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Section I

N. B. Source information fo r Section IJ . and 1,2. has been obtained from  

participants of this sem inar.

I. 1. Introduction and situation in some of the Asian countries

With the growth of co -operative  activity in most of the Asian countries the 

question of recruitment and training of personnel, particu lar ly  m anageria l  

and technical, iS' acquiring urgency and importance. With certain exceptions 

of ve ry  big projects and co -operatives like the Indian farm ers* fe rt i l ise rs  

co-operative  which would be establishing a ve ry  la rge  fe r t i l ise r  plant and 

undertaking marketing arid, distribution of fe r t i l is e r  on an extensive scale  

on interstate basis , and some other Jjig A g ro -b a se d  industries r\m by m u l­

tipurpose or marlceting/processing societies in Japan, Philippines and 

India in the fields of rice, fruit, tobacco, oil, textiles, sugar etc. , in other 

countries like M alaysia , Iran, Ceylon, Thailand, generally, the co-operative  

societies are not dealing with la rge  sized pro jects. In the countries of South 

East A s ia  and Ceylon the co-operative  institutions, though multipurpose, 

are  bas ica lly  credit and banking institutions. Some of the multipurpose  

societies in Ceylon have made a beginning in processing  of products like 

coir, rubber and tea.

In some countries, recruitment is being done by the National or other fede­

rations of co -operative societies and staff is being p laced at the disposal of 

the local p r im a ry  societies as in Korea, and some of the states of India 

where the common pool and cadre scheme has been introduced by the state 

federations. In Korea, Japan, Philippines the personnel is entirely recr^ ited  

by the co -operative  structure itself without deployndent of government staff 

or interference by government. In Thailand the staff is appointed by the



co-operative societies after giving advertisement in the local papers. In 

Philippines'’it is understood that the local Genera l M anager or M anager of 

the society has a wide discretion in appointing other staff in the society.

The appointments are, however, confirmed by the Board  of D irectors . As 

in Japan the Federation does not appoint staff of p r im ary  and loca l societies. 

However, the non-official elected Boards have m ore  say  in the appointment 

of m anageria l and other staff of the society in Japan.

In the countries of South East A s ia  and Ceylon the co-operative movements  

appear to he com paratively less  autonomous, and tke Govefnment has rriOre 

official personnel in the co-operative institutions and m ore role in the 

recruitment of their personnel. In Ceylon, for example, the Co-operative  

Department is represented by the R eg is tra r  or his nominee in the Selection 

Boards of the local co -operative  societies while making the appointments.

In Iran, there is very  litte of own staff of the co-operative institutions and 

mostly it is government staff lent, or on deputation. The societies are  also  

genera lly  not la rge -s iz ed ,  and norm ally  perfo rm  multipurpose functions.

In a country like India with its numerous states and severa l organizations  

at the National, State, D istrict and P r im a ry  level, besides the existence  

of full fledged departments of Governments and M in istries  and State C o r ­

porations dealing with co-operation, the situation is m ore complicated, 

and we have in evidence different patterns of recruitment of m anageria l  

and other personnel in the co-operative societies. Generally  the rec ru it ­

ment and appointments oSr^tsff are done by the co-operative  societies them­

selves. However, as e a r l ie r  mentioned, in some states a beginning has 

been made to introduce a scheme of common pool and cadres in the m arketing-  

processing sector on the one hand and in credit and banking structure on the 

other. With mutual consent and with amendment of the by -law s  of the soc ie ­

ties concerned the respective State Federations have been enabled to recruit  

and appoint staff for the p r im a ry  level societies. It w il l  also, in due course, 

be possib le  for the Federations to transfer such staff from  one society to 

cinother. This relates to co -operative  societies* own staff at the m anageria l  

level. In some cases, however, the co-operative societies themselves ask 

the Governments to give them experienced staff on deputation fo r  m anageria l  

and technical functions. The Government of India and/or the State G overn ­

ments a lso  provide m anageria l subsidy to the societies,

and in the case of Government staff on deputation, sometimes their sa la ries  

are entirely borne by the Governments.

In most of the countries of A s ia  where recruitment is done directly  by the
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co-operative societies the method is either to promote people from  within 

the organization, if suitable staff is available, on assessm ent of their p e r ­

formance and reco rd  of their service, or to advertise the posts, eind make 

selections after an interview with or without a written test, of suitable 

candidates from  the open market. In Philippines, posts are not usually- 

advertised  but promotions or selections are made from  candidates within 

the knowledge of the Genera l M anager or the Board  of D irector. In Nepal,  

posts are advertised and recruitment is made by the societies. In Japan 

recruitment is made by promotion as w e ll  as from  the open market. In 

K orea  the Co-operative  Fedferati<3ns makes selection from  candidates 

available from  within the co-operative  societies or from  open market  

after conducting an excunination and interview. The candidates thus se lec ­

ted are appointed by the Federation to w ork  in the societies. This system  

appears to be comparatively more' centralized. In Ceylon the local societies  

make the recruitment usually  after advertisement in response to which 

societies* own staff can a lso  apply. It, however, seem s that in spite of the 

selection machinery, extraneous p re ssu re s  are at work  in the matter of 

selection cind appointments through the B oard  of D irecto rs  and the se lec ­

tions are generally  not completely im partia l. In India also appointments 

and selection are made both from  within the organization and the open 

m arket and the usual method is to advertise a post in the p ress  etc. The 

Selection Boai^d usually: com prise of the Chairman, M anager or Managing  

Director, a few other m em bers  of the Board  and sometimes a nominee of 

the State Govexi;iment or the Central Government as the case may be.

In the case of appointments and selection made by the National Federation  

of Agricu ltura l Co-operatives , the National Federation of Sugar factories,  

the National Coop. Spinning M il ls  Federation, and State Marketing F e d e ra ­

tions, operating the cadre scheme which are  directly  o r  indirectly financed  

or subsidised by the National Co-operative Development Corporation of 

India, a nominee of that Corporation is also on that Selection Board . Co­

operative Institutions to which substantial grants or financial assistance is 

given by the Central or the State Government a nominee of the Central or  

the State Govt is on such Selection Boards. F o r  example this is the case in 

respect of the National Co-operative Union of India, and the Co-operative  

Sugar factories  in the states. It may also be mentioned that where the co­

operative society has to establish or run a fa ir ly  large  industrial project  

like a new co -operative  sugar factory or a fe r t i l ise r  factory, the Govern ­

ment fo r  the f irs t  few years  usually  has the right of nominating and appoin­

ting its Managing D irecto r or Chief Executive, and it is quite frequent for
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the Central or the State Government to depute o fficers  from  the civil s e r ­

vice or suitable technical cadres. Response to this situation from  the non­

official sector of the movement is usually  of a m ixed type. In some cases  

the co -operative  societies not only welcom e but ask for such a deputation but 

in other cases this is considered to be a sort of Government interference.

As in Ceylon the democratic p re s su re s  are also at work  in the matter of 

appointment of personnel in the co-operative societies.

I. 2. Situation in respect of Training

Most countries in A s ia  have some sort of training institutions and establish ­

ments for training personnel of co -operative societies. D ifferences ar ise  

mainly on the point of their being run by (a) Government (b) Co-operative  

Unions at the National and P r iv inq ia l levels  and (c) by the universities.

In Japan and K orea  the training institutions are run by the Co-operative  

Federation. In Japan, however, there are  two types of institutions: one r e ­

lating to co-operative functions and another to agriculture. In Korea  the

Co-operative Federation is running institutions fo r  Agriculture and C o -opera -
\

tive together. In Philippines a university affiliated institution caters to the 

requirements of co -operative  training.

In Ceylon there is a co -operative  school run by the Government, which runs 

courses up to 6 months duration concerning various aspects of co-operation.  

In Iran there is a college fo r co-operative management and other aspects of 

co-operation unjier the University  of Teheran but financed by a National 

State Corporation dealing with Agricu lture and Co-operation. In M alaysia  

there is a Co-operative  Train ing Institution giving training for various cate­

gories  of co-operative personnel. In Nepal and Thailand there are also co ­

operative training schools catering to the needs of lower staff of the co -op e ­

ratives; higher staff being mostly from  Government on deputation. These  

countries usually send some of their senior staff for training in other 

countries such as India, Sweden, England and U S A .

In India there is a net w ork  of training institutions and establishments with 

the Vaikunth Mehta National Institute of Co-operative  Management at the 

apex as its pivot, with 12 Regional Co-operative Training Colleges located  

in different states, and 63 Co-operative Training Centres, all over the 

country.

The National Institute is headed by a D irector and has on its staff, p ro fe s ­

sors, readers  and lectu rers  dealing with various aspects of co-operative
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management and other aspects of co-operation. This institute and the 13 

Co-operative  Train ing Colleges are administered by the N C U I (National 

Co-operative Union of India) through its Committee for Co-operative  

Training with a Non -o ffic ia l Chairman. The N C U I obtains grants for the 

purpose from  the Government of India. The 63 Co-operative Training  

Centres are  either run by the State Co-operative Unions or in some cases  

by the State Government cpncerned. The courses at the National Institute 

are  of different duration, the m aximum being 9 months and minimum  

2 weeks, and try to co ve f  thfe needs of m ore senior and/or specialised  

categories of personnel to suit the needs of co -operative organizations. 

Increasing emphasis is being laid  to make the training m ore job and field  

orientated. F o r  senior officials of the Government at the R eg is t ra r 's  level, 

short orientation courses are also arranged  at this institute .by the C om ­

mittee for Co-operative Training, and also at the R eserve  Bcink of India.

Some senior staff of the State Governments are sent for a short term  

attachment with the National Co-operative Development Corporation at 

Delhi.

In Co-operative Training Colleges and in Co-operative  Training Centres  

training needs of intermediate category personnel and those of junior 

Categories respectively  are  met.

F o r  specia lised  needs the la rge  co-operatiVe undertakings are also sending 

their em ployers to the Institute of Business Management, Ahmedabad, and 

Sm all Industries ExtenliTon Training Institute at Hyderabad.

However, the need is still being felt to meet the requirements and needs of 

very  specia lised  personnel, including technological, in the large  sized fa c ­

tories run by the co -operative  societies in the country. Owing to the in­

c reased  diversification of co -operative activity in India, the ea r l ie r  

emphasis on training in term s of credit functions is undergoing a steady 

change and courses fo r marketing, processing, banking, industrial co -op e ­

ration etc have been initiated during the last few years  by the National 

Institute and the Colleges. Severa l National and other Committees are  

currently  going into the entire question of reorientating the machinery for  

co-operative  training, to adapt it to the new situation.

I. 3. What is a la rge  sized co-operative

There is no hard  and fast line of demarcation for what can be considered  

to be a la rge  sized co-operative in different countries. What may be a



6.

sm all sized p r im a ry  society in one country in term s of functions it p erfo rm s  

and the re lative business turnover, m ay be considered to be large in another 

country. This is owing to the different stages of growth in co-operative  

movements in different countries. The following factors are however r e le ­

vant for determining the size of a co-operative society.
4-

a. The m em bersh ip  of the co-operative  society

b. The society 's  finaincial re sou fces ,  and genera lly  its state 

of finances

c. The amount of business turnover

d. The number of fta ff dt employs
/

e. The a rea  pf operation - the te rr ito r ia l  jurisdiction of the 

society

f , Whether the society undertakes manufacturing p rocesses  

involving installatioh and operation of factories, technologi­

cal and other expertise and handling of labour and marketing  

problem s

One or m ore of the above factors in combination would determine, in d iffe ­

rent countries, what could be considered a la rge  sized society or under­

taking. It might be said that for purposes of discussion in this paper, the 

sm all v illage societies and other societies involving simplicity of functions 

and requiring no special staff might be excluded.

Genera lly  societies undertaicing p rocessing functions and agro based indust­

r ies , societies handling distribution of agricu ltura l inputs and supplies on a 

la rge  scale, societies'haAang extensive credit and banking operations, 

societies with a m em bersh ip  of m ore than 1000 m em bers , and consumer 

societies with~^a^large turnover cein be term ed to be la rge  sized co-operative  

societies.

I. 4. The need of im pfoving techniques of recruitment and training

Com pared  to the conditions in Europe or in Sweden, it w il l  be seen from  

the foregoing paragraphs, from  a review  of the situation in Asian countries, 

that though the prob lem s of recruitment and training of m anageria l and 

other personnel would not bfe so acute, nevertheless as there is a steady 

co-operative  growth in the Asian  countries with diversification of functions, 

the perform ance and efficiency of the co-operative  sector would very  much 

depend on the quality of its personnel. The prob lem  cannot, therefore, be 

neglected ajid in fact there is a growing awarness of this on the part of the 

leaders  in co -operative  movements and the Governments concerned. The
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matter had also received attention in the Tokyo Conference in 1964. Some 

of the National plans of the countries also reflect this awareness. The 4th 

Plan of India lists as a p riority  objective the proper staffing of trained and 

competent m anageria l and other personnel in the co-operative sector. To 

keep pace with the technological and other changes and the growth of bus i­

ness in the co-operative sector, it w il l  be necessary  to considerably  

improve the present methods of recruitment and training which cannot be 

said to be entirely adequate, genera lly  speaking, in most of the Asian  

countries. It would be n ecessa ry  also for the non-offic ia l leaders  of the 

co-operative  societies to rea lize  that competent m anageria l and technical 

personnel recru ited  on an im partia l and objective basis, and properly  

trained thereafter, would be their most valuable asset, and any failure on 

this account might mean that the co -operatives  might be killed in competi­

tion by m ore  efficient units handling s im ila r  types of functions and business  

in the private sector. As fa r  as the question of training is concerned, it 

w il l  have to be much m ore  management oriented with greater emphasis 

la id  on techniques of management ajnd leadership. This would involve 

greate r costs in training, but a beginning has to be made, and, as can be 

seen, efforts in this direction have not only paid rich dividends in European  

countries but the increased  costs have been paid back in term s of greater  

production. This is particu lar ly  true of the Swedish experience.

I. 5. Identification of requirements cmd need for survey

One of the p re lim inary  difficulties in undertaking systematic p rogram m es  

for manpower development and training for co-operative societies in the 

Asian countries is that personnel administration of co-operative societies  

has not generally  been a centralized feature and the exact requirements  

of m anageria l personnel and their training needs in term s of functions to 

be perfo rm ed  by them have not been subjected to a systematic detailed  

scrutiny.

It would not be infrequent fo r a wrong person to be in a wrong job because  

recruitment has not been planned in advance and proper training has not 

been given. In order to undertake planned recruitment and training it seems  

essential to conduct a comprehensive survey in a ll the Asian countries.

Such a survey may be conducted by (a ) Government or Government sponsored  

organization or (b) By the National Co-operative  Federation or Union.

(c) By appropriate specialized  agencies.

It may often come to light that much la rg e r  num bers of personnel are
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requ ired  in particu lar fie lds of activities than ea r l ie r  conceived. An 

example may be cited of the sudden and la rge  expansion of the c o -o p e ra ­

tive rice m il ls  in India where a recent study made in the Seminar on 

Modernization of r ice m ills  industry revealed  that such personnel required  

to run rice m ills  on a modern basis  would number a few thousand in the 

next few years .  This w as  not re lized  ea r l ie r  and many of the newly in­

stalled rice  m ills  have been without competent m anageria l and other staff. 

This imbalance creates p rob lem s in staffing of new ventures and dislocates  

production. Coordination between Government, Co-operatives and other 

agencies in rega rd  to recruitment of personnel and their training is most 

important. It is recommended that such a survey may be undertaken 

without delay. This survey may also be coordinated by the Regional 

■Office of the ICA.

Section II

We shall now proceed to examine some specific p rob lem s and difficulties 

in respect of recruitment and training of co-operative personnel fo r  la rge r  

co-operative undertaking and analyse possib le solutions.

II. 1. Recruitment

Categories of personne l: -  The categories of personnel requiring special 

attention are:

a. M anageria l

b. Technical

c. Administrative

d. Finance and Accounlis

a. The m anageria l personnel would require  skills common to all types 

of co -operatives. However, in the la rg e r  undertaking stress on 

qualities of leadership, supervision, knowledge of techniques of 

business management w il l  have to be emphasised. The m anager w il l  

also  have to reflect awareness  of sales and marketing techniques, 

financial and banking procedures, office and personal management 

and the art of dealing with people, within and outside the organization. 

In the Asian context in some of the countries the m anager of a large  

sized co -operative underteiking w il l  have to have the ability to under­

stand government polic ies, plans cind procedures and coordinate  

some of his activities with those of The Government department/  

Quasi-govt, organisation concerned.
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b. The technical sta£f of the society would include
\

(1) Technological and engineering staff

(2) Specialized functionaries, dealing with storage, fe rt i lise rs ,  

inputs, fa rm  equipment, machinery etc.

(3) Sales and marketing

(4) Specialized consumer serv ices .

Since the co-operative  societies are venturing into industrial fields  

involving p rocessing and manufacturing of commodities and goods, 

and also development of department stores, the recruitment of 

technological cind engineering personnel has as much importance  

as that of m anageria l staff. It is also a point to consider whether 

in certain cases such technical people may also be given a certain  

amount of management training so that they can v/ork in m ore  

efficiently respective fields and are able to deal with staff and 

human relations m ore  effectively. They need not, however, be found 

suitable to replace the fully pro fessional ajid trained m anagers  

though in view of the limited finances, the technical staff are som e­

times put in charge of management of the societies undertakings.

c. Administrative staff for the purpose of this paper means the higher 

level administrative staff and not the lower office staff etc. Gene­

ra lly  such staff in severa l co -operative  societies is taken on depu­

tation from  Government, but possibilities of promoting existing 

people from  within the societies are  also there.

d. Finance and Accounts - Under this category we have to consider  

financial contro llers/advisors , Accounts Officers/accountants, 

Auditors* etc.

The above brie fly  indicates the nature of staff requirements of the large  

sized co-operative societies.

II. 2. Difficulties and problem s of recruitment of the la rge  -sized co ­

operative undertakings

F o r  p roper recruitment of competent personnel it may be recognized  

that there are severa l  difficulties in the existing situation which have to 

be faced.
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These are listed below:

i) Absence of miinpower planning and survey.

ii) Absence of centralized control.

iii) Absence of suitable cadres  fo r  co-operative societies.

iv) Unattractive service conditions in co-operative societies.

v ) Competition with the private sector in respect of sa laries , service  

conditions etc.

vi) Interferance by non-offic ia l and political leaders  in the work of the

co-operative  societies which acts as a disincfentive to the new recruits  

and potential candidates.

vii) Lack of initiative and discretion given to management and technical staff 

in co-operative  societies by the B oard  of D irecto rs . Absence of proper  

demarcation and delegation of functions to employees,

viii) Lack of finances in the co-operative societies and dependence on 

Government funds.

ix) Lack of consistent policy of the government.

x) L ega l difficulties in m atters of bye-laws, co -operative societies acts etc.

x i) Interferance in the matter of actual selection and appointment of personnel  

ajid extraneous p re ssu re s .

