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Foreword

O f the many factors that affect the performance o f co
operatives, the aspect o f M anpower, takes a predominant 
place. It is the Manpower that is in  daily contact with the 
membership and the general public. It is the manpower 
which can give a good  or bad image to  the cooperative. 
It is to the extent that the cooperative and its Manpower 
accept their individual and corporate responsibilities, and 
discharge their respective obligations well that a coopera
tive can work sm oothly and in harmony and can effectively 
serve the needs of its membership.

Unfortunately, in many an approach to  cooperative 
organisation and activity, an aspect that is given scant atten
tion  is that o f  Manpower. Perhaps this stems from the his
torical antecedents o f cooperative development in the re
gion, where small size cooperatives concerned m ostly with 
rural and later urban thrift and credit were started, with  
the elected members o f the committee themselves perform
ing the day to  day transactions and book-keeping on an 
honorary basis. Even when cooperative activity began to 
diversify and enter specialised and more competitive fields 
o f activity, the elected members continued to believe that 
the various functions devolving on the cooperative could 
be managed by themselves, with some assistance from a 
paid employee. In the circumstances, approach to  recruit
ment and staffing o f cooperatives were generally attended 
to  in a perfunctory manner, without a proper realisation 
of both the present needs o f  the organisation and its p os
sible needs, in a more expanded situation in the future. 
Furthermore, societies generally being small and serving 
local interests, and with the local elite in control, appoint
ments were more a disbursement o f patronage rather than 
one dependent on an understanding o f requirements and 
com petencies. Perhaps the same approaches and similar 
attitudes prevail over a generality o f small sized coopera
tives.



( 0 vi

A  further aspect o f historical development which has 
direct relation to Manpower Management, is the aspect 
of amalgamation that many cooperative societies went 
through, either voluntarily or by government fiat— the 
amalgamation process, as was intended, made the societies 
larger with larger resources, larger business turnover, and 
with a larger area and a larger membership to  service. But 
in general, many o f the large sized cooperatives had to  carry 
the already existing employees o f the amalgamating socie
ties, whether they were competent to play an effective role 
in the new situation, or not.

M ost often recruitment o f  staff was on the basis o f in
dividual society autonomy. Though many a society was 
federated into a vertical structure, often culminating in a 
N ational Federal Structure, and though the Federal Struc
ture, was meant to  safeguard, strengthen and work in the 
interests o f its affiliates, the aspect o f  Manpower, was rarely 
conceded to the Federal organisations. Each society tended  
to  m eet this need on an ad hoc basis. Though one generally 
talks o f  a cooperative movement in each country, in fact 
there was only a loose organisation, with each individual 
society tending to  work in iso lation  the links both lateral 
and horizontal, being at best more formal than those which 
would have helped the emergence o f strong sectoral orga
nisations, working on a basis of understanding, support 
and mutual help.

The Federal Structures, the larger business cooperatives 
at the various levels, the cooperative banks etc. have over 
time developed their own staffiing policies, and have been 
generally able to  make the work environment for their emp
loyees com fortable and attractive, with prospects for career 
development within their own organisations.

However, another factor that generally tends to  affect 
the aspect o f  Manpower in Cooperatives is the very com pli
cated management and power structure within the coope
rative organisation. Perhaps this difficulty arises from the 
historical antecedents mentioned earlier, perhaps it stems 
from the diverse interpretations given to  the concept o f  
democratic control in cooperatives, with the elected leaders 
at the level o f  the Board o f Directors or the Committee o f
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M anagement, as the case may be, often assuming responsi
bility to  carry out day to  day functions o f the cooperative. 
There tends to  be a misunderstanding, which often can be 
frustrating to the executive and other staff, where each  
member o f a Board som etim es feels that he has a duty to  
give orders on day to  day matters and has a right to  expect 
it to  be carried out by the staff. One o f the significant dele
terious effects o f this kind o f situation is the overloading o f  
cooperative with inadequately qualified staff far in excess 
o f need and financial capacity to  carry—but o f course it 
satisfies a patronage need to  provide employment.

There is, therefore, in many a cooperative system an on
going debate and dialogue, on Board-Manager relation
ship, and this gray area o f cooperative management at times 
tends to be the determining factor in regard to  motivation  
and committed service by the staff.

The overall picture therefore in regard to  Manpower is 
one o f ad hoc approaches, w ith recruitment being made at 
times o f  persons inadequately qualified on a multiplicity  
o f salary scales, with little or no career prospects within 
the organisation to  make the em ployee secure and con
tented.

The ad hoc approaches have necessarily affected the train
ing programmes provided by governmental organisations 
or by the N ational or State level Cooperative Training 
Institutes. Over the past many decades, staff training tend
ed to  be rather routinised, based mainly on academic and 
theoretical approaches. It is only in very recent times that 
job  related, or on the job , more practical oriented training 
programmes have been launched in m any a country. Even 
here, there is as yet no systematic approach to  assessment 
o f manpower needs for the cooperative system and a cons
cious p olicy  o f training and recruitment to  satisfy such 
needs. The conscious feeling o f  a “ m ovem ent” that needs 
to  function effectively is yet to  be experienced.

A further factor that has com plicated matters in regard 
to  cooperative manpower is the increasingly expanding 
practice in m any a cooperative system to  encourage the 
appointm ent o f  government officers on deputation to  the 
higher echelons o f  cooperative posts. The practice unfor



tunately started as a stop gap measures seems to  have settl
ed down as an accepted practice in some countries in the 
Region. N eedless to  say, that situations where the more 
attractive executive posts are blocked to  those serving in 
the system , can lead to  nothing but disappointment, if  not 
frustration.

The position , therefore, in regard to  Manpower within  
the cooperative system was not one that one could be satis
fied with. The problems were many and there have always 
been com plaints from the membership and others dealing 
with cooperatives o f  inefficient and indifferent service. 
M any a cooperative m ovem ent backed by the governments 
in  many o f  the countries have tried to  find suitable solutions 
which w ill improve the M anpower situation in cooperatives. 
How does one ensure proper recruitment? H ow does on^ 
provide for security o f service and can the system provide 
a prom otion prospect so that young persons joining the 
cooperatives could aim at a career within the cooperative 
system itself?  The approaches to  finding solutions in this 
sector have been many, sometimes operated with govern
ment assistance and sometimes operated through federal 
structures o f  the cooperatives. The Cooperative M anage
ment System in the Philippines, the Cadre Systems operat
ing in N epal through its Agricultural Bank, the many Cadre 
Com m issions, Cadre Systems in the various States in  India, 
are all attempts made to  provide the cooperative with better 
staff and the cooperative employee with a satisfactory work
ing environment which included aspects o f prom otional 
prospects and career development. In Sri Lanka, the 
Cooperative Employees Comm ission which was set up as 
a government body sought to regulate the aspects o f  coope
rative recruitment, their service conditions, determine the 
qualifications for various levels o f  recruitment and appro
priate wage scales and also sought to  determine the cadre 
o f each cooperative so that a cooperative was not burden
ed w ith excess staff dependent on patronage recruitment.

The problems therefore in regard to  Manpower in Coope
ratives seem to  be fairly com mon over most o f the coope
rative systems in the Region. The experiences they have in 
looking for solutions were wide and varied—but no single
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experience had been able to  find generally accepted solu
tions which could be replicated or adapted elsewhere. The 
level o f cooperative performance was being critically exa
mined in many situations, especially as, many a government, 
in  their national development plans sought to use the co
operatives as essential instruments in implementing deve
lopment policy. The volume o f  work, the areas o f activity 
to  be performed, were ever increasing and to  the coopera
tives, this was a challenge to  be met. Much would depend 
on the capacity o f the organisation to face up to the res
ponsibilities devolving on it. Much would depend on the 
willingness and the capacity o f the manpower within the 
system to  perform the tasks at a level o f  acceptable compe
tence and efficiency.

