results.

Recommendations to Specific Co-operative Organizations

Recommendation: Develop a plan for positive action to involve women.
Who: Federated Co-operatives Limited (the board as well as management from all

departments).
How: Plan ways to get women to buy more food and petroleum. Have goals set for each

88 —

— making changes: what and how?

department as to how we could achieve women’s participation. If we had itas a
goal on managers’ lists, it would get done. They would be appraised on whether
they got it to happen or not. Get FCL to provide money and staff toward making
it happen.

Recommendation: Involve more women on committees and in the delegate structure.

Who: Saskatchewan Wheat Pool nomination committees.

How: Make sure that current SWP committee members have this suggestion put before
them. Advertise the openings for these positions to the membership.

Recommendation: Increase the number of women’s information evenings, and highlight
and encourage the existence and possibilities of women’s committees.

Who: Saskatchewan Wheat Pool.

How: Participants would learn more about SWP and agricultural policies and would bring
women’s perspectives into discussions.

Recommendation: Engage women and families more actively in SWP.
Who: Member Relations Division and local committees of SWP.
How: Make SWP annual general meetings more attractive to women.

Recommendation: Make training sessions more accessible to women.

Who: Management of Federated Co-operatives Limited.

How: Hold training sessions on weekends. Have more sessions, even though they may
be small. Hold all required sessions at least once a year in each district.

Recommendation: Work toward promoting women into higher management positions,
and strive for equality on board representations at the grassroots level; educate
people to the fact that women are as capable of holding senior positions on the
higher-tiered boards.

Who: The boards of the Saskatchewan Wheat Pool, Credit Union Central of Saskatche-
wan, Federated Co-operatives Limited, as well as the participants at this forum, must
assume responsibility for carrying this idea forward.

How: We need more presentations on this issue at regional conferences and local boards.

Recommendation: Make sure that all community elections and nominations at grassroots
level be conducted openly and democratically. Make your co-operative open to
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member participation in governance issues. Continue the good work of training
the elected people. You are doing a good job in that respect.
Who: FCL, CUC, and SWP.

Recommendation: Continue to work at removing obstacles to women’s involvement in the
Saskatchewan Wheat Pool.

Who: All Member Relations staff, delegates, committee members, and directors.

How: By raising awareness of these issues, particularly through our Member Relations
Division and democratic structure.

Recommendation: Saskatchewan Wheat Pool should reflect on women’s involvement
and assign responsibility for proper monitoring and co-ordinated encouragement
of the further involvement of women.

Who: Saskatchewan Wheat Pool.

How: The issue needs concerted effort for at least a couple of years to build involvement,
especially at the local level.

Recommendations to the General Co-operative Sector

Recommendation: Form a committee to implement strategies for change.

Who: All co-operatives.

How: The committee would co-ordinate educational events and have women share their
experiences in newsletters or by other means.

Recommendation: Create a Canadian Women in Co-ops Forum (CWIC) similar to the Asian
Women in Co-operatives Development Forum (AWCF)—an independent body
funded by co-ops.

Who: Canadian co-ops.

How: Start with a small working group of leaders who have the support (and funding) of
their organizations to lobby other co-ops for funding and to develop a common
agenda for the organization.

Recommendation: That good employment and elected positions (taking into account
status, wages, etc.) be maintained for women in order to attract and maintain a
stable labour force (i.e., family-oriented rather than single and transient).

Who: All co-operatives and credit unions.
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Recommendation: More education in the school system regarding co-operatives, their
benefits, and why we need to get involved.

Houw: Possibly approach the Department of Education and make it a part of the Social
Studies curriculum. Have resource people available to go into classrooms and speak.

Recommendation: Hold more educational events that would inform both youth and adults
about co-operatives. Young people need to be taught what a co-op is, and adults
need to be educated as well.

How: Promote the events to co-op and credit union employees.

Recommendation: Until we have equal representation in our co-ops, have both a president
and women’s president and vice-president.

Who: All co-operatives could work this way.

Houw: Create the position and elect the women’s president from the lower body (i.e.,
SWP delegate, FCL delegate).

Recommendation: Stop for one board meeting and express concerns about gender and
racial equality.

Who: All co-operatives.

How: The differences among men, women, youth, seniors, minority groups, and families
would be better understood, as would their contributions to their co-operative. This
would also enable a board or committee to offer suitable training.

