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EDITORIAL 

Training for Whom? 

by Aisla Thomson 

Wait a minute. The Bridging Program for Women --the demonstration project developed 
by CCLOW in 1983 to provide women with the necessary supports, life skills, and 
options for going on to further education, jobs, and better lives--is offering training to 
men?!  

 

Since the introduction of the National Training Act 
in 1982, CCLOW has monitored the situation of 
women's training in Canada. We have witnessed 
the amount of dollars allocated to training decline 
steadily. We have protested the sharp decrease in 
the protested the sharp decrease in the number of 
women receiving training, literacy instruction, and 
upgrading. We have advocated for pay and 
employment equity, and for greater access for 
women to trades and technology. More recently we 
have watched the erosion of social programs and 
the dramatic shift in the direction of government 
policy and a re-definition of the "most in need".  

 

Now our fears around the backlash against women and the competition for scarce dollars 
have come to pass. Women's programming has been deemed expendable: a frill in a 
healthy economy, a loadstone in a recession.  

The Bridging Program for Women is a successful model of training that has been adapted 
and applied to a range of situations including pre-trades and pre-technology training for 
women. Women Interested in Successful Employment (WISE) operates in two 
communities in Newfoundland and has a long waiting list of women wanting to access its 
services. The purpose of the bridging program model was to compensate for the 
situational, systemic, and dispositional barriers that women face, with the ultimate goal of 
making women economically self-sufficient.  

The shift in the focus of training to those who are recently unemployed and still receiving 
unemployment insurance benefits has had a detrimental effect on marginalized people in 
Canada, especially women. Training dollars are being directed towards those in society 
who have the greatest potential to "make it"; that is, people who already have skills, who 

ATTENTION 
MEN AND WOMEN  
ON 
UNEMPLOYMENT 
INSURANCE 

The Bridging Program is 
offering computer software 
training to men and women 
receiving unemployment 
insurance. Register NOW by 
calling the Bridging 
Program for Women.  

 



have university degrees or training, people who have already had the advantages of work 
experience. This change in focus has meant that re-entrants and new entrants to the labour 
force, immigrants, persons with disabilities, the under educated, and the underemployed 
are disregarded. 

It is exactly these people that bridging programs were designed to 
serve. Bridging programs for women recognize that women need 
positive, supportive, safe, and women- centered programming and 
environments in which to develop their full potential. Adding men to 
the program will negate the very principles and premises upon which 
the bridging program is based. Furthermore, courses dealing with  
technology must be woman-positive and for women only.  

If the full human resource potential of women is going to be realized, 
then the necessary supports and enabling structures and policies must be put into place. 
This is necessary in both public institutions and the private sector. Employers must be 
encouraged to place more emphasis on-the - job training for women, and to train women as 
much for their potential as their current skill level. Training for women must be viewed as 
an investment rather than a risk. 

As demonstrated through the articles in this special issue on women's training in Canada, 
there is still a long way to go before the need for bridging programs and woman-positive 
programming disappears. Despite gains we have made in terms of legislation around pay 
and employment equity, there is still work to be done to ensure equity in education and 
training.  

Aisla Thomson is the Executive Director of CCLOW.  

Taken from 
an ad 
appearing in 
the Regina 
Sun, 
November 
14/93 

 

 
 
 
 
 
 
 
 

Un programme de formation pour qui? 

par Aisla Thomson 

Mais attendez une minute. Le Programme de préparation à l'emploi pour les femmes--le 
projet pilote mis sur pied en 1983 par le CCPEF pour appuyer les femmes, leur faire 
acquérir des connaissances pratiques et leur présenter les choix qui s'offrent à elles pour 
parfaire leur éducation, leur emploi et leur vie propose des cours de formation aux 
hommes?!  

ÉDITORIAL 



 

Depuis l'adoption en 1982 de la Loi nationale sur la 
formation, le CCPEF a surveillé les programmes de 
formation pour les femmes au Canada. L'organisme 
a été témoin de la baisse constante des subventions 
allouées à la formation. Il s'est insurgé contre la 
diminution très nette du nombre de femmes qui 
sont acceptées à des cours de formation, 
d'alphabétisation et de recyclage. Il a prôné l'équité 
en matière d'emploi et l'équité salariale et a 
recommandé que le secteur des métiers spécialisés 
et de la technologie soit davantage ouvert aux 
femmes. Plus récemment, il a assisté à l'érosion des 
programmes sociaux, au virage brutal des 
politiques gouvernementales et à la redéfinition de 
«personnes les plus nécessiteuses».  

Aujourd'hui, les craintes que nous avions à propos 
des contrecoups que subiraient les femmes et de la 
concurrence que déclencherait le manque d'argent 
deviennent réalité. Les programmes de femmes sont présumés élastiques: un luxe dans 
une économie saine, un pavé pendant une récession.  

Le Programme de préparation à l'emploi pour les femmes est un 
modèle en matière de formation. Il a été adapté et appliqué à tout un 
éventail de situations. L'organisme Women Interested in Successful 
Employment (WISE) gère le programme dans deux communautés de 
Terre-Neuve et la liste d'attente des femmes qui désirent avoir accès à 
ses services est longue. L'objectif du programme de rattrapage pilote 
était de pallier les obstacles situationnels, systémiques et 
dispositionnels auxquels se heurtent les femmes, le but ultime étant 
que celles-ci deviennent économiquement indépendantes.  

Le fait que l'accent ait changé en matière de formation et ait été mis sur les personnes au 
chômage depuis peu et touchant les prestations de l'assurance-chômage a eu des effets 
désastreux sur les marginaux de notre société, en particulier sur les femmes. On se sert de 
l'argent consacré à la formation pour les personnes qui ont le plus de chances de réussir, 
c'est-à-dire celles qui ont déjà des compétences, détiennent un diplôme universitaire, ont 
déjà une expérience professionnelle. En raison de ce revirement, les rentrants et les 
nouveaux venus sur le marché du travail, les immigrants, les personnes handicapées, les 
personnes sans grande éducation et les travailleurs sous-employés sont laissés pour 
compte.  

Ce sont pourtant ces personnes-mêmes que les programmes de préparation à l'emploi 
étaient sensés servir.  

 

À L'ATTENTION  
DES HOMMES ET DES 

FEMMES QUI TOUCHENT 
LES PRESTATIONS 

D'ASSURANCE-CHÔMAGE 

Le programme de 
préparation à l'emploi offre 
des cours de formation aux 
hommes et aux femmes qui 
touchent les prestations 
d'assurance- chômage. 
Inscrivez-vous  DÈS 
AUJOURD'HUI en 
téléphonant au Programme 
de préparation à l'emploi 
pour les femmes.  

 

Extrait d'une 
petite 
annonce 
parue dans 
le Regina 
Sun le 14 
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Les programmes de rattrapage pour les femmes reconnaissent que les femmes ont besoin 
de programmes et d'un milieu positifs, sûrs, réconfortants et axés sur elles pour donner 
leur pleine mesure. En acceptant des hommes au programme, on nie les principes sur 
lesquels celui-ci se fonde.  

Si l'on veut tirer le meilleur parti du réservoir humain que représentent les femmes, il faut 
alors mettre en place les systèmes d'appui et les structures et politiques habilitantes 
nécessaires, tant dans les institutions publiques que dans le secteur privé. II faut inciter les 
employeurs à mettre davantage l'accent sur la formation en milieu de travail pour les 
femmes et à former les femmes en tenant autant compte de leur potentiel que de leur 
niveau de compétences courant. La formation des femmes doit être considérée comme un 
investissement plutôt que comme un risque.  

Comme on l'a montré dans tous les articles de ce numéro spécial sur la formation des 
femmes, il y a encore un long chemin à parcourir avant que le besoin d'avoir des 
programmes de rattrapage et des programmes axés sur les femmes disparaisse. En dépit de 
ce que nous avons gagné avec les lois sur l'équité en matière d'emploi et l'équité salariale, 
il nous faut encore travailler fort pour assurer l'équité en matière d'éducation et de 
formation. 

Aisla Thomson est directrice générale du CCPEF.  
 

Where are the Women? 
Federal Training Policy & the Gender Factor 

by Elspeth Tulloch 

Do women's equality and the current federal training policy go together? If one refers to 
the former Conservative government's Labour Force Development Strategy, it would 
seem not. 

Born of the perceived need for more skilled workers to help Canada compete in the global 
market, the LFDS was not the product of deep and abiding governmental concern for 
economic inequalities in the labour force. It was created to foster a "training culture" 
among interested parties, not to address the occupational and sectoral segregation of 
certain groups of workers, such as women. 

 
 



 

This is not to say that labour force inequities are ignored by the 
LFDS. Women, aboriginal people, people with disabilities and 
people from visible minorities are identified as "equity groups" for 
special consideration under some of the LFDS programs and each of 
these groups holds one voting seat on the Canadian Labour Force 
Development Board. As well, Aboriginal people won the right to 
deliver and control training and re-employment programs that 
concern them. 

 

But the idea of achieving labour force equity through training initiatives for these four 
groups is a secondary thrust of the LFDS. The document published by Employment 
Immigration Canada in 1991, entitled Employment: New Programs and Services 1991- 92, 
suggests that equity is important because the designated groups are important sources of 
labour. Equity is not stated as a goal in its own right, worthy of effort because of the 
benefits it would procure the groups involved.  

Moreover, the equity groups appear to be interchangeable. They are almost blurred 
together in the way they are listed in the main LFDS documents. Since the specific 
situation of each group is not explicitly acknowledged, it is as if they face common 
barriers to and within training, when in fact they also face unique barriers, and in some 
cases double and triple barriers. 

As well, under the work-based Training component of the LFDS there is nothing to 
require the consideration of any particular group. The best wage subsidies are offered to 
employers who design and deliver employee training to workers facing possible lay off or 
to workers who are members of one of the equity groups. In other words, "women" are 
one of several groups of employees the employer may consider offering career 
advancement through training. There are also no overall measurable goals set out by the 
LFDS to monitor the success of any "equity plans" that employers would use to help with 
such career advancement. 

Où sont les femmes? La politique du gouvernement 
en matière de formation et l'égalité des sexes 

par Elspeth Tulloch  

Le fait que les groupes d'équité ait chacun droit à un vote à la Commission canadienne 
de mise en valeur de la main-d'oeuvre n'élimine pas le manque de considération accordé 
à la situation générale des femmes. La grande question est la suivante: qu'est-ce que 
nous avons fait pour nous retrouver avec une politique en matière de formation qui soit 

The LFDS was 
not the product 
of deep and 
abiding 
governmental 
concern for 
economic 
inequalities in 
the labour 
force.  

 



Le débat devrait surtout porter sur la façon dont il est tenu compte de la situation de la 
femme lorsque des décisions sont prises, et non sur les raisons pour lesquelles les 
femmes sont tout le temps exclues. Il faudrait que les décideurs politiques soient 
légalement tenus de reconnaître l'égalité fondamentale des hommes et des femmes et de 
prendre des mesures spéciales pour confirmer cette égalité. Il faudrait imposer que les 
politiques en matière de formation des gouvernements fédéral et provinciaux traitent 
avec précision des barrières systémiques empêchant les femmes de prétendre à l'égalité 
économique. De plus, les gouvernements devraient prendre des mesures spéciales pour 
être sûrs que les femmes bénéficient autant que les hommes des programmes de 
perfectionnement professionnel et de formation.  

 
 

Under the LFDS women are no longer viewed as needing access to women- centred 
bridging programs, as they were under the previous CJS (Canadian Jobs Strategy). Gone 
is the Re-entry program, amalgamated into the generic Project-based training. This 
situation means that organizations interested in offering women- centred training, which a 
study commissioned by EIC in 1989 found to be still relevant, must now compete directly 
with other organizations for funding. In New Brunswick, word is that bridging programs 
are now gender-mixed. Whether this is always the best approach has not been debated nor 
confirmed through consultations.  

The new program structure under the LFDS also makes it difficult to 
see that women are grossly under-represented in EIC-funded 
training offered by employers to workers for training in areas of 
skills shortages. The old CJS Skills Shortages program, which in 
New Brunswick in 1991 had under 6% female representation, has 
been amalgamated with a portion of the old Skill Investment 
Program, which as a whole had over 45% female representation. As 
a result, overall female participation in the new LFDS program 
appears almost equal with men's, but this is misleading. In-depth 
data retrieval and monitoring are now required more that ever.  

 

In a nutshell, the specificity of women's training needs and barriers 
and their status within LFDS programs are less obvious than under the old CJS, flawed as 
it was concerning women. It is doubtful whether the one voice of a women's 
representative on the national and provincial labour development boards can adequately 
counterbalance the lack of consideration given women's situation by the overall strategy. 
But there is an even larger question. Why did we end up in the first place with a training 
strategy that is so blind to the gender factor? 

 

The centre of 
debate should 
be how the 
status of 
women is 
considered in 
government 
policy, not why 
we face such 
absence in the 
first place. 

 

 
 
 



This question brings us to the fundamental issue of how policy is created. That the 
training strategy does not consider the situation of women in any central way would 
suggest the lack of a bureaucratic policy-making process to ensure such consideration. In 
spite of the excellent and vital work of bodies such as Status of Women Canada and the 
Canadian Advisory Council on the Status of Women, they do not have the power to 
develop policy. 

The government units with the actual responsibility for creating social and economic 
policy should be required to take into account how their policies and programs affect the 
status of women and to ensure that their policies contribute to the social and economic 
equality of women. The centre of debate should be how the status of women is considered 
in government policy--such as training policy--not why we face the absence of such 
consideration. The energy of women's groups would be much better used lobbying on 
how that inclusion has been effected rather than simply demanding inclusion itself.  

We know that in the two phases of the consultations held on the LFDS, women's situation 
as workers and trainees was considered only haphazardly; there were no women-centred 
studies. It is hardly surprising that the government policy units involved in fleshing out 
the policy did not do more. But, would it really make a difference to acknowledge the 
reality of female clientele in policy documents? 

The question becomes: is occupational and sectoral segregation of women in the labour 
force a fundamental issue? This goes beyond assuring more money for training. When we 
affirm that we want women to have equal access to quality jobs we are affirming 
something radical--radical because it means a fundamental rethinking of how we value 
women's visible and invisible work and the place we hope women can assume in our 
society. 
 
 
 
 

None of the 
program's 

three stated 
goals 

included 
reducing the 

poverty 
among 
women.  

  

A case in point: 
the N.B. Works program 

The N.B. Works program (in New Brunswick) makes use of 
training provisions under the LFDS. It is a six year 
federal/provincia l national pilot project which began in 1992 with a 
budget of $177 million and the goal of helping 3000 social 
assistance recipients move into the work force.  

Although one of the program's main target groups is single mothers, 



who constitute about 71 % of the active participants, none of the 
program's three stated goals included reducing the poverty in the 
province among women with children by helping female social 
recipients qualify for quality jobs. Rather, the goals are generic: to 
increase the employability of social assistance recipients, to foster a 
desire for training and upgrading among social assistance recipients, 
and to save social assistance costs by moving social assistance 
recipients into the work force. The aim is to help participants earn at 
least up to a grade 12 while gaining job experience following a co- 
operative education model. 

Although the program is aimed largely at women, the "w" word is 
not mentioned once in the official government document, released 
in May 1992, describing the program. It is therefore not surprising 
that the realities of female trainees and workers were not adequately 
acknowledged when the program was put into practice. 

A preliminary evaluation in 1993 found that, among other things, 
participants complained of being victims of sexual harassment, of 
being required to do meaningless work during the job experience 
component, and of having inadequate financial assistance during 
their training. About a quarter of the single mothers dropped out, 
although the evaluators thought this to be normal given problems 
associated with the quick start up of the program. Adjustments were 
made in midstream, including the development of a sexual 
harassment policy.  

All good intentions aside, the example of this program indicates that 
better planning was required as far as the female clientele were 
concerned. Better planning would have taken into consideration the 
realities women face in the work place, such as sexual harassment 
and real child care and training costs. It remains to be seen whether 
the program will actually help women move beyond poverty, or 
whether it will just move most participants from poverty on social 
assistance to poverty in the labour force.  

The question of how far the program intends to take its participants 
into the labour market is important because its answer will 
determine such things as what type of a grade 12 equivalency is 
considered sufficient for these trainees: bare-bones or full- fledged, 
one with minimum math, science and language requirements, or 
with all the prerequisites necessary for entering the training and 
educational programs of a technologically-demanding work-place 
of the future. In short, how much training is considered good 



enough for women?  

Since the objectives of the program are not tied to the larger goal of 
reducing labour force inequality and labour force poverty among 
women, of rectifying the occupational and sectoral segregation of 
women, or of eliminating the systemic barriers that impede 
women's progress in the labour force, I fear the program may only 
reinforce the poverty in which these women live. The fact that the 
program's final objective is for "suitable work," not quality jobs, 
perhaps says it all.  

  
 
 
 
 
 

The woefully inadequate policy responses to the family 
responsibilities of women, for example, is just one 
demonstration of the lack of will among elected officials and 
employers to address in a comprehensive, concerted way the 
systemic barriers to women's participation in training and in the 
labour force. It attests, moreover, to a lack of conviction that 
what is good for women makes economic sense. Yet, the 
Harvey and Blakely study commissioned by the federal 
government in 1991 concluded that the Canadian economy 
would be most competitive internationally and that Canada's 
Gross Domestic Product would rise significantly in future 
decades if women participated in the labour force on a equal 
basis with men in a similar range of occupations.  

 

The fact is, women are a "designated group" in the LFDS much as they have been for the 
past 20 years in employment training policy. While the participation of women in the 
labour force has increased over that time, occupational diversification has occurred at a 
snail's pace and the feminization of poverty has become a pressing issue.  

Perhaps we should be rethinking our methods of advocating for this radical change. One 
way is by demanding a more fundamental consideration of women at the early stages of 
social and economic policy development. As the Canadian Charter of Rights and 
Freedoms does in law, structures for economic development and training policy (such as 
the LFDS) should recognize the fundamental equality of men and women and the need for 
special measures to secure that equality.  



Under that umbrella commitment, national and provincial training 
policies would be required to recognize and address, in very specific 
ways and in conjunction with economic development policy, the 
systemic barriers to women's economic equality. Equality initiatives 
with measurable goals specific to women could be tied to training 
funding and integrated into overall economic and training strategies. 
Through such measures governments could ensure that women are 
equal beneficiaries of job development and training initiatives.  

To accomplish all this requires more than mandating relevant social 
and economic policy units to ensure that their policies and programs contribute in 
fundamental ways to the social and economic equality of women. It means demanding 
that these units be equipped with the experts to do so. It means demanding that the 
analysis of women's economic and labour force status become a central part of the policy 
creation process. It means demanding that governments become more accountable for 
these commitments through better data collection and public reporting. It means 
advocating that such a serious and coordinated effort should translate into better services 
and better results for women. 

It means affirming, finally, that women's equality and training policy do, in fact, go 
together. 

Elspeth Tulloch developed her thoughts on the LFDS while doing research for Action 
éducation femmes and the New Brunswick Advisory Council on the Status of Women.  
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The Limits and Possibilities of Privatization 

by Shauna Butterwick 

The privatization of government-funded labour market programs for women has 
significantly altered the context of job-entry training both for participants and trainers. 
This changing context has created both opportunities and constraints for women. In this 
overview, I want to summarize what I think is the government's rationale for privatization, 
outline some of the positive and negative consequences for women, suggest several 
strategies to address some concerns about the impact of privatization, and, finally, outline 
some of the activities undertaken by the Women's Reference Group on Labour Market 
Issues.  
 

 

 



Although recent changes by the former Conservative government 
have intensified the process and attracted much critical attention to 
it, privatization is not a new initiative. Rather, it has been a part of 
federal labour market policy for the last three decades. For example, 
in 1967 the Liberal government introduced the Occupational 
Training Act which increased the federal government's authority 
over training and education and also allowed the government to deal 
directly with employers. In 1982, the National Training Act 
expanded the government's authority to purchase training from 
private as well as from public institutions, most notably the 

community colleges. 

The privatization process moved forward rapidly in 1985 with the changes introduced by 
the Canadian Jobs Strategy (CJS). Before this, a significant portion of job training 
provided by community colleges had been federally funded. With CJS, a major change in 
funding took place, as funds were shifted away from these educational institutions toward 
private training agencies (both profit and not- for-profit) and employer-sponsored training.  

With the introduction of the Labour Force Development Strategy (LFDS) in 1989, the 
process of privatization also I reached the spheres of policy-making and funding. Under 
the LFDS, the Unemployment Insurance Act was changed so that monies were "saved" by 
making it more difficult to obtain ill, and so that significantly more ill monies could be 
used to fund training (referred to as Developmental Uses funds).  
 

 

 

Les limites et les possibilités de la privatisation 

par Shauna Butterwick  

Parmi les avantages que les femmes ont tirés de la privatisation des programmes du 
marché du travail, citons: une plus grande diversité des programmes de formation; un 
meilleur accès aux subventions pour les éducateurs et éducatrices du secteur privé qui 
s'intéressent à répondre aux besoins des femmes; et la possibilité, de concert avec les 
autres groupes d'équité, d'exercer une influence par l'intermédiaire des commissions de 
mise en valeur de la main-d'oeuvre provinciales et fédérale sur les décisions prises. 

Mais, en raison de la privatisation, le milieu de la formation est devenu extrêmement 
concurrentiel (les programmes de courte durée, à budget restreint sont encouragés); les 
ghettos professionnels des travailleurs bénéficiaires de l'aide sociale se sont élargis 
(travail mal rémunéré, à temps partiel, contractuel); il est impossible de créer une base 
de connaissances et d'expérience collective en raison du roulement important des 
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ouvriers; les travailleurs à cause de leur isolement ne peuvent pas agir collectivement 
pour protéger leurs intérêts et ceux des participants; il est difficile de mettre en oeuvre 
des normes nationales ou régionales en ce qui concerne la qualité et les responsabilités. 

Pour régler les problèmes et augmenter leurs chances, les femmes et les groupes de 
défense des femmes doivent comprendre les autres forces politiques et économiques qui 
modèlent la privatisation, effectuer des recherches sur les effets de la privatisation sur 
l'apprentissage des femmes, s'efforcer d'exercer une influence sur le processus à tous les 
niveaux et partager leurs ressources, stratégies et connaissances.  

 
 
 
 
 
The federal government also stopped making contributions to the UI fund at this time, 
leaving it completely supported by employers and employees. Another important 
development initiated through the LFDS was the establishment of a new non-
governmental policy- making structure-- the Canadian Labour Force Development Board 
(CLF DB) -- consisting of labour, business, equity and training representatives. The CLFDB 
will be discussed in more detail later in this article. It is important to examine the rationale 
underlying the privatization initiatives. The process has been an attempt by the federal 
government to develop a "training" or "learning culture," specifically, and to encourage 
industry to become more responsible for the training its workers. 

It also reflects a desire to create labour market programs which are 
more responsive to the changes in the labour market as a result of 
economic restructuring. Some have argued that privatization has 
also been a strategy to reduce spending, because training programs 
provided by public institutions are more costly than those offered by 
the private sector, and that competition in the private sector keeps 
costs down.  

There have been some benefits for women as a result of privatization. There has been, to a 
certain extent, an increase in the diversity of training programs offered, as private 
programs have been more responsive to the changing labour market than those run by 
public institutions. Privatization has also made it somewhat easier for adult educators 
working in the private sector (both profit and non-profit) who have a commitment to and 
knowledge of the needs of women. The shift of some policy-making responsibilities from 
government to non-government multipartite boards (i.e. the CLFDB) has also opened up 
opportunities for women and other equity groups to influence decision-making more 
directly. 

On the other hand, privatization has created an intensely competitive environment for 
providers of training. This, together with government's desire to cut spending, has at times 
meant that the "bottom line" for reviewing training proposals is cost; that is, those who 
can do the most for the lowest cost will receive government funding. This is not a hard 
and fast rule, fortunately, but appears to be a dominant cons ideration. Proposals with 
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limited budgets usually imply short-term programs, limited skills training and few 
resources. Also, an increase in the funding of job-search clubs, particularly for UI 
participants, has meant that fewer extensive re- training programs are being provided. 

There has been concern expressed by women's organizations that short-term programs 
with limited skills training do no more than steer women to low-waged "job ghettos" with 
limited opportunity for advancement. Changes in eligibility criteria have eliminated many 
women from gaining access even to short-term programs. Another important 
consideration is the negative impact on those providing the training. In many low-budget 
programs, wages are low and staff must work unpaid overtime to keep the program going; 
there are few, if any, benefits and many programs are not long enough for the staff to 
collect UI upon completion. The cumulative result is unhealthy stress and burnout. The 
policy of privatization and reduced spending has thus helped to expand the low-waged, 
contract-based job ghetto of social-welfare workers. 

Privatization and cost cutting measures also make it hard to build upon the knowledge 
base of the educators and coordinators who run training programs. Many do not stay in 
the field because of the difficult working conditions, and their experience and knowledge 
are lost. Privatization and competition for government funding has also meant isolation 
for many workers and has created barriers to sharing knowledge about proposal 
development, curriculum design, negotiating with governments, assisting learners and 
crisis management. Concerns have also been raised about the crucial process of 
accountability, evaluation, and monitoring of quality. Other than determining the 
percentage of participants who found paid work following a training program, there is 
little effort made to evaluate program quality.  