This then was the problem and the challenge and this was 
the background which had surfaced at many a discussion. 
This then was the background against which we at the ICA  
ROEC decided to  arrange a Seminar on this vital aspect 
which affected cooperative performance.

W e are indeed most happy and deeply grateful to A N - 
KGASA, the N ational Cooperative U nion o f  Malaysia 
for so willingly agreeing at the Regional Council Meeting 
held in  M anila, Philippines, to  host this very important 
Seminar. We are deeply grateful to  them for all the arrange
ments made and for the supporting services provided. We 
are indeed m ost grateful to the H on’ble Y.B. D ato Sanusi 
Junid, Minister o f National and Rural Developm ent, G o
vernment o f Malaysia, for inaugurating the Seminar.

A  seminar necessarily hopes to provide the forum to  ex
change experiences and to  work out guidelines as w ill help 
the movements represented at the seminar. In this very 
important area of need, we thought it would be most useful 
to  go  beyond the experiences available within the Region, 
so that the guidelines could reflect other experiences. To  
achieve this end, we are indeed most happy that we had the 
generous support o f several cooperative movements in the 
developed world. Through the kind intervention o f the C o
operative U nion o f Canada and the Cooperative D evelop
ment Fund we had the services o f  Mr. Peter Hlushko, Vice 
President (Personnel), Cooperative Insurance Group, Ottawa,



made available to us, at no cost on our budget. The Swedish 
Cooperative Centre, through their intervention made the 
services o f Mr. Hans Ardelius, Senior Administrative D irec
tor, K F in  Sweden available to  us. He is one who has had 
considerable experience in the field o f personnel and staff 
development.

Our Japanese Cooperative Friends from the Central Union  
o f Agricultural Cooperatives made available the services 
o f Mr. M orimasa K unii, who has been working with the 
Japanese Cooperatives in many fields, over a considerable 
length o f  time. From India, we had the benefit o f  Mr. V.B.L. 
Mathur, one time Registrar o f Cooperative Societies in 
Himachal Pradesh and at that time the M anaging Director 
o f the N ational Cooperative D evelopm ent Corporation 
(N C D C) o f India. His long and varied experience was cer
tainly an asset to  us. W e had also the services of Mr. W .U . 
Herath, the Director o f  the SCC TCA NCC sponsored 
Teachers Training Project in Sri Lanka, which project was 
primarily concerned with improving the efficiency o f co 
operative performance through a properly motivated, well 
adjusted, skilled and committed cooperative work force. 
T o all o f these, our Resource Persons, and their sponsoring 
organisations we express our sincere thanks. Their contri
butions and their sustained efforts throughout the seminar 
were o f great benefit in evolving workable guidelines and 
action programmes.

W e were lucky that we had as participants to  the seminar 
persons with considerable experience in the field o f coope
ratives and especially in the management o f  cooperatives. 
Their background papers and their contributions were o f  
a high level and contributed effectively to  the decision  
making process.

We had the w illing support o f A N G K A SA  and the C o
operative U nion  o f  M alaysia in the many activities we un
dertook during the seminar—we say thank you to  both  
these organisations and to  their devoted staff who spared 
no pains in m aking the seminar a success.

The responsibility o f  conducting the seminar was shared 
by me and m y colleague, Mr. J.M. Rana, Director (Educa
tion). In fact, Mr. Rana had to  share the major burden and
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work through the final phases o f the seminar alone by 
him self, as I had to  attend to  other urgent matters in New  
Delhi. I express my sincere thanks to  Mr. Rana for success
fully concluding an important seminar, so vital for the 
future performance o f  cooperatives.

We have had a seminar on a very important area affect
ing cooperative activity. The text o f the Report contains 
the many deliberations, the conclusions and recommenda
tions and the action programmes decided on. ft is our hope 
that the concerned movements will take off from here and 
provide the necessary initiatives as will help in establishing 
a well m otivated, well adjusted, well trained and deeply 
committed cooperative work force, and that the ROEC 
will be able to assist if  assistance becomes necessary.

New Delhi 
22 September, 1981.

R.B. R a j a g u r u  
Regional Director
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Report

Objectives

The main purpose o f the Seminar was to study the complex 
problem s in the field of Cooperative Manpower Management 
in  the context o f  the development o f cooperatives in the 
Region.

The situation in regard to  manpower differs from country 
to country and often from one type o f cooperative to ano
ther within the same country.

In most countrries in  the Region, the cooperative m ove
ments were set up to meet certain national situations without 
any long-term considerations. Although social and economic 
conditions in the Region had changed fast during the past 
few years, the cooperative movement as a whole had not 
been able to keep pace with such changes, particularly be
cause no  serious consideration had been given to  m an
power planning and development. In the coming years, 
progress and speed o f development in the countries in the 
Region were bound to  be faster and it was opportune that the 
cooperators o f the Region should consider this aspect and 
take immediate and long-term measures to  meet this chal
lenging sitvation. It was with this objective that cooperators 
from the South-East Asian R egion met to deliberate, discuss 
and find solutions to this aspect o f cooperative development.

Main Issues

The Seminar discussed in depth the follow ing issues as it 
considered them as very important for cooperative man
power developm ent:

(i) Examining the present situation regarding coopera
tive em ployees and identifying the strengths, weak
nesses and constraints which had direct influence on  
cooperative em ployee attitudes and performance;



(ii) Changes needed at the various levels of the coopera
tive system to  ensure a better working environment 
for cooperative em ployees and identifying the roles 
and responsibilities of individual societies, their fede
rations, the N ational Cooperative U nions and the 
governments in effecting the needed changes;

(iii) Examining the need for proper M anpower D evelop
ment in the Cooperative System and recommending 
short-term and long-term strategies to  ensure more 
efficient and effective service through cooperatives.

Method Adopted

The method adopted at the Seminar for purpose o f  analys
ing the above problems was first, for various delegates from 
the different countries to  present and explain their own  
situations and current problems. Having understood the 
problems at country levels, the delegates studied the 
questions in two groups whose reports were subjected to  
analytical discussion at the main session. The follow ing  
report, com prising conclusions and recomm endations o f  
the seminar, is based on the results o f such deliberations.

1. Strengths, Weaknesses and Constraints

(i) Strengths

The cooperative m ovem ents ;n the Region have deve
loped in the past on  basis o f  ideological strength. In almost 
all the countries in the Region, the membership that believed 
in the cooperative concept had been large and had conti
nued to  increase in numbers. The governments have given  
recognition to the cooperative movement as a national, 
social and econom ic development agency by legislative  
action and other indirect support. This, the Seminar felt, 
was a great strength for the development o f cooperative 
activities.

It had been observed that where cooperative ventures 
were concerned, the system had strength in m obilising  
capital by member subscriptions and in securing other
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financial support. The m ovem ents also had dedicated per
sonnel. There was a lso  in  the R egion some training facilities 
and funds for the developm ent o f cooperation. The above 
factors clearly showed that the cooperative system in the 
various countries o f  the R egion had great strength for its 
present existence, further development and for meeting 
any challenging situations.

(ii) W eaknesses

While recognising the above strengths of the movement, 
the Seminar was aware o f the weaknesses as well. The most 
significant weakness was the inadequate consideration paid 
to  manpower planning and development. M ost cooperatives 
in the R egion had not paid sufficient attention to formu
lating manpower policies and providing the personnel with 
career opportunities as well as sufficiently com petitive sa
laries and attractive fringe benefits. The cooperatives also 
had not planned for security o f service and m otivation o f  
personnel. The above factors had resulted in the cooperatives 
not being able to  attract talented and skilled personnel 
into their services. This invariably caused inefficiencies in 
the services as compared with other competitive sectors. 
In regard to training o f personnel, the cooperatives had not 
paid sufficient attention. A lthough some training facilities 
were available in almost all countries o f  the Region, they 
were most inadequate compared to the multiple cervices 
and the number o f personnel employed in the cooperative 
sector. In m odern management, motivation and training 
o f personnel m ust receive highest priority for the purpose 
o f developm ent o f human efficiencies and resources o f  insti
tutions.

