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=EVENTS=

December 19-22, 1988
The International Congress on
Mental Health Care for Women will
be held at the University of Amsterdam.
Contact: Congress Secretariat,
International Congress on Mental Health
Care for Women, Koninginneweg 11, 1071
HZ Amsterdam, The Netherlands.

October 21, 1988

The 1988 International Conference
on Women, Development and Health
will examine the connection between
socio-economic change and women’s
health in the Third World.

Contact: Rita Gallin, Director, WID
office, 202 Center for International
Programs, East Lansing, MI 48824-1035
USA.

January 27-29, 1989

Women and Architecture )
A weekend meeting for women architects
in California. .

For mote information contact: The
California Project, AWA, 820 East Third
Street, Los Angeles, California, 90013-
1820, USA

June 14-18, 1989

Feminist Transformations will be the
theme of the 1989 Annual Conference of
the National Women’s Studies Association
meeting at Towson State University.

For further information contact NWSA

. '89, University of Maryland, College Park,
MD 20742-1325 USA.

March 12-15, 1989
Women and Peace: An International
Conference at the School of Social Work,
University of Illinois at Urbana-
Champaign.

Contact: Golie Jansen, School of Social
Work, University of Illinois, 1207 West
Oregon, Urbana, IL 61801 USA.

April 7-10, 1989
Beyond Survival: Women, Addiction

- and Identity conference to be held in

Toronto. The conference will explore
different forms of addiction, theoretical
concepts and clinical practices from a
feminist perspective.

For more information write: 150A
Winona Drive, Toronto, Ontario M6G 3S9
(Tel): 416-658-1752.

Check us out.

WOMEN IN
NATURAL
RESOURCES

is a vital resource for
the woman resource pro-
fessional. We present
information, ideas, and
technical articles for,
from, and about women in forestry, _wildlife, fisheries,
range, recreation, and related social sciences. For
those who need support—and for those who have a
sense of pioneering—in the growing new workforce.

Send $30 for a quarterly individual subscription to:

WIiNR
P.O. Box 9003 o
Moscow, Idaho 83843

May 12, 1989
Gender and Aging h
Conference at St. Jerome’s College in
Waterloo, Ontario, organized by the
Women’s Studies Programs of Wilfrid
Laurier University and the University of
Waterloo will address issues of gender,
aging and: poverty, housing and health.
Speakers include Janet McClain, Anne
Martin Matthews, Neena Chappell.
Contact Juanne Clarke, Co-ordinator,
Women’s Studies Program, Wilfrid Laurier
University, Waterloo, N2L 3C5, (519) 844-
1970 ext. 2516.

Call for Papers.

Women & Environments invites
submissions (articles, reports, re-
" views) on Women and Environmen-
talism, Elderly Women, Rural
Women, Women and Recreation,
and Women’s Spaces. Maximum
length of material is 2,000 words.
Guidelines available upon request.

Healthsharing

A Canadian Women's Health Quanerly

Keeping you informed
" with up-to-date
women'’s health information

Subscribe Today!

O Individual $12 O Group or Library $24
Mail cheque to: Healthsharing
- 511 King St. West,
Toronto, Ont.
M5V 224
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OEF INTERNATIONAL

AWORD FROM

In our tenth anniversary issue we sig-
nified our intention to include the paid
workplace in our coverage. This special
issue marks our entry into this area.

There are two reasons why we attach
importance to the paid workplace. First,
it is the environment in which the major-
ity of adult women spend a significant
proportion of their time; their job defines
economically and socially how well or
otherwise they and their families survive.
Second, the paid workplace, more than
any other institution in these post-tradi-
tional days, defines our society. The major
changes in relationships between women
and men are being played out in the paid
workplace. Legislation aimed at creating
an equitable society is targeted at the
workplace. Measuring “how far we’ve
come ...” is usually done on the base of
our income and occupational standing.

While it is vital that we continue to
struggle for access to training and jobs,
equal pay for work of equal value, promo-
tional opportunities, safety and health —
especially reproductive health, and free-
dom from harassment, there are some
even more fundamental and systemic is-
sues which are epitomized by the work-
place. These have to do with hierarchical
patterns of human behaviour and the use
of dominance from one level to the one
below. These patterns are self-perpetuat-
ing and virtually require that there will
always be some group of people at the bot-
tom of the hierarchy. These. patterns also
accept the notion of man’s dominance over
nature — as in this way of perceiving real-
ity, mankind is just below god, but cer-
tainly above women, children, animals
and the earth. Thus, when large numbers
of people were brought together in indus-
trial workplaces, the systems and division
of labour which evolved were based on hi-
erarchical structures. Both the workers at
the bottom of the hierarchy, and the im-
pact on the earth — the environment —
of the consequences and by<products of
the production process, were deemed un-
important. Both workers and the envi-
ronment were expendable,
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The very way in which work is done still
reflects this underlying hierarchical para-
digm. Added to this are traditions and as-
sumptions which came originally from the
army and the church and were refined in
the Industrial Revolution. Such assump-
tions were that only those at the top of
the structure could see the whole picture
and thus give commands; those at the bot-
tom could only perform mindless repeti-
tious tasks. Workers became alienated
from the products of their labour and were
deemed to be highly replaceable and
therefore not valued by the organization,
which could indeed treat them as human
cogs in a machine, stripping them of both
their individual humanness and their
rights and dignity as citizens.

New technology, while holding the
- potential to transform the structures and
processes of organizing work and people,
also holds the potential to further alien-
ate and dispossess workers. The choice is
in the assumptions made about people,
and the value base which underlies these
assumptions.

And, of course, the assumption that
runs through the design of paid work is
that workplaces are operated and popu-
lated by men. Of course women (and child-
ren) were part of the workforce, but their
presence and influence was largely invisi-
ble. This allowed the system to be orga-
nized for workers who did not have to go
home to prepare the family supper, did
not get pregnant and have to care for de-
pendents and, more important, had a per-
sonal support system at home to nurture
and service them for the workplace. This
system was called a wife.

We are very familiar with the consequ-
ences of these workplaces. The costs to
women trying to mold themselves into
this male culture — and deny their biolo-
gical function — are proving to be very
high. The costs to society of such hier-
archical competitive and alienating work-
places are equally high.

It is not enough for us to fit into this
men’s world. We must move the struggle

- from “freedom from ...” to “freedom to ... .”
We must have freedom from economic dis-
crimination and harassment. But we need
freedom to change the very nature of these
organizations to effective and productive
workplaces which value workers as indi-
viduals and citizens, which take responsi-
bility for the products and by-products of
their processes and which abide by a code
of ethics which is rooted in the democratic
tradition, not the law of the jungle.

Unless, as women, we carry our strug-
gle into the “freedom to ... ,” we will be
men in skirts, contributing to the envi-
ronmental destruction of our society and
our planet. 1 ' .

WHERE ARE THE WOMEN’S TEMPLES?

by Sara Morley

Where are the women’s temples?

Men have many temples.

The Banks,

The International Corporations,
The Army,

The Government,

The Courts of ‘Justice’,

The Police Force.

Men have many temples.
The Churches,

The Synagogues,

The Mosques.

Women have their own temples too, they say.

The Home is a glowing example, they say;

But only when the man is away.

The kitchen — the ultimate ‘women’s room’;

Room of her own, - '

Yes, but when a man enters the Priestess becomes the Slave.

So I ask you,
Where are the women’s temples?

The secretarial wings

and cafeteria kitchens

are as much forced labour camps
as the mines are for men.

The maternity wings are our own, I suppose.
But it is Man who determines the structure;
Turning Motherhood into a factory experience.
Mass producing for His big machine.

Then where are the women’s temples?

There are none, as far as I can see.
We have no great steel monoliths,

" No splendid halls to call our own.

Yet, each time I sit down with my female friends,
We unconsciously form a circle.

A life circle.

We talk of our dreams,

Our plans, ,

Our love for each other.

We need no bricks and mortar,

‘No creeds hammered in stone

to validate our existence.

We are,
We feel,
And we live for each other.

Men have many temples.
Women have one soul.
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about work and family life, I cannot

help but smile. I am working at
home today because my four-year-old has
an ear infection. In many ways, a sick
child epitomizes the growing interest in
interconnections between work and fam-
ily. Andy’s announcement that his ear
hurt triggered a series of phone calls: at-
tempt to find child care, cancel appoint-
ments at work, and negotiate with my
husband about who would be home when.
It was a reminder about the ever-present
meshing of work and family responsibili-
ties, particularly for people in families
where both partners work outside the
home.

Given the commonplace nature of this
domestic drama, it is difficult to believe
that only a decade or so ago, sociologist
Rosabeth Moss Kanter had to argue that
work and the family are not. separate
worlds but are intricately linked in many
ways. She pointed out that the features of
work — the reward system, schedule, co-
mmonly shared values, emotional atmos-
phere, and so on — are important
influences on workers’ families. Jobs not
only structure people’s use of time and
their economic resources, but work can
also affect how much energy and attention
employees devote to family activities and
relationships..

A s I sit down to organize my thoughts

Similarly, the work setting is not im-
mune from family effects. Families help
shape occupational values and teach
skills, such as role-taking, that are useful
on the job. It is also likely that when work-
ers experience stress at home — a

troubled marriage, problematic child care -

arrangements, or worry about an elderly
parent, they carry their concerns and
preoccupations with' them to the. work-
place. These -personal concerns in turn

can subtly influence workers’ productiv- -

d Work and Family

by Anne Crouter

ity, morale, absenteeism, tardiness, and

the likelihood that they will want to re-

main in their work situation.
Innovations in ' organizations often

occur because someone at the top believes

. in them. An orientation to the work and

family needs of workers is likely to be at-
tractive to management if it is seen as
relevant to a varied spectrum of individ-
uals. Broadly defined,the goal becomes
one of creating policies and practices that
will help all workers — men and women,
parents and non-parents — perform at
their best in their work and personal
lives.

Women tend to earn

significantly less mcome than
their husbands |

These issues are even more. urgent for

employed' single-parents, who not only .

face the challenge of balancing work -and
family life but who do not have the emo-
tional and financial support or the prac-

tical day-to-day assistance of a live-in

partner.
A concomitant trend on the part of gov-
ernment and industry involves the grow-

ing concern with workplace productivity,

intensified by global competition. In addi-

‘tion, as the baby boom cohort ages, many

companies will: face a labour shortage. To

attract and retain workers with valued °

skills, some employers are beginning to
realize that it may make good sense to
develop policies and philosophies that are
responsive to workers’ personal and fam-
ily needs.

Although rigorous evaluation studies in
this area are very scarce, there is growing
evidence that workers themselves see a
link between having child care problems
and having productivity problems on the
job. Similarly, some employers describe
the “3 o-clock syndrome,” referring to a
mid-afternoon lull in productivity when
parents begin to call home and check in
with children returning from school.

The need to provide care for someone
can occur at almost any age. While much
attention has focused on the rise in the
number of infants, toddlers, and pre-
schoolers in non-parental care, recent re-
search has pointed to the importance of
parental monitoring and supervision of
school-aged children and adolescents as
well. Parents’ work schedules are rarely
synchronized with children’s school sche-

‘dules, making the task of providing su-

pervision on weekday afternoons, school

CHILDCARE RESOURCE AND RESEARCH UNIT
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holidays and vacations a real challenge.
Rigid work schedules can make it difficult
to attend a parent-teacher conference or
a child’s baseball game. Indeed, parents
working afternoon shifts (generally 3 pm
to 11 pm) may spend virtually no time
with school-aged youngsters during the
week.

In addition, middle-aged workers may
find that just as their adolescent offspring
achieve some independence, elderly
parents begin to need more of their time,
resources, and attention. Gerontologists
describe “the woman in the middle,” the
“kin keeper,” who administers care up and
down the generational tree. At least in the
United States, where community support
systems for the elderly and their middle-
aged care-givers are not consistently
available, middle-aged individuals, espe-
cially women, often face serious choices
about how to allocate time across work
and caring responsibilities.

Although the conflict between work
place demands and responsibilities to
provide care are potentially relevant for
all workers, they are particularly pressing
for women. Women are traditionally the
designated providers of care and there is
overwhelming evidence that, even when
women work full-time, their husbands do
not increase their participation in house-
work and child care. Further, women tend
to earn significantly less- income than
their husbands. This economic disparity
leads to women’s work being seen as sec-
ondary, as less important, and therefore
as- the job which should “give” when a
need to provide care arises.

While women generally bear the brunt
of the burden of juggling work and family
responsibilities, there is a sense that
work-family initiatives will catch on more
readily in the workplace if they are con-
ceptualized as broadly as possible. From
this perspective, somewhat narrow initia-
tives in the area of child care are grad-
ually being complemented in some work
organizations with policies that empha-
size flexibility and personal choice. Exam-
ples include flexible benefits and flexible
scheduling. _

Flexible benefit packages give workers
a basic core of benefits (e.g. medical insur-
ance, vacation time, contributions to re-
tirement pension, etc.) and then allow
workers to select their remaining benefits
from a “cafeteria” of options. A parent
might select child care, while another
worker might opt for déntal insurance or
more vacation time. A/f.husband in a dual-
earner marriage might opt to omit his
wife from his insurance coverage because
she is covered by her employer. Instead he
might select vision insurance or perhaps
tuition assistance for night school.

Not only can individuals select the

package that makes sense for them, given

... even a rather conservative flex-time arrangement can'at least
reduce commuting time and modestly increase time that can be

spent at home.

their age, family situation and so on, but
this kind of policy means that innovative
programs, such as on-site child care, can
be introduced without raising the issue of
equity and the whole political question of
individual versus society’s responsibility
for children. Thus, with flexible benefits,
workers who have no need for workplace
childcare can simply allocate their bene-
fits in different ways. :

Employers are also beginning to experi-
ment with various ways to make the tim-
ing of work more flexible. While modest
flex-time arrangements have not been
found to reduce work-family stress sig-
nificantly, there is some evidence that
even a rather conservative flex-time ar-
rangement can at least reduce commuting
time and modestly increase time that can
be spent at home. More radical flex-time
arrangements, as in systems where work-
ers are expected to work 80 hours over a
two-week period but can do that in any
way they choose, are expected to improve
the work/home interface further. Unfo-
rtunately, evaluation studies in this area
are scarce, and those that have been done
have not focused on flex-time systems that
offer a great deal of personal choice and
decision-making.

The theme of flexibility has also ex-
tended to how some employers conceptu-
alize time off. Sheila Kamerman describes
one company that gives-workers a certain
amount of “paid personal time off,” a con-
cept that encompasses vacation, sick
time, staying home with a sick child, per-
sonal business, and so on. The system ap-
pears to work well because decisions
about time off are in the hands of the
worker, rather than the supervisor. More-
over, it signals recognition that workers
have responsibilities outside the work-
place. It is no longer necessary, for exam-
ple, for parents in that particular

company to call in “sick” when they are -

really staying home with a sick child.
Those personal issues are now. legiti-
mized. : .

