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ABSTRACT 

This is_the report of a study of trainees enrolled in 

an institutional occupational retraining program supported 

under the Adult Occupational Training Act. Since the early 

1960'5, institutional job retraining programs have grown to 

become a major ~ehic1e for absorbing the jobless in times of 

high unemployment and for supplying employers' increasing 

demands for'inexpensive pools of labor when productio~is 
. 

resumed. In particular, this study focuses on the means by 

which the job training center, as a resocialization 
.. .. 

organization, prepares i~dividuals for the employee role. 

We examine retrainees' attitudes toward acquiring job skills 

and on changes in their levels of assimilation of those 

worker attributes viewed as desirablo by employers. The 

findings show that such background factors as social class 

origin, the respondent's prior occupation, formal educational 

attainment, and sex affect variations in the resocialization 

experience. 

While ost research on 'manpower programs has addressed 

itself to the estimating the economic benefits of . 
training research-on th~ orfentations of 

trainees investiQ tes an area that has received little 

attention. This res arch is an exp~oratory study. Viewed in 
. , 

the broadest context, 'it deals with one aspect of the problem, 

of 'po'verty and its sources in tt'le structure and ideology of 

present day capitalistic society. 
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CHAPT&R I 

INTRODUCTION 

The Free Marknt SV9tem and Technolooical Chanoe: 
on Un e rn p J 0 't m 8 n Lan d t h (1 Nat u reo f [./0 r k HoI e s 

Its Imoact 

The process of social change has been much studied by 

social scientists. In focusing their atbention onrvarious 

aspects of social stratificat~on including status,and mobility, 

and class and caste, they have generally agreed that in 
, 

industrialized societie6, technological advance corttributes 

to an increasingly elaborate division of labor and the con­

comitant requirement of increasif")gly elaborate org-anization. l 

Upward social mobility is widely held to be characteristic of 

these industrial societies. The process of industrialization 

results in a proliferation of occupations requiring wide 

variations of skill and specialization. This view on the 

nature' of post-industrial society leads one to two rather 

distinct conclusions. On the one hand, modern sooiety is 

vie\Jed as having established a cash economy, wage labor, and 

production aimed at high profit margins. This, in turn, has 

led to tec'hnological developments and to the emergence of new 

occupations of a technical and professio~al nature. Automation, 

primarily. a post-WaT phenomenon, has resulted in the creation 

of new occupations. This focus of research has been more on 

the incumbents of nnew" occupations than on the holders of,the 
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"old", often unneeded, occupations. But research on those whose 

work and skills are now no longer needed is certainly necessary. 

As technology advances, there is also an increasing differ-

entiation of work functions and, as a result, of social 

str~~tures. Structural differentiation, in turn, affects all 

segments of the population, but its impact on labor is 

especially ~pparent. Along with tho expansion of the new 

middle occupational strata there is a reduction in the need 

for masses of unskilled labor. 2 A major diFficulty involved 

in evaluating the changing incidence of unemployment is the 

fact that it is not spread ev~nly across the working population 

but always affects certain groups disproportionately. Also, 

the incidence of unemployment is affected by fluctuations in 

the overall level of joblessness. 
. 3 

Most observers agree that a crucial aspect of the 

structural transformation of the Canadian economy in the late 

1950's was from a rural, agriculturpl society to a highly 

urbanized) industrial society. There are two major results 

of this transformatLon. First, there has been an intersectoral 

shift, or from an emphasis on. the ppimary sector to an emphasis 
"t 

on the tertiary seotor'including White-collar and service 

occupations. Second, there have been changes in the types 
~ 

and content of occupations demanded within industries. 4 The 
• 

first reFlects a .. trans~ation toward the 

and services, and hence'\ne derived demand For labor. the 

5 second reflects the effects of technological change. The 
1 . 
I ; : 
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effoct of these developments has been to diminish the jOb 

opportunities for the unskilled and to appr~ciably incroase 

the demand for semiskilled and especially skilled manual 

workers, a sector which still accounts for a substantial 

proportion of the total labor force. 6 In addition, whito-

collar and service'occupations, especially for women, have 

become more important. Those changes in the occupational 

composition of the labor force are shown in Table 1. Another 

major change has been the greatly decreased proportion of 

self-employed individuals.? With these long-run shifts.in 

industrial and occupational composition there has occ~rred, 

as ostry emphasizes: 

