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It happens once a yea:r, Good King W, leaps into action 
with cha:ritable acts of love towa:rd hi$ poverty-ridden 
serfs, goodwill and camaraderie prevail for a few short
lived days, To .fulfil the hopes of expectant friends 
and relatives consumerism flourishes. This seasqhal 
boom, for stores, shops ·and restaurants creates a pro
portionate vacuum in the labor pool - and yes, you 
guessed it, women a:re the · ones to ring your sales 
receipt, wrap your gifts, sort your mail, cater to y.:rnr 
Christmas banquets: in short, meet the greatly increased 
demand for those services that a:ren't as necessa:ry 
during the rest of the . year. Needless to say, these 
casual appointments · are made at minimal cost to the 
employer, so whilst profits peak, ~ women a:re exploited, 
after all, we are expendable 

This issue of Prairie Woman is concerned with the abuse · 
of women in the labor ·market, Even through we · make up 
almost half of the labor pool, we remain disproportion
ately at the bottom of the ladder in terms of job 
creativity, salary, responsibility, status and security. 

. . 

If "women'i3 work" were organized to a g:r;eater and better 
extent than it is now, we could begin to ameliorate those 
discrepancies which serve to maintain our ghettoization. 

Some of our a:rticles examine existing conditions, some 
advance reasons for inequality in the work force, others 
suggest·solutions. 

We must continually explore injustices, refine · proposed 
solutions and most· importantly, act ·against our oppression; 
as women; as women; as workers. 

. . 
Prairie Woman Collective 
December 1978 



Dear sisters, 
Now that women had their s~-

called 'chance' during International 
Women's Year of expressing their dis
content, the Canadian establishment 
once again pressed on to what it con
sideI'ed more 'important' matters with
out solving any real problems faced 
by 'women today. 

Concessions and r.ights enJoyed 1by 
women today have been won only by con
tinu~d action and. organized struggle. 
Here are a few concessions made re
cently to women directly as a result: 
(1) Amendments to the Married Person's 

Property Act. 
(2) Dept. of rSocial Services providing 

funding for Rape Crisis Centres 
across the province. 

(3) Recommendations to include home
makers as recipients of weekly 
insurance payments in the case of 
partial or total injury. 

It is evident that these con
cessions are not the answer to the 
major problems faced by women. They 
will not liberate ,or- emancipate them 
from their traditional roles. 

Other important reforms which 
women are fighting for, such as equal 
pay for equal work, no discrimination . 
against women in any job classifi
cation, fully paid maternity leaves, 
free daycare facilities, free abortion 
on demand, and family planning clinics, 
to name a few, have not .been suffi
ciently dealt with. For example, the 
problem that the majority of women are 
still in traditionally low-paying jobs 
has rtot been solved. . Reforms have 
not been offered on this issue be
cause low-paying jobs ape going to 
remain in capitalist society and women 
are a cheap supply of labour. 

Equal pay for equal work is another 
issue that has been t 9uched , on but no 
serious action taken. A caretaker's 
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wages for example, .is considerab.Ly 
higher than a stenographer's or 1 
clerk's (caretaker's salary at the 
university starts at $847/mo as 
opposed to $701 for a steno). Why 
the injustice? One of the reaspns 
given so often is that a woman~s 
income is secondary to the man's. 

Alienation and inequality are 
frequent complaints from women in the 
workforce. A university professor 
living comfortably (on approximately 
$30,000 annually) and who has some 
control over his work, cannot under
stand why a steno or library worker 
doesn't put .everything she has into 
her work, not r 'ealizing that the re
wards of gratitude, self-respect, and 
accomplishment which he attains, are R6'" 
not the same rewards received by the 
steno. She is alienated from her work 
--not only is she told what . to do but 
how to do it , 

An answer to this, is that more 
women in the workforce are gett~ng in
volved in t rade unions not only to 
fight inequalities and discrimination 
they are faced with everyday but for 
future goals as well. At the Univer
sity bf Saskatchewan more women have be' 
been elected to the union executive. 
The barik workers in Saskatchewan are 
organizing despite struggle with bank 
management. Women in these unions, 
and all unions, will have to make sure 
they are fairly represented and in
sist that' their union continues to 
fight for women's demands. 

What other methods are to be 
used in answering women's problems? 
Cuncessions are not enough. More and 
more women are beginning to reali~ 
that besides fighting fo+ major rb 
forms they should also fight to tran~ 
form unions into instruments of 

change. We must fight ±:or real li,ber
ation of freedom and equality. From 
a Marxist viewpoint, freedom means 



living life to the fullest; not only 
by having economic security to satis
fy human needs (food, clothing, and . 
shelter) but also by having the oppor
tunity to fiully develop one's poten-
tiol. ) 

In concluding, I have briefly tried 
to point out that the most we can hope 
for are concessions under capitalism, 
which is why I ' joined the women's . 
movement. The Socialist Women's Move
ment proposes an alternative for 
women as opposed to other bourgeois 
women's groups which appeal only to 
women in higher echelons of society. 
Socialism offers a change arid an in~ 
centive which capitalism does not offer 
.:.-the incentive to work not just for 
the betterment of yourself, but for 
women collectively, and society as a 
whole. Socialism, unlike capitalism, 
is not based on the oppression of 
women and this is. why socialist womens 
movements have the potential of or
ganizing thousands of women to fight 
for their liberation. 

Angela Bishoff 

Dear Prairie Women; 

Gee it was good (far ·be it for me 
to know the .definition of the word) to 
recieve a Prairie-Woman in the mail 
after such a long time. I thought I 
had been cut off for not paying my 
dues ie. $4.00. 

I might say you are doing a wonderful 
job you three, or is it re~Jly four? 
But obviously, as your pleas implied -
you're not. 

So you need help, eh? It was a fore
seeable future from a long time ago, 

\ 

that is now happening. 

I think it must have something to do 
with change or to be more specific, the 
lack of it. 

/ 

\ 

My contribution to SWL has never been . 
more than slight, needless to say. 
However, even that was somewhat of a 
priveledge in my eyes, only at the 
time of encounters and when I perchanced 
to think about this mysterious women's 
organi~ation who's goals were either 
established by women who's goals were 
set for themselves or perhaps never set 
at all. 

Please don't misinterpret what I'm 
saying it should be obvious(~be 
pnly to those select few) that what 
I'm saying is that I know I don't 

know. This ~eems to be a dilemna I am 
constantly faced with these days 

I 1 find myself being absolutely re:Pulsed 
by the notions some people have, the 
adacity to try to make me believe that 
one knows. 

If I may take this opportunity to make 
a very poor analogy I would definiteiy 
be your guest and be so bold. 

How in this world has the concept of 
existance ever been defined as change 
due to lack of it? Progression due 
to lag? · 

Understandably, you have, will, or never 
will; perhaps beginning, these exact, 
but ever so nebulous ideas. 

And you see if you ever know what 

I'm talking about, I'll know that you 
think that you know and I'll know that 
I don't know. 