As we head into the 1990s, there is
every reason to expect that the issues sur-
rounding the  interconnection between
work and family roles will continue to be
visible and important. Indeed, as women
continue to enter the labour force and as
employers begin to look ahead at the de-

_ mographics of a shrinking work force, we

may see greater awareness of these issues
manifested in social policy and in the poli-
cies of work organizations.

It is important, however, that we pay
attention to who in society has access to
innovative work-family initiatives and
who does not. If the private sector is the
only primary mover in this direction, we
can expect serious disparities to develop.
Certain industries, those seeking highly
skilled, scarce workers, will become more
innovative, while others will not. Thus,
we need to push for these issues not only
at work, but in union halls, community
organizations and through the political
process.

Staying home with a child who has an
ear infection is, at a very modest level, an
investment in the next generation — an
investment that should be made not only
by parents, but by labour organizations
and the social system as well.[]

For further reading:
U. Bronfenbrenner and A.C. Crouter, “Work

.and family through time and space.” Chapter

in S, Kamerman and C. Hayes, eds., Families
that Work: Children in a Changing World. Wa-
shington, DC: National Academy Press, 1982.

S.B. Kamerman and A.J. Kahn, The Responsive
Workplace: Employers and a Changing Labor
Force. New York: Columbia University Press,
1987. ]

Ann Crouter is Associate Professor of
Human Development at Penn State Uni- -~
versity where she conducts research on the
interrelationships between parents’ work, i
family activities, roles and relationships,
and the development of school-aged child- }
ren.
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my mother paint the portrait of
Granny. Granny in the big chair by the
window, light streaming in over her shoul-
der and my mother facing her across the

I remember as a young child watching

room behind her easel. My mother worked .

at just a few charcoal lines on the canvas,
not really an outline, but more a few key
connections: the space between the eyes
and other facial features, the shape of the
chin, the line of the shoulder. I could see
the lines had meaning to my mother but
I had to look very hard to make these few
lines resemble Granny sitting by the win-
dow.

Slowly, knowingly, the paint was added

in increments — layers, shadows, con-’

tours, textures, highlights. Numerous lit-
tle brushstrokes, each helping shape the
image, so that over a period of days Gran-
ny’s face emerged from the canvas. My
mother sometimes worked very quickly,

sometimes stopped and just looked ... at -

Granny, at the canvas, back and forth. I
thought she must be imagining how to
paint some part of Granny’s face, how to
capture some part of her character. What
intrigued me was that the likeness was
more than what I saw when I looked at
Granny from where my mother sat yet, in
another way, less. The portrait managed
to incorporate Granny’s personality; her
pensiveness, determination and strength

. stood out in the strokes of paint. It was,

to me, unquestionably magic!

Ever since then I have been fascinated
by the process of design. Over the years I
have studied and practiced it and, I think,
come to understand it a little. T see that
it is a kind of dialogue with the subject
(like my mother’s mental conversation
with Granny), in which designers create
a “likeness” of their vision through a pro-
cess of translating an image into reality

using countless small acts that each -

shape the final outcome. I understand de-
sign as a primary means for the expres-
sion of culture. Rembrandt, Monet,
Picasso all painted portraits using similar

. tools and similar principles yet each inter-

preted the culture of their time as well.

I have come to believe, too, that the de-
sign process is generic; that once I had
experienced the pattern of all design pro-

-cesses, I could see how the process could

be applied across many fields. In each
case, there were principles to be learned
and tools to be mastered but whether it
was buildings or clay pots, logos, clothing,
or kitchen cabinets, the process of creat-

ing meaning through design was the

same. The design of a work organization
is similar. It is this process of creating
meaning in our world, of making our vi-
sions come alive, that is the ultimate
magic and was my mother’s ultimate gift
to me.[] '

Portrait of My Mother

Portrait of Granny

as an Artist

by Susan Wright

Susan Wright is a part time professor at
the Foculty of Environmental Studies,
York University in Toronto, and a freelance
organizational consultant.
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Feminists: Explorers or Exploiters

by Pat Bradshaw-Camball and Rina Cohen

jobs, children and husbands. Our

lives are structured and the neces-
sary support systems are in place — nan-
nies, secretaries and our mothers. Around
- us other women are breaking barriers;
being appointed to the cabinet of the Pro-
vince of Ontario, promoted within organi-
zations, and benefiting from legislation
such as Equal Pay for Work of Equal
Value. The ways women are changing the
- landscape of work and family life are ex-
citing, challenging and rewarding — like
explorers women are facing barriers and
getting ahead.

R ina and I both have PhDs, full-time

Judith Ramirez of Intercede, a Toronto
based advocacy group for domestics, says:

Working ‘mothers ~ “are . the- very -
women who define and defend
themselves as feminists, as opposed’
to exploitation of women. But it’s a
definition that few extend very far
beyond ' themselves. Canadian
women need to ask-themselves —
and they haven’t yet — to what ex-
tent they’ll exploit -women of colour
for cheap child care to support their
own fight here.”

The domestic work relationship falls

“The women treat me in a know-your-place style like I am
white and you are black ... as zf 1 just came down oﬁ" the tree.”

Yet are women reaHy winning? Or are
we part of a new -elite, exploiting other

women to advance ourselves? Are we in
fact duplicating the patriarchical struc-
ture we so-dislike by repeating the rela-
tionship of powerful men and dependent
" women in our own: relationship as self-

_sufficient women employing dependent.

women? An examination of our relation-
ship with domestic workers poses a two-
fold question: Has our success come at the

expense of their success? And has what -

appears to be progress for some women
- been achieved at the expense of equal pro-
gress for other women?

somewhere between a personal privatized
relationship and a formal contractual one.

Most of the 50 domestic workers inter-
viewed during our recent research prOJect
felt they were exploited in both the “con-

. tractual” and the “personal” domains. .

" Domestic workers. see themselves as

deprived in terms of payment, working .

hours, number of tasks, days off, vaca-
tions, working conditions, deductions and
feelings of “collective” deprivation. Over
60 pércent -of domestic- workers: intex-
viewed complained about low pay. As one
woman expressed the general sentiment,
“We are in Canada for the money and not

for the winter. Money is the most impor-
tant reason we are here,” Many domestics

found a discrepancy ' between wages

agreed upon and payment received. Older
domestics (over 45) do not miake trouble
over this for fear of losing their jobs; al-

though they feel extremely deprived, they -

remain in exploitive relationships be-
cause they see no alternative.

Domestic workers often work overtime
without being paid, a practice arising his-
torically from notions of servanthood
(rather than service). Some of those inter-
viewed complained that they were asked

- to perform tasks that went beyond their

contract.

“I 'was hired as a mother’s helper.
One day she tells me very politely,
I should wash the garage door, kind
of nonsense, slavery” (domesticon a
work permit). ’ :

In most cases domestics continue to
perform these extra chores because they
urgently need a good employer reference
letter when applying for “landed” immi-
grant status. Some likened this to “doing
time” in a prison. They have to put up with
many things, keep quiet, maintain a clear

- record, and get out on good behaviour.
- Another common form of contractual .

violation is the employer’s failure to recog-
nize the “days off” that were originally sti-
pulated in the contract. About 30 per cent

of the interviewees complained of being

expected to do some. work regularly on
their days off with no extra. compensatlon

“l am entitled to two days off, but-
instead my employer only gives me
a day and a half off. T don’t say any-
thing and just pretend everything is
- OK. for I really want to get my
landed soon” (nanny, .on work per--
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Provisions for pay, hours, days off and
vacations are explicit in most employment
contracts yet the “room and board” provi-
sion does not give any indication of the
type of accommodation or food to be ex-
pected. At one extreme we interviewed a
woman (part of a husband-wife team) liv-
ing in an attractive, well furnished home
built especially for the couple in the back-
yard of the main house. At the other ex-
treme, ‘some nannies are forced to share
laundry rooms or unfinished basements
with the family dog. Eight percent of the
women slept with their employer’s child-
ren in the same room. Some complained
about lack of food or inadequate meals,
especially in homes where the employers
were dieting or eating out a lot.

Personal relationships in domestic
work can take the form of the domestic
becoming “part of the family” and include
friendship and gift exchange, as well as
employer mediation between the em-
ployee and the Canadian bureaucracy.

Such personal relationships are often
abused by employers. More than half the
domestics interviewed complained about
various demeaning attitudes and racial
discrimination. For example:

“Black women do the same thing as
other domestics and get less pay”
“The women treat me in a know-
your-place style, like I am white and
you are black ... as if I just came
down off the tree ...”

“Come on, move it, aren’t jungle peo-
ple supposed to be fast?”

In a few cases nannies or domestics
complained about sexual harassment and
certainly the live-in work arrangement is

more conducive to sexual exploitation -

than is the live-out alternative. Although
only one of the women reported sexual
involvement (in this case with her em-
ployer’s brother), we had the feeling many
were sexually harassed. This one reported
incident may well be the tip of the iceberg.

Sexual remarks are quite common among -

male employers, as this example from a

nanny ona work permit illustrates:
My third employer was a very nice
lady but. her husband I could not
stand. He kept joking with me. Be-
fore I left on my day off he goes “Can
I come with you.” And when I was
back on Monday morning he would
be there (he worked from his home)
and .asks “Did you have fun with
your boyfriend?” or when I'am at the
sink he’ll come from behind and
scare me to death with a sudden
hug, tickle my waist or pull my hair.
When I went to the cottage with
them in the summer he would al-
ways find a reason to be around me.
I couldn’t stand his teasing and the

dirty jokes so when I came home
from the cottage I told the lady 1
was not happy with the pay and
quit,

The nanny chose to disguise this intimi-
dation with a contractual excuse, low pay,
covering the personal reason — violation
of her self-respect. Many complained
about lack of privacy. A common com-
plaint was that employers and their fam-
ily members continually came into the
domestic’s room without knocking. Others
complained that they weére ignored by
their employers or treated as objects. The
families often discussed their most troubl-
ing affairs, assuming the domestic did not
hear or understand. One family spoke Hu-
ngarian all the time, even at meals, ignor-
ing the domestic completely.

" background, knowledge of legislation or

membership in support groups. An em-
ployer’s concern with equity may include
personal values, traits and interpersonal
skills, familiarity with legislation, and
willingness to comply. Even this partial
identification of the factors indicates how
complex the issue is.

The remaining two boxes on the matrix
show us two other types of relationships
between the equitable and the exploitive.
Box C indicates a situation in which the
employer has a high level of concern with
equity and fairness but the nanny has a
low sense of power. This relationship can
be characterized by reliance on the terms
of the contract, so that the nannys low
self-concept impacts minimally on the in-
teractions, or by a nurturing, supportive

Matrix of Nanny-Employer Relationships

Employer's Concern With Equity & Fairness

Low

c High

° .

» T v

S 2 AI Relationship QI Conflictual

4] ;. High |  of Equity Relationship

= ‘

9

>

= \ _(ZJ Nurturing or RI Exploitive

3 ©  Low Contractual Relationship
Relationship

Not -all employment relationships are
exploitive, but in many cases there are
problems. We have designed a matrix
which captures the range and diversity of
relationships between domestics and em-
ployers. Two continua are critical: first,
employers vary from those concerned with

-equity and fairness to those at the other

extreme, who exploit nannies. Likewise,
nannies very in their sense of self-worth
and power, some feeling powerless and un-
able to demand their rights while others

feel powerful and aware.

Two - elements: comprise an exploitive
relationship — an:employer with little
regard for equity and fairness, and a
nanny with low self-esteem and power. An
equitable ‘relationship combines an em-
ployer with a high level of concern for eg-
uity and fairness and a nanny with a high
sense of self-worth and power. A nanny’s
sense of power may be influenced by such

- factors as her own self confidence, ethnic

or mentoring relationship in which the
employer .tries to enhance the employee.
Such a relationship can move toward a
more equitable one (Box A) as the nanny
feels more confident and powerful, or
toward an exploitive one as the employer
discovers the nanny’s dependence. Simi-
larly the relationship characterizing Box
B (low levels of employer concern with eq-
uity and high employee sense of power)
can move from one characterized by con-
flict towards an equitable or an exploitive
one. Given the possibilities of change in
these relationships, the important issue
is how we, as feminist professionals, can
work towards more equitable relation-
ships. )

First we must ensure that we meet the
terms of the contract as negotiated with
the domestic and as laid out by the legis-
lation. In the personal area, maintaining
the contractual relationship and not deal-
ing with the personal level appears ideal
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because it is simple and clearcut. Yet this -

fails to help with the domestic’s feelings
of personal deprivation or to facilitate

another woman’s personal development. -

As in our-own workplaces, we must adopt
a mentoring, even nurturing role; we are
aware that we can be a role model and
offer a view of what is possible for women.
The balance between the contractual and
personal is delicate — the goal is to em-
power not to increase dependency.

Society in general also has a responsi-
bility. Legislation which will clarify and
improve working conditions needs to be
introduced (where it is not already in
place) and strengthened. Support groups
for domestics, opportunities for them to
join unions — we should be actively lobby-
ing for these.

However, we are uneasy with the as-
sumption that this is primarily or exclu-
sively a women’s issue, concerning only

female employees and employers. While .

women still have primary responsibility
for domestic work and child care, we hope
that this will change in the future. The
situation needs to be redefined and seen
as the responsibility of men and women
of equal power and opportunity on both
gides of the employment equation.

We acknowledge that these relation-
ships of dominance and inequity are in-
trinsic to the capitalist system and the
fundamental restructuring of society may
be required for their resolution. As femi-
nists, we must first acknowledge the prob-
lem in our relationships with domestics
workers and nannies and then begin to
find ways to improve the situation. Ignor-
ing the issue is a denial of the feminist
and humanitarian values we espouse and
makes us no better than the employers
from whom we demand change. In the

home, a domain under our control, we can -

model our vision of a new type of working

relationship which transcends domina-- 7

tion and exploitation. We can, and must
strive for equity in our own backyards.[]

For further reading:

R. Hertz, More Equal Than Others: Woimen and
Men in Dual Career Marriages. Berkeley: Uni-
versity of California Press, 1986.

M. Silvera, Silenced. Toronto: Williams-Wal-
lace, 1983, - ’

L. Thomas, “But Their Hearts Belong To
Nanny,” Toronto Life, April, 1988. :

Pat Bradshaw-Camball teaches organiza-
tional behaviour at York University, with

a research interest in power and politics. -

She is the mother of two young boys.

Rina Cohen teaches sociology at York
University and has conducted a major re-
search project on domestics in Toronto.
She also has two children. :

Can Feminists Have Power?

the usual editorial debate among board members, centring on the poten-
tially exploitive relationship between employer and domestic. Clearly, ex-
ploitation flourishes across a number of occupational groups, especially among
workers who are vulnerable for reasons of language, skills and legal status. And
clearly, women as well as men are among the exploiters. As feminists, we are
obviously outraged at this and identify more with the exploited and marginalized
person or group than with those in power. ‘

In reflecting on this debate, it seems to us that we were facing some of the

The article by Pat Bradshaw-Camball and Rina Cohen provoked more than

- paradoxes of feminism that are emerging as feminism, as well as feminists,

mature and age.