••• the shrinking employment in such traditional 
occupations as locomotive firemen, pattern 
makers, metal polishers, boiler firemen, black­
smiths, weavers, coremakers, filers and grinders, 
and stonecutters: 8 

The implications of the sheer complexity, volume, and frequency 

of the changing work roles in moderh industrial society have 

meant a major shift in the basis of role assignment. Individual 

skills and job qualifications have come to be displaced by 

more di~ectly social functions and qualifications. As Gorz 

has so aptly summed up the consequences for the nature of work 

roles under the social relations of pr,oduction in response to 

the changes in the process of pr09uction: 

Qua~ifications are no longer centered round 
man's relations with inorganic nature but 
round social collaboration with others - that 
is to say, harmonious group action, collective 
team work, etc. Briefly, the labor force is 
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TABLE 1 

Percentage Distribution of the Canadian Labor Force by 
Sax and Major Occupational Groups (a) 

write Collar Occupations 

Managerial and 
Prop'riatary 

Professional and 
Technical 

Clerical 
, Sales 

Blue Collar Occueations 
; 

Manufacturing and 
Mechanical 

Constructi.on 
" Laborers 

Primary' Occupations 

Agricultural 
.' 

Fishingr.logging, 
Mining . 

.'}-

T 

15.3 

4.3 

4.7 

3.2 

3.1 

27.8 

15.9 

4.7 

7.2 

44.3 

40.3 

4.0 

.J 

1901 

'1 

M 

14.0 

1:' 

4!8 

3.1 

2.9 

3.2 

27.5 

13.8 

5.5 

8.2 

50.5 

45~9 

4.6 

':':' 

F 

23.6 

1.2 

14.7 

5.3 
2.4 

3091 

29.6 

0.5 

3.8 

3.8 

T 

32.0 

7.4 

7.3 

10.7 

6.6 

29.4 

1951 

M 

25.4 

8.7 

5.3 

5.9 

5.5 

33.0 

17.2 17.9 

5.5h 7.1 

6.7 8.0 

19.8 

15.7 

24.6 

19.3 

F 

55.4 

3.0 

14.4 

27.5 

10.5 

• 
16.5 

14.6 

0.1 

1.8 

2.8 

2.8 

4.1' 5.3 ... r / .... 
t · L ) con Inued ••• "-

• 
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Table 1 (continued)' 

Transportation and 
Communication 
Service 

Oc~upations not stated 
or unc.lassifi-ed 

• All occupations 

White Collar Occupations 

Managerial and 
Prop·);, ie tary 

Professional and 
Technical 

Clerical 

Sales 
-

Blue Collar Qccupations 
Manufacturing and 
Mechanical (b) 
Construction 

Laborers (c) 

,'< .,< 

T 

4.4 

B.2 

100.0 

T 

37.9 

7.8 

9.8 

12.7 

7.6 

26.6 

16.1 

as.2, 
5.3 

¥ 

1901 

M 

5.1 

2.9 

100.0 

1961 

M 

30.6 

9.6 

7.7 

6.7 

6.6 

3f·4 

1S.4 

7.1 

6.9 

19 

F 

0.5 

42.0 

lOD.O 

F 

57.3 

2.9 

15.6 

28.6 

10.2 

11.1 

9.9 

1.2 

'\ 

T 

7.8 

9.S' 