SalQt mes copines. 

Mary 



Most women who work in factories 
do "piecework." Piecework is a 
system where the more you do, the 
more you earn. This article will 
explore ·piecework in a local clothing 
factory. 

Hints at a rapidly-increasing 
paycheque--"the . Sky's the limit"-'
lures imany a new recruit into one of 
the crueller forms. of exploitation 
to be found in a developed country 

The new recruit naturaliy ex
pects to reach "base" ( 100}6) in no ' 
time. The first.· day on the job she 
might sew ~ waistbands on x pairs 
of pants; by her third day the num-
ber may have doubled; if she can keep 
on increasing her outpu~ as her in
structor exhorts, she'll be above 
base at the end of her three-month 
training period. She tries. 

A week .later, the · recruit's f~ce 
falls hen she discovers 100% pro-
~uction is x hundred waistbands 
attached to x hundred pairs of pants 
in one day. Ho~ Ee was never like 
this. 

At this point, one ~ore· statistic 
will be• added to the turnover count, 
or else to the number of "girls" the 
manager can brag, "swear by the piece
work system." 

The trainee who stays will, under 
threat of losing her job, learn .how 
to stretch her mental and physical 
stamina over a solid 40-hour week to 
sew the requisite number of pants to 
make base rate, a few cents above . 
minimum. She will learn how dependent 
supposedly "limitless" output is on 
the condition of her machine. She 
will learn a change of even an inch . 
in the pant size can slow her down 
as much as '20 percent. Dull needles, ' 
low~quality threa~, bulky cloth, can 
all knock points off the paramount 
percentage output. 
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. Her paycheques will be only re
motely predictable. Machine problems 
cari occur at any time, and can lop 
a hefty amount off, Th~ spectre ~f 
temporary lay-offs loom close--any 
dl:-astic increase or decrease in one 
operation can "bottleneck" the whole 
factory, and a£fect the quantities 
put through on other operations. On, 
top of all this, the company's method 
of calculating percentage, an oper
ation's average sewing time, average 
percentage, etc., etc. is too com
plicated for 'most workers to know if 
they're getting a fair deal. 

Of course, the company is mean
while getting an exceptional deal. 
Base rate is a few cents above mini
mum, and few women complain ~bove a 
whisper. The more workers who average , 
over a 100%, the fewer the company has 
to hire--hence it 'can save on space, 
machines, supervisory salaries,benefit 
'.funds,· uniforms, and so forth. Com
pany savings are lowered slightly by 
wastage of materials (which occurs on 
a very small scaie by working class 

' women, taught all their lives to be 
frugal), sabotage (by frustrated 
workers) and mistakes. Haste makes 
waste, but unfortuantely, not enough 
to force employers to stop and 
seriously cons.ider the piecework 
system. 

Although its victims realize it's 
a rip-off, piecework continues to 
thrive. Its ideological basis is 
well-rooted in a society that con
tinues to indoctr~nate women with the 
"three virtues": obedience,, ·silence 
and passivity; Women are encouraged 
as well to compete, compete, compete! 
against one another--in productiveness, 
appearance and the degree to which 
their dependency on men has grown. 
The consequences of piecework read li:ke 
a litany . of "female complaints": 

' 
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isolation, frustration, confusion, fear 
of disapproval, helple$sness. Pie~e
workers are physically exhausted not 
only from straining to meet unrealis
tic and ever-expanding production 
goals, but also from the double-days 
most of "'s as women are expected to 
put in. If an employee is known to 
complain too nruch, she is shunned 

she may be called to the office, 
which lowers her percentage. 

The union, in the workers' minds, 
is either "bad, as all unions are", 
or conjures up images of. ·a sellout: 
contracts containing "management 
rights" clauses; union and management 
going "halfsies" on canne4 turkey for 
the women as Xmas bonuses. 

by other .workers who find it too 
painful to be constantly reminded of 
their oppression. She gets boxes 

Problem: daily we know why we 
should .fight--if only we knew how. 

of repairs to do from her supervisor, by Norma Hersching 

Exile for union members! 

This poster was circulated in England in the early nineteenth century, 
war'ning anyone joining "illegal societies or unions" that they were 
risking exile to the cbnvict settlements. "Felony" was (and still is) the. 
term used in Britain and the United States for a serious crime. 
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OR . . . 
• [ _· \ LI )) or j~ a.1o j tM.Y-e.. ~ Wr"o~ se:; 

Job ghettoization is occupational 
segregation on the basis of sex. It 
is . not a separate-but-equal proposi
tion. Jobs which are consider~d to 
be "women's work" are usually very 
poorly paid in comparison with "men's 
jobs." 

Sex as the basis for div.ision of 
labour is certainly irrational but 
statistics confirm that it exists. In 
Saskatchewan in 1975, 39 percent of 
all working women were in clerical 
positions; 21 percent were in pro
fessional and technical positions 
,( mostly teachers and nurses); and 15 
percent were in service occupations, 
·making three-quarters of all women 
workers employed in just three groups.1 
Women earned an average wage equal to 
55 pe~cent that of men in 1973,2 

Even though women comprise a vi-
tal section of the labour force they 
are still erroneously viewed as a 
surplus labour force, (Think of the 
economic. results if all the so-called 
surplus .· workers left their jo'bs to
morrow.) We are the last to be hired, 
the first to be fired, Since many 
emplo,ers see our incomes as sec-0ndary 
to the family, ~hey . do not appreciate 
the need of a decent living wage, in 
spite of the obvious fact that many 
of us are the sole supporters of our
selves and our families. Too often 
we are passive and weak, be.having as 
though we are second-class citizens; 
instead of demanding the rights we 
deserve for the responsibilities we 
accept. 

1'11P.'University .Employees Union, 
CUfE local 1975, Saskatoon, is a 
good place to examine job ghettos 
since the university employs a large 
number of people in a wide variety of 
jobs with widely varying pay scales, 

The three classifications with 
the l ,owest pay scales ( 1977 rates) on 
campus area 

. 
Clerk I, $685 per month - $783 after 

six years experienc~; 
Clerk Steno I, $701 per month - $783 

after 5 years experience; 
Library Assistant I, $685 per 1month -

. 

$783 after 6 years experience, 
Exact figures are hard to come by, 

but i~ is obvious to any casual ob
server that the majority of thes~ 
positions are held by women, The 
required qualifications for these 
~obs are completion, of grade 12, typ
ing, and familiarity with office pro
cedur,es such· as bookkeeping and filing. 

'mu'ee jobs at the lower . end of the . 
pay scale that are usually done by 
men are: 
Labourer ;. Gardener I; Caretaker I 
all paying $847 per month - $875 ' 
after one years experience. · 
All of these classifications have 
basically the same qualifications: 
grade 8 _and the ability to do physic~l 
work 

It is difficult to compare skill 
effort, r esponsibility and walking , 
conditions of jobs. The "men's jobs" 
ar~ often ~easonal, involve uns6ciable 
hours, and unpleasant working condi
tions. However, the $150 a month dis
crepancy ~n pay is too wide when the 
high level of ' education and specialized 
skills required in the clerical jobs 
are considered. The large number of 
incre~ent steps reflect this. 