Some of the above aspects are b r ie fly  elucidated below:

ii& iii ) With the rapid expansion, consolidation and diversification of co­

operative activities the need fo r centralized control and formation of 

common cadres  becomes urgent. In p.bsence of some sort of a central 

control there cannot be any p roper p|.anning, coordination or, 

organized and uniform  system of recruitment of staff. It is not 

rea lly  ^o much a question of the loc^l democratic autonomy of the 

co-operative societies which often does not have enough resources  

and competence fo r  appointment of prpper staff as the need for

central control by a federation. The consequence is that a new
t

recru it  has the prospect of remaining only in one co-operative  

society without the scope of improvi^lg his prospects and enlarging  

his experience in the co-operative sector. E ither the federation is 

enabled to persuade the p r im a ry  societies to accept a system of 

common pool, or legislative change^ in the bye -law s  of the societies 

may be considered. The situation w|.ll vary  in different countries 

but the balance of advantage would lj.e in some central control and 

direction being exerc ised  in the matter by the federation. A  beginning 

has been made in India, while in Korea  the Federation is already  

discharging this function.
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iv&v) The unattractive serv ice  conditions for prospective employees relate  

to inadequate sa la r ies ,  lack of serv ice ru les, lack of other facilities  

like m edica l, educational, housing etc. In most cases the serv ices  

b^ing non-pensionable there is also insecurity, constant interference  

by m em bers  of The Society and its Board  of D irectors . To expect 

m arked  improvement in this re ga rd  w il l  not be easy as this problem  

has financial implications for the societies as w e ll  as building up of 

right tradition of management autonomy, free  from  political in ter­

ference. However, a beginning has to be made and the serv ice  con­

ditions of a society should be brought gradually  on par at least with 

those of the corresponding government servants. In ea r l ie r  stages it 

may be desirab le  to go slow on expansion activities of the society ajid 

have le s se r  num ber of, but qualitatively better staff. The training of 

the non-offic ia l committee m em bers  w il l  a lso  have to take note of the 

fact that they should be strongly im pressed  upon not to interfere in 

the norm al routine work  of the staff, and the dem ocratically  elected  

m em bers  should be persuaded to accept giving of greater discretion  

and responsibility to such employees.

A llied  to this p rob lem  is the fact that the cream  of m anageria l talent, 

which itse lf is  scarce  in Asian countries, is taken away by public eind 

private sectors. The sa la ries  paid by the private sector are  particu­

la r ly  high to business eind other executives, and staff of comparable  

lev.els. The resu lt is that it is very  difficult for the co-operatives to 

recru it competent and experienced people of the right type from  the 

open market. Much higher sa la r ie s  and other benefits w ill  have to 

be considered and paid by the co -operatives  to the top personnel to 

face this competition.
■V

vii&x) The co-operative societies acts and bye -law s  w ere  mostly fram ed  at 

the time when the co -operatives w ere  dealing with credit functions, 

and m anageria l problem s as a resu lt of industrial projects being un­

dertaken by co -operatives  had not arisen. The existing lega l f r a m e ­

w ork  is weighed heavily in favour of p r im a ry  local democracy. The 

leadersh ip  in the movement has to take initiative and give a lead in 

the matter and reorientate the attitude of the elected representatives  

towards management responsibility  and discretion. G reater reliance  

and trust has to be reposed in the management so that they are m oti­

vated to accept responsibility  and take initiative. Specifically greater  

delegation of authority to the General M anager ajid staff has to be 

incorporated in the bye -law s .
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viii) To what exteilt in different countries lack of financial resou rces  is • 

aninnpediment to right type of recruitment has not been p rec ise ly  

serious assessed , and m ay call for a study by itself. In most Asian  

jcountries it can be presum ed that this is a serious problem  and l im i­

tation in spite of the fact that for some staff government subsidies  

are available. But these subsidies are quite inadequate for meeting 

high cost staff. What might be hoped is that with increased  efficiency  

there w il l  be gradual r ise  in turnover of business and production  

which \friil, in due course of titne, pay back the highet investments 

on competent and experienced staff.

Another scheme that could be considered is, that the Government and 

such of the National Federations, who can afford to do so, initially  

bear the full financial responsibility for selected key personnel and 

reduce the subsidy on a tapering scale, by which time the society can 

build up its 6wn resou rces .  This method is a lready operating in 

some countries.

ix) Owing to varying government polic ies the plan priorities  and objecti­

ves frequently change. This creates difficulties in manpower planning, 

recruitment and training.
V

II. 3. Role of Government and Departemental Staff

In sever.al Asian  countries, except the fa r -e a s te rn  countries, the govern ­

ments have a strategic ro le  in co -operative  development. Hence to that 

extent the question of recruitment of co -operative personnel also gets in ­

volved in government policy and control. In some of the Asian countries 

the Registrat'^of co -operative  societies is the key government functionary. 

The Secretaries  and the M anagers  of the eo -operative societies are often 

also officials  of the State Co-operative  Department and their appointments 

are governed by o rders  issued by the R eg is tra r  of co-operative societies  

or the M in istry  dealing with co-operation. As long as the co-operative  

movements are not autonomous of the Governments, cognizance has to be 

taken of this fact, and to that extent ther^ a.re no special problem s in the 

recruitment and appointment of such staff as they come from  regu larly  

established Government cadres. The European experience is thus not 

relevant to such.a situation. The co-operative societies should aim, 

however, to have their own staff. T i l l  th^n the Senior Government officials  

have to play a p roper and right ro le  in thp context of the co-operative
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inviroment so that the growth of the co-operative  movement is actively- 

promoted on right lines. Appointment of such key officials should obviously  

be done with due care by Govt.

II. 4. The Role of Co-operative  Federations and Non -o ffic ia l Leadersh ip

In the light of the discussion in the preceding paragraph  the role of Natio ­

nal Federations and non -offic ia l leadership in relation to p roper staffing 

of co -operative  institutions may be b r ie fly  enumerated below:
*

a. Take steps to fo rm  service cadres  of co -operative  persohnel of d iffe ­

rent types.

b. Build up personnel management pools and exerc ise  centralized control.

c. Supervise staffing and recruitment.

d. Reorientate the attitude of the elected representatives in o rder to 

appreciate and welcom e the new role of co -operative management.

e. A s se s s  needs and requirem ents of different categories of staff.

f . Initiate steps to bring about legislative changes and amend bye -law s .

g. P rov ide  consultancy serv ices  fo r  recruitment appointment.

h. Act as liasion between the Government and societies in matters relating  

to management and appointment where governments are presently  

playing a distinct and active role.

i .  Take step to gradually  divest the co -operatives  from  Government  

control and supervision, by developing their autonomy and se lf-  

reliance in management functions.

II. 5. Co-ordination

The situation Varies  in different countries. But where  there are government 

or quasi-governm ent and national planning agencies, apart from  co -o p e ra ­

tive institutions and federation, it is necessa ry  to ensure co-ordination  

in m atters  of recruitment policy fo r  the co -operatives. The recruitment 

has a lso  to conform to the requirments of plan objectives and p rogram m es  

laid down for the co -operative  societies. This ro le  may be perform ed  

either by the central M in istry  or the National Federation or the Union con­

cerned.

II. 6. Improvement in the techniques of selection and recruitment and p e r ­

sonnel management

That the techniques of selection and recruitments require  improvement is
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beyond question. E a r l ie r  the existing situation has been broadly reviewed.

The foll'owing m easu res  may be considered to im prove the techniques and

methods of selection and recruitment.

a. L a rge  societies should build sm all personnel m anagement/administra­

tion ca lls .

b. The function and duties of each job should be clea'rly demarcated and 

charted.

c. Adequate service reco rds  cind perform ance records  of employees  

should be built up.

d. Pay  structure should be rationalised.

e. A  definite policy in rega rd  to appointment, recruitment by promotion  

and direct recruitment, should be carefu lly  worked  out. This should 

also be codified in definite ru les.

f .  Promotion/selection committees should be constituted. Selection 

committees should recru it candidates from  the open market.

g. F o r  purpose of promotion the previous reco rd  and perform ance should 

be taken into consideration.

h. Posts  requ ired  to be fi lled  by direct recruitment should be invariably
\

advertised.

i . V/ritten tests should be used for external recruitment in addition to in­

terviews. F o r  certain categories of posts to be filled  up by promotion, 

profic iency exciminations may also be conducted.

j . Interview techniques may be m odernised. F o r  objectivity marking  

system may also be introduced in the interviews.

Section III 

Training.

III. 1. Training requirem ents and needs

The importance of training of staff is not yet adequately rea lised  by the 

co -operative  movements in Asian countries in term s o f 'p ractica l needs 

and requirem ents. These are co-operative  Training Institutes and C o l le ­

ges and other institutions in different countries as mentioned in section I. 

However, the emphasis so fa r  has been on co-operative principles,  

ideology, accounting and other procedures connected with the working of 

co-operative  credit structure. The needs fo r efficient business m anage­
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ment in the co -op e r it iv e  sector and training of personnel towards that end 

have not been sufficiently incorporated in the training curricu la . A  syste­

matic and organized plan to train staff after assess ing  requirements has 

not been prepared . Candidates are recru ited  to co -operative  societies  

often without p re -s e rv ic e  co -operative  training though theoretically p r e ­

ference is given to candidates who have passed  out from  one of the training  

institutions in a country like India. It is essential that as l?irge a number  

of candidates who are  recru ited  to co-operative institutions from  the open 

m arket pbssess  the n ecessa ry  background of co -operation as w e ll  as bus i­

ness  irianagement, as possib le . A fter recruitment it is a lso necessa ry  to 

look after the in -se rv ice  training of such employees and put them through 

courses  of instruction and training in specialised  subjects as w e ll  as 

business management. A  survey of manpower requirements as e a r lie r  

discussed  in the paper should also indicate specifically  the requirements  

and needs of the various type of co -operative  societies, so that the training 

m achinery  can be geared  to meet the growing demands for training p ro ­

g ram m es and courses, and various planning agencies in Governments and 

National Federations cind Unions can make arraingements to organize them. 

The training institutes at present also do not generally  have a p rec ise  idea  

of such training requirem ents and fo r every  course personnel are invited 

to participate in the training courses through Government and other agen­

cies m ore or less  on an ad-hoc basis . The institutions and co-operative  

societies which send their personnel fo r  such training courses also often 

find it difficult to spare  their staff fo r  training since they do not want to 

dislocate their routine work. This situation needs to be rectified with 

m ore systematically  organized planning of the training needs, supported  

by a phased p rogram m e of deputation of candidates fo r  training.

There  is also an erroneous im pression  in the boards of D irectors  and 

committees of co -operative  societies that senior personnel do not 

requ ire  training. This needs to be corrected.

The training courses are a lso  not matched with the needs and requ ire ­

ments of different categories of persons, and various changes in their 

cu rr icu la  cind duration is necessary .

III. 2. Institutional fram ew ork  for training

We have e a r l ie r  re fe r re d  to the situation regard ing training institutions in 

various countries. The main changes that seem to be required  in the insti-
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\

tutional fram ew ork  are :

a. Induction of some elements in the policy making leve l in charge of 

training arrJingement of persons with mcitiagerial and technological 

background.

b. Fihding finauicial re sou rces  from  within the co-operative sector to

a g reate r  degree so that the training institutions become less depen­

dant on government-finajlce and also become m ore  autonomous.

c. Increased  collaboration with universities and specia lised  institutes 

in related fields of agricultt4re  - business management etc.

d. Better co-ordination 'between the National Federations, State F e d e ra ­

tions, Government training,institutions and universities. F o r  this p u r ­

pose a cell to co-ordinate.tra^ining arrangem ents within the c o -o p e ra ­

tive sector may be established in a Central M in istry  or National F e d e ­

ration Union.

e. Tra in ing facilities in different Asian countries are not uniform. Some 

countries have better training fac ilities. Exchange p rogram m es for 

the purposes of training of staff to enlarge their experience can be 

considered ih collaboration with ICA.

f . Qualitative improvement is also requ ired  in term s of staff, equipment,

l ib ra ry  cind residential facilities of the various existing training insti-
\

tutions. This w il l  involve obviously m ore financial resources  but 

qontributions from  the co-operative  institutions for such purposes  

should also be considered fo r  augmenting re sou rces .  N on -o ffic ia l  

leadership  hag to show m ore  appreciation of the training needs, and 

also exert in fluence-tom ake the societies actively and financially  

participate in specia lised  training p rogram m es.

g. At present; ♦generally, there is no organic link between individual co­

operative societies and the training institutes. This has to be estab­

lished. The institutes at present are  working in isolation, Eind m ore  

communication has to be established between the individual societies  

cuid such institutes.

h. The staff of the training and other institutes could also be functionally 

associated on the advisory  and other committees of the co-operative  

institutions for better liasion.

i . The training institutes should also make actual case studies, evaluate 

data on pro jects and other work  being underteiken by the co-operative  

societies and be in a position to render p ractica l advice to them.
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j . To induct fre sh  a ir  into the co -operative  training institutes it m ay be 

desirab le  to occa'«ionally take on deputation experienced cind conapetent 

personnel who have also some academic background to work  as le c ­

tu re rs  and teachers in the co-operative  training institutes for some 

length of time so that experience of fie ld  conditions is brought into the 

training institutes. S im ilarly  a teacher in the training institute can be 

sent fo r  a tem porary  period  to w ork  on a job  in the field.

III. 3. Changes in training polic ies

1. Within the lim ited financial and manjjowet resou rces  available for  

purposes .of training, p rio r it ies  in co -ope jat ive  education and 

training may have to be considered in different countries. Higher  

prio r ity  com pared to any other sector of education cind training has 

to be given to training of m anageria l and technological staff.

2. The National Federations, Union, Governments, as the case may  

be, should issue a c lear  cut directive to the training institutions 

to reorientate their courses and cu rricu la  to make them m ore  

practica l, job  and management oriented.*

3. Government and other financial assistance and subsidies to co -ope -  

rative institutions should henceforth be made conditional on the 

employment and recruitment of qualified trained staff. If t îe co­

operative societies flout this and do not take steps to recru it or  

train their staff in the manner desired, financial assistance to 

such a co -operative  society should be stopped.

4. The National Federation  concerned should maintain a roster of 

trained co -operative  personnel and should be able to render advice 

to constituent p r im a ry  units about the staif that they might employ.

5. Training of T r a in e r s ; It is not adequately rea lised  that before  right 

type of training prograimmes can be implemented, the persons who 

are  in charge of training policy and training- establishments also  

need reorientation to suitably conform to the changed conditions and 

growing demands of d iversified  activity in the co-operative sector. 

F o r  this purpose special courses, sem inars and re fre sh e r  courses  

may be organized.

6. The non -offic ia l Boards  of D irecto rs  also requ ire  an orientation 

towards the needs of business management and leadership. Unless  

they are educated p rope r ly  in this rega rd  there w il l  be reluctance
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on^.their part to attach any importance to training of their m anage­

ment and other staff. Special sem inars  and short courses may  

s im ila r ly  be organized for them.

7. In view of the diversification of co -operative  activity, emphasis in 

training p rogram m e should shift from  credit and banking to m a r ­

keting, p rocessing consum ers, agricu ltural, industrial sectors  

of Co-operation activity etc. The training institutes should give 

an adequate background of those subjects in their curricu lum  eind 

also cover p rob lem s telating to agricu lture.

III. 4. Training 6f Government and Departemental Staff

In sonie countries there is a regu lar departemental staff employed on an 

extensive scale in the co -operative  societies and a lso dealing with co ­

operative activity at the policy level. Their special needs have to be met 

by training courses which are  compact cuid do not take two much toll of 

time as it is not easy  fo r the government staff ^o be spared from  the 

posts of their duty without replacement. G enera lly  two or three types 

of needs of such persons are to be met. Some of the staff who may be 

dealing with co-operation fo r the f irs t  time but have already had adequate 

aHftSinistrative and executive experience of m anageria l type would need  

some training and education in co-operation, bcinking, financial p ro ce ­

dure, law etc. The oth«r c a tego ry  would be the persons who have already  

worked in the departments of co -operation fo r a long time and would  

need some covijjses in business management and leadership. The concer­

ned M inistries/Governm ent Departments/Organizations should make a 

carefu l assessm ent and survey of the training requirment of such p e r ­

sonnel and in conjunction with the training institutes etc. plan their 

training through specia lly  designed short term  courses  in respect of as 

la rge  a number as possib le . At the Senior and policy malcing level  

Government officials  dealing with co-operation and also R eg is tra rs  of 

Co-operation  Societies m ay requ ire  to go through special sem inars and 

attachment with selected institutions. In addition the training requ ire ­

ments of G enera l Administrative or C ivil Service o fficers  deputed as 

Managing D irecto rs  of la rge  scale industrial projects undertaken by big 

co -operatives  would need special attention.
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III. 5. Co-ordination of Co -operative  Train ing Institutes with other 

Technical and Technological Institutions

Apart from  c lo se r  collaboration with universities as e a r l ie r  recom m en­

ded, it would be advantageous and useful fo r  co-operative  training insti­

tutes to establish liasion with specia lised  institutes dealing with related  

fields of activities. Such institutes may be dealing with re search  in 

horticulture, food technology, rice  technology, sugar technology, tex­

tile technology, tea, coffee, rubber, silk etc. Agricu ltu ra l re search  

^nd development instituted, National Stdndatds Ittstitution, National 

Statistics and progrsmame evaluation organisation etc. are relevant in 

this connection. As co -operative societies would-be dealing with a large  

sector of the national economic activity it would be desirab le  that the 

co -operative  sector and co -operative  training institutes derive maximum  

benefit from  these specia lised  institutions. It is obvious that however  

good a co -operative  training institute may be it w i l l  not be able to have 

expertise  in fields dealt by specia lised  and sophisticated institutions.

A  continuous contact between the co-operative societies and such insti­

tutions would enable the personnel to be in touch with the latest develop­

ments in specia lised  fie lds. These institutes can also, in their turn, 

incorporate in their courses  some subjects relating to co-operative  

activities; and contacts can be on a rec ip roca l basis .
\

III. 6. Changes in Techniques of Training

With the changing scene of co -operative  activity and the changing needs  

of the expcinding, consolidating and d iversify ing co-operative  sector the 

techniques of im parting trainirig'Have also to undergo corresponding  

changes. At present training in Asian countries tends to be m ore on the 

fo rm a l pattern'* M ore  emphasis should be given on in -se rv ice  ajtid 

w ork  -  training. Besides, there is  not much recourse  to modern techni­

ques of audio-v isua l aids, correspondence courses etc. These would, no
4

doubt, cost money, but efforts should be made in this direction. Beg in ­

ning has been made in India in the use of audio-visual equipment in the 

training institutes. Aud io -v isua l techniques, however, need to be adopted 

in the method of training and communication of information. C orrespon ­

dence courses  m ay be part icu lar ly  useful fo r  low6r categories of staff 

of co -operative  societies. The Swedish experience in conducting c o r r e s ­

pondence courses  is of significance.
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To make it m ore  convenient the courses in the Co-operative  Training  

Institutions may also be staggered  so that an employee can complete 

his course in instalments in short term  courses at different times. 

The method of case study, group discussion, syndicate studies and 

sem inars may increasing ly  be used in the co -operative  training in­

stitutes.

Section IV

Financial Implications. Role of Government.