'1.2 t 

100.0 

;-

T 

42.3 

4.3 

12.6 

'15.9 

9.5 

22.0 

15.4 

6.6 

1951 

M 

9.2 

6.5 

1.3 

10C.0 

1971 

M 

33.2 

S .• 6 

10.0 

7.6 

10.0 

29.0 

19.1 

9.9 

continued ••• 

'\ 

F 

2.9 

21.2 

1.2 . 
100.0 

, F 
, 

59:9 

2.0 

17.7 

31.8 

8.4 

8.3 

8.1 

0.2 

'I 

Ul 
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Table 1 (continued) 

1961 1971 

T M r ' T r1 F 

Pri~ar~ OccuEations 12.8 IS.1 4.3 7.7 9.9 3.6 

Agricultural 10.0 12 .. 2 4.3 5.9 7.2 3.6 

Fishing, logging,' " ¢ 

Mining 2.8 3.9 1.B t.7 

Tra~sportation and 
Communication 7.7 9.7 2.2 6.3 8.7 1.7 

Service, 12.4 8.5 22.6 11.2 9.2 15.0 
Occupations not stated <:l. 

or ,unclassi f ied 2.6 7.,.7 .; 2.5 10.5 10.0 11.5 
All ·occtipations 100.0 100.0 100.0 100.0 100.0 100.0 

T--·------;'~-- '" 

(a) ~. Tabie'co~~:i-l'~d-fr-o; _o;tt'y't~S-.' i. .rThe -O~~~~-;ti~-n-;l-'Com;o;i-t-i-;n--;f ,- th; --
Canadi an ,Labo_I.'. J'OFC6'; rr- -. DBS, 1967, Ottawa, pp. 50-51; and Canada \.Yea,rbook , 
St~tistics'Canada; 1974, pp. 324-325. The occupational classifications of 1971 

- dtffer from those of the previous years. 

(1=» The categorY:/"Manufacturing and Mechanic~l" in 1971 includes the following 
divisions: P~oc~9sing; Machining; Product Fabricating, Assembling, and Repairing; 
O~het Crafts and Equipment Operation. 

, . 
,(c) In 1971, th~f{laborer" category was excluded. 

~ , ~ . 
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socially qualified as a whole; relations are 
no longer the solidary relations of the 
individual wo~ker with his matefial, mediated 
by his tools, but relations of groups of workers 
to the industrial process, emerging from the 
conscious combination of human actions ••• it is 
,coming to require the reciprocal combination 
of those who actually accomplish production. 9 

Parsons lO stresses that technological change must have con-

siderable repercussions on the structure of the reward system, 

and tnus on the system of stratification. II New technical 

skills and role patterns become important, while at the same 

time, old ones deCline in sig~ificance. Since the acquisition 

of the social relations of production cannot qe assumed, 

integration into the changing nature of work roles depends 

upon an accep~ance of the process by which individuals acquire 

positions in the hierarchical work structure. It is argued 

that wide variations in skill levels are necessary because of 

expanding technology. It is also argued that with increasing 

technological development certain positions in ~ociety are 

functionally more important than others and demand specific 

skills. Following from this, and inherent in the system of 

stratification, is that only B limited number of " individuals 

possess the talents which can be trained into the skills 

appropriate to these positions. from this per~pective, the 

hierarchical division of labor evolves according to the 
. 

individual's own efforts in striving for higher occupational 

levels. Moreover, the individual's status and income become 

dependent'on his or hsr position 1n the. work hierarchy. A 

central proposition of the 1ffunctional theory of stratifi"cation" 

.' 
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8 

is that in order to induce the talented individua~s to undergo 

certain sacrifices and acquire the training, thei~ future 

positions must involve an inducement value in the form of 

differential, or privileged, access to the scarce and d~sired 
') 

rewards offered by society.12 

The Rise of Vocational Education in Response to the HierarchiGal 
Division of Labor 

As Porter l3 has emphasized~ the particular manpower 
, 

problems that faced the Canadian government in the early ~9601S 

could largely be solved by changes in education and tra~ning 

practices. With increases in the rate of industrialization, 

schooling acquired increased importan~e as' a mechanism for 

allocating individual~ to these varied positions in the 

occupational structure. Just as the changing work role struc-

ture had to be justified, so also did the method whereby 

individuals came to fill these new job roles require legit­

imation. Educatio~al cr~dentials, representing one's level 
, 
of training and the quality of one's education, operated as 

a major means of justifying the stratification system. As 

schooling was supposedly available to all, the individual's 

position in the social division of labor could be viewed as 

the result of his own efforts and talents. 

