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It is difficult to write about the position of women in the system of production relations as they exist at the present time in industrial enterprises in Russia because it is not possible at the moment to present any kind of sharp and well-defined picture.  There are several reasons for this.  First, there is no movement for the rights of women specially concerned with these questions, nor even taking a genuine interest in them.  This is related to the fact that the `woman problem' itself is not present in social consciousness, and most of all in the consciousness of women themselves.  Secondly, the socio-cultural peculiarity of Russia, only a few generations from being a mainly agrarian country, naturally implies the unequal position of women, which is perceived by both men and women as something which goes without saying.  Because of this a large number of functional, sectional, educational and other differences are imposed on the differences between the sexes, concealing the true significance of women's problems.  This is characteristic to the highest degree of precisely those branches of industrial production which are not specifically `female' (as are for example, light industry, the sphere of services, etc.) but which imply the collaborative work of large numbers of men and women.


Thus the present article comprises a collection of fragments, put forward to illustrate various aspects of the position of women working in large enterprises, which were earlier part of the military-industrial complex, in which we have been carrying out our case study of `the restructuring of management and industrial relations in Russia'.


General Characteristics of the Enterprise


The Production Association Rings is one of the largest ball-bearing factories in Russia.  In 1991 it produced one fifth of all the bearings by quantity and 40% by variety in the former USSR.  Among the customers of the enterprise were not only engineering factories, producing things for peaceful use: agricultural machinery, consumer appliances, but also the military-industrial complex, to whom it supplied particularly precise bearings.In May 1993 Rings was privatised as a shareholding company of the open type.


The labour collective, according to the figures of 1st April 1993, comprises 25,937 people.  This figure includes both workers in the industrial sectors and those employed in the sphere of social and welfare provision, utilities, services etc., that is to say the non-industrial sectors (the latter amounting to 2,000 people).


Some Pages from History


The history of the factory dates from the Second World War, when in 1941 a Moscow ball-bearing factory was evacuated to the city of Kuibyshev (previously, and now, Samara).  Around 3,000 workers and engineers were evacuated along with the equipment.


Women played a major role in the work of establishing production in the new location from the very beginning, replacing the men who had gone to the front on the machines.  In the history of the factory the names of women appear among the first group of bearing makers in November 1941.


Back-breaking labour for eleven or twelve hours a day only earned people enough to avoid dying of starvation.  It was forbidden to leave the factory.  An order of 26th July 1940 forcibly attached workers to the enterprise.


The situation described in the book by E.  Astakhov, A Life to Live (Samara, 1991) was typical of that time: in 1943 a show trial was held in the factory of a group of workers who had `deserted' from the enterprise and tried to return to Moscow.  They were all sentenced to long terms of imprisonment.  The oldest of these women was thirty two.


With the end of the war the position of the workers remained as difficult as before.  Pay by today's standards was miserly: with a machine-operator's month's pay one could buy only `seven or eight loaves of bad bread' (Astakhova, p.  91) or two dozen pastries.


However the factory was not only the source of money, but also `home' and `benefactor', representing an all-inclusive system of subsistence, providing, albeit a minimum, of social welfare (flats and hostels, grocery rations etc.).  To a considerable degree this system is still significant today, especially for women, although pay has become all the same the most important thing.


The serious shortage of labour in the post-war years gave rise to a new `initiative', according to which female staff (time-keepers, copyists and others) were transformed into machine-operators.  In those days it was considered fairly prestigious to work in this factory.  Women with a relatively low level of education (primary or sixth to eighth grade) became machine-operators, taking over `men's' jobs and earning as much as the men.  Thus the factory gave women from the countryside a real chance to get on in the world, raising their social status, getting access to the social consumption fund and even building a real career.  The majority of these women continued to work in the factory until the end of their working lives.


Social-demographic composition of the employees.


If one looks at today's statistics what immediately strikes one is the fact that even today women make up a predominant part of the labour force.  According to the figures for 1st April 1993 women comprised 53.7% of the labour force, while men made up 42.7% (14,855 and 11,082 people correspondingly).


The average age of employees was 47–49 years.  Three quarters of the employees were workers, 13.8% engineering and technical staff, 4.9% worked in services, 3.2% in MOP (Junior Service Personnel) and 2.2% were apprentices.


Over recent years there has been a steady reduction in the numbers employed.  This process is connected with the fall in the volume of production, along with the refusal of the management to continue to support an inflated establishment.  Thus, while the collective of the association comprised about 35,000 people in 1984–5, today it has been cut by 10,000.  The reduction in the number of employees has taken place relatively smoothly:





Table One: 	Total Number of Employees





1.1.90�
29 959�
�
1.1.91�
28 784�
�
1.1.92�
27 942�
�
1.4.93�
25 937�
�






The reduction in the number of employees was achieved through natural wastage: retirement, voluntary redundancy.  Posts vacated for these reasons were not filled, and the wages attached to them were either withdrawn or redistributed among the remaining workers.


Over the past two decades the maximum labour turnover was reached in 1976, when it amounted to 14.9%.  The index then fell to 6.6% in 1988, but more recently we can observe its renewed growth:





Table Two: 	Labour Turnover
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According to the data for the first quarter of 1993 the number leaving exceeded the number taken on by 2.4 times, and for this reason the turnover amounted to 2.4%, which was much more than the 1.4% of the comparable period in 1992.


Altogether in January 1993 154 people were recruited, but 441 left.  In February 221 were recruited and 428 left, in March 144 were recruited and 384 left.


According to information collected for the quarterly report of the Personnel Department, in 1993 the main reason for leaving was dissatisfaction with the level of pay (23.9%), followed by the failure to secure somewhere to live (15.4%) (these are the percentages of those leaving voluntarily).


Today the low level of pay means that the enterprise is unpopular as a place to work.  Certainly twenty years ago the factory was attractive because of its well-developed social and welfare apparatus and the possibility of receiving free housing.  However, at the end of the 1970s and the beginning of the 1980s the pace of housing construction slowed, and difficulties arose in the construction of hostels and kindergartens.  Finally, between 1986 and 1988 the Association fell back to last place behind all the other local factories in the levels of pay of all categories of employees (the wage fund was then allocated by the Ministry).  Nowadays the factory stands out from many enterprises in the city because of its low level of pay.


The collective of Rings is getting old.  The factory only needs highly qualified specialists which means that it recruits a minimal number of young people.  The proportion of workers under thirty is only 16.7%, about a quarter of the employees are in the age ranges 30–39 and 40–49, and a third of the collective are of pre-pension or pension age (see Table Three).