Because privatization is a process that will likely not only continue but intensify, it is 
important to develop a variety of strategies that challenge some of the exploitative and 
less desirable aspects of it. One obvious area of concern is to fight for the rights of those 
women who are unable to access any government funded training. New policies are also 
needed to address issues of employment security for workers where part-time, part-year, 
contractual work is the norm. Information about wages and costs should be made 
available. Wage scales should be introduced and used consistently, and should reflect the 
level of knowledge, skills and responsibility necessary to these kinds of training 
programs. Alternative schemes allowing workers to receive benefits while employed in 
short-term programs should be developed and made available, as well as opportunities for 
professional development and further training.  

 
 

 
 



The staff in private sector government funded labour market 
programs for women are often working in isolation, which limits 
their ability to challenge exploitative practices and to build on each 
others' knowledge. Collective organization would help those in an 
increasingly competitive environment to share knowledge and skills 
in relation to proposal development, negotiations with government, 
industry and host-employers, classroom instruction, curriculum 
development, counselling and crisis management. Through collective 
organizing, workers can also more effectively address issues 
relating to wages, working hours and benefits.  

Workers acting collectively can also have a stronger voice when 
arguing for approaches to program development that truly reflect the needs of the women 
participants in the programs. A pre-requisite to a more inclusive approach to program 
development is the provision of funding and resources for developmental work--funding 
that would support the participation of women in the decision-making process and contact 
with women in their own communities. 

Issues of quality and accountability might also be addressed through the development and 
implementation of national and regional training standards. These standards could outline 
ways in which government-funded training programs should be developed, delivered and 
evaluated (1). Licensing and accreditation of private sector training agencies are already 
underway in many provinces, but these activities need to be monitored to ensure that 
ongoing evaluation takes place and minimum standards are established. The experiences 
of participants in programs should be part of the development and evaluation process. 

As was mentioned, one of the developments of privatization has been the creation of the 
Canadian Labour Force Development Board (CLFDB). The CLFDB has a total of twenty-
two members: eight representatives each from business and labour, two representatives 
from training organizations, and one representative for each of the four "equity" groups. 
The Women's Reference Group on Labour Market Issues (WRG) was formed to advise 
and support the women's representative on the CLFDB (similar groups were established 
for the three other identified equity groups: members of visible minorities, peoples with 
disabilities and aboriginal peoples). The representative for women has been Marcy Cohen 
who was selected through a consultation process organized by CCLOW in early 1991. 
The Women's Reference Group consists of 16 representatives from various national and 
provincial women's organizations concerned about women's access to quality, training and 
education (2).  

The WRG has considered as one of its priorities not only to challenge and critique policy, 
but to offer an alternative vision of a training system that truly serves the needs of women. 
Working towards this end, the WRG developed a package of materials called "Towards a 
Women's Agenda on Training" which includes a list of Principles for Training. This list is 
evolving and currently includes the following:  
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ACCESS - access to information, support services, child care, training allowances, 
expanded eligibility criteria and bridging programs.  

EQUITY - ensuring that people receive fair treatment, equal rights and equal benefits 
regardless of race, gender, country of origin, class, religion, sexual orientation, geographic 
location, income, age and ability .  

RIGHT TO BASIC EDUCATION - the development of integrated and flexible publicly 
funded adult basic education, literacy and language training programs.  

RECOGNITION OF SKILLS - transferability between various training programs, 
accreditation, prior learning assessment, credit for overseas education and experience.  

QUALITY - integration, diversity of models, learner- centred curriculum, counselling and 
adequate funding.  

ACCOUNTABILITY - of the decision-making process  

INTEGRATING TRAINING AND ECONOMIC DEVELOPMENT - training must 
be linked to jobs and sustainable economic development.  

The Reference Group of People with Disabilities has also developed a similar list of 
principles and has added the important notion of SELF-DETERMINATION. The 
statement of this additional principle is an effort to challenge the rather paternalistic 
practices of policy- makers and program planners who often feel that they know what is 
best for people with disabilities.  

As decision- making is decentralized and privatized, similar Women's Reference Groups 
are being established in the provinces and territories. It is hoped that the above named 
principles will be adopted at various levels of decision-making. There is no simple 
analysis of the impact of privatization on women's training opportunities, and the analysis 
becomes even more difficult because the boundaries between public and private have 
been blurred. Privatization has proven to be a contradictory process with both negative 
and positive outcomes. In order to resolve some of the problems and expand the 
opportunities, it is critical for women's advocacy groups to understand the larger political 
and economic forces shaping the context of privatization. 

We need to actively influence the process at all levels, including both the everyday 
organization of labour market programs for women and the development of federal and 
provincial initiatives. We need to be cognizant that the context of privatization will be 
affected by the shifting of responsibility for labour market programming away from the 
federal government to the provinces and territories. We need research on the effects of 
privatization on women's learning opportunities and we need to share our resources, 
strategies and learning. Working effectively in this rapidly changing context requires that 



we act with civic courage; that is, that we behave as if we lived in a real democracy.  

Shauna Butterwick is a member of the Women's Reference Group where she represents 
the B.C.-based Women's Employment and Training Coalition. She has her doctorate in 
Adult Education from the University of B. C. and has done research on labour market 
policy, privatization and its effects on women's training programs. She is currently a 
researcher and sessional lecturer at U.B.C. 

1. For a discussion of the development and implementation of standards, see the 
article by Marcia Braundy in this issue.  

2. Members of the Women's Reference Group are: CCLOW, Canadian Farm 
Women's Educational Council, Reseau national d'action education femmes, 
Women in Trades, Technology Operations and Blue Collar Work, Congress of 
Black Women of Canada, DisAbled Women's Network, Metis Women's 
Association, National Organization of Immigrant & Visible Minority Women, 
Native Women's Association, National Visible Minority Council on Labour Force 
Development, Reference Group of People with Disabilities, Women's 
Employment and Training Coalition, Canadian Federation of Business and 
Professional Women's Clubs, and the National Action Committee on the Status of 
Women. Further information about the Women's Reference Group and the 
Principles for Training can be obtained by contacting the WRG at 517 College 
Street, Suite 228, M6G 4A2, 416- 966-4898, Fax (416) 966-4899.  

 

Doing The Work: A Feminist Perspective On 
Training in The Private Sector 

by Hannah Hadikein 

In the spring of 1989, Canadian Jobs Strategies (CJS), funded a project called TechPrep 
for Women, offering women preparatory training for advanced technical-based 
occupations. This article discusses the problems, objectives, methods and outcomes 
related to planning and implementing programs of this nature through the private sector. 
The TechPrep Program was launched after a lengthy gestation (spanning three West Coast 
summers), a painful delivery and a difficult but successful birth.  

 
 



From its beginning, TechPrep was conceived as an effective model 
for bridging women into technological jobs specifically, as well as 
into occupations traditionally reserved for men. It was designed as a 
five month job re-entry program which would prepare women to 
enter a two-year Engineering Technology program at the British 
Columbia Institute of Technology (BCIT). After successful 
completion of the TechPrep course, women could choose from 
among the following options at BCIT: Civil Technologies, 
Computer Systems, Electronics, Mechanical Design and 
Manufacturing, Process Technologies, and Biological Sciences.  

Before the systemic barriers could be addressed, however, several 
barriers to planning had to be overcome. Unique problems for training in technology 
include: uncertainty of labour market demand; scarcity of qualified instructional staff 
(especially those willing to work under contract with sporadic hours and no guarantee of 
program continuity); lack of curricula that are industry- skill level based; lack of 
industrial, community, or institutional organizations which support technical training 
projects; lack of training models (though some existing programs serve as stepping 
stones); scarce information regarding the needs of high tech industry; and lack of an 
analysis which recognizes gender inequalities.  

Research into women's access to education and training in Canada unequivocally confirms 
that women are confronted with a number of barriers which are systemic in nature: 
educational disadvantages, lack of support services (affordable, quality childcare) lack of 
economic means for upgrading and training, streaming of women into poorly paid and 
undervalued job areas, lack of responsiveness by educational institutions to the unique 
characteristics of adult women learners, and prevailing attitudes about the gender of an 
occupation or women's appropriate roles in and outside the paid labour force.  

Une optique féministe de la formation dans le 
secteur privé  

par Hannah Hadikein 

Si les secteurs de la technologie de pointe sont en rapide expansion, le nombre des 
femmes embauchées dans ces secteurs n'augmente pas à la même cadence. Les femmes 
se heurtent à un certain nombre de barrières systémiques en matière d'éducation et de 
formation: manque de services d'appui, d'éducation et de moyens économiques, 
placement des femmes à des emplois mal rémunérés et sous-évalués, attitude voulant 
que tel ou tel travail est masculin ou féminin et rôles pertinents des femmes dans la 
main-d'oeuvre et à l'extérieur. 

Dans le programme TechPrep pour les femmes, programme de formation technique que 
le secteur privé a élaboré et dispensé, les éléments suivants ont été insérés: financement 
complet de la garde des enfants, soutien du revenu, indemnités de déplacement, stage en 
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milieu de travail, techniques de recherche d'emploi, orientation vers des métiers non 
traditionnels, conditionnement physique, formation personnelle et professionnelle en 
dynamique de la vie, droits des travailleurs et ateliers avec des modèles à imiter. Des 
certificats techniques leur ont été remis dans les matières suivantes: systèmes 
informatiques, électronique et biotechnologie. Grâce à ce projet, qui visait à supprimer 
la ghettoïsation professionnelle, l'habilitation personnelle et économique des 
participantes a pu être réalisée.  

 
 

While there is rapid expansion of technology-based 
fields, there is no corresponding increase in the numbers 
of women entering those fields. Large numbers of young 
women continue to graduate without strong academic 
math’s and sciences, despite their capabilities to succeed 
in these subjects, and there are few role models and 
mentors to support women entering careers in these 
technologies.  

During the three year planning period, I held ongoing consultations with individual 
women who had encountered access barriers, with educators who have experience in 
addressing gender socialization, and with colleagues committed to feminist training 
principles. My membership in advocacy groups -- Women's Employment and Training 
Coalition (WETC), Women in Trades Technology (WITT) and Canadian Congress for 
Learning Opportunities for Women (CCLOW) -- helped me keep informed of research 
and development in women's education and training. These groups also provided valuable 
feedback and continue to ensure my accountability as a service provider. 

Eventually, a pilot program was developed. It took the form of an innovative, education-
based project designed to correct the systemic barriers which prevent women from 
obtaining training and employment in technological fields. The model born, in March 
1989, closely resembled results from a decade of feminist inquiry into education, women's 
ways of learning, and the experience of women training for non-traditional employment 
and in bridging programs. 
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The following components were included: full subsidization for 
child care as required, income support (social income assistance, 
Unemployment Insurance benefits or training allowance), 
transportation allowances, orientation to non-traditional 
occupations, work place practicum, job search, familiarization with 
tools, YWCA physical fitness, personal and professional life skills 
training, instruction in worker rights (including sexual harassment 
and safety awareness), as well as workshops with role models to 
allow for shared personal experience of survival in male-dominated 
occupations and opportunity for fostering future employment 
contacts. 

After three years of bard work, persistence, and downright 
obstinacy, funding was finally approved jointly by CJS and the B.C. government a 
ridiculous three weeks before the proposed start-up date. From approximately one 
hundred inquiries, sixteen women were selected to participate. They ranged in age from 
25 to 53 with past work experiences as diverse as their educational backgrounds. While 
only a few of the women had any previous experience in technologies (medical, 
horticulture, computers), they all shared the desire to receive certified technology training 
both for the challenge it presented and for the opportunity of future job security with 
decent wages and economic stability.  

The minimum and inadequate income assistance received by participants resulted in 
tremendous efforts to survive economically, both during the TechPrep Program as well as 

during the two subsequent years as full- time students at 
BCIT.  

Some of the women found the demands of juggling 
their studies, financial responsibilities, parenting, and 
the inevitable personal crises, overwhelming. Although 
tuition and textbook fees were paid under the program 
sponsorship, the technical institute was only willing to 
provide minimum resources, such as technical 
language ins truction, ESL, counselling, or tutorial 
assistance as required by the participants. Without such 
support, the very barriers the program was designed to 
eliminate surfaced to haunt the women participating. 
Three of them left the program. 
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I am not one to measure success or failure simply in rates of completion. Success is 
ultimately demonstrated in the improvement to women's lives. It is my joy to say that, 
despite the obstacles, this project, which strived to eliminate occupational ghettoization, 
did indeed result in the personal and eventual economic empowerment of the women who 
participated. 

Friendships and strong bonds had been established. Evolving into their own group support 
network, the women confronted and constructively resolved personal problems, academic 
concerns, and other conflicts. Most notable were the improvements in self-confidence 
and self-esteem which were beyond any measure I could have imagined. Skills, talents, 
and competencies gained by these women will remain with them for the rest of their lives. 
They will never see themselves, or allow others (instructors included), to refer to them as 
girls or ladies. They all emerged as strong, able, and confident women. 

A segment from the graduation speech, delivered by Judy Hamilton, expresses this sense 
of achievement: "This program has been, more than anything else, a discovery of our 
strengths and powers as women. We learned that as women we have a special bond of 
understanding that helps us take a stand and take risks and follow paths we would not 
otherwise have taken. We have loved having our minds challenged and stimulated both by 
the academics and by the other women in the group. We feel that we're doing something 
meaningful with our lives. It's scary but it feels good. Today we feel a sense of 
accomplishment and importance and a great desire to continue on our chosen paths." At 
the final completion, Technical Certification was received by students in Computer 
Systems, Electronics, and Biotechnology.  

In the four years which have followed the TechPrep program, a one year Electronics 
Certification Program was offered through Vancouver Community College, an institute 
willing to accommodate the needs of women returning to learning as well as to provide 
instruction in an all women's classroom. During the twelve week pre-technology training, 
components were designed to meet the needs of the participants, along with academic 
math, physics and communication, courses conforming to the admission requirements of 
the institute. In March 1993, the program saw the successful graduation of 12 women 
certified as Electronic Technicians, some who have secured full time employment with 
electronics firms while others are returning to advanced technology studies. 
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Changes in immigration patterns and the 
labour market are opening up the way for a 
supply of women with out of country training 
in technology. My most current projects are 
designed to address the needs of this valuable 
resource of skilled individuals. The difficulty 
in assessing out of country training and in 
coping with language difficulties will, I hope, 
be addressed by providing locally recognized 
technical and language education. Success to a 
large part will again depend on instructors, 
coordinators, and resource individuals 
sensitive to the needs of women, in particular 
to immigrant and visible minority women.  

Special curriculum is under development to 
ensure that participant needs are met in the 
program. The special needs of immigrant 
women regarding cross cultural awareness, 
human rights and gender issues, employment 
standards, and post-secondary classroom 
expectations in Canada will be addressed. In 
more isolated rural communities, my training 
programs focus on computer skills, home-
based and small business management, with 
curriculum designed to meet the specific needs 
of women in an economically disadvantaged 
region.  

Through the great changes have been 
encountered and the life stresses that have 
taken their toll, this article is dedicated to all 
the women who participated in my programs 
in the hopes that they continue to be pioneers, 
opening pathways for other women to follow. 

Hannah Hadikein has been a private research and training consultant for the past eight years 
and finds that her learning and knowledge is continually expanded by the stories, experiences 
and expertise of grassroots women. Hannah is also the CCLOW -B.C. Director.  

Three Feet by Six  
(For the Names Project) 

With scraps of muslin and faded corduroy 
they asked me to capture  
the warp and woof of his beating heart  
the bite and whistle of his kiss 
the falling arches of his voice  

When the Quilt people called, 
they read me the dimensions 
three feet by six, use any material you want 
but be sure we can fold it up when the exhibit 
moves on  

Needle and thread are not enough.  
My voice is not enough.  
If a tree cries out in the forest,  
does anyone hear it  
We are dying in the silence.  

Sew a single drop of blood  
pricked witch-like from your thumb 
be careful not to burst the bubble  
adhere it securely to the cotton  
bit the thread away gently  
be delicate, be bold  
out of despair's yawning reach  
the truth does not change 

See the names stretched out  
mile upon cotton mile  
littered on the battlefield  
this war fought in hospital rooms  
demonstrations and free clinics  
commemorated by stitch upon endless stitch  
we are armed with nothing but 
our wish to be, and keep being.  

Thimble my hands. 
I will sew until I do not need armour. 

Tanis MacDonald 
Toronto, Ontario 

 
 



Women with Disabilities: 
The revolving door of training 

by Helen Wagle 

The facts are undeniable. Women with disabilities face crushing underemployment and 
unemployment rates. "One-half of all disabled women (and more than 60 per cent of those 
unable to work) received in 1985 incomes of less than $5,000. Only four per cent of all 
women with disabilities had incomes of $30,000 or more" (1). Given the continuing 

recession, the situation of women with disabilities has, if anything 
worsened.  

Indeed, in 1991 the labour force participation rate of women with 
disabilities was calculated at 41 %( 2). Barriers that exclude women 
with disabilities from the labour market include discrimination in 
employment practices, negative employer attitudes, the 
ineffectiveness of federal employment equity and human rights 
legislation, and lack of access to training and educational 

opportunities. Combined, these barriers have meant that more than 1 in 2 working age 
people with disabilities are entirely without employment (3). 

In fact, Canada has been identified as having the worst record of any country in the 
western world with regard to the employment of people with disabilities (4), and 
inequitable access to training programs means that women with disabilities will continue 
to have a very limited presence in the labour force. Over the last several years, emphasis 
has shifted away from general training to training exclusively for recipients of 
unemployment insurance (UI). Many women with disabilities have never held jobs and 
are therefore ineligible for UI funded training. 

Furthermore, the federal government has made major cuts to the Consolidated Revenue 
Fund, a fund used to train people ineligible for UI. As a result, women with disabilities are 
further marginalized by the shrinking availability of resources. It is essential that the 
needs of traditionally under-served groups be adequately addressed, that specific 
resources be allocated for the training needs of women with disabilities who are not on 
UI, but are unemployed, underemployed, and social assistance recipients.  

Literacy and the lack of education among the disabled women's population also presents a 
tremendous barrier to our participation in training programs.  
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Les femmes handicapées: la porte tournante de la 
formation  

par Helen Wagle 

Chez les femmes handicapées, le taux de chômage est alarmant. Et, comme elle n'ont 
pas accès de façon équitable à des programmes de formation, leur nombre dans la 
population active continuera donc d'être très limité. Les changements récents, en vertu 
desquels seuls les bénéficiaires de l'assurance-chômage ont le droit de suivre une 
formation, impliquent que les femmes handicapées qui n'ont jamais occupé un emploi 
n'y sont pas admissibles. En matière d'éducation, les femmes handicapées ont été 
victimes de ségrégation.  

Les femmes handicapées, indépendamment de leur handicap et de la gravité de celui-ci, 
doivent avoir accès de manière équitable au système d'éducation et à une formation. 
Pour ce faire (accès et équité), il faut qu'elles puissent participer à tous les programmes 
de formation subventionnés par les gouvernements fédéral et provinciaux, c'est-à-dire 
qu'il faut leur offrir tout le soutien dont elles sont besoin (transport, soins auxiliaires, 
garderie accessible, langage gestuel ou interprètes, appareils de lecture et accessoires 
fonctionnels); qu'elles puissent sélectionner les mêmes programmes de formation et 
d'apprentissage que tout le monde; et que les décisions prises reflètent leurs réalités, 
dans toute leur diversité.  

 
 
 
 
 
In Ontario, less than half as many disabled young people between 
the ages of 20 to 24 years are attending school than is true for the 
whole population (5). As a constituency, women with disabilities 
have been subjected to segregated and substandard education. A 
family in Newmarket, Ontario is currently fighting a decision by 
the York Regional Board of Education barring their disabled 
daughter from the classroom.  

The Board recommended that she attend a special class for disabled 
students in a school outside her own community (6). This is a type of inadequate and 
inappropriate solution that has meant that many girls with disabilities grow up to become 
women who do not have the skill level required for entry into most training programs. 
And few accessible training programs allow for literacy upgrading for women with 
disabilities.  

Training resources must be directed to general education and skills training programs. 
Specifically, academic upgrading for women with disabilities who have less than a high 
school education must be a priority as well as bridging programs for women in all areas, 



including the trades and technologies. Furthermore, these programs must be provided as 
part of a continuum to ensure that learners are equipped with portable skills broadly 
recognized by post-secondary educational institutions as well as employers.  

All too often, women with disabilities are faced with what I call the revolving door 
scenario. As members of doubly disadvantaged or marginalized communities, we are 
often not seen as viable and productive employees. As a result, those of us who do receive 
training often find that it is inappropriate, that it is in areas that do not interest us, or that it 
does not lead to secure and meaningful employment but to low-paying, ghettoized jobs. In 
short, we enter the door of training but exit right back out where we started.  

Other barriers to our full and effective participation in training programs include the fact 
that most training programs are designed to be taken on a full day basis over a short 
period of time. The disabilities of many women preclude them from participating in such 
an intensive schedule. If training is to be accessible, it must be offered on a more flexible 
time frame which includes longer term, part-time programs. Accommodation is the 
cornerstone of any accessible training program. 

Accommodation means providing essential supports like accessible transportation, 
accessible child care, attendant care, sign language or oral interpreters, readers, assistive 
devices, and other needed services. While some may believe that the cost of 
accommodation is prohibitive, I would argue that the cost of not employing women with 
disabilities is unacceptable. 

In a case study of a woman with a disability identified as 'Ruby,' it was found that the 
savings to the government in social assistance payments were formidable once she found 
suitable work. Over an eleven year period of employment, the government saved 
$130,000 in social assistance payments and received $70,000 in federal and provincial 
taxes, Canada pension plan and unemployment insurance contributions, totalling 
$200,000 (7).  

Accommodation, in the form of human or technical supports, is crucial to women with 
disabilities. In the training agreement signed by the province of Ontario, for example, 
there is no provision for funds for such accommodation. However, the language of Bill 96 
states that the Ontario Training and Adjustment Board will "seek to ensure access and 
equity in labour force development programs and services, so as to lead to the full 

participation of workers and potential workers 
in the labour force" (8). 

 



To what extent we will be accommodated depends very much on how the labour market 
partners and the government interpret access and equity. 

To me, ensuring access and equity means providing the accommodations that enable 
women with disabilities to participate in all federally and provincially funded training 
programs. It means providing accommodation, such as human and technical supports, and 
it means being able to choose from the same training and apprenticeship programs that 
everyone else can. 

Decades of "vocational rehabilitation" have not moved enough 
women with disabilities into the work force. We must ensure that 
those who are under-served now are not excluded from new training 
opportunities. Women with all forms of disabilities, regardless of 
severity, must have equitable access to education and training. 
Geographic barriers that place women with disabilities in rural and 
isolated communities at a further disadvantage must also be 
addressed. 

Any action or work undertaken for women with disabilities, whether 
in research, training or actual employment opportunities, should 
respect the diversity of women's disabilities. Disability is not a 
standardizing factor and even similar disabilities affect different 
people in various ways. Efforts made to improve the situation of 
women with disabilities should not have an adverse impact on 
women with more severe disabilities and those who face multiple 
barriers.  

Women with disabilities should be recognized as also facing sexism, racism, and 
homophobia. Women's issues need to be addressed within all training programs and 
training programs for women must include women with disabilities. In all cases, regional 
differences, especially the rural/urban and north/south disparity, should be taken into 
consideration for planning and implementation. The proposed democratization of training 
in Canada includes a commitment to social equity. But is that enough? I have seen few 
positive results in the two and a half years since the federal government formally 
announced the National Strategy for the Integration of Persons with Disabilities (9). As a 
constituency, women with disabilities remain under-represented in the labour force. We 
have been subjected to segregated and substandard education. And we have been unable 
to access training at the federal level in any meaningful way.  

What I do know is that while federal training policy and regional programs may impact on 
individuals in varying ways, it is at the local level that women live, learn and work. All 
efforts made by and for women with disabilities should be guided by the participation and 
experiences of disabled women across the country. Informed decision-making should 
reflect the realities, in all their diversity, of women with disabilities in Canada. 

Helen Wagle is a disability rights activist. She is currently the Provincial Coordinator of 

 

Money saved by 
government in 

Social Assistance 
($806/ month) and 

Medical/ 
Dental/Special 
($200/month).  

 

Money paid to 
government in 

federal and 
provincial taxes and 

CPP and UI 
contributions. 

 



the Ontario Network of Independent Living Centres. She has worked with the National 
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LINC to What? 

by Karen Charnow Lior 

In the last year there has been a drastic change in the way language training is delivered 
through federal government funding. In January of 1992, the federal government 
introduced Language Instruction for Newcomers to Canada, LINC, and its complementary 
program, Labour Market Language Training, LMLT. Both initiatives mark a significant 
change in the policy direction of the federal government with respect to official languages 
instruction.  

 
 



Before this policy was implemented, ESL language training was an integral part of many 
skills training programs. Combining skills training with language training and job search 
skills, such as resume writing and interview preparation, was an effective way of teaching 
language skills in an applicable, useful context. This training was delivered by 
community-based training programs often in partnership with school boards or colleges. 
The labour movement, public sector and community-based training deliverers and 
educators have long considered language training an essential bridge to job-related 
training. The policy changes have fundamentally altered the role of the federal 
government in the area of ESL programming with respect to purpose and program 
delivery. 