One paradox for us was around the consequences for some women of achieving
some economic and organizational power. How do we, as feminists, use this
power? And are we easy with the notion of power?

What do you, our readers, think? Write and tell us — we’ll run some of the
letters in subsequent issues.

Anella Parker Martin and Pat Bradshaw-Camball

UNTITLED
by Hans Van Beinum

Thousands of years of patriarchy

poured down the scaffolding of our consciousness
like cement

hardens into the invisible context of

what is and what ought to be.

Subtle process and programmed learning
as well as plain force and courtesy
make up the contours of love and life

. and generations of linear logic.

We breathe the phallic fabric that blinds
man and woman locked in Kafka-esque embrace
which keeps their masculine and feminine secure
-and paired in prison. :
- .When animus falls in love with anima
and two explodes into four, ‘ :
the paradigm breaks and lets us move beyond.
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“Union Maid

'Ann Marie Wierzbicki interviewed by Barbara Sanford

Ann Marie Wierzbicki is a Regional Repre-
sentative with the Public Service Alliance
of Canada (PSAC), the union for federal
government employees across Canada.
She helps to resolve grievances, represents
people on appeals, helps to organize locals,
and represents PSAC on issues such as
workforce downsizing. Her portfolio also
includes working with women; running
education workshops, a newsletter;, and
starting women’s regional committees.
She was interviewed by Barbara Sanford
of Women & Environments’ Editorial
Board. -

Wierzbicki: We have a women’s network
newsletter and the beginnings of a wo-
men’s regional committee. We held a na-
tional women’s conference in 1987; the
resolutions went directly to the PSAC con-
vention in April 1988. Women organized
to win two of their major ones: to recog-
nize and fund women’s committees on a
regional basis; and to provide full funding

. for regional women’s conferences and one

national one within the next 3 years. Wo-
men’s transportation, lost wages, child
care, ete. will all be paid.

W & E: You have been involved in other
types of education activities, specifically
for union women as well. Can you tell us
about these? )

Wierzbicki: At the PSAC conference, the
focus was on skills building. One of the
biggest barriers to women’s participation
in unions is our socialization, We don’t
know quite what to do when we first walk
into a union meeting with a zillion men
all arguing with each other. For women to
start participating in this aggressive, ad-
versarial scene, we have to overcome that

socialization. We did mock union meet-.

ings and practised using rules of order, '

but the real success was the start of our
networking. Women had an opportunity
to look at common concerns and goals;
that started binding some women to-
gether.

The CEIU (Canadian Employment and
Immigration Union) women’s conference,
however, was far more exciting because it
dealt with process. We were working to-
gether as women. Also, the workshop I did
there dealt with sexual orientation. As far
as [ know, this is the only time it has come
up on any formal union agenda.

The irony is that the conference fol-
lowed our winning a “no sexual orienta-
tion discrimination” clause in -the
collective agreement. If you looked at the
collective agreement in 1986, you would
think “how progressive,” but this didn’t
come up through the rank and file. In fact,
it has been a surprisingly easy victory...
probably because employers haven’t seen
any costs involved, yet. The recent court
ruling that excluded gay and lesbian cou-
ples from the definition of “family,” for ex-
ample, was a close decision and could
change in the future.

Source: Statistics Canada, unpublished data from the Survey of Union Membership,

1 also participated in the Women and
Unions weekend at Grindstone Island last
summer (1987). That came out of the an-
nual Grindstone Women’s Celebration
weekend. Those weekends were simply for
the enjoyment and freedom women feel
when they are alone together, but at the
1986 celebration weekend, some union
women thought that this would be a good
thing for women in unions to do, too.

The 1987 Women and Unions weekend
had an official agenda that was issue-ori-
ented. We did a lot of talking about the
economy and about free trade: Then, at
the final plenary session, it came out that
most of us thought we were coming there
to talk about what it was like to be women
working in unions, but we hadn’t had time
to do that. So this year we have set aside
time to get our gripes out about what it’s
like to work in unions, which are very pa-
triarchal and hierarchical, and then we
will address the process that we want to
work within... a feminist process.

W & E: Can you define feminist process?

a supplement to Labour Force Survey, December 1984.
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Wierzbicki: It involves the sharing of
power, the equalization of roles, and doing
things like rotating the chair and pairing
people to share their skills. Feminist pro-
cess includes being “real” with each other.
Working in groups, we tend to have our
own little paranoid fantasies and these
are disruptive to our collective process. If
we institute check-ins, to identify how
much you can commit to the work and
why, we can avoid a lot of the guilt and
anger associated with these differences.
For example, differences in family re-

sponsibilities are real, and if we identify

these at the beginning we don’t have false
expectations of each other. Personal crisis
should be acknowledged, if not in content,
but at least by admitting to the group that
you will be distracted today because of
personal reasons... good reasons. Check-
ins should be a part of each meeting.

W & E: What has been the union’s posi-
tion towards job betterment, training, re-
training, and other policies supportive of
working women.

Wierzbicki: It’s clear that technolog1cal
change is affecting women’s jobs much
more than it’s affecting men’s jobs. The
Union has been very strong at the nego-
tiating table around this issue, just trying
to maintain some level of employment eq-
uity for women. but it’s hard to get the
collective agreement . clauses strong
enough and there is still a feeling that
‘women’s issues are more easily dropped.
This is part and parcel of what we see in
the statistics on the proportion of women
on the negotiation team. Women, if they
were there, would put up a stronger fight
for their own issues. We have had some
success around child care; some on-site
child care has been established, but it has
been minimal.

We have funding for on-site daycare at
all official union functions as well as a
reimbursement policy for child care costs
incurred. But child care is still a barrier
to women’s participation in the labour
movement, ho matter who pays. Leaving
your kids so that you can use your free
time to participate in union activities can
present personal problems. The Union
has not really addressed the issue of dis-
ruption of our personal lives. Union
women who are mothers face the triple
day syndrome: they work all day, come
home to care for their house and family,
and then they have to go to meetings,
lobby and be active in the union. It can
be incredibly painful, especially in terms
of relationships with husbands or lovers.

-saying, “Look at the composition of your

executive. We are not adequately re-
presented in the labour movement.”

The Labour Council of Metropolitan
Toronto has been doing some good educa-
tional work, especially around English as
a second language. Many programs have
been instituted in the work place, often
during working hours. Again, it’s doubly
hard for the women. Men are expected to
go out to work and learn English, so they
get money and support from Canada Em-
ployment and Immigration, but women
often don’t. It’s not a policy of Employ-
ment and Immigration, but there is a
kind of systemic discrimination that al-
lows men to have better access to these
opportunities.

Women have broadened the scope of what unions will look at

and fight for.

. W & E: What about women of colour? Do

you think their expenence or situation is
different? :

Wierzbicki: The emergence of visible
minority and immigrant women as a
strong force within the women’s move-
ment and the labour movement will even-
tually force us to address this issue. It’s
hard for all women, but especially for im-
migrant and minority women. They now
face the same barriers that white, activist
women first faced 20 years ago, when the
second wave of feminism started. Their
organizing is similar. They are starting to
challenge the Ontario Federation of La-
bour and the Canadian Labour Congress,

Source:(*) Pradéep Kumar and Mary Lou Coates, The Current Industrial

Relations Scene in Canada: 1986 (Kingston:

Industrial Relations Centre,

1986); other data from L. Brisken and L. Yantz, ed., Unlon Sisters;: Women
In the Labour Movement (Toronto: The Women's Educational Press, 1983).

"W & E: Do you think that the relation-

ship between PSAC and women in PSAC
is typical of other unions in Canada or
other public employees’ unions? What is
different, if anything?

Wierzbicki: The Alliance is similar to
other public service unions. Sometimes it
feels as if we’re ahead, and sometimes as
if we’re behind. The fact that we have a
national women’s conference that can
send resolutions directly to the national
convention is flabbergasting. We are-the
only union that has that. Yet OPSEU (On-
tario- Public Service Employees Union)
has had funded, formally recogmzed wo-
men’s committees for years.

In trade and industrial sector unions
the problems are obvious. They are not as
progressive around women’s issues, be-
cause their membership is not as highly
composed of women, Public service uinions
have been more progressive about wo-
men’s issues because they have more
women members. For example, they have
led the fight against sexual harassment.
Other unions have excellent policies, but
their implementation and the involve-
ment of women has been much more diffi-
cult because of the environment in the

workplace. And remember that the major -

employers of women are not the types of

“employers to have unions; restaurants, re-
tail establishments and banks have been
difficult to organize in the past. ‘

W&E: Do you think that unions. have or
should have any spec1a1 role to play-in
promoting women’s issues?
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Wierzbicki: Unions should have a spe-
cial role to play in promoting women’s is-
sues because one of the major burdens
women carry is their undervaluation in
the workforce and their ghettoization in
low-paying jobs as secretaries and as cler-
ical and service workers. We have made
some progress in terms of equal pay laws.
In 1978, the Canadian Human Rights Act
had an equal pay clause. It is only now
being acted upon. The Alliance is cur-
rently carrying out an equal pay study,
which will take another year to complete;
then you have to start talking about im-
plementation. . '

One of the key issues for Grindstone is
equal pay. I expect we will be taking a
critical look at the law and at collective
bargaining strategies.. Once we've got it
in the collective agreement, we are re-
sponsible for enforcing it. Unions, and
especially public services unions, may not

be as strong as we would like, but they.

are trying to negotiate equal pay clauses,
child care clauses, parental leave clauses,

" care and nurturing clauses, etc. and the
‘increasing participation of women in the

labour force demands that. ‘

W & E: Generally speaking, do you think
that women have or should have any spe-
cial role to play in unions?

Wierzbicki: Women have a very, very

- special role to play in unions, Feminists
in particular have a key role to play in the

democratization of the labour movement.

Over the years, unions have become very -

bureaucratic and, in general, the mem-
bership has become inactive. Women ac-
tive in unions have a role in changing the

‘hierarchical power structures and em-
. - powering themselves. We have had a lot
* of successes to date and I think that we
are going to change the face of the labour

movement even more in the future.

It is remarkable that throughout the
recession, women were broadening the
scope of what unions would look at and
fight for. We won concessions on things
that had never been considered union is-
sues before. And men benefit, too. It's such
a misconception to think that these are
solely women’s issues. If it’s a benefit to
the family, it’s a benefit to the men in the
family as much as to the women. Our

‘whole lives are affected by the work we

do. We spend the majority of our time at

work, and the quality of our life at work -

affects the quality of our life everywhere

 else, including in our relationships with

men.[]

Public Service Alliance
of Canada (PSAC)

PSAC is made up of 17 components or
unions. Statistics on the proportion of

women among the “card-carrying” mem-

bers and the national executive of some
of these components follows:

PSAC’s National Board of Directors is
made up of 30 people (23% women): 5 are
from the Alliance Executive Committee
(40% women); 17 are component Pres-
idents (11% women); and 8 are National
Directors representing different regions

in Canada (43% women). The Alliance Ex-

ecutive Committee members and the Na-
tional Directors are elected at triennial
Alliance Conventions. Component Pres-
idents are elected at Component Con-
ventions.

PSAC’s negotiating team is currently
25% women, though women make up 48%
of the Alliance’s membership. In 1985-86,
only 17% of the negotiating team were
women.

Staff in PSAC Regional Offices are
members of the Canadian Union of La-
bour Employees (CULE). CULE 1 are
Regional Representatives (31% women)
and CULE 2 are Administrative Support
Workers (100%) women).

The Labour Council of Metropolitan
Toronto has compiled statistics on wo-
men’s participation in Metro area unions,
generally. They indicate that 53% of union
members are women, yet only 9% of union
executive members are women.

Per Ceht Women

Components of PSAC
. ' Membership | Executive
Environment | 37 » 0
National Defense‘, 40 ‘ 25
- SECO (Public Service
Commissjon) ' 66 | _ 40
Postal & Communication 50 50
Canadian Transportation 22 : 7
Solicitor Génerél 45 _ 40
Veterans' Atfairs 61 : 86
Public Works 38 6
Subply.&éé_rvices 54 _ a8
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=TAKING SIDES

Racism Hurts Us All

June Vicocq is the Director of Human
Rights and Race Relations at the Ontario
Federation of Labour. Prior to this she
worked at a hospital in Toronto and was
active in the Women’s Committee of CUPE,
“the Canadian Union of Public Employees,
Local 79. June is from Guyana, where she
also held executive positions in her union.
She chairs the board of the Shirley Sa-
maroo Shelter for Battered Women in
Toronto — the first of its kind for immi-
grant women. We have excerpted these
comments from her speech to the CUPE

conference on women’s economic survival,
March 1988.

obstacles for all women but for visi-

ble minority women the obstacles
are compounded by racism. Racism limits
their entry into the workforce and rele-
gates them to employment in workplaces
where the wages are low, the work is la-
borious and where they are often sub-
jected to other discriminatory practices in
working conditions and opportunities for
advancement.

Racism is a barrier to equality because
it keeps visible minority women locked
into jobs which appear to have been re-
served for them, doing work that white
women don’t want to do. They work pri-
marily in hospitals, nursing homes, as
cleaners,; maids, cafeteria workers, and in
the garment industry. For many of them,

The road to equality remains full of

these jobs are considered initially as short

term employment; they plan to move into
better paying jobs but the reality is that
they remain because other possibilities
are often closed to them. Those that find
employment in the clerical areas are dis-
proportionately represented in the lower
levels. If english is not their first lan-

by June Vicocq

guage, then they are often easy targets for
unscrupulous ' employers who pit one
group against the other, creating an at-
mosphere of mistrust to their own advan-
tage.

Visible minority women want to be eco-
nomically independent too but, as a result
of their position in the workforce, often
characterized by low wages, poor working
conditions and lay-offs, economic pressure
is a way of life for many of these women.
A case in point is what’s happening in the
garment industry. During 1987 seven
plants in Toronto were closed, putting
close to 500 women out of work. So far
this year, six more unionized plants have
closed and another 330 women are out of
work. It is expected that a total of ten
plants will close by the end of this year,
and free trade with the US will wipe out
what’s left of the garment industry in Ca-
nada. i

Because racism is not easy to
addpress, trade unions have
tended to ignore it.

These women have worked in the gar-
ment industry for years; some of them
have been on the job for as long as 40
years. Many will not receive severance pay
because the plant is too small to be
covered. by this requirement. These
women are not only without jobs and
without money, but for many of them
there is no hope of finding work again'be-
cause of language and age restrictions,
and a federal program of assistance for

women over 55 has been cancelled. What
makes these closures particularly distres-
sing is that even if some of them find jobs
they will be paid about $5 per hour, half
of what a skilled dressmaker earns. Work
has also been deskilled by rationalization
of production.