Table Three:	Age of Rings workers at 1.04.1993
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Up to 30�
4 347�
16.7�
�
30–39�
6 171�
23.9�
�
40–49�
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25.0�
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50–59�
6 330�
24.4�
�
60–�
2 617�
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Recent years have seen an increase in the proportion of women workers.  They are less inclined to change their place of work, because they find it more difficult to get another job.  As a rule they are less well-qualified than men.  Women are usually prepared to work for lower wages than men and, above all, they are very dependent on social benefits which are guaranteed by large state enterprises (including maternity leave, leave to look after sick children of school age, etc.).  According to the figures for 1st March 1993 945 people were on leave to look after children.  Over the past three years there have also been radical changes in attitudes to apprenticeship: the proportion of women here has increased from 39.5% to 54.3%.  Young women come to the factory more willingly than young men.


The rise in the proportion of women in the collective can be related to the lower turnover of female staff as well as to the changes that have taken place in recent years in the relationship between various categories of workers.  A few years ago it was men who dominated basic production work.  In the remaining spheres of work women were predominant.  Recently there has been a steady fall in the proportion of basic production workers, who are paid on piece-rates, and a small rise in the proportion of workers on time-wages, whose pay does not depend on the output of the shop (see Tables Four and Five).  However in 1993 the proportion of women workers in basic production work also reached a half, amounting to 51%.


Table Four:	 Relations between various groups of workers in 1990 and 1993





Group�
1990 %�
1993%�
�
Production Workers�
37.3�
34.4�
�
Auxiliary Workers�
40.4�
41.5�
�
ITR�
13.0�
13.8�
�
Office Workers�
4.2�
4.9�
�
MOP�
3.0�
3.2�
�
Apprentices�
2.1�
2.2�
�






Note: ITR are engineering-technical workers.  Workers in auxiliary shops, such as preparatory or instrumental shops involved in basic production, are considered to be basic production workers.  Auxiliary workers are those such as greasers, repair fitters, transport, ancillary workers etc.





Table Five: Proportions of men and women in different groups of workers
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1990�
1993�
�
�
men


�
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�
men


�
women


�
�
�
N�
%�
N�
%�
N�
%�
N�
%�
�
Production Workers�
5 517�
50.0�
5 510�
50.0�
4 330�
48.9�
4 527�
51.1�
�
Auxiliary Workers�
5 487�
46.0�
6 454�
54.0�
4 546�
42.6�
6 114�
57.4�
�
ITR�
1 720�
44.5�
2  147�
55.5�
1 540�
43.5�
2 004�
56.5�
�
Office Workers�
104�
8.4�
1 136�
91.6�
101�
7.9�
1 163�
92.1�
�
MOP�
146�
16.2�
754�
83.8�
186�
22.7�
634�
77.3�
�
Apprentices�
372�
16.2�
7 243�
39.5�
261�
45.7�
309�
54.3�
�
Total�
13 346�
45.1�
16 244�
54.9�
10 964�
42.6�
14 751�
57.4�
�



To understand the reasons for the predominance of women in the factory more clearly it is necessary to look more closely at several general tendencies in the development of the labour force.


The average grade of workers is 4.2 (on a six point scale).  Despite the steady growth in the level of qualifications in the factory as a whole, the majority of low qualified workers are women.  In principle the qualifications of women are steadily increasing, so that the proportion of women in the skill grades three and four is increasing, and they are now in the majority here.  However this takes place alongside the general tendency to the reduction in the number of jobs which require low grade workers.  The proportion of women with high qualification levels, according to the figures of the Personnel Department, is as usual rather low.  In the shops in which we conducted our case study we did not find any of them.  There is very good reason to believe that the figures for women on the fifth and sixth grades really refer to employees working in the non-productive sphere, such as organisers of cultural and artistic activities, etc.





Table Six:	Distribution by skill grade
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Table Seven:	Distribution by sex and skill grade, 1990
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Table Eight:	Distribution by sex and skill grade, 1993
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�
Total�
8 309�
48.1�
8 952�
51.9�
�






The purpose of our research was not to resolve the global issues connected with the position of women in production, but much more to describe various aspects of this problem which we have uncovered in the course of our case-study and which, in our view, best reflect the general tendencies.


Distribution of the Labour Force among Subdivisions.


In some of the shops the proportions of men and women are roughly equal, some are clearly `women's' shops — for example the assembly shop in which the women are working predominantly at manual jobs — and there are `men's' shops, in which the proportion of women is very small.


As an example of the organisation of the labour force in a mixed shop we can consider the rod machine shop (TsPA).


527 people work in this shop, 170 of whom are women.  The shop has a total of 255 production workers, of whom 71 are women, and 173 auxiliary workers (of whom 54 are women: storekeepers, cleaners, greasers, ancillary workers).  The remaining categories of workers are ITR, altogether 56 people of whom 23 are women; office workers, all 15 of whom are women; and MOP (cloakroom attendants), all 6 of whom are women.


In the hierarchy of the shop the senior management posts are held exclusively by men.  Of the seven sections three have predominantly female workers and one is equally split, but there are only two women at the level of middle management: one senior foreman and one shift foreman.


Traditionally women work as time-keepers, economists, norm-setters, office workers in the administrative-economic departments, personnel inspectors.  Half the technologists in the shop are women.  


The women machine-operators in the shop do not have a high level of skill grading: the polishers, turners and greasers are on the second grade, stamp-operators on the third grade.  


Women in the factory can find themselves in three basic situations: working on machines, carrying out work more or less comparable with that of men (working at specifically women's jobs such as assembly, but also at basic production jobs); taking on the role of auxiliary low-grade workers (greasers, ball-cleaners) or in MOP (cleaners, cloakroom attendants); or working as controllers.  In our view all these categories are denied equality of rights with the positions in which men work.  Let us look at these situations separately.


Women machine-operators do not generally work on the same machines as do men.  Their machines require them constantly to repeat one and the same operation, the most monotonous work, `which men cannot withstand'.  Some women even work on manual machines (such as in the tenth department of the PA shop), which are actually rare in the Association.  Such work, of course, is rather lighter than men's work from the purely physical point of view, but the rhythm is very stressful, not allowing the operator to leave the machine even for a short time.