From the late 1960s to 1990, the federal government funded, in 
Ontario, language training at the community colleges. This funding 
came primarily through Canada Employment and was directed to 
those destined for the labour market. In the program's early years, 
women, as well as immigrants identified as family-class immigrants 
and refugee claimants, were often excluded. One estimate is that 
"only 28% of immigrants received federally funded language 
training" through this program.  

In Ontario, the federal programs in the community colleges trained 
many fewer learners than other federally funded community-based 

programs or provincially funded ESL classes offered by local school boards. The 1992 
restructuring dramatically changed second language training delivery. The rationale was 
to make language training both more cost-effective and more accessible, which were 
legitimate concerns. The previous programs all catered to various populations but the 
delivery of language training was not well-coordinated nor equitably funded.  

 

 

L'échec des programmes de langues 

par Karen Charnow Lior  

Les nouveaux programmes de langues que finance le gouvernement fédéral, soit le 
Cours de langue pour les immigrants au Canada (CLIC) et le Programme de formation 
linguistique reliée au travail (PFLRT), tous deux présentés en 1992, posent de 
nombreux problèmes. CLIC n'aide pas les gens à avoir accès au marché du travail, 
comme c'était le cas des anciens programmes d'anglais langue seconde, car il n'allie pas 
une formation linguistique à l'acquisition de compétences professionnelles et de 
méthodes de recherche d'emploi. De plus, il se peut que les immigrants qui ont obtenu 
leur citoyenneté canadienne, mais parlent encore mal l'anglais, ne puissent être 
admissibles à des cours de perfectionnement de langue lorsqu'ils n'ont pas de travail, car 
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les citoyens canadiens ne sont pas admissibles à CLIC. 

CLIC ne dispose d'aucunes lignes directrices sur l'équité en matière d'emploi, d'aucune 
indemnité de déplacement, et les contrats sont souvent passés avec ceux qui offrent de 
former le plus d'étudiants au prix le plus bas, ce qui stimule la concurrence et 
l'élaboration de programmes inférieurs. Quelques subventions ont été prévues pour la 
garde des enfants, mais aucune clause ne stipule que le personnel doive avoir de 
l'expérience pour s'occuper des enfants des nouveaux venus ou détienne un diplôme en 
éducation des jeunes enfants. L'enseignement de l'anglais langue seconde aux adultes 
constitue un service unique qui exige une structure administrative unique. Pourtant, 
CLIC est un système de formation linguistique décentralisé, désorienté qui perpétue les 
problèmes existants au lieu de les surmonter.  

 
 

LINC, Language Instruction for Newcomers to Canada, and its complementary program 
LMLT, Labour Market Language Training, have all but replaced the previously federally 
funded as well as many provincially funded ESL programs. Eighty percent of federal 
language training dollars have been shifted from Employment to Immigration in the 
Canada Employment and Immigration Commission. Basic Language training is now 
delivered as part of settlement and not as part of labour market training.  

One of the central issues with this change is that LINC is not designed to help people 
access the labour market. Where the earlier federal programs were restricted to those 
deemed destined for the labour force, the new policy may effectively bar entry to either 
further training or employment. 

One of the reasons for this exclusion is that initially 
Canadian citizens were not eligible for LINC. While 
citizens are supposedly "settled," many are not literate in 
English and need the language to find work. For 
example, women garment workers in job ghettos where 
they have only spoken their native language sometimes 
receive their citizenship without learning much English. 
Many are now laid off due to downsizing and economic 
"restructuring." They have found themselves ineligible 
for basic language training under LINC yet identify their 
lack of language skills as a major barrier to finding new 
employment. LINC/LMLT also have no employment 
equity guidelines and thereby ignore the link between 
labour market programs, language training and 
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employment equity priorities.  

Learners in language training classes are primarily interested in obtaining and retaining 
meaningful employment. Immigrants have identified over and over again their need for 
language upgrading to enter professions they may already be qualified to practice. The 
separation of language training from skills training results in the need to provide more 
classes, costing more dollars, rather than the more cost-effective integrated programs that 
successfully placed people into the labour market. Money for employment training now 
must come from another source, creating more paperwork, more administration, more 
confusion and, ultimately, less and poorer quality training. 

LINC, in Ontario, uses a central assessment system. The learners are recruited, sent to the 
assessors for placement in classes. The experience of LINC providers is that the 
assessments are often inaccurate and often allow the least possible amount of classroom 
time. Surveys tell of students sent to distant and isolated classes which they cannot attend 
since very little is provided in the form of transportation support. Others graduate before 
their places can be filled and classrooms sit empty at a time when there are hundreds of 
people on waiting lists for both skills and language training. At the same time, 
provincially funded (in Ontario) school board ESL classrooms are full or oversubscribed. 
In February 1993, the Scarborough Board, with 1500 ESL students, had a waiting list and 
shortage of space; LINC classes there closed due to lack of clients. 

 
The LINC policy encourages competition and cut-rate programs. Contracts may go to 
whoever can train the most students at the lowest price. LINC/LMLT program funding 
and delivery is not necessarily channeled toward public education, nor the broader public 
sector including not- for-profit community-based, training deliverers. This creates 
competition and underbidding, providing fewer and fewer training dollars per participant, 
and a "race to the bottom" which jeopardizes the quality of language and other instruction 
received by participants, threatens job security of instructors, and undermines the 
foundation of the existing educational and training structure. 

In addition, LINC funding does not cover the real costs of training. 
The maximum amount allowed for LINC training works out to 
$6.00 per student per day to cover client costs, staff, counselors, 
overhead, equipment and supplies; in short, to deliver the training 
that the colleges once provided at a cost of $29.00 per student per 
day. There is no money for teacher professional development or 
upgrading. There are no professional guidelines for teachers and, 
until recently (in Ontario) no uniform curriculum. And, since every 
contract is different, the funding is totally inconsistent.  

Another weakness of the new language training policy is that it 
depends on a fragmented delivery system. The integrated approach 
of pedagogically-sound ESL training, which is lined up at all levels 

with skill and job search training, enhances sustainable attachment to the labour market. 
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However, the LINC language delivery incorporates few of these practices. It has no job-
related component, no language training component related to labour market participation, 
and no mechanism connecting language training to skills training. In fact, according to 
Joan Baril, an ESL instructor at Confederation College and the author of a Canada-wide 
study on LINC, the program provides, at best, "basic language learning." "When a person 
graduates from LINC," says Baril, "they have not learned the language by any means."  

LINC/LMLT ignores the knowledge and expertise which has informed all ESL 
programming in the education and training sectors. Consultations in developing the 
program dealt only with implementation issues rather than inviting the expertise and 
cooperation of those experienced in the delivery of language training. Neither those 
groups who are affected by the policy changes nor those who deliver language training 
were asked for their input:  

LINC does provide some funding, for "child minding" and this was initially seen as a 
progressive part of the policy. However, the lack of consistent information combined with 
the scarcity of funds has created a patchwork system, with some excellent centres and 
many that are inadequate. Some programs have hired child workers with little or no 
specialized training in caring for the children of immigrants. There is also no requirement 
that workers have Early Childhood Education certification, and no attempt is made to 
provide special supports or interventions appropriate to children of newcomers which 
could be cost-saving in the long run.  

Although in theory LINC is to meant to lead learners to further training through LMLT, 
there is a gap between the end of LINC and the lowest level of LMLT. And, to qualify for 
LMLT, a learner must have a skill that is needed in the community. This becomes a 
problem for women who are often clustered in a small number of low-paying, low-end 
jobs not defined as desirable occupations for further upgrading. Entry and exit level 
criteria for LINC are internally inconsistent. Learners are not able to move from one 
LINC level to another, nor from LINC to LMLT. In addition, LMLT has no funding for 
subsidies, allowances or wages, which are often what, make it possible for women to 
participate in training programs. Access to LINC/LMLT classes is often impossible for 
women on low incomes, social assistance or in need of quality childcare. 

 
 
 



Adult ESL is a single service which demands 
a single administrative structure to formulate 
policy and administer programs. What is 
needed is one body to identify and eliminate 
wasteful practices, and coordinate provincial 
and federal agendas. At this point, immigrant 
settlement services, language delivery 
programs, and labour market training are in 
at least two or three different ministries 
making coordination difficult if not 
impossible. 

LINC has created a de-centralized, 
disoriented language training delivery 
system. Programs and agencies are vying for 
little pieces of funding to deliver inadequate 
programs. Information is vague, hard to 
access and often contradictory. This is not a 
cost-effective, intelligent approach to service 
delivery, nor a more accessible, more 
equitable approach to language training. It is, 
instead, a vehicle that entrenches rather than 
surmounts existing barriers. 

Karen Charnow Lior is the Coordinator of 
Advocates for Community Based Training 
and Education for Women (ACTEW), a 
provincial umbrella association whose 
mandate is to work for accessible, equitable, 
high quality training for women. Karen has a 
Master's degree in Environmental Studies 
from York University.  
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Untitled 

I have flown to France searching for roots of 
language and family to compose a history I 
have become an immigrant. The wind is 
rising tonight I hear it in the trees their 
leaves thrown to the ground the air is salty. I 
remember Memere's story and see her face 
through the window of my farmhouse in 
Normandy. Here comes another gust. My 
modder and fadder left Quebec when I was 
very young On de homestead in Manitoba, 
dey had to clear away bush before dey could 
plant anyting. The air this fall is warm and 
turbulent. It sweeps harvested fields but 
doesn't raise any dust from this land thick 
and red with clay. Dey arrived early in de 
summer. It was hot, but de mosquitos were 
de worse of all. During the last storm so 
many apple trees blew over, their shallow 
roots unable to hold them. Cows cleared the 
fallen fruit. After everyting was cut, my 
fadder would tie tow horses to a stump. 
While dey were pulling, he and older men 
would chop at de stump wit axes till it come 
loose. And the road was covered in 
chestnuts. We filled a pail, then sorted and 
slit them, ready for roasting. We did so much 
picking - wild plums, blueberries, raspberries, 
chokecherries and we had a big garden too. 
Everybody has to help wit de cleaning and 
canning. The clouds are low when they roll off 
the sea they make the sky look like it's ready 
to fall. I can't read them yet, I only know rain 
comes from the west. My fadder built de 
small house first, it's de one dat's filled wit 
grain now. And de first shed is de one where 
is now stored de boat. Wind whips across the 
slate rock roof in waves, thin tiles clatter like 
hundreds of old bones.  

Cécile Guillemot  
Winnipeg, Manitoba  

 
 

 
 



Projet d'intégration professionnelle des femmes 
immigrantes de la région de l'Estrie  

par Teresa Bassaletti  

Entant qu'organisme d'aide aux femmes des communautés 
culturelles établies dans la région de l'Estrie, le Centre pour Femmes 
immigrantes s'est donné pour mission de réduire le taux de chômage 
particulièrement élevé chez ces personnes. Une étude effectuée en 
1988 a clairement montré que les conditions essentielles à la 
réalisation d'un projet d'intégration professionnelle étaient réunies et 
que les bénéfices escomptés dépassaient nettement les couts 
anticipés. Suite à ces constats, Emploi et Immigration Canada a 
versé à notre organisme 200 000 $ pour mettre en oeuvre un 
programme de formation d'une durée de quarante semaines, visant 
quinze immigrantes.  

Le projet d'intégration professionnelle des immigrantes établies en 
Estrie a des visées plus larges, soit accroître la participation active 

des femmes issues des communautés culturelles à la vie sociale, économique, 
professionnelle et culturelle de la région.  

Étant donné que d'après notre étude de faisabilité, le métier de préposée aux bénéficiaires 
est actuellement en demande dans la région, nous avons décidé d'axer notre projet 
d'intégration professionnelle sur la préparation à cette fonction, afin de donner aux 
participantes le maximum de chances d'accéder à un emploi au terme de leur participation 
au programme. Par ailleurs, comme l'un des principaux handicaps des immigrantes pour 
intégrer le marche du travail est leur maîtrise insuffisante du français, nous avons décidé 
d'accorder une place importante au perfectionnement du français dans le cadre du 
programme de formation. 

La sélection des participantes a été effectuée à partir d'une liste de quatre-vingt douze 
candidates qui s'intéressaient au programme d'intégration professionnelle. Plusieurs 
critères ont été retenus pour choisir les quinze participantes au projet de l'année 1989-
1990, dont le fait d'être immigrante, la disposition d'un revenu inférieur à 6 000 $, 
l'appartenance à une minorité visible, la reconnaissance de difficultés notables dans 
l'expression écrite et parlée en français, ainsi que l'importance des responsabilités 
familiales.  

 

Une étude 
effectuée en 
1988 a 
clairement 
montré que les 
conditions 
essentielles à 
la réalisation 
d'un projet 
d'intégration 
étaient 
réunies.  

 

 
 
 



Professional Integration Project for Immigrant 
Women in Estrie 

by Teresa Bassaletti  

The Centre for Immigrant Women in Estrie, Quebec, initiated a training program for 
women in 1989-90 to improve the participation of immigrant women in the social, 
cultural, economic and professional life of the region. Since one of the principal barriers 
for immigrant women is competency in French language, importance of place was 
given to French language instruction. Other supporting activities included seminars on 
pay equity, non traditional occupations, the impact of technology on employment, and 
the norms of the working world. Educational workshops were also held for the 
participants' children, allowing the women some free time to get to know each other, 
venture out into the community, or simply relax. Program coordinators were always 
available to give support and counseling to whomever might need it.  

At the end of this course, several recommendations were developed by organizations for 
cultural minority women in Quebec. These include: that programs of recruitment and 
professional training for immigrant women be guaranteed; that secure budgets be 
allotted to cultural minority groups for professional training projects; that the 
immigration policies of the provincial and federal governments include as a priority 
integration into the labour market; that immigrant women have access to professional 
orientation services appropriate to their specific circumstances, to quality language 
training, and to legal information service and support; that the delay in reuniting 
immigrant families be reduced to at most six months.  

 
 

 
 



Les activités régulières  

En fait, la formation théorique et pratique des préposées aux bénéficiaires comprenait 
deux types d'activités, soit les activités régulières de formation et les activités ponctuelles 
de soutien à la formation. En ce qui concerne les activités régulières, il s'agit de cours et 
d'ateliers de formation pendant dix semaines dans les principaux centres hospitaliers de la 
région. Le contenu de cette formation comportait trois volets principaux, soit l'acquisition 
de connaissances de base en français et dans le domaine de l'apprentissage et de la 
communication; l'acquisition de connaissances théoriques et pratiques liées à l'intégration 
au marché du travail; et l'acquisition de compétences professionnelles générales et 
spécialisées (cours et stage).  

De plus, nous avons accordé une place importante aux objectifs 
liés à la dynamique de vie des participantes, ainsi qu'au 
perfectionnement des techniques d'apprentissage. Ce dernier 
objectif devait permettre aux femmes de développer leur 
compétence générale en matière d'apprentissage et leur confiance 
en elles mêmes, de façon qu'elles puissent participer au maximum 
aux activités de formation professionnelle (cours et stage en 
milieu de travail).  

En ce qui concerne l'approche pédagogique, nous avons surtout 
misé sur l'établissement d'une synergie dans le groupe de 
participantes. C'est pourquoi le groupe en formation a été associé 
aux activités socio-culturelles du Centre pour Femmes 
immigrantes, afin de faciliter la création de réseaux d'entraide et de soutien. Afin de 
consolider ces liens de solidarité et d'éviter le sentiment d'isolement, les activités de 
groupe ont été maintenues pendant le stage, à raison d'une journée par semaine.  

Pour préparer les participantes à différentes situations en milieu de travail, nous avons 
organisé un laboratoire de pratique professionnelle axé sur des études de cas. Enfin, pour 
apprendre aux participantes à bien communiquer, celles-ci ont eu à effectuer des activités 
de laboratoire de langue se fondant sur l'utilisation du magnétophone et du vidéo.  

Quant aux moyens pédagogiques utilisés, citons à titre d'illustration, quelques instruments 
de formation et d'évaluation élaborés pour assurer la progression des participantes et 
améliorer la qualité des activités de formation. Une caractéristique majeure de ces 
différents instruments a été de mettre l'accent sur la prise en charge de la formation par la 
participante elle-même, ce qui impliquait un changement d'attitude par rapport à 
l'apprentissage.  

Un questionnaire a été utilisé pour évaluer le déroulement de chaque activité de formation 
spécifique. On s'est servi d'un document de travail pour la préparation du plan de 
développement professionnel et faciliter l'apprentissage de la formulation d'objectifs 
personnels de formation. Une fiche d'étape ainsi qu'une évaluation du degré de 
familiarisation ont été utilisées pour systématiser les apprentissages réalisés pendant le 
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pendant le stage en milieu de travail.  

Activités de soutien  

Les activités de soutien consistaient en rencontres visant à compléter ou consolider les 
activités de formation. Elles avaient également pour fonction de développer un sentiment 
d'appartenance au groupe et d'assurer le bien-être psychologique des participantes. 

Les participantes au projet d'intégration professionnelle ont été invitées à assister à 
diverses conférences traitant des sujets tels que "le salaire a-t- il un sexe?", l'avenir en 
matière d'emploi, les métiers non traditionnels, les changements technologiques et leurs 
répercussions sur l'emploi, les normes du travail, etc. Ces rencontres étaient généralement 
organisées sous forme de soupers conférences. 

Un cours de relaxation a été également élaboré à partir des préoccupations exprimées. par 
ces femmes, de façon à leur donner la chance d'acquérir de bonnes techniques de 
respiration. Ce cours de relaxation comportait une partie théorique et une partie pratique. 
Il a permis de consolider de s liens entre les participantes. Des femmes d'ethnies diverses 
ont pu en profiter en grand nombre et avoir par la même occasion des contacts avec 
d'autres membres de minorités ethniques.  

 
Des ateliers éducatifs pour enfants, d'une durée de 20 heures, ont permis aux participantes 
de se libérer de 9 heures à midi le samedi pour faire les courses de la semaine ou se 
relaxer tout simplement. Des sorties au restaurant, à la bibliothèque municipale, des 
visites aux bureaux d'Emploi et Immigration Canada ainsi qu'aux centres d'achats ont 
permis à plusieurs femmes d'élargir leurs horizons, d'acquérir plus d'autonomie et de 
démystifier quelques services qu'elles connaissaient mal. Des services de co-voiturage ont 
été organisés par les participantes pour faciliter leurs déplacements quotidiens. Un service 
d'échange de garde en fin de semaine, avec une liste de disponibilité, a été également mis 
sur pied. 

Par ailleurs, un présentoir a été installé. Les participantes pouvaient 
ainsi consulter sur place des dépliants de renseignements, des 
magazines, des publications communautaires ainsi que des 
documents officiels sur des sujets les intéressant. 

Il convient de mentionner aussi les multiples démarches entreprises 
par les administrateurs pour résoudre les difficultés éprouvées 
pendant tout le projet par les participantes. Dans ce cadre, des 
services d'aide et de soutien, des visites à domicile, des conseils 
juridiques ont été en tout temps disponibles pour celles qui en 
avaient besoin.  
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La gestion des activités de formation  

Notre rôle administratif sur le plan de la formation a consisté en une série d'interventions 
diverses et multiformes auprès des différents acteurs jouant un rôle-clé dans la formation. 
C'est ainsi que nous avons organisé quelques rencontres avec les formateurs. 

Le but principal de ces réunions était de permettre aux agents de formation et à la 
coordonnatrice de parler du déroulement des activités, de formation et du cheminement 
des participantes. Les formateurs présents à ces rencontres ont également été invités à 
faire part de leurs observations et à formuler des recommandations en vue d'améliorer le 
projet à court terme et à plus long terme. 

En règle générale, chaque formateur présentait un compte-rendu sommaire des activités 
dont il assumait la responsabilité et expliquait les objectifs qu'il poursuivait de façon 
prioritaire, Parmi les objectifs les plus fréquemment mentionnés, on peut citer 
l'affirmation de soi et la confiance en soi, la capacité de communiquer en français et 
d'établir des relations interpersonnelles positives, le développement d'un esprit de groupe, 
la connaissance des exigences du milieu du travail, l'autonomie pour se servir des 
ressources du milieu, l'identification de ses objectifs personnels et une meilleure 
compréhension de ses droits et responsabilités.  

Par ailleurs, nous avons pu, comme le protocole d'entente le prévoyait, assister à des 
activités de formation. Les observations que nous avons pu faire à ces occasions nous ont 
permis d'orienter utilement nos interventions. Les questionnaires d'évaluation formative 
administrés par les instructeurs, de même que les rapports de fin d'activités, nous ont 
permis de suivre le déroulement de la formation. Le programme de réintégration 
professionnelle vise à aider les femmes qui éprouvent des difficultés à accéder au marché 
du travail ou à s'y intégrer de façon stable. Une partie de ce processus d'intégration 
suppose la compréhension et la connaissance des exigences quotidiennes du monde du 
travail.  

C'est dans cet esprit que nous avons institué, sur une base quasi régulière, des rencontres 
avec les participantes. Au cours de ces réunions périodiques, nous avons discuté avec elles 
de questions concernant la formation ou la participation aux activités, comme l'assiduité, 
les congés statutaires, les absences, les problèmes de comportement et de motivation, le 
montant des allocations, les frais de garde, etc.  

 
 
 



Des rencontres individuelles, au gré des désirs exprimés par les personnes concernées, ont 
permis de manifester. clairement aux participantes notre disponibilité pour examiner avec 
elles leurs besoins individuels de formation et les difficultés auxquelles elles se heurtent. 
En effet, souvent des problèmes de nature personnelle peuvent nuire aux progrès de la 
participante et ont un effet sur son assiduité. Selon les cas, nous leur avons offert soutien 
et conseils ou nous les avons référées à des organismes chargés de fournir l'aide 
nécessaire.  

La gestion des rapports avec le milieu 

Le programme d'intégration à l'emploi n'aurait pas pu être réalisé sans les ressources et le 
soutien du milieu. Aussi était- il important de gérer avec soin nos rapports avec les 
différents organismes et les divers services auxquels nous avons eu recours. 

Nous avons accordé une attention privilégiée aux contacts avec les 
organismes d'accueil. En effet, en tant qu'employeurs potentiels de 
nos participantes, ces organismes représentaient pour les 
administrateurs du projet des intervenants privilégiés dans la 
formation pratique et l'intégration professionnelle de nos 
participantes. Dès le mois de septembre 1989, nous avons établi des 
contacts avec les différents centres hospitaliers de la région. À 
l'occasion des rencontres que nous avons eues avec les responsables 
de ces établissements, nous nous sommes assurés qu'ils 
comprenaient bien les objectifs du projet ainsi que le rôle qu'ils 
seraient appelés à jouer.  

À cette fin, nous leur avons notamment communiqué le plan de formation qui précisait 
nos attentes dans le domaine de l'entraînement pratique aux tâches de préposées aux 
malades. Bien que certains établissements se soient montrés réticents au départ, le nombre 
de places de stages qui nous ont été offertes a finalement excédé le nombre de 
participantes. Notons que certains établissements ont demandé à faire passer aux 
participantes une entrevue avant de les accepter comme stagiaires. 

Pour clarifier les responsabilités de chacun, nous avons signé des ententes avec ces 
établissements. Selon les termes du protocole d'entente, l'organisme d'accueil s'engageait à 
donner aux participantes la formation pratique sur le lieu de travail pendant dix semaines. 
L'organisme d'accueil se déclarait également prêt à les libérer un jour par semaine pour 
leur permettre de participer à des ateliers d'intégration théorie/pratique et d'effectuer des 
démarches de recherche active d'emploi. 

Pour nous assurer du bon déroulement du stage et vérifier la progression de chacune des 
participantes, nous avons visité les organismes à deux reprises pour nous entretenir avec 
les superviseurs des stagiaires. Au cours de ces entretiens, nous avons pu remplir pour 
chaque participante une fiche d'appréciation des qualités et comportements professionnels 
manifestés pendant le stage.  
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Conclusions  

Dans un contexte de libre-échange et dans un monde 
technique en pleine effervescence, des programmes 
d'adaptation de la main-d'oeuvre à volets multiples 
s'imposeront de plus en plus si on veut disposer à 
long terme d'une main-d'oeuvre plus instruite et plus 
hautement spécialisée. Plusieurs groupes de femmes, 
en effet, devront obtenir de nouvelles qualifications, 
car elles seront obligées de quitter des industries en 
déclin. Le lien entre l'immigration et l'adaptation de 
la main-d'oeuvre est important.  

Soirée de détente des participantes. 

 

 
Les recommandations répondent en quelque sorte à un besoin de contrer les inégalités. 

Les recommandations suivantes, exprimées par des groupes de femmes des communautés 
culturelles, répondent en quelque sorte à un besoin de contrer les inégalités. Certaines 
recommandations s'inspirent des politiques d'équité salariale en vigueur en Suède, pays 
qui élabore depuis longtemps des politiques d'équité en matière d'emploi. Qui sait si en 
remaniant les politiques canadiennes, il ne pourrait pas y avoir des mesures qui endiguent 
la fugue des immigrants. 