Another weakness that was identified was the existence 
of external influences. Those were sometimes political and 
personal interests. Sometimes, they were beyond the control 
o f societies or membership. The Seminar felt that whatever 
way an external influence might come, it hampered the con
cept and management o f the societies and weakened their 
progress.

In the cooperative sector, there existed a large enlightened
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membership as aforem entioned. However, a great many 
o f the members were less enlightened about the cooperative 
concept and society-activities. There was a further group of 
members who were quite apathetic towards their societies. 
Both these groups were a drag on the system and if  they were 
enlightened and motivated, societies would have greater 
advantage. In the cooperative sector, one most important 
weakness which had been ignored was the lack o f communi
cation between boards o f  directors and staff members. A  
successful organisation depended largely on the provision  
o f its services to  the satisfaction o f the consumer and member 
population. The Boards o f Directors as elected representa
tives o f  members have a great responsibility in  this regard. 
For this purpose, the relationship between the boards and the 
staff members should be such as would promote the attain
ment of the objectives o f the cooperative society and render
ing of efficient services to  the members and the community 
at large. It was felt by the Seminar that there was a great 
deal o f mismanagement in the societies. M uch o f  it was due 
to the above mentioned reasons. However, some mismanage
ment was due to  reasons such as lack o f  supervision, igno
rance and weakness in the management systems.

(iii) Constraints

The Seminar considered the main constraints that were 
prevalent in the cooperative sector having regard to various 
situations in different countries.

In certain countries some societies were too small to  
enable proper manpower development. A lso too  large so
cieties created some other problems. In this respect, the 
seminar was o f  the opinion that it should be possible to work 
out certain minimum requirements for a viable and econo
m ically sound society by considering social and economic 
factors including consumer service demands and the density 
o f population. An ideal society would be one that had a 
sufficient number o f members and a consumer population, 
as well as sufficient econom ic activities generating profitable 
turnover and a contented service personnel.

A nother serious constraint was inadequate cooperation
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and coordination within the movement. It should be possible 
for various types o f societies, from grassroots level to regional 
and national levels, to  coordinate their activities so  as to 
develop not only their financial resources but also to develop  
careers for personnel in their service. It should be possible  
for a person entering a service in a small society to  reach 
higher capacities and positions if  his performance merited 
such promotion. The coordination should be so worked 
out so  as to  attract the best talents and to  give them the 
deserved positions in the career-ladder.

The development o f the cooperative sector and its services 
and personnel depended largely on the strength o f  the apex 
organisations. The apex organisations at all levels should  
have sound financial resources and service personnel so  
as to  enable career development in their own areas o f  
operations. If apex organisations developed efficiencies and 
performance, naturally it would also help primary societies 
in  developing their own personnel.

Cooperative developm ent requires clear and definite 
policies from government and other allied agencies. Any 
frequent changes in their policies affect the operations o f  
cooperative societies thereby causing serious manpower 
problems.

The object o f  the cooperative sector should be to  develop  
itse lf with the expanding population, catering to their needs 
and aspirations with a view to  buildi ng a socially and econo
mically sound community. Therefore, expansion had to be 
planned along with financial resources so as to meet these 
demands. This would impart dynamism to the movement 
and confidence to  the community and personnel in the ser
vice. In most countries o f the Region, expansion and addi
tional financial resources were not planned, as it should be 
for a developing situation.

The cooperatives in every country played vital roles in 
multiple fields o f  national development. As societies orga
nised on a legal framework and accepted concepts, they 
contributed vastly towards building the national economy. 
Considering these aspects the Government should provide 
special protective measures to  enable the cooperatives to  
have a harm onious, steady and effective growth.
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Role o f Societies, Federations, the National Organisation, 
and the Government

The seminar felt that all societies, federations and 
N ational level unions should pay greater attention to  man
power development. The seminar was o f the view that the 
question o f manpower management and development should 
be thought o f  as a career progression in the cooperative 
societies at all levels. It had to  be realised that the coopera
tive sector in the Region faced severe com petition not only  
in  trade, commerce and business but also in manpower 
recruitment. Therefore the seminar felt that attractions 
for careers, skills in service and efficiency in performance 
were very vital for successful cooperative activity. W ith that 
end in view, the seminr considered the roles and responsi
bilities o f individual societies, federations, national co
operative unions and the governments in regard to  the 
creation o f a better working environment for employees in  
the cooperative sector and made the following suggestions.

Role o f the Individual Society

1. to  identify objectives o f the society, its present and 
future activities and to  develop Corporate plans;

2. to  outline its own organisational structure and identify 
manpower need s;

3. to  develop job  descriptions and specifications;
4. to define recruitment selection procedures;
5. to  form ulate competitive and attractive salary struc

tures and to review them periodically;
6. to  develop policies to  give better opportunities for pro

m otion and fringe benefits;
7. In case o f  societies that were unable to pay competitive 

salaries, a minimum salary should be paid and incentive 
schemes based on performance devised;

8. to formulate effective communication systems amongst 
Board o f Directors, Staff and Members. Some sugges
tions made for improving communications were ap
pointment o f extension workers with responsibility for 
member communication, holding o f social functions,
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issue o f publications, and multi-level education/training  
programmes, with some overlaps;

9. to  evaluate and monitor staff performance;
10. to develop a systematic and logical training programme 

for the staff at different levels and education program
mes for members and Board o f Directors;

11. to  establish and develop training units o f their own;
12. to  make budgetary provisions for staff training;
13. to contribute to a centralised training fu n d ;
14. t plan and implement career progression schemes 

for em ployees;

Role of the Federations

1. to coordinate, assist and advise societies on manpower 
p olic ies;

2. to make representation to national organisation and to 
government on manpower policies and development;

3. to organise and conduct education and training pro
grammes ;

4. to provide opportunities for career progression o f co
operative em ployees in their respective sectors;

5. to  negotiate master contracts regarding fringe benefits 
on behalf o f member societies;

6. to  advise and assist societies on mergers for economic 
viability; and

7. to  evaluate and monitor performance of member so
cieties.

Role o f the National Organisations

1. to make representation to government regarding legis
lation on m anpower;

2. to assist societies in  the formulation, interpretation and 
implementation o f manpower p o lic ies;

3. to  establish a data bank of cooperative manpower;
4. to  organise a scheme of career progression with the 

assistance o f the cooperative departemnt so as to  pro
vide opportunities for employees to climb to higher 
rungs in the cooperative ladder;



5. to  formulate a standard salary scheme and other uniform  
fringe benefit schemes so as to attract the best talents 
to  the cooperative sector;

6. to  organise training and education programmes for 
manpower development;

7. to  organise institutional links with local and international 
agencies with a view to developing manpower efficiencies 
suitable to national developm ent;

8. to  provide consultancy services in specialised fields 
and to  conduct research;

9. to  develop a fund with contributions from member 
organisations and other allied agencies through which 
a permanent and continuous programmes o f training 
and education could be carried out as an on-going acti
vity.

Role of the Government

1. to  provide the assistance o f properly trained officials 
to  advise, guide and serve societies;

2. to  establish institutional facilities to train government
officials in various aspects o f cooperative development;

3. to  consult and keep constant contact with the national, 
regional and district level organisations to  build up 
their efficiencies;

4. to  consult and discuss any proposed legislation affecting 
the cooperative sector with the national level organi
sation ;

5. to  specify minimum number o f em ployees a cooperative 
should have at the tim e o f registration;

6. to  make legal provision to  facilitate m ergers; and
7. to allow  paid leave and other facilities for government 

and cooperative sector personnel for participation  
in  education programmes.