In theory there is no division into men's and women's vacancies, except in cases where jobs are said to involve particularly heavy physical work, which women are unable to do.  At present the following norms govern the maximum permissible loads which women can lift or shift by hand:


lifting and shifting loads in rotation with other work (twice per hour) — 10 kilos.


lifting and shifting loads regularly during a working shift — 7 kilos.


the amount of dynamic work, carried out in the course of each hour of a working shift cannot exceed: with a working surface 1750 kilos, on the ground 875 kilos.


the shifting of weights on trolleys or containers must not require a force of more than 10 kilos.


In practice these norms, of course, are often violated.  Moreover the sexual division of labour has been firmly fixed over the years that the enterprise has existed.


As already noted, women are ready to work for lower rewards.  Here, it goes without saying, objective factors also play a role — such as their qualifications.


Girls in Russian families are traditionally not taught to have anything to do with technology, `with iron' — even if they grow up in a family of production workers.  For young boys, by contrast, this is an important element in their education and prestige.  Correspondingly, when it comes to choosing a specialism girls do not go to those schools in which workers are trained in up-to-date or complex specialisms.  If they are trained it is in `women's' industrial specialisms, and they are trained as assemblers, controllers or similar trades.  As a rule they only end up working on machines `off the street', without any kind of special preparation, and work on them mechanically, like robots, without any aspiration to change or improve their position.


Among the workers in the factory are some women who are machine-setters, but they only carry out the simple adjustment of the machines.  As a rule, even experienced female machine-operators use the services of a male setter, although the male machine-operators do this work themselves.


A machine-operator who has worked for many years on a machine usually knows it very well and can transfer to the work of a fitter.  Women do not have any incentive to try to master their machine to such a degree, partly because they have so few opportunities for promotion, so that they are rarely qualified to work either as fitters or as electricians.  


Pay


Women's pay, even in those rare situations in which they do approximately the same work as men, is lower than that of the men.  (In response to a complaint about low pay by a single woman machine-operator in the ball shop, her colleague asked with amazement and some indignation: `What do you want — to earn the same as a man?' This demand seemed to her extremely excessive, because between them, certainly, there is a definite objective difference: she cannot, for example, lift and put onto the machine very heavy abrasive disks, and as a result her grade is much lower).


Despite all this, women machine-operators all have a much more privileged position than other women workers in the factory.  At any rate, their pay, although it is much lower than that of male machine-operators, is comparable with the pay of machine-setters — their comrades in the section (although such a position is seen by the shop leaders as temporary and unjust — the setters have much more complex work and they should receive more).  The position of women who do the least-skilled work in the sections, for example cleaning up the prepared balls after each operation, is much worse.  Cleaning, greasing etc.  of the automatic machines is purely manual work, dirty, not requiring any qualifications and badly paid.  Moreover if before perestroika the gap between them and basic workers was not so large according to the financial calculations, now, on account of various `twists' and coefficients it has become considerable, and their real pay has fallen.


The lowest pay of all is that of the MOP, the service personnel.  Cloakroom attendants and cleaners in the TsPA, for example, receive almost five times less than basic production workers.  As already noted, in this shop they are all women.


There is a similar situation with the pay of office workers: it is so low that men will not take these positions.  Thus there are practically no male time-keepers, shop economists, ordinary workers in the personnel department, etc.  (see Table Five).


The everyday duties of the office workers are monotonous and routine, and the work is very unproductive as a result of the absence of even the simplest calculating machines.


Despite all this the women office workers value their jobs not only because of the social guarantees that go with them, but also because the existence of free time during the working day allows them to go out shopping and sort out various problems of everyday living.


Working Conditions.


In practice women toil in just as harsh conditions as men.  Although it is considered that women should absolutely not lift heavy weights, in fact they have to do this fairly often, since in reality in the process of production the need arises to do many things which are not anticipated technologically: for example, to lift metal onto one's machine on one's own, since the transport workers who should be doing this have long ago been cut back in all the shops, and not only in the `men's' sections.  In general it is typical that the influence of harmful working conditions on women is not formally taken into account in any way.  For example, the controllers, who carry out the operational inspection, spend practically all of their working time in the shop, right in the section.  Despite this they do not count in that category of workers whose pay is increased by an additional coefficient as a result of the harmful conditions, although all the workers in this shop receive the coefficient as a result of the loud noise.


The problem of working conditions affects literally every category of women workers.  Auxiliary work of such kinds as greasing or cleaning is always carried out by hand, so that the workers have to cope with the effect of harmful chemical substances and their fumes.  Where they work in one place ventilation is sometimes provided, but to pay for this they have to put up with freezing cold and constant drafts.  Women who work on the machines have to pay with their health for more or less higher earnings, since the machines have not been adapted in any way to take into account the specificities of the female organism.  Thus, practically all the female turners working in the rod machine shop are on the special gynaecological register since they work in such unhealthy conditions.  Despite this, there is no way in which they have been able to extract any privileges in compensation for so much serious physiological damage: for years women working in this section have been sending requests to the administration to reduce their pension age to fifty without any result.


They have also had to endure the worsening of all the daily inconveniences which arise as a result of specific features of the present period: the absence of soap, special shoes, special clothes, gloves (even in those situations in which gloves are provided, by no means all the workers receive them).  In our conversations many women workers complained that their hands become absolutely numb from the metal.


Of the 10,713 women working in the factory 8,053 work in harmful conditions.  In 1992 one in 9 of the 228 births in the factory were pathological.  In 1992 45 women were operated on for benign tumours of the reproductive organs, and altogether there were 98 cases of women with benign tumours (`Podshipnikovets', 24, 08.04.93).


Psychological Climate: Relations between Male and Female Workers.


Often in sections in which both men and women work they do not form a single collective: they drink tea, chat in the breaks, spend free time together separately.  The different work which they do, as a rule, deepens the psychological segregation.


Thus, in the stainless section of the ball shop there are four women: one setter and three ball-cleaners, carrying out low-grade auxiliary work.  The unequal position of the ball-cleaners is obvious.  If the shop does not have enough work and the question of sending people on administrative vacation with purely symbolic pay arises, then the first candidates are precisely the ball-cleaners.  While the machine-operators can refuse to go on vacation, the ball-cleaners cannot (this issue is considered by the brigade).


Representatives of the ball-cleaners — who are also members of the brigade — as a rule are not involved in the discussion of the KTU (coefficient of labour participation, which nominally determines the distribution of wages within the brigade).  The unequal rights of women also appear in other ways — the condescending-scornful relation to them of male foremen, who nevertheless have pleasant relations with basic workers.  One and the same request to the foreman, for example to take balls to the thermal department, which is usually done in this section by the foremen, may be satisfied or not depending on who made it — a male setter or a female ball-cleaner.  The relationships between these categories of worker are very conflictual, they have a mass of related claims, since they depend on the quality of one another's work.  This is also reflected in the life of the section: they never help a woman fetch a heavy bucket of water, moreover it even encroaches on the distribution of seasonal work, which is done by one of the brigadiers who is also trade union organiser of the independent trade union Solidarity, of which both setters and ball-cleaners are members.