En effet, on sait qu'au Québec on a enregistré de 1980 à 1989 l'entrée de 31 473 personnes 
et le départ de 39 006 personnes, ce qui représente une perte de population absolue de 7 
533 personnes. Quelle en est la raison? Pourquoi les immigrants quittent-ils la province? 
Est-ce la situation économique ou politique ou les deux à la fois? De plus, la population 
canadienne n'augmente pas, en dépit du nombre important d'immigrants, et son taux de 
natalité n'est pas très enviable. En ce qui concerne l'Estrie, on constate un départ important 
de Vietnamiens, de Polonais, d'hispaniques, etc. Allons-nous établir des mesures 
concrètes pour remédier à cette situation? 

Recommandations 

1. Que soit élaborée et mise en pratique une politique de gestion du personnel 
objective, c'est-à-dire une politique qui garantisse des conditions de recrutement et 
de formation professionnelle équitable pour les immigrantes, les femmes 
appartenant à une minorité visible et les femmes du milieu d'accueil.  

2. Que soient mis au point des systèmes d'évaluation des mesures en vigueur afin 
d'assurer constamment l'application efficace de la politique d'égalité en matière 
d'emploi.  

3. Que les entreprises subventionnées par l'État, quel que sort le montant de la 
subvention, investissent une partie importante des budgets perçus dans la création 
d'emploi. Les immigrantes et les femmes appartenant à une minorité visible 
devraient être considérées comme faisant partie de la clientèle bénéficiaire.  

4. Que soient reconnus de façon explicite et financière les organismes 
communautaires issus des communautés culturelles de manière à favoriser la 



concertation ainsi que la représentation significative de leurs membres dans les 
divers dossiers les concernant.  

5. Que des budgets soient alloués aux communautés culturelles pour des projets de 
formation professionnelle, de manière à faciliter l'entrée de leurs membres sur le 
marché du travail en tenant compte des secteurs de pénurie d'emploi dans les 
régions ou provinces.  

6. Que les mesures mises en oeuvre par les gouvernements du Québec et du Canada 
pour faciliter le processus d'intégration des immigrants accordent la priorité à 
l'insertion au marché du travail.  

7. Que des mesures précises et vigoureuses soient prises par les gouvernements du 
Québec et du Canada pour contrer la discrimination systémique que subissent les 
immigrants, notamment les femmes immigrantes et celles qui appartiennent aux 
minorités visibles, dans tous les secteurs de la vie sociale mais plus spécialement 
dans l'accès à l'emploi.  

8. Que le gouvernement accorde une enveloppe budgétaire échelonnée sur un certain 
nombre d'années pour permettre aux organismes communautaires à caractère 
pluriethnique, issus des communautés culturelles, d'élaborer des politiques 
pouvant améliorer les conditions des immigrantes, en donnant priorité à 
l'acquisition de la langue du pays d'accueil et à la formation professionnelle.  

9. Que les immigrantes et les femmes appartenant à une minorité visible puissent 
avoir accès:  

• à des services d'orientation professionnelle adaptés à leurs conditions spécifiques 
(langue, expérience et formation acquises dans un autre pays, situation familiale et 
conjugale, etc.);  

• à des services d'apprentissage linguistique de qualité pendant une durée 
suffisamment longue pour leur permettre d'arriver à maîtriser la langue majoritaire 
ment parlée dans leur province et d'acquérir une connaissance satisfaisante de 
l'autre langue officielle; et  

• à des services d'information et de consultation juridique (législation du travail, 
droits de la personne) afin qu'elles puissent mieux assumer leurs obligations et 
défendre leurs droits (lutte contre la discrimination raciale, le sexisme, le 
harcèlement sexuel et racial, etc.)  

 
  
 



10. Que les organismes dispensant des cours de langue puissent compter sur des 
budgets, non seulement pour rémunérer des professeurs qualifiés, mais aussi pour 
couvrir les frais qu'engendrent l'achat de matériel pédagogique et la réalisation 
d'activités para pédagogiques.  

11. Que des mesures vigoureuses soient prises par les gouvernements afin de réduire à 
six mois les délais en ce qui concerne la réunification des familles, y compris les 
démarches faites par les partenaires canadiens à l'étranger. La réunification d'une 
famille contribue à la stabilité des individus et facilite par conséquent leur 
recherche d'emploi.  

12. Que les gouvernements reconnaissent explicitement les communautés culturelles 
et les organismes qui les représentent comme des partenaires dans le processus 
d'accueil, d'adaptation et d'intégration des nouveaux venus. Nous souhaitons que 
les gouvernements combattent vigoureusement la conception prévalant dans 
certains milieux, selon laquelle les immigrantes et les membres des communautés 
culturelles sont avant tout des consommateurs de services.  

 
 

 
 
Teresa Bassaletti est fondatrice du Centre pour Femmes 
immigrantes. Elle détient une maîtrise en sciences de 
l'éducation de l'Université de Sherbrooke. Elle siège au 
conseil d'administration de l'Organisation nationale des 
femmes immigrantes et appartenant à une minorité visible 
du Canada et est membre de l'Alliance des communautés 
culturelles pour l'égalité dans la santé et les services 
sociaux. (Cet article est un extrait d'un rapport préparé 
par Teresa Bassaletti et Christine Sobolewski s'intitulant 
Ce qu'exige l'équité en emploi à l'égard des femmes 
immigrantes et de celles qui appartiennent à une minorité 
visible au Canada.) 

 
 
 



The Needs of Visible Minorities in P.E.I 

by Leti La Rosa 

Literacy, training, equity and, finally, employment. Is it that easy in 
Canada? Easy for women? What is literacy? It is a complex skill, 
developed from the time you start to walk right up to your use of 
language today. Reading, writing, listening and speaking not only in 
your mother tongue but also in English or French, if you want to get 
a job in Canada. Language training is the first tool if you are an 
immigrant and can be the basis of your acceptance in this country if 
you are a woman and of colour. 

Prince Edward Island, like the rest of Canada, is becoming more and 
more culturally diverse. The percentage of immigrants and of those who are visible 
minorities is increasing each year, and the sources of immigration have changed from the 
western European countries to other parts of the world. At present, there are about sixty 
different countries represented in the population, but information about training or 
regulations addressing accreditation are provided only in English or French. If a person 
cannot speak either of these languages, they cannot access further information for their 
employability.  

Immigrants to P.E.I. must acquire fluency in one of either English or French, in reading, 
speaking, and writing. The education they received in their country of origin is not 
accredited and jobs are difficult to find. Many experience humiliation and depression, and 
this affects their health and morale.  

Canada Employment and Immigration recognizes these difficulties and provides language 
training. However, the new Immigrant Language Training policy should be revised to 
ensure that it is accessible to all immigrants. Allowances should be provided for 
participants in basic language training; the maximum length of training should be more 
than twenty weeks; a more comprehensive Labour Market Language Training program 
should be developed.  

Today women comprise more than 42% of the labour force and projections are that 
women will account for over half the labour force in ten years' time. The importance of 
women's participation in meeting the demands of the nationa l economy is becoming more 
evident, yet women are not equally represented in all occupations. The presence of 
immigrant women is even worse.  
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Les besoins des minorités visibles à 
l'Ile-du-Prince-Edouard  

par Leti La Rosa  

Savoir lire, écrire, écouter et parler, non seulement dans sa langue maternelle, mais 
aussi en anglais ou en français, s'impose si l'on veut trouver un emploi au Canada. À 
l'Ile-du-Prince Édouard, environ soixante nationalités sont représentées. Pourtant, les 
renseignements à propos des programmes de formation et des règlements relatifs à 
l'accréditation ne sont fournis qu'en anglais ou en français. Si quelqu'un ne parle ni 
l'une, ni l'autre de ces langues, il lui est impossible d'avoir accès à des renseignements 
sur ses aptitudes à l'emploi. De plus, il n'existe presque aucune norme fixe pour évaluer 
les compétences ou l'éducation des travailleurs étrangers. Beaucoup d'immigrants se 
sentent humiliés et déprimés, état qui affecte leur santé et leur moral.  

La présence de plus en plus importante de minorités visibles au Canada laisse à penser 
qu'il faudrait prendre davantage conscience de certains problèmes se posant en milieu 
de travail, du racisme et de la discrimination notamment, et sensibiliser la population à 
des notions comme le multiculturalisme.  

 
 

 
 



Their university credentials are not recognized in 
the Canadian labour market and the training they 
are given is inadequate. Where training is 
available, numerous barriers exist: few appropriate 
programs, geographic distance, lack of child care, 
insufficient language training, no credit for native 
work experience or education, lack of family 
support, and costly private training.  

 

Theresa Mair, in her report on Employment Expectation and Accessibility on PE.I., states, 
"There is a lack of set standards for evaluating foreign trained workers' skill. Officials in 
related government departments on the island indicated that acceptance of credentials 
depended more 'on the day' than any other criteria. It is clear that a more stable and 
accountable system is required for the assessment of immigrant credentials, education and 
work experience obtained outside Canada" (1).  

Mair also feels that because employers prefer to hire Canadians and those with Canadian 
training and work experience, "Canadian employers tend to evaluate the characteristics of 
potential employees based on Canadian business and cultural 'norms'. These do not take 
into consideration the diversity of cultures within the multicultural society and may act as 
discriminatory barriers to immigrants and ethnic minorities," especially women. 
Education is important in order that employers understand the cultural barriers that 
immigrants face in Canadian society. 

The study goes on to recommend that "a special counsellor for 
immigrant and visible minorities should be established to work in 
close liaison with the Employment and Immigration Commission 
and the P.E.I. Multicultural Council to provide effective 
employment counselling for people who are unaccustomed to 
Canadian procedures for securing employment or who are 
disadvantaged when seeking employment because of their cultural 
or ethnic background."  

The increase in the visible minority presence in P.E.I. would suggest 
more sensitivity is needed to issues like racism and discrimination in the work force; more 
education in multiculturalism and racial practices among the population would be 
appropriate. Also, a lack of highly technological training from countries of origin calls for 
technological training or re-training in educational institutions or the workplace. But re-
training opportunities are scarce in P.E.I. 

Some training has been developed specifically to address women's training needs. These 
programs offer integrated models of training that incorporate language skills (reading, 
speaking, writing), life skills, counselling, and support while in training. But high demands 
means that the waiting list can be over two years long.  
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We can only hope that with the Canadian Labour Force Development Board working 
together with its provincial constituencies and the representatives from designated equity 
groups, training for immigrants and visible minorities in P.E.I. will improve. 

Leti La Rosa is the atlantic region vice-president of the National Council of Canadian 
Filipino Associations, chair of the Education Race Relations Committee of the P.E.I. 
Multicultural Council, and past-P.E.I. director for CCLOW.  

1. Theresa Mair, Employment Expectation and Accessibility: Immigrant, Ethnic and 
Visible Minorities' Employment and Training Issues on P.E.I.  

 

A Model for Feminist Workplace Education 

by Jan Kutcher and Eleanor C. Ross 

It opened doors for me that I didn't know existed.  
- comment from end of course evaluation  

 
The University Preparation Course in Women's Studies is a non-
credit program sponsored by the Corporation of the City of Toronto 
and the Municipality of Metropolitan Toronto. Designed for women 
employees who have not had the opportunity to attend university, it 
addresses the important equity goal of increasing the representation 
of women in management by providing access to higher education 
in the workplace.  

Research has shown that "women's education levels are the single most significant factor 
in predicting whether any individual woman will gain access to high quality continuing 
employment" (1). Statistics at the Municipality of Metropolitan Toronto indicate that 
although women make up 51 % of the corporate workforce, they hold only 14.5% of 
senior management positions (2).  

There are no formal prerequisites; the course is open to all women irrespective of 
educational credentials. Many do not have the necessary requirements for admission to 
university and some have entered the program with only elementary school education. 
Regardless of educational level, most participants have been out of the classroom for a 
long time and are eager to brush up their reading and writing skills and find out whether 
they have the capacity and desire to pursue a university level education. 

The primary educational objective of the program is to improve women's reading, writing, 
speaking and analytical skills. Course assignments include regular readings, essay writing 
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and oral presentations. Participants learn how to read critically, how to organize their 
thoughts on paper, how to construct convincing arguments to support a central thesis and 
how to make effective and articulate verbal presentations. The readings, writing and 
presentation demands begin gently and increase throughout the course as the confidence 
and academic ability of the women grow.  

 

L'éducation des femmes en milieu de travail: un 
modèle 

par Jan Kutcher & Eleanor C. Ross 

Le cours de préparation à l'université (Études de la femme) est un programme sans 
crédit que subventionnent la Ville de Toronto et la Municipalité de la communauté 
urbaine de Toronto, de concert avec l'Université York. Ce cours, que toutes les 
employées peuvent suivre, est destine à celles qui n'ont pas eu l'occasion de fréquenter 
l'université. Comme souvent les apprenantes doivent jongler entre leurs responsabilités 
professionnelles, familiales, financières et leurs études, le cours est dispensé en milieu 
de travail, soit pendant les heures normales de travail, soit après. Les personnes qui 
terminent un cours relatif à leur emploi out droit à une réduction de 50 % des frais 
d'inscription. Les diplômées du cours qui obtiennent un B ou une meilleure note sont 
automatiquement acceptées à l'Université York. 

Les participantes font constamment des louanges sur le cours dans leurs évaluations. Le 
résultat le plus positif de ce cours : augmentation de l'estime de soi et développement 
personnel. En étant exposées aux réalités de l'existence d'autres femmes et en 
échangeant leurs expériences, les femmes qui suivent le cours ont ensuite le courage de 
franchir le pas suivant, quel qu'il soit.  

 
 

In order to meet these significant academic goals, the program has had to wrestle with the 
barriers to higher education faced by working women. Acknowledging the difficulty of 
juggling full-time work, family responsibilities and study, the course is held at a 
workplace location, either during or immediately after work. Learning is thus integrated 
into the working day and does not require a separate outing with ensuing problems such as 
additional child care arrangements or transportation. The financial barriers to higher 
education are reduced by providing 50% tuition reimbursement to workers who complete 
a course related to their job or to the possibility of promotion. Books and other reading 
materials are available for sale during the class.  

 
 



 

The effectiveness of the university preparation course has been 
demonstrated with over 60% of graduates going on to pursue higher 
education (3). Evaluation of the first three classes offered between 
January, 1990 and February, 1993 showed tha t 46 out of 65 women 
received a grade of B or better and 30 were admitted to York 
University. A recent follow-up study of the first five courses 
indicates that well over half the respondents have gone on to study 
at York University and community colleges. This success is not 
only due to the structure and organization of the program but also to 
its grounding in feminist principles of empowerment, equity and 
self- discovery. It is diverse, inclusive and fully participatory. 
These guiding principles are very much a part of the Women's Studies Department of  
Atkinson College (York University) which initiated this program along with the City of 
Toronto and Metropolitan Toronto. 

Educational Partnership  

From the beginning, the course has involved a three-way partnership among these three 
bodies. Atkinson is the only college in Ontario with full-time faculty appointed to serve 
mature students. Its mandate is to provide educational opportunities for working people 
and it has been offering courses on and off campus for twenty-five years. The Women's 
Studies Program of Atkinson College has been in the forefront of offering University 
Preparation courses to women in community and workplace settings.  

The first university preparation course for municipal women employees was offered as a 
pilot program in January, 1990 and has been offered regularly ever since. The thirty-nine 
hour course is held for either two hours at noon (on one hour of employee time and one 
hour of work time), or for three hours in the late afternoon. Program graduates who 
complete the course with a grade B or better are automatically eligible for enrolment at 
York University. In order to ensure program success, staff coordination activities such as 
recruitment and outreach (to inform all women employees about the program), 
monitoring, administering and evaluating the course, are critical requirements of the 
sponsoring organizations.  

The course has attracted a wide diversity of women employees from both the 
Metropolitan Toronto and City of Toronto work forces. Most women in these municipal 
work forces are in traditional fields as clerical/ secretarial, social service and health care. 
Many of these women employees are "dead-ended" in pink ghettos with little opportunity 
for either development or promotion. The university preparation class can provide a vital 
first step back into the educational system.  
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Women employed in the trades, technical and operations (TTO) fields have also 
participated in the classes, although the shift work associated with TTO jobs can make 
scheduling difficult. These women, who are pioneers in the workplace, bring new 
perspectives to the class discussions and, for them, the benefits of the course can be 
unexpected. One participant attributed to the university preparation course her successful 
promotion from Building Custodian to Superintendent. She reported that it had got her 
"back into a learning mode" and that she had gone on to take a building management 
course which was invaluable to her in the competition for her new position (4).  

 
Course Diversity  

Employment equity statistics indicate that 42% of all the 
course participants are racial minority and Aboriginal 
women, and women with disabilities have constituted 
10% of the total (5). A number of accommodations have 
been arranged to facilitate the participation of women 
with disabilities, including the signing interpretation of 
all classes when women with hearing impairments are 
present, and the location of classes in wheelchair 
accessible buildings.  

 

The valuing of diversity in this program extends also to the format and the content of the 
classes, where a variety of women's life experiences is valued and affirmed. The course is 
an interdisciplinary one, with material drawn from academic fields such as Sociology and 
Canadian Literature. The readings are all by women authors and have included such 
works as More than a Labour of Love by Meg Luxton, Cat's Eye by Margaret Atwood, 
The Fire Dwellers by Margaret Laurence, as well as articles and short stories such as 
Alice Munroe's "The Office," "Poets in the Kitchen" by Paule Marshall, "Cultural 
Retention, Cultural Ties" and "Girl" by Jamaica Kincaid, and "I Stand Here Ironing" by 
Tillie Olsen.  

The course literature provides inspiration for self-reflection as participants examine their 
own lives and goals. Discussion of individual experiences, ideas and values is at the heart 
of the course and, as these are shared, common realities and struggles are identified. The 
classroom becomes a forum for a critical analysis of the societal attitudes and structures in 
which the women live and work. Through this process of identifying obstacles and shared 
experiences, the women gain a sense of empowerment. 

 

 
 
The university 
preparation class can  
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A Feminist Approach to Learning 

The course actively nurtures women's academic abilities. The instructors from the 
Women's Studies Program are warm and encouraging feminists who promote a supportive 
learning environment. Besides being excellent teachers, they understand that all the 
participants are holding down full-time jobs and are likely juggling significant family 
demands while trying to fit university level studies into their busy lives. Time is taken to 
talk about how to meet these challenges and the women share their coping strategies with 
each other. 

The program is designed around the learning needs of women in other ways as well. 
Susan Booth's work on women's learning styles suggests that most women learn optimally 
in an environment in which they can participate and work cooperatively, interact with 
others verbally, learn from material that has personal significance, be multi- focused, 
verbally express their feelings and personal connections, and be highly aware of their own 
self and other's feelings (6).  

The University Preparation Program is built on this "relational" approach to learning. 
Fundamental to the program are the relationships between participants and teacher and 
among the participants. Discussion and exchange of ideas is at the centre, and comments 
on numerous evaluation forms endorse this relational style. Asked what they like best 
about the course, women have written: "the group discussions and input/direction from 
the professor...individual sharing...the broad age ranges of women sharing different 
perspectives"; "the reading of articles relevant to women's issues and the class 
discussions"; "the exchange of ideas with other classmates and oral presentation." 

This program is radically different from most offered through corporate training and 
development programs which tend to be one day seminars targeted at management and 
executive staff. The university preparation course extends over four months and involves 
long-term skill and confidence building. It is oriented to personal development and 
education, not simply job skill; it supports the concept of lifelong learning by preparing 
women to enter university at any time in their lives. The program has become a vehicle 
for women to re-define themselves as learners and those who have graduated have gone 
on to pursue a host of different learning opportunities 

 
 
 



New Skills and New Confidence  

The end-of-course evaluations are consistently very positive. An 
excellent, over-all rating for the course is given by most 
participants. A thirst for information seems to have been answered; 
employees frequently cite specific tasks which represent challenges 
taken on and met: "getting used to homework," "essay writing," or 
overcoming "fear of essays and exams." Exploring issues relevant to 
women and the opportunity to meet with other Metro and City 
women employees have been also cited as outcomes. 

The learning required in the course itself provided impetus for 
moving into new areas. Some participants enrolled in computer courses in order to learn 
word processing skills for essay writing. Others valued the course as a testing ground for 
future ventures. "Making up my mind about time management and the likelihood of 
having the time to spend on future courses and assignments" was particularly helpful to 
one woman.  

Perhaps the most important outcome, however, is the reported impact on confidence and 
personal growth. Nearly all participants note that not only can they do their jobs better 
because of enhanced communications skills, but that their confidence has soared, 
motivating them to return to school, explore new career options and make changes in their 
lives. 

This is repeatedly expressed in the evaluations with comments like: "The course builds 
self- confidence and puts a different slant on things"; "The most important result of the 
program is knowing that I can handle the work and that I was accepted at York/Atkinson. 
That made me feel very confident"; "The course was useful to me because it helped me to 
remember who I am, and where my personal experience fitted into the changes that are 
taking place in society."  

The women evidently feel that this class is a safe environment for self-discovery and for 
the attainment of skills. Through exposure to the realities of other women's lives and by 
daring to express their own ideas verbally and in writing, women in the university 
preparation class gain the courage to go the next step, whatever that may be.  
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Jan Kutcher works as an Employment Equity Programs Consultant in women's issues for 
the Municipality of Metropolitan Toronto. Eleanor C. Ross is an Employment Equity 
Training Consultant for the City of Toronto whose work has involved the development of 
programs for women employees.  
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Transitions Research by the Women's 
Reference Group 

by Ingrid Wellmeier  

 

In collaboration with the Transitions Research Committee of the Women's Reference 
Group (to the Canadian Labour Force Development Board) Ingrid Wellmeier conducted 
research to identify training issues, name barriers, and develop minimum criteria specific 
to the constituency of women. All four equity groups represented on the CLFDB -- women, 
aboriginal people, people with disabilities and members of visible minorities -- have 
conducted similar research.  

 
 



For over two decades, Canadian women have been working 
individually and as members of community groups to establish 
training programs for women to enter or re-enter the workforce. 
The necessity for these programs is demonstrated by women's lack 
of access to the full range of college, university, and apprenticeship 
training and education programs. Women are concentrated in the 
lowest paying occupations, in service and clerical work, are the 
majority of the poor, and bear most of the responsibility for 
children.  

In spite of the extensive expertise available on successful training programs that provide 
academic upgrading, skills training and links to the workplace for women, these programs 
have not become an accepted or established part of the Canadian training system. Instead, 
if they exist at all, they rely on considerable and often unpaid efforts by local individuals 
and groups who must initiate and validate their work over and over again.  

Outstanding training programs that are functioning are currently under significant threat in 
terms of their on-going funding as well as in the eligibility criteria for participants. In 
many cases, programs are no longer allowed to serve anyone except unemployment 
insurance recipients while in other areas the very legitimacy of women-only programs is 
under question. 

Programs designed and implemented exclusively for women have evolved as a direct 
result of women's particular needs and responsibilities. Women tend to be poorer and to 
have more family responsibilities; they have less confidence, have been exposed to a 
narrower range of skills and options in the school system and experience larger gaps in 
their employment history. Immigrant women have fewer options for learning English or 
French as a second language and all women are vulnerable to violence and to 
discrimination in their workplaces, in the form of sexism, racism, ageism, ableism and 
homophobia.  

Des changements s'imposent dans le système 
de formation  

par Ingrid Wellmeier  

Dans le système d'éducation canadien, les programmes de formation pour les femmes 
n'occupent pas une place bien définie, bien que les obstacles et les problèmes existant à 
ce sujet aient été traités à de nombreuses reprises dans toute la documentation sur la 
formation. Parmi ces obstacles, citons la pauvreté, la violence, le racisme, la 
discrimination dont font l'objet les femmes handicapées et les lesbiennes, les 
responsabilités familiales, le manque de confiance et d'estime de soi, les débouchés 
professionnels limités, des horaires manquant de souplesse, les faibles capacités en 
lecture et écriture, et le manque de reconnaissance de l'expérience ou des diplômes 
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acquis dans le pays d'origine.  

Voici quelques-uns des critères que le Groupe de référence des femmes voudrait voir 
appliquer à la formation des femmes: formation axée sur l'apprenante et accessible à 
toutes les femmes, mise en place d'un système d'appui (aide au revenu, subvention pour 
la garde des enfants et les déplacements), cours de français et d'anglais langues 
secondes, évaluation de l'éducation acquise antérieurement, formation sans 
discrimination et présence de modèles à imiter en provenance de différents groupes. Les 
programmes de formation qui appliquent ces critères devraient être encouragés, élargis 
et faire partie intégrante du système d'éducation et de formation canadien.  

 
 

Women-only programs have special significance in preparing women to enter the 
traditionally male dominated occupations of trades, technical, and operations work. Adult 
women wishing to train in these areas often have seemingly disparate skills and lack 
confidence in their ability to do this work. In these cases, "women at similar stages of 
learning, competing, and cooperating with each other can provide a healthy and 
productive atmosphere to grow in. Once a woman has achieved some general mastery, she 
is then ready to enter training and employment on a more equal footing" (1).  