Strategy

The Seminar focussed attention specially on the aspect
o f manpower management in the cooperative movements in
the South-East Asian Region considering the subject as an
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integral com ponent o f  the total management process. The 
recommendations given above were based on the delibera
tions that had taken place at the Seminar.

The Seminar felt that it was somewhat difficult to set 
priorities for implementation o f the above recommenda
tions on short-term and long-term basis as the different 
movements were functioning at different stages o f deve
lopment. However, it suggested that the follow ing factors 
be taken into consideration for devising implementation  
strategy.

Short-term Strategy

The cooperative societies, federations and the national 
organisation should review their manpower policies 
immediately in order to take stock o f the stage o f deve
lopment in manpower management.

Steps should be taken to  develop a proper manpower 
policy and form ulate a plan o f action to  provide basic faci
lities for the staff to  work. Necessary action should be taken 
by the cooperative organisations at various levels and the 
government to  formulate a training system on the basis o f  
the needs o f staff, leaders and the members in order to  imp
rove the efficiency o f working the cooperative organisations.

The problem o f com munication among the staff, board 
o f directors and the members should be dealt with by evolv
ing systems as detailed in the recommendations to provide 
better understanding o f corporate objectives and targets 
set for performance.

Long-term Strategy

The form ulation o f  systematic career progression scheme 
is a matter for long-term implementation by all the orga
nisations at different levels with the active support o f g o 
vernment. Specially the national organisations should take 
action to establish a specialised unit for manpower infor
mation in order to help the cooperative organisations to  
draw inform ation on the available competencies within 
the cooperative sector and the open labour market and also
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on the changes in the labour market that were taking place.
The large cooperative societies should take necessary 

steps on  long-term  basis to  establish training units in their 
organisations for internal training purposes. The national 
organisations and Federations could help the societies 
by undertaking specialised training and training o f trainers. 
Centralised production o f training material was a part o f  
this process.

The national organisations should urge and make it p os
sible for establishing legal and administrative procedures 
for labour welfare in the cooperative sector. The coopera
tive societies should eventually formulate schemes for labour 
com pensation and security.

Conclusion

The ideology of Cooperation strongly believes in the 
primacy o f human resources over capital in cooperative 
enterprises. Therefore the cooperative societies should be 
so developed as to  become organisations where the man
power management systems provide better productivity 
and better work environment for the labour. The recom
m endations as detailed above are presented to  the coope
rative organisations and the governments for implementa
tion  and follow -up evaluation with the belief that the efforts 
made at the Seminar would ultim ately contribute towards 
the improvement in management efficiency in cooperative 
movements in the Region.



Observations, Comments and Suggestions on 
Issues Pertaining to Manpower Development 

in Cooperative Sector

REPORT OF GROUP-I

Participants

Mr. C.M .B. Bogollagam a, Sri Lanka— Chairman
Mr. Narendra K. Basnyat, Nepal
Mr. Francisco D . Caballero Jr., Philippines
Mr. Ok Sun H o, Korea
Mr. V.K . Khedkar, India
Mr. Zaard K eokeas, Thailand
Datin H alim ah bte. Rasul, Malaysia
Mrs. N oriah bte. Zakaria, M alaysia — Secretary

Resource Persons

Mr. Hans Ardelius 
Mr. Fazim  bin Othman 
Mr. J.M . Rana.

Task o f the Group

The group was assigned the task to make recommenda
tions on the follow ing issues:

(i) Examine the present situation re-cooperative emp
loyees and identify the strengths, weaknesses and 
constraints which have direct influence on coope
rative employee attitudes and performance.

(ii) What changes would you recommend at the various 
levels o f  the cooperative system to  ensure a better 
working environment for cooperative employees? 
Identify the roles and responsibilities o f individual 
societies, their federation, the N ational Cooperative
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U nion and the government, in this regard.
fni) Examine the need for proper Manpower D evelop

ment in the Cooperative System and recommend 
short-term and long-term strategies to ensure more 
efficient and effective service through coops.

Method Adopted

The group discussed the general set-up prevailing in 
various countries o f the Region and matters that came up 
in the country papers in order to come to an understanding 
o f  the situations. The group considered the issues there
after in respect o f  the entire Region as the situations in all 
the countries appeared to  be similar.

Manpower Needs and Development

It was learnt that no in-depth scientific analysis o f  man
power needs and development had been done in the Region  
excepting in  Sri Lanka and in Thailand. In most countries 
o f  the R egion the cooperative movements were set up in an 
ad hoc manner to  meet certain national situations without 
any long-term considerations. In most countries the m ove
ments were sponsored during the colonial period by the 
colonial governments. The manpower skills were generally 
poor. N o  serious thought had been given to  this aspect o f  
cooperative development in most countries o f the Region. 
As social and econom ic conditions in almost all countries 
o f  the Region had changed in the recent past and they would  
continue to change faster in the coming years, the man
power needs should be considered to  meet the changing 
situation. Against the background of the high degree o f  
manpower developm ent and planning in the private and 
public sectors the group felt that the cooperatives were ill- 
equipped to  meet the challenge from those organisations. 
It was also observed that although this challenge had been 
present for several years in the recent past, no country in 
the R egion had given serious attention to  it. The group 
analysed the present manpower situations in the coopera
tive sector under the headings in the follow ing schedule:—
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Strengths

—Ideological basis 
—G overnm ent support 
— M em bership 
—C apital form ation  
—Financial institu tions’ 

support 
—Employee legal 

pro tection  
—External agency 

support 
—A  small nucleus o f 

enlightened m em bership 
— Supportive cultural 

and religious values

W eaknesses

— Low capacity to 
pay com petitive 
salaries and fringe 
benefits 

— Low staff 
m otivations 

— L ack o f  career 
opportunities 

— Inadequate  training 
facilities 

— Less enlightened 
m em bership 

•—A pathetic m em bers 
— Less enlightened/ 

apathetic  B oard  of 
D irectors 

—Political intervention 
— Low m obility  o f 

skilled personnel 
— U ndesired a ttitude 

o f personnel 
—Job  insecurity 
—Nepotism  
—Absence o f  w ritten 

and  declared policies 
— M ism anagem ent.

C onstraints

—Size of societies 
— Lack o f integration 

w ithin the  m ovem ent 
—Lack o f  strength 

and resources o f  apex 
organisations 

—U nclear responsibilities 
am ong governm ent 
agencies 

—Lack o f additional 
financial resources 
fo r expansion 

—Legal constraints

(i) Strengths

It was observed chat the cooperative movements in the 
Region had the strength o f the ideological concept and the 
support o f the governments in the Region. When one consi
dered the strength o f  membership in each country, it was 
observed that most countries had strong membership com 
pared to  their populations e.g. in Sri Lanka 30% are mem
bers, in Thailand 15 % and in Korea 70 % o f the population  
in the agricultural sector. It was also felt that the capital 
formation required for the initiation activities was also  
available. In certain countries, legal protection and external 
support were available to  the cooperative movement. Each 
o f the movements also had small nucleus o f enlightened  
membership. The religious and cultural values in the Region
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were also an indirect support and strength to the promo
tion  and development o f the cooperative concept.

