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FOREWARD FROM THE PERMANENT SECRETARIAT OF

THE INTER-AMERICAN COMMISSION OF WOMEN


The Assembly of Delegates of the Inter-American Commission of Women (CIM), at the twenty-eighth regular meeting held in 1996, resolved to convene the Inter-American Meeting of Consultation to examine the subject, "Women's Participation in Power and Decision-Making Structures," and to make recommendations with emphasizing on the implementation of measures for framing of work plans by the governments [CIM/RES. 189 (XXVIII-O/96)].


In order to provide the necessary background information on the subject of the Meeting of Consultation and pursuant to the mandate contained in that resolution, the Executive Committee (1996-1998) instructed a consultant, Dr. Evangelina García Prince, to prepare a working document that would follow the guidelines and subject outline agreed upon.  A preliminary text was presented by Dr. García Prince at the Committee's second regular session.


The statistical data contained in the document will be completed in due course by the Permanent Secretariat, with support from the principal delegates of the appropriate countries.


It should be noted that the ideas and proposals contained in this document are those of the authors and do not necessarily represent the views of the Inter-American Commission of Women or those of the General Secretariat of the Organization of American States.

January 12, 1998

THE PARTICIPATION OF WOMEN IN POWER AND

DECISION-MAKING STRUCTURES
I.
INTRODUCTION


This document was prepared to comply with resolution CIM/Res.189/96 (XXVIII-O/96), approved at the twenty-eighth Assembly of Delegates of the Inter-American Commission of Women, (CIM), held from November 11 through 15, 1996.  Its purpose is to serve as a basis for the deliberations of the Inter-American Meeting of Consultation which the Commission will be holding to examine the subject of “the participation of women in power and decision-making structures,” which will underscore the implementation of measures to promote the drafting of plans for governmental action in that field.


As indicated in the CIM Strategic Plan of Action, this is one of four issues to which the Commission has given priority in its activities over the final five-year period of the twentieth century.


This is a result both of the overall approach that the CIM has developed since its inception to the status of women in the Americas and of its targeting of the strategic importance of access to decision-making and positions of power in order to achieve a positive change in the structural causes of the exclusion and discrimination imposed on women.


If, during the Decade for Women, the CIM’s objective centered on achieving broader and more meaningful participation by women in the national development process in Organization of American States (OAS) member countries,
/ the changes that have occurred in the status of women have created a need for more far-reaching and in-depth approaches if equality in all areas is to be attained.


Despite the progress made in satisfying many of women’s practical needs, exclusion and delay in numerous areas related to their strategic interests continue.  This has led to study of and attention to other dimensions of the relationship between the sexes, which play a decisive role in the social position of men and women and contain keys that are crucial to achieving equality.  Much of the current dialogue in this area addresses power issues, to which the CIM has from the outset, given special attention.


Thus the major area of interest to the Meeting of Consultation is the development in greater detail of the strategies set forth in the Beijing Strategic Plan of Action, so that very specific action-oriented approaches can be offered to governments.


This document attempts to provide a general frame of reference for the Meeting of Consultation, where the emphasis is to be on measures to develop plans for governmental action in this area (CIM/Res.189/96).  The substance of the document is presented from various complementary points of view–historical, conceptual, quantitative, and empirical–in order to provide the delegates with a wide range of information on the subject in its various dimensions.


All of these considerations have been taken into account in preparing the document, the objectives of which are:


1.
To provide a summary of evolution in regional and international dialogue on women’s participation in power and decision-making, taking into account the input received from governments, NGOs, and multilateral organizations such as CIM/OAS and other United Nations agencies.


2.
To indicate the elements of the issue which have been given the most attention in the political arena as well as in the process of generating information on the subject in the organizations cited above.


3.
To examine the status of women’s participation in power and decision-making structures from a quantitative standpoint.


4.
To present the results of regional research on some of the most salient features of power and leadership as exercised by women.


5.
To suggest lines of strategy that the CIM can promote for the purpose of increasing the quantity and quality of women’s presence in positions of power and their participation in decision-making.

II.
THE RECENT BACKGROUND OF REGIONAL DIALOGUE ON THE RELATIONSHIP BETWEEN WOMEN AND POWER

1.
Evolution of the issue of women and power over the last twenty years

There is a long history of thought and activism by women of the Americas relative to their position and function in political systems and practices, particularly in regard to democracy.  The explicit demand for equality in men’s and women’s political roles began more than 150 years ago with the suffragist movement.  Even before that, women played a role in their nations’ histories as a unique and important factor in the emergence of their countries as nation states.


In women’s struggle for their rights, the suffragist movement–one of whose main points of origin was the United States–has had a significant impact on the region.  From the last century to only a few decades ago, despite their differences in speech, emphasis, and ways of thinking and acting, women of the inter-American community took action that led to their obtaining the franchise:  at the time, a paradigmatic expression of the exercise of political rights.


We know that since the beginning of this century women’s efforts have been largely aimed at social and political citizenship (primarily the right to vote, the right to education, and workers’ rights).  As action by women has burgeoned with the passage of time, the picture has become more complex, and the strategic approaches connected with various purposes have been refined.  In relatively recent times, that interest has expanded to include areas associated with the relationship between women and power.


Several factors have contributed to this change, including (a) the impact that the emergence and development of the so-called second wave of feminism in the sixties had on women’s aims. Indeed, the demands of the region’s women’s movement and the ever more active processes of social and political change in our countries have made women collectively one of the basic agents of change in the political cultures of our societies, as acknowledged by the most highly respected studies in the field. Another factor (b) of equal importance has been the progressive involvement of governments in matters relating to women, who constitute a sector of society now seen to demand and require special attention and high-level policy decisions.  The role (c) of nongovernmental organizations must also be noted.  As active members of civil society, they have served to enrich agendas which address the needs of the female population.  Finally, we must note (d) the contribution of multilateral organizations, both regional and international, which have increasingly made women’s issues—and, more recently, gender issues—a significant item on their agendas.


But neither the increasing energy evoked by issues of women and power nor the very significant efforts women have made to think through and act on these issues to overcome the gender gap in the exercise of power and decision-making has succeeded in breaching the gap that separates women qualitatively and quantitatively from the enormous presence of men where power is concerned—as shown by the conclusions of research carried out by FLACSO (Latin American Faculty of Social Sciences) and the Women's Institute of Spain, where the general exclusion of women from the arenas of power is clearly displayed.2/

There can be no doubt that the progress of the last 25 years is significant in various ways. A vertiginous change in the conditions under which a high percentage of women live has taken place. The effect of such changes on their participation in decision-making hierarchies has nevertheless been limited.  The discrepancy between the progress made by women in education and in their role as members of the economically active population on the one hand, and, on the other, their very limited presence in decision-making positions, has fully confirmed the knowledge that gender relations are relations of power and that until women enjoy a qualitatively and quantitatively greater presence in decision-making, their subordinate position will continue to be evident, with new twists, in every sphere of action, both personal and collective.


The dialogue on women’s condition and position has gone through various stages, characterized by distinct focuses.  Since the seventies, dialogue has focused on the question of how governments have dealt with women’s needs in the public policy arena, and the general conclusion is that efforts to date have been either incomplete or only partially achieved.  Emphasis today is not limited to a single dimension of the problem.  The tendency is to view the situation and deal with it in an integrated fashion.  One of the clearest priorities within the large picture is assuredly to bring women into power, decision-making, and, in general, into leadership positions in all fields of collective action.  The evolution the international dialogue toward a more coherent concept of these issues is clear, as will be seen in the brief account below which covers discussions and conclusions on this subject from the large international conferences devoted to looking at women’s issues. 

2.
Women and power in international conferences and regional meetings:  From the Mexico World Plan of Action to the Beijing Platform for Action

Part of the significant progress that has been achieved in efforts to change the patriarchal patterns of our society is seen in the fact that since 1975 there have been four world conferences plus, on a regional level, seven conferences organized by the Economic Commission for Latin America and the Caribbean (ECLAC/CEPAL), all with a focus on women’s issues. Something similar has occurred with regional organizations such as the Organization of American States (OAS) and ECLAC, which has devoted increasing attention to this issue in recent years.


These conferences and meetings put government in the position of being the basic actor in defining the changes that must occur in women’s position in society.  In all of these fora, participation in power and decision-making was on the agenda.  The resolutions record, in part, the evolution of the attention that public bodies have given the issue.


For the purposes of this document, an analysis has been made of the general reports of the four world conferences held from 1975 to 1995.  Of the seven ECLAC conferences, which took place, documents from two have been looked at—the first and sixth, because it was in the context of discussions there that the only two regional plans, which that organization has produced were approved. The examination of this documentation has focused on the criteria that were agreed on, and on resolutions that deal in a fundamental way with women’s participation in power and decision-making.  The results of the analysis, in summary form, appear below.


2.1
Summary of matters discussed and approved at the world conferences

It may be concluded from the conference reports that, as early as the first world conference, the principal diagnostic factors were identified and the key recommendations made and that they have dominated discussion of the issue since then.  The later conferences added some important elements, but the basic substantive matters had been laid out at the time of the Mexico conference, including the decisions taken in 1995.


First United Nations World Conference on International Women's Year.  Mexico, June 19 through July 2, 1975


The idea that political participation was one of the key areas for integrating women into the development process was put forth at this conference.  Though the gender focus was not current in discussions at that time, the subject of power emerged as a basic element in women’s personal fortunes.  This meeting urged that governments move very quickly to promote broad participation by women in local, national, and international decision-making, given the disproportionately small presence of women in public sector leadership positions, which excluded them from decision-making and resulted in the omission of their points of view and needs in development planning.


Many features of the analysis put forth in Mexico are a part of descriptions which are current today.  The recommendations that came out of that initial event were made again–almost in their entirety, though with some variations and additions–by later conferences.  These resolutions concentrated on the following actions to be taken by government:  to heighten women’s awareness of their citizenship responsibilities and stimulate them to participate actively in political life; to make laws guaranteeing their right to vote and their eligibility and capacity for holding public office; to apply uniform, objective, and merit-based criteria in selecting candidates for positions; to increase the number of women holding elected and executive positions; to carry out action that would quickly reduce inequalities in women's accession to positions of power; to research comparative educational levels in men and women in order to move forward in recruiting, appointing, and promoting women; to educate society so as to increase understanding of the indispensable role of women in the political process; to encourage the presence of girls and women in rural, youth, and community development programs; and to carry out leadership training.


Second World Conference of the United Nations Decade for Women.  Copenhagen, July 14 to 30, 1980


As noted above, part of the discussion from the first conference in Mexico was resumed in Copenhagen with the idea of using the experience of the years in between to feed the process whereby new proposals emerge.  The issues that appeared in a form that was novel at the time of this meeting were basically the following.  There was discussion about the need for governments to create “national mechanisms” to address women’s needs, and it was recommended that such mechanisms be established at the highest level and be embodied not only in a central organization but also in a decentralized network.  For the first time, there was an explicit statement about the importance of increasing the presence of women by setting goals in terms of percentages (today’s “quotas”), and mention was made of the need to apply those percentage goals to recruiting and appointing women, and promoting them to decision-making positions.


Third World Conference for the Study and Evaluation of the Achievements of the United Nations Decade “Equality, Development, and Peace.”  Nairobi, Kenya, July 15 through 26, 1985


At this conference, the document known as the "Nairobi Forward-Looking Strategies for the Advancement of Women" was approved, with seven paragraphs (out of a total of almost 400) devoted to the issue of women in decision-making.  These paragraphs cited the need to foster public awareness of women’s political rights by means of academic and non-academic education, political training, nongovernmental organizations, unions, the media, and private firms, which was a novel idea at that time.  Along the same lines, there was language addressing the need to eliminate barriers to women’s participation in policy formulation and decision-making as planners of, contributors to, and beneficiaries of development.  The Nairobi strategy document dealt with the issue in general terms, consistent with the evaluative approach that prevailed at that meeting.


Fourth United Nations World Conference of Women.  Beijing, China, September 4 through 15, 1995


Much of what was discussed and approved in Beijing resulted from the evolution of a 20-year-old dialogue process at previous world and regional conferences.  Hence the limited presence of new issues.  The Beijing Platform for Action offered a series of important recommendations aimed at strengthening the national entities in charge of policies related to women’s issues; and, with respect to their presence in decision-making, there were fairly detailed recommendations as to measures that would effectively guarantee the presence of women in the various areas of public life.


New items that were introduced on the agenda for this meeting were:  the importance of supporting research on women’s participation in positions of power and decision-making, and the notable statement made about the important role that NGOs should play in the overall development of these efforts.


2.2
Summary of matters discussed and approved at the regional conferences


First ECLAC Regional Conference for the Integration of Women into Economic and Social Development in Latin America and the Caribbean.  Havana, Cuba, June 13 to 17, 1977


This conference approved the First Regional Plan for the Incorporation of Women in the Economic and Social Development of Latin America and the Caribbean.  A broad and detailed instrument, it highlighted the following proposals on women’s participation in decision-making:  to use the mass media to promote political participation by women at the national and international level, especially in the electoral process and in political management in general; to provide women with political training and the cultural and technical tools for advancement; to guarantee them access to resources; to create real opportunities for promotion; to periodically review the number and occupational categories of women employed in the various areas of government and the private sector, and to adopt measures for establishing a balance in the presence of men and women; to ensure that women are represented on all commissions, boards, and corporations that play a part in regional and international organizations; and to give more women a role as government-appointed delegates to international and regional conferences and forums.


Sixth ECLAC Regional Conference on the Incorporation of Women into Economic and Social Development in Latin America and the Caribbean.  Mar del Plata, Argentina, September 1994


The new contributions which this conference made to the issues are primarily related to training on gender issues and the call for equal opportunity in the processes of selection, appointment, and promotion of candidates for decision-making positions.  It should also be noted that there was a recommendation to support women’s NGOs and a statement on the advisability of coordinating their activities with those of public entities.


2.3
General outcome of the dialogue

As can be inferred from the preceding sections, the past decades have seen a considerable rise in the scientific and political level of analysis being applied to the issue of women and power, despite the fact that most of the points addressed were taken up again at successive meetings. From the very first conference, the issue was considered a critical step toward overcoming the problems confronting women, but the variety of proposals was relatively limited in some cases.  The way the discussion evolved shows the following major trends:

a.
Insistence on the need for a quantitative and qualitative increase in female representation in decision-making positions in all areas and at all levels of public life in particular.

b.
Repeated suggestions of action to develop the principle of equality in the legislative context and to carry out affirmative action, particularly in the governmental arena, in order to achieve the goal of equality and fairness within a short time.

c.
All the conferences’ recommendations gave priority to women’s participation in the political process and political posts.  Less attention was paid to other, non-political leadership by women.

d.
Almost all the meetings emphasized that the criteria for equal treatment of women and men in decision-making should be present in the process of selecting, promoting, and allocating resources to candidates of both sexes for positions of power.

e. At all the meetings, recommendations were made for the education and training of women for leadership, with special attention to political leadership in some cases.

f.
Recommendations were made to incorporate groups of women who have traditionally been excluded, such as young women, rural women, and indigenous women in the process of promoting female leadership and a female presence in decision-making.


2.4
Other conferences

Starting in 1990, thanks to a joint effort by the UN and OAS Secretariats, numerous NGOs, and other representatives of civil society, a process was launched for creating a global development agenda through a series of important world conferences, to wit:  the Conference on Environment and Development, or Earth Summit, held in Rio de Janeiro in 1992; the World Human Rights Conference, held in Vienna in 1993; the Conference on Population and Development held in Cairo in 1994; and the World Summit on Social Development held in Copenhagen in March of 1995.  To this series of meetings was added the Beijing conference, mentioned above.


In Rio de Janeiro, the so-called Agenda 21 included the subject of women and the environment, with a recommendation to increase, and place at the service of society, women’s ability to manage and make decisions in all sectors and at all levels.  This recommendation was ratified at the other sectoral conferences.


Insofar as the inter-American system is concerned, the contribution made by the Summit of the Americas held in Miami, USA, from December 9 to 11, 1994 must be mentioned.  A Plan of Action adopted at this meeting included one item specifically devoted to women’s issues. 


The Summit of the Americas brought together presidents and heads of state from the countries of the Hemisphere, for the purpose of agreeing on policy guidelines to spur development and prosperity in the region.  In the chapter featuring the Plan of Action on eradicating poverty, item number 18 was included to address the strengthening of women’s role in society.  Along with other matters affecting the status of women in the Americas, the presidents undertook to promote women’s participation in the decision-making process in all spheres of political, social, and economic life–a point that has been reiterated at the meetings held to prepare for the April 1998 Summit of the Americas.