Training programs that respond to specific barriers women face in the workplace are 
continually being established by organizations familiar with these issues. YWCAs, 
women in trades and technology groups, immigrant women's centres, aboriginal women's 
associations, disabled women's networks and many other organizations across the country 
have become experts at designing and delivering the diverse bridging programs women 
need to enter and succeed either in further specialized skills training or employment. 
These distinctive programs recognize the academic and skills education women require as 
well as the necessity for personal and professional development. They acknowledge the 
diversity of women's experiences as well as the commonalities.  

 
 



But government funding for women's programs is threatened as a 
result of the recession and growing unemployment. The funding 
structures continue to change and the shift of responsibility for 
training to provincial jurisdictions looms on the horizon. Re-entry 
women, young women, farm women, immigrant women, and 
women on social assistance all have less access to training than they 
did two years ago. The current requirement by an increasing number 
of transition programs that all participants be UI recipients makes 
many women ineligible for any training.  

Since 1985, funding for the Canadian Jobs Strategy (CJS) has 
declined by more than forty percent in real terms and, "designated 
groups, relative to other EIC client groups, have been 
disproportionately affected by recent budget cuts and policy 
changes" (2). In the past, there has been a requirement under CJS 
funded training for designated group targets; however, this 
requirement seems to be disappearing (3). National standards which will ensure the 
equitable participation of all designated groups are in the developmental stages and we 
trust they will be implemented soon across Canada. However, the immediate future of 
successful programs for women has been undermined. 

In reviewing the extensive literature on training issues for women in this country, the 
same problems and the same barriers--barriers which prevent women from finding a 
training program, from being able or eligible to enter it, and from being able to survive 
while in it-- are brought up over and over in every study and article. The many societal 
barriers which prevent women from achieving good jobs in the first place are the very 
reasons why transition training programs are so critically necessary. These include 
poverty, violence, racism, discrimination against women of colour, aboriginal women, 
those with disabilities and lesbians, the double working day which both single and 
attached mothers face, and low self-esteem or limited career expectations resulting from 
prevailing sex-role stereotyping.  

In 1988, the City of Halifax reviewed the Canadian Jobs Strategy initiative and identified 
the following barriers in CJS-sponsored programs: "inadequate flexibility, insufficient 
childcare allowances, high risk of losing support when becoming eligible for certain 
programs, missing a day of training means cut in pay, grade 10 eligibility requirements, 
long waiting periods, insufficient training opportunities, inadequate notice when new 
programs start, and racism" (4).  

In their study on employment and disability conducted in 1991, the Coalition of 
Provincial Organizations of the Handicapped (COPOH) highlighted the following major 
barriers: "physical barriers, attitudinal barriers, literacy barriers, lack of access to 
information, inadequate support, disincentives from income security programs, and lack 
of consultation on [the] needs [of people with disabilities]" (5).  
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Advocates for Community Based Training and Education for Women (ACTEW) lists the 
following barriers in their study on programs for women: "socialization; education; 
qualifications; role models; support systems, training/re-training; employer attitudes; 
discrimination; sexual harassment; and working conditions" (6). The Yukon Status of 
Women Council outlined a number of barrie rs facing women who wish to enter 
apprenticeships. These include sexist counseling, lack of guidance regarding training 
options, transportation problems, poor job search skills, inadequate childcare assistance, 
and a lack of bridging programs (7).  

With respect to trades, technical and operations work, Marcia 
Braundy has noted that "special measures mus t be undertaken to 
ensure that those women who have been denied exposure and prior 
experience with mechanical tools and materials, are given sufficient 
orientation training to enable them to develop the skills confidence 
and background necessary to become successful workers and 
managers in technical occupations. They must address the other 
barriers that women experience--the multiple roles women playas 
workers and care givers; the realities of poverty and childcare 
responsibilities that circumscribe women's lives; gender 
stereotyping and women's often limited experience with trades, 
technical and operational work" (8). 

 
 

Susan Witter's study of Canada's occupational training system lists the following 
problems: "fragmented and divided jurisdictions, an emphasis on short-term training, a 
passive income maintenance role, inconsistent mandates in basic skills training, inflexible 
training programs, a mismatch of training programs and the needs of the economy, 
insufficient data on training needs, and the need of the business sector to assume a greater 
involvement in training" (9).  

Similar barriers to training have been identified by the Women's Reference Group and 
also include: little or no credit for work experience or certification in country of origin; 
large class size; non-standardized testing; multiple entrance requirements; difficulty 
obtaining information and/or approval for training from a Canada Employment Centre; 
and the presence of jargon and attitudes that screen out women interested in re-training 
(10). 

In their work and research on women's access to appropriate and relevant training, the 
Women's Reference Group, through their Ad Hoc Committee on Transitions Research, 
have developed the following training criteria. These criteria must be considered essential 
components in the development and implementation of any training program if it is to 
adequately meet the needs of women. 
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1. Training must be learner-centred, use a holistic approach with a broad 
perspective for economic renewal: 
programs must be based on the needs of those being served while including 
strategies for women's participation in economic development.  

2. Training must incorporate equity and accessibility: including access for all 
women, whether immigrants, aboriginal peoples, refugees, linguistic and visible 
minorities and people with all forms of disabilities. Equity includes receiving fair 
treatment and equal rights.  

3. Collateral supports must be provided: these include income, childcare, flexible 
delivery, specialized learning aids, and transportation allowances, must be 
provided.  

4. ESL or FSL as an integral part of skills upgrading: without these many women 
are excluded from training programs.  

5. Qualification must include prior learning assessment: skills and experience 
previously acquired, both academic and non-academic, must be recognized.  

6. Training must incorporate flexible, accessible, integrated components: the 
integration of personal development to improve self confidence with required 
academic components and job related skills are all necessary for successful 
transition to the workforce.  

7. Training must include high quality anti-sexist, anti-racist curriculum, role 
models and trainers: curriculum must not reflect stereotypes or be 
discriminatory; trainers and role models should come from diverse populations.  

8. Skills should be recognized as portable and transferable: learners should not be 
required to duplicate training in order to receive recognition for skills and 
knowledge previously acquired in other locations.  

9. Active learning techniques, which involve learners in decision-making and 
program evaluation, should be used: the accommodation of women's relational 
learning style and the involvement of students in decision-making and evaluation 
promotes confidence and improves program effectiveness (11).  

 
The linkages between training programs and the established educational systems, such as 
school boards, colleges and universities, need to be developed and enhanced. For 
example, a woman with little educational background should be able to move through the 
YWCA's Focus on Change program, into an adult high school, through a Women in 
Trades and Technology program, to community college or university, followed by a 
lifetime of productive labour force participation. Should she need to change occupations 
later in her life, her positive training experiences will have smoothed the way for a 
successful transition.  
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Given the increasing importance to the economy of women as new 
entrants to the labour market and the ongoing importance of good 
jobs to ensure economic security for women and families, "best 
practice" transition models which incorporate the above criteria 
should be supported, expanded and entrenched in Canada's training 
system. They should be available to all women who need them, 
whether these are underemployed, unemployed, social assistance recipients, new 
immigrants, or women who wish to move into trades, technical and operations work. 

Ingrid Wellmeier has been working on equity in training and employment for the past 
twelve years and has been a trainer and counselor involved in a number of community-
based training programs for women. In recent years, she has specialized in employment 
equity, working first for the Ontario government, then as a freelance researcher, and 
currently as Manager of Employment Equity for the Regional Municipality of Ottawa-
Carleton.  
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Looking for Solidarity in the Margins 

by Tanis Doe 

Can women as a group be compared to people with disabilities as a group? Yes and no. 
Women are too often assumed to be non-disabled and people with disabilities are assumed 
to be genderless. Biology is destiny, or it is not; for both women and people with 
disabilities this is a constant issue in political and personal lives. This article will explore 
some of the difficulties that women and people with disabilities have faced independently 
and together in their struggle to ensure questions of access and equity are part of the 
national training agenda.  



Having disabilities compared to being "normal" is only slightly the 
same as what being female is to being male. Because of the 
presumption of normality and deviance there are considerable 
similarities; but in reality, people with disabilities have physical 
and/or mental limitations that are qualitatively different from the sex 
differences between men and women.  

There are non-disabled allies working within the consumer 
movement of people with disabilities and there are men with 
disabilities who outwardly support women's equality. But it is the 
interaction and cooperation among women with disabilities which 
links the so called "groups" of women and people with disabilities. 
The needs of women and the needs of people with disabilities are 

very different and, even though women with disabilities experience both, they also have 
unique needs that neither men with disabilities nor women without disabilities experience.  

Marginal Participation and  
Competition 

People with disabilities and women are competing with mainstream power-brokers over 
places at the table where decisions about the Labour Force Development Strategy are 
being made. Many of these decisions surround the economic problem of employment or, 
rather, unemployment. In the process of trying to develop skills, become more employable 
and, in fact, achieve a living wage, the most common experience for women and people 
with disabilities has been of marginalization, integration. 

 

 

À la recherche de solidarité  

par Tanis Doe  

Les personnes handicapées ont formé un groupe de référence pour appuyer leur 
représentante à la Commission de mise en valeur de la main-d'oeuvre, un peu comme l'a 
fait le Groupe de référence des femmes. Toutefois, il existe une disparité dans la façon 
dont différents groupes peuvent représenter leurs intérêts respectifs. Ainsi, les 
personnes handicapées ne peuvent pas compter comme les femmes sur le même genre 
de réseau organisé pour plaider en faveur de la formation et de l'emploi à l'échelle 
nationale. Cependant, les femmes handicapées, grâce à l'appui du Groupe de référence 
des femmes et aux échanges qu'elles ont eus avec ce dernier, ont pu se faire entendre sur 
des questions les concernant directement, ce à quoi elles ne seraient pas parvenues par 
l'intermédiaire du seul groupe de référence des personnes handicapées.  
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Néanmoins, les femmes handicapées sont encore marginalisées dans les groupes de 
femmes et les autres groupes d'équité ne tiennent guère compte des problèmes qui leur 
sont propres. Les femmes handicapées peuvent participer au mouvement des femmes, 
mais sous certaines conditions: elles doivent accepter de se ranger à l'opinion féministe 
et leur participation ne doit pas être onéreuse. Les femmes les "moins rentables" sont 
donc exclues du marché du travail au profit des "plus productives". C'est toujours la 
même histoire. Heureusement, cette attitude commence à changer, mais il faut 
apprendre à ceux qui détiennent le pouvoir que sexe et handicap coexistent.  

 
 

Along with a great number of other Canadians who are trying desperately to enter and re-
enter the labour market, people with disabilities are finding that training is not the final 
answer. There are simply not many jobs available, and the competition for existing ones is 
very stiff. Women are often forced to take low-paying, part-time or seasonal work; some 
take work under the table while collecting income assistance in order to survive. Many 
women are finding work in service industries but are not able to break into the "old boys' 
network" of trades and technologies. People with disabilities and women remain on the 
outer limits of the labour market, in secondary industries, underpaid, unprotected, and 
often unemployed.  

Women and people with disabilities are two of the four "designated 
groups" under Employment and Immigration Canada's Labour 
Force Development Strategy, along with First Nations people and 
members of visible minorities. These groups are supposedly the 
focus of special funds and efforts, but most of the programs from 
EIC are specifically directed to recipients of unemployment 
insurance. Women who are trying to re-enter the work force and 
many people with disabilities trying to enter for the first time are 
among those who do not qualify for UI and thus do not qualify for 
training. Some women and people with disabilities will actually 
benefit by being Social Assistance Recipients (or SARS), but there 
are many restrictive eligibility criteria which make participation in 
training extremely limited. People with disabilities and women do not have equal access 
to the existing training systems, let alone the further support necessary in order to make 
the transition to work. 

Conditional Inclusion  

When the Canadian Labour Market and Productivity Centre was asked by the federal 
government to coordinate consultations on labour force issues, they specifically targeted 
business, labour, and educational and training structures across the country. Only after 
significant effort from women's organizations and advocacy groups were people 
representing the equity groups considered to be part of the process. Not surprisingly, after 
the consultations had concluded and the reports were submitted to Employment and 
Immigration, input from these so called "designated groups" had been subordinated to the 
larger agenda of business and labour.  
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In 1991, when the national training board was announced (the Canadian Labour Force 
Development Board, or CLFDB), the four equity groups were only marginally represented 
with one vote each, while business and labour shared equal majority power of eight votes 
each. Even key education and training stakeholders were only given two voting seats. Yet 
without the participation of equity groups, decisions about labour force development 
would be driven exclusively by labour and business with a minority voice from education 
and training.  

Although there are women represented among the labour and business constituencies, 
these are not representatives of women's groups and hardly of feminist concerns. There 
are no other people with disabilities (that we know of) represented as members of other 
constituencies although the selection and identification of such members is encouraged. 
The problem at the CLFDB is the same problem that exists for women and people with 
disabilities in the labour market. Lack of resources, marginal status and competing 
interests create barriers to lobbying and negotiations. 

Women have more voices at the table than was originally anticipated by those lobbying to 
have them included, but not enough power to make decisions in favour of women in 
training. People with disabilities are a "lone voice in the crowd," though, ably represented 
by Joan Westland, a loud one. Unfortunately, disability issues are not on the top of the 
business and labour shopping list; formidable forces in the business sector, protectionist 
policies in the labour movement and conservative strategies from training and funding 
groups keep these issues at bay. 

 
Institutional Inequality Women and people with 
disabilities are treated equally by the CLFDB in one 
respect: they are each given only one seat (along with 
the other two equity groups). Both have women 
representatives on the Board while the other two groups 
have selected men. A misleading notion is that the 
equity groups have a block of four votes, which 
presumes that all issues are supported or opposed by 
each of the four representatives. It is true that the equity 
groups often support each other due to a specific strategy 
of solidarity, but this does not preclude dissention or 
disagreement. 
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Most equity group members have been frustrated by the division among them at the level 
of federal policy advising. Although the CLFDB did not provide sufficient funding for 
any of the equity groups, there is a clear disparity between the ability of the groups to 
represent their specific issues among competing interests. The organized network of 
women's groups advocating training and employment for women across Canada has 
enabled the women's representative to become an effective voice of this large 
constituency. Women were clearly the best equipped to respond to the immediate need for 
representation; although they worked very hard and very quickly to bring the appropriate 
organizations together, they had the advantage of existing groups who were dealing with 
women's training and employment on a daily basis. 

The constituency group for people with disabilities was not as easily formed. While 
fourteen national organizations were called together to select a single representative for 
the CLFDB, they were not training or employment organizations. Only one was an 
organization of workers with disabilities and another a coalition of employment equity 
advocates. Like the women's organizations, these groups also formed a "Reference 
Group" to provide their representative with connection to and feedback from the 
community of people with disabilities.  

Over half of the members of this group are women but only one sits as a representative of 
a women's organization (DisAbled Women's Network). One of the first strategic 
collaborations between the reference groups for women and for people with disabilities 
was the use and development of a resource kit for educating constituencies about training 
issues and the CLFDB. The kit was created by the Women's Reference Group (WRG) and 
then adopted and expanded by the Reference Group of People with Disabilities (RGPD). 
This action set up many of the principles of both groups as shared points of solidarity (1). 

The RGPD gave direction to its five member Priorities Committee to focus on the impact 
of changes to the UI programs and EIC funded services, access to training and vocational 
rehabilitation, the special problems of disadvantaged members of the disabled community 
and accommodation within training and employment. Issues such as technical aids and 
support services, which are not addressed by the women's groups or by the mainstream 
training advocates, were presented as high priorities. However, vocational rehabilitation 
and access to training were not on the CLFDB agenda. In fact, almost none of the 
disability-related issues were part of the planned topics for the CLFDB to discuss.  

Instead, the RGPD was asked to respond to a number of mainstream issues for which they 
had little time or resources. Without adequate financial support and no structural basis for 
consultation, the group has had to depend on individuals for leadership. The Chair of the 
RGPD and several individuals with expertise in the field of employment were delegated 
the tasks of dealing with such issues as labour adjustment, transition to work and national 
occupational and training standards.  

 
 

 



Yet funding provided to the RGPD was only enough to support one 
meeting a year and to maintain minimum communication among the 
members. The lack of resources and inadequate support for 
networking has created difficulties in responding effectively to 
important national issues. The women's reference group, although 
struggling with its own budget restrictions, has been openly 
welcoming participation from the RGPD and has included a 
representative of DAWN Canada as a member of its group. In fact, 
there has been a great deal of communication and strategic planning 
done through the WRG which enables women with disabilities to 
have a voice they do not have through the route of the disability 
reference group.  

To outsiders, the process looks equitable enough. But people with disabilities are 
additionally marginalized because no allowance has been made in funding or otherwise 
for "accommodation" of their needs. Fortunately Joan Westland is a vocal and well-
respected advocate who brings the issues of people with disabilities to the table on a 
regular basis. But the experience has been one of frustration. Although the group is 
mentioned in positions papers, given time at Board meetings and seats on advisory bodies, 
equity issues are not part of the overall implementation of the Labour Force Strategy. 

This is a reflection of the attitude that equity is something that comes with prosperity and 
that under the current economic situation we should focus on competitiveness and 
adjustment to address immediate concerns of existing work force partners. It is not an 
uncommon assumption that displaced able-bodied male workers have priority over 
women with disabilities who are at home trying to enter the work force. The issues of 
women with disabilities, particularly those without formal educational training, are not 
being adequately addressed because there are too many other "more important" concerns.  

Solidarity in the Margins 

People with disabilities have been marginalized from participation in other equity groups 
as well as from participation in mainstream politics. First Nations groups and visible 
minority groups have rarely addressed accessibility issues in their own processes and only 
minimally address special issues of interest to disabled members of their constituencies. 
As I mentioned, the situation is better within women's groups, but not by much.  

Disabled women are welcomed into the women's movement under certain conditions: that 
they share feminist views and will support the movement, but that their participation not 
cost a great deal nor require major changes in process. Women with disabilities who are 
easily accommodated and who do not require much support are welcomed as sisters and 
even encouraged to participate at the leadership level. Those with more severe disabilities, 
those with little feminist grounding and those who require a substantial amount of 
financial and human resources are not as quickly included.  
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Granted, there are limited resources and women's groups are not able to cover all the costs 
associated with disability needs. But neither are disability groups. What essentially 
happens is the same as the labour market exclusion of the "less profitable" in favour of the 
"more productive." Women with disabilities who are able to "compete" become part of the 
process and provide input on behalf of the women with other disabilities in lieu of those 
other women actually being there. 

There are also problems for women within disability organizations, raising questions of 
equality and participation. Issues such as lack of recognition of family and child care 
needs, sexism, homophobia and harassment exist within the disability movement as much 
as they do in the larger society. Often the complaint can be heard that something is a 
"woman's issue" and not a "disability issue" despite the fact that half the participants at the 
meeting are women. Feminists are a minority voice among people with disabilities and it 
is often difficult to get issues of importance to women with disabilities to the top of the 
list. 

POETRY 
 

Leaving for Work, Having Met Her 
Only the Night Before 

I loved you that moment 
that you teased my fear at not seeing 
you soon,  
when you said,  
Maybe not, and stared at the balcony 
steps and then suddenly slapped my arm 
my astonished arm  
and said, 
I'm kidding. 

I saw how keenly you already knew my 
fears  
and that the teasing of them 
was a moment of loving me.  

I could have kissed you all day  
on that sun-blanched, paint-flaked 
balcony  
and still not have unraveled that sharp 
love that got trapped  
in our four hands there.  

Michelle Tracy  
Montreal, Quebec  

 

Fortunately, disability-related organizations are 
coming to understand that women with 
disabilities have special issues separate from 
disability issues. Likewise, women's groups have 
had to recognize that among their members are 
women with disabilities. The revelation that 
gender and disability co-exist must now be taught 
to those in mainstream positions of power. 
Questions of importance to women with 
disabilities cannot be confined only to those 
women who have disabilities but must be taken 
up and supported by both women and people with 
disabilities as political players.  

The experience of participation in the CLFDB 
has been instrumental in pointing towards 
resolutions and pro-active solutions to these 
divisions. Individual leaders and organizations 
involved must make a commitment to inclusion 
and equality at all levels, so that the most 
marginalized in society are not also the most 
marginalized in equality-seeking activities and 
organizations. 

Tanis Doe  is living in Victoria, serving as a resource person to the 
Reference Group of People with Disabilities. Tanis also teaches and 
writes on topics of sexual and physical abuse, education and employment 
equity. 

1. See the article by Shauna Butterwick in this issue for a 
list of the Principles for Training.  



What happens when some women in 
adult literacy or basic education  
programs decide to do something 

woman-positive?  

For two years, 30 women from across Canada took part in a program-based action research project that 
asked: What happens when some women in an adult literacy or basic education program decide to do 
something they define as woman-positive? Three books tell the stories of their experience.  

The power of woman-positive literacy work:  
Program-based action research  
Betty-Ann Lloyd with Frances Ennis & Tannis Atkinson 
256 pages $18.00 or $12.00* + $2.00 (handling) + 7% GST  

This book provides the background for the research, details the research process and describes each 
program, its community, and woman-positive activity. It contains a collaborative analysis and makes a 
series of recommendations for program planning, professional education, provision of support services, 
coalition building, and policy analysis and development.  

Women in literacy speak: The power of  
woman-positive literacy work  

Edited by Betty-Ann Lloyd with Frances Ennis & Tannis Atkinson 
188 pages $15.00 or $10.00* + $2.00 (handling) + 7% GST  

This book includes six materials written by students and staff, five reflective and analytic articles, two 
adaptations of interviews and journals, a policy paper, a story suitable for use as curriculum, and a 
summary of the research process, collaborative analysis and recommendations. 

Listen to women in literacy: The power of 
woman-positive literacy work  
Tannis Atkinson with Frances Ennis & Betty-Ann Lloyd  
100 pages $8.00 or $5.00* + $1.50 (handling) + 7% GST  

This book has been written and designed for use by intermediate and advanced students in adult literacy 
and basic education programs. It is based on material from the two other books.  

All three books! $38.00 or $25.00* + $5.00 (handling) + 7% GST 

Order from: 
CCLOW, 47 Main Street, Toronto, Ontario M4E 
2V6 416-699-1909,  
416- 699-2145 (fax).  

Bookstore, library, academic & course orders, 
contact Fernwood Books, Box 9409, Stn A, 
Halifax, NS B3K 5S3 902-422-3302, 902-422- 
3 179 (fax). 

CCLOW members, adult literacy students and programs, community-based organizations 

 
 
 



Good Jobs, Bad Jobs, No Jobs: A Not-So-Trivial 
Pursuit 

(Answers on page 48) by Pat Armstrong 

 
Test your knowledge of the connections between 
training, education and employment for women! 

 

1. Statistics Canada's Employment/Population Ratio refers to the percentage of the 
population aged 15 and over that has some paid employment.  

a. Which of the following was the only male group to have their employment/ 
population ratio rise between 1987- 1992?
Men whose highest formal education level was:  

0-8 years  
high school graduation  
some post-secondary education 
a post-secondary certificate or diploma 
university 

 

b. Among females, which was the only group to see their unemployment rate 
decrease between 1987-1992?  
Women whose highest formal education level was:  

0-8 years 
high school graduation 
some post-secondary education  
a post-secondary certificate or diploma 
university 

 

2. Between 1987 and 1992, which showed the largest percentage increase?  

the number of unemployed women 
the number of unemployed women with post-secondary education  

 

 
 

 



3. In 1990-91, the media reported a drop in the wage gap between women and men.  

a. Which group experienced the largest decrease in the wage gap? Women 
whose highest formal education level was:  

0-8 years 
high school graduation  
some post-secondary education  
a post-secondary certificate or diploma 
university  

 

De bons emplois, de mauvais emplois, pas d'emploi du tout 

par Pat Amstrong  

Ce questionnaire sur l'éducation et l'emploi montre qu'un manque d'éducation et de 
formation n'explique pas la hausse du chômage et que le problème du chômage ne peut 
être résolu en offrant davantage de cours de formation et d'apprentissage. On vit à 
l'heure de la féminisation de la population active (ex: le travail masculin devient celui 
des femmes: rémunération moindre, plus d'emplois à temps partiel); les emplois 
augmentent surtout dans le secteur du travail à temps partiel et temporaire ainsi que 
dans les petites entreprises où les salaires sont faibles, les emplois moins sûrs et des 
programmes de formation presque inexistants.  

En raison de la croissance de l'économie mondiale, il faut nous doter d'un gouvernement 
fédéral et de gouvernements provinciaux plus forts pour qu'ils puissent jouer un rôle de 
tampon entre les ouvriers et le marché financier international. Il faut que la politique 
économique du Canada soit solide et axée sur une amélioration des emplois et non des 
gens.  

 
 

b) Which group of women was the only group to experience an increase in the wage 
gap? 

Women whose highest formal education level was:  

0-8 years  

high school graduation  

some post-secondary education 

a post-secondary certificate or diploma 

university  
 
 



4. a) Which group had the largest percentage increase in part-time work from 1991 to 1992? 

 
males 15-24 years of age  

males 24-44 years of age  

males 45+ years of age  

females 15-24 years of age  

females 24-44 years of age  

females 45+ years of age  

b) What proportion of women employed part -time in 1992 worked part -time because 
they did not want full-time work?  