Women receive low pay because 
managements know that they are not 
militant ~n their demands. They are 
usually paasive in unions and our 
local is no exception. Although the 
overall participation by women in 
union activities is not nearly high 
enough to reTlect the number of women 
employees, ther~ are signs that this 
is changing; women are becoming in-

.valved in union committees and in 

) 
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working women's groups. · Fifty
seven percent of the 1979 executive 
are female. 

'!here are several methods ~hich 
could be employed to upgrade th~ pay 
of women in CUPE 1975, First we . , 

_,_ 

c~uld ne~ot~ate for bargfining ~nit 
wide seniority. At present, our -
seniority system is within the depart
ment, that is, a library employee would 
get first chance at a promotion in 
the 1library, even if a clerk from the 
hospital with many years more senior
ity applied, With bargaining unit-wide 
seniority, that clerk could apply 
for any job on campus that she: was 
qualified for, even a job that is 
usually reserved for men. Second, 
we could make a concerted effort to 
close the wage gap between the lowest 
and highest paid union members (often 
a matter of closing -the gap b,etween 
male and female). Since percentage 
increases widen_ .the gap and '·+ump- sum 
dollar increases maintain them, the 
only appcµ-ent viable alternative is 
a combination of percentage and across
the-board increases. Third, a campus
wide job evaluation project, which 
would expose glaring discrepancies, 
could be instituted. We had a pro
ject (limited to library assistants 
only) which lapsed into oblivion be-· 
cause management reneged on the ori~ 
ginal agreement and refuse~ to allow 
the union to evaluate education and 
experience. Properly don~, "j<Db evalu
ation would equalize pay rates by 
placing each job at a level relative 
to all others on campus. 

Unions must be alert to problems 
connected with some · of these solutions. 
The wage gap cannot be closed at the 
expense of "men's jobs", a danger 
inherent in job evaluation and lump 
sum increases ($847 a month is only 
barely a living wage after all). · we 
don't want men's wages lowered--we 
want ours raised. 550 employees 1out 
of a total of 1100 are in the clerical 
and library group. Management is 
getting the work done at bargain 
basement wages and this 'situation will 
not chan~e without a lo~g, hard .fight. 

Many of the problems- associated 
with job ghettos cannot be solved at 
the local union level, but are the 
concern of society as a whole. Arti
ficial barriers to full female parti
cipation .in the work world must be 
removed, · To ensure _that we , are pr~
pared for opportunities in the labour 
fo~ce, women must acquire a wider 
scope of educational and technical 
qualifications. An attitude change 
is necessary for managers, unions, 
governments, men and women, before 
false distinctions between "women's 
work" and "men's work" are discredited. 

Caroline ,Andre 
Janet Hone 
Shelley Young 

1. SaSkatchewan Dept. of Labour, Women's 
Division. Saskatchewan Women in the 
Labour Force, F ~phlet . n.d. p. J 

2. Ibid., .P• 4 
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The Saskatchewan Association on 
·Human Rights at ·its annual meeting 
on November 9, in Regina, passed the 
following resolution1 

-1.o-

"Whereas freedom of sexual orienta;tion 
and expression is a fundamental human 
right, and . 

Whereas 1support for the protection 
of gay rights is coming from many 
organizations, among them the Sask
atchewan Federation of Labor, Sask
atchewan New Democrat Youth, the United 
Church, Canadian Labour Congress, and 
tn e Canadian Bar Association, and 

Whereas the struggle for gay .rights is 
part of the struggle .against sexism 
in our society. 

Be it resolved that the SAHR1 

1) continue to promote and defend 
this freedom through active support 
of the campaign to includ~ sexual 
orientation under the protection of 
Saskatchewan human rights ,legislati9n. 

/ 

2) provide what assistance it can to 
the Saska tche:wan Gay Coalition if and 
when so requested. 

Be it further resolved that .the SAHR 
expand the support of this issue to 
the community general through public 
education and advocacy at every oppor

- tuni ty." 

At the NDP annual convention in Regi~a 
on November 19, delegates gave their 
support to g~y rights. 

The four part resolution called for 
amendments to the provinces' human 
rights legislation and is designed to 
forbid discrimination not only on the 
basis of· sexual orientation, but marital 
status, handieap and age. 

This is the first time the issue of 
gay rights has actu~lly ?een debated 

,.by the full convention. It is encour
agi· in tha-t light, since it passed 
by a ~-thirds majority. The passing 
of the ~elution places increased 
pre~sure 0n the government since it is 
now a strongly mandated party policy. 
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Coc.KTAlL. 'AF\t1'RE.S~ fMG- IN 5f\Stcf\TOON 

A vast majority of women have waitressed 
at one time or another yet little has 
been said about the problems and situations 
they are faced with wh~le at work. 

. 
This article will attempt to look at 
some of these problems by having wait
resses express tpeir own views and 
impressions on ·major areas of concern. 

Four important areas that waitresses 
feel need discussion and which will be 
dealt with here are: general working 
conditions, sexual harassement, salaries 
and tipping,. and unionization. 

We have prepared a questionnaire(based on 
these major topics) for waitresses to 
use as a guideline · in expressing their 
problems. Needless. to say, we have 
found their accounts shocking and have 
placed them here in hope that they will 
tell their own story. 

Most waitresses indicate that their 
working conditions are less than adequate. 
At the A-4 the pace is "very hectic, no 
breaks, can't sit or smoke. Bills never 
rung separately at bar so waitress was 
liable if she miscalculated and was short 
mon~y at the end of the night . ' (There 
is) a very high turnover because waitress
es can't stand the constant pressure. 
Management constantly understaffs on 
purpose, enough women are available but 
are not given the hours of work. The 
clientelle 'sleazy' - most think wait
resses are there to be picked up, they 
think that women are there because they 
don't get along with their husbands or 
they want an 'easy pick-up'. I ' refuse 

.t.o work there again because of constant 
harrassment and unfair treatment." 

Another waitress wrote 

very seldom did I . get 
breaks other than a half 
hour for an eight hour 
shift, other than a few· 
minutes you could sneak 
off and get away with, 
it was always a matter 
_of not getting caught'. 

In the . last place I 
worked(Fast Freddies) the management was 
good about supporting your decision (to 
cut -off customers). In other places I 
was informed that I had to expect a 
certain amount of harassement from ·male 
customers and was supposed to put up 
with it, pinching, feeling, etc.but I 
never did. turnover is high 
it is a job that has no real future 
you know you can quit on short notice 
and hopefully easily get another waitress
ing job. Even though you try to get 
another kind of job you end up g9ing 
back to waitressing because of the money 
and you know you can get a job. It's a 
rut!" 