The contribution from meetings held during 1997


As the last three international meetings held in 1997 have produced discussions of undeniable significance, consideration should be given to their results.  The meetings were:  the Conference of the World Interparliamentary Union; the seventh meeting of the ECLAC Regional Conference for the Integration of Women into the Economic and Social Development of Latin America and the Caribbean; and the Commonwealth Heads of Government Meeting.  The results of all three are summarized below.

a. The Conference of the World Interparliamentary Union, “Towards Partnership between Women and Men in Politics”, India, February 1997, concluded that under-representation of women engaged in political processes constitutes a serious democratic deficit that can only be remedied when the number of women in parliaments reaches “critical mass,” which the United Nations estimates at 30 percent.  Even where opinions differ regarding “quotas,” the consensus view endorsed the need to establish political structures offering women greater opportunity to be elected.  In this context, mention was made of proportional representation systems and mixed electoral systems.

b. The seventh meeting of the ECLAC Regional Conference for the Integration of Women in the Economic and Social Development of Latin America and the Caribbean, held in Santiago, Chile, in September 1997, examined a report on access to power and participation in decision-making, which included proposals on the family, the community, and the levels of government to accelerate the inclusion of women in decision-making positions.  The meeting adopted the “Consensus of Santiago” which proposes, among other measures, enhanced recognition of shared power in all spheres, and accelerated achievement of gender equity in the political arena, through the adoption of affirmative and positive action measures.

c. The Commonwealth Heads of Government Meeting, Scotland, November 1997.  This meeting adopted a proposal that had been presented during the 1996 meeting by women ministers responsible for women’s Issues in the Commonwealth countries, which stated that member states must make all possible effort, in the manner most appropriate to their national circumstances, to achieve no less than 30 percent representation of women in decision-making positions in the political, public, and private spheres, by 2005, and governments must increase women’s participation in peace initiatives.

3.
Salient points of the dialogue:  Players and issues

Three main types of players have led the dialogue on the issue of women and power in the region:  governments, NGOs, and academic institutions.  The governments have been and continue to be the main advocates at the meetings and conferences discussed here, and they have in many cases played similar roles in their own countries.


The NGOs have had a limited presence as leaders at international meetings, even when their role has been enhanced by forums that run parallel to the conferences, and despite the representation they have managed to have in official meetings.  From the Tribuna de la Mujer in Mexico to the world forum of NGOs in Hairou, China, there is no doubt but that NGOs have evinced different emphases and approaches in their work on women and power.


It could be said that it was after Nairobi when their concern about women’s participation in decision-making began to gather momentum, and in that connection it is important to emphasize the work done by NGOs in organizing women for community participation.
/  It must be acknowledged that the dimension of political participation has not always been linked with these efforts, and that may be one of the factors that has created the separation which has been evident in the past between NGOs’ work on and attention to the phenomenon of political power, and their attention to the issue of women’s power in general.


Community action has been and continues to be an important area in terms of creating situations where women lead, but the deliberate and specific promotion of such leadership has not always had an unequivocal place on the agendas of community organizations and similar entities.


Their activity has focused largely on community leadership, and many of them maintain a position of uncompromising criticism with respect to initiatives or activities that seek to promote the incorporation of women into processes, positions, or activity taking place within the machinery of institutional power–in particular, political power.


In many of the region’s countries groups of women in positions of power, particularly political power, have been in the vanguard in addressing the issue.  Joining their efforts with those of national organizations in charge of public policy to address women’s issues, women parliamentarians and women placed in especially visible executive positions have promoted attention to the subject.  In the last few years this has been noteworthy in countries like Argentina, Venezuela, Chile, Mexico, and Panama, where great strides have been made, such as quota legislation and the amendment of national electoral statutes to guarantee proportional representation, equal opportunity laws, and national mechanisms at the highest political and administrative levels.


Governments have increased their activity as organizations, and mechanisms dealing with policy affecting women have been strengthened or have broadened their sphere of action.  In many cases, where a variety of programs to promote the full and active citizenship of women and equal opportunity for participation in decision-making have been developed through these organizations. 


In government, action has followed three main trends:  (a) training in subjects and skills that improve the performance of women in positions of power; (b) the promotion of legislation to guarantee equal opportunity; (c) increasing awareness about this issue in government circles and the private sector.  These are, in any case, very recent developments.


Practically speaking, the traditional loci of power–political parties, unions, and private business organizations—have for the most part made no attempt to improve women’s position in their internal management structures.


As for academic institutions, their advocacy in the dialogue about women in decision-making began with their intellectual contribution and their recent active role in encouraging broad discussion of the issue.  It could be said that in countries of the inter-American community outside of the United States only in the last 10 years have the so-called “women’s studies”–and, more recently, “gender studies”–begun to proliferate.  In addition, meaningful study of the subject of political participation, leadership, and the link between women and power started only five years ago.


As to the evolution of approaches to the issue in recent years, trends have continued to emerge and overlap in an increasingly complex process.  In the decades that we are scrutinizing, a number of approaches stand out:


a.
The traditional approach, mainly concerned with the quantitative evaluation of the presence of women in visible or high-level positions in the organizations that dominate public and political life.  The main concern has been to identify the fields and organizational structures where women are to be found, and how many have enjoyed such access.


b.
Another approach, which emerged in the seventies, seeks to examine the role of women’s leadership in social change, especially its influence on the conditions in which other women live, through the presence or absence of women’s issues on the public agenda.


c.
A third approach began at approximately the same time (1970s) with a focus on analyzing the process through which individuals come into positions where power is exercised.  This approach comprises various issues, including the criteria and mechanisms for selecting candidates, the channels and practices that open the door to power, and the obstacles that women encounter on the path to decision-making in various fields of work in both the public and private sectors.

d. A fourth approach has concentrated on the phenomenon of leadership itself.  This is more recent and deals with matters as diverse as women’s attitudes and behavior in regard to leadership; the qualifications required of women to occupy leadership positions in political parties, businesses, unions, etc.; mechanisms for joining in men’s and women’s leadership; leadership models; shared leadership; and the training that women need to function in positions of power. 


e.
Finally, there is the approach that seeks to examine the woman-state relationship, dealing with  a range of subjects such as governmental reform, public policy, human rights and political rights, equal rights legislation, citizenship, and allied subjects.


All of these aspects are present in the current dialogue, some providing a primarily theoretical focus, some focusing on describing and understanding the situation, some tend to focus more on proposals for legislation, policy, and/or programs; and still others are interested in direct concrete action to affect organizations, processes, and women themselves.

III.
CONTRIBUTIONS OF THE INTER-AMERICAN COMMISSION OF WOMEN (CIM) TO THE ISSUE OF WOMEN’S PRESENCE IN POWER

From the CIM’s beginnings, its institutional mission to preserve and improve democracy led it to expend systematic efforts to raise the quality of women’s civic role in democracy.


The Commission’s very origin is tied to civil and political rights, whose unequal coverage of men and women proved to be an argument of considerable heft in the discussions at the Sixth International Conference of American States, held in Havana in February 1928, which led to the Pan American Union’s decision to put an end to this situation.  On the 18th of that month, the Conference resolved to establish the CIM for the purpose of studying the situation.


The later evolution of the Commission, recorded in detail in the work entitled “History of the CIM, 1928 - 1992,"4/ shows an interesting series of efforts and evident progress in trying to heighten awareness and commitment by the region’s governments, by women themselves, and by society in general concerning the need to correct the profound inequality that exists with respect to men’s and women’s rights.


This multifaceted and sustained effort reflects the Commission’s interest in addressing the demands of women over different periods, as is clear from a look at the main contributions and achievements in each of its areas of activity, which reveals the progress the CIM has made in dealing with the question of women’s participation in power.  The brief summary that follows will serve to lay out the general lines of this institutional background.

1.
The inter-American conventions

Insofar as conventions are concerned, the Commission has succeeded in bringing about the adoption of various conventions that deal directly or indirectly with women and power, which have–each in its time–played an important role in legitimizing, guiding, and supporting the efforts of women of the Americas.  The conventions are:

a.
The Convention on the Nationality of Women (Montevideo, Uruguay, 1933);

b.
The Inter-American Convention on the Granting of Political Rights to Women (Bogotá, Colombia, 1948), which establishes the principle of equality in voting and eligibility for office;

c.
The Inter-American Convention on the Granting of Civil Rights to Women (Bogotá, Colombia, 1948);

d.
The Inter-American Convention on the Prevention, Punishment, and Eradication of Violence against Women (Belém do Pará, Brazil, 1994).  Article 4 of this convention ratifies the right of women to have equal access to the public service of their country and to take part in the conduct of public affairs, including decision-making.  Article 5 ratifies the right to the free and full exercise of civil and political rights.

2.
The Assemblies of Delegates

The Assemblies of Delegates have made and continue to make important contributions through specific resolutions.  The dimensions of the discussion that were dominant in the Assemblies held between 1940 and 1970 centered on the protection of political rights broadly construed, since they not only addressed the right to vote, but also particularly stressed the presence of women in senior public posts, and the need to provide them with training in politics and leadership.


At the assemblies of the seventies, interest was primarily directed at the problems of “incorporating women into economic and social development” and at establishing women’s bureaus.


Starting with the twenty-third Assembly (1986), the subject reappeared as one of three priorities which the Commission set for itself.  The agenda was enlarged considerably and made quite concrete with respect to such important factors as asking political parties, unions, and professional organizations for equal opportunity and for educational programs to train women leaders.  The concern was then broadened to address women’s organizations, which were urged to participate more actively in electoral campaigns to ensure that the political agenda included subjects of interest to all women.


Starting in 1990, the Assemblies of Delegates made that issue a permanent feature of their discussions, particularly those relative preparations for the events scheduled in connection with the Fourth World Conference on Women.

3.
Contribution in the area of training activities and education

Insofar as training activities are concerned, one of the CIM’s most significant efforts was implementation of the Inter-American Training Program for Women Leaders.  Between 1961 and 1976, a total of 11 courses were given in Chile, Costa Rica, Argentina, Ecuador, Venezuela, the Dominican Republic, Mexico, and Uruguay.  At the same time, various workshops, courses, and seminars were held to open up possibilities for leadership and participation by women from different sectors of society, with special emphasis on rural and labor leaders.

4.
Regional, subregional, and national seminars


Among the many seminars devoted to looking at women’s role in public life and decision-making that the Commission has organized in recent years, two significant efforts must be singled out:  (a) the Inter-American Seminar for the Formulation of Strategies for the Participation of Women in Politics, held in Washington, D.C., from May 31 to June 3, 1988, and (b) the series of subregional seminars conducted in 1996.


The Inter-American Seminar for the Formulation of Strategies for the Participation of Women in Politics proved to be one of the region’s most influential meetings.  Many research projects and proposals have been based on the analyses and conclusions produced by the seminar.  The working document on the seminar
/ identified five types of obstacles that prevent women from participating fully in politics:


a.
Obstacles present in or arising from familial or social contexts.


b.
Obstacles stemming from a lack of solidarity among women.


c.
Obstacles triggered by from the existence of discriminatory factors and practices.


d.
Obstacles related to women’s lack of political awareness and education.


e.
Obstacles related to means of participation in political parties.


The extensive analysis of obstacles was the basis for proposing a set of strategies aimed at achieving full and equal participation of women in all positions and at all levels of decision-making.
/  It resulted in the adoption thereof as the "CIM Plan of Action:  Full and Equal Participation of Women in Politics," through resolution CIM/Res.123/88-XXIV-O/88, "Full and Equal Participation of Women in Politics" which was approved at the XXIV Assembly of Delegates.


Many of the strategies recommended were a response to long-standing ambitions of the region’s women’s movement and reflected the degree of awareness of the obstacles that had been achieved, even if the strategic proposals arrived at were less specific.  (See Appendix I.)


During 1996, the Commission held four subregional seminars:  the CIM/Caribbean Subregional Meeting in Saint Lucia, July 31 - August 2; the First Meeting of Consultation of Women from the Andean Countries was held in Quito, June 12 - 14; a first Central American seminar on women’s access to decision-making in Guatemala, February 21 - 23; and the second Subregional Seminar for Central America and Mexico held in Panama, June 7 to 10.


Each of these meetings had a distinctive subregional focus.  Nonetheless, an accounting of their results shows a high degree of agreement, and clear progress in the knowledge of and response to the issue. The conclusions include material that is important in moving toward definition of a regional agenda based on the main priorities that have arisen from the analysis.  (See Appendix II).


The conclusions of all the subregional meetings show distinct progress in producing concrete proposals as well as depth in identifying the needs and weaknesses barring women’s access to decision-making positions.  The conclusions centered on the following areas:


Consciousness raising, education, and training.  This was one of the items that received most insistent, specific, and detailed attention.  The need was expressed for these initiatives to deal with political education, know-how in relation to sociopolitical technologies, personal aspects of development for leadership, and consciousness raising among various players on the societal stage.


Networks and relationships that will serve as sources of mutual support, to be created regionally and subregionally.  The need was expressed to have NGOs as political advocates.


Legislative reform.  To guarantee equal opportunity to jobs.


Plans.  Almost all of these seminars included statements to the effect that systematic action in this area require the formulation and sustained execution of a regional plan and national plans.


Information.  The need was expressed to update analyses, create databases, and to go further into research on the subject.

5.
Inter-American Conference on Democracy in the Americas:  Women and the Decision Making Process

This conference was held in Buenos Aires, Argentina, from August 24 to 28, 19927/.  Its agenda focused on the most important problems threatening the governability of the region’s democracies.


Discussion of the so-called “crisis of democracy” highlighted the exclusion of women from the substantive processes of democratic life as a factor threatening governability in the region.  This led to an examination of women’s status vis-à-vis decision-making processes as a key area for the development of corrective action.


With approaches that were state-of-the-art at the time, the conference looked at factors that of can encourage and increase women’s political participation and leadership.  As in the seminars mentioned above, the recommendations were quite specific, and there was a request that the CIM commit its energies to preparing an inter-American convention on equal opportunity.  (See Appendix III)


Very significant emphasis was placed on networks and mechanisms for information and the exchange thereof, as well as on the role of women’s organizations in the context of efforts to address these issues.

6.
The experience of the plans:  The Strategic Plan of Action of the Inter-American Commission of Women8/

After the Nairobi conference, the Inter-American Commission of Women composed and approved a plan, which it entitled "The CIM Plan of Action:  Full and Equal Participation of Women by the Year 2000."9/  This plan provided, in the style of the Nairobi strategies, a series of "Strategies and Actions:  1986-2000" in ten areas, headed by political participation.


The Plan’s analysis of the political participation situation was almost entirely devoted to showing the percentages of presence and exclusion of women in positions of power, and emphasis was placed on demands for effective equality of rights.


The "Strategies and Actions" addressing the issue are contained in eight paragraphs which describe in general the ideas which the Commission held at that time, about ways to correct the conditions indicated in the diagnosis.  This first plan constituted an approach to the question of designing strategies.  At the time, the CIM already gave the issue of women’s presence in decision-making a preeminent place, as shown by the fact that it headed the list of items to be considered in that instrument.10/

The CIM’s Strategic Plan of Action, presented in Beijing in 1995, was based on the results and conclusions of numerous meetings and conferences, as well as on the Commission’s earlier work.  And as in the previous case, the opening chapter deals with the participation of women in power and decision-making structures.  This gave the CIM its own place in the vanguard, for other meetings had not given such prominence to the issue.10/

The strategies and actions stress achieving equal opportunity.  And in the area of women’s participation in power, ideas bound up with the CIM’s basic commitments are taken up anew–ideas such as legal reform, training, facilitation of leadership, the need to push forward in educational reform, etc.

7.
The major items of the Commission’s concerns relative to women’s participation in power and decision-making structures

An examination of the documents on the CIM’s activities that have been mentioned, which contain the decisions of the assemblies, conferences, seminars, and other meetings, as well as the normative instruments founding the institution show that the major areas of concern and the proposals and recommendations that have been made can be grouped, in a very general way, in the following priorities:


a.
Effective guaranteeing of women’s political rights.


b.
Qualitative and quantitative increases in women’s participation in decision-making positions and in the processes of public life.


c.
Education and training.


d.
Women’s solidarity.


e.
Equal opportunities.


f.
Civil society and NGOs.


g.
Changes in the cultural context.


h.
Information.


i.
Support required for women to exercise leadership.


j.
Groups of women who suffer from the most severe exclusion.


All of the documentation examined, in addition to this wide range of topics, shows that the Commission’s central concern has been directed at the issue of leadership positions in public political life.  There has also been interest in local leadership positions, while leadership in other areas of society has not been addressed with the same intensity.  (For more information on the CIM’s recommendations and initiatives in each of these categories, see Appendix IV.)

IV.
THE STATUS OF THE PRODUCTION OF INFORMATION ON THE PARTICIPATION OF WOMEN IN POWER AND DECISION-MAKING

All analysts agree that in comparison with the immediately previous decades, the production of knowledge and information on women’s social and political participation has, since 1975, been extensive and increasingly systematic and specialized.


Latin America and the Caribbean have been part of this international movement, and their contribution is represented in the work of NGOs, independent writers, and academic organizations (universities, research and training centers, institutions with a special interest in the subject and, directly and indirectly in government).


The last ten years have been particularly fruitful, despite the limited access in Latin American and Caribbean to the prolific bibliography produced elsewhere (e.g., the United States) and also despite the difficulties which language barriers pose to the exchange of bibliography.


In the Valdés/Palacios document cited above, the authors include a list of bibliographic materials produced in Latin America on the subject of women’s social and political participation which are available through ISIS International.  Included are 256 bibliographies, classified according to the category that best describes the analytical approach utilized in each case.  The material covers a broad range of subjects (see Appendix V) which, according to the authors cited above, reflects the diversity of interest and concern associated with the issue. 