IV. 1.

In o rder  to implement various recpmmendations in the matter of p lan ­

ning, recruitment and training of la rge  sized co -operatives, considerable  

financial resou rces  would be required. It is difficult to give any indica­

tion of what the size of these resources  would be in different covmtries 

after necessary  policy decisions have been ta^en by appropriate agen c i- 

es Government and co-operative  at the national level, a purvey of the 

financial requirem ents should also be undertaken and then prio r ities  

laid down. The Government w il l  have to play, obviously, an important 

ro le  in this connection l^th  in matter of planning, recruitment and 

training p rogram m e and in regard  to financial outlays. Unless the co­

operative structure is ve ry  strong ^ d  viable the Government itself may
" 'S .

have to consider investing greater outlays on p rogram m es relating to 

training of co -operative  personnel. The la rge  sized co-operative societies 

should also be able to contribute an earm arked  sum for training of staff 

which may be pooled at the leve l of the National Federation. This w il l  

reduce the financial burden to some extent on the Government.

IV . 2.

To save money on the recruitment of certain categories of staff it may  

be possib le  for some of the co -operatives  in some cases to engage or 

hire  consultancy serv ices  from  specia lised  f irm s , engineers, architects  

etc. on a short te rm  basis  instead of employing whole time staff.

IV. 3.

F o r  perfo rm ing  an o v e r -a l l  ro le of co-ordination in the matter of
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manpower planning, recruitment zind training ce lls  should be created  

in the M in is t ry  concerned, in which all the interests may be rep re sen ­

ted in an advisory  capacity. These cells  should do advance planning 

and issue periodic guidelines to co-operative  institutions.

N . B. In sum m ary of m ore  importcuit conclusions p lease see 

Annexure attached.



Annexure

1.
^ 2 -

Summary of conclusions

i. Recruitment and training of personnel of la rge  sized co-operative  

undertakings -  Recruitment system procedures  and training fac i ­

lities, should be geared  to the growing co -operative sector with 

trends towards consolidation and diversification of activities.

- Section I (1)

ii. The definition of a la rge  sized co-operative  undertaking w il l  vary

with different countries. Genera lly  it w il l  have m ore  than 1000 

m em bers , with certain amount of financial resources , business  

turnover, a fa ir ly  large  number of staff employed, and w il l  have 

a la rg e r  re latively  te rr ito r ia l  jurisdiction or technological, 

industrial or other special complex functions to perform .

- Section I (2)-

iii. Need  for improving techniques of recruitment and tra in ing '-  To

keep pace with technological and other changes it would be 

necessa ry  fo r the non-offic ia l leaders  of co -operatives  to rea lise  

that competent m anageria l amd technical personnel are  recruited  

on an im p art ia l  and objective bas is .  The training should be in ­

creasing ly  management oriented. -  Sfection I (3)

iv. Co-orBlh'ation between Government, Co-operative  and other agen­

cies in re ga rd s  to recruitment and training of personnel is most  

important. It is recommended that a manpower requirement and

training requirem ent survey may be undertaken without delay.

The IC A  Regional Office can also play an important ro le in this 

regard . - Section I (4)

V. The categories of personnel who requ ire  special attention are

M anageria l, Technical, Administrative, F inancial and Accounts.

In the la rg e r  undertaking stress  on quality of leadership, super­

vision, knowledge of techniques of various branches of m anage­

ment w il l  have to be emphasised.-Section II (1)

vi. The difficulties and p rob lem s of recruitment of la rge  sized co -op e ­

rative undertaking are  absence of manpower planning, absence of 

centralized control, absence of suitable cadres, unattractive s e r ­

vice conditions, competition with private sector, interference in



work, selectiqn of candidates and appointments, lack of initiative 

for management, lack of finance, lack of consistent policies, or  

lega l difficulties etc. Central control should be exerc ised  and 

direction given by National L eve l Federation and Co-operative  

Unions. Sa lar ies  paid to staff in the co -operatives  and serv ice  

conditions should be im proved gradually  ajid brought at par  

with those of Government cadres. N on -o ffic ia l leaders  should 

not interfere in the routine tasks of the management. The C o ­

operative Acts and by -law s  should be changed suitably and m ore  

finance provided. -  Section III (2)

vii. A s  long as the co -operative  movements are not autonomous of

the Governments the cognizance of the fact that Government 

officials  have a vital ro le  to p lay has to be taken. To that extent 

there is no special prob lem  of recruitment and selection.

- Section II (3)

'iii. The Co-operative  Federations or Unions have a vital ro le  to play

in forming serv ice  cadres, building up personnel management, 

supervising staff, reorientating attitudes, assessing needs, 

bringing about legis lative changes, providing consultancy s e r ­

v ices and acting as liasion agencies.
V

ix. Co-ord ination . It is necessa ry  to ensure co-ordination in m atters

of recruitment policy. This ro le may be perfo rm ed  by the Central 

■ M inistry, National Federation o r  the Union concerned.

-  Section II (5)

X. The techniques of recruitment may be im proved  by la rge  socie ­

ties building personnel management sections, specifying functions 

and duties of each job, maintenance of serv ice  records, rationa­

lization of-pay structures, and by having definite personnel policy, 

fram ing specific serv ice  ru les, constituting promotion and se lec ­

tion committees, adoption of modern techniques of selection, 

introduction of written tests and modernisation of interview  

techniques. -  Section II (6)

xi. Importance of training should be rea lised . Em phasis on Mcinage-

ment oriented training should be laid. T ra ined  manpower requ ire ­

ments should be assessed  and as fa r  as possib le  only trained p e r ­

sonnel should be recruited. The erroneous im pression  that Senior 

Management personnel do not requ ire  training should be dispelled. 

Train ing courses  should be improved. - Section III (1)
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XIV.

Main changes in institutional freimework com prise of induction 

of m anageria l, technological personn-el' at policy level, r a i ­

sing of financial resou rces  from  societies, increased  co l­

laboration with various inotitutions, co-ordination with 

National Federation, exchange of training p rogram m es in co l la ­

boration with ICA, making qualitative improvement, establishing  

organic links between co -operatives  and training institutions, 

conducting of actual case studies, introducing fie ld  study p ro ­

gram m es etc. - Section III (2)

The changes in training polic ies should be in rega rd  to changed  

approach towards prior it ies , the National Federations issuing  

directives to training institutions to make them m ore m anage­

ment oriented, conditional financial assistauice to co-operatives,  

in respect of ^.ppointment of qualified and trained staff, maintaining  

ros te r  of trained personnel, arranging training of tra iners , shif­

ting of emphasis from  credit to other branches of co-operation  

in training cu rr icu la  and arranging of training of non-official  

Boards and Committees. - Sec,tion III (3)

The special training needs of departemental staff should be met 

by training courses  which are compact and of short duration. The 

R eg is tra rs  of Co -operative  Societies etc. and senior personnel  

should undergo orientation courses of short duration, or attend 

specially  a rranged  sem inars. -  Section III (4)

L iasion may be established between the Co-operative  Training  

Institutions and specia lised  institutes dealing with related fields  

of activites of agricu ltural, technical and technological nature.

This mayJ>e done on a rec ip roca l basis . -  Section III (5)

M ore  emphasid should be given on in -se rv ice  work -tra in ing.  

Audio -v isua l aids should be increasingly  used. Correspondence  

courses  fo r lower categories of personnel would be useful. Stagge­

ring of courses may also  be done. The method of case studies, 

discussion, syndicate studies and sem inars may be increasingly  

used. - Section III (6)

xvii. Survey of F inancial requirem ents m ay be made. Governments may  

consider providing m ore financial outlays for recruitment and t ra i ­

ning. The la rge  sized societies should contribute an earm arked  sum  

fo r  training. Introduction of consultancy serv ices  may also be con­

s idered  fo r  saving cost of full time staff in case of certain spec ia li ­

sed categories . -  Section IV (1)
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"©rganization and Contents of Staff Training 
for Itural Co-operatives at Village Level."

tiy

Mr Mohd, Thani and Mr Tliiam Hock Lim, Malaysia

Staff training in rural co-operativos in Malaysia is still imder the responsibility 
of the Department of Co-operative Development, Ministry of Agriculture and Co-operatr 
In this department, a section called "The Education and Publicity" under the charge 
of an Assistant Commissioner for' Co-operative Development is created to take charge 
pf organizing courses and training for rural co-operatives. The department has to 
undertake this training of rural co-operatives because the rural co-operatives are 
mostly small with a single object and are not in a financial position to conduct 
the training themselves. It is hoped that the rural co-operatives will gradually 
take over this training function from the department v/hich has now the following 
policies;

i. To consolidate the societies 
ii. To amalgamate the societies whichever possible 
iii. To convert the societies into multi-purpose societies whichever possible 
iv. To form only multi-pui^ose societies in future.

The training of rural co-operatives in Malaysia is conducted annually by the Depart 
ment of Co-operative Development at village level and at the Co-operative College 
with financial assistance from the Government, The training at village level is 
normally of two days' duration and the trainees are selected from officials of the 
various societies. The subjects include:

i. Principles and practice of co-operation
ii. Co-operative Credit, marketing and consumer
iii. Capital accumulation
iv. Audit
v. Problems of the societies.

A more detailed training of rural co-operatives is conducted yearly by the 
Co-operative College in the co-untr  ̂The duration of the training period 'varies from

/



two to tia-oi,' v/coUr; oacJi time and tlic trnineos who arc usually Lho ofi'icials oi 
tlio cocictiof) coim,' I'rora all parts of the country. This collu.'jo is linancod by 

tho Government and contributions from annual profits of the societies. The 
co-operativG law lias provided that 2/j of the annual profits of each society 
mtist be contributed to this co-operative college for tral ninfj purposes.

Besides tlio trainiî j mentioned in tiae two foregoing paragraphs, staff training 
is also given by co-operative officers and. the auditors during their routine 
visits to the societies.

3, a. As a business organization, training of staff and officials of co-operative
societies is an Important factor for the success of a society, more so in the
present day competitive situation. It is also a continuous and systematic 
Investment made within the co-operative society. In Malaysia, the societies 

depend much on the Goverriment to conduct the staff training. The Government 
cannot be expected to undertake this important task so efficiently because of 
itsootlier committments. The societies must be made to realise the importance 
of the principle to train the staff sufficiently in management and supervision 
of their own societies in order to achieve good results. The co-operative 
movement itself should be responsible for this training, and in this respect 
the National Co-operative Union to which all the co-operativ societies are 
affiliated has to take the full responsibility of this important task to train 
the staff of its member-societies. To start with, the national Co-operative 'Union, 
must appoint an officer to take charge of a staff training section specially 
created for the purpose of training the staff of the member-societies. This 
officer, v/ho is dire.ctly under the President of the Union, v/ill be fully responsibl 
for the preparation of a training programme for its member-societies' staff.
This training programme must be prepared ahead to cover for a period of at least 
a year, and it should also indicate the number of courses to be held in that 
year, number of trainees to be selected for each course, dates of the course 
and subjects for each course, to be lectured and discussed.
All the member-societies should be informed of this training programme v/ell in 
advance so that the Tfenagement Committee of each society could make the necessary
arrangement for their staff to attend this training course.

training section will, also,be responsible tralQees/
3ut the selection of " / ' for trainin£r she

b.)Tl:ie officer in charge of the
for the selection of trainees, but the selection of " / ' 'for training should
bo made in such a manner that every staff from all the member-socieites has a 
chance to attend this training course. Types of staff training ̂ ould be arranged 
according to the standard of trainees' education and nature of their duties
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in thoir ri':i[)oc:tivt; iiocioti.os so Hiat every stal’f is able to take nn activc 
part in tho flincur.sion with crfectivo and better result:'..

moni, of tlii cD-orx'rat,lvi; nociotieii are noatt('rcd all over the rural 
areas, the trainiti,'̂  courses should bo as far as possible; conducted at a raoro 
ccntralised place to ensure that all the selected would be able to participate 
in UbiA training without beinn; involved in any financial difficulty and 
inconv«t:nienco. In this case, the National Co-operative Union must make full use 
of the local villafĈ e schools or village community halls, where facilities are
usually available for meetings, to hold the training courses for the staff of the
momber-societies. In view of the position of the staff and in the interest of their 
socie ies, the duration of the training course should not be too long a period, but 
normally it would need at least a period of one week to cover up the necessary 
subjects. In addition to tnis training course, a mobile unit equipped with film 
slides and films on subjeciBof co-operation or other related subjects is also very 
essential to promote tho co-operative movement in the rural areas and to disseminate 
the knowledge of the up-to-date business techniques and imformations on improved 
mechanical method ox af̂ riculture to the rural co-operative staff as well as to the 
members of the soc.ieLies. Kov/'ever, the contents of the staff tx-aining s?iould include 
the follovdng subjects:

i. Basic principles and practice of co-operation
ii. Co-operative laws and by-laws of the rural co-operatives
iii. Business management
iv. Co-operative credit, marketing and consumer

V . Book-keeping and financial planning
vi. Relationship between management committee and the staff

, Tiie staff of therrural co-operatives must possess some basic knowledge of each of
the above subjects in order to carry on the operation of their societies more
effectively. It is therefore, veiy necessaiv that this knowledge imist be imparted 
to them through this training course. The lectures on the above subjects should be 
givon by experienced co-operative leaders or the Government officials who know 
these subjects well. A higher training course covering similar subjects but in 
more details may be arranged for the benefits of the staff who have completed the 
above elementary training at the village level, and all the trained staff would be 
invited from time to time to attend ' co-operative seminar during the week-ends 
without interrupting their normal duties at the societies. The National co-operative 
Union, besides being responsible for the staff training, would perhaps be able to set 
up an education section in its orga'iization if its financial position permits, and 
sponsor a correspondence course for more trained staff who are keen to learn more



The study cii'cloo and discussion groups may als6 be organized in tl'ie individual 
villati-es bhroû jh tlils education section Vifhich v ;ill periodicallj^ supply all the 

necessary m■tericds for studies. The staff who have attended the above training 
and have taken up the correspondence course should then be sent to the Co-operative 
College for trn.ining on more specialised subjects to be given by the experts. It 
is  beleived that with o. proper training' prograiame for Lhe staff, the National 
Co-operative U:.iior., in collaboratioa with the Co-operative College, would indirectly 
strengthen tirid co'.isolidate the position of all the rural co-opeo.. tives.

. In order to orgiviize and conduct the training cou;.'ses mentioned above effectively 
the Natiofiol Co-operative Union v/ill need sufficient fimd for this purpose. It 
is suggested that besides the Ltvo percent of the annual net profit contributed to 
the Co-operative College, the member-societies should also be requested to pay 
yearly the same amount of contribution to the National Co-operative Union. In 
addition, each member-society should be made to contribute to the Union yearly a 
sum based on its mei.ibership equivalent to 10 per member as annual subscription 
for staff training purposes.

. The write "s of thi:; paper are of the strong opinion that staff of a co-operative
organization uiuot be sufficiently trained on business management and operation
before they can discharge their duties satisfactorily and efficiently for -the 
benefit of the society and its members.

5 .6.6 9/Eiin
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■Introductory

A co-operative society is a forn of business organization, vfhich is 
organized by the members on a basis of equality to pipomote their 
economic and social interests.

The co-operative society aims to provide goods and services to the 
members at costs as low as are compatible v/ith the long-term develop­
ment of the society.

As we have known already, the co-operative movements social philosophy 
was formulaied during the 19T̂h century on the basis of the rules of the 
Rochdale Society of Equiptable pioneers established in I844. The prin­
ciples of co-operation v/-hich embodied the important rules of Hochdale 
Society were accepted by the ICA Congress held in 1957* They are as 
follows: ,

Open membership 
Democratio control 
Limited interest in capital 
Patronage dividend 
Cash trading
Political and religious neutrality 
Co-operative education
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Abrideing the despription of the first six principles 1 would like to 
desci’ibe a little about last principle, co-opc rat i've Gd.ucation. Although 
the co-operative movement places emphasis on promoting- the economic

<
interest of membex's the soczul aims are no less important. Great importance 
is attached by the co-opex'ativo movement to the education of its members.

The co-operative movement attempts to raise the members occupational 
social and cultural levels, through education and guidance activities. 
Althougli the co-operative jioveiient aims at improving the social and 
economic conditions of members, the methods employed by it fo ■ achieving 
these.goals also help to broaden the horizon of members consciousness 
and develop their personalities. The co-operative movement is not only 
another business enterprise whose sole object is to be a grocer or a 
marketing outfit for fairiiiers, but it is also a practical school in 
which members leam essential lousiness economics, the economics of 
their households or farms and more important, the qualities of good 
citizert-ship - such as the awareness of their I’ights and the value 
of exercising these rights - which are invaluable in a democratic 
society.

In the co-operative movement, the owners and users are the meffluerB 
who exercise ultimate coiitrol over both the. policies and operations 
of their co-operative societies and movement as a whole, "̂ or this 
purpose it is essential that the members, or at least a majority 
of them, have sufficient knowledge and the capacity to assess the 
economic activities of co-operutive society and to select suitable 
men to the board of directors. Similarly, education of directors 
is essential for achieving the successful operation and the grov/th 
of co-operative societies. In most countries of Asia, co-operative 
societies have undertaken more complex and difficult forms of enter­
prises, namely, imilti-puroose co-operative society, Fcom this point 
of view it is of the utmost importance that the gx-eatest possible 
attention is paid to the development of co-operative education.

Aims of Co-operative education
1. Co-operative education activities should attempt to develop a 
strong, self-reliant and democratically managed movement whichI
would be in a position to achieve its social and economic objections. 
Co-operative movement will be faced on competition with private enter-



prisis.̂  Therefore the movemen-1, must, bo ati'on,!i' enough Lo iiieot effectively 
the-; competition fi'om private enterprise and, if ncceaaary, ahould be n.l).La 
Lo Uike the lead in combating business pructicer. h.-irjiiful l;o Uic intoj-ostn 
of the nieiii'bors.

2. The co-operative moveinent should be extended by attracting new memberc
to -the existing co-operatives and by forming new co-operatives in areas
hitherto unexplored. This co-operative education should aim to spread

fthe ideology and the benefits of the co-operative movement to the 
largest possible number of members.

As the above mentioned aims seem to be highly overall qnes, more specific 
aims can be described as follows:

1. The co-operative education should aim to motivate members to partici­
pate in a .democratic" manner in the activities of the society.

2. To educate the co-operative members to communicate v/ith them and to 
increase their knowledge and information. This will enable them to 
assume responsibility as effective members of the society. It also helps 
them in effecting proper control ^d helpGthem systematically realize 
the aims for which the society is organized. A member can assume res­
ponsibilities such g,s- supporting his society, taking interest in its 
working and operations and influencing the determination of policies 
only so far .a.s he knows and understands its implications to himself and 
to others. Therefor.̂  the co-operative education has to be built up to 
produce the desired thinking .'ind loyalties of those who benefit from
it and nourish their faith ir. the co-operative movement.

3. To educate them to have continous interest in the affairs of the 
society.

4. To educate them to have proper knov/ledge of by-lav/s of the society.

Finally, co-operative education should contribute to the total purpose 
of co-operative societies. It should attempt to develop the personalities 
of the members and so help them realise their potential abilities.

^1
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'Uhat should member education contain?
\

It is understood that member education in some countries includes employee 
training as well. However, this paper, for the saJce of convenience, should 
like to confine itself to the member education only for members. .

Contents of member education could be varied in accordance with target 
groups as well as types of the co-operative society. Nevertheless, basic 
ideas and practices can be found in common in many different co-operatives 
Sind in different countries.