"At the Sands with 11 people on the floor 
.no more than two could sit at any given 
time even if there were only a few cus~
omers. Coats, purses and smoking was 
confined to the tiny room where empty 
bottles were stacked It's law now 
for female employees to be escorted home 
after midnight. Without this option it 
is difficult to discourage customers who 
want to "pick-up" waitresses - they hang 
around, follow you home, etc. and generally 
make going home without a cab an exercise 
in paranoia," 
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Many waitresses are tinaware of this last 
law. Holiday Inn flatly told one wait-
ress that they would not be providing 
taxis home(she was unaware of the law); 
They told her the deciding reason in 
hiring their latest bar manger, a woman, 
was that she has a car, and would not 
cost them a fortune in taxi fares. 
Management will simply hire waitresses 
who have· transportation, or whose boy
friend or husband will pick them up. 

Management will generally support t0eir 
waitresses in decisions to 'cut-off' 
customers - or else they know they will 
lose their staff quickly. However, as 
one worrian put it "they'd prefer you to 
take the drurik's money," 

Our survey indicated that the smaller the 
establishlnent the more likely it was 
that conditions were better. Also, there 
were less hassles and better rapport 
between waitresses and female bar man
agers: "The old ParkTown (the ParkTown 
Folk Club, now def~ct) was special and 
it had a lot to do with the woman who 
was bar manger. The wait~esses would do 
a fair bit for Lena she backed us 
up compl~tely on cash hassles and drurik 
customers (and) she always .took our side. 

if you have to waitress the type of 
people you work under are very important. 
A~l the low points of waitressing can be 
overcome temporarily if the staff are 
supportive and together. Sisterllood was 
pretty strong there when I .was working." 

Many waitresses had trouble with their 

No one is paid extra for 
staff, yet it is part of 
duties, as is clean-up. 

training new 
a waitresses 

Sexual harrassment from male bartenders, 
managers and customers is an oc?upation
al hazard. Many clubs require the wait
resses to wear provocative and demeaning 
uniforms, which doesn't help the problem. 
(A-4, Top of the Inn, FastFreddies are 
expecially guilty here). "The bartender 
(at A-4) is a sexist creep and is con
stantly making rude comments (he) 
t~rows ice-cubes down the waitresses 
tops the boss will follow the 'girls' 

. around and harrass them in public whiie 
she is trying to work. (Management uses) 
constantly, terms that are sexist and 
demeariing. 'Baby', 'Would you like it 
from the front or back?' Questions about 
personal life etc." Another waitress 
had been promised, by managers, on various' 
occasions "a nice little raise or better 
position(or. shift or section) in return' 
for a discreet affair!" Anyone who has 
ever been a cocktail wai tr·ess is sick 
and tired of lewd smart-ass comments from 

~-r. "M I h 1 customers when she a;:,r.s ay e p you. 
or "What would you like?" One really 
wonders if the money is .worth all these 
hassles and put downs. As one waitress 
put it, "Personally, I would rather be 
unemployed." 
Another problem encountered in waitress
ing is the typical low wages (usually 
minimum), and compounding this is the 
system of tipping, with all its' inherent 
problems. 

pay, citing missing hours and other "At the time, it(waitressing) was supp-
"bureaucratic nonesence". Wai tresses are lementing my student loari. Pay was 
rarely, if ever, paid overtime, yet they minimum; raises??? Tips were important, 
have to stay until the last customer has only thing which made it financially 
gone. At °Fast Freddies, waitresses were feasible. 
suppos~ed to be ~aid for time spent at 
staff meetings. It took repeated complaint "(receiv~d) minimum wage" Tips are a . 
by one waitress to the Labour Boa.id before big help." 
the problem was rectified; even then 
there was no retroactive pay. At another 
club, "once money was taken off because 
the cash register was short. We went to 
the Labour Board and were reimbursed," 

"I look at a person who files, types and 
answers the telephone for $4.50/hr. with 
regular raises and I wonder why I'm 
working my ass off for minimum wage." 

"I was supporting myself only, and you 
depend heavily on tips, because I was 
always paid minimum wage or close to 
nd.nimum and it is hard not to let your 
dependence on tips affect your attitude 
and the performance of your job." 

"(recievedj minimum wage. Tips are not 



-15-
. \ 

all that good in Saskatoon for the average One waitress at A~-4 night club 
waitre~s. You have to have a very out- answered: "Yes, but here .it; is 
going personality to receive good t~ps." impossible because of high turn over,., 

.. . because' waitresses, 
"A lot of people do not tip, in fact, 
mo st tlidn't. Most women didn't, unless 
they themselves were or had. been wait-
resses. And a lot of people have crazy 
ideas about how much all waitresses make 
in tips,(like-she's making ; 
why should I tip her). Chances are most 
of her customers are thinking like that." 

"Wages - generally minimum. I worked 
part-.time at the ParkTown for nearly ' 
two years without a raise yet there were 
promises of one . I was supporting myseif 
and relying heavily on tips - managements' 
constant justification for such poor 
wages." 

can't take the constant pressure, 
If the boss doesn't like someone he 
cuts back their hrs. until they 
quit (eg. 2 hrs/week)~ .. 

A frustrated waitress answered 
"yes" to unionization. She went 
on" "Unskiiled male laborers (no 
training) make $5-7/hr· and I, with 
some training · am still working for 
$J.25/hr. We need to be unionized," 
An interesting point is that the 
Holiday Inn is unionized but we 
don't know how successful it's been. 

Here is an interesting response 
from a waitress at the Park Town: ' 
"The hotel workers tried to unionize 
while I was there and the cocktail 

'.'I think the situation of tipping is waitresses were the strongest supporters. 
exploiting both the waitress and the .The problem was that the process took 
customer; with the business receiving the such a long time that some of us had 
benefit of this e:;.:ploitation. It is left by the time it came for a vote and 
through the system of tipping that they_ then again we were only part-time 
get away with paying less than adequate and didn't have IJlUCh interaction with 
wages The customer is expected to make the full-time -staff (cleaning women 
up the difference with their tips. These and cooks, etc~). Management also 
jobs do not pay enough to live on wi thout did a real number, The owner-manager 
the tips, expecially cocktail w~tressing. went out of his way to ' encourage a 
I _was_ working supposedly_ "full-time"at25hrst sickly father-figure image and a lot 

'Wt$3.25 an hour. What I don't like is of women bought it. There was talk of ' 
~what you have· to put up with because of firing if a union came 'in and the 
this system of tipping. You're supposed owners started making lots of trips 
to be really "nice" and. put up with to the kitchen to chat .to the "girls" 
jerks; because :ziou might get a tip out and assure them what nice men they 
of them And you're really dependent really were and yes maybe an air-
on them; and the manage~ent knows this." conditioner could be afforded next· 

The subject of unionization is year. In the end one of the women 
one important area that needs to be who was organizing was fired and 
discussed and debated 'fully amone morale among the staff was hopelessly 
waitresses. To get the opinions( of split by infighting (encouraged by 
the majority of waitresses in Saskatoon management) and' accus~tions as to 
on this subject would indeed be a who had informed on who," 
much longer and involved undertaking Another familiar reply to unionizing 
compci.r'ed wi ~h our small project, was . "Yes, but 1t

11 
would be so terribly 

However, we feel our surve'y is a ~ to organiz~ obviously due to 
start in pointing out some of the staff changes being always constant 
problems that waitresses have in because unless management has some 
trying to unionize. 'Ille question rapport with its staff, -problems go 
we asked was whether organizing a lplSOlved arid unnoticed," 
union would be helpful in fighting Another answer: "Most definitely 
for better working conditions and a but management has the upper hand -
decent living wage. there are too many women willing to 

take these jobs or are afraid of 
losing them that they become passive 
about unionization," ' 
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It is evident from these few 
replies that waitresses are starting 
to talk openlY about the poor working 
conditions and unfair treatment they 

are faced with daily, and some are 
willing to organize to fight to better 
these conditions. 