The material covers production in 19 countries, and shows great differences among them (see Appendix V), reflecting biases in the presentation of items produced by different countries.  We believe it useful, in this regard, to quote the distinguished authors of whom we speak: 

Of course, Chile is over-represented, but there is a severe under-representation of Brazil, a country which has a high rate of production of information in many women’s studies centers at public and private universities as well as by NGOs and independent academic organizations. The number of publications from the Dominican Republic, Colombia, Panama, Ecuador, and Venezuela is also small, though these countries, as well, produce abundantly.  Honduras is the extreme case, with no bibliographic material at all on women and participation.


Whatever the real production figures are, there remains a general sense of a need to do more research on the various aspects of this subject.  In some areas there is practically no adequate information, sometimes almost none.


The contribution of NGOs has been very important.  In many cases the documentation that is currently available to place the issue in local contexts is almost entirely the product of efforts by these organizations.  Some have been productive in this area for more than a decade, with a very substantial volume of information on the subject coming from their work with women academics and from in-house experts.


In the case of research and training centers and university departments, we see significant growth over the past decade.  Having begun as “women’s studies,” they are increasingly and in great numbers becoming “gender study” programs.


The interest which the subject of power has attracted in academia is reflected in the growing amount of bibliographic material that has appeared in the last five years.  University documentation centers still blame the newness of interest in the area for the proportionally small representation of titles from within the region.  Still, there is noteworthy agreement as to the level of interest that women’s leadership issues are arousing among academic researchers. 


Facts that might seem to be isolated show that there is in fact a significant recent trend of academic interest in this area of concern.  It is visible in the growing number of researchers and scholars of both sexes in public posts directly connected with the general area of the relationship between women and power.  Such is the case with the interest in public policy thinking and action, the creation of entities and mechanisms to address the demands of the female population, and other such features of the current scene.


Governments have also contributed to the production of information in two ways:  indirectly, through their contributions to and support of regional and international organizations concerned with encouraging and supporting research; and directly, by supporting research and publication connected with programs for promoting women’s citizenship, as well as by supporting action to promote leadership positions for women. 

V.
THE QUANTITATIVE DIMENSION OF WOMEN’S PRESENCE IN DECISION-MAKING POSITIONS
1.
The state of existing information on women’s presence in decision-making

For several decades now there has been an awareness of the difficulties and shortages facing most of the Latin American and Caribbean countries in connection with the production of statistical information. One of the gaps most frequently noted for those interested in women’s issues or gender issues is the lack of breakdown by sex in national figures and statistics, or the limited extent to which statistics reflect local conditions, thus preventing a complete view of what is happening.  Even the most advanced countries in the inter-American community suffer from these deficiencies.


The figures contained in this part of the report are based on information from the following sources:


a.
"Las Mujeres Latinoamericanas en Cifras" (Latin American Women in Figures).  Comparative work published by the Instituto de la Mujer de España (Women's Institute of Spain) and the Latin American Faculty of Social Sciences (FLACSO). Coordinated by Teresa Valdés and Enrique Gomariz.  Santiago, Chile, 1995.


b.
"Inventario de recursos para la integración de las mujeres a la comunidad y el proceso político en América Latina" (Inventory of Resources for the Integration of women into the Community and the Political Process in Latin America).  (Unpublished document).  Teresa Valdés and Indira Palacios. Santiago, Chile, 1996.  This document is a partially updated summary of the preceding work.


c.
"Report on Human Development 1995" and also 1996.  Published by UNDP.  New York, 1995 and 1996.


d.
Inter-American Commission of Women documents:  CIM/SEMEP/doc.6/88 add. 1


e.
Information contributed by CIM delegates.


f.
Fact Sheets of the Center for the American Woman and Politics.  CAWP.  Egleton Institute of Politics, Rutgers University, USA.

2.
Political participation and trends relating to the presence of women in positions of power in public and private sector organizations, political parties, unions, and other groups

Women have always participated in political activities, from the very origins of the societies that make up the regional community.  There is clear historical evidence of women’s political activity, even in pre-Columbian societies, as well as during the conquest and colonization process, in the struggles for independence, and in the definition, consolidation, and development of nations.  In all these processes, women, even those living in slavery, took action to support such causes.  This has gained them the “derecho a piso” (foothold) cited by Magdalena León, which is put forth as an objective basis for their struggles to obtain what is rightfully theirs and for their systematically presented demands that their participation in public affairs rise to an equitable level.11/

In the past few decades there have been legal advances in support of equality and political rights, but there is considerable lag in de facto equality.  Gender gaps persist both de jure and de facto.


Furthermore, the forms that women’s participation in public affairs has taken in the region have not been homogeneous.  This diversity needs to be examined, especially for the purpose of finding the sometimes less than obvious causes of exclusion and the ways to overcome them.


It should also be taken into account that, as confirmed by the indicators cited below, women have experienced little and very slow progress as far as their numbers in the processes and positions associated with public life are concerned.


The incomplete nature of certain data which should give an accounting of “how many” and “where” women are in decision-making is in itself an indication of the relative newness of the study on the relationship between women and power.  To complete this account, note must be taken of the qualitative studies that have recently been undertaken on modes of insertion and the exercise of power in the particular processes and sociopolitical systems of the various countries. 


Following is a very summary look at the quantitative–and in some cases qualitative–dimensions of women’s action in decision-making positions.  In this analysis basic variables such as the right to vote and presence in senior positions in government and social organizations are employed.


2.1
Women’s suffrage


Many analysts consider the right to vote to be the political right that is most emblematic of citizenship.  Despite the fact that national constitutions guarantee the franchise and eligibility for office as practically inseparable civic rights, interest was for a long time centered almost exclusively on the franchise.  Even today, many specialists base their evaluation of whether citizenship has been achieved essentially on that factor alone, which is only a part of the whole phenomenon.


In most of the Hemisphere’s societies, awareness of the issue emerged in the middle of this century, between 1945 and 1955.  There is a clear gap between the achievements of women in the United States, for example, and those in other countries, due to the United States’ long and substantial history of suffragist activity in the nineteenth century, which achieved partial success because of its federal political structure when the state of Wyoming granted its women citizens the vote in 1869.  It was in 1920, with the nineteenth amendment to the Constitution that the franchise was made available to all women.


A similar phenomenon occurred in federal countries in Latin America such as Argentina, Brazil, and Mexico.  In some countries, universal suffrage came later than the granting of voting rights in municipal elections.  In some cases, the granting of this right to women was subject to certain conditions, such as being literate.  In several of them, illiterate women obtained this right in the eighties12/, and there are important national records which indicate that, at first, women were less interested than were men in having the right to vote.13/  However, that trend declined in most instances and in some, has even been reversed in favor of a greater participation of women in elections.  Unfortunately, the lack of systems that break down electoral information by gender prevents the gathering of figures in their respect, which are so important in measuring women’s political participation.  (See Appendix VI, a table showing the dates at which women achieved the right to vote.)


2.2
Presence of women in the executive branch of government

The presence of significant numbers of women in the executive branch of government is a relatively recent phenomenon, even though President Franklin Delano Roosevelt had appointed Frances Perkins as Secretary of Labor in 1933– making her the first woman to occupy a cabinet position in the region.  Appointments of women to ministerial positions began to be common in the 1950s.  In higher positions there is only Ms. Violeta Barrios de Chamorro, elected president of Nicaragua in 1989, although two women later served as presidents under special circumstances:  Perón’s widow Estela Martínez in Argentina (1974-1976), and Lidia Gueiler briefly in Bolivia (November 1979 to July 1980).  In Grenada, Dame Hilda Bynoe was Governor from 1968 to 1974.  In Haiti, Mrs. Ertha Pascal Trouillot, who had been a Supreme Court Justice, served as Chief of State from March 13, 1990 to February 6, 1991, during the transitional government.  Also in Haiti, Mrs. Claudette Werleigh was Prime Minister from November 1995 to February 1996.  Candidacies of women for the presidency or vice presidency have become common in the last few years in various countries:  phenomenon of the nineties.  There are currently women vice presidents in Costa Rica, Guyana, Honduras, and Ecuador.


As for presence at the ministerial level, the situation at the moment is quite varied, as some governments have no women in the cabinet and others have several.  The ascent of women to these positions has been slow.  In the last 10 years posts have been opening up at the ministerial level, which means that it has taken almost 70 years from the first appointment for society to recognize the ability of women to perform in these jobs.


Along with the quantitative achievements, the trend has been for women ministers to be appointed mainly to social ministries and justice.  With the exception of Venezuela, whose first women ministers were at the helm of the ministries of development and commerce (ministers of development in 1964 and 1970), only in recent years have we seen exceptional cases of a woman appointee to a ministry other than social affairs, such as foreign relations minister (Colombia in the last two terms, Barbados since 1994, Haiti, 1993-94, and the Bahamas since 1997); or the secretary of state (United States, second Clinton term); minister of the presidency (Venezuela, 1990); government ministry (Barbados 1994); ministry of environment (Argentina, Colombia, and the United States); minister of energy (United States 1993-97); and other similar cases.  (See Appendix VI, Table 1).  According to information provided by ECLAC at the seventh regional conference on the integration of women into economic and social development in Latin America and the Caribbean (Santiago, Chile, November 1997), only three countries have a 20 percent or greater proportion of women ministers:  to wit, Guatemala and Trinidad and Tobago (19%) and the Bahamas (23%).


An examination of the information published in the 1996 Report on Human Development reveals no correlation between the human development index and the number of women in positions of governmental power (See Appendix VI, Table 2).  It is clear that even countries with a high level of development continue exclusionary practices to the detriment of women’s access to decision-making. 


The presence of women at the head of provincial, departmental, and state executive branches, is minimal or nonexistent in Latin America–as illustrated by the cases of Argentina, Ecuador, Paraguay, and Uruguay–with exceptions in Costa Rica, (71%), the Dominican Republic (28%) and Panama, (22%).  This statistical imbalance is repeated at the local level, where women account for an average of less than 10% of the mayors.  (See Appendix VI, Tables 3 and 4.)


2.3
Participation in the legislative branch


Participation in the legislative branch of government has posed major difficulties for women in almost all the region’s countries.  Even where women enjoy a significant presence in the executive and judicial branches, the figures on their legislative presence are low, in both bicameral and unicameral legislatures.


There are ever stronger pressures to approve amendments to the codes and laws governing electoral matters, to ensure that women have proportional representation or quotas.  Quotas have proven effective as a means of raising the number of women in positions of power, and their use is on the increase, especially in the effort to create more opportunities in the legislative branch.  Currently there are quota provisions in Argentina, Bolivia, Brazil, Costa Rica, Ecuador, Peru, and Venezuela. In some countries there exist legal quotas that are not respected in practice.  In any case, even countries that do not yet have them, quotas are continually under consideration and discussion in the women’s movement.  Nevertheless, a majority of countries in the region still do not have quotas.


It would seem that increasing the legislative presence of women has become a central objective in more recent efforts, as reflected in the general discussion now taking place in the region on this subject.  The hope is to achieve a critical mass of women legislators–around 30 percent or 35 percent–the idea being that this level would bring qualitative changes in parliamentary agendas as well as a new quality and approach in parliamentary debate.


Currently, the presence of women in national parliaments and congresses remains very much a minority one, with women generally having little or no representation in senates.  According to the 1996 Report on Human Development, the only countries with over 15 percent of parliamentary seats occupied by women are Canada, Barbados, Trinidad and Tobago, and Guyana. Fractions between 10 percent and 15 obtain in:  the United States, Argentina, Costa Rica, Mexico, Belize, the Dominican Republic, Peru, and El Salvador.  The remaining countries post figures under 10 percent. (See Appendix VI, Table 5)


Another recent trend apparent in some cases is the presence of women parliamentarians representing traditionally excluded social groups or groups that have only recently been organized, as is the case of women who have been elected with the support of indigenous ethnic groups, ecological groups, or neighborhood factions.


We should point out that currently most national assemblies and congresses—and even many provincial, departmental, and state legislative bodies—have created parliamentary commissions on women’s rights which work on developing parliamentary agendas for projects to promote the advancement of women and improve their social, political, and economic status.


The parliamentary commissions on women’s rights have agendas that include varying types of activity.  In all cases they seek direct contact with and participation in the political and social groups they serve through their legislative activity.  Also, awareness is constantly increasing in civil society as to the importance of the role such commissions can play in promoting a change in the point of view prevailing in a parliamentary body, encouraging the enactment of laws favorable to women and the use of gender criteria in the legislative process.


There is also a growing awareness of the need to coordinate the efforts of all groups in forums interested in addressing the inequality experienced by women.  Hence ever greater numbers of NGOs are approaching these parliamentary commissions to offer support.  For example, excellent work is being done by women’s organizations such as Brazil’s CFEMEA, Nicaragua’s Center for Constitutional Rights, and similar organizations in the Caribbean area that are constantly active in support of the legislative process, even within parliamentary precincts.


The strategic nature of these commissions is arousing great interest, and there are various pressures to create them in parliaments where they do not yet exist to bring gender-sensitive points of view to the drafting of legislation.  (See Appendix VI, Table 6.)


As to the presence of women in legislatures at the local level, many parties and electoral groups in the last few years have been strongly encouraged women to seek positions in these bodies.  Sometimes–especially in political parties–this is done to compensate for or justify the minimal presence of women on national and provincial legislative tickets.


This encouragement seems to have had some real impact on women themselves, who are becoming candidates for these positions with increasing frequency.  Still, the proportion of women elected continues to be significantly lower than for men.


The idea of a growing linkage of women with local government has not yet been sufficiently put into practice, as the figures show.  Decentralization through laws granting political and financial autonomy at the municipal level have created new options for acquiring political visibility, and this has helped to make local politics attractive to men.  Thus women have had to confront new and greater obstacles in their attempt to gain a presence in local legislative bodies.  (See Appendix VI, Table 7.)


As in the cases noted previously, average participation is close to the famous “glass ceiling” figure of 10 percent, which hovers over the political life of the region’s women.  Few countries rise above that figure, and those who fail to reach it are more numerous than women would wish or the ones who deserve to do so.


2.4
Participation in the Judiciary

The sustained upturn in the number of women active in the Judiciary has been in progress now for half a century.  But the increase has run parallel to a rise in the percentage of women at the lowest levels of the judiciary, such as trial and local courts.  (See Appendix VI, Table 8.)


Indeed, the presence of women at the supreme court level is fairly recent.  In only a few countries has it been achieved: Barbados, Canada, Costa Rica, El Salvador, Guatemala, Guyana, Honduras, Mexico, Nicaragua, Panama, Paraguay, Peru, Trinidad and Tobago, the United States, and Venezuela (which is the only country where a woman has become chief justice of the Supreme Court).  It is believed that a change in systems for entry to the Judiciary will lead to an increasing number of women in these high courts–a shift from presidential or parliamentary appointment to merit-based competitive systems.


Currently, the situation so far as women in the Judiciary is concerned frequently displays the following three features:


a.
Very low or zero presence at the supreme court level.


b.
Low or moderate presence at the appeals court level–roughly 20 percent.


c.
Comparable presence with men in trial courts–even, in some cases, higher–with an average close to 45 percent.14/

Another feature that should be noted is the segmentation by sex in specialized areas of the judicial branch, with a higher proportion of women in family and juvenile courts, while male judges are dominant in commercial, labor, and criminal courts.


2.5
Participation in political parties

Women’s presence in political parties has been acknowledged since the very origins of these organizations. Since then, with very few exceptions, they have been kept out of leadership roles or have had a presence there that is in many ways insignificant.  This factor permeates the political cultures comprising the medium in which government exists, and to which political parties have contributed substantially, since many of the political systems in the region are multi-party democracies.


Furthermore, political parties–with the value systems of the political culture that typifies them–create a male-oriented leadership model, for men, and even among women who get to these positions.  Despite the existence of branches and departments for women, and the presence of women with high levels of expertise and professionalism in the parties (especially in recent times), exclusion from political leadership is cause for serious concern.


Despite the fact that some political parties have been enacting quota systems for their leadership bodies since the eighties, it was some time before they really met the quotas or increased them so as to offer greater opportunities of providing representation.


Moreover, quotas, in the opinion of some analysts, have not in themselves guaranteed that women who benefit from them will ensure a significant change in party procedures for other women. One of the subjects that evokes a high level of interest among those who study these situations is the role of women’s branches of the parties and the sort of response they can provide to the demands for and interest in rising politically within the party itself.


The FLACSO study on Latin American women cited above indicates that in 15 countries the amount of variation in the proportion of women occupying party leadership positions in various years from 1990 to 1994 ranges from parties with no women in such positions to exceptional cases of up to 40 percent.  According to the study, most parties have no more than 15 percent of women in their high-ranking posts.


The role of the parties in determining the composition of decision-making bodies in the executive and legislative branches is substantial.  Hence their responsibility for the low percentages of women in senior positions is the defining factor in the situation.  The limits they place on women participating in their own power structures translate into less demand on the part of women for an active role in government.  In recent years more women from the party ranks have sought work in the executive branch, especially in professional positions involving technical expertise.  Nonetheless, positions that are directly involved in policy-making continue to be reserved for men.