Member education could be divided into three f̂ ields v/hen it is programmed, 
nsjnely

1. Member information
2. Member education
3. Education of elected members

1. All members should be informed about what is happening in the society, 
objectives of the society, rights and obligations members have, and econoEi; 
and soci6,l environment in which members live. These are the contents to be 
given to the members by the society in form of member information. Methods 
and practices to implement the information vrork depend imach upon quality 
and interest of members whom the society is' to deal with. Hovrever, the 
follov/ing means are generaly used, namely:

a. Issuance of publications.
It might be advisable for national level union to publish 
weekly newspaper or magazine which could be fortni^t or 
monthly. Also various written materials could satisfy many 
members who have special interest in a particular subject. 
But the society itself ought to endeavour to deliver some 
written information in form of newsletter to members with 
regard to basic and important facts together with future 
plan and major problems.

b. Providing audio-visual aids.
In order to have members to. understand the v/orkings of 
their society better, so that members have more active 
participation in siffairs of the society, audio-visual 
aids such as films, film strip, slides, etc, could be
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Organization
In order to educate co-operative mem'bers to increase their knowledge and 
information, which scheme of all levels of co-operative activities should 
be integrated and coordinated closely and co-operative institutions and 
colleges established for education and training must hcve very close working 
relationship with the society in all educational activities, Followings 
are the same considerations regarding member education:

1. It vrould be advisable for primary societies to leave most 
of educational functions such as programming, publications, 
providing audio-visual aids, holding' a seminar, correspondance 
education, etc. to the national level or federation where 
they may have better qualified specialists and more.re­
sources at all requirements.

1

2. It is also desirable to have education committee at all 
levels so that they may co.'̂ ult between and among members 
and different levels to coordinate closely,

3.. All member education program should be connecLed vyith practi­
cal and b’lsed on reality rather than theoretical or ideolo­
gical. Therefore actual implementation of education ought to, 
left to those specialists who have been intthe educational 
work'in the movement for considerable time.

June 12, 1969
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prepared and shown at all types of ineetiijgs.

2. It is often found in the co-operative movement that active 
members are very much interested not only in basic informa­
tions given by the society, but many other relevatit fields 
and seek for deeper knowledge, which could be of great help 
to the stea-dy development of the society in the future. If 
it a consumer co-operative society, it may publish booklets 
about wise selection and use of various articles that are 
obtained in the co-operative shops. If it is a farmer's 
co-operative society, many guidance booklets could be 
published to give better knowledge about farm stipplies, 
machines, chemicals, Jjroce>sing, farm-management, marketing 
and even introducing new seeds, breeds etc.

In some countries correspondance education and study circle
method has been proved to be a one of best means to educate
members. It is needless to say that it requires a great deal

\of preparatory work and considerable expenses to follow the 
method.

5. Education for elected members is obviously the most important 
element not only in view of leadership but also in sound poli( 
making and decision making intthe business operation of the 
society. Elected members should have the following knowledge 
least:

a) principles of co-operative
b) laws and by-lav/s of the societj'-
c) clear objectives of the society
d) basic knowledge of management
e) primary knowledge of accounting
f) leadership, communication, human relation etCi

The education of elected members can be carried out of the 
following ways.

a) conferences
b) seminars - durations of seminars may vary dependin 

on subjects
q) study circle method 
d) study visits
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."TiiE IWST1''‘UTI0N OP HOtlOIlAllY LEADERS; ROLE AND LIMITATIONS"

by

K. Parames Varaxi, Malaysia and N.G. Raju, Singapore

Professor Paul Lambert (University of Liege) in his book "Studies in the 
Social Philosophy of Co-operation" defined a Co~operatj.ve Society as "an 
enterprise formed and directed by an association of users, applying v/ithin 
itself the rules of democracy, and direccly intended to sei ê both its 
own membets and the community as a whole". Since the birth of the movement, 
founded on such an order in Rochdale and contemporaneously in other parts of 
Europe, the movement has spread out to span to globe creating an economic 
force founded on a brotherhood, which knows no national, social or religious 
boundaries. Throughout these times the movement would not have materialized 
but for the ardour and devotion of the instit\iiton of Honorary Workers in 
the field of Co-operatives.

Of necessity this paper will have to be confined to the territories of Malaysia 
and Singapore and a little introduction on the conception and growth of the- 
movement in these territories will be valuable guideline.

The Co-operative Movement was introduced in Malaysia and Singapore in the 
early twenties as a design of policy by the British Colonial Government.
It did not develop spontaneously as in Eiirope although it can be said that 
the same economic difficulties existed as in Europe in these territories.
When the movement was fovinded the emphasis was placed on the formation of 
co-operative credit societies both in the urban and ixiral areas. Ever since 
that time the movement has been functioning on a divided, line of rural 
co-operatives and urban co-operatives. Several factors have been responsible 
for this situation. Primarily, the economic conditions and needs of the 
people in the rurail imd urban areas differed sharply. The standard of 
education differed between the two sectors and the rural farmers were 
more conservative and not proud to ideologies which*they considered foreign.



T?iey clunĵ  to age old customs and beliefs and the lack of educated personnel 
in thene groups has proved a stalemate to any definite progress.

The Ctovernments of Malaysia and Singapore were quick to recognise the
need for a sound co-operative movement in the rural areas to uplift the
econorttlck standards of the farmers and fishermen and the Department of
Co-operatives took upon itself the task of providing the germination of
societies by sgn'tiing out its'own officers to form and ssist to manage
the rural societies. On the other hand the urban societies had capable

rpersonnel who worked on an honorary basis to start small Thrift &
Loan Societies but expansion to multi-pvirpose societies or other forms 
of primary societies did not gain ground until about the Malaysian 
Co-operative Insurance Society came into being in the fifties. This 
society with the support of many urban societies in Malaysia and Singapore 
grew in size and position that it covild now claim to be the premier society 
in the cotintry. It not only has provided assistance but also the personnel 
for the creation of other secondary societies and the expansion and development 
of existing primary societies.

t

Most of the societies in the rural areas are small and are not financially 
in a position to employ managers with skills in the activities of the

* <societies and^Ti "co—opeUlSbion”. The same problem confronts many societies
I. ''in the urban areas but they have developed in slow stages through the 

honorific labour of their members. Generally it co\ild be said that financial 
success has accompanied the' growth of co-operative societies in the urban 
areas and an interesting feature of such financial growth in spite of 
its numerically sup&i-ior position of the rural based co-operatives is that 
the rate of growth of the financial resources of the co-operatives in the 
urban sectors is faster than rural based societies.

Views have been expressed that the considerable expertise foxmd runongfjt 
honorary leaders in the operating of co-operative affniru and the raimagement 
of the urban based societies could be effectively utilised to the advantage 
of the primary societies in the rural areas. It has been said that "flying gangs" 
circulate the co\intry in order to promote development with a view to 
improve management of the rural based societies. The limitations however, 
are raised by the fact that leaders in Malaysia and Singapore are men in 
an honorary position who have full time employment in other services and 
cannot find time to spare to assist developing societies.
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The role set before the honorary leadera therefore, is not a small one.
The responsibility for the promotion of co-operativcs, they will have to 
understand lies within the movement itself and not with outside agencies, 
if co-operatives ;ire to be true people's movement they must {generate their own 
power from within.

Since the early stages of organisation are now past the movement must find 
within its structure the initiative and energy to grow and expand. This has 
been done dn countries where the movement is well established and mature.
Jt is the vies of the writers that every worker in the co-operative movement 
should know the -long range objectives of co-operation and he must keep them 
j,n mind in his da;;.’-to-day work. The regular employee is nob different from 
the honorary worker, where this feature is concerned and the force to 
motivate the movement, not withstanding other factor, is education and 
jLn countries like Malaysia and Singapore this would appear the role for 
the honorary leaders in that not only shoiild they educate themselves but 

' also educate their members for Cooperation is an economic force and 
has no limitations' as with the case of any other economic enterprises.

Government participation in the field became active in Malaysia and 
Singapore by the creation of a Co-operative College by 'xn Act of Parliament 
in 1968. It is undeniable that in the co\mtries that aim to establish, a 
co-operative sector as a part of the national economy, one of the crucial 
questions is the quality and extent of government participation. Since 
1945, and in the newly independent nations, Governments have frequently 
taken official action in planning for extensive co-operative development.
For the movement as k whole it becomes largely a question of how far 
government can promote,and organize co-operatives that must from their 
very nature be free and volvintary societies and not mere agencies of 
government policies. Co-operatives are not merely economic societies. The 
complete co-operative philosophy includes educational, social, moral and 
cviltural values which are to be overlooked if economic ends nre the sole 
motivation. Alongside the role of the leaders who have setbacks in newly 
developing countries thr role of government would be necessary for the over­
coming of limitations imposed by the very nature of the movement in such 
countries and this coiild be done by the government in having a relationship 
to cD-operatives that is one of active helpfulness intended to stimulate 
co-operative enterprise and one that guides and keeps it on sound lines 
without either attempting to compel or to replace local initiatives of
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BCirhfip. (londitiono :i, id ti e situation for co-c;perativeo to develop c;uinot 
be rensorifibly created by the leaders. The goverranent should attempt to promote 
conditions under which co-cperatives will thrive and develope.

The honorfiry leaders must vjiderstand that helping people to carry on co­
operative businesG of various kinds can often be discouraging but it takes 
on a different light when the full and complete mearjing of co-operatives 
is understood. Extension wcrk, therefore, is essential and a frue perspektive 
of extension work can only be maintained by having constantly in mind 
the fact that co-operation is an economic system based on justice in business 
and which prevents the exploitation of the weaker members of society.
A good co-operative is a continuous source of education in itself for 
the members. For example a marketing society educates the producers in 
better methods of production, a consumer co-operative trains the members 
in what to buy and the true value of goods and a credit society teachs. 
the proper use of money. If the society is a good one the members are 
always learning something fiimply by being active members.

V
It is basic to all organisj.tion and extension work in the co-operative 
movement that the approach to people must be educational, that people 
adopt co-operative attitude a through, the gradual process of education 
and that progress in co—op( ratives I’estilts from a variety of educational 
activities. The efforts of those who organize and manage co-operatives are 
doomed to fail UrJ.ess they regard the work as education. Good co-operatives, 
such leaders must accept, cannot, be organized except as a foundation of 
understanding and radical f.cceptance. Down through the years since the 
Rochdale pioneers, educaticin has been a strong feature of co-operatives 
and it has been said that ''co-operation is an economic.movement employing 
educational action".

In newly developing and de-> eloped countries where govemmcntn are anxious 
to raise standards of livii^ there is great reliaace on legislative 
measvtres and official acti<'n to make co-operatives work and lesser reliance 
given to education. Co-opei'ation begins in the hearts, minds, and souls of 
the people and education iii the only path that leads people to tne co­
operative view of life and the goal that makes men into beings with a 
sence of both individual and joint responsibility so that they may 
rise individually to a fxil.- personal life and collectively to a full 
social life.

4.
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We have endevaoured to hinge out consensus on education because we 
understtind from experience in our own countries that volmtary workers 
are the hub ô  the co-operative movement and even they have their own 
limitations in spite of the noble role they play by the lack of educational 
facilities in co-operation and in not being able to propagate their 
knowledge howsoever small it may be to their fellow men. This then is where 
the limitations arise. The Government of Malaysia has seen fit to give a 
helping hand by creating a college imder statute but the position is 
a little different in Singapore, However local situations and policies 
by which governments wish to raise economic standards is a factor that 
c;mnot be overlooked. Mot withstanding this, the honoraiy leaders can 
m,alce their own voluntary efforts to carry on extension work in whatever 
magnitude in the hope that by extension work or extension education 
they are bringing education to their members and the people who are not 
ordinarily in close contact with an educational instituition and who are 
likely to remain without the education, training and information needed 
for the improvement in their living conditions when it is brought to 
them. In oxir few weeks of stay in Sweden we have been impressed by the 
pains and endevaours taken by the various co-operative movements and 
associations to carry on with the process of education in a never 
ending series of action so that their members are given the opportunity 
to understand the objectives of co-operation and the changing techniques 
in each field of activity with wJhich the movement has been involved,

Kxtension work as applied -to the copoperative movement simply means the 
extending or enlarging of all forms of co-operative endeavours. In 
good extension woTk-there is a continuous flow of information, suggestions 
and advice from the member to the institutions, from the people to the 
experts and vice versa. It is our hope that the institu .tion of honorary 
leaders, on whom rest the heavy burdens of the co-operative movement, will 
be able "to propagate co-operative principles and methods and promote 
friendly and economic relations between co-operative organisations of aJl 
types both nationally and internationally", as inscribed in the pages 
of the of the International Co-operative Alliance's objectives.

Another problem that faces honorary leaders with ability to reach dov/n to 
every member. As cooperatives go towards integration one might ask when a 
limit will be reached when the members of cooperatives will cease to
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Tinderstand and appreciate the training involved. As a future tendency,one 
might alao predict that more of the leaders' interests will in future be 
directed towards structural problems as cooperatives become more and 
more integrated. If the structure is appropriate, one can rely on the managers 
and their technocrats to try to achieve a maximum of efficiency within the 
structural organie.ttion. For this reason it will be specially important that 
member education and information are also directed towards the structure 
of organisations. The cooperative is a social order based on democracy. 
Democracy has become a social principle today and the more the mechanism 
of its practising has been developed, thei more difBLcult it has seemed 
to preserve the basic Ideology of everybody talcing part in the 
decisions, concerning matters of common interest.

To be free from governmental influence has been an aim of cooperatives 
but it is inev'idable that as integration proceeds into the future all 
large scale enterprises will have to coordinate their activities into 
a domestic economic policy imder governmental supervision. This can 
bJB regarded an extension of cooperation generally in many directions as 
an approach to a cooperative economic system. It seems necessary that 
\»hile this process will also come into the fore in developing coimtries 
as cooperative education and knowledge progresses to all comers of the 
world. The honorary leaders at this stage of the times will have to get 
a better tinderstanding of the meaning of the structural changes that are 
to .care and contribute thereto. Fundamental changes in cooperation are fast 
going on and the role of the honorary leaders for the present and the 
futrure would be to keep up to date with these changes and the new 
applications involving the cooperatives in the socio-economic order 
of life.

Jtme 11, 1969
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The co-operative organisation is based upon democratic ideals. As in other 
democratic organisations the elected representatives of the members - in 
this case the Board of Directors are the governing body of the organisation.
The democratic and managerial problems confronted in the past were, however, 
comparatively simple, in the movement. The early consumer co-operative 
societies were small and their business was limited both in terms of the 
variety and volume of goods they handled and monetary transactions involved. 
There were few business decisions to make ajnd they were simple and could 
easily be handled by a few elected members. Consequently the democratic 
structure of the societies, & simple one was capable of making quick 
decisions.

-*v
The development of co-operative democracy was made possible by the growth 
of the co-operative movement.

The Swedish Consiimer Co-operative Societies fonned their central organisation
- KP. The Swedish Co-operative Union and Wholesale Society in 1899. This 
organisation was given a simple organisational structure as one of a primary 
society. The delegates from the local societies attended the annual General 
Meeting - in this case known as the Congress - The Congress elected the 
KP's Board of Directors. At the beginning the business activities of the 
KP were simple. The societies handled the retail and lateron took up the 
meat processing'etc. KP at this stage took care of the wholesale trade.
As long as the business activities were limited and simple, the organisation 
run by the Board was fimctioning efficiently. But when the consumer co-operation 
began to grow in Sweden a development towards indirect democracy within 
the co-operative movement followed. The large consumer co-operative societies



were then divided into distidcts, with special district meetings to elect «
delegates to the annvial General Meetings of the societies. Thus a step 
from the direct democracy — where in all members attended a General Meeting 
of the societyj, towards the indirect democracy had developed in Sweden.

In keeping with the growth of the consumer co-operative societies in 
'Sweden, the system of management has also been changed. The management is 
divided between an Administrative Council elected by the Annual General 
Meeting and a Board of Directors appointed by the Administrative Comcil.
The number of Board of Directors vary from three to five persons depending 
on the size of the society. The Administrative Coixncil in this case is 
the chief forum for laymen to influence and to exercise control over 
the Board and its business activities and also to make quick decisions 
on the proposals of the Boaxd on matters of economic importance.

It is clear that the development of democratic organisation outlined above
is fundamental to the safeguarding both of member influence within the
movement and efficient functioning of the business of the movement. Therefore
the problem of combining democracy and efficiency assumes added proportion
as the co-operative movement grows into large enterpidses. In a number of
countries, the present trend is to concentrate the activities of the
movement into few but larger ynits. This is necessary in order to meet tiie
competition of the private enterprises. The problem of maintaining democracy 

f

in a co-operative business organisation continues to grow, becomes a complex 
one. It is felt at times that democracy is a hindrance to the achievement 
of co-operative objectives. The .movement has to compete with the other 
enterprises which means the devisiohs must be taken quickly if the 
co-operative businesŝ  is not to fall behind. Democracy however works 
slowly. Questions which are to be decided by the members will have to be 
explained and they must be convinced that the decisions to be taken are 
sensible. In societies where membership is divided on an issue cein delay 
action which would mean an opportunity lost. Therefore there are instances, 
where it would be possible for the movement to work more efficiently 
and rapidly if the rules of democracy had not been followed. But 1here 
are arguments in favour of democratic control. It is the members who 
own the co-operative society and hence they and their elected representatives 
must retain control over them. It is necessary to stress that a pre­
requisite for the co-operative democracy is to ensure that those within the 
membership capable of handling different questions are elected to serve
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the organisations where decisions have to be taken. At this stage the 
position of employees within a‘ democratic system will have to be 
examined. In many cohntries it is, considered unsuitable for employees 
to occupy positions in the Board of Directors. But the experience in 
Sweden shows that the development of the movement demanded a set up which 
allows responsible employees' entry into actual decision-making process.

However, the question of employees' entry into speres of democratic 
decision making was a subject of review of the Committee appointed by the 
Annual Congress, of the Swedish Co-operative Movement, in 1964, to report 
on the problems pertaining to the future structvire of its movement. At 
present the Board of Directors of larger societies comprise of the heads 
of the main departments in the societies. They are usually 3 - 5 in 
number appointed by the Administrative Counci,, which is a supervisory 
body elected by the General Assembly, The present Board of Directors 
caxi now make decisions involving principles of financial importance 
without consulting the Administrative Coxincil. The recommendation of 
the Committee is that the present Administrative Council shoiold be 
replaced by a Board of Directors. This new Board will consist of ten to
twenty-five elected representatives and the General Manager, The present

/
Board of Directors consisting of the heads of the departments will not be 
included in the proposed Board but they vd.ll be transfonned into a 
consultative and co-ordinating committee with the General Manager as its 
chairman. The important difference between the present Administrative 
Council and the Board proposed by the Committee is that the latter will 
have the legal responsibilities which the former lacks.

The proposed Board of Directors will have greater authority and responsi­
bilities as compared with the Administrative Council. This Board of Directors 
shall according to rule's appoint a General Manager and other heads of 
department who together will form the Managing Committee. The Managing 
Committee will be entrusted with the task of carrying out the executive 
functions of the society. This proposed structure in Swedish Movement, 
the Committee considers, provides a framework to ensure effective member 
influence and democratic control.