Not only are waitresses exploited 
as a cheap source of labour, they 
are exploited sexually, i.e. they are 
expected to 'look glamorous or, as Greg 
MacDonald, management of Fast "Freddies 
?ays "only foxy people n~ed apply." 
The system of tipping continues to 

be 'management's rationale for low 
wages. We could go on and on ·and on, 

We would really like to hear 
about your waitressing experiences ·and 
your views on this subject, Write to 
Prairie Woman, P.O. Box 4021, Saskatoon. 

Angela Bishoff 
Debbie Woolway 
Pam McFie 

A woman friend impressed me · 
with a story levelling a 200 lb. drunk 
in three blows. When she didn't 
claim to years of experience in 

self-defence, I wanted to know how she 
did it, what she used,and where to 
ge.t it. The weapon came in the form 
of a weekend workshop on Wen-Do, 
self-defence for women. It's designed 

to deal with different levels· of 
aggression against women - from a 

dz:unk at a party (soft Wen-Do)' to a · 
·situation endangering her life (hard 

Wen-Do). The theory, proposed by a 
family in Toronto, responds to the 
needs of women with little time to 
devote to self-defence. 

The basic principles are sur-. 
prise, (no-one expects a woman to 

·fight back with confidence and sR.ill), 
circularity, (using the weight and flow 
of the attacker's motion to your 
advantage), smoothness of motion, 

and self-trust. At the beginning of 
the workshop I participated in, we 
were taught to ki yi "hut". This 

deafening throaty yell is used to 
frighten the attacker and instill 

confidence in the woman. It wor\s; 
several hours into the practice our 

collective grimaces and kiyis would 
have frightened off the most aggressive 

of attackers. 
We were taught which areas of the 

' bod~ are most vulnerable~ what degree 
of impact would injure, and what would 
kill. Practising in twos and threes, 
we took tur:ns being 1attackers and 

attacked. As a group we analyzed 
the psychology of women as victims, 
talking about styles of walking and 
dressing that are most subject to attack. 

We learned to be more aware of 
our surroundings, to plan our routes 
while walking at night, . and to know 

where to get help. Trust your intuition: 
if you feel nervous check out the causes 
- there is often a very good reason. 
Take all verbal threats seriously 
- if someone tells you they are going 
to kill you, believe them. When 

attacked, respond immediately, run 
if P.ossible, yell - it's better to be 
embarrassed than dead. Don't try 
to run from a gun. Breathe deeply: 
without oxygen we become weak, our 
thoughts unclear, and our judgement 

poor. 
Wen-Do tea.ches us to defend 

ourselves with our complete bodies 
and minds. Blows should be deliv
ereaf,o go through the attacker, 
not just to hit him. 

Wen-Do is a rapidly growing 
network of women teaching women. 
Many Ontario rape crisis centres 
are training their workers in Wen
Do and encouraging victims of rape 
to learn the skill. 

An organized group of 20 or more 
women could sponsor a course here 
instructors are eager to welcome 
Saskatchewan women to the network. 
The cost would be airfare for the 
instructor , a comfortable billet for 
her, and building rental. I have 
contacts with women in Kitchener, 
Waterloo, Toronto and Vancouver. 
Anyone interested in setting up a 
workshop call DaEhne at 664-3638. 

Daphne Boyer 
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Any inequality between the sexes 
under the Unemployment Insurance 
regulations are the result of nature, 
not legislation. 

That's what the Supreme Court of 
Canada said October 30, when they 
ruled 7-0 against Stella Bliss. Bliss, 
who had been excluded from regular UI 
bertefits under Section 46 of the Unemploy
ment Insurance Act because she had just 
had a child, had claimed that Section 
46 of the UI Act contravenes the 
Canadian Bill of Rights by discriminating 
on the basis of sex. 

The Supreme Court decision upholds the 
discrimination of Section 46. It is a 
kick in the stomach to all working women, 
especially those -thirty thousand a year 
who are denied regular benefits because 
they are pregnant. 

Section 46 arbitrarily forces women 
who .are· pregnant to apply for maternity 
benefits even when they qualify fully 
for regular benefits ,and would prefer 
them. J 

Unions and women's groups across 
Canada cooperated in bringing this 
case to the various courts of the 
lanh. SORWUC (Service, Office and 
Retail Workers Union of Canada), Bliss' 
union, took the case to UI umpire, 
who found that Section 46 "authorizes 
discrimination by reason of sex." This 
judgement was appealed by UIC, over
turned by the Federal Court of Appeal 
and finally squashed by the Supreme 
Court. 

'As a result, so~e recent tules have 
befU announced by Employment Minister Bud 
Cullen regarding UIC. 

extension of supplementary 
unemployment benefit plans 
to ~nclude those~which cover 
unemployment caused by 

maternity only. Currently, 
maternity benefits are only 
allowed under plans which 
.also provide compensation 
for temporary lay-offs. 
Under such plans, the govern

ment pays the woman about two
thirds of her regular salary and 
the employer pays the rest, up to 
a maximum of 95% of her regular 
salary. About 400 employers have 
supplementary benefit plan~ fcrr 
lay-offs covering ahout 400,000 
workers. 

Women who receive maternity 
pay from employers will no 
Longer be penalized when 
they get government 
maternity benefits. They 
now lost two weeks of 
government benefits if 
they got employer benefits 
during a two-week waiting 
period. 

,The qualifying period for 
women unemployed because ·of 
pregnancy would be doubled, 
easing work requirements. 
Under current rules the 
woman must work 10 to 14 
weeks in the l _ast year to 
get regular in~urance 
benefits. Under the new 
rule she would have to 
work only 10 to 14 weeks 
in the 1ast two years if 
she was 'unemployed because 
of pregnancy. 

Women who wish to have 
their babies outside 
Canada could collect 
maternity benefits. 
The cur~ent ru~es do 
not allow this. 
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tricky rules for qualifications. 
These . changes do not go far enough. 
Women who work and pay UI premiums 
should not be deprived of benefits 
Ŀa~bitrarily in situations where 
men would not. 

iOU)VE COME A 
-LOK&Ŀ.W~i B~B~ 

' 

' ~loV\AeY-- if we 
covld_ ~feS~ o. 