An analysis of internal party structure shows that leadership positions at a local level are often open to women.  But rising to mid-level and senior positions in the organization occurs slowly or with great difficulty.


Some researchers have observed that newer parties or those in the process of reform have more women than older parties.  It can also be seen that the subject of women has of late become an issue within the parties, as shown by the fact that it is now being incorporated in party platforms and in the substance of what the parties are offering the electorate.


It is difficult to conduct a systematic diagnosis and follow-up study on modalities of action within the parties because many of them lack records or statistics broken down by sex to show at least figures on membership as a minimum.  Nevertheless, almost everyone studying the issue agrees that political parties constitute true barriers, presenting obstacles of different kinds that block women’s path to power and decision-making.


2.6
Women’s participation in other social organizations
Women in professional organizations and unions


While in many countries women were present in large numbers as leaders in organizing and consolidating the labor movement, and while they make up a significant part of the population that is unionized or belongs to professional organizations, their exclusion from leadership reveals certain features having more serious negative implications than in other areas, political parties included.


Even in unions and labor federations where women form the bulk of the workers, leadership has always, or almost always, been a male prerogative.  In professional organizations, however, indications are that women’s presence is greater, particularly in organizations where women form a majority of the membership and saturate the job category.


The last 20 years or so have seen an emerging female presence in union leadership which, in addition to being very small, generally finds itself in positions of little or no importance or in those involving work that men avoid because it is merely instrumental or service-oriented, or because it is “women’s work” (recording secretary, public relations secretary, etc.).  Just recently, departments of “women and the family” have been appearing as a response to women’s growing demand for better attention from these organizations to their interests and needs.


This issue has also evoked concern on the international level and thanks to initiatives by union women themselves, the region’s most important unions have decided to make the subject of women’s advancement within the union context and their rise to decision-making positions a priority for the coming years.


Still, the reality is that participation in these organizations is marked by heavy exclusion and notable segmentation in the leadership structure, as is the case in political parties:  presence in decision-making positions is inversely proportional to the organizational level reached.


As noted by Valdés and Palacios, union leadership at the national level shows "extreme situations, such as the total absence of women in Argentina’s workers’ confederation."  In Nicaragua, on the other hand, "women held more than 23 percent of the positions in both 1993 and 1990, though in most countries women filled less than 9 percent of those posts."  Brazil is one of the countries having the lowest percentages of women in leadership positions in urban unions, with 10.1 percent in 1988.


Despite the very real difficulties in getting information on membership as a result of the lack of adequate records which could provide an overall picture, a few pieces of data are worth mentioning, for example:  the existence of high percentages in government-worker and private-sector unions in Colombia (34.2%), with the government sector higher (39.7%), as in other countries.  In Guatemala, women accounted for only 12 percent of the membership in 1990.  “The highest percentage of women members and leaders is found in the service sector, followed by industry and agriculture”–a pattern than is found throughout the region.


Many of the barriers that for years have been evident factors which keep women from enjoying a more decisive presence in union affairs and leadership are the same ones cited in regard to women seeking a career in political parties. In addition to those hurdles, however, it must be added that the political culture of these organizations has a very male face; that the demands they make do not involve non-traditional interests of women; and that there is a predominant emphasis on values linked to women’s reproductive role in defining their place in the organization as well as in social life in general.

Women in business management and in leadership roles in other organizations


We have included this heading to make a point of the almost total absence of information on the subject that would permit an objective look at the situation.  Some studies cite approximate figures for various countries, but no regionally valid picture can be drawn from them.


Where business management is concerned, there seems to be a trend toward more women in decision-making positions in financial services, personnel management, industrial psychology, human relations, administrative services, and research than in areas more closely tied to production.


As for women in senior positions in the academic world, scientific and technological fields, and related endeavors, here, too, available information is inadequate.


This would seem to indicate the need to increase efforts to produce information on these areas in order to determine the nature of women’s status and position.


2.7
The Gender Empowerment Index (GEI) as a new quantitative measure of women’s presence in decision-making

One of the most important advances recorded in international statistics on women’s access to power is the effort launched by the UNDP in 1995 to compute the so-called gender empowerment index, which was published for the first time in the 1995 Report on Human Development.  Calculation of this index is based on economic, political, and professional participation levels, and it attempts to determine the extent to which women have been enabled or encouraged to participate in various aspects of public life, as compared to the figures for men.


The lack of data has prevented the GEI from reflecting a wider range of relevant categories, thus making it necessary to use only four variables:  namely, seats in parliament, executive and management positions, professional and technical positions, and share of income provided by work.


The GEI seeks to measure the extent to which men and women enjoy active participation in economic and political life.  The limitations of this report make it impossible to spell out all the information on the values of the variables for the countries of the inter-American community, however desirable that might be.  But the values gleaned from the publication’s general table reflect the discrepancies in the human development of societies that are produced by discriminatory cultures, and it clearly shows the need to find new ways to further democracy, as may be seen from an examination of the values of the gender empowerment index for Latin America.  (See Appendix VI, Table 9.)

VI.
LEADERSHIP BY WOMEN:  A STRATEGIC VIEW OF SOCIAL, CULTURAL, AND PERSONAL FACTORS
1.
Recent ideas about the relationship between gender and leadership

As noted in the foregoing chapters, the effort to examine women’s leadership began more than two decades ago and has since been enriched by a variety of perspectives.  A good deal of the content of those chapters of this document covers much that has been produced until now.  In addition, a type of analysis has recently emerged that focuses on determining the ways in which men and women assume the functions of leadership, in an attempt to discover possible gender differences in how leadership is exercised.  Significant advances have been made along these lines, particularly in the field of management.


Research on men’s and women’s different leadership styles began in the 1980s and, despite the criticism it received from the so-called feminism of equality, it has produced important discoveries to support the view that there are indeed some gender-based differences in the way people exercise leadership–to the point where “feminine leadership” or “women’s power” as well as “features of male leadership” are categories of discourse and as such offer potential for increasing the efficiency of leadership.


At the same time, based on Deming’s “quality leadership” approach, the study of management has taken a new tack with respect to personnel issues.  The human factor has now become the crux of management issues.  This change of viewpoint creates a need for greater attention to attitudes, feelings, ways of relating, and managers’ personal strengths, which has led to the discovery that leadership and management call for personal traits which in many cases are similar to those which generally characterize women’s behavior. 


As the subject of leadership has become a central factor in organizational theory and is now considered to play a decisive part in the success or failure of public- and private-sector management, both in business production and in national development efforts, there has been a parallel increase in the degree of certainty that women can bring significant experience to the exercise of power.

2.
Leadership as a function of development and democracy

There is a growing conviction that the factors which determine the success of national strategies for meeting the political, economic, and social challenges of a new era reflect countries’ capacities for (a) efficient leadership, (b) the institutions and rules of the game played by the actors on the social stage, and (c) the ability to formulate and implement the requisite public policy.  These capacities make it possible to harmonize economic and social development with the aims of democracy.


Viewed in a general way and in the context of its implications for democracy and governability, leadership–insofar as institutions are concerned–deals with historically impersonal functions, processes, and activities.  But the people managing these processes or providing leadership for them impart to their development its particular qualities.  This is why experts devote so much attention to the personal factors which today’s society in general also considers highly important in its leaders.


On the other hand, few think that governability is the exclusive responsibility of government or those who govern.  There is a broad tendency to look at governability as a societal trait, involving responsibility from all parties.  As Joan Prats Catalá says,15/ governability, being in part a societal trait, depends on the “values, attitudes, and mental models prevalent in civil society.” Hence, says this writer, any attempt to change the political system (state, democracy, and government) should be directed both at the citizenry and at civil society.


All of this means that dealing with governability and democracy today calls for consideration of issues such as heightened participation, an active presence of new players on society’s stage, and efficient leadership, elements which, as we have seen in earlier parts of this report, are basic to any consideration of women’s position in decision-making today.


Many arguments have been put forth in recent years to advance the cause of expanded leadership by women:  they range from the feminist critique of the Theory of the State and Political Theory, with its questioning of the concept of democracy as representative, to the alleged loss which the failure to incorporate women’s talents in leadership represents for the system.  Today, attempts to deal with the issue of women in decision-making must utilize a broad approach which asks not only what barriers to women’s power must be overcome but also what kind of leadership society is demanding; and how women, with their particular strengths, can help to create the effective leadership that development and democracy require.


As to the type of leadership our societies need today, efforts are being made not only to define it but also to provide the requisite training.  The regional concern over the development of leadership skills is high on the governmental reform agenda in many of our countries, and more and more institutions and special programs are devoted to this purpose.16/

In speaking of present-day leadership, Suzanne Dove17/ notes that the transformations currently being experienced by society have triggered the emergence of a new balance of power, in which groups heretofore left out are now demanding their share of the action.  These situations call for a newly functional leadership that can reconcile the interests and demands of the wide variety of players whose presence renders our times so complex.  Hence, she adds, leadership must be viewed outside the traditional framework of organizational power and positions of formal political authority. Today leadership must be deemed to comprise an activity present in every part of society, conducted by people whose authority may be formally defined or at times less formally defined, and at other times, even by people who have been given no formal authority.


This type of leadership can be exercised in many ways, thus producing a phenomenon which James McGregor Burns calls transformational leadership.  That term, which is already well established in the specialized literature, was introduced to an NGO forum in Hairou, China, in 1995, at the International  "Women in Politics" conference, as a model to be adopted for the new type of leadership assigned to women throughout the world.18/

The features of transformational leadership make it clear why, as Prats says, this type of leadership is not reserved exclusively for high positions of formal authority but can be extended to society as a whole.  According to this author, “being a leader steps from a personal decision to assume a role in the front lines, to seek and attain a vision and sense of direction, to communicate, and to build at least as much confidence as is necessary or even more in formal positions.”


A variety of qualities characterize transformational leadership, but the basic ones, according to Dove, center on (a) the ability to conceive and articulate a vision connected with the interests and motivations of a broad constituency, (b) a legitimacy that permits open communication with special interest groups, which depends on the credibility and trust inspired by the person leading, (c) the ability to deal ably with conflict–a critical quality in situations of institutional change, since it allows for a positive use of the energy implicit in conflict and allows the creation of coalitions based on the interests of contending parties, and, finally, (d) the ability to set in motion processes of social adaptation and learning when situations require solutions that are not obvious or that do not exist within the players’ traditional frameworks.  To that end, each leader must serve as a true catalyst for the process.


As noted by Bennis,19/ this definition of leadership–which obviously differs from traditional literature on the subject,20/–engenders tangential questions of the greatest importance, such as the ethics of leadership and the recurrent discussion of what quantities may be innate or cultivated in leadership ability.  A more effective concept of leadership should include not only questions of leaders’ personal behavior but also the institutional factors involved and the entire range of requirements for this activity, not excluding training.


The foregoing statements confirm the importance of thinking of leadership by women not only as the expression of a social sector that is emerging powerfully as a new player with a legitimate right to have a role in directing society, but also as a potentially mighty instrument of transformation to respond to the demands for and challenges of change.  That is why in thinking about institutional action to improve women’s position in decision-making, it is important to adopt a systemic point of view that can deal with the complexities which leaders of both sexes will be called on to confront.

3.
Toward a strategic view of women’s leadership in the inter-American community

The brief considerations expressed above make it easy to understand the effort made by the Inter-American Commission of Women to arrive at a non-traditional view of leadership as a frame of reference in attaining the objectives of the inter-American meeting of consultation on women’s participation in power and decision-making structures.


The CIM intends to carry this effort beyond the traditional quantitative analyses (included in this document in the latest updated version) to explore other dimensions showing how the region’s women leaders perceive their managerial roles, they obstacles they have met, how they perceive themselves as leaders, and what action they think should be taken to achieve a qualitative and quantitative increase in women’s presence in decision-making positions.  The Commission decided to make a preliminary study in the region’s countries for this purpose, using a wide-ranging questionnaire (consisting largely of open-ended questions) to collect data.  The questionnaire was distributed to a limited number of women (132) and men (41) in leadership positions.  


The task of distributing and selecting the persons interviewed was assigned to the CIM principal delegates in each country, to whom guidelines were given, for selecting women to be interviewed.  During the processing and analysis of the questionnaires, the open-ended questions were codified, as is the norm in such cases, into general categories allowing answers to be grouped comprehensibly and logically.  This produced multiple choice answers in many cases.  The results appear below.  (Other aspects of the study are included in Appendix VII)


3.1
Results of the study


a.
Gender-based perception of leadership traits in men and women
(a) 1.
The study shows that men and women have relatively similar perceptions of the personality traits and gifts that make a person a leader, although women responded at greater length and in greater detail than men, whose responses were relatively more direct and more succinct.

(a) 2.
In general terms, the responses of both women and men suggest the following grouping of leadership characteristics:

–
Leaders have people skills that are evident in good relations with others, the ability to establish relationships, a capacity to attract, motivate, and inspire others, and, above all, the ability to communicate and to work as part of a team.

–
They have skills and abilities to define and reach objectives, putting together a vision, and completing tasks. Thus, they are good at setting specific goals and meeting them, remaining committed to them, being successful and dedicated to their work, and achieving what they set out to do.

–
They have certain acquired and attainable characteristics, such as professional training, higher education, and technical knowledge.

–
Their behavior is based on ethical values and principles such as fairness, morality, religion, social justice, honesty, and transparency.

–
They have intellectual qualities such as intelligence, reasoning ability, and goal-orientedness.

–
They have and utilize certain environmental factors such as available time, family support, and political backing.

–
They have certain emotional and psychological traits such as sensitivity, assertiveness, self-esteem, an inner sense of security, congeniality, intuitiveness, risk-taking, a spirit of sacrifice, discipline, flexibility, tolerance, charisma, strength, and constancy.

–
They are skilled in the exercise of power:  for instance in giving orders, making decisions, and negotiating.

(a) 3.
The eight categories listed above cover almost all the responses, which feature the following general characteristics:

–
The majority of women’s responses tended to underscore (1) emotional and psychological traits, (2) the ability to relate to other people, (3) context factors having to do with possible family support, and (4) training for the role.

–
Male responses frequently emphasized (1) the ability to achieve goals, (2) certain emotional and psychological traits, and (3) the ability to relate to other people.

–
Both groups placed high value on the following traits: personal self-assurance and confidence in one’s own abilities, sensitivity and commitment to other people’s needs, emotional balance and self-control, appropriate education and training and leadership ability.

–
A significant percentage of male respondents (65%) and a minority of female ones believe that there are no differences between leadership traits in men and in women.  The majority of female responses (85%) point to qualities that differ according to gender, even though they may recognize certain traits common to both.

–
The traits which female respondents identified as most prominent in men were:  strength firmness and (very particularly) determination, vision and clarity of goals, a personal sense of assurance and self-esteem, the ability to take risks and make decisions, experience, objectivity and reasoning ability, organizing ability in relation to leadership activities, and the “gift of command” or authority, credibility, speaking ability, and financial skills. 

–
The leadership traits that female respondents saw as most feminine were sensitivity and feeling, tolerance and flexibility, the inclination to seek consensus and negotiate solutions, intuitiveness, empathy, honesty, the ability to relate, constancy, a spirit of service, respect for others, assertiveness, creativity, a principled approach, and a spirit of pacifism.

–
Men who identified differential gender traits in leadership pointed to the following as most masculine:  intelligence, the ability to lead, self-confidence and assurance, openness to change, decisiveness, authority, strength, assertiveness, vision, reasoning, risk-taking, and academic and professional education.

–
The traits which male responses most often identified as feminine include sensitivity to things important to others, honesty, a vocation for service, perseverance, integrity, consistency, interpersonal skills, intellectual ability, and charisma.

(a) 4.
Some conclusions about gender-sensitive perceptions which men and women leaders have of the traits that define leadership in both sexes emerge from the above, to wit:

–
Men and women leaders have similar perceptions of the traits that identify a person as a leader.

–
Women leaders appear to have a broader and more detailed perception of the qualities required for leadership, especially in the area of psychological and emotional traits.

–
Women leaders show greater sensitivity in recognizing gender differences relative to the degree of closeness between men and women with regard to particular traits needed for leadership.

–
There is a significant agreement on the leadership traits that women and men recognize as being closest to typical female and male behavior.  However, sensitivity to typical gender behavior is greater among women leaders than men leaders.  This is consistent with the inference that the traits men recognize as important for leadership are basically those that coincide with typical male behavior, while women are open to the understanding that leadership also entails traits that seem to be more closely associated with femininity.


A final comment on this issue brings us back to the concept of transformational leadership, in which it is clear that traits and abilities of both sexes come into play.



b.
The contribution of women’s leadership to their countries

When asked what they think women’s leadership has contributed in their countries, the great majority of women leaders (83%) responded that it has been very significant, with particular relevance in social areas (85%), founding of NGOs (38%), community processes and organizations (44%), legislation affecting women and families (38%), political issues (28%), environment, education, and business development (under 20%).  The majority of male leaders think that the contribution of women’s leadership has been very significant (55%).  Almost a third of male respondents said that it has been moderately significant, and the rest deemed it of little significance.