The, problem of relationship between the Board of Directors and Manager 
exists to a certain degree in most of the Asian countries. In Phillippines,



the problem is minimized by preventing the ’politicians' from holding offices 
in the Co-operative Movement through society's by-laws. In Thailand, a 
peculiar State of AfJ'Mrs exist in rural co-operatives where the I)0£U'd 
Mnmbers and the Manager give priority in employing each others relations.
In India there is no evidence of local pressure in the matter of appointments 
of employees to co-operative societies. But by and large the interference 
of the Board in the v/ork of the Manager has no serious dimensions. In 
South Korea too a similar problem exists, in the Ceylon Movement this 
problem exists in most societies and the chief cause being a 'political*
One.

For the success of a business organization a sound and good relationship 
between the Boajrd of Directors and the Management is both important and
essential. This is particuleirly so in a co-operative society where
different conditions exist. A co-operative Board comprises of laynmen who 
are elected as the representatives of the members to look after their
interests. This is in keeping with the democratic principle, on which co­
operation is built up. The sound relationship between The Board of 
Directors and the Manager will not be a spontaneous one but one which 
should be developed with the spirit of team work. The Board members must 
understand their tasks and responsibilities and so is the Manager. They 

should also iinderstand and respect the duties and responsibilities of each 
other. It is on this fundation that a so\md relationship between the 
Board of Directors and the Manager in a co-operative society covild be 
bixilt.

The Board of Directors, legally are responsible to the members, for the 
management of the aff^rs of the society. They in their turn delegate their 
authority of managerial functions to a qtialified personnel, in this case 
a manager who is appointed by them. This delegation of the authority to 
the Manager for the operation of the society does not absolve the Bosird 
of Directors of their responsibilities, in the case of a failure in the 
operation of the society. For this operation to be successful it is essential 
that the duties and responsibilities of the Board of Directors are set 
down specifically and these may be reviewed from time to time after 
discussion. In broad outline the following ought to be the duties and 
responsibilities of an efficient Board. They should interpret the 
objectives of the society and set down goals to be achieved, cause changes 
in the overall policies, regulation of programmes, appoint a Manager to
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conduct the operations of the society, assign his duties and responsibilities 
and fix his salary, terms of conditions etc. It should also appraise itself, 
periodically of the progress made by the society, assign his duties and 
responsibilities and fix his salary, terms of conditions etc. It should 
also appraise itself, periodically of the progress made by the society 
in achieving the set goals. Financial statements and accounts in addition 
to the report on the activities of the society are the common forme of 
reports which would reveal to the Board the general results of the 
operations. The Board shoxild also delegate appropriate and necessary 
authority to the Manager to carry out his functions efficiently, The Board 
should understand the necessity and importance of delegating authority to 
the Manager, To hold the Manager responsible for the operations of the 
society without assi.gning him in the necessary aithority v/ould certainly 
tend to weaken the management.

The Manager of a society is appointed by its Board and not by the member­
ship of the society. He is not vested any authority through law. Pie has 
only such authority as has been vested on him by the Board. It is therefore 
his responsibility to respect the Board as his employer and be aware 
of this in his dealings.

He should bring to the notice of the Board all information and recommendation 
that will aid the Board in reviewing the objectives of the society and in 
planning its future. •He should provide necessary material in the formulation 
of all policies, regiilations and programmes. He should report to the 
Board periodically, of the activities of the society, and also make 
recommendation on how best the operations of the society, could be improved 
to obtain the best results. The Manager should be responsible for the 
detailed planning, organising, co-ordination, control and direction, and 
carrying out all the programmes, policies and activities of the society 
in keeping with the general approval of the Board.

Mere understandig of the responsibilities of the Board of the Manager 
by each other is not enough. There is a way in which these responsibilities 
outlined above and still not have the kind of working relationship 
reqmred to obtain the best results. Therefore a favoxirable atmosphere 
mainly based on consultation and regular meetings is necessary to maintan 
the progress towards the set goals. The Board must feel that the Manager, 
they have appointed is both capable and competent to conduct the affairs
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of the society, V/ith this feeling, the Board would naturally require 
the viev/ points and recommendations of the Manager- whenever a decision
has to be taken on a policy. On the other hand the Manager must have
confidence in ■̂he Board's actions. He should understand that the 
decisions taken by the Board are based on the information and 
recommendation made by him. Whenever a decision of the Board is not 
in keeping with the suggestions offered by him, he should realize that 
they were made on certain facts, he did not evaluate. He should respect 
this decision and feel that is was made for the welfare of the society 
and so extent his fiill co-operation and support in its implementation,
A similar attitude on the part of the Board toŵ irds some of the 
managerial decisions will go far in eliminating frictions, Por instance 
when a Manager makes decisions of some importance within the scope 
of his authority, it requires the approval of the Board, But even if the 
Board were to take a contrary decision, they shoiold give the Manager an 
opportunity to try out his idea but should ask him to furnish the Board 
with specific periodical reports on it. The only way a board can 
develop managerial efficiency is to give the Manager some freedom to 
make choices. Even thou^ the Board may disagree on the decisions of. 
the Manager, he sĥ ould be encouraged to give his decision a try within
a given' period, by extending full co-operation and support. The Board

\of course has in this instance the right to consult him regarding the 
reasonableness of his decision.

Too often individual board members take upon themselves the task of 
carrying out some personal inve&tigations in themanagement of a society.
There is for some the feeling of power, in being able to bring a Manager 
to account for a faili^e in hie operations. At the same time a sense of 
power may be felt Drtien members come to individual board members to have 
'something done' to right a complaint. There is no more a sure way to destroy 
sound Manager - Board relationship than for the Board to allow any of 
its members to set out on their personal investigations of details in 
the management operations wihtout the knowledge of the Manager himself.

If better î esults are to be obtained, then policies, rul ŝ and regulations 
that guide the management in achieving the objectives of the society should 
be clearly established. The foimulation and final approval of all policies 
affecting the interests of the members Eire properly a Board function. Neither 
the Board nor the Manager alone know all the circumstances bearing on these policies
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and so here is once again the need for consvilation. Besides, policies on 
finance, expansion programmes, credit, employees benefit programmes and 
many others of institutional natiire reqixires the Board approval. While 
determination "of the policy of a co-operative society is the responsibility 
of the Board, there is hardly in fact any members who are involved in fvill 
time operations enough to know the in and. out, needs and changes that 
are occuring. It will be a rare case if the Board will not have to rely 
on the Manager for this information. The Manager's position is rather im­
portant when he makes a recommendation on over all policies. In doing so 
he is helping the Boaî i to formulate its policy decisions. However, it shoiild 
be xmderstood by both the Manager and the Board that the latter is \mder 
no obligations to accept such* recommendation.

In a co-operative society, the Manager's position is a key one. This job 
calls f o r  the deep thinking, understanding, s a c r i f j x E s  of time and energy 
in addition to managerial skills. It is he who actually handles the 
funds of the members and run the day to day affairs of the society. He 
co-ordinates the influences exerted by members, the public, the 
employees and the Board of Directors, He niust be sensitive and be 
prepared to, face criticism. When the Board is a  weak one it is 
his duty to guide it but when the Board is strong he should be carried 
out with the same amount of zeal as the decisions were his own, A Manager 
in short should be a  leader and not a dictator.

It is at this stage appropriate to evaluate some of the major causes 
of breakdown of the good relationship between the Board and the Manager,
They eire:

a) Lack of understanding by the Board and the Manager of their 
responsibilities and functions of each,

b) Ponmilation of overall policies without consultation between
the Board and the Manager,

c) Surrender of policy making to the management thus creating a
'one man' society,

d) Failure on the part of the manager and of the board i;o formulate
clear cut overall policies to'serve as management guides.
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members

f) 63f1̂ nsion of credit to board members, manager or
employees.

g) Ass-uming of board authority by individual board members, 
outside regular board meetings.

h) political frictions

i) failiire to properly recognize a good management.

The above stiggestions might serve as a useful guide to check the 
balance of powers between the board and the manager of a co-operative 
society. As top level management in a co-operative society consists of the 
board of directors and the general manager at the management level, it is 
imperative that sound relationship ought to exist between them as it is 
this prime factor that determines the success of a co-operative society.

In order to achieve the various democratic objectives, all co-operatives 
must develop systems of member education and staff training. Without 
adequate member edubation no co-operative organisation can achieve 
the goal of efficient member control.

June 11, 1969
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1i The Definition of Co-operation

Co-operation can well be defined as an economic activity with moral content. It 
is a set oj principles and an ideology, a way of life and above everything a 
sound economic system in which everybody participates on equal footing for the 
benefit ,of all an all care for each individual. Thus, it is an activity and a 
movement - an activity because it expects everybody to play his or her part and 
a movement because it aims at the realisation of a common goal resulting in the 
.common good.

2. Origin of the Co-operative Movement

The Co-operative Movment,-a« is quite v/ell known originated in England much before 
the Rochdale pioneers thotight about co-operation as a means to overcome the drawbacks 
suffered by them. Robert Owen, father of the experimental cooperation has profounded 
a tHeory of welfare activity through co-operative endeavour. The Rochdale pioneers 
had a common difficulty and a common goal. The six almost illiterate and simple 
weavers of Rochdale formulated a set of co-operative principles which in their 
original fibres could not be displaced from their high pedistal. This in itself is 
an indication of the historical needs of the co-operative movement. Naturally, there­
fore, the word 'co-operatiorf became a sine-qua-non of everybody who was depressed, 
downtrodden, and exploited. Those were the days v̂ hen the Industrial Revolution was
in its full swing. The forces of colonisation, imperialism and laissez-faire 
were in their prime of youth. Those were also /the days when the di^rvEint.of the po



was sinmiering but had next made it explicitly clear. That was a time when
the raw materials of one coiintry became the capital of the othê >b But, the voice
of truth prevailed and the torch of the co-operative movement lighted by the six

6"tc /poor weavers spread to Germany, Prance, Sweden and thereafter to the Asian countries.
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5. The nee d,.- and circumstances that led to the starting of the co-operative movement 
in Asia - an analysis of the particular -peculiar social situations, the -nnlitinFi, 
eoonomic and social scene.

Most of the couxitries of Asia were at that time suffering luider the yoke of 
slavery, under the domination of ruthless colonisers who plundered many countries 
fromone comer to another for the realisation of their selfish goals. But, the 
famine at the end of the 19th centuty v/hich resulted into the deaths of millions 
of people in China, India and some more South East Asian countries opened the 
eyes of the worst of ruthless morauders and for the first time the so called rulers 
felt that somenting was to be done for the masses who demanded n.othing and who by 
the force of their habit contented to remain satisfied in conditions - good, bad 
or indifferent. In a country where there was no foreign rule, the autocratic rulerxs 
utilised all the wealth of the nation for their own selfish luxuries while the 
passes remained uneducated, unemployed, poor, needy and ign'orant. While due to this, 
the spontaneous leadership of the masses was developing, the rulers firstly to be 
able to keep a good face and secondly !:o ameliorate the conditions of the people, 
took initiative in starting the co-operative movement. The autocratic rulers did nol 
h o w e v e r  consider it n e G e s s a i 7 ’ ~ t o  take any step of this kind. So, whi]e the independenc
’m̂ »vements were in the hands of the political leaders and statesmen, the co-operative 
movement wa^ solely consiS_ered a part of the i'̂ m.ction of the Government at that time.

The role played .by the co-operative movement in the economic emancipation

In the first decade of the 20th century, the co-operative movement started in 
India and thereafter in many other countries of Asia Unlike in Great Britain, the 
co-operative movement started in Asian countries, with the enactment of legislation 
and the creation ®f a governmental machinery to look after co-operative 
activities. In the initial stages, the co-operative movment started v̂ ith only one 
function i e credit but later on other activities'were included. Since the 
co-operative nDvement was initiated and looted after by the Government, in many 
countries it lacked popular support. So', though , to some extent, the co-operative 
morement gave in some form or the other economic ridress, it was not able to 
emancipate a large number of farmers from exploitation and poverty. In short, 
till the countries became independent, the popular movements remained separate,from 
each other.-The co-operative“leader, maiy "times, was considered an agent of the rule 
and -araa deSTPised foF' Uls getivrtiwr The' co-operative movement was dominated



‘j. 'Pho CQ-oporfitlve Icndorn, how they emerge, the procesa of 'p:oinf); up'

'The process of omorgence of leadership from within the co-operative raovement wag 
going on silentLy. They had the task of convincing the passive masses of the 
advantages of co-operation and the social value of working together for the benefit 
of all. Gradually but slowly, leadership in the cooperative movement started formu­
lating. One can see a clear horizontal development of Goverment initiative and 
education by leaders. In a country like Nepal, where the previous Government did 
not take any step, the co-operative movement had to wait till the old autocratic 
rule^overthrown and the new democratic Government came into existence under the 
leadership of the King.

6. Definition of a leader in the co-operative complex, relationship of the leader 
with members.

The role of a leader in the co-operative complex is different from that of a leader 
in a purely political situation. He has the brass economic facts to talk about 
and sometimes economic consideration do not look as attractive as they should be.
The role of leaders, therefore, becomes evident after a considerably long time. 
Moreover, leadership in co-operation is, a continuous process. The leader has to 

/ maintain contacts with members. The funniest 'part of the story is that even if he is 
not at the top, he continues to be a leader.

7. The role of the Government in' the development of the co-operative movement, the 
role of the Government as law-meter, promoter, organizer, and dispenser of .justice, 
the.concept of/ Goverment as a welfare-state

The Governments have played a significant role in the development of the co-operative 
movement. Whatever we may talk of the ideal conditions, the part played by the 
Governments cannot be overemphasized. Tiae Government has created a machineiy which 
is so helpful in making people aware of the needs and the gradual steps to be taken.; 
Nepal, for example, various-steps have been and are being taken by His Majesty's 
Goverment, in the context of launching "B^k to the village campaign " a revolutionary 
programme of rural reconstruction provided by the King in which economic development 
through cooperation is duly emphasized.
Judged from all standards, the role of the Govermentsas law-makers, promoters, 
organizers and dispensers of justice has been unique. In the concept of democracy, 
the Government becomes a welfare state and no clear line of demarcation can be drawn 
between the Government and the people. Since the Government is comprised of the 
people, it is for the people and is run by the people.

• / . . .*
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Oi Thn profframmo ol‘ people with Government par~ficipation, not Government ivfOt?ramme 
with peoplo's participation. The place of Govemmont servant as cooperntor.

The co-c-operative movement, however, should stand on its own feet and formal 
initiative from the Government should not be expected though guidance and 
assistance cannot be ruled out. Cooperation should be a people's programme with 
Government participation and not the Government programme with people's 
participation. The Government official will then, automatically become a co-operatoi

9. The complementoiy role of leaders and Government officials, demarcation of 
spheres, how to strike a balance, leadership in management and management 
in co-operatives.

role of a leader in the co-operative movement is threefold - a) promotion of 
co-operation, b) education in co-operation and c) participation in co-operation.
He has to make present and future cooperators so that the initiative m a y  rest 
with the people, not witli any formal machinery. Ke has to bring home the fact that 
the principles of co-operation cannot be realised with spoonfeeding a n d  people 
will have to be ready for initial sacrifices if necessary. The historical develop­
ment of co-operation in thesi?' countries has created a sort of mental outlook in 
which individual initiative is lost and everything is expected to be done b y  the 
Government. The greatest role of leaders in the co-operative movement is to make 
the masses aware of theirp o f e E f t i a l i t y >  capabilities & strength and lead them on to 
the goal of socio-economic salvation. At this stage, it must be pointed out that 
the role of the Government official and that of a leader are not contradictory 
but complementary.*.Together they can covermore of the g r o u n d .  As the Government afCLc 
and the co-operative leader both are engaged in human activities, complete 
demarcation of spheres between the two is an impossibility. Generally, however-, a 
loose distribution of activities can be made indicating: that while the leader 
should take iiitiative in forming co-operatives, the Government official should assis 
in managing them in a desired way without any detriment to the principles and 
ideology of co-operation. To strike a balance we can s a y  that the leaders should 
become effective managers and the managers should become effective l e a d e r s .  There 
should be a leadership in management and ihe leaders should have a deep sense of 
respect, tmderstanding and appreciation for the management.

10. The prospective roles of leade ■•ship and the Government in the development of the 
co-operative movement.

The leadership has to play a great role in times to come. We have in the historical 
evolution observed only two trends ie the co-operative movement where leaders have
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played the maximum role and the Government has done nothing and the co-operative 
movement where the' (ktverrmeni has done almost everything and leaders have played 
a very minor role. The synthesis would be that the 'Government and leaders simul­
taneously play equally si^ificant roles, realising co-operative ideals and 
developing the society into a self-sustaining and self-profilling econony.

1 1, The pictore of the co-operative movement of to-morrow.

The picture of the co-operative movement of to-morrow would show an overall balan&e 
through compromise and imderstandihg, through education and initiative both of 
leaders and administrators and through the continous and conscious efforts of 
leadership and management in bringing about an overall socio-economic change. Then 
a separate machinery for justice would not be required as firstly there would be 
least litigation and secondly even if there be any that will be settled by mutually 
accepted tribtmals and through arbitration.
The Government and the leaders have to look forward for the realisation of this 
goal* Even in a co-operative movement highly influenced by the Government, the role 
of a leader as the motivator, activator and educator cannot be underestimated.
There are occasions vihen the attitude and behaviour of the Government particularly 
if it is strong creates frustrating difficulties and a gulf between the leaders 
and the masses on the one hand and between the Government and the leaders on the 
other. There are situations when leaders in their enthusiasm and aspiration 
overlook certain basic and practical consideration, avoid the responsibility when 
they should take it and behave in a manner which Is detrimental to the fundamental 

■■ principles of co-operation. The Government sometimes restrict the passage of 
finances at crucial moments thus rendering the whole thought-process, plans 
and programmes utterly ineffective and useless. But, these are the challenges which
the leaders have to accept. will be considered real leaders only when they tac
thesfe pÎ b̂lems tactfully,"'invite and accept assistance gratefully and lead the 
Co-operative Movement successfully.

SGC/1,7/PL/EH 
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The criteria presented in this paper were adepted from John A. King's 
■book " Economic Development Projects and their Appraisal - Cases and 
Principles from, the Experience of the Mored Bank".

The criteria are devided into the following aspects;

1. The economic aspects
2. The technical aspects
3. The managerial aspects
4. The organizational aspects
5. The commercial aspects
6. The financial aspects

The economic aspects
The appraisal bf a proposed project from an economic point of view represents 
an attempt to answer three questions;

'1. Is the projekt in a sector of the economy whose development 
is likely to contribute significantly to the development of 
of the whole economy?

2. Is the project, likely to contribute efficiently to the develop 
ment of that sector?

5. Is the contribution likely to be great enough to justify the 
use of the quantity of scarce resources that v/ill be needed;
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capital inveotmont; ̂ managerial talent; skilled labor; etc.

An ansT/er to the first question requires a study of the entire econoiriy.
Such a study may have been made hy the government itself in the prepara­
tion of an economic development program and in that casê  both the study 
and the program that rest upon it must be evaluated. These analyses can 
provide reasonable estimates of the general line of future. "?equirements 
for goods and services and thus furnish indications of the relative 
priorities of various projects.

To answer the secnnd and third questions require an analysis of the demand 
for the goods and services to be provided by the project. In a development 
profjram, some indications of demand may be given but more precise and de­
tailed estimates are likely to be required, The character of the analysis 
of demand or market studies needed will vary from sector to sector or even 
from project to project, for example, determining a .demand for a paddy mill 
project would necessitate a study of only a modest market area, but the 
assessment of a new gold mine mi^t well require a'study of the world mai’ket

The technical aspects
In the technical appraisal of a project, the basic question is whether the 
project is soiind from the techî ical and eTigineering point of view?