In addi tion to vast ind'ustrial' and occupational changes, 
'.~ 

and rising unemployment in th.e early 1960' s, "the government 
J 

was also faced ~ith large numbers .of new entrants into the labor 

I 
" 

,1 
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force produced by the sharp rise in post-war births. This 

created an unprecedented increase in the number of young 

persons reaching working age. The government sought to delay 

their entry into an already overflowing labor market by 

encouraging them to remain in school to acquire the requisite 

training for productive employment in the changing occupational 

structure. l4 Such a view coincided with the historical 

objectives of federal participation in vocational education. 

From the early 1900's onward, i't was evident that'the 

government's economic. concerns gave it an interest in providing 

youth with the education that prepared them for industrial work. 

Educators were beginning to think of themselves as training 

students for future occupations. This concern is expressed 

in a report of 1910 on Industrial Education: 

_Our movement in advocating Industrial Education 
protests"most emphatically against the 
elimination from our Public School system of any 
line of learning now taught. Education, Technical· 
or Industrial, must be supplementary to and in 
connection with our modern school system. That 
for which our movement stands tends to make better 
workers of our future citizens, better citizens 
of our future workers. 15 

"-

This position, maintained by employers and educationalists 

ali~e, pro~ided a maj9r thrust ror the orqanization of schoolihg. 
~ 

The report quotes from the letter wri tten by a ma,!ufacturer': 

~hati we wan~ in our factory is apprentices 
who by their previous education have been 
made both resourceful and strong. 16 

An educationalist ~rites: 

I 



The great hope of in~reased efficiency and 
of a higher standard amDng artisans depends 

10 

upon his education before he enters the shop. 17 
(emphasis added) 

Such ideas suggest that schooling was viewed as providing 

better rreparation than did the actual job. Moreover, the 

conception of the function of the educational system as a 

primary training and selection mechanism led to the assumption 

that the criteria of merit within the school setting had to 

correspond to the criteria of ranking within the industrial 

setting. The idea of education as preparation for entry into 

an industrial me~itocracy brought with it structural differ­

entiation and hierarchical relations. The report on Induetrial 

~ducation ~tressed that education legitimated hierarchical 

role allocation in industry. We quote from ~he repo~t of 

the Technical Committee qf the Manufacturer's Association: 

••• very little effort is mach~ to interest the 
pupil who, when a certain stag~ in his education 
is reached, fails to respond to the effort of the 
teacher. This pupi I is 'not at once, to be con­
demned as an idler. Very probably his awakening 
mi~d is attracted by mental food other than that 
offered him in the rigid curriculum of our present 
system. He may desire to work with his hands, 
and through a different system, could be easily 
instructerl in studies which would tend to guide 
those hands in their work. This pupil should not 
be turned out of schools in a dissatisfied frame 
of mind. He should be retained until definite 
convictions havB been reached as to what purposes 
he shall devote his life. Under our present ' 
educational system, ~any pupils are driven by 
the system itself, or by.their parents, in~o 
commercial 'and prof~ssional life who would be much 
better suited for~xecutive positions in our 
workshops. Too often parents do not realize the 
prizes that are available in industrial life, and 
only in recent years have our educational author­
ities awakened to the fact that the educational 

\ '. 
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system, as at present devised, lends to take 
the youth of the country away from industrial 
life. 18 

The choice of the phrase "executive positions" in the workshops 

represents an attempt by the educational superintendents to 

make such jobs appear considerably more appealing and worthy 

of pursuit than they were in reality since, in the same report, 

the manufacturers made it clear that what they required was 

not executives, but rather apprentices in their factories. 