\o.\~c- ~A11tv- ~i'"i"'~ 
s11i \ 

The National Acti911 Conmittee 
on the . Status of Women has sent 
a telegram to the Chairman of 
the Federal Human Rights 
Comnission an:i issued a press 
rel.eas~ expressing grave concerns 
with the guidelines which ·will 
pernd.t ~loyex;is to justify 
wage differences for males 
and females. "We are particularly 
distressed by the guidelines . 
which allow employers to. WY 
men and women different wages 
where merit, training, rehab-
ili tation' red-circling am 
internal labour force surpluses 
·are f actars" , Kay Macpherson, 
President of NAC, said. "The 
law is, meant /to end the wage 
discrimination women in the 
federal public service haye 
endured for years. Now we 
have all these exceptions 
which really nDCk the iptent 
of the legislation." 

NAC has also presented briefs, 
written to Bud Cullen, and met 
with Cabinet members to express 
concern over U. I. c. cutoacks 
arrl other job creation programs. 
"It is clear that these 
proposals from your Ministry, 
together with evidence of cuts 
ac:t\::)ss Canada, particUlarly\ 
child care an:i other social 
services for women, are part 
of a canpaign to drive women 
out of the work farce and -back 
into the home; to . lay the blame 
for ~loyment on women; to 
divide the working people arx1 
to divert public attention fran 
the mismanagement an:i lack of 
planning which' has contributed to 
the present situation. In fact, 
Un~loymerit Insurance will 
am::)\mt to a tax on married waIIS1 
woo work, since they will be 
forced to contribute to the 
f urxl but seldom be able to draw 
from it~" 

NAC is asking the Governnent 
to: 

( 1) 'establish job creation 
progranmies

1
specifically 

for women, but mt 
limited to the lCM-
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paid trc¥iitional 
"f ernale" jobs; 

( 2) continue Unemployment 
Insurance Benefits with 
training allowances t<,:> 
permit worn.en wi ~h 
deperrlents to take 

· advantage of training 
programnes ; and 

(3) ensure that eligibility 
requirements for U.I. are 
r¥:>t designed to exclude 
married women. 

rAY CARE IN CRISIS 

The 1978 Child Care Conference 
was held in Saskatoon Oct. 27-29. 
One of the important recorrunendations 
coming from the Conference has to 
do with the formation of a Prov. 
Child Care Associatibn. 
Despite the need for day care, 
vacancies at centres are 
increasing, necessi~ating staf £° 
lay-offs arid centres closing down. 
Almost all daycare centres rwst 
charge $20 - $30 eXt:ra per month 
to meet basic eXpenses. Parents 
who want arrl need daycare simply 
can't afford it. :J:n Canada, 
only 5!6 of ·children under 3 and 
16% of those 3 - · 5 needing day 
care are in some fonn of licensed 
childcare. Where are the others? 

One of the resolutions passed at 
the Cchf erence was a. notion that 
a Pmvincial Day Care Assoc. be 
formed to : 

a) cultivate canmunica.tion 
between .day care facilities 
and intere:;:;t groups in an 
effort to gain a corilprehensive 
view of the problems and 
needs of 

1

day care in the 
province ,,_ and 

b) lobby for a more canprehensive 
method of funding that better 
meets the need of day care. 

Support quality, ' free, 24 hour , . 
univC'Ally accessible child care! 

I 

Steering CcYmnittee member for the 
f onna.tion of this Association ' to 
be ·set up is Corinne Hollingshead, 
136 Averru.e F South, Saskatoon 
(h::>rne- 343-0761, work-244-7158). 
GET INVOLVED. Quality child car~ 
should be everyone's concern. 

Mary Fisher Cooperative Day Care 
Assoc. is one of the local Day 
Cares facing a financial crisis at 
the rocment. A benefit dance will 
be held Febiuary 17th at the Iooian
Metis Frien:lship Centre. Watch for 
.further details and please help 
them contimie to exist! 

The Canadian Councii on SoCial 
Development has ccmpleted a 
technical study, by Ottawa 
econ:mist Kevin Collins, on 
women and pensions. The 
report examines the conditions 
for woinen in private and public 
pension plan systems. 

Mr>. Collins reports that 
elderly women, living on 
pensions·, are the :pporest . 
people. In effect they live 
below any realistic poverty 
line. Women are pena.lize:i bX 
current pension systems, . ' according to the study, by 
longer life expectancy, high 
tur:nover 'rate in the labour 
force, low wages, poor jqbs, 

' and interrupted employment 
records. 

The Canada Pensio.n Plan 
am the Quebec Pension Plan 
are 'called to .task for their 
regressive benefits in the 
report:• the lowest incane 
groups pay a higher proportion 
of their income in contributions 
than higher income grcups. 
Because women generally have 
relatively low incomes, this 
is particularly disadvantageous 
for them." To obtain a copy 
of the report wr:i,te to: 

"Wanen and Pensions" 
Canadian Council or' 
Social Deveio~nt 
55 Parkdale Avenue 
cttawa, Ontario 
KlY 1E5 



ORGANIZING 

$700 FOR MEN $550 . FOR WOMEN 

(Kines is, Nov 78) - by Debra Hopkins 

I was hired at Budget Rent-A-Car 
Victoria on Feb. 20, 1978 along 
with a man of equivalent work 
experienc~ He worked at the 
truck rental off~ce, I at the car 
rental office. He was paid $700 
per month and I $550. Working 
conditions were appalling: no 
lunch hour or cofee breaks; the 
young' men who washed the vehicies 
were viciously tongue-lashed. by 
management and· paid minimum wage; 

<..there were sexist pay different~als; 
overt~me was unpaid; and the general 
tone of management-worker relations 
was characterized by fear on the 
part of th~ ~orkers and rudeness 
and beratement on the part of the 
management. 

Workers have a legal right to 
organize and are protected by the 
Labou~ Code, so I contacted .a 

;Business Agent for Teamsters Local 
351. Word got out·, and I was fired. 
I immediately started a drive for 

, signatures on union cards. Although 
only 55% of the workers are required, 
we had a healthy 65% si_gned up and 
applied for certification with the 
Labour Relations Board~ 

I then filed charges against Budget 
with the British Columbia Huinan 
Rights Commissien for discriminating 
against female employees with respect 
to wages and convinced two former 
Budget employees to do the same. 

I also started proceedings with the 
B.C. Labour Relations Board charging 
Budget with 'unfair labqur practices 
unde~ the Labour Code. Under Section 
3 of the Code, no employer shall . 
"discharge, suspend, transfer, lay 
off, or otherwise discipline an 
employee for the reason that the 
employee participates in the prom
otion, formation, or administration 
of a trade union 

So theoretically and legally, I had 
a perfect right to try and start 

'a union if I so desired. But 
the question I kept ask~ng myself 

· •was, "Why, with this seeming wealth 
of enlightened labour 'legislation, 
was it possible for my employer 
to summarily dismiss me in c~ntra~ 
vention .of the law of the land?" 