(ii) W eaknesses

The group paid special attention to  the question o f  deve
lopm ent o f  the m ovem ent as a whole for making a subs
tantive and effective im pact on the econom ic and social 
developm ent o f  the people. From this standpoint, the most 
glaring weakness appeared to  be the performance o f  m an
power at various levels o f  execution which primarily was a 
result o f low  capacity o f  the movement to  pay com petitive 
salaries and to  offer attractive fringe benefits in  relation to  
the private and public sectors. In addition to  these, insecu
rity o f  service in the cooperative movement prevented best 
talents from being attracted to  its service. This had further 
resulted in the cooperative sector absorbing generally only 
‘leftover’ personnel whose attitudes to and performance in 
cooperative service left much to be desired; thereby the so 
cieties were suffering in an open and com petitive trade. In , 
some countries, to  som e extent, political intervention was 
also responsible for the weakness o f the cooperative orga
nisations.

(iii) Constraints

The main constraints were detailed out in  the schedule 
above. The working group considered the m ain constraints 
and in this regard suggested the follow ing measures

(a) Size o f  Societies

G enerally the size o f  societies at the primary level in  r lira 
areas in certain countries was to o  small to  allow a proper 
manpower plan to  be developed. However, in  some count
ries, some societies were to o  large. In th is respect, the group 
was o f  the opinion that a m inimum number o f  members 
should be decided upon to  fix the viable size o f  the society. 
This minimum requirement should be determined according 
to  the econom ic and social conditions and the density o f
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population iu the countries concerned. The group was o f  
the view that the N ational Cooperative U nion and the 
Government Cooperative Department in each country o f the 
Region should study this question. In the opinion o f  the 
group an ideal society was one which had a reasonable 
number o f  members with sufficient econom ic activities which 
would give satisfactory turnover to  enable the society to  
afford efficient and contented service personnel.

(b) Lack o f  Integration

The working group was o f the view that an integration  
of various types o f  societies from the grassroot level to  the 
regional and the national levels was important for career 
development. It could then be possible for a person enter
ing the service o f  a  smaller society to  reach higher capaci
ties and positions in  his career if  his performance so merit
ed. This would provide a larger field for personnel opera
tion  and career developm ent, the absence o f  which was one 
o f the main problem s for the movement not being able to 
attract best talents. In this respect, the working group was 
o f the view that the constitution of a unified service, grading 
o f societies and the integration o f the cooperative structure 
would help in  the form ulation o f such a scheme. It was 
also felt that the N ational Apex Organisations should for
mulate and develop a system to  provide for this opportu
nity in their own sectors.

A  further advantage o f an unified service is that the N a 
tional Apex Organisation would be in  a better position to  
render advisory services and other training facilities in  a 
more meaningful manner. The Apex Organisation should  
impress upon the primary and secondary societies on the 
advantages o f integration and a unified service. The 
N ational Cooperative Organisation should also play an  
important role in  this regard and the follow ing were sug
gested as possible tasks.

1. Set up minimum standards for various grades o f re
cruitment ;

2. Organise and arrange competent personnel to train
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and guide the less efficient personnel;
3. Advise on recruitment;
4.. Organise pools o f different categories o f employees; 

and
5. Carry out constant dialogue with societies, employees 

and governm ent officers on matters relating to staff 
management and career problems.

(c) Lack o f  Strength and Financial Resources o f  Apex O rga
nisation

The strength of primary societies depended to a large 
extent on the strength o f the Apex Organisation, and the 
role it played in  developing the primary societies. There
fore, the working group was o f  the opinion that the Apex 
Organisations need to  be strengthened so that they could 
play the needed role in  helping the primary societies and 
in  developing career prospects and efficiency in perfor
mance.

(d) Frequent Changes o f  Government Policies

.Frequent changes o f government policies had affected 
the performance and econom ics o f  the societies in  many 
countries. It should be the responsibility o f  the national 
organisation o f each country to  have close liaison with the 
governm ent to  avoid these situations!

(e) Unclear Responsibilities Among Government Agencies

The working group felt that there should be a  clear un
derstanding am ong various government departments and 
agencies in  order to  m aintain harmonious relationships for 
effective performance o f  the societies. I f  frequent changes 
in  their working m ethods are made, it is bound to  affect 
the manpower strength and position o f individual societies. 
Therefore, it was felt that the N ational Organisation at the 
N ational and the district and regional organisations at their 
own levels should m aintain  constant dialogues and neces
sary linkages with government departments so  as to  main
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tain better and dearer understanding..

(f) Lack o f  A dditional Financial Resources fo r  Expansion

Expansion and growth o f  cooperative institutions are 
necessary for expanding and improving the services to  mem
bers. The personnel would also grow in fast' growing insti
tutions. A s financial resources were very vital for the ex
pansion o f  services and m aintaining stability o f institutions 
and personnel, the individual societies should attempt to  
harness a ll possib le financial assistance from the lending 
and banking agencies.

(g) Legal Constraints

The group was o f the view that in  countries where no 
special legal protection is given to  cooperative activities, 
it should be sought for as cooperatives are a sector o f the 
national developm ent on  established ideology. In view of 
the fact that cooperatives make an important contribution  
to  national development, they should be helped by the go 
vernment and som e protective measures should be made 
available to  them.

The working group also considered the role and responsi
bilities o f individual societies, N ational Cooperative U n’ons 
and the Government in regard to  better working environ
ment for cooperative employees. In this respect, the follow 
ing changes were suggested at the various levels:—

(i) Society Level

(a) Prom ote m otivation among the staff by the adop
tion o f  suitable conditions o f service;

(b) develop service schemes within societies to  give better 
opportunities for prom otion and fringe benefits;

(c) avoid interference by boards o f  directors in  specia
lised fields where skills o f  trained personnel are in 
volved ;

(d) avoid personnel attachments and preferential treat
ment to  individual em ployees;
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(c) develop an education programme so as to  build up 
an enlightened m em bership;

(f) create opportunities to  improve attitudes o f  mem
bers towards activities o f their societies and prepare 
grounds for m ore participation o f members;

(g) in  recruiting staff, select the best, giving priority to  
merit and efficiency and avoid personal considera
tions ;

(h) develop clear policies o f the society periodically  
for im plem entation within given targets;

(i) provide financial allocation  for training and staff 
developm ent in  the annual budget o f expenditure o f  
the society.

(ii) Federation Level

It was the view o f  the group that the district and regional 
federations should play a more positive role with a view to  
assisting and developing manpower o f  primary societies 
by :-

(a) increasing staff m otivation, developing career oppor
tunities, providing training facilities both for em p
loyees and members and assisting societies to  recruit 
skilled and efficient personnel;

(b) organise special training programmes for selected  
categories o f  em ployees;

(c) evaluate and m onitor performance o f societies at 
reasonable in tervals;

(d) organise district and regional level coordination of 
activities o f various societies so as to  harness the ex
perience o f  efficient .personnel for the benefit o f  less 
efficient staff m em bers; and

(e) coordinte and streamline policies o f Boards on a 
regional basis so as to  promote a uniform pattern 
o f activities thereby utilising available manpower 
resources for the maximum benefit o f the societies 
and the personnel involved.
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The role o f  N ational Organisations in manpower deve
lopment was identified as fo llo w s:

(a) establish a personnel section which would help 
member societies to  select the best available person
nel according to  their needs and periodically evaluate 
personnel perform ances;

(b) organise a scheme o f  grading with the assistance o f  
the Cooperative Department so as to  provide oppor
tunities for em ployees from the bottom  grades to  
reach the highest position  in their cooperative career;

(c) formulate unified salary schemes and other fringe 
benefit schemes so as to attract the best talents to  
the cooperative sector;

(d) organise district, regional and national level training 
centres for various categories o f  employees and 
members o f  the Boards o f  Management;

(e) organise training o f  trainers so as to improve the 
efficiencies o f  the training institutions;

(f) make arrangements for experienced and competent 
personnel at the actual operations level to give their 
knowledge and skills to less efficient personnel with 
a view to building up their efficiencies;

(g) prepare teaching materials for use at various levels o f  
training;