Moreover, they required workers who had in the course of their 

schooling acquired favorable attitudes toward working. The 
" 

worker's cognitive ability, in contrast, was perceived as 

being not as difficult to develop and thus assumed secondary 

importance in the training of workers: 

The General Industrial School should be so 
organized as to provide a suitable foundation 
for whatever trade a boy might select. In 
them he would be fitted for life as a citizen; 
and, while acquiring industrial knowledge as 
well a~ skill in the use of tools, he would 
work with due economy of time, material, and 
effort; that -is, his tlindustrial intelligence" 
would be adequately trained... We are going to 
make the boy a workman, not necessarily a 
scholar; and a fair knowledge of the essEntials 
should suffice. 19 

The important point here.is that the emphasis on cognitive 
I) 

capacities or the skill-acquisition functions of training is 

placed second to that of the training of an "indus,trial 

intelligence", i.e., working. with economy of time; material 

and effort. The goal of the schools was to provide stude~ts 

wi th a foundation . for a future trade. And bhis was to be 

accomplished via the crucial process of inculcating those 

i 
i 
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values deemed necessary, values such as punctuality, neatness, 

orderliness, co-operation with superiors and fellow workers t 

and well dfsciplined behavior. Tho Superintendent also 

emphasized that the worRer should acquire a general l~vel of 

education higher than that immediately demanded by his tasks: 

. 

If the boys ca~ be induced to take a High School 
course before entering an industrial school, so 
much the better. My investigations lead me to 
endorse most heartily the opinion now held by 
employer· and employee as well as by educational­
ists, that the better the general.education of 
the workman, the more efficient an industrial 
unit he will become. 20 ~ 

The school viewed its role in the social structure as to 

promote equality by allocating status through individual 

achievement. Further justification of this meritocratic 

perspective of edi.ic.fting workers for the most suitable 

occupations is provided by the stated aims of the educational 

system as to " ••• develop in him a definite vocational purpose 

which would enable him, with the assistance of his teachers, 

to select a trade for which ,he is best fitted. 1I21 

Since the early 1900's, then, there has been an_ 

expressed interest in providing in the schools education for 

productive employment prior to a person's entry into the 

lab.or force. T~e Technical and Vocational Training Assistance 

Act of 1960 (TVTA) emphasized this same objec~ive. During the 

late 1950's and particularly in the early 1960's, the concern 

over the rates of joblessness was reinforced by the growing 

awareness of the relatively low levels of education and 

training of the 1ab1r force in Canada relative to the United 

• j 
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States. This point, publicized by Porter,22 provided an 

important impetus for the initiation of new manpower training 

policy. When the unemployment rate reached a postwar high 

of eighl per cent ~uring 1960, the federal government raised 

its grant to the provinces for trainyng unemployed workers 

under existing training agreements from fifty to seventy-five 

per cent. 23 This was seen as a control measure to-absorb the 

24 
overflow of workers who could not then find employment. 

In that year, the government had secured the passage of 

completely new and comprehensive legislation, the TVTA. By 

1965, the federal government had a full-fledged department 

for manpower policy. The Adult Occupational Training Act 

(AOTA) was passed in 1967. The program instituted was sub-

sequently renamed the Canada'Manpower Training Program (CMTP). 

Expenditures for, and enrollment levels in, adult occupational 

training programs have increased significantly in recent years. 

For example, in 1960 there were only 494 people participating 

in retraining programs. During the years 1970 to 1971,_ there 

were more than 270,000 individuals in such programs. -In 

these years, expenditures increased over one hundred and 

seventy per cent, reaching nearly two hundred and ninety 

million dollars. 2S This expansion in adult occupational 

training has served to legitimate the concept of equality of 

educational and occupational opportunity, and also to re-
. , 

produce and justify the auth~ritarian division of labor under 

the capitalist system of production. The official ideology 
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underlying the growth of occupational training programs is 

expressed as follow~ by the Department of Manpower and 

Immigration: 