By a large majority, the women leaders surveyed (95%) believe that the growing presence of women in decision-making positions has produced positive changes in the organizations where they play a role.  These changes are reflected in the following areas:  generation of trust in women’s talents and abilities for directing and leading (85%); increased awareness within organizations about social and interpersonal relations within each of them (70%); organizations are more aware of women’s traits and abilities as well as the use of gender-based criteria (67%); creation of common frames of reference and behavioral values involving honesty and responsibility (62%); the introduction of new forms of leadership (40%); the introduction of non-traditional criteria such as intuition and tolerance, in decision-making (less than 30%).

Women also recognize that as leaders they cannot fully exploit their potential to promote positive changes in the organizations of which they are active members.  They cited the following principal factors:  resistance to female leadership (80%), important decisions continue to remain in male hands (76%), and circumstances of family or marriage prevent a deeper commitment to important organizational processes and activity (67%).

c.
The social value placed on men’s and women’s leadership, and an evaluation of its effectiveness in particular areas

Almost unanimously, the leaders polled recognize that society places higher value on leadership by men.  The reasons adduced to explain this stem almost entirely from the existence of a cultural frame of reference that is based on masculine values (“macho,” “male-oriented,” “sexist,” and the like) and that assigns women roles excluding them from public life and attributing to men “natural” characteristics favorable to leadership and greater credibility as to their effectiveness in power roles.  Many responses (45%) mentioned that this is a difficult thing to change, that it has changed very little with women’s growing presence in decision-making positions, and that it is up to women in leadership positions to bring about such change.


The survey also explored women leaders’ perceptions of what other women think of their performance in positions of power, and how they believe they are seen by other women.  The results indicate both positive and negative reactions.  Ninety percent of respondents mention this duality.  They think that they are valued favorably for boldness, bravery, and courage (65%), their impact as role models and motivators (65%), for their self-confidence and personal power (60%).  The negative perceptions have to do with masculinization of personality or of habits, or lack of femininity, or other similar effects (60%), absence of family responsibility or aloofness from the family (55%), and ambition or egotism or arrogance (40%).


By the same token, women leaders find that men appreciate women’s leadership in some of the following terms:  hard worker, responsible, follows through (73%), honest (56%), humane or sensitive (45%), creative (33%).  The negative attributes that they believe men associate with them are:  weak, incompetent, indecisive (68%), indifferent to their families (53%), leadership acquired by personal connections (40%), emotional (35%), competitive or adversarial (25%).


Moreover, the great majority of men (90%) and women (75%) in leadership positions believe that men perform most effectively in political leadership.  In roughly equal proportions, both sexes assert that women are the most effective leaders in social and community affairs.  A high percentage of men (65%) see themselves as more effective than women in public administration and 55 percent see themselves as more effective than women in finance and management. 


On the other hand, women perceive themselves as equally effective as men in public- and private-sector management, more effective as administrators, and as evoking less credibility than men as leaders in financial areas.


In general terms, we may conclude that men view themselves as more effective leaders than women in almost every field, except for social and community affairs.  Women do not claim to be as effective as men in political or financial affairs.



d.
The experience of socialization and the influence of education

All the women canvassed say they had family support for their activities from early on, during childhood.  Sixty percent of respondents indicate that the family environment from their early years was stimulating; that it allowed them to express themselves and encouraged their desires, dreams, and purposes, as well as supporting them in their personal lives.  Mothers and fathers are mentioned as being equally important, as well as siblings and grandparents in some cases.  Close to 30 percent of the questionnaires suggest that the women respondents came from families having a tradition of leadership, generally in the intellectual, political, or management sphere.  Some teachers also figure in almost all the questionnaires as agents who encouraged the ambitions of the women polled.  We should point out that among leaders from English-speaking countries in the Caribbean, a large number mentioned the influence of religious institutions, Sunday school, or a pastor’s encouragement.


For some (35%), participation in community organizations and social service was a factor that pushed them toward leadership, gave them a sense of the positive value of such organizations as well as a sense of the importance of working to attain social goals.


Close to 80 percent of the questionnaires indicate that girls’ education tends to inhibit or limit their desire or ambition to play an important or leading role.  All women respondents who expressed this view said that sexism in education prevents girls from aspiring to power or leadership, since it imposes feelings of inferiority, dependence, and a fear of autonomy. Sexism is present not only in the stereotyped roles transmitted in educational content, but also in the exclusionist and discriminatory practices of teachers toward girls and boys.  Girls who do show ambition were said to be punished in various ways:  isolation, criticism, and conferring of a bad reputation.


A fifth of the responders think that despite the sexism permeating education, positive values that can be important for career performance and leadership are also communicated, although they did not adduce arguments correlating these factors with their decisions to become leaders.



e.
The barriers that women must confront in their rise to leadership

The survey explored various types of hurdles women must overcome on the path to decision-making positions:  obstacles in the family setting, those derived from the education and training given to women as such, those present in the workplace or in other spheres of activity, those stemming from relationships among women, those connected with relationships with men, and other social impediments.  We must point out that 5 percent of the persons polled did not recognize the existence of such obstacles.


An analysis of the responses shows that in all the types of obstacles identified by the respondents, cultural factors related to the roles and behaviors associated with gender stereotypes and identities appear very strongly as some of the main stumbling blocks.  This means that in obstructions arising from the family setting, education, and cross-gender or intra-gender relations, the models imposed by the general culture are important factors in the etiology of all these barriers.  Family obligations, dependence on men in the family group, the lack of freedom to decide on and financially provide for personal activities, “machismo,” competition with and insecurity vis-à-vis other women, and the traditional sexual harassment in educational and work settings were all obstacles identified as impediments strongly rooted in the culture’s gender paradigms.


In the case of obstacles emanating from the family setting, the gender-based identity paradigm and the gender-related obligations associated with women’s social roles create a whole set of limitations on time availability, decision-making autonomy, and dedication to study, competence in a profession, or a career involving power.  All of the responses agreed on this point.


The barriers associated with the gender-based socialization status of women are closely linked to the issues mentioned above, because this process shapes people in terms of values which place women and all things feminine in a subordinate position, while the educational activities and experiences aimed at larger objectives and short-term goals are male-oriented.


In the case of barriers raised in the workplace, responses dealt mostly with (a) a lack of effective standards of equal opportunity, (b) the failure of organizations to comply with conventions and laws governing equal opportunity in the workplace, (c) segregation of the labor market, to the detriment of women, (d) the unpunished practice of sexual harassment, (e) the organization of work around male interests and habits, (f) a male-centered work culture, and (g) male-oriented criteria for organizational advancement and promotion which are unfairly applied to favor men.


Obstacles stemming from relationships among women fell into two main categories:  (a) the presence in some women of competitive and aggressive attitudes that discredit the genuine merits of women who are newcomers (lack of solidarity, jealousy, gossip, etc.), and (b) women’s lack of experience and knowledge of ways to form teams or alliances in order to work for common interests.


Obstacles arising from relations with men were largely associated with (a) sexual harassment, (b) the male tendency to favor the promotion of other men, (c) men’s underestimation of and lack of belief in women’s capacity for leadership, (d) the fear and/or jealousy that some men may experience when women are promoted, or the loss of leadership positions for men that might result, (e) men’s conviction of their superiority for leadership, and (f) a lack of objectivity in evaluating women’s work and abilities.


Another type of barrier that exists in various social contexts was described as lack of, or failure to apply, legal provisions guaranteeing equal opportunity for men and women, obsolete administrative rules focusing on men’s needs, the strongly sexist and exclusionary nature of the general culture, the assignment of family responsibilities to women alone, sexism in education, women’s feelings of inferiority and low self-esteem, and the strongly male-oriented policies that are found especially in political parties and unions.


f.
Personal experiences in leadership positions

All of the women responding say that their experience in leadership positions has had a positive impact on their personal lives, mainly by (a) enhancing their self-esteem or self-confidence (92%), strengthening their ability to take risks, or to compete, or to make decisions (80%), making them more respected or admired by family or others (78%), improving their ability to express their own opinions (60%), and heightening their skill in relating to diverse groups or other individuals (60%).


At the same time, the leadership experience has, for some respondents (65%), detracted from certain personal traits, the most frequently mentioned being the ability to solve problems or situations arising in the family setting (40%), family relationships themselves (35%), attention to personal affairs (35%), and patience or tolerance in facing some of the situations arising in daily life (20%).


All of those interviewed note that that they have paid a personal price for being leaders, with the importance of that impact ranked as follows:  (a) a deterioration or dissatisfaction or irritation in the couple’s relationship resulting from inability to deal with the demands this implies (90%) or in some aspects of family ties because of inability to respond to the needs and demands of family life (80%), (b) ongoing or frequently recurring stress (73%), too many responsibilities (55%), loneliness (40%), frequent sacrifice of free time to deal with health, education, and personal needs (40%), and occasional handling of situations of antagonism from other women and some men (25%).

g.
Preliminary strategic assessment of the conditions under which leadership by women occurs in the region

For purposes of this very preliminary strategic analysis, the survey questioned people about their perception of the possible opportunities, threats, strengths, and weaknesses confronting women in leadership positions at present.


The category of opportunities and threats represents positive and negative external factors that provide support for, or tend to inhibit, leadership by women.  Their extrinsic nature precludes women’s control:  they represent forces exerted by the outside environment.  The category of strengths and weaknesses constitutes the internal forces and limitations present within women themselves which can also help or hinder the attainment of leadership positions and a decision-making presence.21/

Significantly, almost half of the leaders surveyed do not mention the existence of threats to women’s leadership.  This might be due to possible difficulties involved in construing the concept of threat itself. The preponderance of such responses (almost half) must be viewed as a suggestive indicator, to be explored, objectively clarified, and interpreted in a later phase of the study, as it could lead to the interpretation that leaders do not really perceive any threats to women’s leadership, or that the concept of threat has not been properly construed.

4.
Matrices of the strategic analysis
STRATEGIC ANALYSIS MATRIX  # 1

RANKING OF EXTERNAL FACTORS


OPPORTUNITIES
THREATS

1.
Increased opportunities for women to gain access to higher education and/or technical training (75%)

2.
Existence of a growing number of organizations featuring activities that provide support for women (75%)

3.
Growing democratization of societies (68%)

4.
Decline of traditional authoritarian and/or corrupt leadership (65%)

5.
International institutions and programs of cooperation concerned with the status of women (63%)

6.
Growing number of women in positions of power (55%)

7.
Existence of new laws and regulations that promote equality (50%)

8.
Increase in government’s concern over the status of women (48%)

9.
Increased access to family planning programs (30%)

10.
Society’s greater sensitivity to women’s status and position in society (25%)
1.
Existence of a marked worldwide and male-oriented culture of “machismo” that is exclusionary, is present in all parts of society, and is especially strong in political parties (95%)

2.
The orientation of women’s education toward traditional careers that reinforce gender stereotypes and the subordinate status of women (90%)

3.
Men’s resistance to accepting leadership by women, for fear of being displaced (90%)

4.
Distortion of women’s image by the media (75%)

5.
Men’s control, in their own interest, of women’s positions of power and of enforcing the quotas that have been enacted (68%)

6.
Unfortunate image that some women’s organizations have in certain parts of society, identifying them as radical “feminists” and generating resistance to their work (40%)

7.
Increasing technical experience and training requirements for management and leadership positions, which women do not meet. (30%)

Note:  Almost 50 percent recognize no threats.

STRATEGIC ANALYSIS MATRIX # 2

RANKING OF INTERNAL FACTORS (GENDER-BASED SELF-IMAGE)


STRENGTHS
WEAKNESSES

1.
Sensitivity in dealing with social issues (75%)

2.
Ability to form interpersonal relationships (73%)

3.
Giving of oneself or commitment, and responsibility in work (70%)

4.
Reputation for honesty or transparency or ethical behavior (67%)

5.
Feelings and/or sensitivity in relation to others (50%)

6.
Intuitiveness (48%)

7.
Crisis management skill (40%)

8.
Willingness to negotiate (40%)

9.
Value-oriented behavior (35%)
1.
Low self-esteem or lack of self-confidence or insecurity (92%)

2.
Failure to take risks or make decisions (73%)

3.
Guided by emotions and affection or less rational (68%)

4.
Restricted by family obligations and/or lack of support from husband and/or family (65%)

5.
Inadequate training or lack of experience for leadership positions (60%)

6.
Limited competitive spirit or passive acceptance of subordinate positions (45%)

7.
Too many obligations or limited personal availability to meet all the demands of leadership (40%)

8.
Lack of solidarity among women, or tendency to favor male leadership (40%)

9.
Shortage of financial resources to support a career of leadership (38%)

10.
Lack of negotiating experience (30%)

11.
Tendency to backbiting or gossip (28%)



An analysis of men leaders’ responses to the survey shows, once again, a high level of agreement between women’s concept of their own gender-based self-image (strengths and weaknesses) and men’s view thereof.  This may be seen to indicate the real importance of traits in women's leadership about which there is widespread agreement between men and women.

STRATEGIC ANALYSIS MATRIX # 3

WOMEN’S LEADERSHIP STRENGTHS


Identified by women leaders
(gender-based self-image)
Identified by men leaders
(gender-based image)

1.
Sensitivity in dealing with social issues (75%)

2.
Ability to form interpersonal relationships.(73%)

3.
Dedication or commitment or responsibility in work.(70%)

4.
Reputation for honesty or transparency or ethical behavior.(67%)

5.
Feelings or sensitivity in relation to others.(50%)

6.
Intuitiveness. (48%)

7.
Ability to deal with crises.(40%)

8.
Willingness to negotiate.(40%)

9.
Value-oriented behavior.(35%)


1.
Ability to form interpersonal relationships (90%)

2.
Great responsibility in, and/or commitment to work (83%)

3.
Tendency to work for ideals or noble causes (72%)

4.
Reputation for honesty or lack of bad habits or openness (70%)

5.
Intuitiveness (65%)

6.
Ability to deal with crises (50%)

7.
Versatility (40%)

8.
Creativity and/or imagination (35%).

Twenty percent of the male leaders polled said they found women to have no special strengths, and 10 percent said women had the same strengths as men.

STRATEGIC ANALYSIS MATRIX # 4

WOMEN’S LEADERSHIP WEAKNESSES


Identified by female leaders
Identified by male leaders

1.
Low self-esteem or lack of self-confidence or insecurity (92%)

2.
Failure to take risks or make decisions (73%)

3.
Guided by emotions or by emotional sensitivity or  less rational (68%)

4.
Restricted by family obligations or lack of support from husband or family (65%)

5.
Limited training or lack of experience for leadership positions (60%)

6.
Limited spirit of competitiveness or passive acceptance of subordinate positions (45%)

7.
Too many obligations or lack of personal availability to meet all the demands of leadership (40%)

8.
Lack of solidarity among women or tendency to favor leadership by men (40%)

9.
Lack of financial resources to support a career of leadership (38%)

10.
Limited negotiating experience (30%)

11.
Tendency to backbiting or gossip (28%)
1.
Limitations deriving from family or marriage obligations or especially from motherhood (90%)

2.
Excessive role of emotion or feelings in behavior (83%)

3.
Insecurity or low self-esteem or lack of self-confidence (80%)

4.
Indecisiveness or lack of willingness to take risks (72%)

5.
Less credibility in leadership roles (60%)

6.
Lack of experience or limited training for leadership or decision-making or goal-setting (65%)

7.
Tendency to be agents of their own exclusion or not to compete or to accept subordinate assignments (55%)

8.
Lack of solidarity among women or tendency to backbiting and gossip (40%)

9.
Less availability to take on unexpected tasks or the non-routine demands of leadership (35%)

10.
Failure to ask for support or advice or to organize with other women to exercise their rights (25%)

11.
Lack of legal support and structures through which to demand their rights (25%)


The picture of women’s strengths and weaknesses as seen by men is enriched by looking at men’s view of their own strengths and weaknesses, as shown in the following table.

STRATEGIC ANALYSIS MATRIX # 5

MALE LEADERS’ GENDER-BASED SELF IMAGE

RANKING OF INTERNAL FACTORS


STRENGTHS
WEAKNESSES

1.
Ability to take risks or make decisions (75%)

2.
Analytical ability more important than  emotion (73%)

3.
Ability to formulate and transmit a vision or to set goals and objectives (70%)

4.
Trustworthiness or solidarity with team, or discretion about what goes in the group (65%)

5.
Well educated or trained for leadership (60%)

6.
High self-esteem or confidence (60%)

7.
Autonomy or high level of availability (55%)

8.
Credibility in leadership positions (45%)

9.
Assertive (40%)
1.
Tendency to be authoritarian or arrogant or exclusionary (80%)

2.
“Machismo” (60%).

3.
Lack of ability or caring about the human or emotional level of relationships or indifferences thereof (55%)

4.
Difficulty in dealing with aggressiveness (45%).

5.
More interested in politics than in technical matters (35%).

6.
Limited objectivity (25%)


At least 20 percent of male responders indicated no male characteristics as leadership weaknesses.


We should point out that the survey included control questions on leadership traits of both sexes under the category of “comparative advantages” which each sex has for the role.  Responses showed a high level of agreement with the points reported above under the heading of strengths.