As trade unionists and representatives
of working people we must ask ourselves,
what can we do? We may never be able to
eliminate racism entirely, as long as the
present economic system prevails, but the
very least that we can do is work to mini-
mize its destructive influence in our work-
places. We know that racism does not hurt
everyone equally, we know that it hurts
some more than others but, as long as
employers have access to groups of people
that they can exploit, it hurts us all.

We must take an activist approach and
build a movement that will fight the racist
practices of employers. We cannot rely on
the good intentions of governments and
employers who display the Human Rights
Code on their office walls and yet refuse
to hire visible minorities.

‘Because racism is not easy to address,
trade unions have tended to ignore it, so
it has become an issue that only those
who experience racial discrimination try
to move forward. If the trade union move-
ment is about fair shares and equality for
all working people, it is up to all of us to
make anti-racist education a priority in
our unions. :

I am convinced that if the will is there
we can make progress in this area just as
we have made progress in other areas. We
must not underestimate the role that la-
bour education has played in shaping con-
sciousness and imparting . skills to
workers. All of us must be involved in the

struggle against racism because racism

divides working people and weakens ou.
unions. ] '
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Credit, Confidence and Ketchup

days of barter and self-sufficient

households are rapidly disappear-

ing, and the need for cash to pay for
school fees, food imports, medicine, trans-
portation and consumer goods is a grow-
ing reality for even the most rural areas.
Financial stability as well as the day-to-
day maintenance of children, household,
and farm fall heavily on the shoulders of
women,

While rural women have many
strategies for sharing labour burdens —
pooling of labour, rotating responsibilities
with female relatives, delegating child
care and household chores to older child-
ren — other, more subtle, constraints to

For women in the Third World, the

Ketchup processing plant

by Judith A. Graeff

effective income generation are more diffi-
cult to overcome, and gaining access to
formal sources of credit is particularly
difficult.

Donor agencies from many countries
have frequently focused on income gen-
eration development schemes for the poor.
These schemes are usually based on a
Western, male-dominated model, and by
not taking into account certain realities
of women’s lives, fail to help the most
needy target group.

Development planners are now: seeing
that improved income generation for men
does not automatically “trickle down” to
improve conditions for women and child-
ren; on the contrary, it is women who
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channel their income more directly to ben-
efit their children. .

Credit schemes based on the Western
model, even if specially designed as small
loans to low income people, still typically
require: : .

— loan collateral in the form of land or
cattle or other possessions. In many socie-
ties, women are not allowed to own any
property.

— loan applications requiring literacy
and often the signature of a man. (In
many countries, women’s signatures are
not binding even for adult women house-
hold heads.)

—loan applications and maintenance
requiring travel to banks in urban centres
and inevitably involving women’s interac-
tion with men unknown to family mem-
bers. Watchful husbands very often will
not tolerate this.

Is the solution then to create income
generating projects aimed exclusively at
women? Development projects centering
on women have been typically welfare ori-
ented, offering, for example, food sup-
plementation and free child
immunizations, or they teach traditional
skills of child rearing, nutrition, sewing
and cooking. None of these activities ex-
plicitly leads to possibilities for earning.
Special women-focused income gen-

_erating schemes are usually low budget

and most often emphasize cottage indus-
tries and marketing of hand-made crafts.
The very nature of crafts (embroidery, pot-
tery, basket weaving, rug making, etc.)
makes them too labour intensive for large
scale production and marketing to be cost-

. effective. Constraints to loan application

and repayment should and could be mini-
mized for women so that commercial ven-
tures are more feasible for women with
severely limited resources.

Despite the problems they face in gain-
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ing access to formal credit sources, rural
women are not new to operating on credit
on an informal basis. Forming a credit
group of neighbours and relatives.is one
common .mechanism for low-income
women (and men) to gain access to cap-
ital. These groups can provide small loans
to participants for years, or they can form
and dissolve in a few months — once ever-
yone has had an opportunity to use pooled
funds. The basic idea is for each member
to contribute a small amount of money
(sometimes a few cents) each month,
which is then pooled and given to one of
the members to use. She may buy a piece
of equipment for a home production
scheme, pay a child’s school fees, buy
seeds for her fields, or increase her herd
of goats. The pooled sum rotates monthly
from member to member, allowing poor
women to use an amount of capital they
would otherwise never be able to obtain.
Also, increasingly banks are granting
loans to groups like these, making the
group as a whole responsible for repay-
ment. The default rate in these schemes
is typically quite low.

There are many success stories of how
these women’s groups have overcome ob-
stacles to obtain bank loans and mount a
viable commercial activity. The following
is such a story.

‘In the canton El Castafio, near Sonson-
ate, El Salvador, a Mothers’ Club of 15
women wanted to switch from nutrition
classes and sewing projects offered by the
National Association of Peasant Mothers’
Clubs and local churches, to something
that would earn money. In 1979, USAID/
El Salvador responded to the women’s re-
quest and asked OEF, International (for-
merly the Overseas Education Fund), n
American private non-profit firm specia-
lising in development projects for Third
World women, to guide the group with
technical assistance and a grant, in de-
veloping and operating an income gen-

erating project of their choice.

Where to start? The women of El Cas-
tafio, although already having formed a
group, were not prepared at the outset to
launch a serious commercial venture. The
group needed to begin with several
months of strengthening self-confidence
and learning how to function effectively
as a group. OEF began, then, with a pro-
gram of general group building skills
based on the-assumption that just be-
cause women gathered together for activi-
ties, did not necessarily mean that they
had the mutual trust, confidence and mo-
tivation as a group to do the kind of prob-
lem-solving and decision making that lay
ahead.

Only one of their group had
more than an elementary school
education.

The momentum generated through the
initial team building process led to the
decision to go ahead with a serious com-
mercial venture by exploiting the local
tomato crop: to produce ketchup from to-
matoes that do not sell during the season
and to pickle other vegetables when not
busy with tomatoes.

Commerc1ally processing tomatoes into
ketchup is a complex business.’ The
women were talking about starting up a
food processing plant in a region where
there was no electricity or running water.
Only one of their group had more than an
elementary school education — they were,
indeed, typical rural-women, busy with
husbands and children; raising small
animals and tending garden plots. Their
husbands were generally supportive of
the idea, and would try to supply the ven-
ture with. tomatoes from their fields. The
one woman with higher education could
take an important role in managing the
business, and in keeping the books. -

Now, more confident that as a women’s
group they could launch and manage a
business, the women looked to the earth
for the means to begin. :

Village men maintained the tomato

crops in the region, but several bad har-
vests had forced them to migrate to the
coast to find work on plantations. OEF
called in ag‘mcultural specialists to help
the men improve their crops, assuring a

-local supply of tomatoes for the women’s
" food processing. The local church donated
- land for a processing plant, although it

was not completed until 1987. Meanwhile,
the women arranged to rent the use of a
miniature food processing plant, on the

"grounds of a government agricultural

school 40 km from the village. Since the
plant was used for training students, it
was accessible to the women on weekends
only. Initial money for rent came through
the project grant, and OEF brought in an
expert from the capital to teach the mass
production of pickled vegetables and
ketchup.

Group members, loaded with fresh to-
matoes, boarded the bus every weekend
to ride the 40 km to the plant, learning
there how to turn tomatoes into market-
able, bottled ketchup. At first, they sold
their produce, called “El Castaiio” Cat-
sup, just at local fairs. Since all commer-
cially produced ketchup in El Salvador
came from Guatemala and Costa Rica,
when the political situation worsened in
Central America in 1981, ketchup sup-
plies from these countries were cut. The
El Salvadorians wanted their ketchup, so
the demand for a locally produced version
jumped! In response, their modest project
was forced to expand, demanding more
sophistication in organization and mar-
keting.

As an organisation, the co-op was ex-
panding far beyond the 15 women who
had started the project and became
formally incorporated as a multi-service
production cooperative. Their mem-
bership had grown to over 160 male and
female members and they required
financing to build their own processing
plant and to handle operational costs
until they were covered by project profits.
They needed to learn marketing, account-
ing, and plant operation skills. Many of
the landless members of the co-op wanted
their own land to raise tomatoes. Even
more fundamentally, the women needed
to learn how to travel away from the vil-
lage, how to negotiate with a bank, and
how to meet with and get action from poli-
ticians. They were learning self-confid-
ence.

The women quickly saw that there was
much more to ketchup than learning a
recipe. Two fundamental obstacles faced

.them. They needed to build a processing

plant in a region which had no running
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water or electricity. In pursuit of building
their own processing plant, not only was
financing critical, but the women had to
have water and electrical services brought
to the community. Co-op and community
members mobilized together, putting poli-
tical pressure on the central government
to provide these services, but they ended
up having to do the installation them-
selves.

OEF guided them through these vari-

ous stages and helped particularly in se-
curing a loan, the other major obstacle
facing the co-op. OEF and the cooperative
had exhausted all possible commercial
funding sources in El Salvador before ap-
proaching the Inter American De-
velopment Bank (IDB). OEF contacted
IDB representatives in Washington DC
and in El Salvador. Initially, the bank
would not take seriously a large - scale
business venture proposed and operated
by peasant women. The representative’s
reaction was, “Your women should go back
to their homes and can tomatoes as a cot-
tage industry.” With much perseverance,
however, they convinced the bank repre-
sentative from Washington to visit the
project, and then make -his decision. He
was sold on the viability of the project,
and put into motion a $400,000 special
projects loan for the co-op to cover operat-
ing costs and plant construction. At low
interest and a 10-year grace period, the
loan has’been crucial in keeping the pro-
ject alive in its formative years. Indeed, it
was the critical element that allowed the
project to become more than a cottage in-
dustry.

The very survival of this project has
been due to the solidarity of the original
women’s group and the support and re-
spect they receive from their husbands
and the community as a whole. The tech-
nical assistance from outside experts for
both the good processing and financing
aspects of the venture was also crucial.
But has the project been successful? After
nearly 10 years, it has not yet generated
much money for the co-op families. Pro-
ceeds from sales, understandably, have
had to be used to cover operating. ex-
penses. The IDB, while finally willing to
provide a'loan, has been slow in releasing
useable funds, and it is unclear how much
Jlonger USAID will contmue to support
the project.

Although ' not yet generating many
profits, the project has generated a great
deal of work for the men and women of
the co-op. Everyone has two jobs: to do
what is typically necessary to maintain
their households; and to respond to the
pressing needs of the co-op. The men still
often migrate to work on the coast, and
the continual civil war also takes its toll.
The extra stress on co-op families is high,
and until the ketchup venture can support.

them without additional income sources,
this stress is sure to continue.

While its success as a business venture
is still uncertain, the project’s positive re-
sults are many. The increased self-confid-
ence among the women is obvious. After
giving some foreign visitors a tour of the
‘tomato processing plant, one woman in
the co-op who had recited the ketchup rec-
ipe and processing method in detail ex-
alted: “I learned this whole procedure and
I can’t even read or write!” The women
have also. commanded attention and re-
spect from the political system. The mo-
mentum from the co-op has brought
needed changes to surrounding communi-
ties, including water and electrical
services.

This story of a women’s group engaging
in commercial enterprise does not have to
be such an anomaly. For example, wo-
men’s grass roots  organisations (called
harambe) are a critical element in Kenya’s
official development plan. The govern-
ment lends technical and financial sup-
port to mnearly 200 women’s groups
running their own development (usually
income generating) projects. In addition,
large commercial banks do not have to be
so inaccessible to peasant women. Here,
the now well-established Grameen Bank
in Bangladesh is an example. It began as
a p1oneer1ng venture to see if a financial

" institution in the formal sector could re-

main a viable commercial bank while sup-
porting the development of small-scale
industries made up mostly of women. The
Grameen Bank has developed loan proce-
dures to respond specifically to the usual

- constraints traditional women face in

seekmg formal credit. Part of its proce-
‘dure is to go into villages to explain and
teach loan procedures to women. It also
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makes available small amounts of money
and will loan to women’s groups as well
as individuals. )

More governments and international
donors need to follow these examples and
support the efforts or women to generate
income for their families and lower bar-
riers to formal services. Until govern-
ments and donors implement policies to
support women’s efforts to generate in-
come, rural women in the Third World will
continue to be poor and without re-
sources. This is unfortunate when they
continually demonstrate their desire to
provide sufficiently for their family and
their willingness to work together for an
economic goal. The benefits to a nation’s
overall development are many when it de-
signs realistic opportunities for the other
half of its population to become eco-
nomically productive and self-sufficient.(]

The author would like to acknowledge the
help and cooperation of Carolyn Rose-
Avila, formerly of OEF International, for
her comments on an earlier draft, and of
OEF International for providing the pho-
tographs.

Judith A. Graeff works for the HEALTH-
COM Project at the Academy for Educa-
tional Development in Washington, DC, a
health education project for children in the

"Third World. She manages on-going pro-

Jects in Zazre and Lesotho.
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The Changlng Patterns of Women’s Work
‘Reflections on Technology

1979... nearly 10 years ago. For some

months I had been worried about the
emerging impact of new forms of technol-
ogy on traditional women’s work. I invited
Heather Menzies, author of Women And
The Chip, over to discuss a growing sense
of concern I had about the potential for
massive job loss for women.

In 1979 I was working in a federal gov-
ernment department that employed a
great number of clerks, data entry opera-
tors, typists, and comptometer operators;
all female-dominated occupations. At that
time the focus of equal opportunity em-
ployment initiatives was on upward mo-
bility for women — getting them “out of
the job ghettos” — not on changes within
the occupations where women were con-
centrated. I had met with various men
and women from unions, interest groups
and government- to share my concern
about this issue.

It was a warm spring day in Ottawa in

In the late seventies, the focus of the

technology debate was on employment.
By the early 1980s the impact of the “chip”
was felt far more widely and the revolu-
tionary impact of this scientific discovery
was being recognized. There are three
main areas: household work, reproductive
.choices and employment, where women
are experiencing radical changes in their
lives as a result of this tiny invention.

How have things changed since that
spring day in Ottawa? Have the predic-
tions about job loss for women come true?
Is technology the driving force it was ex-
pected to be?

While the decade is not yet over, there
is evidence that many jobs have been lost.
For example, comptometer operators have
been replaced by sophisticated computer
software. It is estimated that three word
processor operators are capable of produc-
ing the same amount as ten typists had

by Jan Mears

Women now make up over 50
per cent of the paid labour force.

previously produced. Clerks hidden be-
hind mounds of paper have been retrained
or replaced by employees seated at com-
puter terminals, the paper replaced by
computer discs. The profile of the large
bureaucratic - organization has shifted.
While the same or even increased volume
can be produced today, computer power
has replaced a lot of good old people
power.

In a sense the prediction that a million
clerical jobs would be lost by 1991 is true.
Those jobs, as they were defined, per-
formed and organized for the last part of
this century are disappearing. New jobs
however, are being created and filled by
women, who now make up over 50 per cent
of the paid labour force. The service and
public sectors of our economy continue to
grow and this is a prime source of employ-
ment for women.