Sound engineering is fundamental to project preparation and appraisal.

Iviethods of analysi-s -vary from project to project. The need of consultajnts 
is perhaps the most common requirement to prepare or supervise the project
imposed by^the variety and con^lexity of factors to be considered. Con­
sultants cost money, but their services frequently save many times their 
cost.

Questions often arises co cerning:

1. The scale of the project, and
2. the location and layout or design of the project.. These are

technical factors that must be dealt with in projects of all 
kinds.
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The inan̂ ycerial ■aspects-
Perhaps the most difficult element of a project to appraise is management. 
‘If a project is to be carried by an existing’ org'cmizatioii, much can be 
learned about the quality of management from a study of what has happened 
in the past. '«Vhat often happens is that a management with past good record 
may be inadequate to handle a greater expanded operation. The majiager 
may be reluctant to delegate authority, since theae may be few persons 
qualified to handle the responsibilities delegated- But an organization 
run under one-man management is vulnerable.

The shortage of management and ability is one of the main difficulties 
standing in the way of economic development in many countries. Another 
difficulty is the limited concept of the role of management.

In general, the appraisal of management is an art and not a science and 
one has to rely on his personal judgement based upon his ovrn experience 
of men and affaires.

The organizational aspects
Closely relative to the question of management is the question of the sort 
of-organizational structure best Suited to carry and operate the project 
successfully. There are two parts: ’

1..What organization is needed to bring the project to the 
operating stage?

2. What organization will be needed thereafter?

In the operating stage - one of the most common questions, is the extent 
to which responsibility and authority should be centralized or delegated? 
The answer depends on the scale of operations, their geogi-aphical disper­
sion, degree of specializ’ation of personnel, and the number of persons 
to whom reponsibility could be delegated.

Internal controls must be reviewed since they are basic to sound organi­
zation.

For management to, function efficiently, the organization irrust be able:



1. to provide proiupt-reports on current performance that 
can be checked against both past perforoaiiceo :md pre­
viouŝ  prpjectiofts of future trends.

2. to provide sound budget and inventory control.
'

Finally, the analysis of,'*tĥ  organization must include questions about 
the adequacy of the traini;ig pvograjn. for the people to man the new 
facility.

Attention must therefore be given to the adequacy of training at all 
levels in the organization: from apprentices to candidates for manage­
ment.

The conmxercial aspects
Questions to be asked in appraising the project from the commercial 
point of view are;

1. VVhether adequate arrangement have been made for buying 
materials and services needed to consti'uct the facility 
and when construction is finished for obtaining povrei’

 ̂ labor and raw material to operate the plant and market
its product?

The financial as-pect
This is primarily concerned with projects that produce revenue.

•V) The fundamental purpose is to determine whether the enteiprise that 
will construct and operate the project is financially sound and, if it 
is not̂  whether and how it can be made so possible. Analysis examines 
two aspects of finance:

1. The amount of money required to bring the facility into 
operation.

2. .The sources of capital, the probable operating cost and 
revenues, prospective liquidity and financial rate of 
return in the operating phase.

There are three .stages of analysis:

First stage of analysis is to review the past financial statements and 
the' following: questions are asked:

4.
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1. Is the figure at which fixed assets are valued a 
realistic one?

2. Are the receivables long and unreasonably overdue':'
5. Do the inventory figures include unsalable goods'.'
4 . What are terms of existing obligations'.’
5- Is the depreciation policy sound'.''
6. i'rom the profit, how much have been paid as dividends 

and ho'ff much retained and reinvested?
7. Is working capital short?
8. Does earning include windfall profits?
9. Are inventories valued conserva-tively?
10. Are their contingent liabilities or revenues not appearing 

in the balance sheet?

Second stage of analysis is to determine how much money will be needed 
during the construction and break-in of the new facility:

1. The cost of goods and services required, including engineering 
services; allov/ances for escalation and contingencies.

2. The cost of other capital, investment is to be made during 
the period.

3. Interest during construction of new loans
4. Service on existing debts
5. New working capital
6. Promational, organizational training and other costs that 

may be connected to put project into operation - such as 
production lost due to poor product quality, break-in and 
adjustment of nachineiTy and equipment.

In the second stage of analysis, one factor that frequently causes diffi­
culties both on existing and new enterprise is insufficient capital. There­
fore, the estimated requirements of working capital should be based on 
realistic assumptions concerning:

1. The amount of stocks of raw materials, spare parts, goods
in process and finished products required

2. !^e terms of v/hich products are to be sold v/hich vrill 
indicate the araount of receivables to be financial

5. The amount of funds necessary to take care of fluctuation 
of receipts and payments, having in mind seasonal variations 
in production and possibility of delays.in delivering of
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Third s-tage rmalysis is to control the sources and to inalce sure that they 
are .’tdequate. Thre'fe kinds of financial projectionts should he preiKired:

1. All estimate of earnings during the consti’uc tioii period 
of the enterprise -undertaking the project, to detemiine 
the amount of internally generated fimds which can he 
supplied to the project.

2. A cash flow estimate - an estimate of receipt and
expenditures of the enterprise carrying &ut the project 
to determine whether funds are available when needed.

5. Balance sheets that show probable future and present 
financial positions of the enterprise.

Then^when projections have been completed it should be possible to form 
various judgement:

1. Will there be an adequate supply of funds during the 
construction period?

2-. Will the finaticial situation at- the end of the pei’iod 
meet the requirements of sound financial princijjles.

3. Will expected revenue during the operating period re­
present a reasonable return on-the capital invested?

4. Will there be adequate resign in the funds from 
operations to meet fixed financial obligations?

5. Will revenue be adequate to establish revenues needed 
for sound operation and for further expansion?

It should then' be possible to say v/hether the financial plan is sound 
or whether some change is necessary.

In the process of appraising a project, a number of targets, both 
physical and financial are established such as;

1. The amount of timfe Required for the completion of the
‘ various stages of construction

2. The amount of money required for the construction
5. The quantity of goods or services to be produced
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4. The unit costs of production ;it the planned level of 
operation, and

5. In revenue-producing projects, the I’ovet'aies vrfiicVi Uio 
•sale of these goods and sei'vicos will produce.

The process of project appraisal is a complex one. 'Jhe preceding dis­
cussion is oversimi)lified. It should be pointed out that no project is 
exactly like another -and that each has its ovm particular problem. The 
principles do not, however, vary, but their application in particular 
cases is subject to adaptation and refinement.
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1. Introduction

Executive Vice P res ident  John Barbour: I ' a m  in favour of giving the 

promotion to F red  Morton. He knows how to get others to work and 

how to build a team.

Genera l  Manager David Helms: I agree  that F r ed  is a good man, but 

he has not been with us near ly  as long as severa l  of the others, who 

are expecting this promotion.

Mr.  Barbour: David, you are probably right. But let  me ask you, 

what do we spend the most  money fo r  around here ? P a y ro l l  - that 

is what takes the la rges t  shave of the expense dollar.  Now, which 

one of the superv isors  out there is getting the best return for  those 

payro l l  d o l la rs?  F r e d  Morton, that 's  who. F r ed  has demonstrated 

during the past two years  that he knows how to get along with people. 

He keeps his people satisf ied; and what 's  m ore  important, he has 

the top production department. His people are we l l  trained; he has 

prac t ica l ly  no tu rn ove r ;h e 's  f i rm ,  but they st i l l  think he is a great 

guy; he knows everyone in the department; he always seems to know 

how his people w i l l  react  and exact ly  what they can be expected to do.

Mr.  Helms:  Yes ,  when you put it that way, I begin to see what you 

mean.

Mr.  Barbour: W hat 's  m ore ,  a man who has done that kind of job is 

needed in a b igger  job. He develops people and makes money for  the



company.  Wt- want m o r e  of  both. Dav id,  you talk wi lh F r e d  Mor ton 

and tel l  him that as of  the f i r s t  o f  the month he wi l l  be plant super-  

inten,dent. .\ny man who can handle peop le  the way he does d e s e r v e s  

a b i gg e r  job.  In the mean t ime  we  '11 have the n e c e s s a r y  mee t ings  to 

make  the announcement.

It was in this manner, and for  these reasons, that F r ed  Morton became 

plant superintendent. He had been a foreman for  only two years  and 

was promoted over  three senior foremen, because he knew how to 

get results through people.

It w i l l  be seen f rom  the above conversation that the abil ity to lead 

people, to get along with people and d irect  their energ ies toward 

des ire  goal achievement is the most significant factor  in the success 

of  men and enterpr ises .  No business w i l l  p rogress  without l e a d e r ­

ship. The rea l  advantage one organization has over  another in a 

compet it ive  economy where  each can bring essentia l ly  the same p r o ­

ducts and machinery is the quality of management. Leadership  

decis ions determine who are employed, how they are trained, what 

supervis ion they are given, and even how they p e r fo rm  on the job. 

Leadership  decis ions determine whether the company grows, what 

products or se rv ic es  it o f fers ,  what direction it takes. In truth, the 

most v ital factor in eve ry  business and industrial enterpr ise  is the 

ca l iber  of its management leadership.

2. What is L ea d e r sh ip ?

In the era  of rugged individualism and "bull of the woods"  direct;ion 

of la rge ly  uneducated groups. Leadership  consisted of physical strength 

and a show of fo rce .  T o d a y 's  e f fec t ive  leader must l ive  by today 's  

rules; the old ways not only are ine f fect ive  but often result in nega­

tive react ions. The modern leader  must operate f r om  a sol id foundation 

of knowledge, usually based on fo rm a l  education and company- 

init iated p rogram s,  and the pract ice  of techniques founded on success ­

ful exper ience.  He must lead through persuasion, through example, 

and through se rv ices  rendered.

What is leadersh ip?  F ie ld  Marsha l l  Montgomery  said: "Leadersh ip



is th(j capacity and w i l l  to rally men and women lo a common puf -  

posc" .  Roy A. K i l l ian  in his book named "Managers  must lead"  

said: "Leadersh ip  is la rge ly  a rational proc.dss which become the 

foundation for  subsequent action. Popular ity  is not its chief end. 

Rather, leadership concentrates on e f fec t ive  relations with others, 

maintain respect,  but at all  time,s is or iented toward fo rward  m o v e ­

ment and achievement" .

However ,  Roy A. K i l l ian  also s tressed  that the abil ity to lead people 

and d irect  their energ ies  toward des irab le  goal achievement is the 

most  significant fac tor  in the success o f  men and enterpr ises .  The 

speed of growth and the eventual height reached by the man who 

expects to move upward in accomplishment and monetary  reward  

w i l l  be determined by his e f fect iveness in leading others toward 

established goals. No business w i l l  p rog ress  without leadership.

M r .  Ake Hult f rom  KVE-Inst i tute  said to the group of delegates who 

attended the Seventh International Co-opera t ive  Seminar at Sweden 

that Leadership  is to im prove  people better,  to make group better, 

to interest  in a man not only in a goal.

3. What makes a leader  and the type of leader ?

Leaders  come in assorted sizes and shapes. Some exert  leadership 

through pol i t ica l  position, some through mental bril l iance,  some 

through creat iv i ty ,  and sti l l  others through e f fec t ive  organizat ion. 

Exper iments  have revea led  that leaders  em erge  when there are 

prob lems to be solved. In the absence of prob lems,  people remain 

an undirected mass;  but when diff icult ies to ar ise,  those who find 

it to their benefit to have them solved accept the leadership  of the 

person who can point the way to acceptable solution.

In short, the leader  usually em erges  because of the men in the group, 

the situation, technical skil l ,  manager ia l  skil l  and strength which 

means financial lega l  or physical.

Speaking roughly the leaders  can be divided into 3 types:

a. Autocrat ic  - the dictator who fo l lows the advice giving method



b. J^cmocratic - the leader who seele advice,  suggesfe a discussion

and fo l love lhe consultative management method

c. F r e e - r e in  - the leader who lets the men solve the problem

th em se lv e s .

4. Leadership-qualit ies needed in manager

A  good manager should at least  possesses  the fo llowing qual if icat ions,

1. He must maintain respect.  It has been asked many times and 

debatted at many leve ls :  what should the relat ionship be between 

the superv isor  and the superv ised? Extremes of o ve r fam i l ia r i t y  

or detachment can’ be detr imental to the group 's mutual aims.

The appropriate relat ionship can be summavised in one word: •

r e sp e c t . He must respect  the individuality, the dignity, and the 

needs of everyone in the group. He must, through example, 

integrity, empathy, and o ve ra l l  abil i ty deserve  and rece ive  the 

respect  of others because of  what he is and does. Unless he has 

the respect  of others,  they w i l l  d is regard  his attempts to lead 

them. The instinct, the impulse to turn toward another person 

for  direct ion begins with confidence, builds on respect,  and 

eventually becomes a wil l ingness to fo l low. The superv isor  wlio 

expects to l e ^  must create the proper  relationships with his 

people and retain their respect  in order  to m er i t  their wil l ingness 

to accept his leadership.

2. He must work  e f fe c t iv e ly  with people. The handling of people is 

leadership in action. Human resources  are the pr incipal asset

of the leader,  and it must there fore  fo l low that his own contribution 

to the group e f fort  w i l l  be dependent on his success in ut il iz ing 

those resources .

E f fec t ive  leadership must be based on an identif icat ion and s k i l fu l  

implementation of all  the established pr inc ip les  of good human 

relationships, beginning with a knowledge of the fundamentals of 

psychology and moving p ro g re s s i v e ly  to a blueprint for e f fect ive  

team uti l ization. It is a recognit ion that everyone is an individual 

and must be dealt with as an individual. It is an identif ication of



the response or job per fo rmance  required for  results and a 

wil l ingness to exert  the appropriate influence in o rder  to bring 

"about this type of job behavior.

E f fec t ive  relat ionships with others involve the use facts and a 

rat ional approach. But they must also go the extra m i le  - which 

is often the most  dec is ive  one - and make maximum use of e m o ­

tional appeal. Emotional appeal involves an understanding of 

ourse lves  in o rder  to e l ic i t  the des ired  react ions in others. Too 

often we think of it as being res t r ic ted  to poli t ics or moonl it 

nights. However ,  it is genera l ly  recogn ized  that response to 

a sales appeal is based m o re  on a subconscious emotional 

reaction than on a conscious rational process .  It fo llows that 

most  successful leaders  have learned to pract ice  the art of 

emotional appeal. Just as the adver t ise r  knows the appeal of 

status, acceptance, and belonging, so must the production or 

o f f ice  superv isor  learn that emotional appeal can be used bene­

f i c ia l l y  in human motivation.

3. He must be respons ive  to the needs and des ires  of others. Mana­

ger  must be suff ic iently responsive  to both the im m edia te  and 

the long-range needs and des ires  of others if  he expects to 

continue to lead. He cannot be all things to all people, but neither 

can he lead in a f r e e  society without being sensit ive to the 

des ires  of those who are expected to fo llow.
*

4. He must be knowledgeable. Leadership  hinges on knowing m ore  

about k subject and being able to supply m ore  of the answers than 

one 's fo l lowers .  Will ingness to fo l low depends on this abil i ty to 

supply aj iswers - and answers w i l l  be forthcoming only i f  he 

functions f r o m  a base of superior knowledge. He must understand 

the total situation: its past, present and future, how it affects 

others,  and how it is a f fected by other influences. He must have 

broad genera l  information, the details of the systems and p r o c e ­

dures, and an understanding of the techniques involved in the 

business enterpr ise .

5. He must have c lear  thinking, or the intel lectual  abil ity to recogn ize ,  

analyze, and so lve prob lems.



61

6. l ie  roust have teaching abil ity. That means the abil ity to convey 

ideas, instructions, o rders ,  understaTidings or suggestions or 

others in a cxDmprehensible manner.

7. He must possess super ior  motivation. F r o m  the standpoint of 

^achievement, knowledge is of no value until it is set in motion

by motivat ion. A  manager should have an intense des ire  to get 

things done and to involve others in this activ ity . He must 

recogn ize  that he can not motivate others until he is personnally 

conv inced and is st imulated into action. Mot ivat ion not only sets 

energy into motion but is responsib le  fo r  keeping it moving, 

and it should be of  such quantity and quality that it brings e v e r y ­

one else to the same point of energet ic  action.

A  manager knows how to motivate others on the basis of their 

s e l f - in teres t .  L ikew ise ,  he can increase  his own motivation 

by identifying and enlarging on those things which are to his own 

' se l f - in te res t .  I f p roper ly  uti l ized, these in turn generate an 

insatiable need to move fo rward  to g rea ter  goal achievement.

A  manager who is not highly motivated is not l ike ly  to mot ivate 

others.  Since se l f -mot iva t ion  is indispensable to his success, 

a manager who wishes to accomplish results through other people 

must recogn ize  that their w i l l  to contribute is d irec t ly  re lated to 

their conception of how his contribution w i l l  benefit them.

8. He must be inspired and enthusiastic. These qual if ies are elseby 

identif ied with the mainstream of on-going leadership. There  

are unusual character is t ics  of enthusiasm that may be compared 

to those of a. communicable disease.  Enthusiasm is contagious;

it spreads to all those within its sphere of influence. However,  

it can not be spread unless it is f i r s t  possessed  by a manager 

or a leader.

Many managers who seem to be fo llowing all the rules of e f fect ive  

leadership come up short in their e fforts to reach maximum 

potential fo r  themselves  and their groups because they do not 

possess - or have fa i led  to t ransfer  - the qualities of enthusiasm 

and enterpr ise .  It is these qualities which cause other people 

to work  with m ore  dedication, hold on a l i tt le  longer, and have 

m ore  respect  for  the one who leads them, and it is these factors  

which mean the d i f ference  between success and failure.



9. He taps and ut i l izes  e ve ry  resource .  The automobile which does 

not use the energy  potential of evei^y ounce of fuel and every  c y ­

linder has wasted power, reduced e f f ic iency,  increased operating 

costs, and slowed fo rward  p rog ress .  Just so, a manager who 

-accomplishes most and moves fastest is the one who recogn izes  

and util izes e v e ry  resource  avai lable. And one who fai ls  to 

ut i l ize  e ve ry  resource  not only impedes p rogress  but wastes 

potential - people, machines, money, g o o d w i l l ,  organizat ion, 

public re lat ions. The super ior  leader recogn izes  the contribution 

each resource  can make and then ski l l fu l ly  meshes them all

into a smoothly functioning pattern which m oves  toward goal 

achievement.

10. A  manager capita l izes on the organizat ional environment and the 

leadership of others.  Pa r t  of the potential available to the indi­

vidual leader is that of the organizational environment in which 

he works and the leadership of others who can contribute to his 

own accomplishment. He determines exact ly  where his duties 

and responsib i l i t ies  f it into the organizational structure of the 

company - the people who supervise him, those on his own level,  

and those he superv ises .  A  c lear  understanding of this function 

revea ls  what his responsib i l i t ies  are as w e l l  as what they are 

not and g ives  him an opportunity to make e v e ry  e f fo r t  to improve  

his working relat ionships with these three groups.