Attitudes to Women on the Part of Management.


According to female workers from various sections, the shop management, as a rule, rarely investigates the problems that women have in production thoroughly, and frequently do not respond to complaints about working conditions, etc.


Relations between male managers and their male subordinates are much more informal than those with women.  Here is an interesting detail: when we carried out an interview with workers in the purely male section of automatic lathe operators of the rod machine shop, it turned out that they fairly often had the chance to associate with the shop chief: when he makes his round of the shop he regularly goes among them in the section, he answers questions about the state of affairs concerning production questions, sometimes gives some instructions (in Rings the majority of shop chiefs follow the whole career chain, beginning as a worker, and they know the details of the production process well).  When we asked the female machine-operators of this same shop whether the shop chief was ever with them in the section, they were absolutely amazed: `What on earth for! But what do we need him for?'


The controllers, as a rule, very often come up against great difficulties in resolving problems which lie in the competence of shop management, since they are not subordinate to the shop chief, so he does not see them as staff for whom he has some responsibility.  Thus, for example, in one of the sections in which the technical controllers (OTK) worked, there was a breakage of the sewer which was not repaired for many weeks, so that the women controllers had to work in dreadful filth.


It is typical that a man is always preferred to a woman.  Thus, for example, the chief of the ball shop in an interview said that at the present time women in the shop work only as cloakroom attendants, cleaners, greasers, ball-cleaners and in the OTK, although earlier they also worked on the machines.  Now there is only one woman machine-operator left, but when she leaves the shop chief intends to take on a man in her place.  This is a completely conscious policy, since it is inconvenient for them that they are not able to transfer women freely to other operations, which involve the lifting of heavy loads (the weight of a cassette with balls in various operations may vary from 2 to 20 kg).  


All this, plus the additional burden of a whole avalanche of economic, everyday and family problems, beating down on women during their time in the factory with much greater force than on their sexual antagonists, leads to a specific psychological climate in women's production collectives.  It was typical that all of the heads of subdivisions questioned by us, women as much as men, noted as one that although in women's sections there is higher discipline and carefulness, and incomparably fewer problems of drunkenness and absenteeism, they prefer to work with men.  They refer to the difficulty of dealing with women as more emotional and unpredictable beings.  Indeed women, through their position in the system of production, are in practice reduced to the role of `little screws', more inclined than men for this reason to demand for themselves `a special approach', expecting to be treated not simply as a producer, but as a concrete personality.  Because women have a more instrumental attitude and less commitment to the content of their work, they are less easy to manage than men since they do only what they have to do and are not inclined to show any initiative.  Such a contrast on the one hand proves very irritating for managers, and on the other leads to humiliation, a pessimistic condition of the soul of women.


Relations between women.


We have not observed anything like `gender solidarity', which would unite women of various occupational categories .  Although women have many common problems, they rarely get together to try to solve them.  Between women workers and women ITR, women workers and women controllers, and even between women workers of different sections or occupations very conflictual and unhealthy relations often arise, as indeed is also often true of relations between men, although when women do have friendly relations within a section they are usually closer to one another than men would be.   Only women of one occupation and in a single section unite with one another.  Women workers (of course women are just like men workers in this respect, without exception) often say that the (women) norm-setters, women employees of the economic department and related services do nothing and receive pretty high pay for this, which seems to them to be at the expense of the workers.  Women white-collar workers for their part complain about the aggressive attitude of women workers, their rudeness and use of obscenities.


Certainly, women put into the unfemale conditions of heavy machine industry have always had a secondary role, and in these conditions they are rapidly marginalised.  Bad language and even alcoholism are frequently found in the women's working environment.  In several sections one finds women drunkards, who are well known by the whole shop.  It is typical that male workers behave completely differently with women `from the outside world' or even with the controllers, than with their fellow female workers in the section, seeing them as `not real women', as `unfeminine'.  It is characteristic in this respect that many women who took the courageous step of joining the independent trade union `Solidarity' give as one of the main motives for taking the decision the fact that the leaders of Solidarity took them seriously, a consideration which was expressed symbolically: `They congratulated us on the eighth of March and gave us chocolates and kissed us.'  Moreover their confidence in the honesty of the leadership of Solidarity and the human attention that they paid to their members outweighed the material benefits and privileges that they risked losing by joining the new trade union.  Although the new trade union can offer only a very limited distribution of commodities, women are happy with the choice that they have made.  However such episodes are exceptions to the rule.  


Women in Labour Conflicts.


All those aspects of the position and behaviour of women in production enumerated by us also define their behaviour in the course of labour conflicts.  Because of women's more vulnerable position they are much more likely to be afraid of the consequences of engaging in open conflict, but at the same time, if a conflict breaks out, women are likely to be angrier than men, less ready to compromise, and more likely to want to see the strike through to the end.  Moreover, because women have less experience of organisation and public activity than men, their strikes are more likely to be spontaneous and disorganised and more difficult to resolve.


As an example we can look at the strike in the shop of precise bearings (TsTP-1), which we studied in the course of our case-study.


Before describing the strike itself, it is necessary to describe the underlying cause of the events which took place and the reasons for the conflict arising.  They are closely related to the system of pay and also to the specific features of the shop.  About 870 people work in this shop, who are distributed in a series of production sections.  The specific technological feature of the shop is defined by the fact that each of these sections has its own independent production tasks with its own production cycle: in one part upper and lower rings are prepared and in another part the bearings are assembled.  There are no technological relations between the sections themselves.


The strike took place in the second section, which has about 120 people, but it did not affect all of the section but only the machine-operators whose job was to grind and polish the rings, and also the setters of the machines (altogether about 50 people).  The assemblers themselves, about 60 people, continued to work.  (The rest were absent for various reasons).  It is interesting this was one of the shops with plenty of work — it makes automobile bearings for VAZ.  On assembly the workers are mainly women.  Women are also still a majority among the machine-operators: they work on the grinding.  The men in this shop are the polishers (altogether only a few people) and machine setters.