1/4 1/2  
1/3 3/4 

5. Who is more likely to have more than one paid job?  

men  women 
6. Between 1985 and 1990, the number of people with paid work 
increased by nearly two million. What proportion of this two million did 
not get full-time, full-year work?  

  10% 20% 30% 
  40% 50%   

7. New jobs have been appearing more frequently in small businesses than in large 
businesses.  

a) Which firms are more likely to provide training?  

small firms  large firms  

b) Which firms have higher wages? 

small firms  large firms  

c) Which workers are more likely to be permanently laid off? 

in small firms  in large firms  

  

Lack of 
education and 
training cannot 
explain rising 
unemployment. 

 

 



8. There has been a great deal of discussion of the separation of work into good jobs 
and bad jobs.  

a) Which worker is most likely to have the longest work week? 

the least formal education the most education formal  

b) Which worker is most likely to work on temporary contract?  
 

the least formal the education most formal education 
 

c) The number of management jobs increased significantly between 1986 
and 1991. Where was the larger percentage increase in jobs? 

senior management sales 
 
 
 

Answers 

1. a) Men who graduated from high school had a 0.9 percent proportionate increase in 
employment. 
 
b) Women who graduated from high school had a 0.7 percent decrease in 
unemployment.  

All other groups had a decrease in employment. Women with post-secondary 
certificates or diplomas had a decrease in employment almost equal to that of women 
with grade 8 or less.  

2. Between 1987 and 1992, the total number of women unemployed increased by 21.4 
percent; the number of women with post- secondary education who were 
unemployed increased by 74.3 percent. Rising unemployment rates cannot be 
blamed on a poorly-trained work force. 

3. a) Women with grade 8 or less had the largest decrease in the wage gap (from 
earning 62.4 percent to earning 66.9 percent of comparable men's wages).  
 
b) Women who attended university had an increase in the wage gap (from earning 
72.8 percent to earning 71.7 percent of comparable men's wages). The drop in the 
wage gap between men and women with the lowest level of education may be due to 
a decrease in the wages of male workers. 

  

We are 
experiencing 
a 
feminization 
of the 
labour 
force.  

 

 
  
 



4. All groups of males had larger increases in part-time work than comparable 
groups of females, but males aged 25-44 showed the largest increase in part-
time work (up 10 percent.)  
 
Although part-time work is still done primarily by women, it is rapidly 
increasing for men. Moreover, hours of paid work are decreasing for both 
full- and part-time workers and both sexes.  
 
b) 1/3 of women employed part-time did so because they did not want full-
time work. They gave school and personal reasons. Two-thirds of women 
working part-time are not doing so by choice. As well, women who say they 
prefer to work part-time may not really have a choice if they have no one else 
to look after children or other dependents. 

5. More men than women have more than one paid job, but the number of 
women holding multiple jobs has increased while the number of men with 
more than one job has decreased.  
 
This suggests that there is less work available for men and reflects the high 
number of women with only part -time work. 

6. Approximately fifty percent of the two million did not get full-time, full-year 
work. According to the Economic Council of Canada, non-standard (part -
time, short-term, temporary, "self-employed") work accounted for 44 percent 
of job growth in the 1980s. 

7. a) Large firms are more likely to provide training. Six percent of small firms 
(20 or less workers) provide training, while 11-15 percent of medium-sized 
firms and 22 percent of large firms do. 

      b) Large firms pay 21 percent more than small firms.  

            c) Workers are more likely to be permanently laid off if they are employed by 
a small firm 

8. a) Workers with the most formal education were twice as likely to have the 
longest work week.  

            b) Workers with the most formal education were more likely to be on 
temporary contract.  

            c) The actual number of senior managers decreased by 5,000 between 1986 
and 1991, while the number of sales managers 37,000. These sales managers work 
mostly in small boutiques and small businesses. 

 



Conclusions 

• Lack of education and training cannot explain rising unemployment, nor can unemployment 
(and under-employment) be solved with more education and training.  

• We are experiencing a feminization of the labour force. Men's jobs are becoming more like 
women's jobs; i.e., less pay, more part-time work.  

• Job growth is occurring in so-called "bad job part-time and temporary jobs, jobs in small 
businesses which are less likely to provide training, have lower wages and less job security.  

• The growth of the global economy means that decisions affecting employment can be made 
anywhere. The solution to unemployment is not more training but a stronger government at 
the federal and provincial levels which can act as a buffer between workers and international 
capital. The Canadian government must form an economic policy that is directed at changing 
jobs rather than people.  

This questionnaire was originally part of presentation by Pat Armstrong at a workshop 
organized by the Centre for Research on Work and Society, York University, Toronto, on 
June 18, 1993.  

Condition 
féminine Canada  

Status of Women 
Canada 

UNE TROUSSE COMMUNAUTAIRE  

SUR LA VIOLENCE FAITE AUX FEMMES  

Dans toutes les communautés canadiennes, la violence est une dure réalité pour les femmes. II 
faut mettre fin à la violence faite aux femmes.  

La trousse communautaire est un ouvrage de ressources qui contient une foule d'idées, d'approches et 
d'outils pour vous aider à :  

• former un groupe d'action communautaire;  
• découvrir quels programmes et services sont offerts dans votre communauté;  
• faire participer toute une gamme de groupes a la création d'un plan d'action pour le changement; et 

inciter les personnes et les organismes a agir.  

VOUS POUVEZ COMMANDER LA TROUSSE COMMUNAUTAIRE DE: Groupe Communication 
Canada-Édition 
Ottawa, CANADA KIA OS9 
Tel: (819) 956-4802 Téléc.: (819) 994-1498 

La trousse coûte 19,95 $ l'exemplaire (autres pays: 26,00 $ US). (Indiquez le numéro de 
catalogue SW45-4/1993F.) Les frais d'expédition et de manutention sont de 3,50 $ pour une 
trousse, de 5,40 $ pour deux ou trois exemplaires, de 10,50 $ pour de 4 a 10 exemplaires et de 6 
p. 100 du prix total pour les commandes de plus de 10 exemplaires. Ajoutez la TPS (7 p. 100) s'il 
y a lieu. 

La tousse communautaire est également en vente dans certaines librairies .  

À PARAÎTRE: Les experiences communautaires: mettre fin à la violence faite aux femmes. Dès l'été 1994. 
Canada  



 

Building Foundations for Technical Training:
WITT Standards and Guidelines 

by Marcia Braundy 

Early in 1992, the WITT (Women in Trades and Technology) 
National Network--advocates for women in trades, technology, 
operations and blue collar work--developed national content and 
program development standards for courses for women interested in 
exploring these non-traditional occupations. WITT included in these 
guidelines not only the measurable tasks, competencies and 
technical skills necessary, but also more integrative skills in 
personal and professional development that enhance critical thinking 
and troubleshooting abilities both within and outside the working 
environment. 

WITT women and their advocates have been working a long time on these issues and 
possess extensive knowledge and experience related to pre-trades training for women. 
From the development of the first pre-trades programs in Winnipeg and Saskatoon in the 
mid seventies and early eighties, through curriculum and relational learning work at 
Fanshawe College in London used around Ontario and the country in the 1980s, through a 
formalized curriculum guide and resource book published by the B.C. Ministry of 
Advanced Education in 1987, WITT women have a history of identifying needs and 
developing effective programming to assist women in gaining challenging, satisfying and 
economically sustainable employment in fields where they have been under-represented. 

In 1988, Kootenay WITT and Karyo Communications carried out a survey of the 
graduates of exploratory courses in trades and technology for women (often called WITT 
courses but known by several other names as well). That study clearly demonstrated the 
success of this kind of pre-training. At the time of the survey, 63% of the graduates were 
employed and another 13% were in technical training. With 47% working in a trade or 
technical area and many of the others in operational jobs, even those who chose to enter 
clerical or managerial work indicated that the self-esteem and self- confidence gained 
especially from learning tool skills, as well as the personal and professional skill, 
development, enabled them to pursue their current occupational choices (1). 

This survey, contracted by Employment and Immigration Canada (EIC), indicated that 
during 1983-87, there was a spectrum of programs being delivered, varying in length 
(from six to thirty-two weeks), technical content (one to eight weeks of technical shop 
time), and quality of personal and career development skills provided. The report 
identified a number of recommendations for EIC at the national, provincial, and local 
levels, as well as for provincial governments and college administrations (2). 

WITT women 
have a history 
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needs and 
developing 
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La formation technique: ériger des fondations 

par Marcia Braundy  

Au début de 1992, l'organisme Women in Trades and Technology (WITT) a élaboré des 
normes nationales pour l'élaboration des programmes destinés aux femmes s'intéressant 
aux métiers, à la technologie et aux opérations. Le bureau d'Emploi et Immigration 
Canada de la Colombie- Britannique et du Yukon ont adopté les lignes directrices, mais 
en raison du système de prise de décisions décentralisé dans ce ministère, des 
programmes de formation préparatoire à l'emploi qui marchent bien dans d'autres 
régions du pays sont annulés. 

En raison de leur succès, les programmes de WITT et les lignes directrices doivent être 
propagés dans tout le pays, mais trouver l'argent et le temps de le faire est une tâche 
décourageante. Les femmes de l'organisme ont rencontré à plusieurs reprises les sous-
ministres (ils changent tout le temps) de EIC chargés de la question. Mais, en raison des 
constants remaniements, elles doivent sans cesse répéter le même message. Le moment 
est venu pour le gouvernement de s'engager fermement à appuyer les programmes qui 
permettent aux femmes d'acquérir la formation nécessaire pour exercer des métiers 
techniques et spécialisés et à faire en sorte qu'elles puissent accéder à ses emplois en 
toute équité.  

 
 

By 1988, federal government funding policies and client profile rules through CIS, and 
lack of provincial and college support had all but eliminated these training programs in 
most provinces. Saskatchewan lost all WITT type programming; British Columbia went 
from thirteen to two programs; Nova Scotia only had programs for a very short time; and 
in Ontario the availability of programs was severely cut back where previously almost 
every college had offered two to three WITT programs per year.  

At the same time, the Employment Equity Act and the Federal Contractors Program came 
into effect and pressure was put on industry to increase the representation of women in 
trades, technical, operations (TTO) and blue collar work (BCW). Employers complained 
they could not find qualified women to hire and EIC (the department responsible for 
ensuring the implementation of employment equity) was eliminating programs that 
provided the basic training for women to enter these fields. A national study of 
apprenticeship ident ified the low participation of women in apprenticeship training as a 
significant issue for our country (3). 

In 1990, the Canadian Labour Market and Productivity Centre's National Task Force on 
Apprenticeship recommended that pre-trades training be provided in every college in the  

 
 



country (4), a recommendation that has only recently received limited endorsement from 
the National Apprenticeship Committee of the Canadian Labour Force Development 
Board. The province of Ontario, through its pilot Women's Access to Apprenticeship 
project, found that women's access to WITT exploratory courses must be ensured in order 
to prepare them for the technical work and variety of working environments they might 
encounter. 

The WITT National Network came into force in 1988 as an education and advocacy 
organization dedicated to increasing the numbers and enhancing the experience of women 
training and working in TTO/BCW (5). The delivery of WITT courses was high on the 
group's agenda. It was clear from the "previous research and current experiences of 
members [of the Network] that the ad hoc nature of these courses was not adequately... 
preparing women to take on training and employment in trades, technology and operations 
occupations" (6). Course time frames, availability and content were still being defined at 
community colleges and Canada Employment Centres by available funding rather than by 
the needs of industry and of the women wanting appropriate and transferable training. 

In response to this situation, the WITT Network decided to develop national standards and 
guidelines for the development and implementation of exploratory training programs. In 
1992, the Network brought together a group of "experts" in the field to accomplish this 
task: a Dean of Trades from a New Brunswick community college, technicians, 
tradeswomen, technology-educators, WITT instructors, Industrial Training Consulta nts, 
equity consultants to industry, representatives from the Canadian Automotive Repair and 
Service Council and the Canadian Construction Association. Southern Alberta Institute of 
Technology, in Calgary, sponsored a two-day session in a modified DACUM process. 

DACUM, or Developing a Curriculum, is a uniquely Canadian process used to develop 
occupational standards (7). Out of this workshop came the National Standards and 
Program Development Guidelines for WITT Exploratory Courses and Trade Technology 
Specific Courses for Women. The unanimity of this diverse group in developing these 
standards was surprising but indicates the strength of the consensus on the quality of and 
necessity for the guidelines.  

1. For a more detailed discussion of this study, see "What Happened to the WITT 
Grads ?" Women's Education des femmes, vol.7 no.3, p.10.  

2. While throughout this article I refer to the federal government department as EIC, 
it should be noted that this department has been re-named through recent re- 
organizations to Human Resources Development (HRD).  

3. Marnie Mitchell & Nancy Thompson, Employment Equity in Apprenticeship: A 
Review of Programs in B.C. and Other Jurisdictions. Published by the Equity 
Sub-committee of the Canada/B.C. Joint Committee on Training.  

4. Report of the Canadian Labour Market and Productivity Centre on the Labour 
Force Development Strategy. CLMPC: Ottawa, March 1990.  

5. The WITT National Network was formed as a result of a unanimous decision at 
the "Surviving and Thriving" conference in Naramata, B.C., October 1988. A 
number of local WITT groups were working actively across the country prior to 



 this event.  
6. Taken from the cover letter introducing the WITT National Standards and 

Program Development Guidelines.  
7. WITT developed and. used a modified version of the DACUM process, ensuring 

that non task-oriented skills, such as those to do with personal development and 
critical thinking, were incorporated. This modified process has been used by others 
interested in developing a more holistic curriculum and more inclusive 
occupational standards.  

8. Marcy Cohen, Report to the Second Annual Consultation for the Women's 
Reference Group on Labour Market Issues. June, 1993.  

 
The four-page, easy-to-use, succinct legal-sized document covers program goals and 
objectives, course content, methodology, expected outcomes, industrial/technological 
sectors to be explored, and time frames. Course content is outlined in an easy reference 
chart which includes major sections on Professional Development, Occupational Health 
and Fitness, Work Related Skills (the recognition and use of safety tools and materials in 
a variety of hands-on settings), Handle Work Related Issues, Acquire Technological and 
Workplace Literacy, Career Exploration and Development, and Communications Skills. 
Each category is broken down into a number of tasks and/or personal skill-related areas 
that ultimately will enable students, particularly women, to effectively handle training and 
working in a TTO/BCW environment. 

The next step was to gain profile and acceptance for the standards 
and guidelines, and more funding for programs and 
implementation. The standards were passed out at the Canadian 
Council of Directors of Apprenticeship Symposium, at the CLFDB 
Board meeting, and at the Board's National Apprenticeship 
Committee. They were available through the Canadian Vocational 
Association and at the National Consultation on Career 
Development, where WITT did workshops highlighting their use. 
They were mailed to Deputy Ministers and Assistant Deputy 
Ministers of Advanced Education and Skills Development across 
the country, and to the Deans of Trades and Technology at all 
community colleges, with a cover letter asking them to tell us how 

they were using the material.  
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Feedback was good. Comments included, "This is a set of entry-level standards for 
anyone entering trades or technical work"; "This course should be given to everyone in 
secondary school to prepare them for the world of work." Pleased with this response and 
the evident support, we at WITT were nevertheless concerned about the emphasis on 
"everyone." Women-only programming must continue to be available at the exploratory 
level to provide women with a supportive environment in which to try out new skills and 
take new risks. Our experience of difficult situations and changes in classroom 
environment as a result of admitting men to women-only programs has demonstrated that 
the option of women training with women must be maintained, at least until the dynamics 
of our socialization change and we have instructors in place who are committed to dealing 
effectively with mixed-gender technical classrooms. 

During this period of developing and promoting the guidelines, we noticed the 
proliferation of short-term programs, offered particularly by private trainers taking 
advantage of end-of- fiscal-year EIC funding. This funding was being thrown haphazardly 
at the problem of attracting more women to technical occupations, and was resulting in 
short-term training programs of six or eight weeks that in no way met our standards. We 
felt it was time to interest EIC in adopting the guidelines.  
 

We approached this challenge through a unique committee set up in B.C. called the 
Women's Employment Advisory Committee (WEAC). Co-chaired by the Women's 
Employment and Training Coalition (WETC) and the Director of Programs for the 
B.C./Yukon Region of EIC, this committee provides a vehicle for the analysis of the 
impact of EIC policy on those who are actually affected by it. While the group does not 
engage in individual advocacy work, specific situations often assist in highlighting 
necessary program or policy changes. WEAC presented the ideal environment in which to 
introduce the National Standards and Program Development Guidelines.  

The initial response from EIC was that they could not assist us in implementing the 
guidelines since they did not have any direct input into curriculum development. We 
pointed out, however, that by controlling the time frames in which courses are taught the 
department did, indirectly, control both the curriculum and the quality of programming. 
After some discussion, it was acknowledged that EIC did have an important role to play in 
promoting adoption and implementation of the guidelines, and meetings were set up 
between WITT and Direct Purchase and Purchase of Training Managers, and Project 
Based Training Consultants. As a result of these meetings, B.C./Yukon EIC made a 
commitment to fund only those programs which met the standards and to encourage the 
incorporation of the standards and guidelines into project proposals.  
 

 
Unfortunately, decision-making in EIC is becoming more and more decentralized, carried 
out on a case-by-case basis with individual managers in local CEC offices setting their 
own priorities. While in the B.C./Yukon region the WITT standards and guidelines were 
being adopted into funding criteria, across the country pre-trades training progr ams for 
women were dropping like flies. The longest running trades exploratory course in the 



country, held at Red River College in Manitoba (and the only program in the province) 
was cancelled. The only program in P.E.I., sponsored by the East Prince Wome n's Centre 
through Holland College, was cancelled. The only program in Nova Scotia, sponsored by 
YW-NOW through the Nova Scotia Institute of Technology, was refused funding. And 
the list can go on. 

In B.C., WITT continued to receive calls from groups wanting to 
put on courses and from EIC personnel wanting to check about 
implementation of the guidelines. Local CEC offices in the region 
were taking seriously the EIC Local Planning Guidelines which 
recommended increasing the implementation and delivery of 
programs which met WITT's National Standards. Recently, we 
received an informal report outlining the ways in which these 
standards had guided the delivery of eight Project Based Training 
initiatives around the province. The report documented that in every case the standards 
provided an important tool in the creation and delivery of much needed and well utilized 
exploratory trades and technical training for women, including in isolated rural areas.  

Clearly, this success needs to be shared around the country, but finding the required time 
and money to go through a similar process in each province has been daunting. WITT 
women have met several times with the changing Deputy Ministers of EIC to put the 
proposal forward. EIC re-organizes more frequently than any other department and those 
with responsibility for the issue change regularly, requiring that we return again and 
again, repeating the same message. Tenacity is a much needed virtue. 

Yet, in reality, all the implementation efforts could go for naught when "Since 1990 ... the 
amount of money that is specifically targeted to training has declined by 48%. ... From 
1990-91 to 1991-92, federal government funding for training was cut by 100 million 
dollars. Over that same year, training expenditures for women declined by 108 million 
dollars. In effect, women took the full brunt of these cuts!... The programs that have been 
most successful in assisting these women-- bridging programs that integrate skill training, 
upgrading, English language instruction, counseling and life skills--have been those that 
have been most severely cut back" (8). Women make up the vast majority of those living 
below the poverty line in Canada. Until the government ensures that women have access 
to appropriate skills training for ongoing and emerging trades and technology 
occupations, and equitable access to those jobs, women's opportunities for economic 
sustainability will continue to be limited.  

The WITT exploratory courses have proven their worth. Now is the time to have the 
WITT National Standards and Program Development Guidelines adopted into funding 
criteria across the country, and to make a serious commitment to ongoing funding for 
these and other bridging programs. 

Marcia Braundy is a journeyed carpenter and was the first woman in the construction 
sector of the B.C. Carpenters' Union. She is currently the National Coordinator of the 
WITT National Network and leads seminars for men and women on issues of women in 
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trades, technology, operations and blue collar work. She sits on the Apprenticeship 
Committee of the CLFDB and on the B.C. Provincial Apprenticeship Board. For copies 
of the National Standards and Program) Development Guidelines contact the WITT 
National Network, R.R.#1 Winlaw, B.C., VOG 2JO, (604), 226-7624, fax (604) 226-
7954.  
 

 
 
 

Learning Working Knowledge: Implications for 
Training 

by Dorothy MacKeracher and Joan McFarland  

What women learn on the job, as opposed to through formal 
training programs, can be considered as part of their "working 
knowledge." In a study conducted in cooperation with CCLOW and 
through funding provided by the Social Sciences and Humanities 
Research Council, we conducted in-depth, open-ended interviews 
with over forty women to hear what knowledge and skills they felt 
they had to learn to be effective at their jobs and how and where 
they learned these things. 

 

All the women interviewed lived in or near Fredericton, New Brunswick. The sample was 
selected for convenience and included women who worked in traditionally female 
occupations (dietitian, nurse, secretary, kindergarten teacher), non-traditional occupations 
(police officer, stationary engineer, carpenter), and gender neutral occupations (office 
manager, non- profit agency coordinator, counsellor). The women were employed in public 
and private organizations, businesses and industries, in part-and full-time, temporary 
and permanent positions. Different educational backgrounds, age groups, and lifestyles 
were also represented. Each woman was interviewed at least once and twenty were 
interviewed five or six times over an eight-month period. They were asked to talk about 
the knowledge and skills they use in their work and to describe how they had learned 
these things.  

Based on these interviews, we developed a concept of working knowledge which includes 
five basic components: what it takes to do the job (technical knowledge); the social 
relationships within which the job is done (social knowledge); the context and exchange 
relationships within which work is exchanged for goods or remuneration (contextual 
knowledge); knowledge of one's self as a competent worker (personal knowledge); and 
how other forms of working knowledge are integrated and how work is organized 
(integrated knowledge).  
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Technical Knowledge 

Technical working knowledge includes: the materials and equipment essential to the 
work, the language of the work, the skills and techniques necessary, and the rules and 
expectations which regulate workplace relationships. A secretary reported: "I taught 
myself to use all the equipment [the company sold] because it made it easier if I had to 
show a customer how to operate them." She also learned, on her own, all the software 
packages brought in for the company's computer system so she could help reorganize the 
work done in her office.  

Se doter de connaissances pratiques 

par Dorothy MacKeracher & Joan McFarland  

Au cours d'un projet de huit mois auquel participaient quarante femmes, nous avons 
cherché à savoir de quelles compétences les femmes se servent dans leur travail. Nous 
avons aussi demandé aux participantes comment, à leur avis, elles avaient acquis ces 
compétences. Nous avons cerné cinq principaux éléments en ce qui concerne les 
connaissances pratiques: les connaissances techniques, les connaissances sociales (les 
rapports sociaux en milieu de travail), les connaissances contextuelles (le rapport 
d'échange entre le travail et la rémunération), les connaissances personnelles (ce qu'on 
sait de soi en tant que travailleuse) et les connaissances intégrées (façon dont le travail 
est organisé). 

Nous avons aussi confirmé que les femmes préfèrent un style d'apprentissage se fondant 
sur les relations, contrairement à la plupart des hommes qui préfèrent un style 
d'apprentissage basé sur les compétences (raisons impersonnelles et raisonnement 
analytique). La plupart des programmes de formation officiels s'appuient sur ce dernier 
type d'apprentissage, bien entendu. Les personnes qui élaborent des programmes de 
formation feraient bien de tenir compte des recherches effectuées sur l'apprentissage des 
femmes et de les intégrer dans tous les cours de formation destinés aux femmes.  

 
 

 
 
 

A medical transcriber talked about her efforts to learn the medical terminology she was 
expected to know: "I'd hear what it sounded like and look for that word in the dictionary. 
... Every day I would make a list and that night I would go home and write them out until I 
had memorized them." She talked about how difficult this task was and how much it 
affected her self-esteem, especially since one of the pathologists for whom she worked 
was impatient with her need for learning. If she had failed to learn, she told us, she would 
have been fired.  

 



About half our respondents had received formal training in the skills and 
techniques they used on the job. In spite of this, they all felt they had to 
learn additional skills and techniques, which could mean adapting a skill 
to a specific workplace or learning a new one. The stationary engineer, 
for example, told us that her certificate was "just a license to learn." 
Through careful experimentation, this engineer had taught herself how to 
chip the ice off the thermostats of large refrigeration units. Once she had 
learned this technique her supervisor regularly assigned her the task 
because no other workers wanted it. 

A bank manager talked about first starting with the bank: "[When I was a 
trainee], I had the dubious honour of doing maternity leave for a senior 
teller and doing all the secretarial functions. There were three female  trainees and ... all the male 
trainees were posted to positions [above the teller level] before any of us. The women turned out 
to be better managers because we ended up with a lot more technical experience and more human 
resource experience at the foundation levels."  

Much of the technical knowledge reported by our respondents was learned without the benefit of 
formal training from employers or informal coaching from supervisors. Many of the women 
reported that they received no orientation to their workplace and no assistance to learn the specific 
technical knowledge required for their job; they just started to work and made do with whatever 
was at hand and whatever they could figure out themselves.  

Social Knowledge  
Social knowledge includes: understanding the social conventions of the workplace, finding a place 
within the social network of co-workers, and coping with authority relationships among workers 
and management.  