The e f fec t ive  manager or leader  u t i l izes  the leadership  potential 

of other leaders .  He learns f r om  them, profi ts  by their mistakes,  

enlarges on t-h'eir successes, in o rder  to move forward  in his 

own area of interest .  This he does by working within the accep­

table f ram ework  of company organization and proper  human 

relat ionships.

Leadership , then, is many attributes and qualif ications. On 

addition to these l is ted above, there might be other qualities 

which m ore  or less  contribute to greater  e f fect iveness including 

judgement, dependability, adaptability, init iat ive, se l f -conf idence,  

ambition, m ora l  courage, the w i l l  to win, and a wil l ingness to 

work longer and harder than the fo l lowers .



We know that this is not a complete  presentation. Of course, there 

may be many m ore  qualities required in manager, which can be 

added. I ’ his depends upon indiv idual 's  thinking or idea. However, 

we hojDc that our presentat ion wil l ,  at least, g ive you an idea as 

to what a good manager should be.

ooo 0 ooo
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"PRINCIPLES OP LEADERSHIP"

ReTX)rt from group work - GROUP I

I. Analysis of Leadership;
1, What is leadership?

a. In dictionary - to "lead." meajis to guide, conduct, direct
h. Field Marshall Montgomery is reputed to have said "Leadership is the 

capacity and -will to ;rally men,and. wojjieti to a common purpose.
c. Leadership from the behavioral scientist point of view - the sum total of the 

behavior of an executive in his direct relations with subordinates.
d. Leadership is understood to be that skill of a manager or supervisor 

which enables him to persuade subordinates to work or apply themselves 
with zeal and confidence.

2. What Makes a Leader?
a. The MEN or group
b. The SITUATION.

The leader usually emerges because of
a» technical skill
b. strength - financial, -legal or physical
c. managerial skill

Experience and pioneer studies indicate that the following are basic traits of a 
good leader.

a. Responsibility - the ability and willingness to accept the burdens that 
go with handling people, funds, assets, plans and programmes.

b. Judgment - the ability to decide earnestly about the technical affairs 
or human relations that come under his supervisiGn.

c. Clear thinking - the intellectual ability to recognize, analyze and solve 
problems.

d. Teaching ability - the ability to convey ideas, instructions, orders, 
understandings, or suggestions to others in a comprehensible manner,

e. External abilities - abilities relating to others such as ability to 
inspire confidence, to arouse dependability, to build loyalty, and to 
convince others of fairness.

/



f. Internal abilities - abilities relating to oneself, such as dependability, 
resourcefulness, adaptability, initiative., self-confidence, humility, 
patience, honesty, courage etc.

g. Physical abilities - the health or strength to work long hours under tiying 
conditions and the physical appearance to impress clients, customers, 
subordinates and fellow managers.

Types of leaders
Autocratic - the dictator who follows the order-giving method 

b. Democratic - one who advice and suggest a general discussion and
follows the consultative management method.
^ree-r£in - who let the men solve the problems themselves.

II. Htunan Relations ^  ^  i... \

Tree ui ||
Man*.4|er' lO*rl6«.r-

A good leader gets results through people.
People must be treated as individuals.
Foundations for good relations

1, Make best use of each person's ability
2, Let each worker know how he is getting along 
5, Tell people in advance about changes that will affect them.

Rules in HanAling People

1. Know your people better
2. Understand and recognize their needs 
. Remove the cause of discontent
4. Make them feel that their needs are attended to and they are cared for
5. Give them a sense of psychological satisfaction.

III. Commfunication

Definition - the process in human relations of passing information from one
person to anotiier.

ilanagement -----^ Elnployees
Leader ^.. ■ ^ People i

There must be feed back. Make receiver to talk.

. . I



People listen with and HEART.
To get a man to act of his own free will:
You nmst break two walls;

*

1. Intelligence
2. -Feelings

Rules on How to Gommxinicate;
1, Think, prepare and plan
2. Transform thoughts into well selected words and pictures
5» Strengthen the message
4. Repeat the message and transmit it on seveial channels,
5. Direct the message and concentrate it on the person recfeving it
6. Talk with a person and not to a person, and check by asking questions.

Organization

- Tool of Organization needed "to survive"
Group must have a

\ - Positive common goal to get action of free will.
Aspects; Economic, Technical, Human
Rules in Organization
1,' hVery man must know the goals
2. " » " " " what is expected of him
5. " " " " how his job is connected with others
4 . ” " " " the rules.

§



Induction

Rules in Induction
1. Get ready
2, Make him welcome - tell him he is needed, and there is a desk waiting 

for him. Make him a memtier
Show that he is wanted. Tell the company story through your experience. 
Explain the goals of the organization, his place 3X  the orffanization and 
the job expected of him, Hfeke him feel important, that he belongs (unity) axid 
that he is responsible for a .job to be done (responsibility).

4, Train him and
5, Follow up

Importance of Induction 

From Standpoint of Hnployee

1, Create a favourable attitude of the organization (feeling of welcome)
2, Establish a feeling of belonging
3, Facilitate learning and teamwork
4 , Proopontc of advancement

-From fenagement. Stajndpoint 

V, Reduce turnover
2, Save time and trouble for supervisors.
5, Reduce grievances

Giving Orders

To get better results:
1, Give information and reason why Job has to be done
2, Adopt order to situation
5, Order must be clear and precise

s



(i r.i

v r

A m;in with gprlev: nces may be corai);uvd to n. I'ti.llooii. 
He ia Tull of Mr, uiiicri',j. Let hini t;Jk until he is 
empty. Follov/ these rules:

Formula

1. Listei' with tin open mind (your opinion does not mattei’ at all. 
Find out his viewpoint, don't inl.eruptl)

2. Try to find out the real problem (the grievance may be different 
from tho I’eal problem)

5. Ge-L the facts

4- Be definite in your answers

5. Get an agreement

Conclus ion



s-jjDisH co-opEaft'i?rv3 o’araeo ^  ̂
Seventh Intextiatlonai Co-operattva Sminar 
April 7 -  July 6, 1969

Roporf from rtovlp work »Anfl.Tysls of Edaeation"
SHOO? I

I. \7hatare the acute needs of education?
1. Economic aapecto,

a, efficiency in nanagenent and business operation to increase 
volume of business.

V

b. to give preferance to co-operativo products, to compete effectively 
against private sectors-

2. Social aspects
a» to bring -in more menbers
b. to promote better understanding of co-operative concept.

3 . Human aspect
a® to improve the attitude towards the co-operatives.

II. \7hat. shall bo taught?
1. lianagenent and staff, elected members representative
a., co-operative principle and objective, methods, rules, policy,, 

teclinical subject, art of management, principle and technique 
of leadership.

2. members
a. co-operative principle and objectives, methods and roles, policy 

knotrlodge about co-operative products and oervices, general 
laiowlodge for better living and farming otc.

3. public
a. co-opGrativo principle, attitude, concept and general knowledge^

III. IIoT7 shall it bo taught?
a. organize training programmes 'such as discussion group, conference, 

lecture, seminar otc.

b,. utilise naca connunication media auch as TV, radio, magazine, 
newspapoi's, printed literature, audiovisual aids etc.



77
00-0P*r<ATl'/;i'

Seventh Internati ona3 CJo--opei"atlve Scsnur:£jr 
April 7 - July 6, 19̂ 9̂

Report froa fyroup ?/ork 
GROUP II

AIIALYSIS OF EDUCAglCIT
1 . The acute needs of education are:

a. To nake 3*,7arc of the position

b. To kjaow what tho aims and objectives arc.
c. To understand tho ways and means by which tho objectives could 

be achieved.

2. V/hat groups shall bo taught?
nLIcmboi'S

b. Leaders
c. r^nagement executive and ntaff
d. The puolic

5. V.Tiat Ghall be taû jht?
(l) To laeabers:

a. The by-lawD, rules and princijjles
b. Ejcercise of powera, duties, rights and responsibilities.
c. Infomation of day to day activities 
dv Sduoation in npecial fields,

(ll) To .Leaderc:
Co ~ Go as above
d. All aspects of manageL->2nt, supervision and control 

(ill) Jrlanafeaent executive and staff:
a. Puaotional oanagenont eg. tochniccl» eicnomical and porK.-'.niicl 

(IV) 'niG_. public;
Qo G-eneral iixCori-iatdon on tho bencfiis of cj~opcrative r.otivitio'- and 

co-operativG concopts,

4* How shall it bo taught?
(l) Ioa.bors and Leaders;

a: study groups, study ciixjlec, and gi'xap discussions« 
b'. Jourmloj ne'T/-3papex‘‘3 c-'jad pe— booko etc,
o. Linden '.if ’'•’•"'.s r.nd uG~onst’7c r.o'i'j



v g
( l l )  1 aTiae'esiL-aG executivt. and s t s f r ;

a Corx’ocpondGr.co BOTirses

b, Specialised coui'ses and seir.inrrn«

( i l l )  ^ le  p u b lic ;

In fom ation tlirough po3i;ers, laer/spapei's, x'adio^ 

and magazines.



SWEDISH CX)-0PSRAa?IV3 CJIiSWRS 7  ̂
Sevenht Intomational Co-operative SeMnar 
April 7 - July 6, 15^9

Report from group troik
GROUP III

"Analysio of nosds and techniques of co-operative education”

IThat are the acute needs. of Qducation?
1. Ifenagement Education and Training
2. Motivation of members: 

participation, communication, information
3. Development of sound leadership
4 . Greeting a ouitable oocio-economic climate favourable for the 

CO-operativeuo
Jlxplana fcion: It vrac thouglat that co-oporative development cannot 
take place in a vacuma, and it woe neceasary not to neglect the 
Docio-economic environment in which they aro places for educational 
purposoo.

N.b] The above needa are listed in order of priority. There wac a strong 
view expressed in the group that 'motivation of memberr,' night 
precede 'I.'ianagement Sducation and Training'. On practical consideration 
of limitationo of resources in developing countries, n higher 
prioril̂ r to nan^aient education and trainin̂  ̂was considered appropriate. 
In the alternative (l.) and (2b) may have to proceed almost simul­
taneously.

' ScJI.Yfliat''̂ =roupa shall be taxight̂ '
2N.B. 'V/liat shall be taught' depends very much on ’what groups shall be

taught'. Hence this itea is placed first. The target groups are listed 
in order of preferance belov/.

1. The Co-operative Educa-t.orB
2. Iferiagement Persomial/ other employees,,
5. Office-bearers of the Cb-operative Society, the Board of Directors, 

Ghairman etc.
4̂  Members of Co-operative Societv



I  - <go

..'‘xpJ .a iU a I c n ‘: s.*- i n  i» B ' a c - r i ' i i g  v i g y / vtoc

Qono members of the discucsion group that firoc priority lioul̂  be 
given, to the target groivp listed at (4*) above viz. r.isnbcro

A
^o-qperative Gociety. The same consideration mentioncifi ’.r N.B ‘ are 
valid here vis-a-vis 'Uanageraent Peraonnel’ moreover the asc’Jia? tion 
that the 'Co-operative Ed sators' of the right '«.ypey ,̂lio r;uulc: 
introduce ooiind programmeo of co-operative education nn! training 
aro themselves available iu open to question. Therefore '̂ firelopnonb 
of this target group v/ould deserve the highest priority, tsnd ir, 
accordingly placed at no (1 .) above
Education of the Public and potential aen'jera carjio-; 1-.c I • 
neglected, and this has been accordingly included 
Govt. Officials are vitally concerned in most of the dex̂ oiopirs' 
countries - either directly as Registrars etc or indirectly a che 
policy and administrative levels, and there is a need To? npeclally 
educating and training them.

III. V/hat shall be taught?

Theo'iutsfes! and curricula trill have to suit the needs and requir̂ icenta 
of each group, also caking into account their levels of exp3rieice etc. 
These would require to be worked out in detail. Onli/" broad ujcope and 
outline of thece comser is indicated below in order of tLo xargo'l. groups 
mentioned in II above;

"* * To Co-operative Educators t
a« Principlcc, theory and practice of co-opei’stion
b. Background to political econoiny (including introduction to basic 

principles of economics)
o. Principles of leadership and mnagemGnt
d. Principles and techniques of education including une of iudio-v!‘T1’ '’ 1 

aide.
2» To IJanageaent Persomels

a« Principles and practise of co-operation
b. Principlos of leadership
c. l^inciplos of business managsment including financial, porsosinol, 

office management and procedures.
d. Training in specific areas of activity such as 'laai-koiingj sales, 

tp>chno].og:!.cal aspects otc.
Co-operation Lawy by-laws etc 

f« ZLomenta.u'j' knotrledge of economics, mercantile ian-sj trado ba.



<d!
^' Q̂ - cG" c *  1 V :;b9-''s__o f Boar;"_3

a. Co-operaiiu;. “)ri:i';ipIot'. r.nd p.cac'LIce ii'^ iv lxng lac  by-lrv,

a llie c  ia'-'-ij et'^'c^cir j  •'io~opoi uc o 'o l.iss

b, Lca'I''-"!' 1.’̂-' I't’i''' ;̂L"..rr,iplo‘̂ oi xr ri’cliu'J-'l  ̂ i
c .  fG d u i i . r ; . ’ ''.'', c <=» ao " s r a t l c  c-.znrcx'^' o f  j v - i p o n s j b i  3 ' o ;;.

4

PrincipJr.fj nr'l pracbicf of co-Ln'Tnbici 
1) Ey-lw" Oi aO'-'intji conduct of raeetiji£,’y otc-,
Ct Tectalqiî r "'o'̂ deaocT̂ -cic participation rights, obIl"atto.:c a’lc 

of nrwh-̂ roci
d, Tn-f'o.jiatiou '•■bout co-operatives and allioC matter’s.

5- loton&lal i!ie -u îr:; an/ T-ublic
a» T̂ 'hy coopR''’n'’i ■'.ou rier-cl -  sjocia] and er-ononic aopecc

b, Varioun of co-opo^-abivec; oxpliiin Iho lr orcgcuiSv-j’>,lou

Cu AchiG-va loutr, o f cc<-op«-rativeo Jn <*lfieTeiiL f;ector3 

(1, 'ilc-71 to o^'g^nizQ a j)«v7 co-opex'at5ve sccleLy - covor o-i'ganlKatXv'>*in .̂. 

firiannial ni ic.Ouional Rud otlier aijU.j;::

Govt̂  Qfficlalj
Ae Higher Lev̂ ê :
ao Principle'' nni p”*̂. <.iĉ oC Co-rporat--.on 
■b« ICnO'CflGd'je of "oorc.'sfoa Go2aotili.itlot!. etc,
Ca Ca~or)ox‘-ullvs I. Al.-.isi lOTSji liiSGHj, prccc.'Ivu'oa otc.

da Prerln̂ : o'* c-i .op*'»r;-jtiv-'- j b.latiou
Qj B'isliie'3 ̂ ' iarase 4 3« ia Jvdiu,-̂  pprson-^G^ mrâ joiusrt/les Jer^iup

f  Plaanirjj -  ‘P r ^ ^ i^ la s  nnd tGchniq.ues

g:! Organiaat.lt,->5 pjro-uobica. and rc5gistraticn of co-opera’cires
h , 33anltir^g i„icj,vdii2#T Rcs5-i.''Ve/''’eiiti‘a l  Bank

i, Pint, c.'ad5.t»&upervisian,p control of cc-operat ’ ve
o r g a n ' s

j j  ; To ̂ 5 */a »';ior rd at ualoa tJ on v t̂tCliAioues

S. laxn c lovf̂ in
leletG oc:: = of ibove iteat: and u-̂ Vc 1'; -'.ora jol oiderA''-'! f ' 

functiorv „ 

notr.ahall .it pJl
1, Co-operati to jlduca tors

SmilnsTM, coni’er̂ 'nocSj. v/'̂.rir'̂hopc, atuiy laoiuros / e
3QEiinars - .iito'r.'inSlorif i ccfi''ororir.eos G-ai''oa atudieo of 
infox’qiati i, '’lal / selRcted fxl'un.



2- Ilnaagement _ Ferapma 1
Pull courses at trainina- institutes, apccially ort-aniacd oGninarn
and coiiferencss / ctudy woricshopa and c ndicatos / films / ntudy visits
and case studies / guidal reading mtorial / nunply of info mat ion,

OfficG Bearers / IlGxabors _of Board etc.
DGninarst conrGreacea / filmss information, / lectures by experts etc/ 
otudy vicits / short courses arrangod by .̂pecial training iantitutoos

• H.B. Combined ohort fiinotional coxiroes for chaimon, office bearers and 
top managiaig peraoiinel for a opecific ooctor of ihe co-operativeo laay 
be arranged in add5.tion wi'tia ad-rantâ ê*

4» neiaberG.

a. Local rogional Deminars
b. Study viylta and conducted -̂ ourB to co-opej-ativoa
Cl Inforaotion .and supply of literature in aimple 3^n^;age 
d» Cbi'respondenco uoursos
B„ Fi3jns, pootej-’Ss charta, aano, granh" - audio-visual fcecbniquoa 
fo riadio and tolovisiou

5” Potential Ilenbqrs and Riblic 
a® Infornatior. raid literature
b. Radio, tsleviaion and films
Ci UniversitieD and oducational insfcitutiojas (to be deployed in varioua 

^aya)
d. Youth foruEifj
er Party - pol.itical progromae 

O ffic ia ls

a, Soninurs / OonfGroncau (internal <5; lictemal)
b. GoursGs in tra1ni:ig inatitutos or oo-operative ’Principles 5: Practice’ 
c» Itudy *vrir_,ltc
d« 3elsctiVe and guidal reading'

CacG otudieo
fo Attacliaeirl for brief poriods to varioua institutional departments etcj 

and q1:uo Osntral Bank,, connected -ŝitia co-operatives and co-operativs 
plamitng and de-/elopuejit

g. Case atudies
h, Goryespondenc® ootirsQs (for lower officials)



bTfiHDIfJI GO-OP̂ l\TÎ Til Ĉ 'fTRS
Sovonth Intoiiiational Co-operative 'Seminar
April 7 ~ July 6’, 1969

•'PEMGOGICflL PHIHCIPLQd" _ Hr Lennart Ek, KVE 
I&y 5, 1969

1I0:̂ ;LIL OTRVS

1 . Goal
2» Healifjation
3. Evaluation

I0 Planning
2, Tlie lectiirc
5. 'nie receiving 
4* Retention 
p. Control^^^^j^^^^^

I. Plannijŷ  of education

1 , V/liat shall bo taught?
Level of ntudents ' a. Icnowledge

b. ability
2. Goal of education

a. Coranon goal b. Goal of studies

5. Contents

4 . Planning of time
"lion raul'fca sed multUEi”



<2^

11. Th.0 Iccture.

1. Preparations
2. Introduction
5. Toacliing
4. SuniEiazy

III. The recoivinfi'

Ko activity 
I'To Icai'ning

Three kinds of fcroup acjiyities

1. Di'TCuacioA

2, G-roupr/oiic
5. Collectiye tasks

c/ayc



1. ]jrircy quention 
'2, fihortan,:v<er question
3. I'UltipIe chojcc* quecllon
4 . Ti'ue - false question

Thorndike and Ilagen
"I.Ieasiirenent and evaluation in psychology and education."

GROUP V/OHC (riay 5, I969)
Analysis of cducai.ion

I'/hat are the acvitc neods of education' 
T/liat shall bo taught?
\Vl\nt t-;roup£3 shall bo taught?
IIOT.7 shal3 it bs taught?