The cornerstone of the conflict was the system of payment in TsTP-1.  The sections are paid by the final result and work on the brigade method, thus the allocation of work is confined within the brigade, and each worker's KTU is recorded every day.  It is set by the brigadier or the so-called brigade council: the foreman and 2–3 workers.  Usually the KTU is made up of units (the workers call these units `sticks'), and the idea is that each one should have around 30 `sticks' for the month (depending on the number of working days).  However it does not always work like that: one can receive a bigger KTU — two sticks if one covers for someone who is away.  This may also be a consequence of the policy of the foreman: for example, the work of the polishers is very low skilled, the operation is not rated above third grade.  In order to find some incentive to motivate the workers, in the expression of one of the foremen, they `screw their KTU up tight' — they put it higher.  The KTU may also be reduced as a punitive sanction, if the workers receive `a bruise': in a neighbouring enterprise a blue triangle is put down as the sign against his name instead of a red one.  This signifies a defect, a violation of technical security or, most often, a disciplinary violation: absenteeism, lateness, turning up to work drunk.  Such a system of pay, as distinct from one based on individual allocation of work, contains a large element of indeterminacy: the worker does not know exactly how much he has earned.  For example, if they screw the KTU of a polisher up tight and he receives 20,000 roubles, then the next month he will expect to be paid no less, independently of the circumstances.


Second moment: in TsTP-1 there is a very large number of products throughout the shop, and in the second department in particular they make about 400 types of rings, and this tendency has increased in recent months.  The types of rings are significantly different in cost and, correspondingly, the KTU have different values, which the workers do not know.


Third moment: the structure of pay itself.  Onto the basic pay is added a 30% bonus and, most important, a 50% inflation addition, introduced into the Association and called the 115th code.  From meetings with workers it is clear that they do not like this system of pay since they do not relate the 115th code to what they have earned, they do not believe that it will be paid regularly and they call it `the administration's pittance'.  They would like the norms to be revised and this money included in the basic rate.  In 1992 in TsTP-1 such a revision had been undertaken only once, which is clearly inadequate with today's pace of inflation.


Apart from this, the low basic pay has a very strong influence on the pay of the majority of people since a percentage of their pay is calculated not on average earnings, but as a percentage of the basic.  The President of the trade union committee of shop TsTP-1 considered the problem of tariff revision as a very live issue and intended to insist on its inclusion in the collective agreement in 1993.


The next moment is caused by the organisation of production.  Assembly workers in every shop, including number 2, assemble bearings from those rings which the machine-operators (in this section the machine-operators are also women, men only work as machine-setters) supply them.  However the machine-operators must keep ahead of the work, so that every day the assemblers have a reserve of prepared rings and can therefore immediately begin work.   Thus there are always some products `made in advance', which are carried over to next month and are not included in this month's pay.  This irritates the machine-operators.  Generally such a system of pay often creates friction between those categories of workers who are dependent on one another: for example, if the machine-operators do not manage to make enough rings, or make a lot of faulty ones, they let down the assemblers, depriving them of their `field of work'.  Conversely, if balls do not arrive, the separator is broken, or simply some of the assemblers are ill, then the supply of prepared bearings is reduced, which are the only ones considered for calculating pay.  Between the machine-operators and the assemblers conflicts therefore arise periodically, usually boiling down to verbal wrangles.  The machine-operators in particular have been demanding a transfer to individual work allocation, so that their pay will depend on the concrete work they have done and not on that of those on whom they depend.


Conflicts and tensions also arise between members of different sections, since many are convinced that their section in particular receives unjustly low pay.  This also affects the relationships between other categories of workers, for example it was said of an electrician that `he only screws in the lamp bulbs, and how much does he get, while I stand every day at my machine!'.  However these conflicts don't go beyond the verbal level.


And, finally, the last factor, whose influence is difficult to trace directly, but in the opinion of many participants in the conflict was a latent factor in influencing their state of mind: the strike coincided with the sharp aggravation of the situation in the 7th Congress of People's Deputies, and this background of the general instability in the country and irreconcileability between the different power structures acted as an irritant in the consciousness of people, intensifying their dissatisfaction with life.


Let us now describe the immediate course of the strike.  In the morning of 9 December, at the start of the shift, the foremen received the bookkeeper's accounting list for their shift recording the total pay for November.  The lists were then handed out, as always, not to every worker personally by hand, but to the brigadier (or another worker met by chance) for the whole brigade.  Having received the lists the person can look not only at his own pay, but also at the earnings of strangers, which he communicates to his acquaintances.  Then, again as always, there is an exchange of information between the brigades.  As a result the machine-operators were interested in how much the assemblers received.  This time the machine-operators and the assemblers earned about the same, amounting to around 5–6 thousand (that is only the tariff part, without bonus and code 115).  Their pay seemed small, and its distribution unjust since the work of the assembler, although it is much more intense and monotonous is physically lighter — they sit at tables, dressed in white overalls (machine-operators wear blue) etc.  This whole process of gathering information took, according to the participants, about ten minutes.  The workers began to gather in small groups, whispered together, and then the refrain was heard `I am not going to work for that money!'.  There were more women than men among the machine-operators, as already mentioned, but the behaviour of both sexes was in principle the same, except that the women were more angry and vociferous, but at the same time more nervous.  Thus everyone stopped their machines and the workers sprawled around the section, the women huddling together in a group, while the men appeared more relaxed about the situation.


The shift foreman, having found out about the situation, informed the senior foreman.  She (former president of the shop trade union committee, and a nervous bustling woman), without going out to make contact with the workers, phoned the shop chief.  The shop chief, A.G.  Shvedov, was in the section by 8.30.  The workers surrounded him. The most widespread appeal was `How can we live on this money?" (since all referred to the amount of basic pay, set out in the accounting list, without additions).  Shvedov said that he would immediately summon the norm-setter and order her to sort things out, and wrote several names with the sum of their earnings (those who stood nearest to him), after which he suggested that they go back to work.  However the workers refused.  `Only the administration can sort it out, and we demand that the Director should come to us'.  Shvedov went up to his office, the workers went back to their section: the polishers to their room, the grinders to the table where they usually drink tea, and they sat around again.  There were no significant developments for the rest of that day.