It is a program which takes human resources that 
would otherwise be idle or not fully utilized 
and channels them into more productive and re­
warding occupation~ ••• Equally important, it i5 
an instrument that can be directed selectively 
to reduce regional disparities and to provide 
new hope for workers at the edges of the labor 
market in pockets of poverty and uncertainty. 
Indeed, the Program has proved to be a major 
contribution in the federal government's program 
for achieving more balanced regional growtl, 
and a more equitable distribution of opportunity. 26 

Role of Institutional Retrainin rams in Meetin 
Demands: Cognltlve ective Attributes 

The rationale, then, for a government manpower policy 

is that it makes the labor market operate more effectively and 

it provides a mechanism for allocating human resources more 
o 

quickly and efficiently. In addition, the process of job 

allocation is directed by the assessment of individuals and 

the hiring practices of employers. The individual's occupational 

suitability is emphasized by the Department as being dependent 

on the extent to which his capabilities and skills are required 

in the labor market. In this manner, the potential trainee 

comes to 'pe~ceive his or her skills, or lack thereof, as the 

prime determinant of his or her position in the labor market. 

The meritocratic.selection of ~ndividuals for training is 

viewed primarily as: 

J 

t 
J 
I 

j 
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••• a matter of giving accurate information and 
advice to the individual. It dopends on knowing 
what he can do, what his skills and capabilities 
are... It depends even more fundamentally on an 
analysis of employment and occupational trends. 
Good counsellinq requires'us to relate those 
trends to a full understan~ing of training courses 
and an accurate assessment of the individual. 27 

Two elements of the federal retraining program thus 

become the criteria for selecting trainees and for choosing 

training course~. The above figures reveal large expansions 

in training for jobloss workers. In order to determine just 

what segment of the unemployed population is reached by the 

retraining programs, it' is necessary to examine the provisions 
~ 

which determine eligibility for entrY,into the training program. 

A small proportion of the program participants are private 

individuals who pay for their courses. A few individuals are 

sponsored by various government and private agencies. But by 

far the largest proportion of trainees, over three-quarters 

28 
of the group, are referred by Canada Manpower Counsellors. 

Referrals by manpower counsellors are conti gent upon the 

individual's meeting the following criteria: 

1) that there is or will be a demand for 
trained persons in the occupation; 

2) that persons are capable of benefitting from 
such training; 

3) that their employment prospects will,be better 
than if he/she did not take t~e training; or, 

'4) that th'8 trafning will significantly increase 
their income potential. 29 

The counsellor's assessment, then, is the ~rime 
( 

determinant of the jobless client's entry into occupational 

I 
w 
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retraining. The Canada Manpower Training Program specifies 

regulations governing the worker's eligibility for retraining 

and for determining the course ~n which he or she is to enrol. 

The first requirement is that the applicant be an adult, that 

is, at least one year older than the age at which a person 

is no longer legally obligated to attend formal schooling. 

To be termed an adult for CMTP purposes, the applicant must 

be at least seventeen years of age. In order to qualify for 

financial assistance in the form of training allowances while 

attending the retraining program the adult must either: 

1) have been a member of'the labor force 
substanti~lly without interruption for 
not less than three years, or, 

2) have one or more persons dependent upon 
him for support. 30 

As part of th~ process, the counsellor also examines 

the availability of suitable occupational skill training 

courses. Decisions are reached on the basis of one, an 

interview with the applica~t; two, his or her educational and 

employment history; and three, the results of general aptitude 

tests. If an affirmative decision is reached after assessment 

of these factors, the manpower counsellor places the new 

trainee in school. The trainees are allowed up to twenty-four .-
weeks of "academic upgrading" in preparation for entry into 

occupational training programs. Fifty-two weeks is the maximum 

period permitted for both academic and vocational training. 

In other words, no individual requiring more than one year 

of training is eligible for entry into the manpower program. 