Hanlci

1. Organize the material and Liake it concrstop
2. Plan the oduoa fcion so tliat the student p/ill get an 

opportunity- to work with the material and be active.
5. Do not leave v/hat you once taught, but return to it and 

rep3at«

4 , Create c. v;ill to learn (activate) ^

5 , Let the ctuclonts know irhen they arc nnking progress.



Iu.f (-VOP

latorictioanl Co-oporativo Ganimr
7 -July 6, 1p69

gxo r-3tttTO of Ifanagtmeni 
\/hat io Utoagemeat?

JtoDscnent is Hio org,anisation caQ control of hmaan aotivity 
diafootod towards opecific esido.

«•••»

IJnnn̂ emont techniques are qyatsEotio proosdiirea of iijveatigatlon, 
plonaiug or control which otm bo applied to all amanagement pa?obleao 
of a given typa xTherevsr -iiioy say occur.

Hothod otudy io the ayeteaiatio recording, amljrsia and critical 
escaninatioa of oxistiag and proposed mya of doing Trork and tho Method
devoloiraent and application of sasior oad more sffectiv© aethoda.

Work Esaaurcaaent ia  the appllcatioa of lechniquoa deaignod to 
eotoblioh the troik content of a opoclfiea tank by detsKainiag the Timo 
timo required fo r  carrying i t  out at a dg?inod ctandoTd of per- 
fofflaancG by a qualified  w iko r. •

A procees oiiart is a graphic representation of the sequence of evento 
or cteps that occixr in the \70xk method oi* procedure, claoaifying thetji 
by ayabols according to the nature of tho evento It io a device 
for viowliaiijg a procedure for tho purpoae of improving ito

An oporation procesc chart is a grafMc ropreaontation of the 
sequonco of all oporationa and inspootif>no involved in a process or 
procsduro, in tihich the entry points 0/ nateriel are indicated.



A flow piooQca chart io a ohart ootting out the ooquenco of tha flor/ 
of TTOik or of a product^ or any part of it, throu#^ the factory or 
dopartiaeat by rdoording all tho Dventc under rsvleu, using the 
appropriate ays tea.

AtJtivitiee In the fixot oategoxy m y be subdivided into three gfroupa:

<* "MAKE RMDT' act!vities,roquirod to prepare the material or work­
piece and aet it in poaitioa ready to be uoriced on. In the example 
in figttĴ e 11 these are represented by tho loading and tMnsporting 
of the en£;lne to the dejproaoiss shop, tranoporting it to the oleaning 
bezicheey etc.

• "1XD" operations in uhloh a ohango io mde in the ohape, ohemioal 
composition or physical condJLtion of the produo.:. In tho case of tho

' example these are the dismantling, cleaning and degreasing operationct

* “POT AV/AY” aotivitieo during which the Trork ia moved aside from the 
machine or YWiicplaceo ®ie “put away" activities of one operation may 
be the ••make ready" activitieo of tho aeact as, for example, transport 
between opera'fiona from the dogreaoer to the cleaning benches. Putting 
parts into otortrge, putting lettero into an "Out” tray and inspecting 
finiohed parts are other examplos.

tho PUHPOSID for which "
the PMCE at which
tho SSQUEITCiS in which
the PI3RSON3 by • whom
the ME.JLHS by -CThich ^

ELILtEM'PIlliGr"'

with a vievT of CaHBINIHG
m E a A N G m

or
g^ipiiipyim

tho activities aie xmdertaken

those activities

u u % E / m



SYTXISn C0-0?2RATI?B CMTHE
Seventh Intematioiial Co-operative Semiaar
April 7 - July 6, 1969

IMPORTS 703 EANGKr-C

Topic Authors
1. ''Reorai cmeat snd training of managerial porsarmei CTnib

for larges.’ co~operatiTe e a t e a ^ p r i a o s . E e s h p a n d e
2. "Organisn'bion and contents of staff 'tr̂iiriiiaG’ 1-in

rural co-operatives at villegs level..’' Thani
5. "Meirber Edxication. Aim, contents and organisation..'' Lee

Kim
4* "Tlie Institutuon of Honorary Leaders: Role a;id Eaju

LjLmt<sticnss" Yaran

5. ’'Efficiency and Democracy: Relationsiiip befcv;oen Wijetungs
■’osard 01 "̂ irectoĵ s and Tianagers in Co-ope'cati-̂ '5.'* Prathapan

6. "Hcle of {mm^ammUmae) leaders in a co-opn-’£ ti'‘”Q Lax
radvemeut, heavily infl-aenced by the Goven>iken-CcPatel

7- '̂ Criteris for eralaatin" investment projeota." G-sreia
GiiGvar’̂ a

8* "Leadership qualities r'̂ quirec’ •’‘n msnpgoj’s. ■' Sevntacai
ret,jaiaro»^?ir c ■

The papers shoiild be of a len$»h not e3cc.'->ec;in.'’ 0 ',/poi 
pages, and not less than 4 .
Manuscripts should be dell'ered ai: the latoal o" '•E.day tT-;me 2-



C O - O P E R A T I V E  C O L L E G E  

VIdIT OF AJIAN PARTICIPMTJ 
PROM THE 3./EDISH CO-OPEMTIVE CENTHE 

Monday. l6th June to Thursday. 19th June.1969 
Tutor in Charge - Mr. D. Rushton 
Seminars to take place in Room 31.

Monday, l6th June
Arrive otanford Hall 6.U5p.m.

 ̂Evening Meal 6.U5p.m.
( Allocation to rooms 7.15p.m.
Tuesday. 17th June 

 ̂ Breakfast 8.00 a.m.
f
Education in the British Co-operative Movement, 9.00 to
The function of the Education Department and 10.00 a.m.
the College. Mr. R. L. Marshall
Mid-morning break 10.00 - 11.15a.m.
Member Education Mr. J. Hammond 11.15a.m. -

12.15p.m,
Lunch 1 .00 p.m.
Visit to Derby Co-operative Society 2.15 p.m.
Evening meal 6.4-5 p .m.
V/ednesday. I8th June
Breakfast 8.00 H • IB •
Visit to Melton Farmers Ltd. 9.15 a.m.
Lunch (on return to Stanford Hall). 1 ,00 [p«in •
A British Retail Society - its structure and 
operations. Mr. R. /ilson

2.00 - 3.00p.m

dtaff Training Mr. A. Leader 3 .3 0 - I)-.30p.m
High Tea. 5 .0 0 p.m.
Coach leaves College to Nottingham Playhouse 
for the performance of George Bernard Jhaw's 
V/idov/ers’ Houses' (Performance commences at

6.15 
7 .30p.m.)

p.m.

Thursday, 19th June
Breakfast 8 .0 0 a.m.
Coach leaves for Loughborough Station. 1 0 ,1 0 a.m



STUDY VISIT OF ASIAN CO-OPERATORS ' . " f o

On behalf of the Co-operative Union, may we take this opportunity of 
extending a very warm welcome to Britain and to express the hope, .that you. 
vri.ll find your stay here pleasant and interesting. The time you have at 
your disposal is short and it is regrettable thai you vdll not havo titc 
opportunity of savouring all the attractions that our* country offers.
Yoxir itinerary has been Compiled to give an acceptable balance of free 
time an̂ . study and within thAt franework we look forward to engaging with 
you and'making your visit fruitful and nenorable.
ITBCBRARY for June l^th. to 20th.., I969

^ tu rday

Sunday 1gth»

Monday l6th«

Arrival at Heathrow airport at 12.50. Once the
4̂ rmalitie.sll̂ ve- beenL.jdesl4L.wî h? th^ party 

"Wiil proceed by coach to the Hotel New Ambassadors 
, where you will arrive at about
•The■afternoon and evening are free..The Hotel is 
well located and you are within easy access to the 
West End and other tourist attractions. Please 
constilt your booklet ‘London 1969' for general ideas.
A. sightseeing tow of the Capital has been booked 
and this will start from:

11, Herbrand Street, W.C.1. at 10.00
It is, only a few -raiautes walk from the Hotel - the 

■ duty porter will d;*jcect you.
The tour does not include any visits to buildings 
but takes in the British Museumj Oxford Street; Marble 
Arch; The Changing of the Guard (subject to weather); 
Buckingham Palace; Westminster Abbey; Houses of 

, Parliament; Trafalgar Square; St. Paul’s Cathedral;
’ ViiSy of the Pool of London and Tower Bridge; Royal Mint; 
Petticoat Lane market; General Post Office; Old Bailey; 
Fleet Street; the Old Curiousity Shop; Lincoln’s Inn 
Fields; and Kingsway.
This will take about 2 hours.
Visit to the headquarters of the International 
Co-operative Alliance. !I2iis engagement will last from

* -Mr» Robex«b~Iiavieav ^
Administrative Secreigiryj will meet-the Party, and it is 
hoped that the Director, Dr. Saxena, will be avai?,r.ble.
The party will travel by Tube taking the Victoria line 
at Euston and changing for the Centreil line at Oxford’ 
Circus for Marble Arch. The I.C.A. is but 5 minutes 
walk from there.
At 12.30 the party should assemble at the Hotel for 
lunch which will be taken in the Midni^t Sun 
Restaurant and you will joined by Mr. Duncan McNab, 
the Chief Executive Officer of the giant London 
Co-operative Society.

Hall of the Plunkett Foundation will the party i^ 
the Gold” Room ( in the Hotel ) at 1^.30 and this 
engagement wiH terminate no later than 16.15.
Yoxjr train for Loughborough leaves St. Pancraa at 
16.50 and seats have been reserved for you. You 
should arrive at Loughborough by l8.32 and a coach 
will take you out to Stanford Hall,



Tuesday & Wednesday
12* l £ j H E »

Stanford Hall - a separate prograome coveriaâ  
yota? stay will be given to you on arrival, J

Thursday 19th

Friday 2Qth«

lioaye Stanford Hall by coach for Lou^boroug^ 
station and seats have been reserved for you on 
the 1.0.1g arriving St* Pancras at 11«^7.
Lunch at the Hotel.
The early part of the afternoon has been organised 
for you and ovdng to the nature of the enĝ tgeiaent 
there will not be a»y free tiwe during the lunch 
tin» period,

G?ahM,“̂ e  ''Co-oper̂ ive l̂ rty'Ŝ eeretSEryi*"̂  
has arrsmged a reception for you at the House of 
Commons.• You are to aBsemble in the Central Lobby

and providing enough tickets can be obtained 
the piarty vrill listen to Question Tine for an hour 
from 14.30 until 15»30* If you assemble on time 
you may well see the Speaker's Procession pass 
tharough the Central Lobby, Usually the Pzame MEinister 
answers questions on Tuesdays and Thursdays ( we 
caimot promise to arrange thatJ ).
After Question Tin®, members of the Co-operative 
ParliaJBwntary group vrill show you around the Palace 
of Westminster and tea will be taken on the terrace 
at 1j6,00. Your host during yoxir visit to Parliamej|t 
Will be Mr, Tom Williaiaa, Q,C.|, M.P., who is 
Chairman: of- the Co-operative larliainentary group.
The rest of the day will be free*
Depart for Copengahen. The coach will pick up the 
party from the Hotel at 07*00 and the expected 
arrival tiifle at London airport will be 08.10 - 
taka off time 08.if5, ’ on fli^t BE

■^hbia 'erirw ii§re"aarthe below mentioned.
Melvyn E. Butcher . 01;W8.3688

TtTO'fc h e a i t f t f c e -  t o  ^ o n ^ o t - -



Swedish Co-operative Centre ^
150669

MM;nAKON__gF__THE__7th^^INTEpfATION^^^CO^PpAKVE__SEMIN^

The SCO 7th International Co-operative Seminar, the theme of which 
is ” Co-operative Leadership and Msinagement", has been planned for 
an assumed participation by, as stated in the invitation,

” persons who sure in managerial positions within co-operative 
orgsinizations/enterprises, or persons who in their daily- 
work have close contact with or influence upon decision- 
meiking in their organizations."

The actual participation has not been as homogenous, as was assumed 
at the planning stage. There has been a wide range of positions 
held or relations to the co-operative movement, almost so that the 
fact that the pearticipants are associated with the co-operative 
movement as such, has been the only common denominator.

We are therefore asking the participants to give us their assessment 
of the Seminar, as seen from two viewpoints:

a« From their personal viewpoint
b. As a judgement of how they think a Seminar of this kind would 

be of value for mauiagers of medium-sized co-operative under­
takings.

The see is especially interested in the latter assessment, since we 
believe that the psirticipants of the ?:th Seminar aire in a position 
to help us in that respect.



^ 3

Please mark sin in the appropriate sqtiare!

1, Introduction and general information

2, Introd to the Swedish Co-op Movement

Lectures/groupwork on Pi*inciples of Leadership

Lecttires/groupwork on Human Relationship

Lectuires/groupwork on Information Techniques 
and Principles

, Lsoturpe on Uf?o of Vieun.1 Aida

, 7p Lectures on Member Education and Information
if

8, Casestudy on Financial Planning 

9* Information about;

9»1 Dairy Co-ops 

9*2 Consumers Co-ops 

9*3 Agricultural Supply Co-ops 

9*^ Housing Co-ops 

9.5 Co-op Staff Training

Not good Jkir Good Very good 

□  □ □ □ :

3
] □ ! = ] [

METHODS USED: Should be
Less More

Lectures cum discussions u
Group discussions tt=] m
Group work 3] -J [ . j
Practical excercises ••I \ 1 i
Study visits "Li L J
Individual studies M  ! i 1

I a a c z i
□ □  a  

1 □ □ □  
a a i z i

3 n a a

1 □ □ 1 = 3

C=1
u n
(=□
c n
C=3



SWEDISH CO-OPERATIVE CEOTEE
Seventh International Co-operative Seminar
April 7 - July 6,

P R O G R A M M E

May 12 - May 18

lates/Hodts

May;
Monday - Deshpande 
Tuesday - Garcia 
Wednesday - Guevarra 
Thursday - Gunawardana

F I N A N C I A L  P L A N N I N G
Case-study introduced and led by 
Mr Marian Radetzki
(usual time-table will be follo-Wed)

Friday, May I6

Hirahara
Study tour to Singa-Saby, Agricultural 
Co-operative School
Departure by bus at O9.OO.
(Estimated return at 1 7.OO.)

Saturday, May 17/
Sunday, Ifey 18

F R E E

1

General order of the day
08.00 Breakfast 1 .
09.00 - 12.00 Lectures
12.00 Lunch

2.14.00 Lectures
15.00 Coffee/tea 3.
15 .5 0 - 1 7 . 0 0 Lectures

4.18.00 Dinner
20 .30 Coffee/tea

Procedure for group reporting
Reports from the groups (questions 
for clarification, if needed)
Chairman's comments
Discussion
Chairman's conclusions

1.72/9.5.69/EH



SWEDISH CO-OPERATIYE CENTRE
Seventh International Co-operative Seminar
April 7 - July 6, 1969

P R O G R A M M E

May 19 - May 25

Dates/Hosts A M P M

May 19 - 21
Monday - Jayasekera 
uesday - Kim 
Wednesday - Lai

P I N A F C I A L  P L  
Case-study led by Mr M

A N N I N G 
arian Radetzki

Th\irsday 22 
Lee

Planning of an investment project 
A Swedish case-study
K o n ^  Siidertom^^ Porsberg

Friday 23 
Lim

Visit to the Regional 
Warehouse, Sbdertalje

Swedish Agricultural 
Co-operatives today 
- and in the future 
Mr Lars Wicknertz

Saturday 24 

Sunday 25
See special programme

General order of the day Pr
08.00 Breakfast 1.
0 9 .0 0 - 12.00Lectures
12.00 Lmch 0
1 4 .0 0 Lectures
1 5 .0 0 Coffee/tea 5.
1 5.5 0 - 1 7 .0 0 Lectures A18.00 Dinner 4*
2 0 .5 0 Coffee/tea

Reports from the groups (questions 
for clarification, if needed)

1.72/14.5.69/EH



SWEDISH CO-OPERATIYE CEIWEE
Serenth International Co-operative Seminar
April 7 - July 6, I969

^ 6

P R O G R A M M E  

May 26 - Jime 1

Ifetes/Hosts

Monday 26 PUBLIC HOLIMY

Tuesdsy 2? 
Pagulayan HOUSING CO-OPERATION

Study-visit to H S B - the Swedish Apex Organization 
Departure by bus at

Wednesday 28 
Paramas Varan "Decision-making"

Mr Bruno Reinefelt, KVE-Institutet

1 9 .0 0 Introduction to study-tour, 
Mr Lars Wicknertz

Thursday 29 
Patel

DAIKT AND MEAT MRKETING CO-OPERATIVES 
Study-tour to Nykbping, led by Mr Lars Wicknertz 
Departure by bus at 08. 50

Friday 30 

Petjamroensuk
KP - (5stgbtaga‘tan 10,... floor 3, room 547

Presentation of some activities at the 
Headquarters in Stockholm
Departure by train st 08.22 from Sodertalje C

Saturday 51 Finalizing papers and individual vrark tasks

Sunday, June 1 F R E E
General order of the day
08.00 Breakfast 1.
09-i00 - 12.00 Lectures
12.00 Lunch 0
14.00 Lectures
15 .0 0 Coffee/tea 3.
1 5 .3 0 - 1 7 .0 0 Lectures A13.00 Dinner 4*
2 0 .30 Coffee/tea

Procedure for group reporting
Reports from the groups (ques' 
for clarification, if needed)
CSiairman's 'comments
Discussion
Cha irman's conclusi ons

14o5o69/i.72/RP/eH



SVfEDIGH CO-OPlilKATIVE CEKTiffi
Seventh International Co-operative Semin;ir

I

April 7 - July 6 , 196̂

P, Ir 0 G R A M M E1

June 2-8, 1969

■ Dates/Hosts i i1

Monday 2 0 9 .0 0 "How to get and give information" 
2llr Nils Oleinikoff, KVE-InstitutePrathapan

Tuesday 3 0 9 .0 0 "How to get and give information", cont'd
Raju

Wednesday 4 "SLR" - Case study of the Co-operative Selling- 
and Purchasing Organization.
Leader; Lars Wicknertz 

08.3 0 Departure by bus to Enkbping

Sevatasai

Thursday 5 
Shahrokhi

Studies of selected co-operative activities 
See individual programmes

I
! Friday 6 

 ̂VVijetunga
i

I

1f
1
11

Studyvisits to:
1. KF Fruit & Vegetable Distribution Centre 
2_, FOLKSAJvI. .Co-operative Insurance Organization 

Lunch
3. vAr  gAk d , Consumer Co-operative College. 

0 7 .4 5 Departure by bus
1
Saturday 7 F R E E

Sunday 8 

Mohd Thani
PLEASURE TiilP

0 9 .0 0 Departure by bus for Trosa. From there by boat in the 
archipelago.

General order of the day
08.00 Breakfast
0 9 .0 0 - 12.00 Lectures
12.00 Lunch
1 4 .0 0 - 15.00-Lecture
1 5 .0 0 Coffee/tea 
1 5 .5 0 - 1 7 .0 0 Lecturesrv r\r\ T\<

Procedure for group reporting
1. Reports from the groups (questions 

for clarification, if needed)
2. Chairman's comments
3. Discussion
4. Chaiiman's conclusions