(h) organise in  successful societies practical in-service 
training for managerial staff;

(i) provide consultancy services in  specialised fields;
(j) advise and guide societies to prepare policies o f

developm ent in  their respective areas o f  operation;
(k) organise institutional links with national and inter

national agencies with a view to developing m an
power efficiencies suitable to national developm ent;

(1) organise international exchange o f  personnel with 
the assistance o f  ICA and other agencies to improve 
local personnel efficiencies;

(m) m aintain a data bank and research unit so as to keep 
in constant touch with various conditions affecting

(iii) National Cooperative Union Level
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the cooperative sector;

(n) develop a fund with contributions from member 
organisations and other allied agencies through 
which a permanent and continuous programme o f  
training and education could be carried out as on  
going activity o f  the N ational O rganisation;

(o) publish periodicals and newspapers for public and 
member inform ation, giving stress on  current co 
operative activities;

(p) prepare and publish study books on various topics 
for the benefit o f  em ployees, members o f  the m ove
m ent and the public;

(q) establish a division to carry out propaganda through 
mass media channels highlighting achievements o f  
successful cooperatives and stressing the role and 
efficiency o f personnel in  sucb achievem ents;

(r) prepare documentary films as mass media publicity, 
stressing the achievements and highlighting staff 
efficiencies;

(s) provide facilities for staff training in  foreign in sti
tutions through agencies such as ICA; and 

(t) m aintain constant cordial relations with the Govern
m ent Cooperative Department and the M inistry in  
charge o f cooperative development.

(iv) Government Level

As in  m ost countries in  the Region, the department o f  
cooperatives development was closely associated with the 
development o f  cooperative institutions, the working group 
was o f the opinion that the department should assist in  
the manpower development scheme^ in  the following man
n er:

(a) provide the assistance o f properly trained and de
dicated officials to advise and guide the societies;

(b) establish institutional facilities to train government 
officials in  various aspects o f  cooperative develop- 

,ment;
(c) consult and keep constant contact with the national,
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regional and district level organisations to build up 
their efficiencies;

(d) consult and discuss any proposed legislation affect
ing  the cooperative sector with the national level 
organisations; and

(e) assist and advise national level organisations in  carry
ing out their aforesaid functions.

Conclusion

The working group felt that the above comments, obser
vations and suggestions were o f  vital im portance for the 
developm ent.of manpower at that time as well as for the 
future developm ent programmes. M ost o f  the deficiencies 
experienced today are due to the lack o f  adequate attention  
to this field. Therefore, m ost o f  the suggestions mentioned  
above must be implemented soon, w hile developing a long
term programme keeping in view the underlying principles 
in the recommendations o f  the group. It is not possible to  
identify specific proposals on a short or long-term basis 
as it was felt that conditions differed from country to country 
in the Region. Some countries might consider a particular 
proposal as a short-term strategy while others might consi
der it as long-term. The National Organisations and other 
institutions concerned with the development programmes 
should decide on  the priorities and the strategies for imple
menting the recommendations made by the group.



Observations', Comments and Suggestions on 
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In Cooperative Sector

R E P O R T  O F  G R O U P -II

Participants

Mrs. Inder Kaur— M alaysia Chairperson
Mr. Taweewat Chareensook—Thailand
Mr. R om eo Junio— Philippines
Mr. Rajaindran— M alaysia
Mr M ohd. Ali— M alaysia
M rs K .G .D . W imalasiri— Sri Lanka
Mr. G .N . D as— India—  Secretary

Resource persons:

Mr. W .U . Herath— Sri Lanka 
M r. M . Kunni— Japan 
Mr. Peter H lushko— Canada

Question I

The group analysed the manpower situation in  each 
country as explained by the delegates o f  the various count
ries and then classified the strengths, weaknesses and cons
traints.

The M alaysian delegates put forth a view that there was 
n o proper m anpower planning in  cooperatives. Recruit
m ent o f  personnel was done on  an  ad hoc basis w ithout any  
advertisements and that there was lack o f  identification o f  
needs. Salary scales in  the cooperative sector were lower 
than in  other sectors and that turnover was high. Training 
for staff was also not properly planned. It was however 
said that there was dedication and hard Work on  the part 
o f  cooperative employees and governm ent legislation made
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for some uniform ity o f manpower policies. It was also  
stated that government direction could be excessive and  
that there was a tendency for cooperatives to venture in to  
new fields w ithout proper planning and that som e o f  them  
were too  small in  size.

The delegate from the Philippines stated that there was 
great willingness on  the part o f  staff o f  cooperatives to  work 
well and expose themselves to training but that there was 
lack o f  sufficient education and training facilities and not 
enough m oney with cooperatives to  offer higher incentives 
and openings to  the staff. There was some hesitation on  
the part o f  Government to  give wholehearted support. He 
said that there was difficulty in  organisation because o f  
distances and the numerous islands that constituted the 
country.

The Thai delegate said that the cooperative movement in  
the country was guided and aided by government and that 
funds and training institutions were available. H e stated 
that the marketing problems related to  cooperative pro
ducts hindred growth o f societies and that due to  this rea
son the societies were unable to  em ploy professionals or 
pay the staff adequately. There was lack o f  confidence in  
cooperatives and lack o f  security for em ployees working in  
them.

Sri Lanka delegate stated that Government legislation  
ensured uniform policies o f  manpower development and 
that training facilities were available to employees o f  co 
operative. However, there appear to be to o  much govern
ment direction and cooperatives were not developed to an  
extent that they could offer em ployment to  professionals 
on attractive salaries and fringe benefits and also  security 
of service. A lso  not much respectability was attached to  
service in  cooperatives.

In India the position  was that there was intense govt, 
direction, and that government legislation ensured uni
formity o f  manpower development policies. There were 
training facilities and some cooperatives were able to attract 
professionals on favourable terms o f  service.

The resource person from Japan stated that there was 
uniform legislation for cooperatives and that demand for
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em ployment in  cooperatives was high because o f good con
ditions o f  work, that there were regular meetings o f  staff, 
members and B oardjhat ensured ̂ ood  rapport and success
ful functioning without dependence on government assis
tance. This position  was attained after thirty years during 
which period government assisted and supported coop e
rative ventures.

There was general consensus on  the item s o f  strengths, 
weaknesses and constraints that are listed below.

Strengths

The group found that governm ent generally had labour 
enactm ents and som e had specific regulations for the co 
operative sector.

It was also noted that practically a ll countries had some 
training facilities and provision o f  financial resources for 
support o f  such facilities.

The group found that there was willingness on  the part 
o f  cooperatives to  pay com petitive salaries and benefits to 
their staff and that m ost cooperatives have achieved what 

xthey have by a band o f  dedicated staff and workers.
Points o f  “ Strengths” were as follows:

1. Government enactments;
2. A vailability o f  training facilities;
3. A vailability o f  som e funds for training;
4. W illingness o f  cooperative to pay com petitive sala

ries; and
5. D edication  o f  a sm all nucleus o f  members, board 

members and staff.

W eaknesses

The group noted that there were seldom any responsive 
manpower policies adopted by societies and in m ost cases 
there was lack o f proper work organisation. M uch o f  the 
short-com ings even where there were regulations o f govern
ment was due to  an uneven im plem entation by the different 
nBthorities in  charge o f  different types o f cooperatives. It
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was found that m ost cooperatives did not venture to  ad
vertise for good personnel. This was probably because o f  
low pay and fringe benefits and limited prom otional pros
pects that the cooperatives had to  offer. N o t many coope
ratives had realised the need for proper and adequate train
ing for their staff. And generally the m ethods adopted for 
training were not such as would develop skills. There was 
also a  gap in  volunteer leadership education. Moreover 
there was inadequate communication amongst staff/Board 
of Directors/M embers. M ost societies appeared to  be 
under the impression that government could do everything 
for them.