4.1
Main findings from the strategic analysis matrices
· The most central factor in the strengths and weaknesses that women have to deal with in leadership–and much of the survey as a whole (socialization, education, personal experience and prices paid for leadership, perception by men and other women, the value placed on leadership by men and women, etc.) revolves around it–is the male-oriented framework of the culture with all the patterns that those values generate.  The most strongly felt of these are:  the gender-based roles that make for women’s stereotyped subordinate behavior in relation to men’s real or symbolic authority; the correlatives paradigms of sexual identity for both sexes that lead women to behave in ways that are subordinate, self-excluding, passive, dependent, and undervaluing of themselves; the gender-based division of labor with heavy disadvantages for women, preventing them from aspiring to leadership under equal conditions; the strongly male-oriented nature of both organizational and social structures associated with power. This suggests that changing the system of cultural meanings is clearly a strategic priority for any plan designed to improve women’s position in decision-making.

· Another factor that appears repeatedly in the responses as well as in the strategic analysis matrices is the emergence of a concept of leadership traits that runs counter to the dominant, traditional, strongly male-oriented concept.  This finding is based on the fact that women see traits typical of women as strengths, while men see the absence of those same traits as weaknesses in themselves.  Similarly, in the initial statements about leadership traits, with the traditional traits are joined others that are close to behaviors more associated with women than with men.  This may well indicate seeds of change in the leadership paradigm’s values and traits mentioned at the beginning of this chapter.

· Women place strong emphasis on a feeling of insecurity and low self-esteem and not feeling themselves equal to male leaders in certain skills required for the role:  decision-making, risk-taking, negotiating ability, goal setting, knowledge of the sociopolitical context, etc.

· Another item underscored is the subject of relationships among women as a source of weakness stemming from inner factors, inexperience, and lack of organizational and creative skills.

· A potentially favorable development is the growing concern in government and international organizations to improve women’s position and leadership-enhancing qualities.

· In building up attitudes in girls that facilitate leadership, emphasis is put on the importance of the family as an agent of socialization as well as on the impact of the school system.

· The relative invisibility of women’s contributions also should be considered strategically, given the credibility enjoyed by male leadership.

· Consideration must also be given to the fact that some of the barriers identified in work and action areas are due to the failure to comply with existing laws or to the absence of relevant laws.

· The value that women leaders place on the existence of organizations in civil society that work for women is also noteworthy, as is the type of remark men make on the weakness displayed by women in their ability to organize in pursuit of common goals. 

Approach to a preliminary profile of women’s leadership

According to the results of the survey and the quantitative data collected, the characteristics which permit the drafting of a very preliminary profile of women’s leadership in the region are:

· Women have shown considerable leadership capacity in public office, in nongovernmental organizations and community organizations.

· The display of this leadership is just emerging, and its presence is more visible in areas of public political life and primarily in technical–rather than political–decision-making positions.

· Women are considered, even by other women, to have less leadership credibility than men in terms of their capacity to serve in public office, despite the present trend toward their entry in leadership positions traditionally reserved for men.

· The prestige enjoyed by women regarding their commitment and dedicated conduct of hard work, ethical behavior, transparency, ability to handle relationships, and other similar characteristics are important factors supporting women in leadership positions.

· Many of the contributions made by women leaders are ignored and not recognized by society.

· Some women leaders suffer from prejudices deriving from gender education which keep them from recognizing their equal abilities to hold leadership positions on an equal footing with men in all areas.

· Their family environments during childhood and adolescence, which engendered self-confidence and encouraged them to play leadership roles in the groups to which they belong motivated numerous women leaders.

· The costs women must incur in reaching and maintaining leadership positions stem largely from an unsatisfactory family life and the lack of a balanced personal life.

· A substantial number of women occupying leadership positions are fully aware that their activity runs counter to prevailing cultural patterns that encourage, value, and give prestige to masculine values and discourage feminine traits.  Other women in such positions fail to perceive those factors.

· Women leaders have not yet managed to establish society’s perception of the positive contribution women can make–and are already making in some cases–to change the patterns of leadership and power.

· Gender identity traits arising from socialization in patterns of subordination result in significant leadership weaknesses for many women in such positions.

· Leadership opportunities for women continue to be limited, due not only to factors deriving from the general cultural environment that tends to exclude women, but also to political, administrative, and organizational cultures that reproduce the male-oriented values of that prevailing environment, which are faithfully reflected in laws, standards, and institutional procedures, thus comprising effective barriers to equality.

· Objective gender gaps exist to the detriment of women, in terms of experience, training, information, and political practice in leadership that affect quality and impair their social and personal productivity in many cases.


4.2
What should be done according to the persons polled


Women leaders think that the main characteristics, attributes, and aptitudes that women who aspire to power and/or success should cultivate are:  those related to self-confidence (78%), intellectual education and training (75%), honesty and authenticity (67%), emotional control (63%), ability to perform in public (60%), solidarity (55%), organizing ability (48%), and perseverance, good relationships, feeling, intuition, negotiating skill, personal presence, executive ability (fewer than 30%).


Male leaders think that women in positions of power should devote energy to cultivating a sense of security and self-confidence (70%), intellectual, technical, and professional training plus continuing education, including leadership-oriented training in financial skills (68%), ability to set clear goals and remain committed thereto (53%), a sense of calling, enthusiasm, energy, desire for power (45%), ability to make decisions and take risks (40%), preservation of feminine qualities without trying to imitate men (40%), expressive ability, teamwork, perseverance, and the maintenance of good family ties (less than 30%).


As to the three main weaknesses, deficiencies, or problems which are overcome in order to increase and facilitate women’s presence in positions of power and decision-making, women leaders pointed to (a) sexist cultural patterns of exclusion and discrimination (85%), the lack of support in dealing with family needs, and the absence of ways that help women to lighten their domestic responsibilities or resolve the conflicts between domestic and public roles (65%), and the limitations in women’s experience and training for leadership positions (45%).  Also mentioned as priorities were women’s minimal presence in political decision-making, sexism in education, the low level of organized solidarity among women for the purpose of attaining political objectives, the scant governmental initiatives bolster women’s leadership, along with low female self-esteem, and the rigid cultural policies of political parties.


What should be done to overcome the exclusion of women from power?  Specific recommendations in responses suggested the following:

a.
On the governmental level, legislation and effective plans to assure equal opportunity (66%), affirmative action such as quotas (5)%, changes in education to make it more egalitarian (48%), training and support for women who aspire to power (45%), and the establishment of programs that would help women to comply with their family obligations (45%).

b.
On the part of women’s organizations:  1) more decisive and forceful action to support women’s participation in power structures (70%), 2) strengthening the creation and development of women’s networks as loci of true solidarity (58%), and playing a more active role in providing direct support to women who are or aspire to be leaders (43%);

c.
From women leaders themselves:  strengthening of their self-esteem and risk-taking ability (70%), supporting and blazing a path for other women who have leadership ambitions (55%), seeing to their own training, and working to ensure training for other women (35%).

VII.
THE CHALLENGES, AND STRATEGIES FOR MEETING THEM

Multiple challenges spring from in the task of achieving equality between men and women in the exercise of power and decision-making.  The analysis shows that any plan to overcome inequality must be strategically designed to attain long-, medium-, and short-range objectives.


Judging from the study’s data, large-scale action directed at changes in society as a whole is needed, as well as activity targeting certain population sectors.  A plan of this scope must be designed to cover a period of 15 to 20 years, with a series of goals to be achieved over time and with periodic adjustments that can be made to cope with changing external and internal conditions that affect attainment of the ultimate goal.  Any decisions by the Inter-American Commission of Women must therefore deal not only with a general strategic framework to achieve equality based on governmental action in the long and medium term, but also with the definition of strategic projects for relatively short periods according to the administrative dynamics of governments at particular times.


Developing this kind of plan, including the activities or tactics for each strategic goal, can provide a relatively extensive and complete strategy "tree", compromising the overall framework. The following suggestion of a possible strategic plan to promote equality between men and women in power and decision-making is based on the analysis presented in this document.  As examples, some specific activities are proposed but are in no way intended to be exhaustive or considered as priorities.


Finally, it should be noted–even though it is not mentioned explicitly in every instance–the main responsibility for coordinating the execution of the plan would be in hands of the national women's organization.

SUMMARY PROPOSAL FOR A PRELIMINARY OUTLINE OF THE STRATEGIC PLAN
Mission or Objective


To promote full equality between men and women in power and decision-making.


Basic strategic guidelines, or primary strategies

Strategy I:  CULTURAL CHANGE.  Adaptation of changes in the cultural patterns that define gender roles and identities, working toward a paradigm of gender equality.


Strategy II:  EDUCATION.  Education and training of women for efficient leadership and decision-making.


Strategy III:  BRINGING INSTITUTIONS UP-TO-DATE WITH RESPECT TO EQUALITY IN DECISION-MAKING:  Promotion of change and/or reform in governmental institutions and organizations as well as in civil society, to assure equality in decision-making.


Strategy IV:  STRENGTHENING ALLIANCES, ORGANIZATIONS, AND SUPPORT.  Promoting and reinforcing alliances which foster solidarity among women leaders and organizations working to develop women’s leadership, as well as the support which may be required.

Development of the strategies

Strategy I:  CULTURAL CHANGE.  Achieve changes in the cultural patterns that define gender roles and identities, working toward a paradigm of gender equity.

The reasoning behind the strategy:  Gender roles and identity are the product of cultural and historical processes that define masculine and feminine behavior patterns.  Women’s and men’s behavior traits, relationships, attitudes, self-esteem and the esteem of others, social positions and functions are socially defined by cultural values and standards.  These paradigms in our societies have sanctioned women’s subordination.  To overcome this frame of reference and this view of gender relationships calls for cultural change, which, as an operative proposal for public policy, includes action that transforms the forms and content of the main agents of socialization, to whose action gender identities conform.  In the strategy proposed here, the sources consulted and the research conducted (as well as the strategic treatment of the information) have clearly shown that one of the priorities to be considered in dealing with action aimed at empowering the presence and quality of women’s participation in decision-making, is to produce cultural change that will eliminate the structural roots of subordination.


The action proposed in this strategy attempts to achieve the transformation of society’s political culture and cultural patterns in the family sphere.  It above all seeks to promote principles of gender equity and equal opportunity through the education system and the communications media, and to prepare women at all stages of their lives, for the exercise of leadership.

Strategic goals:

Strategic Goal EI-1:  Harness the education system to the service of socialization and education for gender equity.


Means of accomplishment: 

a.
Utilize the contracts and agreements concluded between the national women’s  organization and the Ministry of Education to implement an effective program that will promote the principles of gender equity at all levels of the education system (with emphasis on pre-school and elementary levels), including:  

· revision of textbooks;

· a review of curricula to detect discriminatory content;

· introduction into curricula of content aimed at education for equality, and at attitudes of respect and tolerance between men and women; and 

· refresher courses for teaching staff regarding the principles of gender equity and equal opportunity.

b.
Establish contracts and agreements with institutions of higher education that will alert teachers in various areas to the need to promote respect for the principles and rights implicit in the concept of gender equity.

c. Set up agreements with institutions in charge of training elementary and high school teachers in order to ensure that the curricula for such training include specific ways to educate teachers about gender equity.

d. Develop programs in the education system especially designed, particularly at elementary levels, to develop self-esteem in girls and women as a priority step toward gender equity.

Strategic Goal EI-2:  Ensure that public and private communications systems contribute to society’s recognition of men’s and women’s equal rights and abilities


Means of accomplishment:

a.
Develop a multifocused advocacy strategy directed at the various sectors of society (business owners, professional organizations, unions, and other groups) which play an active role in society’s systems of communication, in both public and private arenas,  in order to work toward greater awareness and to foster decisions favoring the dissemination of messages of gender equity and equal opportunity.

b. Set up cooperative agreements between the national women’s organization and public and private mass media to develop campaigns aimed at raising society’s awareness of gender equity, equal opportunity, and attitudes of respect and tolerance that should exist between men and women, emphasizing:

· Greater awareness of the importance of women’s participation in the process of extending our countries’ democratic practice and promoting the need to establish shared family roles to facilitate such participation.

· Elimination of exclusive reference to a single gender alone, which may give rise to privilege.

· Public information campaigns addressing women’s rights.


c.
Enter into cooperative agreements with neighborhood and community radio and TV stations, where such networks exist, to broadcast messages on the issue.


d.
Under the coordination of the national women's organization, and through agreements with the pertinent government agencies and/or faculties and schools of social communications at universities, produce a series of messages emphasizing women’s contribution to the nation, equal rights, the advantages of a truly democratic society, and a democratic redefinition of gender roles–all to be disseminated to key institutions such as universities, unions, political parties, and the mass media.

e. Under the coordination of the national women's organization and pursuant to an agreement with the education ministry, utilize the education system to produce and/or distribute materials promoting egalitarian and democratic socialization for gender roles.

f. Through the national women’s organizations, promote the preparation of studies to identify and analyze concealed or informal barriers to participation and access of women to power and their retention thereof.

g. Urge governments and private employers to provide support systems work methods that facilitate inclusion of women in jobs and political activity, and their ability to remain therein, such as day-care centers, flexible hours, job-sharing, and the like.

Strategy II:  EDUCATION.  Education and training of women for efficient leadership and decision-making

The reasoning behind the strategy:  The traditional exclusion of women from positions of power and decision-making has in many cases placed them at a disadvantage vis-à-vis men in terms of power-related experience.  Female identity traits can even be said to represent strong endogenous obstacles to efficient decision-making.  The survey and the specialized bibliography consulted confirm the need to eliminate the mental and emotional barriers precluding women from efficient exercise of leadership, and, at the same time, to elicit respect for female identity traits that can be the source of significant capacities for the new types of leadership that organizations nurture today. Accordingly, strategy seeks to foster women’s leadership capacities through action aimed at training that eliminates the gaps in information, capacity, and experience, which currently exist between men and women in decision-making.

The state and civil society must assume shared responsibility for comprehensive leadership training.  The CIM will play a fundamental role in promoting this type of activity, providing the information required and promoting horizontal cooperation in the sharing of successful experiences.

Strategic goals:

Strategic goal EII-1: Ensure the adoption and inclusion of gender criteria in government’s management education and training capacities


Means of accomplishment:

a.
Carry out in all fields and at all management levels an evaluation of factors that may pose barriers to women’s admission to management training programs given by government or at universities, as well as academic programs run by the business sector.

b. Take action encouraging women to enter the middle and upper levels of all branches of government and to participate in the management training programs offered by specialized government entities.

c. Promote education and training for leadership among women at middle levels of the executive branch to enhance their opportunities for promotion to the decision-making structures.

d. Set up agreements with governmental management training organizations encouraging them to schedule such training with sufficient time or seasonal flexibility to enable more women to take advantage of those programs.

e. Conduct promotion activities and/or enter into management training agreements with universities and private management training institutions that encourage them to make management training accessible to women in terms of scheduling flexibility and time constraints.

f. Where management training organizations or programs do not exist in the public sector, take action to encourage their creation and the adoption of gender criteria in their activities.

Strategic goal EII-2: Under the coordination of the national women's organizations, develop–with the cooperation of other entities–a decentralized comprehensive training and continuing education leadership program for women who aspire to or already hold leadership positions.


Means of accomplishment:

a.
Update analysis of the main needs in education, training and continuing education experienced by women aspiring to or occupying leadership positions at the regional, subregional, and national level.

b.
Identify institutional and individual capacity, both public and private, for high-quality leadership training for women.

c.
Under the coordination of the national women's organization, and pursuant to cooperative agreements with governmental management training programs and international cooperation programs, design and carry out on a priority basis a special comprehensive leadership training program designed to address the educational, training, and continuing education needs of women who aspire to or occupy positions of power in government or social organizations of all kinds,22/ placing special emphasis on political training activities.
d.
Use the national women's organization to negotiate agreements for training women leaders in pluralistic and cooperative settings provided for women with different political backgrounds.

e.
Take action to encourage leadership training programs for both sexes in schools that encourage the development of self-esteem among women, and help to alert them to possible future opportunities.

f.
Identification by CIM of sources of financing and procedures for access to and distribution of funds for the member states particularly with respect to programs for the eradication of poverty, leadership organization, and equal opportunities for men and women.

Strategy III:  BRINGING INSTITUTIONS UP-TO-DATE ON THE EXERCISE OF EQUALITY IN DECISION-MAKING:  Promoting changes and/or reforms in government and civil society to guarantee equal decision-making authority
The reasoning behind the strategy:  The areas in which leadership is exercised clearly reflect the exclusionist patterns defined by the male-oriented culture of our societies.  Despite women’s advances towards decision-making positions in recent years, discriminatory patterns hallowed by law, customary practice–whether or not explicit–selection criteria, and the values set by political and administrative cultures of organizations continue to exist in formal power structures.  This situation generates many barriers to women’s access and promotion to leadership positions.  It thus becomes necessary to advance by intervening at the institutional level, where power is formally exercised to ensure not only nominal acceptance of principles of equality, but de facto implementation thereof.  The second strategy proposed arises from the priorities revealed by the strategic analysis of the survey and interpretation of the specialized bibliography.


The action required by this strategy seeks mainly to promote legislative reform, education and training for leadership for women employed in the civil service, along with equal opportunity and gender equity vis-à-vis promotion in both public and private sectors.

Strategic goals:

Strategic Goal EIII-1:  Promote updating of existing legislation to guarantee equality at decision-making levels and provide mechanisms which protect the right to equal participation.