In the evening the secretary of the shop cell of the independent trade union Solidarity, who was working in the second department on assembly, phoned the home of the president of the cell N.F.  Lakomi, who was on administrative vacation.  The following morning Lakomi came to the section, met with workers, and proposed a meeting with the participation of representatives of the factory administration at 1500.  It is clear that he helped the workers to write a list of demands to the administration (Lakomi himself denies this, asserting that the demands had already been written before he arrived.  However Skvortsov, President of the shop committee of the offical trade union, having himself seen a hand-written copy of the document, says that the second half of it was written in Lakomi's writing.  Lakomi's denial may be related to the fact that the strike was not carried out `according to the rules' and, as Belenko, the leader of Solidarity, noted, from a juridical point of view it was defined as sabotage.  Obviously they did not want to emphasise their participation in juridically improper activities).  In any case, he presented the demands to the shop chief himself.  They included:





increase in pay by 2.5 times


introduction of individual payment


removal of the foreman from membership of the brigade (at the time when the amount of work fell and they got rid of the  auxiliary workers, the foreman took on their functions himself and was included in membership of the brigade, receiving an additional KTU on his basic pay.  This was formalised in an appropriate protocol).


demands about the work schedule of shop management.  Several of its services, for example bookkeeping, began and ended work later than the workers' shift, which created considerable dissatisfaction among the workers.





Lakomyi dropped in again on the Director of Production Tsygankov, agreed about a meeting, and then went to the shop to see the president of Solidarity, Alexander Belenko.  At 15.00 a meeting was held in the assembly section in which the shop chief Shvedov, director of production Tsygankov, head of the factory department of labour and wages Kaplin, and also the president of the shop committee of the official trade union V.B.  Skvortsov and Belenko, head of the independent trade union Solidarity, all participated.   80–100 people took part in the meeting.  Lakomyi went to the meeting.  Here is a fragment of the recording, illustrating the course of this meeting, in which women took part particularly actively.  


The first to speak was the director of production Tsygankov:





— I normally have regard for your demands, but I can see no reason to increase pay by 2.5 times.  I cannot see any reason.  If you received less than last month it means either that the rings were less valuable, or that you worked less.  What can I say to you? Get back to work (strong uproar).  Miracles just don't happen.  Look at what is happening at the Congress (uproar).  I cannot tell you that I will increase your pay.


A female worker: — But there has already been such a meeting, we warned that we will rise up!


Worker: — Earlier I was paid 500 rubles.  Now, if you take account of present day prices, my pay is in the order of 70 rubles! Why do you not revise the norms?


Tsygankov: — The norms were revised not long ago, the rates were increased.  Here I have an order about increasing pay by 50% under code 115.


Female worker: — Those on salaries are now paid more than production workers! And auxiliary workers receive more.  (uproar)


From the crowd: — Tell us then, 6,000 rubles — is that money or not?


— We meet with you periodically, but what is the point?


Lakomyi (showing the previous year's agreement): — the chief specialists cheated us! They promised individual accounting, and again they set `sticks', labour days, as in the Stalinist kolkhozes.  The average pay is 6,000, we shake with laughter!


Replies: — We still work, but there is no money at all!


— Do not switch on the machines in the shop.


— They receive millions at our expense.





Kaplin spoke, he could barely be heard above the massive uproar.  Then the shop chief took the floor:





Shvedov: — We will not transfer fully to individual scales in the second department, but for the machine-operators we will try it as an experiment.  My plan for December is already smaller than that for November, so that I cannot guarantee you more pay.  I have only two types (of ring) for you.  In general this is not a strike but sabotage, you may answer before the law.  The plan has dropped by 22,000.  Your bearings are not selling.


Replies: — What do we do now: listen and go away?


Lakomi: — Why not try introducing a percentage reduction on each bearing sold?


Tsygankov: — This is impossible, then we will become completely tangled up.


Lakomi: — Well in the shops this same bearing costs 100 roubles.


Skvortsov: — Let us set tough conditions: we can decide to pay according to the number of products sold.  I understand that the cost includes the pay of the foreman, ASUP etc.  But then we must make an analysis of how much of their time they gave to the 14th department.  Then it must be done for the eighth and for half of the second.  Analyse who made how many rings, who assembled how many bearings.


Tsygankov: — Well, we have talked.  But in the matter of pay — there is simply no money in the bank.





There was a buzz of indignation, but its volume was already less than before.  Workers dispersed.  Some gathered around Lakomi.  One woman bitterly yelled to another who wanted to go back to work: `Well just work! Work, who is going to stop you!'


In the end several demands of the workers were satisfied.  For December the foremen of the female machine-operators introduced for each worker parallel individual duties, which were shown to the workers the day after the strike (and promised the following morning).  According to the foreman, the amounts earned on the basis of this individual accounting were even less than those paid under the collective system.  In the morning an order was posted which had been hand-written by Tsygankov, announcing a 50% increase in pay under code 115 (the workers, it is true, already knew about this before the strike).  The work-regime of the shop management was modified in accordance with the demands of the workers.  Of course these were only palliative measures, but the events showed the absence of any long-term perspective for this kind of spontaneous protest.


On the following day the second department returned to work.


The course of the conflict forces one to acknowledge that an extraordinarily large role in its emergence was played by motives of `social justice' — the `last straw' for workers was the information that the assemblers, i.e.  representatives of the lightest work in their view, received the same pay as they did.  These motives practically always surface in similar conflicts: workers find that their pay is insufficient not in absolute terms, but in relation to other categories: administration, ITR, workers in other sections or other occupations.  There are most often two such `justice factors' named by the workers `heavy physical work must be better paid' (type of judgement: `he only screws in lamp bulbs', `they sit there all day at tables, while I stand at a machine'; `those on salaries receive more than us') and `high qualified workers must be paid better' (`we receive less than auxiliary workers', `I know my machine better than the foreman').  The second motive is met with more rarely but generally workers argue about the theme of which grade they belong to.  In TsTP-1 the question of `social justice' has become extremely acute, workers constantly compare their pay with other occupations, sections, shops, ITR.


The situation is also aggravated by the `obscure' system of pay, still more confused because of the absence of individual accounting, which makes the amount of each worker's earnings truly unpredictable; and also the `women's background' — two-thirds of the workers in the shop are women.  Observation and interviews do not show any particular distinction between men's and women's behaviour in the course of the conflict, but the numerical predominance of women made it more spontaneous, when irritation obscured consciousness of their interests and the search for methods of defending them.