Items o f  Weaknesses w ere:
1. Lack o f  responsive manpower policies;
2. Lack o f  clear work organisation;
3. Varying degrees o f application o f cooperative con

cept by Departments o f Government;
4. Lim ited prom otional prospects;
5. Lack o f advertisement o f  staff vacancies;
6. T oo low  pay and fringe benefits—unattractive to  

professionals;
7. Inadequate training fac ilities;
8. Lack o f adequate com munication amongst staff/ 

Board o f Directors, members;
9. Lack o f knowledge and skills regarding proper adult 

training m ethods and development o f  related skills ;
10. Lack o f  adequate volunteer-leader education; and
11. Over dependence on government.

Constraints

Regarding “ constraints” , the' group noted that the ex
tent o f  government direction o f  cooperatives was rather 
large. Consequent on low  salaries and benefits that coope
ratives had to  offer because o f  too  small size and business, 
there was not a favourable image o f  cooperative enterprises 
in general and respectability attached to  employment in  
them in  particular. The small size and business o f societies 
did not offer possibilities o f  change o f  work by way o f  trans
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fers and upgrading that would be desirable in a develop- 
ing  situation. The preference o f  government to  sectors 
other than the cooperative sector for performance o f  public 
services sometimes hindered development o f manpower. 
The group particularly noted that there was great oppor
tunity for adjustment between cooperatives vertically and  
horizontally and that there should be greater cooperation  
am ongst various cooperatives them selves. The group was 
convinced that regulations preventing employees to  become 
members o f  the cooperative, they worked in, was a great 
constraint to  m otivation.

Constraints would therefore be:

1. T oo much government, direction and lack o f ade
quate government support;

2. T oo small size o f societies;
3. Lack o f  upward m obility;
4. Negative social image attached to cooperative service;
5. Lack o f co-ordination am ong the coops; and
6 . N o t allowing staff to  'become members o f  the coops.

Question 2

W hat changes would you recommend at the various levels 
o f the cooperative system to  ensure a better working environ
ment for cooperative em ployees ? Identify the roles and res
ponsibilities o f  individual societies, their federations, the 
N ational Cooperative U nion  and the Government in  this 
regard.

The group had identified earlier the strengths, weak
nesses and constraints which influenced cooperative em p
loyee attitudes and performance. A  better working-environ- 
ment could be achieved i f  these weaknesses and constraints 
could be overcome or removed.

The group felt that for a  better (or even ideal) working 
environment the following factors should be present in  the 

.w ork environment. These factors have been categorised into  
internal (within the cooperatives) and external (outside o f  
the cooperatives) as fo llow s:
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1. Em ployees should be able to  achieve job  satisfaction.
2. Em ployees should be able to  have som e m obility in

the organisation. /
3. There should be proper physical facilities.
4. There should be opportunity for training and educa

tion.
5. Plan for equitable com pensation for employees.
6. Team m eetings, staff meetings should be held regularly 

to  discuss important topics or plans for the day/week  
etc.

7. Staff should be allowed and encouraged to  be mem
bers o f  the society.

8. There should be possibilities for the staff to  take in i
tiatives.

9. F lexib ility  o f  work scheduling should be possible.
10. Fam ily welfare and security must be considered.

External

1. Favourable government regulations 'legislation;
2. Relationship with staff Associations/labour unions;
3. R econciliation between coops and religious standards; 

and
4. Proper social values (regarding women and children 

in  the work force).

The group identified some factors as the minimum es
sentials in  any working environment andesome as not im 
m ediately essential but as ‘nice to  have’ in  the long term  
and for the development o f  the manpower. Factors N os. 
1-7 o f  the Internal Factors and N o . 1 o f  the External Fac
tors are essentials. That is  to  say, a good working environ
m ent must at least:

—provide em ployee job  satisfaction;
— provide employees prom otional prospects within the 

organisation or in-between cooperatives;
— have proper physical facilities conducive to  the emp-

Internal factors
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loyee working and performing well;
— provide opportunity for training and education so that 

the employee can perform his work satisfactorily;
— provide equitable com pensation for em ployees;
— provide for the possibility o f  regular staff, team m eet

ings for participative management;
— request staff to  be members o f  the society or wherever 

possib le, recruit staff from members o f  the society; 
and

—have favourable governm ent regulations and legisla
tion.

Bearing in  m ind that the above factors were the minimum  
essentials for any working environm ent, the group suggest
ed the roles that the four different organisations could play 
to  ensure a better w orking environment for cooperative 
em ployees are given in the table on Pages 28-31.

Question 3

Examine the need for proper manpower development 
system and recommend short-teim  and long-term strate
gies to  ensure more efficient and effective service through 
cooperatives.

The group was o f the opinion that all available manpower 
resources should be utilised in  such a way as to  achieve the 
cooperative objectives with maximum efficiency in terms 
o f minimum time and cost. In order to  achieve this result 
the group recommended that cooperatives at various tiers 
and government should im plement the following:

(i) Short Term (1-3 years period)— Items identified ear
lier as essential are listed below
(1) Create working conditions so that employees 

are able to  achieve job  satisfaction
(2) Provide opportunities for em ployees to maintain  

som e m obility in  the organisation;
(3) There should'be proper physical facilities;
(4) Provide opportunity for training and education;
(5) Plan for equitable com pensation for employees;
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(6) Team m eetings/staff meetings should be held 
regularly to  discuss important topics or plans 
for the day week etc.;

(7) Staff should be encouraged to be members o f  
the society; and

(8) Government resolutions/legislation/regulations 
should be such that they eliminate exploitation  
o f labour and provide facilities to encourage 
people to work in coperatives.

(ii) Long Term (3-5 years)—Items identified as ‘nice’ 
earlier:

(1) There should be possibilities for the staff to  take 
initiatives;

(2) F lexibility o f  work scheduling should be p os
sible ;

(3) Family welfare and security must be considered;
(4) Relationship with staff associations/labour 

unions to  evolve a harmonious work environ
ment conducive to both the cooperatives and the 
em ployees;

(5) Religious standards—a reconciliation o f  reli
gious practice with cooperative activities;

(6) Social security systems—pension plans, social 
insurance and workmen compensation to  be 
introduced; and

(7) Social values (regarding women and children 
in  the work force) to  be fostered.

The group felt that all soc;eties, federations and natio
nal level unions should pay greater attention to  manpower 
developm ent. The group was o f the view that the question  
o f manpower development should be thought o f as a career 
developm ent programme in the cooperative societies at all 
levels. It should be realised that the cooperative sector n 
the R egion faced severe com petition not only in trade, 
commerce and business but also in manpower recruitment. 
Therefore it was essential that appropriate salary and bene
fits structure was developed in order to recruit persons o f
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requisite standards and to  provide them with opportunities 
for career development. The group further identified the 
follow ing as matters o f immediate priority:

Training o f  staff, establishment o f  training institutions, 
recruitment o f  good trainers and provision o f  sufficient 
funds for establishing and developing training facilities.



Programme

M arch 27, 1983 Arrival o f  Participants

March 28 A M  Inauguration
by Y.B. D ato Sanusi Junid, 
Minister o f  N ational and Rural 
Developm ent.

PM  Briefing on the m ethodology o f  the 
Seminar.
Country background Papers

March 29 Country background papers (contd.)

M arch 30 A M  Country background papers (contd.)
PM  Cooperative Manpower M anagement 

and Cooperative Developm ent in M a
laysia

by Mr. Fazim Fadzim bin Othman 
Faculty o f  Economics and A d
ministration, University o f  M a
laya, Kuala Lumpur 

Manpower Management and Coope
rative Developm ent 
by Mr. V.B.L. Mathur,

Managing Director,
N ational Cooperative D evelop
ment Corporation,
N ew  Delhi.