The cynics are right. The rich 
get the peaches, arid the poor the 
punches. After much work arid 
waiting the outcome of ~ cases 
before the Human Rights Commission 
and Labour Relations Board was to 
show that the law is not totally 
irrelevant, just cumbersome and 
slanted towards the powerful at 
the expense of the weak and unorg
anized. 

Legal avenues take a great deal of 
time, and wars of attrition favour 
management• I was forced by 
financial pressures to settle out 
of court for a cash settlement 
equivalent to a month's pay• 
Admittedly, this was a hollow 
victory made ever more hollow 

' ' latet when the Budget employees 
attempt to unionize was beaten by 
management's counter-attack of 
lies arid threats orchestrated by 
a very high pressure law office 
that specializes in breaking· 
fledgling unions. 

However, it was a learning experience 
for me and the other Budget workers. 
Consciousness was raised, even in the 
good fight was fought .and ·lost. · Th~ 
battle will be fought aga~n, and 
next time, maybe The following 
are some observations a~d thoughts 
based on my experiences that may be 
useful to someone faced with a -· 
similar situation. 

CARDINAL RULES 

A few cardinal rules of union 
organizing: ·Keep ~our mouth 
shut until you have your ammun
ition. Get as much dirt on the . 



company as you can, such as 
quotes to use in the complaint 
to the Human Rights Branch and 
t.abour Relations Board. Make 
sure you have a complete list of 
employees and their addresses. 
And remember~ if someone is 
acting.like a company suck, he 
or she IS one. This is where I 
made a mistake. Never get 
confidential with someone who is 
being groomed for management. 

.A.nothet:::-ortut consideration 
is analyze .the set-up of your 
company. Are there groups of 
employees who could conceivably 
have a different vested interest 
from the bulk of the workers? 
In Budget's case, we should have 
applied for exclusion of the book
keepers and mechanics in our 
application for certification. 
It can be argued that these 
people are a professional interest 
group, higher paid, and therefor~ 
not r ·epresentativ'e of the average 
worker. Only apply for this 
exemption if you're pretty .sure 
they won't sign up. Professional 
people are hard for .management to 
replace, and if they support the 
union. it will .be .more powerful 
because of th~ir suppo;t. Manage~ 
ment may try to javour one grpup 
of employyees and denigrate . 
another, the principle being .to 
divide and conquer. Can you 
conquer this game? 

WILL -THEY. FIRE ME? 

Before you begin talkipg to people 
about a signing of union cards, 
sit down and analyze ans~ers ,to 
the types of questions they will 
ask of ,you. Some ~xamples are: 
What will happen when they find 
o'ut that there ls an ~pplication 
for certification before the Board? 
Will they fi~e us? Explain that . 
you are protected from harassment 
under the Labour Code and that it 
is absolutely illegal for them to 
fire . you. '!he only way management 
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can .get at the workers is by under
mining their solidarity. The most 
important thing is to stand together. 

Can management shut down areas of 
the operation or perhaps mechanize 
or eliminate jobs? Remind the person 
that if mechanizatidn would have 
already been made. There is ~lso 

. 
a degree of protection .offered under 
the Labour Code, Under a collective 
agreement any iptroduction of tech
nological change may b~ ref erred to 
an arbitration board by either side 

Another fear expressed was that 
Budget would just shut down compl~tely 
Again, appeal to common sense. 
Owners do not profit when the 
doors are closed. 

Management wil.l ~lso attempt to 
amend past injustices. Promises of 
high wages are whispered i~ ~ars 
and rumours of promotions abound. 
Illegalities will also be concealed 
from the law. For example, the 
minute managem~nt received notice 
of the Human Rights charge, one 
member of management hired his male 
roommate for the car office at $550 
per month. Nice try! 

Although this organizing effort 
failed, there were several beneficial 
results. The Human Rights Branch 
deemed that the men's and women's 
jobs were substantially similar and 
the women received ca:sh settlements 
ranging from one to several hundred 
dollars as compensation for the 
discrimination~ they suffered. 

'Ihe most important result, I feel, 
is that Budget really got a shake-up. 
Management for the first time was 
forced to xook at their behaviour and 
from all reports, they are being milch 
more polite and sympathetic to their 
workers. All1the workers received a 
:izaise, and men and women ~-w have 
wage parity. 
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BREAV ANV ROSES 

BJr.ea.d and Ro.6 e.6 , BJtea.d and Ro.6 e.6 

. 
A6 we c.ome maJtcJUng, maJtcJung, we ba..ttte. too, 6oh. men, 
Po.IL :they Me women '.6 c.h.lidllen and we mo:theJt, :them again. 
OWL Uve.6 .6hall. not be .6Wea.t.ed 61tom b..<.Af:h u.ntil. U6e cl..0.6e.6, 
HeM.t..6 .6.t.Mve M we.U. M bocli..e.6: 
G.ive u.6 bJtea.d bu;t g.ive U.6 IL0.6 e.6 

3. A6 we c.ome maJtcJUng, maJtc.h.ing, u.nnumbe.1ted women dead 
Go c.Jtyi:ng :thJtou.gh oWL .6.lng.lng :the.ill ancient .6ong.6 06 bJtea.d. 
Small. aJt.t. and love and beau;ty .th.Ute. dllu.dg.ing .6p~ knew. 
Bu;t we 6.lgh.t. 6oJt Jto.6e.6, too. 

4. A6 we c.ome. maJtc.h.ing, maJtc.h.ing, we· bJt.ll'l.g :the GJtea.t.eJt Vay.6, 
The wbr.g o 6 the. women mean.6 the. Jt.l-6.ing o 6 the. Jtac.e.. 
No molle the dllu.dge. and .idle.1t, ten that toil whe.1te. one Jtepo.6e.6, 
Bu;t a lihM.lng 06 U6e'.6 gloJt.le-6, 
BJr.ea.d and Ro.6 e.6 , BJr.e.ad and Ro.6 e.6 



( 

'\ 

-21-.. 

A n~w.~ersion ·of Global Issues course 
will be offered in the new yea:r at 
One Sky. From Feb. 8 to March 8 
Michecil Murphy will do a synthesis 
of the material in the first course. 
From Ma:rch 15 . to April 15 Kelly Murphy 
will d9 a five part series on women, 
For example: 
-'Women in Agriculture, Canada and Africa. 
-Wome'n in the Trade Union Movement, 
Canada and Africa. 
-Women in the Revolution, Mozambique, 
Angola, Guinea - Bissau. 
-Native Women in Canada. 

/ 

You may register for either half, or 
for all of the cburse. post for the . . 
entire course is $25.00, For more 
information, call One.· Sky, 652-1571. 

How's this for a Christmas gift· idea -
feminist records! Available at Onior. 
Books. 

. 

Dec. 27 - Dec, JO, 
Children's International Film Festi~al 

Dec, 27 The Magic Kite (filmed in 
France & China) Mai,n Lib. 
2:p.m. 