There was one more women's mini-strike in TsTP-1 which took place two months later for another reason.  Seven workers of the third department of the shop struck for 3 days, from 1st to 3rd February.  Their department was not fully occupied with work, so they were compulsorily transferred to the fifth, where there was work.  They refused and demanded that they be sent on administrative vacation (at the time their pay amounted to 3,750 rubles), or, the administration should decide to sack the pensioners (of whom there were five or six in the third section) — `then there will be work for us'.  It is not so simple to understand their motives, but possibly this was related to the high intensity of work in the fifth department and the absence of strong financial incentives to transfer.  Juridically their refusal was absolutely illegal, and they received a reprimand.  Five of them signed a declaration resigning from the official trade union Avtosel'khozmash and joining Solidarity, but then three of them were sacked.  Those remaining obeyed the demand of the administration.  It was typical that this `purely women's' strike was such not only in terms of the participants, but also in the fact that it was driven by anger, regardless of expectations of success.


Generally, the Solidarity cell in TsTP-1 is the second in size after the ball shop — 132 people with its own stamp and bank account.  Many of them — 40 people — work in the second section (not only on machines, but also on assembly).  Apart from this, 60 people in the shop do not belong to any trade union.  The majority of members of Solidarity in this shop are women.


Careers


Can women make a career in an enterprise such as Rings? The equality between men and women that has been declared for many years exists nowhere in practice.


All the top managers at shop and factory level are men.  There is a tradition that is unwritten, but strictly observed in all subdivisions, of the priority of men in promotion.  In fact the ceiling for a woman ITR is the post of head of a bureau, head of a laboratory, or first category designer.  Even in `women's' departments of the factory administration, such as social and welfare, economics, and personnel, the top manager and his deputy are men.  The only exceptions are the head of financial management (today she is the only woman in a leading position in the factory administration, and the only woman in the factory with her own office) and two deputies of the chief bookkeeper.


In the history of the factory there have been several women who have reached top management posts, right up to shop chief.  Thus, for a period of twenty five years, beginning in 1949, N.V.  Chuporova was at the head of the rod ball bearing shop containing 1000 workers.  She worked until she retired and even had the honour of receiving Leonid Il'ich Brezhnev in her shop (then still simply one of the secretaries of the Central Committee, responsible for heavy industry).  P.V.  Savel'eva in 1950 held the post of Chief Engineer, uncharacteristically for a woman, and was then chief of the shop TsPP-1.  E.K.  Shiryaeva in the 1960s headed the repair-construction shop.


However all these episodes were accidental, atypical for the factory and related to particular circumstances (the severe shortage of men with technical education in the post-war years).  Today one does not find women shop chiefs in the factory.  The ceiling at the shop level is the post of shift or senior foreman (section head), or head of a second-level shop service: administrative-economic, office of technical control, timekeeping etc.


This situation has a double explanation.  Its roots are to be found in the socio-cultural traditions established in Russia.  The reproduction of such a situation is also facilitated by the tradition of the `male career', found in the majority of large enterprises.


As already noted, the professional career of practically every specialist begins on the machine.  This unwritten norm has been maintained for many years.  It is taken for granted that the best managers came from the depths of the factory, understanding the specific features of production in fine detail.


The result is that for a young woman arriving at the factory there are two perspectives for promotion: being active and improving her qualifications so as to become a foreman, or, having acquired the appropriate training (usually in evening classes provided by the factory) to move from a job on the shop floor to physically lighter work — office worker or engineer in one of the shop services.  In the past the women shop chiefs reached their positions in just this way.  However today our research, including a large number of interviews, shows that the majority of women do not want promotion to the services.  As a rule they start and end their working lives on the shop floor.  Their aspirations are limited to earning higher pay, and office workers and even engineers in the enterprise described earn less than basic production machine-operators, and the foremen receive less than the workers in their section.  Thus in April 1993 the average monthly pay of production workers in the TsPA shop was 38,600 roubles, while auxiliary workers earned 19,792, managers and ITR earned 29,600, office workers earned 17,000, MOP earned 7,900 and apprentices earned 5,000.


The second type of career begins with graduation from a higher or secondary technical educational institution.  The specialist is assigned to the job, or finds herself a job through informal channels: through the patronage of relatives or acquaintances in the factory.


Personal qualities and relationships certainly play a role in her further advance.  And it is very difficult for a woman to `make a career'.  In the factory there is a system of reserves for promotion, in which the labour collective defines a possible candidate for appointment to a managerial vacancy in the given department or service.  Thus, Personnel Management (a `women's collective') put forward an experienced female colleague for the post of deputy chief of the department.  However higher management has the last word on these matters, and a man who had worked previously in another service in the factory was appointed.


A similar situation arose in the system of technical control, in which only women work in ordinary posts and as foremen.  Despite this the first deputy general director for quality, all his deputies, and even the heads of several of the shop bureaux of technical control are men, although a man can only get into this post `from the side', from other production structures, since, we note once more, in general they never work as ordinary controllers or as foremen controllers.  


Thus a woman-ITR turning up at the factory immediately sees the `ceiling' to her career possibilities, which is always strictly observed.  Typically among the women workers and foremen in the service such a practice does not raise any protest: all our respondents spoke about it being natural that `women cannot be bigger managers, they find themselves torn between family and work'.  They do not themselves seek to change their job for a higher one and say that they would rather have a man as the boss than a woman.  In our view, this is mainly related to the fact that those women-engineers who would like to make a career and to reach a more or less high post simply do not go to work in a factory, looking instead for work more suitable for women in scientific research and planning institutes.  As one of the deputy shop chiefs put it `I have worked here for more than thirty years, but do not remember any case of a woman with higher technical education coming to work in my shop'.  Even those who have such education usually acquire it while they are already working in the factory, after which they are much more likely to transfer to physically light work rather than work with long-term prospects.  


It is also typical that even in the case of those women who work in posts sufficiently senior for them to take part in meetings with the shop chief, their male colleagues, as a rule, do not take any notice of them: they smoke together, use unprintable language and so on.  Most often their presence is simply not noticed.


One has to say that the factory creates a `male' type of management, in which the male managers not only do not pay any attention to the specifically female characteristics of their subordinates, but also try not to admit women to management, taking all decisions without involving them and then informing their female colleagues.  `The bosses decide everything behind closed doors.  They just tell us that the men have made the decision.  The less we know the better.'


Psychological Background.


In the course of our many meetings with workers we were convinced every time that men reacted much more calmly to the economic difficulties they were living through, typically relating to them as to something temporary.  By contrast, women felt very depressed.  This is not least related to the real state of affairs in relation to the changes which are taking place in employment: in case of redundancy men, as a rule, have much higher qualifications, several specialities, and finally, simply greater physical strength, so that they can find new work much sooner.  Women understand clearly what little chance they have if they are sacked, and therefore are ready to do jobs even if pay is low and working conditions are bad.  `Where will I go, if I am sacked' — we have often heard this pitiful reply given to us by women workers.  