Recommendation: Co-operatives need to be more women-friendly, which can best be
achieved by realizing a critical mass of women on boards and in management.

Who: All co-operatives and credit unions.

How: We need to look critically at the nomination process. Proactively recruit women;
don’t wait for them to come forward. Think “outside the box” when it comes to
the traditional source of candidates. Make it an open and supportive process. After
compiling the learnings of this forum into a guide, share it with nominating com-
mittee chairs of every co-operative, credit union, and SWP committee in the prov-
ince. Perhaps require nominating committees to document their process and justify
why women were not recruited. This could be passed as a resolution at AGMs so
that it becomes policy. Also, have boards assess the way they do business—in the
daytime? This may exclude working women.

Recommendation: Young girls should be shown the opportunities available to them.
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Who: Organizing committees of forums like this, schools, service groups, local co-
operatives, possibly social services.

How: Invite young girls to forums such as this; either pair them with someone they know
(i.e., mother, aunt, friend) or pair them with mentors at the conference.

Recommendation: Greater emphasis should be placed on general membership in a co-
operative. Members need to know the benefits of membership, including board
responsibilities and the possibility of running for boards.

Who: All co-ops and credit unions.

How: Through information packages given at the time of joining.

Recommendation: Form an advisory committee or designate some board members to be
responsible for monitoring and recommending activities regarding women'’s issues
and women’s involvement and perspectives throughout the organization.

Who: Boards of directors of all co-ops and credit unions. A

How: Women on the board often feel they cannot present positions on behalf of women
(i.e., they try to be neutral). This would give legitimization to a group to be aware of
and speak to this perspective.

Recommendation: Implement training at the elementary school level that would teach kids
that women and men are equally suited to be executives and sit on boards or com-
mittees. These positions should be filled according to ability, not gender. I think the
school system (unknowingly) contributes to the idea that women serve on boards as
secretaries and lunch committee planners, not as chairpersons.

How: Develop resources depicting women in leadership roles; have women in these roles
come into the schools.

Recommendation: Educate new members about the rights, responsibilities, and privileges
of co-op membership.

Who: All co-ops and credit unions.

How: When you become a member of a co-op or credit union you should be given a pam-
phlet, or at least a letter explaining what it means to be a member. Many people
don’t understand the democratic workings of co-operative organizations, or that
they can become involved.

Recommendation: Training for women: encourage women to read books on leadership,
management, etc. Offer courses in your local community or by correspondence.
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Who: All co-ops and credit unions.
How: Training must be provided at times and in locations accessible to women.

Recommendation: Women’s contributions to co-operatives must be identified and assessed.
Statistics with gender breakdown are not available; this hampers the understand-
ings of women’s involvement and contribution.

How: This can be addressed by doing studies and collecting data with regard to the issue.
But those who collect statistics must be given a full orientation about the gender
aspects, otherwise we will end up having only raw data that might tell us very little.
Barriers to women’s participation (not only within the organizational framework,
but outside) must be recognized. There is a need to identify the practical problems
such as time, cultural and social difficulties, and flexibility of schedules when we
arrange meetings and other activities.

Recommendation: There should be more education on gender issues in co-operative
education in general.

How: Ask for and utilize the skills of participating co-ops. Provide a guideline or frame-
work presentation that could be used at board meetings, delegate meetings, co-op
youth, 4H, etc.

Recommendation: In co-op publications, print biographies of women who have been
successful in attaining positions on co-op boards and senior management positions.
Invite these women to speak to your local members and employees as an educa-
tional initiative. Speak on how they reached these milestones; how did they over-
come obstacles, etc.

Who: Each individual organization.

How: This is up to each individual organization.

Recommendation: Make the support of and involvement in functions promoting the cause
of women in co-operatives part of our companies’ mandate—with accountability.

Who: Chief executive officers.

How: Through education and support, more women should be recognized as viable
candidates for management, board members, delegates, etc.

Recommendation: Co-ops and credit unions should be encouraged to include a social audit
in their annual reports.
Who: Forward recommendation to the boards.
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How: This formal social audit (i.e., published in annual report) should include a report
on the number of women on the co-op/credit union board and committees. If
co-ops also reported on these statistics, it would allow the data collection done
by the Co-operatives Secretariat at the federal level to include more gender-
segregated data.