- For Boys Only is for Girls 
Too (Czechoslovakia) J.S. 
Woods Lib. 2100 p.m.: 

Dec 28. - Just :Because .You're Grown Up 
Main Lib. 2:00 p.m. 
Who's Got 'the Horse (tl ungary) 
J,S, Woods Lib, 2100 p,m, 

Dec, 29 - Who's Got the Horse 
Main Lib. 21 90 1p.m. 
Just Because You're Grown Up 

(Czechoslovakia) J.S, Woods 
2100 p.m, . 

Dec 30 - For Boys Only is For Girls Too 
Main Lib. 2100 p.m, 

, The Magic Kite, J.S. Woods 
2:00 p.m. 

\ 

., 

f 

National Action .Committee on .the Status 
of Women· a:re holding t~eir annual meet
ing March 2J 25, 1979 at tthe Skyline 
Hotel in Ottaw~ - followed by a lobby 

of Pa:rliament on March 26th. Each paid 
up member organization is entitled to 
send two delegates. Observers a:re 
welcome,.· 

The ne~ Prairie Women Newsletter meet
ing will be on Janua:ry 9tQ, 1979, at 

Planned Pa:renthood Saskatchewan (404 
245 3rd Avenue South) lat 71JO. 
Everyone welcome 

The next Saskatoon Women's Liberation 
meeting will be on January 15th, 1979 
at 7:30, at Onion Books. Once ,again, 
everyone is welcome, ' 

On Janua:ry 8th, 7130 at Onion Books 
there will be .a General Meeting to 
discuss further action on the laportion 
iss~e, .Please attend - this meeting 
will be an important one, and a ·follow 
up of our December 15th action at One 
Sky, 

Renewals and 'Subscriptions : 
This is a special reminder to you to 
renew your subscription to Prairie 
W om«l, and help us keep our books 
straight. Also we a:re on the lookout 
for new subscribers, so pass the word 
on to friends and relatives, And here 1 s . 
our Christmas pitch - .a subscription to 
Prairie Woman would make a great gift 
at this time of yea:r. 

SLLb&""'r~~ 
~Ŀ /,/-0~/ $11.\~ .' 

f!,/.Q.w, rU.lu ~s ~MIL 
.· '4 ~s~ w~~ µ,~ 
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-&tm~G)t:s f3CJ~Gc;~ 
BOOK REVIEW, SEXISM· AND SCIENCE 

Electing to review a book with 
the title Sexism and Science leads 
one to expect a general text about 
the prevalence (or, more likely, 
scarcity) of women in all branches 
of science. You know: rows upon 
rows of wide-ranging statistics to 
prove specifically what is already 
generally known; the ·sort of re
ference work developed on the ba
sis of q,uestions like, "do you 
wish there were more women in your 
field?" 

Sexism and Science is not that 
kind of book. ; The . author, Evelyn 
Reed (Woman's Evolution),presents 
her readership with a collection of 
articles from 1957 to 1977 that clie 
has written on mainly anthropology 
and feminism/socialism. In her intro
duction she states, "The activi
ties and theori zing of the scien
tific community do not proceed in 
a vacuum. Th~y are sub,iect to _ ::il 1 

the biases current in the established 
social system; these affect, and some
times warp, their conclusions. 

"The influence of prejudice tends' 
to be strongest in those branches of 
science that are closest to human life 
and its history and values 

"Much has been written in recent' 
years about the racism to be found 
in the conclusions of certain gene
ticists and other writers. Less 
attention has been paid to the pre~ 
sence of sexist stereotypes in the 
~iological and social sciences dealt 
with in this book. Some of these are 
being brought to light by partisans 
of women'~ liberation, who are more 
likely to be sensitive to them and 
aware of the harm they do both to 
the pursuit of scientific truth and 
the cause of social progress." 

Not only does Reed make her 
"slant" clear from the outset (more 
than can be said of most wishy
washy soci~l science books), but 
she is quite prepared to back them 
up when confronted with the criti-

' 

cism of another expert in her own 
field. The debate, printed in full, 
between Howard Haymes and' Evelyri 
Reed I found to be the most inter
esting section of the book. 

Reed's reply to Desmond Morris 
(The\ Naked Ape), Robert Ardrey 
(The Territorial Imperative), and 
Konrad Lorenz (On Aggression) was 
just as valuable. Any woman who has 
read one or all of t~e above, and, upon 
completion, has sat there puzzled 
and said, "yes, but there's some
thing not quite right here" will 
bless the mind that has given such 
an eloquent, thoughtfµl rebuttal. 

The strength of this rebuttal, 
and of this entire ·book examining 
sexism/capitalism, is that it deals 
with the backward forces more from 
an offensive, than a defensive, 
position. Reed explains the theories 
of evolutionism, the matriarchy, 
.and kinship relations (none of which 
I shall misrepresent in an attempt 
to enclose them in a nutsttell). 
She. discusses why these theories are 
not popular with numerous "modern" 
pro;fessi·ona-+s. who adhere to the 
functional.ist school, for fear of 
havj,ng to ~h.ink· ab?ut_anything other 
than -the existant capitalist patri
archy. From Reed's position -on 
these matters and a solid base of 
theory (which she elaborated in 
Woman's Evolution), she then criti
cally analyzes and seeks out incon-
sistencies in opposing arguments. 
Her "replies" go beyond merely an
swering another's ideas; she strikes 
out new paths on her own. 

Detracting points? you ask (ah 
yes, I can't maintain the paradoxical 
image of objective reviewe+ if I 
only sing kudos). Well, she does 
repeat herself a fair ,amount from 
one article to the next, although I 
found this cfrove her main points 
home well. It's slow reading, heavy, 
and at times choppy. And last but 
not least, , the titl~ is misleadi~. 

by Norma Hersching 
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PRAIRIE WOf'!AN is anewsletter of Saskatoon Women's Liberation. 
Contributions in the form. of articles, news items, poetry, graphics, 

cartoons, and . photographs are welcomed from women Interested men 
are invited to' contribute letters or funds. Because the newsletter is 
is put out by voluntary labour; financial donations · are encouraged. 

PRAIRIE WOMAN . is run as a yo1.lective. Writers have had their efforts 
ackriowledged with their articles. Others working o~ ~he paper, . are: 

paa1e Woot.NJAY 

Vi"'' 'fltl.l:,J.A." 
1AM' MCFIE. 

~~·~ BISltoA:" 

M.\~"4N Woo 
&..'ft.tvA ~ME,~~ 
~1'Utfl>. WA~f!« 

O~QltlltL 1 qttM6'ttCS '84/: 1Afl\ IAl'f&-'/"'~ ~I> VlGkf 

PRAIRIE WOMAN is published .monthly.. The deadiine for all 'material 
is the .20th of each month. Submissions are welcome,' but are subject 
to edi tin 

If ·undelivered, return to: . 
· Prairie Woman 
P.O. Box 4021 
Saskatoon, .Sask. 
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