The majority of women we have met still feel that they are treated unjustly.  As one of those with whom we met exclaimed in anger, `Lord, what am I, will I still be a human being after this work?'.  This sometimes leads to vague feelings of `sexual antagonism', when women workers see that men are always in the most advantageous position.  


Thus, our research allows us to conclude that the position in production of literally all categories of women is not favourable.  They do not have the possibility of a successful career, they are exposed to many covert forms of discrimination, subjected to condescending attitudes and, finally, simply work in very harsh conditions harmful to their health.  However all these specificities of their position are not accidental.  On the contrary, they have deep roots in the socio-cultural particularities of our country, still recently a mainly agrarian sphere, being subjected to a rapid artificial urbanisation.  Behind practically every aspect of the unequal rights of women is a completely real and objective situation: these really are the most low qualified, unambitious and sometimes also unpredictable workers, who are neither physically nor psychologically ready to work equally with men.  It is typical that they make no claims to do this, considering such a state of affairs as completely natural.  


But this situation is itself a result of the deep inequalities from which women suffer.  In practice, in production there is a consolidation and deepening of the distribution of socio-cultural roles of both sexes which has developed historically, in which women play the secondary subordinate role.  Women-workers (and of course not only workers) in Russia are still very far from understanding this situation and becoming conscious of their interests as a particular social group.  In the absence of such a consciousness, a vague feeling of offence, of inferiority creates the emotional background for their activity which pushes them into conflicts in which at present they often do not play a constructive role, but only burn off accumulated negative energy (of course, this does not apply to women alone).  However one can hope that the situation will not remain like this for ever.  In any case, in the independent trade union Solidarity, organised by workers in defence of their rights, there are, apart from workers, altogether three foremen.  All three are women.


Although our case study is based on one particular enterprise, comparing its results with those of analogous research carried out in the framework of our project on enterprises in other Russian regions (Moscow, Komi Republic, Kuzbass) confirms our conclusions.  In part it deepens our conception of the factors which impede women's progress up the promotional ladder.  Apart from those factors `external' to women themselves that we have discussed in the article, `internal' social-psychological factors play an important role in impeding their adequate self-identification.  Thus women workers interviewed in a Moscow factory said that they would like to earn more, but under no circumstances would they want to earn more than their husbands.  In a chemical factory in Kemerovo a woman, chief of the financial planning department and a highly qualified specialist, refused a transfer to the higher post of Chief Economist, having said that `she had already reached her ceiling as a woman'.  Her ceiling in this case was evidently defined by her husband, who worked in the same enterprise, and who would be `left behind' her on the career ladder if she accepted promotion.


The problems arising for women on the career ladder lead to the situation in which in contemporary industry there are several basic types of `women's careers'.





`The woman specialist'.  In this case if the woman reveals herself to be a specialist of the highest level, the quality of whose work significantly exceeds that of her male colleagues, `in the interests of business' she may be promoted, if she does not impede this herself (as in the case of the woman in the Kemerovo chemical factory).  Even more graphically illustrating this situation is the case of another Moscow plant in which a woman was made chief of a backward shop.  When the position  of the shop improved as a result of her efforts, the Director of the factory observed with relief at the production conference: `Well, now everything is normal we must put a man in there.  This is not women's work at all.'


`The woman helper'.  In a number of enterprises one can find a woman who is an informal leader, although she does not have a high official post, but has the complete trust of the top person in the enterprise and influence among the rest of the personnel.  (Most frequently her official position is that of personal assistant (referent) or `press secretary', but in one of the Kuzbass mines a post was specially created for her as `Deputy Director for Strategy').  She is often on the second level, in the shadow of the leader, and often will accompany him for many years through the spiral of his career.  Without her, consultation is unable to resolve any serious matter, particularly when it concerns personnel.  Sometimes, as in the mine just mentioned, she will even carry out representative duties, speaking at various meetings beyond the limits of the enterprise.  Moreover, as a rule, her position is not determined by the degree of her personal closeness to the leader, but by the level of her competence.  


`The marionette'.  This type of career is a kind of inverse of the previous one.  Formally the woman holds a more or less high position, but in fact she has nothing to do with making any important decisions (her duties in this case have to do just with `female obligingness').  This situation is to be found in one of the Moscow plants, where the female head of the finance department, in her own words, `spends her whole time signing bits of paper', the sense of which she does not understand, so that she lives in fear that `sometime she will be called to account for something', but she does not think to raise it with her boss.  This kind of career sometimes allows a woman to rise to a fairly high position, but always linked to `a game played according to someone else's rules'.


A `career as a result of absence' gives a woman promotion to a management post in a situation in which the post itself is not prestigious and the enterprise finds itself in a difficult position.  One can see such a case in a Moscow plant, where because of the low pay there is a very high rate of labour turnover, including engineering-technical workers, as a result of which women were made the chiefs of several shops (which never happened when the enterprise was prosperous).  There is a similar picture in several shops in Rings, where women, in the absence of competition, are sometimes promoted to the posts of shift or senior foreman.


`Lover of the manager' — this kind of career needs no comment.  In the past it was very common in Komsomol structures, but is less obvious in industrial enterprises.  





Naturally, the variants of women's careers in enterprises enumerated above are not exhaustive, but the existence and wide distribution of the patterns described is fairly typical, and each of them is distorted (except, perhaps, for the first, but it too presupposes that a woman cannot simply surpass a male claimant on her own).  Very often such an unusual career leads to a violation of female psychology, to the loss of her natural style of behaviour: the woman is either completely masculinised (one can often observe this in industry in the case of female line managers), or, conversely, excessively accentuates the features of her sex, seeing the position of a woman specialist as some kind of special status, different from `simply a specialist', demanding greater attention and toleration.


However much the most important problems facing women working in the majority of the enterprises in which we have carried out our research now are not so much problems with their careers as the fact that they do not have the power to maintain the position they already have.  Thus in the factory Prokat in Samara women are one of the most vulnerable categories when it comes to redundancy, since according to a secret instruction they are to be sacked first.  Cases of women being thrown out of social production or of compulsory reduction of their status (as, for example, in Prokat where they are demoted from machine-operators to assemblers) are becoming more frequent.


The difficult position of women in Russian industry is a major problem, because the absence in social consciousness of any consideration or even the most minimal understanding of the character of this problem means that of all the social problems which weigh so heavily on the path of Russian reform it is perhaps the most painful and difficult to resolve.  Most of all for women.