Fitting into the workplace resulted in unexpected difficulties for some women. In order to help her 
understand the social conventions of her workplace, a receptionist at a counseling centre was 
encouraged to participate in the workshops offered to the counsellors. Over time, she had learned 
so much that she was expected to orient new counselors and to help them learn the centre's social 
conventions. (The task of orienting new workers to the workplace was described by several 
respondents.) At the same time, she gradually became very skilled in interpreting psychological 
test scores and frequently was consulted by the counselors. She was not permitted to administer 
tests nor was she remunerated for her knowledge because she did not have the required formal 
credentials.  

Some of the social conventions the women learned related to gender differences in attitudes 
toward doing work. A carpenter told us, "The boys kept telling me to slow down. ... [They 
thought] I was working too hard and I shouldn't have been. One of my jobs was to seal the 
basement. They got one of the boys to do it when it was raining one day. He didn't do it right and 
they had to tear all the insulation off and do it again. [The boss] said, 'I should fire all of you guys 
and hire eight more women just like her.' They laughed ..."She left her job shortly after we 
interviewed her.  
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All the women talked about the interpersonal relationships they had established in their 
workplace and about the roles they played in such relationships. They told us that their 
ability to work cooperatively with others, to listen to and talk with clients and co-workers, 
to help mediate disputes, to be helpful and caring when dealing with others, were 
important aspects of their work even when that work was quite technical.  

 
Some interpersonal relationships were very difficult. A nurse talked about being sexually 
harassed by an elderly male patient when she was in training. When she sought the 
assistance of her supervising professor, she was accused of flirting with the patient and 
responsible for her own predicament. Because of this incident and others, she had become 
disillusioned about her co-workers and questioned whether she should continue in her 
profession. 

The development of social relationships is important in helping a 
worker feel accepted and comfortable in the workplace; however, 
no employers were reported as offering assistance with the 
associated learning. When a woman felt she was not accepted or 
had negative social experiences, she was inclined to leave or 
consider leaving her job. The importance of social knowledge to the 
women in our study suggests that employers would do well to offer 
opportunities to learn about the social conventions of the workplace 

and to build positive interpersonal relationships with co-workers.  

Contextual Knowledge 

Knowledge of exchange relationships, or contextual knowledge, addresses how the worth 
of both work and worker are related, and focuses on economic and social issues such as 
pay equity. Remuneration includes, in addition to pay and employment benefits, such 
things as employer sponsorship for participation in formal training programs, and 
recognition, through pay increases, promotions, bonuses and commendations, of learning 
that results in improved worker effectiveness. Few of the women in our study received 
employer sponsorship for participating in formal training. Such benefits are often the 
result of collective bargaining agreements and very few of our respondents were members 
of a union. A police officer, for example, explained that participation in the formal 
training experiences offered by her employer was a requirement for promotion and had 
been negotiated by the police officers' bargaining unit.  
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Other women reported that they had received 
pay increases based on the cost of living but 
none based on their improvement as employees. 
Most respondent thought they had no right to ask 
for pay increases because of high unemployment 
and poor economic conditions (lower profits), 
because their employers were already paying as 
much as the budget would allow ("I've seen the 
books; they have no more money"), or because 
their wages were based on the reputedly 
unassailable economics of the workplace 
("Nobody is being paid more"). Few interpreted 
their low wages as being based on gender 
inequities. Most believed that if they demanded 
more equitable wages they would be let go, and 
since most needed their income to support 
themselves or their families, none were prepared 
to take the risk.  
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Most of the women told us they valued their work because it contributed to their sense of 
personal worth and that this value was at least as important to them as the wages they 
received. One of the most often cited benefits was that the respondent was "learning the 
trade" or that she was grateful "to have any job." Most of the women in the study had 
similar explanations about how the quality of their work somehow compensated for the 
inadequacy of their pay. 

 

 

 

 

 



Personal Knowledge  

When asked what knowledge and skills were most important to the 
effective performance of their jobs, most respondents described 
qualities rather than skills. These qualities included empathy, 
patience, compassion, tenacity, confidence, determination, co-
operativeness, commitment, flexibility, persistence, and so on. We 
came to the conclusion that many of the skills described by women 
as crucial to their competence are both invisible and unarticulated 
because they are viewed rather as qualities. And their invisibility 
increases because they are "woman" qualities. 

A security officer attributed her flexibility to her experience as a full-time housewife and 
mother, and a secretary noted the importance in her job of being able to "switch gears, be 
versatile." The non-profit agency coordinator commented that "being able to do a lot of 
different things and being able to know what to do when and which first" was an 
important aspect of her job. She saw this characteristic as "important for women in 
particular because of the stress of running your own home, especially if you have 
children." 

Patience, empathy and sensitivity were also seen as mother- like. A counsellor told us: "I 
hate to say this, but you have to be a 'Mom' to be in this kind of job. You have to be a 
giving person. You can't be self-centred and it is certainly not a job you'd use to climb 
anywhere from." A secretary told us that patience was one of her most important qualities: 
"You need patience ... without losing your cool. You have to be able to listen to 
complaints or listen to what they have to say without flying off the handle." Another 
aspect of patience, discussed by many of the women, involved being able to cope with 
many interruptions and being able to move between several different tasks without 
becoming upset or confused.  

Most of the women in the study received very little positive feedback from employers, 
supervisors and co-workers. Throughout the interviews, however, we saw that as they 
talked about themselves as workers, the women gave themselves positive feedback about 
their own worth. This suggests that employment training programs, as well as employers, 
could assist women by developing opportunities to receive positive feedback both from 
co-workers and from hearing themselves talk about their own competence. Such 
opportunities might also help women discover ways to affect how their jobs are valued by 
others. 

Integrated Knowledge 

While the women in the study recognized that many aspects of their work were externally 
determined and logically organized around tasks, most described an internal frame of 
reference in which their work was organized around the self and tasks were accomplished 
largely through a network of interpersonal relationships with co-workers. 
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A police officer described her method for approaching the scene of a car accident. She 
had to first calm herself down and, at the same time, make tentative plans to guide her 
actions when she arrived at the scene based on what she found there. Her immediate 
concern was with the well-being of those involved. She had to be prepared to call other 
persons into action--ambulance drivers, fire fighters, other police officers--and direct and 
integrate their activities. The organization of work implied in her description centres on 
herself as the person who is to do the work. She is responsible not only for her own 
technical and social actions but also for integrating the actions of others by knowing when 
and who to call for specific assistance.  

Integrated knowledge provides the woman with an overarching set of concepts that 
integrate technical, social, contextual and personal working knowledge into a unified 
whole. Such descriptions are no longer "job descriptions" as might be developed by an 
employer, but are descriptions of what the individual woman does on the job and how she 
organizes her own work. Integrated knowledge is neither officially recognized nor paid 
for by the employer.  
 

 
 
 
 

Implications for Training  

The preferred learning strategies of women, as descr ibed in our study and elsewhere, are 
most often relational (1). Relational learning involves the voice of personal relationship, 
holistic thinking styles based on metaphors and personal stories, recognizing truth through 
the interpretation of facts or the meanings given to experiences, using the ideas of others 
as a way to expand one's own knowledge and understanding, preferring to keep thought 
and feeling together, and resolving conflicts by reconciling differences (2).  

Men most often use a competency based form of learning, which is 
the learning directly supported by formal training programs. 
Competency-based learning involves the voice of impersonal 
reason, analytical thinking styles based on examples, testing for 
truth by looking for consistency and logic in ideas, doubting or 
excluding ideas until their worth has been proven, preferring to 
hold thought and feeling apart from each other, and resolving 
conflicts by assessing the relative merits of competing perspectives (3). 

 

The competency-based learning process is reduced to a simple and straightforward 
approach. Work processes are fragmented into discrete or particularized component 
parts, then turned into learning objectives that are observable and measurable. This 
particularizing process isolates work tasks from the context in which they occur and strips 
them of the meaning they derive from the activities in which they are embedded. The 
"good worker" must be able to reassemble particularized skills in such a way that she can 
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make sense of her work and know when and how to apply specific skills within specific 
contexts and situations. The reassembling process is expected to result in the organization 
of work according to the expectations of the workplace.  

Most of the women in our study do not organize work this way. Instead, they use an 
internal frame of reference in which the self is central, allowing them to integrate many 
different activities and to interact with many different co-workers in the accomplishment 
of the organization's work. Competency-based approach to training tends to remove the 
worker as the knowing, thinking, sense- making subject of her own acts, and instead, 
conceives of work as the property of the employer (4). 

In learning terms, competency-based training does little to support the relational learning 
of most women, which can frustrate their attempts to keep themselves at the centre of 
their understanding and to give meaning to themselves, their work and their workplaces.  

Joan McFarland and Dorothy MacKeracher are both feminist scholars, teachers, and 
researchers. Joan is a professor of economics at Saint Thomas University in Fredericton, 
N.B. and a past -president of CCLOW. Dorothy is a professor of adult education at the 
University of New Brunswick, also in Fredericton.  
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Inequity in the Classroom/En toute égalité 
Concordia University, Visual Media Resources 

Review by Irène Bujara 
This audio-visual package, aimed at sensitizing adult educators to various forms of 
discriminatory treatment in the classroom, is an excellent tool with which to begin a 
discussion on a subject that is seldom tackled. The video and training manual combine to 
make a particularly good learning aid for those who seriously wish to make their 
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classroom the inclusive learning experience it should be.  

The elimination of discrimination in all of its various forms within 
the university setting is high on the agenda of most Canadian 
institutions, yet there is very little discussion of the impact of 
discrimination on teaching in the classroom, and even less on pro-
active strategies for professors and students. Increasingly, 
universities are taking steps to ensure that their environment reflects 
more accurately the diversity of our society. In addition, university 
campuses are seeing a growing participation of women in all 
disciplines and aspects of university life, despite the chilly climate 
which still exists on most campuses. 

These two realities have forced academics and academic institutions to rethink the 
appropriateness of paradigms used in their teaching methods. There is also an increased 
emphasis on the issue of instructional development within universities as students demand 
a higher quality of teaching as well as equity in all aspects of the learning process from 
language in the classroom, to balanced curriculum, to representation in the faculties. 

Equity and quality of teaching are two different facets of the same issue. What makes this 
audio-visual package particularly timely is the way in which both of these concerns are 
addressed as parts of one seamless whole. The point is clearly made that a higher quality 
of teaching cannot be achieved without ensuring that everyone benefits equally, and that 
this inequality begins at grade school so that a certain amount of compensation is 
inevitable at the university level.  

The package consists of two components, a video and manual. It is essential to use both in 
order to achieve balanced discussion that includes all of the important parts of a very 
complex issue. The video alone is not sufficient because of its emphasis on gender 
inequity and that, in its visual presentation, black students are practically missing from the 
picture.  
 

The video discusses how inequity manifests itself in the classroom, its effect on the 
student and the learning environment. The impact of gender on the learning experience of 
students is effectively addressed through vignettes and discussion by researchers. One of 
the strongest qualities of this resource is that it presents strategies to help educators correct 
inequities in a concrete way. When the provision of solutions is missing in any 
presentation of an issue, much of the positive impact often gets lost.  
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En toute égalité

revu par Irène Bujara 

Cette trousse audiovisuelle, qui comprend un vidéo et un guide de formation, vise à 
sensibiliser les éducateurs et éducatrices aux différentes formes que peut prendre la 
discrimination dans une salle de classe. De plus, c'est un excellent outil d'apprentissage 
pour celles et ceux qui veulent que l'expérience faite en salle de classe soit globale. 
Préparé par le Bureau de la situation de la femme de l'Université Concordia, le vidéo se 
concentre sur l'inégalité des femmes. Il ne faut pas oublier cet aspect, autrement les 
questions relatives à la race, la classe sociale, la sexualité, les aptitudes ou la religion 
peuvent paraître accessoires, alors qu'elles devraient avoir une importance égale. En 
utilisant de concert le vidéo et le guide de formation, on peut avoir une discussion 
équilibrée. De surcroît, les feuilles de données et les bibliographies sont très utiles.  

 
 
 
 
 

What the video does not do well is balance between the issues of gender inequity and 
those related to race, class, ability or other factors such as homophobia and religious 
intolerance. Despite the fact that these issues often intersect, the subtle and distinct 
differences between them should be brought to the fore. For example, in order to address 
issues related to racial discrimination effectively with this material, much greater use must 
be made of the resource guide and it: fact sheets than when addressing issues of gender.  

Produced by the Office on the Status of Women at Concordia 
University, it is clear that the video's primary focus is on women's 
inequity. In its introduction, the manual clearly states that the intent 
of the project is to sensitize educators on the issue of discrimination 
in the classroom so that "women" may benefit from an equitable 
education. This should be kept in mind, otherwise issues related to 
race may appear incidental where they should have an equal 
emphasis. 

The video also fails to sufficiently emphasize the importance of curriculum and language 
relative to the issue of equity in the classroom. Again, it is only with the use of the manual 
that one can effectively cover this topic in a workshop session.  

What the package does have is a manual which includes an excellent workshop guide 
easily adaptable to specific circumstances. The guide itself is less centred on women's 
inequities than the introduction would indicate, and gives excellent exercises to help 
instructors think about strategies to improve classroom interaction to benefit everyone. 
The workshop guide is complemented by fact sheets outlining elements of discriminatory 
classroom interaction (in the areas of sexism, racism, heterosexism and others), as 
demonstrated by the use of stereotypes, non-verbal behaviour, exclusive language and 
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curriculum. The attached bibliographies are also extremely useful.  

"Inequity in the Classroom" is one of the best ways to begin a dialogue on this issue in an 
interactive and positive way. By bringing home the message clearly and giving concrete 
strategies, the lesson cannot be ignored. When used together, the video and manual are an 
excellent way to begin a discussion that is long overdue on all Canadian campuses. 

Irène Bujara is Director of the Human Rights Office for Queen's University in Kingston, 
Ontario. From 1989 to 1992 she was the coordinator of the Human Rights Summer 
College hosted by the Human Rights Centre at the University of Ottawa.  

Challenging Times. The women's movement in Canada and 
the United States Constance Backhouse and David H. Flaherty, 
editors.McGill-Queen's University Press, Montreal & and Kingston, 1992  

Review by Lisa Schmidt  

Whether chanting together at rallies or publishing their work between the covers of the 
same book, groups of women have a long history of coming together to speak their minds. 
The fact that dozens of feminist anthologies have rolled off Canadian presses in the last 
twenty years--with new collections of women's writing materializing on a regular basis--
clearly affirms that we are living in anything but a post- feminist era. 

At best, an anthology about the "women's movement" has the potential to speak to a wide 
variety of readers with diverse backgrounds and life-styles. Yet in a world where issues of 
class, race and gender intersect, assembling writing in a feminist book can also be 
problematic. Unfortunately, Challenging Times embodies these problems all too well.  

 
Written in a scholarly vein, the essays that make up Challenging Times were originally 
presented at a conference attended by feminist academics in May 1989. Of the twenty-two 
contributors, twenty teach and do research at Canadian and American Universities, or did 
at the time this book was published. 

The topics these women write about include historical comparisons of feminist activism in 
Canada and the U.S., a theoretical analysis of violence against women, and numerous 
essays on academic feminism, reproductive rights and women's position in capitalist 
economies. Contributors include Margrit Eichler, Glenda Simms, Marjorie Griffin Cohen 
and Monique Bégin. 

 
 



 

The difficulties I encountered with this book 
begin with the introduction. In what editors 
Constance Backhouse and David H. Flaherty 
assert to be "necessary disclaimers," readers are 
informed that "this volume must ... be 
considered a very partial presentation [of the 
women's movement]" because material 
reflecting lesbian and disabled women's 
perspectives has not been included and the 
treatment of racism is not sufficiently 
integrated throughout the volume." As these 
issues are part and parcel of the women's 
movement, it is perplexing that a book can 
claim to be about the movement and ignore 
these important points of view. In addition, 
lack of clarification on whose Canada, whose 
U.S. and particularly whose women's 
movement starts the book on shaky ground.  

These matters are best addressed in the 
submission made by Patricia A. Monture-
Okanee, a Mohawk woman whose participation 
is described by Greta Hofmann Nemiroff in her 
concluding essay as "one of the most emotional 
moments of the conference." In her paper, 
Monture-Okanee clearly articulates her feelings 
and thoughts on being asked to speak about 
violence against women and what 'consent' 
means to a woman whose people never 
consented to the foreign legal system which 
was imposed on them.  

She decides she cannot simply talk from the point of view of being a woman when being 
Mohawk is central to her identity. "I cannot stand up here and just be a woman for you," 
she told delegates. "I cannot and will not do it" Shortly after making her comments, she 
left the conference.  

Femme-Guessed 

When we're dancing there's this 
tension: me, knocking backs with 
my arms, raising them high to 
check the space and spinning, and 
you, courteous and gentle in your 
side space defined dark by your 
clothes. 

I am torn, wanting you to quicken 
move onto my body, sweaty 
forearms against me but wanting 
also to breathe softer, to push into 
the cooler space of yours and have 
your thigh hook mine and pull me 
around. 

Our passions play each other: my 
lipstick smeared on your mouth, my 
pulling your arms over our heads 
and turning, your shyness and then 
your sudden, serious, pushing me 
against the bathroom wall, tiles 
gleaming like soap, and my prudish 
"What will they think?" 

We need this tension where our 
passion exhausts roles.  

At home later we knock things over 
like mirrors to get up against the 
bed fast enough. 

Michelle Tracy 
Montreal, Quebec  

 

 
 
 



Status of Women 
Canada 

Condition 
féminine Canada 

A COMMUNITY KIT  

ON VIOLENCE AGAINST 
WOMEN  

Violence is a painful fact of life for 
women in every Canadian community. 
Violence against women must be stopped.  

• The Community Kit provides 
many ideas, approaches and tools 
to help you: establish a 
community action group; 

• find out about available services 
and programs in your 
community;  

• involve a wide range of groups in 
creating an action plan for 
change; and  

• motivate individuals and 
organizations to take action. 

THE COMMUNITY KIT  CAN BE 
ORDERED FROM: Canada 
Communication Group-Publishing Ottawa, 
CANADA KIA OS9 Tel: (819) 956-4802 
Fax: (819) 994-1498  

The price is $19.95 each (other countries: 
$26.00 US). (Quote catalogue no. SW45-
4/1993E.) Postage and handling costs in 
Canada are: $3.50 for one kit; $5.40 for 
two or three kits; $10.50 for four to ten 
kits and 6% of the total order for more 
than ten kits. Add 7% GST if applicable. 

The Community Kit is also available 
through some bookstores. 

WATCH FOR a new publication, 
Community Stories: Taking Action 
on Violence Against Women, 
available in summer 1994. 

Canada  

While most of the contributors are navigating 
new horizons in the areas of feminist scholarship 
and debate, I was disheartened to see some 
contributors adopt methods of study and analysis 
that seem to make all women's experience 
reducible to blanket statements--something many 
women have denounced in the work of so-called 
male -stream experts.  

When a writer contends that "additional 
education raised women's potential earnings," I 
am left wondering which women the writer is 
referring to since so few women have had access 
to education over a long period of time, and 
many still struggle to make enough money to 
feed and clothe themselves and their families, let 
alone increase their 'potential earnings.' I can't 
help but conclude that statements like this create 
wider divisions based on class and race between 
women instead of bringing women struggling 
under patriarchy together. While the book aims 
to present a balanced view of American and 
Canadian perspectives, American contributors do 
not, seem familiar with Canadian feminist issues; 
in the same way Canadians are with American 
topics. Indeed, Canadian feminists show a lack 
of awareness around Québecoise issues. This is 
demonstrated in articles by Québecoises women 
who take issue with the way their histories and 
ideas are viewed in anglophone Canada. In an 
essay entitled "Perspectives of Québec 
Feminists," Micheline de Sève questions the 
view that women's groups in Québec are 
perceived to be regional groups represented ' by 
national or Canadian organizations. 

"How can you react as a feminist from Québec," 
she asks, "when you find are totally ignored in 
lists which correctly recognize as national 
associations the Indian Rights for Indian Women 
or the Black Women's Congress but 
systematically ignore ... French Canadian 
umbrella groups?" One reacts with outrage, I 
suspect.  



While there are strong individual pieces in this book, the collection; as a whole suffers 
from a lack of cohesion and frequently the language is inaccessible. Women in academic 
institutions have an opportunity to make higher learning available to women outside the 
ivory towers by writing and speaking with simple and understandable language. 
Considering the way ideas are expressed in this collection, these authors are writing for a 
very narrowly defined audience--namely other feminist scholars. While Challenging 
Times can offer Women's Studies students a partial overview of some questions North 
American feminism is raising and attempting to answer, the lack of plain and common 
language makes for a challenging read for anyone else.  

Lisa Schmidt is a poet and freelance book reviewer who lives in Toronto. Recently her 
reviews have appeared in Paragraph, Our Times and Briarpatch.  

 
ORGANIZATIONS 

Network of Women in Further 
Education Inc. (NOW in FE)  
Victoria, Australia  

With over 250 members, NOW in FE was established eight years ago as a professional 
organization for women who work in adult, community and further education. This 
feminist organization publishes four newsletters each year; covering news of interest to 
women in adult and community education, international perspectives and in-depth 
articles on women's learning. For more information, contact the Executive c/o - PO Box 
1176 Richmond North, Victoria 3121, Australia, (03) 429-1047. 

NEADS - National Educational  
Association Of Disabled Students  
Carlton University, Ottawa  

NEADS is Canada's organization of post-secondary students with disabilities. This 
registered charity publishes a bilingual newsletter six times per year. Contact NEADS, 
4th Level Unicentre, Carlton University, Ottawa (Ontario), K1S 5B6, (613) 233-5963 
(Voice & TDD). 

 
 

  
 



EI Colegio de Mexico, A.C. 

EI Colegio de Mexico announces its fourth Summer Course for Foreign Scholars 
interested in deepening their knowledge and understanding about the status of women in 
Mexico. This course will cover such topics as contemporary feminist theory from a latin 
American perspective, women's social and political participation, women's history, 
literature and literary criticism and, women living in the border cities. Contact Elena 
Urrutia or Irma Saucedo Gonzalez, El Colegio de Mexico, A.C., Camino Al Ajusco N°. 
20, Codigo Postal 01000, Mexico, D.F., 645- 59- 55, Fax 645- 04-64. 

ORGANISMES  

Association nationale des étudiantes(es)  
handicapés(es) au niveau postsecondaire 
Université Carleton, Ottawa  

L'Association des étudiants handicapés au niveau postsecondaire fait paraître un bulletin 
bilingue six fois par an. Pour se le procurer ou pour de plus amples renseignements, 
veuillez contacter l'Association, 4e étage, Unicentre, Université Carleton, Ottawa 
(Ontario) KIS 5B6 (613) 233-5963. 

CALLS FOR SUBMISSIONS  

Anthology of Menstruation Stories  
Wilfred Laurier University  

This collection of fiction, reflections, poetry and art work will explore women's personal 
experiences with menstruation (first time, memorable moments, general thoughts). 
Submissions are invited from all age and ethnic groups. This anthology is not restricted 
to artists or academics; first writers are encouraged to send their tales. Submissions must 
be eight pages or less. Send submissions, accompanied by a short bio and SASE, by 
April 30 to Paula Wansbrough and Kathy O'Grady, Department of Religion and Culture, 
Wilfred Laurier University, 75 University Avenue West, Waterloo, Ontario, N2L 3C5.  

By the Family, For the Family 

1994 is The International Year of the Family. The modern family, under multiple social 
pressures, is seeking to redefine itself in the light of its own experiences, without the 
intervention of specialists. By the Family, For the Family is a book on subjects related to 
the family, extracted entirely from personal stories, and arranged by theme. Send 
submissions of photographs, anecdotes, memories, observations, and stories about any 
subject related to family life by March 31, to By the Family, For the Family, P.O. Box 
130,645 Edwards St., Rockland, Ontario, K4K lK3, (819) 682- 0350, Fax (819) 684-
0174.  



National Association of Women and the Law  
Essay Competition 

The National Association of Women and the Law Charitable Trust for Research and 
Education announces its 8th Annual Essay Competition. The topic is Race and 
Gender Issues and the Law. The competition is open to all students at recognized post-
secondary institutions in Canada. Papers may be submitted in either English or French. 
The essay shall consist of 2,500-10,000 words and be submitted in triplicate on 8 1/2 X 
11" paper, typewritten and double spaced. Send submissions by May 31 to the National 
Association of Women and the Law, 604-1 Nicholas Street, Ottawa, Ontario, KIN 7B7, 
(613) 238-1544. 

NEADS - National Educational Association of Disabled Students  
Newsletter 

Persons interested in contributing disability-related book and film reviews should write 
to: Sam Miller, NEADS' Book Review Editor, 2495 Major Street, St. Laurent, Québec, 
H4M lE5. Please include name, address, telephone number and area of interest. 