Recommendation: Education in confidence. |
Who: Motivational speakers. ‘
How: Any women.

Recommendation: Explain the election processes of all groups.
Who: Those responsible for the democratic process.

Recommendation: Focus on encouraging women to take positions on boards that
are involved in the decision-making process for these organizations or Recommendation: Time should be spent equally on educating men and women on the
co-operatives. benefits they can each bring to the board table. Most important, we must teach the
Who: It is the responsibility of all the members of organizations to implement this.
How: There should be an equity policy set up at the local level to ensure that there is

a women's representative on these local boards.

younger generation that there is no such thing as a “man’s world” or a “woman’s
world” any more.
How: Mass advertising.

Recommendation: Give a workshop to educate women as to the benefits of holding a
position, and how to become motivated and involved.

Who: Anyone who may be interested in trying to encourage women.

How: Send out a notice via mailing lists to various provincial/national co-ops, or at
annual meetings.

Recommendation: The co-op sector must be open and supportive to change.
Who: People in decision-making roles, members, and the general public.
How: Education is very important.

Recommendation: Because those of us here are leaders, we need to get out and promote
other women to have the confidence to put themselves into board situations.
Although equality has been stressed, quality is as important, regardless of
gender.

Who: Anyone (men or women) with forward thinking.

How: Ask to speak at annual meetings in your community to enforce the issue that
willingness will generate training that is available to all elected boards.

Recommendation: Education on what is expected of a board or committee member, or a
delegate.

Who: Motivational speakers!

How: Through local forums, reach women who would be good board or committee
member, or delegates.
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Rita is an active community member, involved in executive positions with
the Nutukeu Heritage Museum, the Ponteix Tourism Association, the local craft
organization, the Saskatchewan Archaeological Society, and the Ponteix Economic
Council.

Kathy Gray

Kathy is a human resources manager at the University of Saskatchewan, with
responsibility for Employee Services, including the university’s Employment Equity
Program as well as areas related to disability management. She has been with the
division for more than twenty years in a variety of capacities.

Kathy has been on the board of Saskatoon Credit Union for ten years, serv-
ing on the audit, credit, member relations, community development, and executive
committees. She has represented Saskatoon Credit Union in provincial, national,
and international settings as a delegate to Credit Union Central of Saskatchewan,
and is a graduate of the Credit Union Director Achievement Program.

Nikki Riviere

Nikki has been involved in the Saskatchewan Co-operative Youth Program
since 1989, as a participant and staff person, as well as a member of the Speaker’s Bu-
reau. She attended the National Youth Congress in 1994, followed by the CCA Trien-
nial Conference. In 1995 she spoke at the annual A.C.E. (Association of Co-operative
Educators) Conference in Whistler, British Columbia, and in 1996 was guest speaker
at the Wisconsin Farmers’ Union Youth Reunion. Later that year she was asked
back to Wisconsin to be the motivational speaker at the Northcentral Co-operative
Education Institute.
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In 1997, Nikki spent two months in Colombia, South America, as a member
of a group of Canadian youth involved in a Co-operative Youth Inter-Action Ex-
change, and in November 1997 she will attend the ICA Conference in Mexico City.

Roger Herman

Roger Herman has been region manager of the Canadian Co-operative Asso-
ciation (CCA), Saskatchewan Region, since May 1997. He provides overall manage-
ment in the region, including developing, managing, and implementing strategic
and operational plans in the areas of government relations, education, co-operative
development, and member service.

From 1992 to 1997, Roger was program officer with CCA Saskatchewan Re-
gion. In that role he planned, co-ordinated, administered, and evaluated region pro-
grams, primarily in the areas of youth development, international development
education, schools programs, and correspondence course delivery.

Previously, Roger’s work included natural history interpretation, public
school teaching, cultural and archaeological resource management, and structural
engineering.

Roger has a BEd, a BA, and a Diploma in Civil Engineering Technology. In
1994, Roger received the William Hlushko Award to Young Co-operative Educators
presented by the Association of Co-operative Educators, for his achievements in co-
operative education and training.

Roger, his wife, Vicki, and their two daughters, Lindsay and Sarah, live in
Saskatoon, Saskatchewan.
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