Means of accomplishment:

a. Review existing legislation and propose whatever legal changes may be needed to eliminate provisions–which expressly, tacitly, or by unilateral reference to men in their language–may grant or suggest privileges for males seeking access to positions of power.

b. Promote reform of electoral laws and political party statutes to include mechanisms, which ensure equitable participation by women and men.

c. Evaluate the effectiveness, efficiency, and functional status of organs for complaint and protection relevant to rights conferred by the principle of equality.

Strategic Goal EIII-2:  Establish affirmative action measures to guarantee a sufficient percentage of women in senior executive branch positions.

Means of accomplishment:


a.
Promote legislation that calls for proportional representation of women in elective positions in countries where this does not exist; and support the strengthening of electoral laws and regulations so that they provide affirmative action measures aimed at proportional representation of women candidates for elective office.

b. Foster the reforms needed for civil service regulations and laws to ensure proportional and equitable representation of women in senior executive branch positions; or, if that is not possible, call for the establishment of a quota by decree of a high-level administrative or presidential or head-of-state  authority where that is feasible.

Strategic Goal EIII-3:  Guarantee equal opportunity in the guidelines and procedures for qualifications and promotion in the civil service, and encourage similar principles in other parts of the government.

Means of accomplishment:

a.
Review current civil service provisions governing qualifications for and promotions to mid-level and upper-level management positions and evaluate the existence of possible discriminatory factors and correct any that are present.

b.
Statistically establish the percentages of men and women benefiting from promotions to and within management positions, determine whether there are biases or discriminatory practices in any branches of government, and define the measures needed to correct such situations.

c. Promote gender equity in the requisite standards and criteria for promotion to and within the civil service, and encourage the application thereof in other areas of government.

d. Eliminate from commonly used administrative language any unilateral reference to a single gender that could give rise to privileges.

e. Urge the OAS member states to consider presenting a proportional number of female candidates for appointment or election to positions within the Organization.

f. Establish, update, or adjust indicators of women’s participation in areas of power and decision-making, as well as in academic, social, and political spheres, so that the information gathered reflects the progress made in each of the countries.

Strategic Goal EIII-4:  Promote, encourage, and support measures that favor gender equity in access to decision-making in political parties, unions, professional organizations, private institutions and corporations, academic bodies, and other organizations in civil society. 


Means of accomplishment:


a.
Take action to approach and establish a dialogue with women who head political parties, unions, professional organizations, corporations, academic bodies, and other entities in civil society, in order to understand and evaluate the situation of women regarding access to positions of power, and identify possible cooperative measures to improve such access.


b.
Work with women leaders in relevant sectors to develop measures that will encourage and provide technical cooperation for action they undertake in their fields, so as to encourage their rise to decision-making positions.

c. Use the national women's organization as a base, and work with NGOs, networks, and women in relevant organizations (parties, unions, etc.), to design and jointly conduct advocacy action directed at the leadership of these organizations to bring about decisions broadening the actual opportunities available for women to participate in decision-making. 

d. With support from NGOs and official competent and cooperating entities, design and carry out a strategy to create funds that will finance the promotion of women’s candidacies for important positions of power in whatever areas may be necessary.

e. Implement measures to improve the quantity and quality of statistical information, relative to women’s participation in political parties.

Strategy IV:  STRENGTHENING OF ALLIANCES, ORGANIZATIONS, AND SUPPORT. Promoting and strengthening solidarity-based alliances among women leaders and organizations working to develop women’s leadership, plus the requisite support for that purpose
The reasoning behind the strategy:  Alliances and coalitions have traditionally displayed their potential capacity for strength in achieving shared objectives.  The reversal of the cultural and historical tendency to exclude women from power requires unity of effort in sharing experiences for mutual empowerment and as a multiplier of legitimization of the demands of women in their rise to decision-making.


The strengthening of alliances seeks to enhance relationships and exchange, closeness and partnerships between women leaders and the various organizations of civil society.


An attempt is made to boost equal opportunity and gender equity, defining more clearly the ties between state and civil society, and the degree to which the proposed objectives are achieved.

Strategic goals:

Strategic Goal EIV-1:  Encourage the formation and consolidation of solidarity-based alliances, networks, and coalitions among women at the national, subregional, and regional levels.


Means of accomplishment:

a. Foster the formation and consolidation of alliances, networks, and national, subregional, and regional coalitions among solidarity of women leaders.

b. Enhance cooperation among national and international organizations to assist and promote women to leadership positions.

c. Strengthen the participation of women’s organizations in nurturing female leadership.

d. Develop cooperation for purposes of research, mentoring, financing, and promotion required to strengthen women’s leadership.

e. Strengthen the active participation of women and active exercise of their citizenship, through activities such as assemblies or discussions designed to ascertain their views on public policies affecting them.

f.
Develop ways to establish contact and dialogue with women leaders in various areas, to distribute information on the experience gathered by coalitions of women leaders existing in the region or in other regions, and where possible, to set up cooperative agreements with such groups.

g.
Promote, and eventually provide technical and financial cooperation for women’s participation in subregional and regional meetings, gatherings, and initiatives for the creation of networks, alliances, and coalitions of women leaders.

Strategic Goal EIV-2:  Expedite the participation of women’s organizations in promoting leadership by women.


Means of accomplishment:

a.
Identify and evaluate NGO programs and experiments in training for and promotion of leadership by women, and determine which are most qualified for joint action with the national women's organization and other cooperating entities.

b.
Assemble a roster of available experts in various areas of leadership training to work on these matters.

c.
Work out agreements with NGOs engaged in this field to finance and conduct joint activities that promote and provide training for leadership by women.

d.
Work out agreements with interested NGOs for their active participation in advocacy campaigns, and the creation of networks and coalitions of women leaders.

e.
Encourage the member states to coordinate activities which promote women’s leadership at all levels.

Strategic Goal EIV-3:  Develop cooperative relationships to support the research, financing, and promotional activities required to expand the number of women in leadership positions.


Means of accomplishment:


a.
Set up research agreements with women’s studies and gender studies centers and university departments, and put together funding proposals to carry out training and activities to encourage leadership by women.

b.
Determine existing capacity for multilateral cooperation in the framework of regional and international efforts to support leadership by women.


c.
Channel requests for addition funding to promote women’s leadership through the heads of the relevant offices in such organizations.

APPENDIX I

STRATEGIES RECOMMENDED AT THE INTER-AMERICAN SEMINAR
FOR THE PREPARATION OF STRATEGIES FOR THE 
PARTICIPATION OF WOMEN IN POLITICS

Washington, D.C., 1988

Strategies addressing the family and social spheres.  There was heavy emphasis on:  creating domestic social service infrastructures; educational reforms aimed at changing cultural patterns that favor discrimination; publicizing laws that promote equality; consciousness-raising among women to increase their level of participation; encouraging women to overcome any lack of confidence in their ability to engage in political action.


Strategies to promote solidarity.  These were introduced with special emphasis on women who are already in decision-making positions, along with a recommendation that party differences be overcome.


Strategies to deal with barriers created by discrimination.  Centered on the recommendation to ratify the United Nations Convention for the Elimination of All Forms of Discrimination against Women and to standardize the approach of national legislative bodies to the principle of equality. There was also a recommendation that violations of legal principles of equality be reported publicly, and women parliamentarians were asked to act as receivers of complaints and promoters of the necessary legal reforms.


One of the strategies that received most attention at this seminar was the raising of political awareness and education.  It was recommended that this be carried out by governmental and nongovernmental organizations having national and/or international support.  Great emphasis was placed on measures that must be taken within political parties to that end.  The areas that need to be dealt with in this effort, for which the collaboration of the communications media was requested, included:  civic education and political training, citizenship training, the strengthening of civic and democratic values, the struggle for and defense and maintenance of democratic systems, participation in electoral processes, and community training.


Strategies to improve political participation dealt with setting up mechanisms to ensure greater numbers of women at decision-making levels, as well as working for legal instruments to regulate party activity on behalf of equal treatment for men and women in the distribution of campaign funds.  Pressure and lobbying were recommended as ways to achieve higher levels of participation.

APPENDIX II

SUMMARY OF THE CONTRIBUTIONS OF SUBREGIONAL SEMINARS


The Caribbean subregional seminar23/ concluded that a holistic is needed to analyze the situation and design action aimed at achieving equality.  The main obstacles were looked at, and it was recommended that national plans be drawn up to encourage women’s leadership and participation skills.  The idea that women are the worst enemies of other women was declared to be a myth, and that the best way to fight that myth is by developing mutual support among women.  Three critical areas were pinpointed:  (a) education and training covering gender, leadership, self-esteem, and related subjects; (b) fund-raising for political activities of women; and (c) use of the communications media.  The importance of fighting against personal negative factors was stressed, along with heightened mobilization and contacts with other leaders and community groups.


The Central American Seminar held in Guatemala in February24/ agreed to create a plan of work as part of a five-year project that would–with the support of the CIM and PARLACEN–help in the development of political activity by the region’s women.


The plan would focus on updating information about women’s role in politics, making the data available at meetings, fora, and other venues, and establishing contact with women in other regions with a view to setting up a network for information and exchange among politically involved women in all the subregions.


The Second Central America and Mexico regional seminar25/ held in Panama in June, produced wide-ranging dialogue leading to:  (a) the proposed “Strategies to Increase Women’s Access to Decision-making;” (b) the general outlines of the five-year plan of action for women’s access to decision-making; and (c) a project entitled “Access of the Subregion’s Women to Decision-making."


In discussing the strategies, the seminar took advantage of the many contributions from participating countries, the most salient features of which were:  updating analyses of the subject, spurring legal reforms to guarantee equal access to decision-making positions, setting up a regional network for exchange of ideas and information, increasing research and publications, participation quotas, ongoing social consciousness-raising activities, creating a database on matters having to do with women and power, and similar endeavors.


The general lines of the plan of action reflected all these concerns in various areas:  (a) training activities, (b) legislative activity, (c) information releases, (d) work toward eventual continuous updating of studies and analyses, and action to include rural and poor women into decision-making, and (e) action performed by the communications media.  Much of this activity was formulated in very general terms, and may require further consideration at later meetings for definition in greater detail.


The conclusions of the First Meeting of Consultation of the Andean Countries,26/ held in Quito, added to the general considerations listed above in connection with the aforementioned meetings’ recommendations not spelled out thus far, such as requiring supreme electoral tribunals to track voting by gender and to monitor and audit election costs; promoting political training geared toward specific aspects of leadership such as negotiation, and the like; recognizing NGOs as political mediators; giving women’s contributions to society greater visibility in textbooks and the media; achieving public acknowledgment of the quantitative value of homemakers' work; enforcing accountability for campaign promises; providing gender training to women in decision-making posts; and offering advice, technical support, and systematic monitoring of women in positions of power.

APPENDIX III

MAIN CONTRIBUTIONS OF THE INTER-AMERICAN CONFERENCE

"DEMOCRACY IN THE AMERICAS:  WOMEN AND THE
DECISION MAKING PROCESS"

Factors that could empower women and increase their role in political life were cited.  They included political willingness on the part of those in power to create conditions favorable to women’s participation; the settling of quotas; the creation of networks and lobbying groups to promote the adoption of measures encouraging participation; the contribution made by the media; raising women’s self-esteem and aggressiveness (sic) in the political arena; achieving agreements between women themselves for their collective benefit, even when they belong to different political movements; and eliminating from the education system any processes and mechanisms which perpetuate the traditional heft of exclusion and discrimination.


It was also deemed necessary to create and strengthen national entities responsible for public policy on women’s issues, to facilitate organizing by women in civil society, to train women leaders with a gender perspective, to act on a CIM initiative to produce and approve an inter-American convention on equal opportunity, to review the possibility of establishing quotas for women in elective office, to carry out training activities, to create networks of women engaged in political activity, to promote exchanges of specific information and experience, to schedule further research and thinking on the subject, and to bring legislation up-to-date in terms of the principle of equality.


As may be seen, the results of this important conference are largely consistent with the development pursued by the CIM in all of its activities since it was founded, and especially in recent times.

APPENDIX IV

THE CIM’s MAIN AREAS OF CONCERN, AND TYPES OF RECOMMENDATIONS

IT HAS MADE THROUGHOUT ITS HISTORY
A.
De facto achievement of political rights


Specific recommendations:

· Legislation to guarantee them

· Adaptation of national laws to make them consistent with international conventions and agreements on the subject

· Advice and support to be given to legislative commissions on women’s rights and to women in positions of power

· Dissemination of laws to heighten the  awareness thereof

B.
Real qualitative and quantitative increase in women’s presence in decision-making positions and in the processes of public and political life


Specific recommendations:

· Establishment of proportional representation for women or quotas for decision-making positions

· Pressure and demands on government

· Action to pressure and make demands, specifically on political parties and unions

· Development of pressure groups and lobbying activity

· Increase in women’s awareness

· Increase in society's awareness of equal treatment in hiring and opportunity

· Inter-American convention on equal opportunity, and national laws, policy, and promoting such opportunity

· Oversight, “watchdog” activity, and demands for women’s participation in the electoral processes

C.
Education and training


Specific recommendations:

· Education and training for democracy and for the full conscious exercise of citizenship duties and privileges

· Leadership education, training, and skills development

· Training and development in skills such as:

· Self-esteem and the mastery of personal leadership skills

· Efficient use of the mass media

· Negotiation ability

· Fund-raising

· Conferences, seminars and round tables

· Education in political issues related to the institutional aspects of political life

· Gender training (consciousness-raising and specific training for certain tasks)

· Consciousness-raising to increase awareness of gender issues

D.
Women’s solidarity


Specific recommendations:

· Heighten women’s awareness of the advantages of gender solidarity, especially among women playing an active role in public and political life

· Create networks of women leaders and politicians

· Strengthen women’s organizations

· Mobilize pressure groups and sources

E.
Equality of conditions and opportunity


Specific recommendations:

· Instruments (laws, plans, and policies) guaranteeing equal opportunity

· Inter-American convention on equal opportunity

· Equal opportunity in selection criteria for candidacies and leadership positions

· Demand for equal opportunity, especially in parties and unions

F.
Civil society and nongovernmental organizations


Specific recommendations:
· Establishment of smooth cooperation relationships

· NGO participation in training activities and in promoting leadership positions for women

G.
Changes in cultural frameworks


Specific recommendations: 

· Reforms in the education system to ensure education for equality and for changes in gender stereotypes

H.
Information
· Constant updating of analyses

· Increased research on the subject

· Additional publications

· Development of a database

I.
Recommended goals
· Measures to alleviate women’s excessive burden of work (social roles and housework)

· Cooperation from the communications media

· Action by national bodies responsible for policy in relation to women’s affairs:  planning and policies to increase women’s participation in public and political life and leadership

· The incorporation of rural, young, and low-income women into processes of public life and into leadership training

APPENDIX V

BIBLIOGRAPHIC REGISTRIES OF ISIS


ISIS keeps records on the following matters related to women’s social and political participation:

Title of the Category

Number of Publications

01
Women’s participation

49

02
Social participation 

55

03
Representation in society

2

04
Leadership

13

05
Social movements

11

06
Unions

15

07
Women’s organizations

113

08
Networks

5

09
Women’s movements

74

10
The feminist movement

41

11
Feminism

11

12
Discrimination against women

29

13
Illegal discrimination

2

14
Legislation

9

16
Women’s rights

14

17
Women’s demands

31

18
Political participation

115

19
Political parties

17

20
Political systems

10

21
Democracy

29

22
Citizenship

3

23
Power relationships

26

24
Electoral behavior

8

25
Authoritarianism

22

26
Militarism

4

27
Repression

3

28
Human rights

5

29
Revolution

4

30
Local government

5

31
Female workers

7

32
Urban working-class women

33

33
Ethnic groups

8

34
Rural Women

9

35
NGOs

5

36
Women's centers

7

37
Training

6

39
Equal opportunity

8

40
Positive action

5

41
Public policy

8

42
History, historical analysis

42


The following breakdown by country of the bibliography produced is presented by the authors:

Country
Number of Publications

–
Argentina

26

–
Bolivia

14

–
Brazil

2

–
Chile

83

–
Colombia

2

–
Costa Rica

5

–
Cuba

1

–
Dominican Republic

4

–
Ecuador

7

–
El Salvador

3

–
Guatemala

1

–
Honduras

-

–
Mexico

33

–
Nicaragua

10

–
Panama

1

–
Paraguay

18

–
Peru

39

–
Uruguay

16

–
Venezuela

10

–
Central America

1

–
Latin America

5

APPENDIX VI

Country
Year women acquired the vote

Canada*
1918

United States
1920

Ecuador
1929

Brazil
1932

Uruguay
1932

Cuba
1934

El Salvador
1939 (partial)

Dominican Republic
1942

Jamaica
1944

Guatemala
1945 (partial)

Panama
1945

Trinidad and Tobago
1946

Argentina
1947

Venezuela
1947

Suriname
1948

Chile
1949

Costa Rica
1949

Haiti
1950

Barbados
1950

Antigua and Barbuda
1951

Dominica
1951

Grenada
1951

Saint Lucia
1951

Saint Vincent and the Grenadines
1951

Bolivia
1952

St. Kitts and Nevis
1952

Mexico
1953

Guyana
1953

Honduras
1955

Nicaragua
1955

Peru
1955

Colombia
1957

Paraguay
1961

Bahamas
1962

Belize
1964


*
Except for the province of Quebec, where it was 1952.