But the patterns of women’s work have
altered. Women are staying in the paid
labour force through the child bearing
years. It doesn’t seem to matter whether
they are working as clerks or as lawyers,
they’re making family accommodations fit
their work, and theyre demanding that
employer polices comply with their family
needs. The argument that “women work
for pin money” has disappeared. Women
work for all the reasons that men work.
And furthermore women are doing all
kinds of jobs. Although the barriers of

non-traditional jobs still seem relatively
impenetrable, women are working in all
occupations.

The jobs we knew have altered. When
did we last have our groceries packed for
us in a supermarket, or line up for a bank
teller just to withdraw some cash? A lot
of traditional women’s jobs have gone,
those that remain have changed to encom-
pass more duties and responsibilities.
Take the supermarket cashier for exam-
ple. Using an electronic register she now
does inventory control as well as cash and
packing... three people did that before. In
the banks it is not uncommon to see men
at the counter. In the offices there are as
many men behind terminals as there are
women.,

Part-time employment has continued to
rise over the last five years with a dispro-
portionate number of women choosing it
as a viable way to combine family and
work. Although many of the part-time
jobs are seen as dead-end opportunities,
women are there.

Employer policies and collective agree-
ments. are beginning to accommodate
women. Ten years ago provisions were
limited for workplace daycare, flexible
hours, leave policies; although these are
still exceptional, changes are coming.

The major driving force changing work

organization, productivity improvement, -

competition etc. is undoubtedly rapidly
evolving technological capability. Starting
with the manufacturing and resource
based sectors of our economy (where
women are not employed in large n
bers), tech change has had a major imp
on the number and nature of j
However, Just as the proportion of p
engaged in agricultural work declined{inl
the earlier part of this century, so wi
numbers decline in manufacturin
resource based industries.

18 Women and Environments




In the last decade new issues have been
and continue to be identified. The quality
of jobs is seen by many to be declining.
Interest and commitment to the work
ethic is changing. People are being “liber-
ated” from work either willingly or invo-
luntarily. The “good” jobs (ie. in
manufacturing) are disappearing. The
emerging Information Sector, however, is
providing new jobs to which people are
flocking. Financial counselling, software
development, personal security, envi-
ronmental engineering — these are
where new jobs are appearing. Ten years
ago, these jobs were non-existent.

Technology has affected women’s em-

ployment; it is changing where they work,
how they work and the conditions of their
employment. Our fears for absolute job
loss for women have not been realized at
this point, although individual women
displaced by technology from traditional
jobs certainly experience these changes as
job loss. As technology continues to dom-
inate functions in the plant and the office,
our fear may not prove to be wrong — just
premature.

Jan Mears has worked for government
and industry on employment issues affect-
ing labour and management. She is cur-
rently working for the Ontario Public
Service Alliance.

Source: Integration and Participation: Women's Work in
the Home and in the Labour Force; Canadian Advisory
Council on the Status of Women; 1987 :

TELI — A Career
in Computers

by Jaéqdie Mansell

The future looked dim for a small
group of blue-collar workers, mainly
women, in the Traffic Systems Divi-
sion of Teli Industries. Their jobs, of

assembling printed circuit boards
for highly computerized telephone

exchanges, were about to be auto-
mated. As low-skilled workers, their
employment options did not look
good. Their employer, however, had
enough vision to consider an
untried but intriguing new possibil-
ity — why not shift the displaced
assembly workers to an area of the
operation where committed, capa-
ble workers were badly needed?

Although within the public sector,
Teli Industries (Sweden’s national
utilities organization) must finance
itself from its own revenues. Like

most organizations today,

it is

greatly concerned with the effective
use of its resources. The company

~ was having

serious

problems

finding and keeping the highly
trained engineers who produced the
software for the telephone ex-
changes they manufactured. “Why
not,” asked management, “redesign
the systems for producing software
so that the displaced assembly
workers could be trained to become

programmers?”

With help from the Development
Programme for developing. new pro-

gramming methods and for the
training of the blue-coliar workers,

- working as a group on the line, were

" istry of Labour;, 400 University-Ave.,

in 1984 the company chose an initial
group to pilot the project. The only
selection criterion used was that the
person be willing to give it a try. The
workers, who had been wused to

trained for a similar work organiza-
tion in their new jobs. They were
given considerable social training
and extensive technical training for
a period of approximately one year.
The technical training was a combi-
nation of classroom and actual on-
the-job experience.

The experiment was a clear suc-
cess' and, as of early 1987, there
were 20-25 ex-assembly workers,
aged from 18-55 years, now writing
software for the products they once
simply assembled. Only two and a
half years after the start of the pro-
ject, the unit was paying its own way
and is quite successful in winning
new jobs in the open marketplace.
The attrition rate in the department
is now very low. And a group of
workers who once had few skills,
today have not just many new skills,
but new careers, with futures. (]

This article is excerpted from QWL
FOCUS, the news journal of the On-
tario Quality for Working Life
Centre at the Ministry of Labour,
Province of Ontario. Copies of QWL
FOCUS can be obtained, free of
charge, from the Policy Branch, Min-

Toronto, Ontario M7A 1T7, Atten-
tion: Anella Parker-Martin.

Women perform %5 of
the warlds working
hours.Yet they receive

| only ¥o0of world income
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_the world3 poperty
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Women and Technology

An Interview with Ursula Ffanklin

This article has been excerpted from QWL
Focus, the news journal of the Ontario Qu-
ality of Working Life Centre at the Min-
istry of Labour, Province of Ontario.

. Focus: Could you define the meaning of
- technology?

Franklin: Technology is very big word
that in many ways encompasses very di-
. vergent things. Of technology as I see it,
there are two classes. One is work-related
technology, things designed to change
work as an activity. The other part of tech-
nology is control-related. It’s not there to
make the work easier but is there to con-
trol both the work and the workers. Often
-the work-related technologies change the
workplace so that they lead to a deskilling
— the devices take on the skilled work
and the people take on the unskilled
work. -

A work-related technology such as the
word processor makes it easy to change
something, therefore often making the ty-
pist less careful and less skillful, but also
making authors less likely to craft their
words as carefully. So, it is not only the
worker who may lose skills, it is also the
person who designed the work who be-
comes much less disciplined and less able

. to provide prose that is good and need not
be revised. v
Control technology is imposed on peo-

ple, not because the work is made faster
or better or more efficient or more crea-
tive. To the contrary, the work is often
chopped up so that side functions of con-
trol — and that is not only people control
but inventory confrol — can be fulfilled
by work that is not necessarily designed
for it.. An example is the electronic check-
out which then becomes inventory control
which in turn becomes helpful in purchas-
ing and consumer research. This work is
probably carried out by a poorly paid ca-

~ shier. Fairly major job functions are

fulfilled on the side and often on the cheap
by people who-are there and paid to ring
through your bread and herring.

It is important to look at the division of
the work process by technologies that
allow monitoring of a variety of side is-
sues, particularly as one looks at the la-
bour picture and jobs disappearing, and
also at jobs done that may not ever need
to be done such as personnel control —
monitoring how fast somebody works. You
can monitor time or any quantifiable par-

- ameter, but usually the value to a com-

pany is expressed in things that you can’t
monitor. And just because it is easy to
monitor speed it’s very tempting to say the
greatest value is speed when in fact there
are many situations where speed is the
last thing you want.

One -of the thmgs ‘that one has to be

- very clear. about is that the “valuable

parts of the technology, the things we like
about the electronic typewriter or the
word processor, can be de-coupled from
the things we don’t like. Much more infor-
mation about how the users feel and what
their rightful requirements are has to go
into the very early stages of the de-

~ velopment of the technology. Specific tech-

nologies need not work the way they do.
Economic, political and cultural forces in
the environment determine the choices

that are made.

Once a particular technical arrange-
ment has taken shape, it’s very difficult
to dislodge it. There’s little point in being
concerned with a technology that is estab-
lished and sold. By then there are very
strong forces that need to recoup the in-
vestment and it’s very hard to change. On
the other hand, the profit from typewrit-
ers that are properly designed isn’t any
less than the profit from typewriters that
are improperly designed. The resistance
to change is least at those points at which
choices can be made without prejudice to
the final financial and corporate outcome.

To address the real concerns about the
human use of technology and to identify
the processes to which one needs to say
no, one has to go three steps back — to
the planning stage. One of the real needs
for people who use technology is to get in
on the systems design stage. Whoever is
concerned about the impact of technology
needs to project this concern onto the de-
sign level.

Focus: When the subject of women and
technology comes up, I tend to think in
terms of women — and people generally
— being on the receiving end of techriol-
ogy, making the best of an irreducible
given. But if we focus on the design stage,
we can talk bout how women can change
technology.

Franklin: I think it’s very important to
look at this subject from a feminist pef-
spective. Generally technology has been
designed to work from the top down, and
in a very controlled structure, because.it
has been designed to cement the hier-
archical system. If you want to design
technology differently without nece
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sarily knowing what the final application
will be, you have to design it in such a way
that it cannot fit into certain controlled
systems.

‘In designing computers you can make
certain 'information incompatible with
certain gatherings. It is often as impor-
tant or more important to design technol-
ogy which will not allow particular things
to be done. For example data banks ought
to be designed so that they are not gen-
erally accessible. The means by which the
military makes information spy-proof or
less commonly accessible is what citizens
can ask for, for the protection of their own
personal information. It has, through po-
litical will, to be done so that the system
doesn’t allow misuse. People will always
misuse systems, and so it is at the design
stage that systems ought to make it both
very difficult to access data and very
transparent when data have been ac-
cessed. : '

I want to come back to my remark about
technology being used to cement hier-
archy. It is because the system is designed
from the top down that the protection of
those who have entered data or about
whom data are entered is very rarely fore-
most in the mind of the designer. That is
why women, and users’ groups generally
—those at the receiving end both asusers
and as subjects — are really the guard-:
ians of that technology, trying to ensure
that it is used only for legitimate pur-
poses. When we get into the subject of
AIDS and compulsory testing, the ques-
tion of data banks, and confidentiality of
information will come forward and I hope
it will be dealt with as an example in a
generic sense of how to use and not use
information technology. That one doesn’t
fight it out on the level of AIDS but on the
level of civil rights.

I think it’s quite wrong to think that
technology is value free. Technology is

value laden and the opportunity of using

technology in a differerit context is at the
design stage. .

Focus: Are there some places where
technology is being designed along much
more humanistic, egalitarian principles?

Franklin: Yes. Margaret Benston from
Simon Fraser has worked with some of
the feminist unions on the automation of
the workplace in the Vancouver area on
the basis of the workers designing the
technology. There’s a place called Women’s
Skills where clerical workers are taught
the skills both to cope with technology
and also to look at the design, to. spot
those junctions where technology begins
to be misused or used in a manner that
is contrary to the well being of workers.(J

Workplace Innovations

Work Well is a Canadian resource centre that supports voluntary work option
programs, such as job-sharing, flextime, banked overtime and phased retirement.
They produce publications, hold workshops, and consult on the design, implemen-
tation and evaluation of work option programs. The following ‘Snapshots’ are

. examples of some flexible work schedules in practice. They were compiled by Kathy

English, Work Well’s case study researcher.

Sign painters Jennifer Parkhurst and Shelley Goldfarb work for the B.C. Transit
Company and are the Independent Canadian Transit Union’s first job sharers.
While many unions tend to hold a negative view of part-time work, the ICTU
and management came to a mutual agreement in negotiating the specifics of
dennifer and Shelly’s arrangement. According to their Letter of Understanding,
the job sharers receive pro-rated medical, dental and sickness protection and
insurance benefits. Following a six-month trial period, all parties expressed their
satisfaction with this work option.

After six years as a full-time senior personnel officer for VanCity Credit Union,
Donna Hellewell felt in danger of “burning out.” At the same time, co-worker
Karen Whitehead wanted more time to prepare for the arrival of an adopted
child. Together Donna and Karen approached their divisional manager with the
idea of job sharing their position: both working three days a week allowing for
“cross-over Wednesdays” to attend staff meetings and update each other. VanCity
management has since recognized the value of this arrangement in retaining
two valuable, long-term employees.

Systems analyst Sally Berger works a V-Time (voluntary time/income trade-off) .

option of four days per week to allow her to spend more time with her two young
children. Before switching to a reduced work week, Sally had been with The

Manufacturers’ Life Insurance Company for thirteen years. Since she is anxious

to maintain promotion opportunities in a demanding field, Sally has made cer-
tain compromises that include remaining on-call on weekends and on her Mon-
days off. Despite resulting complexities in her childcare arrangements by being

available at all times to her co-workers, V-Time does give Sally some much-.

appreciated time for her family.

The majority of Western Community Outreach’s twelve female staff either share
their jobs or work part-time. In fact, they credit flexible work scheduling with
much of their success in responding to variable, multi-source and short-term
funding. Although job counselling can be stressful work, Jennifer Lowen, co-
ordinator of this Victoria employment outreach centre, reports that staff absen-
teeism is low. She is convinced that working part-time gives everyone sufficient
opportunities for breaks to prevent “burn-out.” This arrangement has also per-

- mitted flexible coverage in the case of staff maternity leaves. Turnover is also

exceptionally low in this office; qualified professional staff, attracted by the op-

~portunity to work part-time, according to Jennifer, tend to stay even though
- better—paid full-time opportunities may rise elsewhere.[]

For more information on Work Well’s publiations or services contact: Work Well,
rSu~ite 521, 620 View St., Wctonfa, B.C. V8W 1J6. .
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Mothers of Invention:
The Women Inventors Project

hat do an ex-Flamenco dancer
Wfrom- Guelph, a mother of eight
¥ from Waterloo, and an engineer-

ing student from ~Vancouver - have in
common? They are all part of an elite

group, Canadian women inventors. And

. their inventions are as diverse as they

are: a novel three-way mirror for make-up
or contact lenses now being sold around
the world; the Rainbow speech reader, a
teaching aid for deaf infants; and a col-
lapsible prawn trap.

Historically, women have been impor-
tant, though often anonymous, innovators
particularly in the agricultural - and
domestic areas (necessity really does ap-
pear to be the mother of invention). For
example, important inventions such as
the cotton gin and the sewing machine,
commonly attributed to male inventors,
were actually invented by women. More
recently, women have been responsible for
such well known products as the Melitta
coffee filter, Liquid Paper™ and the Jolly
Jumper™. The latter, a modification of a
traditional Indian cradle board, was in-
vented by Olivia Poole of Vancouver and

~ is probably the best known invention by

a Canadian woman.

Although women obviously have the
drive, creativity and ability to invent suc-
cessfully, there are at present few women

~ anywhere who receive patents on their in-

ventions. .According to the Canadian
Patent Office, only one per cent of Cana-
dians receiving .Canadian patents are
womerni — less than ten in a typical year
(this compares to an estlmate of 8 per cent
in the United States).!

. The Women Inventors Project, a non-

" profit, government-sponsored program
" based in Waterloo, Ontario, was invented

by Lisa Avedon and myself, because we
were_concerned about these dismal statis-
tics. It is the first program in North

Ten 7 Inventorsersv

America (and possibly the world) aimed
specifically at women inventors.