M arch 31 A M  Manpower M anagement in the C o
operatives in Sri Lanka 
by Mr. W .U. Herath,

Director, Cooperative Teachers 
Training Project, Colombo, 
Sri Lanka.
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PM  Manpower Management in  the Swe
dish Cooperative Movement 

by Mr. Hans Ardelius,
Sr Administrative Director, K F, 
Stockholm ., Sweden.

April. 1, J983 AM_ Cooperative Manpower Planning 
' and Developm ent: A  Canadian Pers

pective
by Mr. Peter H lushko, Vice President, 

Human Resources, the 
Cooperators, Regina, Canada. 

PM  Study Visits

April 2 Study Visits

April 3 Free

April 4 A M  Personnel M anagement in M ulti
purpose Agricultural Cooperatives in 
Japan
by Mr. Morimasa Kunii, President, 

Research Institute o f  Agricultu
ral Cooperative and Labour 
Management, Tokyo, Japan.

PM  Group Work—1

April 5 Plenary I— Group Work II

April 6 Plenary 11— Group Work 111

April 7 Plenary III—
Drafting Committee Sittings

April 8 Final Plenary

April 9 Close o f  Seminar/Departure o f
Participants.



Participants

India 1. Mr. G .N .D a s ,
Special Officer,
Tamil N adu Cooperative U nion,
Anna Salai, Madras (Tamil Nadu)

2. Mr. V!K. Khedkar,
Chief Officer,
Maharashtra State Cooperative Bank Ltd.
Sir Vithaldas Thackersey M em orial Bldg.
9, Nagindas Master Road Extension.
Fort, Bombay, Maharashtra.

Korea 3. Mr. Ok Sun H o,
Manager, Personnel D ivision,
General Service Department,
N ational Agricultural Cooperative Federation. 
75, 1-ka, Choongjong-ro, Jung-ku,
Seoul, Korea.

M alaysia 4. Mr. M ohd. A li,
M CIS, Wisma MCIS,
Jalan Barat, Petaling Jaya.

5. Mr. Rajaindran Narayanasamy,
Cooperative U nion  o f  M alaysia,
107, Jalan Bunus,
Peti Surat 685, Kuala Lumpur, M alaysia.

6. Puan N oriah bte Zakaria,
Rubber Industry Smallholder Development 
(RISDA)
4th M ile, Jin. Ampang, K uala Lumpur.

7. Mrs. Inder Kaur,
Lecturer,
Cooperative College o f  M alaysia,
Petaling Jaya, M alaysia.
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Nepal 8. Mr. Narendra K . Basnyat,
Registrar, Cooperative Societies, 
Departm ent j>f Cooperatives,
M inistry o f Land Reform,
Kamaladi, Kathmandu, Nepal.

Philippines 9. Mr. Francisco D . Caballero, Jr.
Cooperative U n ion  o f  the Philippines,
Rm. 400-G, 4th Floor,
N  de la  Merced (Delta) Building,
W est Avenue, Q uezon City, Philippines.

10. Mr. Rom eo Junio 
Vice President,
M anila Consumer Federation,
C /o Cooperative U nion  o f the Philippines, 
Rm. 400-G , 4th Floor,
N  D e la  M erced (Delta) Building,
West Avenue, Quezon City, Philippines.

Sri Lanka 11. Mr. C.M .B. Bogollagama,
President,
N ational Cooperative Council o f Sri Lanka, 
455 G alle Road, Colom bo-3, Sri Lanka.

12. Mrs. K .G .D . W imalasiri
Department o f  Cooperative Development 
Duke Street, P.O. Box 419,
Colom bo-1, Sri Lanka.

Thailand 13. Mr. Taweewat Charoensook,
Deputy Director,
Cooperative League o f  Thailand,
4, Pichai Road, D usit, Bangkok, Thailand.

14. M n  Z&ard Keokeas,
Chief o f  R egional Training Section,
Training D ivision,
Cooperative Prom otion Department 
Pichai Roadj Bangkok 10300, Thailand.
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1. Mr. Peter Hlushko,
Vice President (Personnel)
Cooperators Insurance Group, Regina 
Ottawa, Canada.

2. Mr. Hans Ardelius,
Senior Adm inistrative Director,
K .F .
P.O. Box 15200, S 104 65 Stockholm , 
Sweden.

3. Mr. M orim asa K unii,
President,
Research Institute o f  Agricultural 
Cooperative and Labour M anagement, 
T okyo, Japan.

4. Mr. V.B.L. Mathur,
M anaging Director,
N ational Cooperative Developm ent 
Corporation,
4, Siri Institutional Area,
N ew  Delhi-110016. India

5. Mr. W .U. Herath,
Project Director,
Teachers Training Project,
455, Galle Road, Colombo-3, Sri Lanka.

6 . Mr. Fazim Fadzim  bin Othman,
Faculty O f Econom ics & Adm inistration, 
University o f  Malaya,
Kuala Lumpur, Malaysia.

Observers /
M alaysia 1. D atin  Maimunah bte Ab. Wahab, 

Perwanis,
30, Jalan K eliling,
Seremban, N . Sembilan.

Resource Persons



2. D atin  H aliinah bte Rasul,
23, SS 22A/3,
Damansara Jaya, Petaling Jaya.

3. Mrs; John Gurusamy,
Cooperative U n ion  o f  M alaysia, 
107, Jalan Burius, K uala Lumpur.

4. Puan Zaleha bte Zulkarnain,
12, Jalan D ato  K lana,
Seremban, N egeri Sembilan:

5. Cik Faridah bte K halid, 
Cooperative U n ion  o f  M alaysia, 
107, Jalan Bunus, Peti Surat 685, 
K uala Lumpur.

6 . M iss T. Pathma,
Cooperative U n ion  o f  M alaysia, 
107, Jalan Bunus,
Peti Surat 685, K uala Lampur.

ICA ROEC

1. Mr. R .B. Rajaguru,
R egional D irector, ICA  ROEC, 
N ew  D elh i.

2. Mr. J.M^ Rana,
D irector (Education), JCA ROEC, 
N ew  D elhi.
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is one of the oldest o f non-governmental international organisa
tions. It is a world-wide confederation o f cooperative organisa
tions of all types. Founded by the International Cooperative 
Congress held in London in 1895, it now has affiliates in 66 
countries, serving over 365 million members at the primary 
level. It is the only international organisation entirely and ex
clusively dedicated to the promotion of cooperation in all parts 
of the world.

Besides the Head Office o f the ICA, which is in Geneva, 
there are three regional offices, viz., the Regional Office & Edu
cation Centre for South-East Asia, New Delhi, India started in 
1960, the Regional Office for East and Central Africa, Moshi, 
Tanzania started in 1968 and the Regional Office for West 
Africa, Abidjan, Ivory Coast, started in 1979.

The main tasks of the Regional Office & Education Centre 
are to develop the general activities of the Alliance in the Region, 
to act as a link between the ICA and its affiliated national move
ments, to represent the Alliance in its consultative relations 
with the regional establishments of the United Nations and 
other international organisations, to promote economic rela
tions amongst member-movements, including trading across 
national boundaries, to orgauise and conduct technical assis
tance, to conduct courses, seminars and conferences, surveys 
and research, to bring out publications on cooperative and 
allied subjects and to support and supplement the educational 
activities o f national cooperative movements. The Regional 
Office and Education Centre now operates on behalf of 15 
countries, i.e. Afghanistan, Australia, Bangladesh, India, Indo
nesia, Iran, Japan, Republic o f Korea, Malaysia, Nepal, 
Pakistan, Philippines, Singapore, Sri Lanka and Thailand.

THE INTERNATIONAL
COOPERATIVE ALLIANCE