Table 1

FIRST WOMEN MINISTERS, WITH YEAR AND MINISTRY
Country
Year
Ministry

United States
1933
Labor

Chile
1952
Justice

Colombia
1954
Communications

Costa Rica
1958
Education

Cuba
1948
Without Portfolio

Trinidad and Tobago
1963
Health

Dominican Republic
1959
Social Welfare

Honduras
1966
Secretary of Labor

Bolivia
1967
Labor and Social Security

Uruguay
1967
Education

Venezuela
1968
Development

Nicaragua
1979

1979
Education

Welfare

Ecuador
1979
Social Welfare

Mexico
1981
Tourism

Panama
1982
Education

Brazil
1982
Education

Guatemala
1983
Not specified

Peru
1987

1987
Health

Education

Argentina
1989
Foreign Relations

Paraguay
1989
Public Health and Welfare

El Salvador
----
----

Source:  Mujeres Latinoamericanas en Cifras  (Latin American Women in Figures), FLASCO.

Table 2 

FEMALE EXECUTIVE BRANCH EMPLOYEES BY JOB LEVEL

Countries by Human Development

Index Category
Government Employees




Total %
Ministerial level %
Below ministerial level %

High Human Development Index:

(1) Canada

(2) United States 

(25) Barbados

(26) Bahamas

(30) Argentina

(31) Costa Rica

(32) Uruguay

(33) Chile

(38) Trinidad & Tobago

(40) Antigua & Barbuda

(43) Panama

(44) Venezuela

(45) St. Kitts & Nevis

(48) Mexico

(49) Colombia
19.1

30.1

22.9

33.9

3.2

20.8

2.9

12.2

13.6

30.0

10.7

6.0

21.4

6.7

24.7
22.0

21.1

33.3

20.0

0

14.8

0

15.8

20.0

0

11.1

3.6

10.0

14.3

10.5
19.1

30.7

24.1

38.3

3.6

24.0

5.0

10.0

9.8

47.4

10.5

9.1

27.8

3.7

29.0

Medium Human Development Index:
(58) Brazil

(64) Ecuador

(65) Dominica

(67) Belize

(73) Saint Vincent and Grenadines

(75) Suriname

(76) Saint Lucia

(77) Grenada

(85) Paraguay

(86) Jamaica

(87) Dominican Republic

(91) Peru

(103) Guyana

(111) Bolivia

(112) Guatemala

(114) Honduras

(115) El Salvador

(117) Nicaragua
13.1

9.8

31.4

9.8

25.0

13.6

4.5

19.4

3.3

13.4

11.5

9.7

16.2

9.4

18.2

17.0

18.4

10.5
3.6

6.7

30.0

0

10.0

0

7.7

10.0

0

5.6

3.4

5.6

11.1

0

18.8

10.5

5.9

10.5
14.7

10.4

38.5

13.5

50.0

20.5

0

23.8

4.4

16.3

15.5

11.4

21.1

10.3

17.9

21.4

25.0

10.4

Low Human Development Index:

(145) Haiti
13.8
17.4
11.4

Source: 1996 Human Development Report, UNDP.

Table 3

WOMEN GOVERNORS OF PROVINCES OR DEPARTMENTS

Country
Year
Both

Sexes
Women
%

Argentina
1994
23
0
0.0

Brazil
1995
27
1
3.7

Chile
1994
51
5
9.8

Colombia
1992
27
1
3.7

Costa Rica
1994
7
5
71.4

Dominican Republic (3)
1993
25
7
28.0

Ecuador (1)
1988
19
0.0
0.0

Honduras
1994
18
2
11.1

Mexico (2)
1989
31
1
3.2

Panama
1994
9
2
22.2

Paraguay
1993
17
0
0.0

Uruguay
1992
19
0
0.0

Venezuela

United States (4)
1994

1998
22
1

3
4.5



Source:  Mujeres Latinoamericanas en Cifras (Latin American Women in Figures), FLACSO.

Notes:
(1) Provincial prefects


(2) Acting governor


(3) No information for four provinces


(4) CAWP.  Fact Sheet. Women in Elective Office 1998.

Table 4

WOMEN IN LOCAL GOVERNMENT
Country
Year
Both

Sexes
Women
%W/T
Title

Argentina
1992
1,100
40
3.6
Mayor

Bolivia
1996
311
11
3.5
Mayor

Brazil
1991
4,491
110
2.4
Prefect

Colombia
1992
1,024
57
5.6
Mayor

Costa Rica (1)
1994
81
0
0.0
Munic. exec.

Cuba
1993
169
9
5.3
Pres. Assembly

Chile
1994
334
24
7.2
Mayor

Dominican Rep.
1990
103
5
4.9
Auditor

Ecuador
1992
193
6
3.1
Mayor/Pres. Ass.

El Salvador
1994
262
29
11.1
Mayor

Guatemala (2)
1994
330
4
1.2
Mayor

Honduras
1994
291
37
12.7
Mayor

Mexico
1993
2,393
68
2.8
Munic. pres.

Nicaragua
1994
143
14
9.8
Mayors

Panama
1994
67
6
9.0
Mayor

Paraguay
1993
247
12
4.9
Mayor

Peru (3)
1993
226
14
6.2
Mayor

Uruguay
1992
19
3
15.8
Deptl. Bd. pres.   

Venezuela
1992
269
17
6.3
Mayor

Source:
Mujeres Latinoamericanas en Cifras (Latin American Women in Figures), FLACSO.

Notes:
(1) Principal auditors.


(2) Municipal Corporations


(3) Information on 183 provincial mayors and 43 district mayors within greater Lima

Table 5

PARTICIPATION IN PARLIAMENTS
Countries by Human Development Index Category
Seats in parliament

High Human Development Index:


(1) Canada
18.0

(2) United States
11.0*

(25) Barbados
28.6*

(26) Bahamas
17.7*

(30) Argentina
13.2

(31) Costa Rica
14.0

(32) Uruguay
7.0

(33) Chile
7.2

(38) Trinidad and Tobago
22.5*

(40) Antigua and Barbuda
10.8*

(43) Panama
8.3

(44) Venezuela
6.3

(45) St. Kitts and Nevis
--

(48) Mexico
13.9

(49) Colombia
9.3

Medium Human Development Index:




(58) Brazil
7.1

(64) Ecuador
4.5

(65) Dominica
14.2*

(67) Belize
10.5*

(73) Saint Vincent and the Grenadines
13.3*

(75) Suriname
5.9

(76) Saint Lucia
--

(77) Grenada
14.0*

(85) Paraguay
5.6

(86) Jamaica
--

(87) Dominican Republic
10.0

(91) Peru
10.0

(103) Guyana
20.0

(111) Bolivia
9.6

(112) Guatemala
7.5

(114) Honduras
7.0

(115) El Salvador
10.7

(117) Nicaragua
--

Low Human Development Index:


(145) Haiti
3.0

Data taken mainly from Human Development Report 1996.  Figures with an asterisk (*) are for 1998, according to information provided by delegates to the Inter-American Commission of Women.

Table 6

PARLIAMENTARY COMMISSIONS FOR WOMEN'S ISSUES.  1994
Country
Name

Bolivia
Commission on Women

Brazil
Commission on Family and Social Welfare Issues

Chile
Commission on the Family

Ecuador
Special Commission on Women, Children, and the Family

El Salvador
Commission on Women and the Family

Honduras
Commission on Women

Nicaragua
Permanent Commission on Women, Children, Youth and the Family

Panama
Parliamentary Commission on Women

Uruguay
Special "Status of Women" Commission

Venezuela
Bicameral Commission on Women's Rights

Source:
Mujeres Latinoamericanas en Cifras (Latin American Women in Figures), FLASCO.

Table 7

WOMEN ON MUNICIPAL BOARDS IN SELECTED COUNTRIES
Country
Year
Both

Sexes
Women
%
Title

Bolivia (1)
1995
1,625
135
8.3
Council members

Brazil (2)
1989
287
16
5.6
Council members

Colombia
1992
10,874
565
5.2
Council members

Costa Rica
1994
544
76
14.0
Council members

Cuba (3)
1993
13,400
1,809
13.5
Delegates

Chile
1992
2,082
247
11.9
Council members

Dominican Rep.
1990
625
64
10.2
Council members

Ecuador
1992
1,473
77
5.2
Council members

El Salvador
1994
2,625
405
15.4
Representatives

Nicaragua
1990
808
107
13.2
Council members

Panama
1994
511
53
10.4
Magistrates

Paraguay (4)
1993
1,848
179
9.7
Council members

Peru (5)
1993
39
3
7.7
Council members

Uruguay (6)
1990
589
59
10.0
Mayors

Venezuela
1992
1,963
322
16.4
Council members

Source:
Mujeres Latinoamericanas en Cifras (Latin American Women in Figures), FLACSO.

Notes:  
(1)
Ministry of Human Development, SNPP, "Las Primeras Elecciones.  Directorio de Alcaldes y Concejales de la Participación Popular," (The First Elections and Popular Participation Council Members), La Paz, 1996


(2)
Municipal Chambers of Council members of Regional Municipalities


(3)
Municipal People’s Power Assemblies


(4)
Does not include data from the VI department of Caazapá


(5)
Lima data only


(6)
Councilors on departmental boards

Table 8

WOMEN IN THE COURT




Supreme Court


Appeals Courts




Trial Courts




Country
Year

Both Sexes
Women
%W/T

Both Sexes
Women
%W/T

Both Sexes
Women
%M/T

Argentina (1)
1993 

9 
0 
0.0 

111 
17 
15.3 

314 
94 
29.9 

Bolivia
1991 

15 
0 
0.0 

nd 
nd 
--  

nd 
nd 
--  

Brazil (1) 
1990 
(2)
33 
0 
0.0 

nd 
nd 
--  

nd 
nd 
--  

Colombia
1993 

8 
0 
0.0 
(3)
13 
1 
7.7 
(4)
69 
34 
49.3 

Costa Rica
1994 

22 
2 
9.1 

73 
22 
30.1 
(5)
92 
42 
45.7 

Cuba 
1990 
(6)
28 
11 
39.3 
(7)
14 
2 
14.3 
(8)
1,130 
495 
43.8 

Chile
1992 

17 
0 
0.0 

119 
24 
20.2 

321 
147 
45.8 

Ecuador
1992 

16 
0 
0.0 

101 
4 
4.0 

420 
49 
11.7 

El Salvador
1994 

15 
2 
13.3 

28 
0 
0.0 
(9)
102 
15 
14.7 

Guatemala
1991 

9 
1 
11.1 

52 
6 
11.5 

77 
9 
11.7 

Honduras
1993 

9 
1 
11.1 

27 
3 
11.1 
(10)
74 
47 
63.5 

Mexico
1994 

26 
5 
19.2 
(11)
327 
49 
15.0 
(12)
366 
127 
34.7 

Nicaragua
1991 

9 
1 
11.1 

28 
7 
25.0 
(13)
52 
24 
46.2 

Panama
1993 

9 
2 
22.2 

19 
5 
26.3 

54 
22 
40.7 

Paraguay
1991 

5 
0 
0.0 
(14)
78 
7 
9.0 

47 
6 
12.8 

Peru
1994 

24 
2 
8.3 
(15)
938 
189 
20.1 
(9)
348 
61 
17.5 

Dom. Rep.
1993 

16 
0 
0.0 

75 
23 
30.7 

79 
28 
35.4 

Uruguay
1990 

5 
0 
0.0 

43 
7 
16.3 
(16)
159 
84 
52.8 

Venezuela
1992 

15 
4 
26.7 
(17)
150 
45 
30.0 
(18)
1,085 
575 
53.0 

Source:
Mujeres Latinoamericanas en Cifras (Latin American Women in Figures), FLACSO.

Notes:
(1)
Federal or national level data.
(10)
Courts of first instance.


(2)
Superior Court of Justice.
(11)
Federal court magistrates.


(3)
Superior Court of Bogotá only.
(12)
States of Mexico, Morelos and the Federal District.


(4)
Civil, family, and labor courts of Bogotá.
(13)
District judges.


(5)
Trial judges.
(14)
Appeals, electoral, and audit courts.


(6)
People's Supreme Court.  Professional judges.
(15)
Chief justices, members, and judges of superior courts.

(7) Chief justices, Provincial courts.
(16)
Jueces letrados (judges who are members of the bar) from Montevideo and provinces.


(8)
Professional judges.
(17)
1988 data.


(9)
Information for 1991. Trial courts.
(18)
1992 data.  Civil, commercial, criminal, traffic, land, minors, departmental, and parish courts.

Table 9

GENDER EMPOWERMENT INDEX IN COUNTRIES OF 
THE PAN AMERICAN COMMUNITY
Countries
Gender Empowerment
Index (GEI)
Hum. Dev. Index (HDI)

Category Less GEI Category

High Human Development Index:

(1) Canada

(2) United States

(25) Barbados

(30) Argentina

(31) Costa Rica

(32) Uruguay

(33) Chile

(38) Trinidad & Tobago

(40) Antigua & Barbuda

(43) Panama

(44) Venezuela

(45) St. Kitts and Nevis

(48) Mexico

(49) Colombia
6

9

11

--

30

49

59

17

--

38

52

--

31

36


-5

-7

12

--

-3

-21

-30

15

--

-4

-17

--

7

3

Medium Human Development Index:

(58) Brazil

(64) Ecuador

(65) Dominica

(67) Belize

(73) Saint Vincent and the Grenadines

(75) Suriname

(76) Saint Lucia

(77) Grenada

(85) Paraguay

(86) Jamaica

(87) Dominican Rep.

(91) Peru

(103) Guyana

(111) Bolivia

(112) Guatemala

(114) Honduras

(115) El Salvador

(117) Nicaragua
56

54

--

34

--

67

--

--

68

--

48

51

32

58

47

50

42

--
-11

-7

--

15

--

-15

--

--

-12

--

re 9

8

31

11

23

21

30

--

Low Human Development index:

(145) Haiti
66
26

Source:
Human Development Report 1996.  UNDP.

APPENDIX VII

GENERAL FEATURES OF THE RESEARCH


The general features of the research were as follows:


a.
This was a piece of qualitative research related to women and men in leadership positions, carried out by means of an instrument (a questionnaire) involving mostly open-ended questions.


b.
Given the short time available, a decision was made to survey a relatively small number of female and male leaders (both leaders as such and managers) in each country, with the Principal Delegates in charge of distributing the questionnaires in accordance with the stratification decided on by the Executive Committee.


c.
The subjects addressed in the questionnaire were:

· Gender-based perception of leadership traits

· Gender-based self-image as related to leadership traits

· Gender-based perception of the contribution of women’s leadership to society, other women, and themselves

· Perception of mental models, attitudes, and values that determine the conception and evaluation of leadership by women held by other women, by men, by society as a whole

· Perception of important aspects of personal development that encouraged a vocation and career aimed at leadership positions

· Perception of the possible influence of aspects of women's upbringing and socialization as inhibitors of or encouragement to a vocation for leadership

· Perception of the weaknesses and strengths associated with leadership by women

· Main barriers or obstacles that women encounter in their rise to leadership positions

· Perception of personal, intellectual, emotional, and other prices paid by women on the path toward leadership

· Perception of the circumstances, sense of mission, and personality traits that women need to have and cultivate to be successful in a career aimed at attaining and maintaining a position of leadership

· Perception of the impact that women’s presence in leadership positions has had on change of all kinds in organizations where they play a leadership role.

· Identification of the potential for change that may be present in leadership by women.  Factors that impede or encourage the discovery of that potential, if it exists.

· Self-image of women leaders as to their contribution to society, the factors that limit them, and the possibilities open to them

· Comparative and competitive advantages of men and women with respect to leadership

· Perception of opportunities and threats currently present in our society with respect to facilitating leadership by women

· Perception of the comparative effectiveness of leadership by men and women in given areas

· Conception of power

· What is to be done, what deficiencies are to be corrected, what actions need to be taken to increase women’s presence in leadership positions and facilitate their impact and effectiveness in organizations and in society as a whole

· As to the latter, what would be three specific priorities?


d.
Once the questionnaires had been revised, they were distributed and collected during July and October 1997.


e.
Completed questionnaires were received from 132 women leaders and 41 men leaders. Of the women respondents, 40 percent identified themselves as leaders in more than one area (e.g., political and parliamentary) and 80 percent said they have tertiary education or higher.  The majority are married, have been married only once, and have between one and three children.  Some 27 percent have more than three children, approximately 10 percent say they have no children, and 19 percent are divorced.  A total of 80 percent have more than 10 years of experience in leadership positions.  The highest percentage of responses close to 65 percent, are in public or private management positions; 50 percent identify themselves as social or cultural leaders; 40 percent as parliamentary or political leaders; close to 20 percent identify themselves as leaders in unions or professional organizations; a minority of under 5 percent are in the Judiciary. The majority are between 46 and 65 years old. Those who identified themselves as parliamentarians are almost all in lower age groups:  25 to 45 years old.
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