The Project began, in November, 1986,
by. ‘examining the major hurdles for
women ‘inventors. In addition to finance,

which we lacked the resources to tackle,
the ‘two major barriers identified by

-women inventors were first, a lack of infor-

mation on what to do and where to go to
commercialize their ideas, and second, a
lack of self confidence and moral support.
Inventing was seen as such a male activ-
ity that few women 1nventors would even
label themselves as such.?

by Rachelle Sender Beauchamp
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Based on these findings, the Women In-
ventors Project put together an educa-
tional program designed to encourage
women to develop their ideas. Because
our research had indicated that there
were many similarities, such as a lack of
self confidence, little peer support and a
dearth of role models, between the
challenges faced by women inventors and
those facing women in other non-tradi-
tional fields, we hypothesized that the
techmques successful in helping women
in the latter groups could, with modifica-
tion, be useful for women inventors. In
particular, we undertook the following ac-
tivities:
¢ holding pilot workshops. Our first
workshop, attended by 25 women from all
parts of the country, was probably the
largest gathering ever of women inventors
in Canada;
¢ producing a newsletter  FOCUS for
women inventors;

.o developing and publishing the only

comprehensive manual for Canadian in-
ventors, “The Book For Women Who In-
vent Or Want To”;

¢ establishing local networks of women

inventors, including groups in Vancouver,
Calgary and Waterloo;
¢ developing a workshop on inventing
and a video for teen girls; and
¢ raising the proﬁle of women-inventors
through articles in popular news media.
It is too early to assess the long term
impact. of the Project but preliminary re-
sults are encouraging. For example; there
was a dramatic increase in self-confidence
among the women selected for the Women
Inventors pilot workshop (as compar
with another group of women invento!
who had no direct contact with the
ject). In addition, five of the women at {;
first pilot workshop have subseque
put their products on the market at
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Hands-on session

another has applied for a patent and is
now negotiating a licensing deal. As of
August, 1988, the Project had over 800
women inventors on-its mailing list. In
addition, the Project has received interna-
tional recognition, including a gold medal
from the United Nations’ World Intellec-
tual Property Organization.

In the near term, there are plans to
mount additional workshops in coopera-
tion with other groups and to support the
start-up of more inventors’ networks. The.
Project will also produce more learning
materials for young inventors, a group
which is key to increasing the number of
women inventors in the future. We have
found that women inventors are terrific
role models for girls and that the topic of
inventing can be used to highlight the
- creativity and excitement of technology
(eg, a plastic injection molding machine
producing make-up mirrors)! Unfortun-
ately, most of the otherwise excellent ma-
terial for young inventors ignores women
almost entirely. Co

For adult women inventors, better
sources of financial assistance are crucial.
Here women suffer a double stigma both
as inventors and as women. Perhaps tar-
getted, non-profit programs; such as those
sponsored by the New York-based Women'’s
World Banking are the key to helping this
“disadvantaged” group. Other programs
that would be helpful include an ex-
panded organization for women in-

ventors, perhaps an international one,

and a referral hot line.

The low proportion of women inventors
in Canada is regrettable for reasons of so-
cial equity but it probably also has a real
and adverse impact on the Canadian
economy. Many studies have demons-
trated the importance of innovation to the
economy. According to recent Swedish re-
search, inventor/entrepreneurs are parti-
cularly important, and it is interesting
that about 50 per cent of the women in-
volved in our Project have been entre-
preneurs as well as inventors. It may well
be that women inventors, like women en-
trepreneurs, are the wave of the future for
Canada. [ '

1 Fred Amram, “The Innovative Woman,” New
Scientist, 102:10-12, 1984

2 Susan McDaniel, Helene Cummins and
Rachelle S. Beauchamp, “Mothers of Inven-
tion? Meshing the Roles of Inventor, Mother
and Worker,” Women’s Studies International
Forum, 11(1):1-12, 1988

Rachelle Sender Beauchamp, PhD and
Lisa Avedon, MA are co-directors of the
Women Inventors Project, 22 King Street
South, Waterloo, Ontario N2J IN8 (519)
746-3443. The Project is sponsored by the
Innovations Program of Employment and
Immigration. Canada, with additional

“support from the Ontario Women’s Direc-
‘torate, the Ministry of industry, Trade and

Technology, and Science Culture Canada.

‘Work and Family

Responsibilities:
the Govern—
ment’s Role

Canadian provinces, at a November
1987 meeting of First Ministers,
committed themselves to de-
veloping a strategy which would ad-
‘dress the changing relationship
between work and family life.

The principles reflect their com-
mitment to the economic equality of
women as well as to the family as
an institution. It is assumed that
society will benefit both eco-
nomically and socially if work and
family responsibilities can be inte-
grated. First Ministers also asserted
that workers with family responsi-
bilities should have the same oppor-
tunities for advancement as those
without such responsibilities. First
Ministers also cautioned that in-
creased flexibility should be consis-
tent with job security and equitable
treatment of workers.

The Ontario Government is
adopting a three part response. The
first is to raise awareness -of this
issue and to encourage private sec-
tor employers to provide an environ-
ment which permits their workers
to have productive careers while
caring for dependents. The second
is to review their own employment
practices in light of the above and,
third, to look at its own policies, pro-
grams and services to ensure that
they are compatible with the goal of
harmonizing work and family life.

Judy Wolfe
Ontario Women’s Directorate
'Province of Ontario_ '
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“Available All Shifts”
Women on the Global Assembly Line

This article is based on a report entitled

Export Processing Zones: A Threat to

. Women, Unions and All Canadian Work-
ers, prepared by Wendy McKeen for the Wo-
mens  Bureau, Canadian Labour
Congress. All quotes within the article are
taken from this report.

der Zalm expects to see a new form

of free enterprise zones throughout
the province within the next few years, as
part of BC’s 10-year strategic plan to boost
economic development. Though Vander
Zalm claims his government does not
want to disrupt the status quo of the
labour movement’s rights and benefits,
special enterprise zones or export proces-
sing zones (EPZs) would, by their very na-
ture, do just that. And, according to a
recent Canadian Labour Congress report
on EPZs, a number of Canada’s policy
makers are also prepared to sacrifice this
country’s workers to the great god of the
bottom line.

Found mainly in developing countries,
EPZs are special-treatment areas situ-
ated at seaports or near ma_]or cities, usu-
ally fenced in and guarded with their own
zone police force. Designed to attract mu-
ltinational corporations that manufac-
ture goods for export, EPZs offer such
benefits as customs duties and tax exemp-
tions, preferential treatment on loans and

" tariff rates, zone administration services,
- and the incentive of a plentiful supply of
low-wage labour. In fact, this aspect of
low-wage labour is widely used as a prin-
cipal selling poirit in EPZ ads. )
Export processing zones were originally
" seen as a solution to the lack of industri-
alization in developing countries, with
potential benefits such as: attracting for-
eign investment, bringing in modern tech-
~ nology - and advanced manufacturing

B ri'tishr Columbia’s Premier Bill Van-

By Esther Meisels

Canada appears to be coming
closer to embracing the free
enterprise zone concept.

techniques, creating employment, de-
veloping managerial skills, and ensuring
greater use of domestic raw materials and
semi-manufactured goods. The real pic-
ture shows, however, that EPZs have not
helped these developing countries at all;
instead, they are sinking further and fur-
ther into debt. The zones have drawn only
a few kinds of industries — textiles, gar-
ments and electronics — and there has
been little transfer of advanced skills and
technology to the host countries. Employ-
ment has not been generated to the extent
expected, and the jobs that have been cre-
ated are mainly unskilled or semi-skilled,
monotonous and repetitive,

Young, unmarried women with no child-
ren, who have never held a paid job — the
multinationals see this vulnerable and
exploitable group as the ideal workers for
EPZs. In fact, some companies will not
even hire married women and will lay

~women off if they do get married or preg-

nant while working. Many of the women
are over-educated for the unskilled or

“semi-skilled work they have to do; in the

Philippines, for example, about 60 per
cent have graduated from high school.
Multinationals also like to recruit women
from the countryside, where they are
helped by village authorities and the fath-
ers and brothers of factory-age women —

men who often have a stake in these wo-
men’s employment since their income is
greatly needed to support entire families.

There are many advantages for the
multinationals in hiring women; the most
obvious is that they can pay women less
than they pay men even though the work
is the same. They rationalize this by
claiming that men need more money in
order to support their families, thus ig-
noring the fact that many women are sin-
gle parents or sole wage earners. By
paying women less than men, these com-
panies can make use of the traditional
discriminatory belief that women are only
secondary earners, as well as perpetuate
the attitude that inequality between men
and women is a normal’ aspect of the
labour market.

EPZ advertising plays on a number of
stereotypes to attract foreign corpora-
tions. Women supposedly have superior
manual dexterity, and investment bro-

" chures often boast of the “nimble fingers”

of their women workers. Women are also
considered to have natural patience,
being therefore more suited to monoto-
nous, repetitive work. The personnel

‘manager of an assembly plant in Taiwan

believes that “young male workers are too
restless and impatient to be doing monot-
onous work with no career value. If disci-
plined, they sabotage the machines and
even threaten the foreman. But girls, at
most they cry a little.”

Women are thought to be more docile
than men and thus more willing to accept

tough work dlsclplme, and many kinds of -
discipline are used in EPZs. Workers can't -

talk or sit during work hours, must wear
uniforms, take short lunch breaks (eg. 15
minutes), ask permission to take bath-
room breaks, incur losses in pay or face
lay-offs because of inaccuracies or failure
to meet production quotas, and work 24-

or 36-hour “stay-ins” and forced overtime. )
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Women who refuse to obey company rules
risk losing their jobs.

In order to recruit young women from
rural areas, the multinationals exploit
the desire to get away from the hard co-
nditions of rural life and extreme parental
control by claiming that they can provide
a lifestyle that is modern, western and
offers individual freedom. Once lured into
the factories, though, these companies
then control and manipulate the young
workers to assure the greatest productiv-
ity and company loyalty, and to diffuse
discontent; stressing competition, indi-
viduality and passive femininity, the com-
pany prevents solidarity or independence.

Women working in EPZs in developing -

countries must contend with harsh work-
ing conditions. There is a high incidence
of sexual harassment since most of the
workers are young women and most of the
supervisors are men. Many women are
away for the first time from their parents’
influence and protection and are thus par-
ticularly vulnerable to this kind of abuse.

Health and safety measures are largely
ignored by EPZ companies, especially in
‘the electronics industry. Here, workers

‘are continually exposed to carcinogenic
acids, solvents and gases and frequently
complain of acid burns, skin rashes, nau-
sea, dizzinéss, lung trouble, swollen eyes,
and urinary tract and other problems.
Workers also suffer from eye strain and
deterioration because they must con-
stantly use mlcroscopes to weld micro-
chips.

The turnover rate for workers in EPZs
is high — the average working life of a
zone worker is four yeats. “It has been
estimated that ‘multinationals may al-
ready have used up or cast off as many as
six million workers of developing nations.
There have been reports from South Korea
that many former electronics workers

- have no alternatlve but to become prosti-
tutes.”

Though most countries have minimum
wage laws, EPZ companies manage to get
around them and usually pay women less

" than men doing equivalent jobs. They also
keep wages down by using trainee sys-
tems or trial employment. Trainees are
not protected by minimum wage laws and
often receive a wage-60 per cent lower.
Companies frequently lay workers off just
before they are to become permanent and
then rehire new workers as trainees — a
technique that allows the EPZs to reduce
their wage costs by about 40 per cent. Spe-

cial labour legislation controls the unions, -

preventmg strikes and allowing zone com-
panies to avoid the customary industrial
relations procedures — in'a number of
countries there are no longer any restric-

tions for work on-Sundays and holidays. -

Housing conditions are yet another

difficulty zone workers must face. Though -

some of them live close enough to the fac-
tories to stay at home, most have to find
accommodation near the plants. Housing
is insufficient and expensive — workers
often live in make-shift squatter dwell-
ings where there is almost no access to
clean water, or in the small, overcrowded
company-provided dormitory  rooms
where beds are shared by three shifts of
workers.

Why do industrialized countries (eg.
Britain and the US) have EPZs? Those
who promote EPZs in industrialized coun-
tries say that they will solve the problems
of high unemployment, particularly in
large cities, and decreasing economic de-
velopment. In enterprise zones in Britain,
however, it appears that no jobs have been
created because the zone companies have
usually been operating elsewhere in the

“Young male workers are too
restless to be doing monotonous
work with no career value.”

country already. Another justification
uses the argument of necessary defence
against the growth of EPZs in developing
countries and the new ability of industry
to locate anywhere in the world. An
American critic has said, “EPZs would
keep American jobs from being exported
— by bringing the Third World home to
the US.” ‘

EPZs in industrialized countries would
have a devastating effect on all workers in
their thrust to scale down social benefits

. and prohibit unions. They would advance

the growth of the secondary labour
market — non-unionized, low-paid, part-
time, casual and unstable employment —
and the decline of the primary labour
market, consisting of the highly uni-
onized, relatively stable and better-paid
jobs.

Canada appears to be coming closer to

embracing the free enterprise zone con-.

cept. A commitment has been made to es-
tablish duty free zones recently by the
federal government and by the govern-
ment of British Columbia. A number of

municipal governments have let the fed- .

eral government know of their interest in
the establishment of free trade zones in
their regions or. cities. Two provinces.—
Nova Scotia -and Newfoundland — have
already created zones of sorts and are now
trying to market them.

The Fraser Institute in British- Colum
bia is promoting the concept of free trade

zones in Canada. They suggest that mini-
mum wage legislation be suspended, that
compulsory employer and employee un-
employment insurance contributions, as
well as contributions to the Canada Pen-
sion Plan and public medical insurance
be waived, and that closed shops and
other restrlctlve union practices be prohi-
bited. They advocate that business com-
panies and regional development
agencies form an alliance in order to lobby
the federal and provincial governments
for changes in legislation that would allow
free enterprise zones.

The kind of enterprise zone envisioned
for the US, Britain and Canada is based
on the same incentives offered to industry
by export processing zones in the Third
World and, once established, what would
stop management from demanding the
same concessions and conditions from
workers outside the zones? For many, en-
terprise zones and export processing
zones are seen as little more than instru-
ments for busting unions or trying to de-
stroy the collective power of trade unions.

Because enterprise zones and export
processing zones are based on sexism, ine-
quality and the suppression of unions,
they are a threat, not just to women in
the Third World, but to all women, to all
workers, everywhere. [

Source: - Semiconductor International,
February 1982,
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Export Processing
Zone Statistics

e Over 1 million people are em-
ployed in EPZs in the Third
World and half of these are East-
Asian women

workers are women

¢ The majority of workers are be-
tween 16 and 25 years of age.

e A US female assembly line
worker earns between $3.10 and
$5 (US) an hour. A woman doing
the same work in many Third
World countries will earn $3 to $5
a day.

. Startmg wages in the Philip-
pines, in U.S.-owned electronics
plants. are between $34 and $46
a month.