SOUMISSION DE TEXTES  

L'Association nationale de la femme et du droit  
Concours littéraire 

Le fonds de charité de l'Association nationale de la femme et du droit pour la recherche 
et l'éducation annonce son 8e Concours littéraire annuel. Le sujet, cette année, touche 
aux questions de race, de sexe et le droit. Le concours est ouvert à toutes les étudiantes et 
tous les étudiants des établissements postsecondaires reconnus au Canada. Les textes 
peuvent être présentes en anglais ou en français. Un essai de 2 500 à 10000 mots doit être 
présente en triple exemplaire sur du papier de 8 1/2 p. sur 11 p. et dactylographie à 
double interligne. Tous les textes doivent parvenir au plus tard le 31 mai au bureau de 
l'Association nationale de la femme et du droit, 604-1, rue Nicholas, Ottawa (Ontario) 
KIN 7B7, (613) 238-1544.  

 
 
 



RESOURCES/RESSOURCES 
 

AWARDS  

Nita Barrow/Nabila Breir 
International Council for Adult Education  

Organizations are eligible to apply for either of these awards which recognize the 
empowerment of women in the adult education movement. The Nabila Breir award is 
specifically aimed at organizations engaged in innovative educational programming or 
project s for Palestinian women. Submit nominations for both awards by June 30  to: ICAE 
Secretariat, 720 Bathurst Street, Suite 500, Toronto, Ontario, M5S 2R4, Fax (416) 588-
5725.  

SUBVENTIONS 

Nita Barrow/Nabila Breir  
Conseil international d'éducation des 
adultes 

Des organismes peuvent se porter candidats a ces deux prix, qui rendent hommage a 
l'habilitation des femmes dans le mouvement d'éducation des adultes. Le Prix Nabila Breir 
vise spécifiquement les organismes qui élaborent des programmes ou des projets 
no vateurs en matière d'éducation pour les Palestiniennes. Veuillez faire parvenir les 
nominations au plus tard le 30 juin au : Secrétariat du CIEA, 720, rue Bathurst, Suite 500, 
Toronto (Ontario) M5S 2R4, télécopieur (416) 588-5725.  

FILM/VIDEO  

Sexual Hara ssment: Working it Out  
Ontario Women's Directorate  
12th Floor, 2 Carlton Street 
Toronto, Ontario M5B 2M9  
(416) 314-3991 (416) 314-0254 Fax 

Jointly produced by the Ontario Women's Directorate and the Ontario Federation of 
Labour, this 22 minute video and presenter's workshop manual for union local leaders 
promote strategies that combat sexual harassment in a unionized environment and help 
develop appropriate workplace responses to incidents of harassment. (This video is 
available with close captioning.)  

Without Fear 
Canadian Panel on Violence Against  
Women  
Canada Communication Group - Publishing  



45 Sacré Coeur Blvd.  
Ottawa, Ontario KIA OS9  
(819) 956-1596 (Valerie Gaumond) 
(819) 956-5539 Fax  

This video explores the experiences of six survivors of abuse. 

The Women and Spirituality Trilogy  
National Film Board of Canada  
Women and Spirituality, D-5  
P.O. Box 6100, Station A  
Montreal, Quebec H3C 3H5  
(514) 496-2573 Fax 

This 3-volume set includes Goddess Remembered, The Burning Times and Full Circle. "A 
profound education in the history, repression, and resurgence of women's spirituality". 
$80.85 (also available individually).  

The Women and Work Series  
National Film Board of Canada 
Women and Work, D-5  
(see above) 

The NFB presents four new videos that call for change, challenge traditional attitudes and 
stimulate debate: A Web Not a Ladder, The Glass Ceiling, A Balancing Act, and Careers 
to Discover. $79.95 (set price valid until March 31,1994). 

 

FILM/VIDÉO  

Harcèlement sexuel : Ça nous concerne!  
Direction générale de la condition 
féminine de l'Ontario 12e étage, 
2, rue Carlton, 12e étage  
Toronto (Ontario) M5B 2M9  
(416) 314-3991 (416) 314-0254 éléc.  

Ce documentaire de 20 minutes, réalise conjointement par la Direction générale de la 
condition féminine de l'Ontario et la Fédération du travail de l'Ontario destiné à la 
direction des syndicats, met l'accent sur les stratégies qui visent à éliminer le 
harcèlement sexuel dans un milieu syndiqué et aide à prendre des mesures appropriées 
pour résoudre les incidents de harcèlement. Un manuel d'atelier l'accompagne. (Ce vidéo 
est disponible avec sous - titrage codé).  
 
 



Pour ne plus avoir peur 
Comité canadien sur la violence faite aux femmes 
Groupe Communication Canada- Édition  
45, blvd. Sacré-Coeur  
Hull, Québec KIA OS9  
(819) 956-1596 (Valérie Gaumond)  
(819) 956-4439 téléc. 

Ce vidéo raconte l'expérience de six femmes qui ont échappe a la violence. 

Lumière des mots  
L'Union culturelle des Franco-Ontariennes 
6-50, rue Vaughan Ottawa  
(Ontario) K1M lXl  
(613) 741-1334  

Ce vidéo de quarante minutes démontre l'importance pour les femmes de dévoiler toutes les 
formes d'agression sexuelle. Elle offre des témoignages de femmes franco-ontariennes qui nous 
confirment que l'agression sexuelle est autant un problème de société qu'un problème personnel.  

Femmes et Travail  
Office national du film du Canada  
Femmes et Travail, D-5  
Case postale 6100, Succursale «A»  
Montréal (Québec) H3C 3H5  
(514) 496-2573 téléc.  

L'ONF présente quatre nouveaux films qui incitent au changement, remettent en question des 
attitudes traditionnelles et stimulent des débats : Les Affaires au féminin, Le Plafond de verre, 
Question d'équilibre et se donner des "elles”. 79, 95$ (pour les quatre films, prix en vigueur 
jusqu'au 31 mars 1994).  

BOOKS/PUBLICATIONS 

A Time For Action on Sexual Harassment in the Workplace - An Employers' Guide  
Ontario Women's Directorate 
12th Floor, 2 Carlton Street  
Toronto, Ontario M5B 2M9  
(416) 314-3991  
(416) 314-0254 Fax 

This guide defines sexual harassment, outlines the legal ramifications of sexual harassment, and 
highlights the obligations and responsibilities of the employer. It Also offers guidance on 
developing sound " policies and procedures (along With resolution mechanisms) and features an 
annotated bibliography of written and visual resources.  

 
 

 



Progress Revisited: The Quality of (Work)Life of Women Teachers  
Canadian Teachers'  
Federation 110 Argyle Avenue  
Ottawa, Ontario K2P IB4 
(613) 232-1505  
(613) 232-1886 Fax 

This 18-page report, blending quantitative and qualitative Canadian data on women 
teachers' lives, is a comprehensive resource for policy-makers, advocates and equity 
educators. $15.00 (+ GST).  

The Canadian Woman's Budget  
The Women's International League for  
Peace and Freedom (WILPF)  
P.O. Box 4181, Station E  
Ottawa, Ontario KIS 5H9  
(613) 253-6395  

This document examines the federal government's expenditures for social programs and 
services and the national defense budget, and calls for a budget that reflects the needs of 
women and benefits all of society. $15.00 (includes taxes, shipping and handling). 

Canadian Women's Issues, Volume I: Strong Voices  
James Lorimer & Company, Publishers  
Orders to: Formac Distributing  
5502 Atlantic Street 
Halifax, Nova Scotia B3H 104  
1-800-565-1975 (902) 425-0166 Fax 

This documentary history of the contemporary women's movement in Canada is a wide-
ranging historical account which covers events in English Canada over the past 25 years. 
Strong Voices is the first in a two-volume set. $24.95 (+ GST). 

Storm & Sanctuary: The journey of Ethiopian and Eritrean Women Refugees  
artemis enterprises, publishers  
RR #2, Box 54 
Dundas, Ontario L9H 5E2  
(905) 628-0596 (Ann Turner)  

This book explores gender-related deprivations and difficulties suffered by women 
refugees in the period preceding and during flight, in first countries of asylum and in 
resettlement. $18.95 (+$3.00 shipping and handling + $1.54 GST = $23.49).  

 
 

 



Women Writing 
Canadian Woman Studies 
212 Founders College, York University  
4700 Keele Street 
North York, Ontario M3J IP3  

This issue is a celebration of writing by women, and about women. It includes short 
fiction, poetry, novel and play excerpts, life-writing, and experimental works. It is an 
excellent resource and ideal teaching tool for Women's Studies and English courses. $8.00 
(+ PST + GST + $2.00 postage). 

Women's Studies Catalogue 1993 
Canadian Book Marketing Centre 
2 Gloucester Street, Suite 301  
Toronto, Ontario M4Y lL5  
(416) 413-4930  
(416) 413-4920 Fax  

A listing of Canadian titles by, for and about women, from publishers across the country. 
Free of charge. 

The Splendid Vision: Centennial History of the National Council of Women of 
Canada, 1893-1993  

The National Council of Women of 
Canada 
Orders to: Oxford University Press 
70 Wynford Drive  
Don Mills, Ontario M3C IJ9 
(416) 441-2941  
(416) 441-0345 Fax  

The Splendid Vision is the story of women, who, in major ways, have built the Canadian 
community - vibrant individuals whose contributions to Canadian public life have too 
often been ignored. $28.95 (cloth), $18.95 (paper) + GST. 

 
 



Review of the Situation of Women in Canada, July 1993  

Coyote Columbus  
Darkness is a Marshmallow 
Secret Conversations  
Moonprint Press  
P.O. Box 293 
Winnipeg, Manitoba R3C 2G9 

These are the first three titles of a new women's press to be launched in Winnipeg in 
March. Coyote Columbus Cafe by First Nations poet Marie Annharte Baker invokes the 
Coyotrix; Darkness is a Marshmallow by Diane Driedger examines Mennonite images in 
a journey towards light; Secret Conversations by Cecile Brisebois speaks of motherhood 
and its ranges of emotion and experience. Each chapbook $6 + $2 postage. 

National Action Committee on the Status of Women 
57 Mobile Drive 
Toronto, Ontario M4A IH5  
(416) 759-5252  
(416) 759-5370 Fax  

"The situation of Canadian women is marked this year by a series of both blatantly 
obvious and cleverly camouflaged economic, social and ideological attacks which, piece 
by piece, undermine the everyday living conditions of the vast majority of women". 
Review shows that women are not uniformly affected. $4.95.  

RESOURCES/RESSOURCES

Positively different: Guidance for developing inclusive adult literacy, language, and 
numeracy curricula - Report  
Department of Employment, Education, and Training Centre for Human Resource Studies 
University of South Australia  
Holbrooks Road  
Underdale, SA 5032 Australia 

This report describes key issues associated with inclusive adult literacy, language and 
numeracy curricula. $10.50 (incl. postage and handling). 

Positively different - Executive Summary (see above) 

The Execut ive summary has been produced as a separate document to aid dissemination 
of the key ideas and outcomes of the DEET funded National Adult Literacy projects 
1991/2. $4.50 (incl. postage and handling.) 

  
 



Back to School Survival Guide for Women  
The BC Network of CCLOW  
Orders to: Bonjour Books  
2135-11871 Horseshoe Way  
Richmond, British Columbia V7A 5H5  
1-800-665-8002 (604) 271-2665  
(604) 274-2665 Fax 

This guide is intended to help B.C. women make informed choices about job training 
programs. $ 10.00 (+ $3.75 postage and handling).  

There's No Excuse For Abuse  
YWCA of Canada  
80 Gerrard Street East  
Toronto, Ontario M5B 1G6  
(416) 593-9886 
(416) 971-8084 Fax  

This kit provides basic information, ideas, and actions on woman abuse. While much of 
the information can be applied to most communities, it is especially intended for rural and 
remote communities. 

Needs and Opportunities: An Information and Planning Kit on Females' Training 
Needs  
Grey/Bruce Women's Training Advisory  
Committee 
1101-2nd Avenue East, Suite 110  
Owen Sound, Ontario N4K 2J1 
(519) 371-5220  
(519) 371-4651 Fax  

This information and planning Kit arranges information on female training needs into 
three packages - a Background section, a Needs section, and an Opportunities section. 

Making the Most of the Law: Education and the Child with Disabilities  
Learning Disabilities Association of Canada 
323 Chapel Street, Suite 200  
Ottawa, Ontario KIN 7Z2 
(613) 238-5721 
(613) 235-5391 Fax  

A comprehensive book on the educational rights of students with disabilities. $20.00 (+ 
10% postage and handling + GST).  

 
 



Learning Disabilities and the Workplace 
see above  

A guide for employment counsellors on identifying clients who may have a learning 
disability and assisting them in achieving their employment goals; includes screening 
questionnaire. $20.00.  

Guatemalan Women Speak  
Epica 
1470 Irving Street NW 
Washington, DC 20010 US  

A collection of interviews by Margaret Hooks in which Guatemalan women speak about 
work, family, religion, sexuality, violence, culture, racism, feminism and the future. 
$20.95 (+ $1.55 postage for first copy; $0.45 for each additional copy). 

What's Cooking in Women's History, An Introductory Guide to preserving Archival 
Records About Women  
Northern Alberta Women's Archives  
Association (NAWAA) 
c/o Women's Program and Resource Centre 
Faculty of Extension, University of  
Alberta  
11019-90 Avenue  
Edmonton, Alberta T6G 2El 

This book begins with a brief introduction to women's history, and then looks at archives, 
describing important sources of women's material, problems in finding existing records in 
archival collections, and ways in which archives might more effectively serve women's 
history. $6.95 (+ $1.00 postage). 

Labour Force Development Boards and Women's Access To Training In Nova Scotia 
CCLOW-Nova Scotia 

A Research Report prepared on behalf of CCLOW Nova Scotia for the Nova Scotia 
Women's Reference Group. For copies, send postage-paid ($2) envelope (81/2 x 11) to: 
Verlie Wile, 5742 Willow Street, Halifax, NS, B3K 1L7. 

 
 

 
 



New Initiatives in Film: Resource Bank   
NIF, Studio D (P-43) 
P.O. Box 6100, Station A 
Montréal, Québec H3C 3H5 
(514) 283-9534 
(514) 283-5487 Fax  

New Initiatives in Film is a five-year program designed as one response to the under representation and 
misrepresentation of Women of Colour and Women of the First Nations in Canadian film. The Resource 
Bank  is a computerized listing of Women of Colour and Women of the First Nations across Canada who are 
involved in filmmaking. 

Alternative Press Index 
Alternative Press Center  
P.O. Box 33109  
Baltimore, MD 21218 US 
(410) 243-2471 

An index to the periodicals that offer a perspective not found in the mainstream press. $50.00 (special 
discount available for individual, non-profit and movement groups).  

 

Some Important Things for Women to  
Know about Sex and Dating  
Ontario Women's Directorate 
12th Floor, 2 Carlton Street  
Toronto, Ontario M5B 2M9  
(416) 314-0297 

An eight-page sex education pamphlet that makes the point that "without consent, it's sexual assault" and 
de-bunks other myths and assumptions about what does and doesn't constitute sexual assault.  

LIVRES/PUBLICATIONS  

Les enjeux du harcèlement sexuel au travail - Guide de I'employeur  
Direction générale de la condition 
féminine de l'Ontario  
12e étage, 2, rue Carlton  
Toronto (Ontario) M5B 2M9  
(416) 314-3991  
(416) 314-0254 téléc.  

Cette publication a été conçue pour aider les employeurs et les personnes concernées par les questions 
touchant au milieu de travail à prendre des mesures efficaces à l'égard du harcèlement sexuel au travail.  

 

RESOURCES/RESSOURCES  

 
 
 



Fédération canadienne des enseignantes et
des enseignants  
110, avenue Argyle 
Ottawa (Ontario) K2P IB4  
(613) 232-1505 
(613) 232-1886 téléc.  

Ce rapport de 78 pages fournit une étude approfondie, tant quantitative que qualitative, de 
la qualité de la vie des enseignantes. II est destiné aux personnes jouant un rôle dans la 
défense de l'égalité des sexes et dans l'éducation en la matière.  

Répertoire de ressources pour 
les franco -ontariennes  
Direction générale de la condition 
féminine de l'Ontario  
12e étagè, 2, rue Carlton 
Toronto (Ontario) M5B 2M9  
(416) 314-3991  
(416) 314-0254 telec.  

Ce répertoire de les ressources pour les femmes francophones de l'Ontario dresse la liste des 
groupes, associations ou fédérations travaillant en français pour améliorer la situation des 
Ontariennes et les soutenir dans leur quotidien. Gratuit. 

 

Un plan d'action pour contrer la violence  
Comité canadien sur la violence faite aux 
femmes  
Groupe Communication Canada- Édition  
45, boul. Sacré-Coeur 
Hull (Québec) KIA OS9  
(819) 956-1596 (Valérie Gaumond)  
(819) 956- 4439 téléc.  

Trois documents sont disponibles. Le Rapport final examine les causes et les 
répercussions de la violence faite aux femmes et présente les témoignages bouleversants 
de femmes qui ont échappe a la violence. Le Sommaire/plan d'action national souligne les 
éléments principaux du rapport final et comprend un plan d'action national. La Trousse 
communautaire comprend des stratégies et des programmes pour éliminer la violence 
faites aux femmes. 

Tisser les Liens   
Association canadienne des études sur les 
femmes  
a/s Linda Cardinal 



Département de Sociologie  
Casier postal 450, Succ. A  
Université d'Ottawa  
Ottawa (Ontario) KIN 6N5  

Textes sélectionnes à partir de travaux présentes à l'ACEF a l'occasion des congrès des 
sociétés savantes de 1991 et 1992.14,95 $ (+ TPS + 2,50 $ frais de poste et manutention -
le cas échéant). 

Les Études féministes au Canada  
ICREF  
151, rue Slater, bureau 408 
Ottawa (Ontario) KIP 5H3  
(613) 563-0681 
(613) 563-0682 téléc.  

Ce guide pédagogique bilingue préparé pour la Direction des études canadiennes du 
Secrétariat d'État contient un aperçu des études féministes au Canada, une bibliographie 
complète et une liste de diverses aides, revues savantes. Gratuit.  

Pour tirer le maximum de la loi : 
l'Éducation et les jeunes atteints d'un 
handicap 
Troubles d'apprentissage - Association  
canadienne  
323, rue Chapel, pièce 200  
Ottawa (Ontario) KIN 7Z2 
(613) 238-5721 
(613) 235-5391 téléc. 

Un examen des droits et des lois dans le domaine de l'enseignement des jeunes atteints 
d'un handicap. 20,00 $.  

Les troubles d'apprentissage et le 
milieu de travail  
voir ci-dessus  

Un des objectifs de cette publication est d'aider les conseillers en matière d'emploi à
identifier les clients qui pourraient avoir des troubles d'apprentissage et les aider à trouve r 
des emplois qui leur conviennent. 20,00 $.  
 
 
 
 
 
 



 

 

Prices include GST. We'll send you gift cards for each gift. Send to HERIZONS, P.O. BOX 128, 
Winnipeg, MB R3C 2G1  

 
 

 

Learning from Women  
April 29-30, Boston, Massachusetts 

The Department of Psychiatry at the Cambridge Hospital and the Stone Centre at 
Wellesley College are sponsoring this conference on the latest findings on the 
psychological development of girls and women. Contact: Judy Reiner Platt, Continuing 
Education, Department of Psychiatry, The Cambridge Hospital, 1493 Cambridge Street, 
Cambridge, MA 02139, U.S.A., (617) 864-6165. 

Community in Education: Connecting the  
Voices 
May 5 -8, St. John's, Newfoundland 

For information on this conference jointly sponsored by the Canadian Association for 
Community Education, the Canadian Association for Adult Education, and the 
Newfoundland and Labrador Association for Adult Education, contact Conference Chair, 
Community in Education, Box 6161, St. John's, NF, A1C 5X8, fax (709) 729- 5896.  

Distance? Quelle distance? 
May 11-14, Vancouver, B.C.  

The Canadian Association for Distance Education conference will address issues of 
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distance, not only in physical location but also in time, access, learning style, and social 
and cultural contexts. Contact: Joan Collinge, Centre for Distance Education, Simon 
Fraser University, Burnaby, B.C. V5A 1S6 (604) 291-3524, fax (604) 291-4964.  

Change as Catalyst: Toward a New 
Continuing Higher Education 
May 13-16, Vancouver, B.C. 

The 41st annual CAUCE conference will look at change both inside institutions and in the 
external environment. Contact: Nancy Petersen, Continuing Studies, Simon Fraser 
University at Harbour Centre, 515 West Hastings, Vancouver, B.C. V6B 5K3, (604) 291- 
5076, fax (604) 291-5098. 

Competency Based Education:  
Training that Works 
May 22-25, Charlottetown, P.E.I.  

This international conference will address: D.A.C.U.M., business/industry/ education 
partnerships, C.B.E. management systems, practical experience and applications. Contact: 
CBE Conference Coordinator, Holland College, 140 Weymouth Street, Charlottetown, 
P.E.I., CIA 4Z1, (902) 566-9662, fax (902) 566-9509. 

Breaking Ritual Abuse and Ending 
Violence  
May 28-29, Toronto, Ontario  

This two day forum, focussing on social change through education and political action to 
end ritual abuse, will be organized and facilitated by women survivors of ritual abuse and 
those who support them. Creative work, in the form of art, poetry, writing, music, film, 
etc., can be submitted for exhibition until April 15. For registration information contact: 
BRAVE, P.O. Box 606, Stn.P, Toronto, Ontario, M5S 2Y4. 

National Action Committee on the  
Status of Women: The Global  
Fight back  
June 10-12, Ottawa, Ontario 

NAC's annual conference will look at how women's struggles in Canada fit into the global 
picture and how women in Canada can work in solidarity with women around the world. 
For more information, call 1-800-665-5124, fax (416) 759-5370, or write NAC, 57 
Mobile Drive, Toronto, Ontario, M4A IH5. 

Comité canadien d'action sur le statut 
de la femme: La lutte globale 
10-12 juin, Ottawa, Ontario 



Pendant sa conférence annuelle, le Comité d'action sur le statut de la femme étudiera la 
façon dont les luttes que mènent les femmes au Canada s'inscrivent dans le tableau 
mondial et la manière dont les Canadiennes peuvent travailler de concert avec des femmes 
du monde entier. Pour de plus amples renseignements, composez le 1-800-665- 5124 
(télécopieur : (416) 759- 5370), ou écrivez au Comité, 57 Mobile Drive, Toronto (Ontario) 
M4A IH5.  

Teaching, Theory, & Action: Women  
Working in a Global Perspective 
June 15-19, Ames, Iowa 

The 15th annual conference of the National Women's Studies Association will address: 
human rights/women's rights, politics of women's work, feminist theories in a global 
context, conceptualizing the body. Contact: NWSA Conference Office, 105 Landscape 
Architecture, Iowa State University, Ames, IA, 50011, USA. 

Excellence and Equity in Education 
August 24-27, Toronto, Ontario 

The Canadian Association for Community Living and The Roeher Institute host an 
international conference on integrated education for students with disabilities. English/ 
French simultaneous interpretation. Contact: The Canadian Association for Community 
Living, Kinsmen Building, York University, 4700 Keele Street, North York, Ontario, 
Canada, M3J lP3 (416) 661-9611, fax (416) 661-5701.  

Social Change: Women's Studies,  
Feminist Research 
August i3-l7, Ottawa, Ontario  

This conference will fo cus on women's feminist studies, its content, pedagogy and 
research. Contact: Joint Chair of Women's Studies, Carleton University, Université 
d'Ottawa, Ottawa, Ontario, KIN 6N5, (613) 788- 6644, fax (613) 564- 7461. 

Women, Literacy & Development 
September 15-21, Cairo, Egypt 

The International Council for Adult Education's fifth world assembly will focus on 
women, literacy and development. Contact: ICAE, 720 Bathurst Street, Suite 500, 
Toronto, Ontario, M5S 2R4, (416) 588-1211, fax (416) 588-5725.  
 

 
 
 
 
 
 



 
 

. . . .  

CCLOW  

The Canadian Congress for Learning Opportunities for Women was founded in 1979 and 
is a national, voluntary, feminist organization with networks in every province and 
territory. CCLOW advocates equality for women by promoting equal participation in our 
educational, political, economic, legal, social and cultural systems. To overcome 
discrimination based on gender, age, race, class, ethnicity, ability and sexual orientation, 
CLOW focuses on improving educational and learning systems. Our work includes 
maintaining a Women's Learning Resource Centre, publishing Women's Education des 
femmes , innovative research, advocacy, program development in local areas, and 
involvement in educational related activities and events.  

. . . .  

CCPEF 

Le Congrès canadien pour la promotion des études chez la femme a été fondé en 1979. 
C'est un organisme national, bénévole et féministe qui a des réseaux dans chaque 
province et territoire. Le CCPEF prône l'égalité des femmes en promouvant une 
participation égale de tous et de toutes à nos systèmes éducatif, politique, économique, 
judiciaire, social et culturel. Pour surmonter la discrimination qui se fonde sur le sexe, 
l'âge, la race, la classe sociale, les caractères ethniques, les compétences et l'orientation 
sexuelle, le CCPEF s'attache à perfectionner le système éducatif et celui de l'apprentissage 
des femmes, publie Women's Education des femmes , se fait le défenseur des femmes, 
s'occupe d'élaborer des programmes dans différentes régions du pays et participe à des 
activités et à des manifestations dans le domaine de l'éducation.  
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