¢ A survey of workers in Hong Kong
who use chemicals found that: 48
per cent had constant headaches,
39 per cent were often . drowsy,
and 36 per cent had frequent sore
throats.

A South Korean study reported

" ment most electronics assembly
 workers developed eye problems:
88 per cent had chronic conjuncti-

sighted; 19 per cent developed
astlgmatlsm .

from Women in the Global Fac-
- tory by Annette Fuentes and
Barbara Ehrenreich; published

64 pp. It retails for $4.75 per copy

Riverside Drive, Rm. 570 New York,
NY 10115 USA.

¢ 80-90 per cent of light-assembly

that after just one year of employ-

vitis; 47 per cent became near- |

The abqve information was taken-

by South End Press, New York, 1983; »
and can be ordered from WIRE, 475 .

Profile

Lecki Ord
Lord Mayor of
'Melbourne

Lecki Ord, the first woman to be
elected Lord Mayor in the 145 year
history of Melbourne is the city’s
highest ranking public officer. She
believes that even though “local gov-
ernment is traditionally associated
with roads, rates and rubbish,” its
function in the community should
extend far beyond those services.
“As a city ratepayer and worker, and
a mum with two young children I'm
in a unique position to gauge the
quality of service the council offers.”

Born in Brisbane, the daughter of
city councillor Lex Ord, Lecki Ord
graduated from Queensland univer-
sity with an honours degree in ar-
chitecture and moved to Melbourne
in 1969. She received her Fellowship
Diploma in architecture at RMIT in

- 1975 and is in architectural part-

nership with husband ‘Tan, who,
being the spouse of the Lord Mayor
is now, officially, the “Lady Mayo-
ress.” She originally stood for city

‘council in 1982, having a- long-
standing - interest in conservation-

and community issues.. :

The Lord Mayor is in office for a
one-year term and ‘holds no consti-
tutional power in council, except to
chair meetings and have a casting
vote. All motions are first debated
by committee and then taken to
council for decision. The only way
the Lord Mayor can put a motion
before council is to do it the same

~ way as any ordinary councillor, by
private member’s bill. As chair of

the meetings however, Lecki Ord
can make a difference by challeng-
ing the tradltlonal process of coun-
cil.

“I was very happy with my last
council méeting. There weren’t too
many shenanigans, not -too much
name-calling and no questions at
question time. At one stage I got

“tives for her term is to “make it

very bored with the bickering in
council and never said much for that
reason. You spend so long sitting
you really don’t want to be there if

it is unproductive. The good thing .

in a debate is trying to change some-
body’s mind. If minds are already
made up and you are just scoring
points off each other, you have to re-
member your time is free but the
cost of the staff is not.”

As well as being the Lord Mayor
Lecki Ord is also a founding mem-
ber of Women in Architecture and
participates in the group’s Winter
School of Architecture and Femi-
nism, a three-day event of work-

-shops and discussion between

women architects. Last year they
examined women’s relationship to
space and talked about movement,
children’s spaces, the psychology of
perception of space and safety in the
city. Lecki Ord hopes to follow up on
the topic this year with more discus-
sion about ways in which to improve
the safety of Melbourne; for women,
and men. She believes that the ans-
wer lies in keeping the city active —
having restaurants remain open

“late at night so there are more peo-

ple on the streets; changing the
lighting to brighten roads and alley-
ways; move the buildings out to the

street line to eliminate forecourts,
‘which are potential trouble spots.

She is in a good position to push for

changes in urban design, being both.. .

an architect and Melbourne’s hig-
hest public official.

As for being the first woman to
occupy the Lord Mayor’s office, Lecki
Ord maintains that one of her objec-

seem quite normal to have a woman
in the position of Lord Mayor, and

to increase women’s awareness of

the part that local government can,
play in their lives.” [
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House/Work

“Just A Housewife”: The Rise and
Fall of Domesticity in America
Glenna Matthews

New York: Oxford University Press,

- 1987

ISBN 0-19-503859-2

(cloth 268 pp. $29.95

Reviewed by Joy Parr

his is a fine readable book by a
woman who, having experienced the

low esteem in which modern house-
wifery is held, has written a history of the
changing status accorded to the domestic
sphere in American life.

Matthews makes plain from the start
that here is a cultural history of the value
homemaking was assigned rather than of
the changing customs and technologies of
domestic labour. Her sources are advice
books and women’s periodicals, but prin-
cipally novels, both obscure and well
known. Matthews’ own prose is very good,
but she is also well served in crafting an
argument, at once compelling and ac-
cessible, by the wonderful cast of charac-
ters who populate the domestic sphere in
nineteenth and twentieth century Ameri-
can fiction. After reading “Just a House-
wife” you will never think of Huck Finn,
Looking Backward, Uncle Tom’s Cabin or
the Dollmaker in quite the same way
again.

This book breaks from the preceding lit-
erature on separate spheres in two ways.
First, rather than seeing the domestic and
the private as subordinated to the market
and the public by the separation of work-
place from residence and the transforma-
tion from craft-based to industrial
production, Matthews dates the devalua-
tion and subsequent disdain for domestic-
ity considerably later. She argues that it
was not until the early twentieth century,
when home economists began to appraise
the patterns and values of domestic life
using the paradigms of the academy and
the labour market (paradigms which from
- their first assumptions derogated “female
nature and female abilities”), that knowl-
edge came to be separated from and op-
posed to tradition in the consideration of
domesticity. By the 1920s domesticity had
come to seem “not merely irrelévant but

... a positive impediment to other mean- .

ingful goals.” (p. 185) The culture of con-

sumerism proclaimed that everything of -

substance was made and acquired outside

the home. :

The timing of this transformation is im-
portant for Matthews because she sees
women’s political influence and power as
linked ecrucially to the worth accorded
domestic values. In the mid-nineteenth
century in the United States, she argues
— the time of female leadership in the
campaigns against slavery, and for tem-
perance and married women’s rights to
property — the “redemptive” qualities of
the domestic sphere remained unchal-
lenged. The values associated with the
home provided a firm foundation for a se-
parate political culture, a legitimacy and
authority for female activism. The iden-
tification of the home as the centre of re-
publican virtue empowered women both
inside and outside the domestic sphere,
and gave women an active role in the civic
culture, she contends. Many women in
this period dissented from the ideology of
separate spheres in this fundamental re-
spect. They, like Catherine Beecher, in-
sisted that the same set of moral and

REVIEWS=

and domestic relations of the working
class, in particular, provided a place from
which cultural alternatives to the capita-
list mainstream could be lived, and poli-
tical resistance to the dominant
production relations of the economy for-
mulated. The critique of Humphries for
ignoring the male domination and female
subordination which characterizes work-
ing-class households is as well applied to
Matthews’ conclusions concerning the
domestic gender hierarchies of mid-
century republican American.

Yet Matthews’ reading gives one pause.
By historicizing domestic values, taking
as questions both the social priority of the
domestic compared to the public, and the
attendant ranking of the feminine and all
females as a response to the reconsidera-
tion of homely values, Matthews offers a
complexity, contingency and cogency to
arguments by Humphries and others,
that the home has been, and may again

Women’s political influence and power is linked crucially to the

worth accorded domestic values.

cultural values should apply to both the
public and the private sphere, and that
those values should be domestic values.
During the sectional struggle which
culminated in the Civil War, women and
men both turned to republican domestic-
ity as a guide toward the politics of a new
civil political order. Homeliness and
housewifery were in these years not atav-
isms, but vital, even transcendent alter-
natives to the fragmenting competitive
individualism of the market. But as the
century wore on and domestic values lost
credibility, so too did the political claims
which women had lodged on these
grounds. By the 1880s the sentimental
tension between male reverence for and

‘rebellion against the home had become

central to the lives and the fiction of popu-
lar novelists such as Samuel Clemens
(a.k.a. Mark Twain) and Louisa May Al-
cott. Domesticity had come to -symbolize
entrapment rather than resistance.
Readers familiar with historical writ-
ing on women’s work will find in Matt-
hews' an .idealist correlate to Jane

Humphries' argument that the homes-

be, made the site from which both an
alternative view of the world and the poli-

tical force to achieve social change might
be launched. (]

Joy Parr is Associate Professor of History
at Queen’s University. Her most recent
book, “The Gender of -Breadwinners:
Women, Men and Industrial Change in
Ontario 1890-1950” -will be published
soon. '
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Women and
“Knowledge

Women’s Ways of Knowing: The
Development of Self, Voice, and
Mind. :
M.F. Belenky, B. M Clinchy,

N.R. Goldberger, and J.M. Tarule,
New York: Basic Books, 1986. 256 p.

Reviewed by Lisa Avedon

hortly before Womens Ways of
Knowing was published, a short

paper by several of its authors ap-
peared in which the research and a few of
their conclusions were described, causing
many of us who are concerned with wo-
men’s learning to be impatient for the
book’s release. There were two reasons for
our avid interest — there is now wide-
* spread recognition ‘that there are gender
- differences in learmng, and little has been
written that is helpful in dealing with
those differences.

While math and science anxiety have -

been recognized as gender issues for more
than a decade, there has been a paucity
of research which could help counsellors
and educators (including those involved
in formal, noninstitutional learning) un-
derstand either the causes of women’s
learning difficulties or what was required
to help women learn more effectively.

But the importance of this book goes far
beyond awareness of how women learn, It
legitimizes the assumption that our de-
velopment is so often an even greater
struggle than it needs to be because the
societal structures which are purported to
be helpful to us are instead alienating.
Therefore, we must find other structures
which are meaningful to us.

“To learn to speak in a unique and
authentic voice, women must jump
outside’ the frames and systems au-
thorities provide and create their
own frame.” (p. 134)

The authors do as they recommend by
creating their own frame in both the
book’s content and in the “way it is orga-
nized.

The first part- consmts of the findings
from interviews with 135 women which
led to the five categories of women’s learn-
ing perspectives which are described. The
second part examines those perspectives
in relation to family interaction, how they
influence formal learning experiences

. and, finally, how “connected teaching” fac-

ilitates learning. While the two parts of
the book can be read separately, the re-
search findings in the first part provide
‘the context for the second. If that sounds
dry and academic, it is hardly that. The

findings are presented as the women’s
stories, in their own words.

I found myself identifying with many of
them in terms of my own development,
remembering similar stories told by
women with whom I'had worked over the
years, and most recently in trying to help

my teen-aged daughter in her struggles

to find her v01ce

The five categories are:

sxlence, a position in which women

experience themselves as mindless
and voiceless and subject to the
whims of external authority; re-
ceived knowledge, -a perspective
from which - women conceive  of
themselves as capable of receiving,
even reproducing, knowledge from
the all-knowing external authori-
ties but not capable of creating
knowledge on: their own; subjective
knowledge, a perspective from
which truth and knowledge are con-
ceived of as personal, private, and
subjectively known or intuited; pro-
cedural knowledge, a position in
which women are investéd in learn-
ing and ‘applying objective proce-
dures for - obtaining and
communicating knowledge; and
constructed knowledge a -position
in which women view all knowledge
as contextual, experience them-
selves as creators of knowledge, and
value both subjective and objective
strategies for knowing.” (p. 15)

have failed them. They distrust objectivity
and rationality and feel totally alienated
from science; but, like the received
knowers, they are absolutist in their as-
sumptions about truth except that it has
moved from without to within themselves.
They also see themselves as changing and
open to new experiences; they have
“walked away from the past” and are dis- -
covenng themselves. While they do not
have a “public voice” they are gaining one.
Half of the women in the study were clas-
gified as subjective knowers.

The fourth category, procedural knowl-
edge, consists of separate and connected
knowing. Separate knowers are defined as
“tough minded” critical thinkers, imper-
sonal, and objective. Connected knowers
are empathetic, non-judgmental, and coll-
aborative. Both types of procedural
knowers learn and communicate their
learning within a systematic framework
which they do not question. They have
found their way within a structure..

In constructed knowledge, the last

" category, women “use themselves ini rising

to a new way of thinking.” (p. 135)
“Women constructivists show a high
tolerance for internal contradiction
and ambiguity. They abandon com-
pletely the either/or thinking so
common to the previous positions
described. They recognize the inevi-
tability of conflict and stress ...
These women want to embrace all
the pieces of the self in some ulti-

... educators can help women develop their own authentic
voices if they emphasize connection over separation, understanding
and acceptance over assessment, and collaboration over debate »

The silent women are described as vic-
tims: passive, dependent, often abused.
Their verbal language is limited and they
are often illiterate. The “silent” women
who were interviewed could not describe
themselves, nor did they have any views
as to what their future lives would be like.

The received knowers mirror what they
learn and what they hear from others.
Their sense of self is dependent on the
expectations and - definitions of others,
particularly those whom they see as being
in authority. Their perspectives are limit-
ed to either/or, good/bad, right/wrong —
they are unable to understand or tolerable
ambiguity.

Women who are in the posmon of sub-'

jective knowing rely on their inner re-
sources, usually because male authorities

mate sense of the whole — daugh-
ter, friend, mother, lover, nurturer,
thinker, artist, advocate. They want
to avoid what they perceive to be a -
shortcoming in many men — the
tendency to’ compartmentalize
thought and feeling, home and
work, self and other. In women,
there is an impetus to try to deal
with life, internal and external, in -
all its complexity. And they want to
develop a voice of their own to com-
municate to others their under- -
standing of life’s complex1ty ? (p
137)
Although the five perspectlves ar
presented sequentially, more resear
would be requn'ed to determine if they a
indeed stages, moving from silence to d'
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veloping their own voices.

The final chapters.of the book, “Toward
an Education for Women” and “Connected
Teaching” discuss the kind of envi-
ronment conducive to women’s learning:
being accepted as a person, receiving sup-
port and encouragement, a structure
which allows for freedom — “a culture for
growth” in which internal truth, diversity
of opinion, objectivity and personal shar-
ing are blended. The authors believe that
most women are connected rather than
separate learners:

“We have argued in this book that
educators can help women develop
their own authentic voices if they
emphasize connection over separa-
tion, understanding and acceptance
over assessment, and collaboration
over debate; if they accord respect
to and allow time for the knowledge
that emerges from firsthand experi-
ence; if instead of imposing their
own expectations and arbitrary re-
quirements, they encourage
students to evolve their own pat-
terns of work based on the problems
they are pursuing. These are the le-
ssons we have learned in listening
to women’s voices.” (p. 229)

This is essentially what we, as adult
educators, think of as good adult educa-
tion practice and there is reason to believe
that men respond to it as well as women.
It is certainly possible that men and
women in sectors of society with which
institutions have had little success may
be silent or received knowers.

The strong points of this book are the
accounts of the women’s lives in relation
to their perspectives on knowing. They are
stories with which we are all familiar in
real life and literature, but reading them
in relation to the epistemological cate-
gories the authors have evolved provides
new insights into how women respond to
their life experiences.

It must be hbped that Women’s Ways of
Knowing will be read by everyone who has

a concern for women’s development and

learning and that it will provoke not only
more research but will stimulate practi-
tioners to examine their own perspectives
and to evolve ways of communicating with
women whose. perspectives are different
from theirs, perhaps by creating more
“new frames.” [}

Lisa Avedon is an adult educator and
counsellor with, the Ontario Ministry of
Labour where she is Coordinator of
Adjustment Programs. A former president
of the Canadian Congress for Learning
Opportunities for. Women, she is also co-
director of the Women Inventors Project
which is concerned with encouraging
women inventors and facilitating their
learning.

Women, Work and
Place

International Symposium at McGill Univ-
ersity, Montreal, February 12-13, 1988.

In the middle of February, at that point
when both term and winter are beginning
to seem interminable, we set off from Bri-
tain to an even colder climate, Montreal,
and —15°C. All thoughts of snow were
quickly erased when we entered into the
conference with a full day of presentations
from eight geographers, sociologists and
historians, and all papers given by women.
For both of us, it was one of the few confer-
ences we had attended where every paper
individually brought new ideas and ap-
proaches to the common topic, and where,
above all else, every paper was well worth
listening to.

Susan Christopherson (Planning, Cor-
nell University) opened with a study of
women’s survival strategies in three min-
ing communities in Arizona. This was fol-
lowed by Liz Bondi (Geography, University
of Edinburgh) outlining a research pro-
posal on the social construction of gender
and urban change in Scotland. Continu-
ing the conceptual themes developed in
these papers, Linda Peake’s (School of
Geography, Kingston Polytechnic) presen-
tation focussed on feminist interpreta-
tions of social change and women’s role in
production and reproduction. The final
paper of the morning was given by Mary
Brinton (Sociology, University of Chicago)
with an investigation of factors underly-
ing discrimination against the entry of
women into large firm in Japan. The after-
noon session began with an address by
Sylvia Gold from the Canadian Advisory
Council on the Status of Women, on trends
in women’s work in Canada. Audrey Ko-
bayashi (Geography, McGill), who was
convening the conference with John Bra-
dbury, then outlined her research on the
work experiences of Japanese immigrant
women in British Columbia, followed by
Joy Parr (History, Queens University) dis-
cussing women’s roles in a small town tex-
tile strike in the 1940s in Canada. Finally
Damaris Rose (INRS-Urbanisation,
Montreal) presented a paper (co-written
with Paul Villeneuve) on women’s occupa-
tional polarization in Montreal. The fol-
lowing day was devoted to discussion led
by Hal Benenson'(Sociology, McGill) that
successfully drew together the major
themes' addressed in the papers, namely,
the need to redraw the categories of work,
both ‘conceptually and methodelogically;

- to adopt a research framework that recog-

nizes all aspects of women’s work; to un-

- cover the institutional bases of inequality

that accompany women’s entry into waged

. work; to reveal the links between culture

CONFERENCE REPORTS =

‘and women’s work; and finally, to uncover

the mechanisms through which gender
identities are transformed by women’s ex-
perience of waged work.

Of the 50 or more people at the confer-
ence (more had been expected but blizzard
conditions in Montreal greatly restricted
communications), all agreed that the two
days had been extremely successful, with
the cross disciplinary perspective afford-
ing fertile ground for discussion. The pa-
pers re soon to be published by McGill
University Press. Finally, we would like to
thank all of those who made our stay in
Canada so worthwhile and enjoyable.

Linda Peake
Kingston Polytechnic
Liz Bondi

Edinburgh University

The Institute on
Women & Work

The Institute on Women & Work
held its inaugural Conference in
Toronto from November 26 to 28,
1987. The Conference explored vari-
ous social cultural and economic
areas relating to women and work
in the city, attracting representa-
tives from the private sector, gov-
ernment, unions, educational
institutions and advocacy groups.

The Institute will shortly be pub-
lishing the Conference proceedings
as well as an action plan for the
future.

Staff at the Institute are now as-
sessing other initiatives it might
undertake, including the estab-
lishment of an information ex-
change network focusing on issues -
pertaining to women and work.

Meanwhile, papers are available
on: Women and Economic De-
velopment by George Radwanski;
Barriers to Women’s Employment
Opportunities by Liviana Calza-
vara; Employment Equity, Pay Eq-

* uity and the Charter of Rights by
Marion E. Lane; The Education
System and Women in Toronto by

~ Charles Pascal; Gender Issues in
Transportation: Equity and Ac-
cessibility by Gerda Werkerle and
Brent Rutherford, and Women
Workers and Labour Organizations
by Laurell Ritchie.

Contact the Equal Opportunity
Division, City of Toronto, 180
Dundas Street West, #301, Toronto
M5G 178 (416)392-7855. [
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— OUT IN THE FIELD

Feminist Landscape
Planning

Petra Schneider (Fossestr. 67, D-
3000 Hannover 91, West Germany)
is interested in hearing from anyone
who knows of a graduate program
in landscape planning that deals
specifically with ‘Landscape Plan-
ning and Women.” She would like to
join a feminist landscape planning
program in the US or Canada and
would appreciate receiving any in-
formation on such a program.,

A Safe City

In September 1988 the Neighbourhoods
Committee of the Toronto City Council
released a report entitled The Safe City:
Municipal Strategies for Preventing Pub-
lic Violence Against Women. The Commit-
tee put forward a number of
recommendations in the areas of: Urban
Design/Planning, Community Participa-
tion in Crime Prevention, Public Transit,
and Policing. Suggestions include —
night-time parking spaces for women
near the parking attendant in all munici-
pally owned parking garages; better light-
ing of city streets and laneways; Wen-Do

. training in the schools for all young

women; monthly publication by the Metro
Toronto Police Commission of a map of
sexual assault sites; and that the Toronto

Transit Commission give attention to -

shelter design and location of their sur-
face stops.

The California Project

The California Project is an affiliation be-
tween ‘women architects/interns and
other design professionals wishing 'to
reach beyond their local organizations to
link with others in California and beyond.
The California Project publishes a direc-
tory of members and two newsletters a
year. Their next meeting will be held from
January 27-29, 1989 in Los Angeles.

For more information write: The Cali-
fornia Project, c/o AWA, 820 East Third
Sigeet Lost Angeles, California, 90013
USA

Putting the Pieces
To_gether :

Putting the Pieces Tbgether: An Inventory

of Work and Family Resources by Laura C.
Johnson and Michael Yzerman of the
Working Families Project Committee, So-
cial Planmng Council of Metropohtan
Toronto is an inventory of various work-
place programs that support employees
with family responsibilities. The study fo-
cuses on programs that allow for job-shar-
ing, flextime, permanent part-time work,
parental/family leave, work-at-home, and
work-related child care. The organiza-
tions included vary from those that are
part of larger structures to those that op-
erate on a free-standing basis. Almost all
the organizations listed are from Canada
and the United States.

Copies of Putting the Pieces Together
can be ordered for $7 from: Working Fami-
lies Project, Social Planning Council of
Metropolitan Toronto, 950 Yonge Street,
Suite 1000, Toronto, Ontario, MAW 2J4.

Housing Options
for Midlife

Jane Porcino, writer, and Martha Tabor,
photographer are beginning a book on
housing options for midlife and older
women. They are interested in hearing
from, and about, all sorts of women 40 and
above, (straight and gay, living in various
situations — alone, in community, and in-
tergenerational housing). Please contact
Jane Porcino at 20 Waterside Plaza 3D,
New York, NY 10010, so-that they can ar-
range for interviewing and photograph-
ing. : v

Conferences

The School of Social Work, University of
Tllinois at Urbana-Champaign is holding
an international conference on Women
‘and Peace, March 12-15, 1989.

_ The aim of the conference is to reach
across cultural, disciplinary and national
boundaries to highlight the visible and in-
visible contributions of women 'in the

'global struggle for peace.

For further information contact: Golie
Jansen, Secretary, Conference Planning
Committee, School of Social Work, Univer-
sity of Illinois, 1207 W. Oregon St.,
Urbana, IL 61801, USA,

WEED Donations

Our thanks go to these Pillars of the
Environment, who have responded
generously to our appeal for funds
for the WEED Foundation:

In Canada:

Caroline Andrew
Jane Davidson
Lila Engberg
-Deidre Gibson
Anne Hertz

K. Kinnear
Dominique Masson
Elinor Ratcliffe
Eve Samery
Nancy Singer
David Stuewe
Marie Truelove
Jennifer Welsh
‘Damaris Rose

In the US:

Elise Boulding
Margarita McCoy

Menopause

The Montreal Health Press, a women’s
non-profit publishing house has just re-

leased A Book About Menopause. It pro-

vides information. on all aspects of
menopause: the body changes the health
issues, sexuality and. strategies for deal-
ing with this mid-life stage.

Individual copies are $4.00 and can be
ordered from: Montreal Health Press,
Inc., C.P. 1000, Station Place du Parc,
Montreal, Quebec, Canada H2W 2N1.

Women and War

Jean duGal is doing research for a
book based on the personal experi-
ences of women during the Vietnam
War years. She is interested in hear-
ing from: women who were involved
in anti-war .activism, women who
were medical personnel serving
Vietnam, relatives of those w]
fought, and women who left the U
ted States in reaction to the war.
For more information contact hes
at: 4876 Saskatchewan 'Avenil
Powell River, B.C., Canada, \
3G4. -
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IN PRINT—

Keeping the Home Fires Burning:
Women, War Work and Unions in
British Columbia

Scripted and directed by Sara Diamond
Women’s Labour History Project

2534 Cambridge Street

Vancouver, B.C. V5K 1L4

This videotape combines original Cana-
dian wartime propaganda; interviews
with women workers; original footage and
photographs; musical soundtracks and
dramatization, to explore the experience
of Canada’s working women during World
War II. It is available for preview, rental
or sale and is suitable for gallery and edu-
cational use. :

Women’s Work in the Home and in
the Labour Force

Canadian Advisory Council on the Status
of Women

P.O. Box 1541, Station B, Ottawa, Ontario, .

Canada, K1P 5R5

This is a collection of essays addressing
how money and work in the home and
labour force affect women at various
stages of their lives.

Women, Work, and Protest: A Century
of Women’s Labor History

Ruth Milkman

Boston: Routledge & Kegan Paul, 1985

A collection of essays that combines re-
sources from sociology, women’s studies,
labour studies and history and illumi-
nates the complicated relationship be-
tween women and trade unions.

When I Grow Up ...: Career
Expectations and Aspirations of
Canadian Schoolchildren.
Government of Canada, Labour Canada;
Ottawa: Supply and Services; 1986.

This report details a pilot project that was
implemented to examine the career as-
pirations (ideal choices) and expectations -
(realistic choices). of elementary school
children. The project provides empirical'
evidence to indicate that children of both
sexes are aware of the increasing opportu-
nities for women in occupations formerly

‘undertaken by men. f

Free Trade and the Future of Women’s
Work

Marjorie Griffen Cohen .

Toronto: Garamond Press, 1987.

This is the first study to look at the impact
of free trade on specific groups of workers.
Women have largely been ignored in gov-
ernment and economic assessments, and

the effect of free trade on the service sec-
ltor has also been overlooked. :

Technology and Women’s Voices:
Keeping in Touch

edited by Chetis Kramarae

New York: Routledge & Kegan Paul, 1988.
246 pp. &18.95

This collectiori of essays investigates how

technological processes influence women’s
communication. By tracing the operations

of certain innoyations (telephone, electric-

ity, public transport car, washing ma-
chine, printing press, typewrlter com-
puter) their effects on women’s social
interaction are examined. As well as his-
tories of thesé specific innovations, and
user research from the US, Canada, and
England, there is discussion as to how all
technology affects the ways, places, times,
and content of talking and writing.

Children at Child Care, Parents at
Work

Childcare Resource and Research Unit,
Centre for Urban and Community
Studies, University of Toronto; and the
City of Toronto Planning and
Development Dept. in co-operation with
the Dept. of the City Clerk Information
and Communication Services Division
1988. .

This comprehensive examination of the
relationship between work and child care
in Ontario looks at areas such as: child
care arrangements of mothers in the On-
tario labour force; cost of child care; vari-
eties of work-related child care programs;
local child care initiatives (City of
Toronto); case studies; inventory of work-
related child care centres in Ontario. The
report includes tables and demographic
information and comes with a list of re-
commended further reading and re-
sources. There is also a slide/tape package

that goes along with the report. It is avail-

able for loan from the ChildCare Resource
and Research Unit. Children at Child
Care, Parents at Work is available free of
charge from either the ChildCare Re-
source and Research Unit, or The City of
Toronto Planning and Development Dept.

Working For A Living

Room of One’s Own, Vol. 12, numbers 2
& 3, 208 pp. $5.50.

This special issue from Room of Ones Own
is a collection of poems, stories, reviews
and graphics built around the theme of
Women and Work. The subjects of the con-
tributions range from food banks to typing
pools, but they all explore the diversity of
‘women’s work” and provide new connota-
tions to the term. Order from: Room of
One’s Own, P.O. Box 46160, Station G, Van-
couver, B.C. V6R 4G5.

Women Have Always Worked: A
Historical Overview

Alice Kessler-Harris

New York: The Feminist Press, 1981. 191
pp- $9.95

Spanning two hundred years this book
provides an overview of the work experi-
ences of women in the United States. The
five sections of the book examine, the
meaning of work in women’s lives; house-
hold labour; waged work; women’s social
mission; and the changing shape of the
work force. Kessler-Harris has gathered
material from immigrant and black
women; wealthy, poor, and middle-class
women; trade union, professional, and
volunteer women, to offer as many per-
spectives as possible on the relationship
between women and work. The book is il-
lustrated with photographs.

Making Choices!
Women in Non-Traditional Jobs
Sheila Amato & Pat Staton

- Toronto: Green Dragon Press, 1987

135 George St. S., Suite 902
Toronto, Ontario, Canada M5A 4E8
$14.95

This book, an excellent and important re-
source, consists of interviews and photo-
graphs of 22 women in non-traditional
jobs. The interviews deal with the bac-
kgrounds of the women; what educa-
tional, experiential and personal
qualifications they thought were impor-
tant for their careers; what problems they
encountered; what support they received;
and, if they ever experienced harassment
in the work environment.

The book also contains a detailed re-
source list of programs, courses, print and
film material available from private and
government agencies which focuses on
women in non-traditional jobs. ;

The Ideological Construction of
Housework: Ninety Years of Ads and
Nonfiction Articles in Ladies Home
Journal

Bonnie J. Fox

Dept. of Sociology, University of Toronto
Toronto, Canada M5S 1A1

May 1988. #203. $5.00

An analysis of advertisements for house-
hold goods and nonfiction articles appear-
ing in Ladies Home Journal between 1890
and 1980, with the aim of understanding
the ideological campalgn that charac-
terized the years in which households
were mechanized and women’s domestic

. labour transformed. Because Journal ads

for household goods emphasized work
performance = rather than “liberation”
from housework, and increasingly

stressed service to family, they re--

presented a source of soc1a1 control of
women.
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