• 
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occupational or training objective prior to training. Tllis 

excludes those unemployed who lack a clear perception of the 

labor markel demands. Individuals with littlo formal educalion 

and with sporadic work histories would be more likely to be 

undecided about job goals than indivi~uals with more st@ble 

employment histories. Similarly, the jobless per8Dn with 

little formal schooling and few skills may require more than 

the maximum of fifty-two weeks of j~b training. Just as one's 

level of educatign and one's skills largely determine the type 

of work one does, so also does one's education and job ex-

perience determine one's chances of being trained for a job. 

The grade t~n level is the prerequisite education for entry 

into training for the skilled lapor market. Because of the 

twenty-four week limit placed on the aCademic preparation for 

entry into skill training, those with more prior formal 

education are more likely to be selected over those with less 

formal education. The latter group comprise a large segment 

of the unemployed population. Similarly, the limited time 

allowed for occupational ~raining leads to a preference for 

trainees with some previous experience relating to the new 

skills.' The focus of manpower,trai~ing policy is to choose 

those with job,skill back9rou~ds similar to the s~ill training 

being offered. This, in turn, is oriented towards meeting 

oemployers' r~quirements in the surrounding'areas. There is 
< • 

little emphasis on creating new occupational skill pTogram~ 
, > , 

for those individuals with no prior. job s'kilJ.s. There is 

" 



19 

-
evideDcD for this. 8etweon the years 1969 and 1972, tho 

total increase of almost· four thousand in skill enrolment 

was largely comprised of referrals to already established 

training courses rather than to new skill courses. The net 

increase during these years in enrolment in new courses was 
" 

only thirteen p~r cent of the Lotal enrolment increase, while 

an overwhelming eighty-seven per cent of the total represented 

increased referrals to training courses already existing 

during '1969. 31 

,Both the conditions of the Canada Manpower Traihing 

Program, and the more subjective criteria used by manpower 

counsellors" in ref~rring clients, sugges~ that manpower policies 

are oriented primarily towar~ those individuals viewed as 

having a high expectation of success in completing the training 

program and in subsequent job placement. In contrast, ~orkers 

who are out of work and who are I'mismatched" to the available 
I 

job openings will remain trapped in the unemployed group for 

lengthy periods of time~ While the retraining institution 

is viewed as the majo~ agent or socialization" it is likely 

that some antic~p~tory' soci~lization is p~ovidBd by this pre­

training se lect i on" proces s.. The advance prepara ti on invo I ved 

in deciding upon an occupational skill before entering the 

training program may serve to pro~ote committment to the 

employee role. ,Essential to the training program itself is 

the counselling of jobless workers, their subsequent ,training, 

a~d finally the job placement of the trainee. 
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As in all capit~list societies, the income and social 

position of workers derive from the sale of their labor 

services to employers. Consumption, as the desired end for, 

all, operates to justify the necessity of ~a~or. It becomes 

functionally necessary to motivate workars, whose main 

possession is their labor services, to participate in a labor 

market that operates to maintain an oconomic system character-

'. ized by patterns of work control which regulate all output to 

the marketable product and the criterion of profit-maximization. 

Ultimately, expectation of employment is a key issue. 

Trainees can motivated to adequate petformance by th~ 

exi'stence of and its extetnal rewards of hi~her 

income and h~gher social status. The development of this 

motivation in workers is the task o.f the training institution 

which focuses on the demand by employe~s for particular 

employee attributes. 

Job training programs, at the public's expense in 

the name of public welfare, provide a cheap and flexible 

labor force and, concomitantly, fnhibit rising pressures on 
\ 

wage demands. 32 From the perspective of capitalist production, 

the ready supply of skilled labor by government training 

programs has strong economic value. As workers are not bound 
f 

to employment, individual employers cannot invest in the 

general training of workers and expect to appropriate 'the 

'returns. Skilled labor is viewed by employers as "fixed 

capital lt • When faced. with a cutback in p~oduction, an 

employer will be more likely to remove an unskilled worker. 

i , , 
• 
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Those workers with more skill will be retained as one means 

of ensuring the lowest possible hiring and training costs 

when production resumes normal capacity. Tho fixed costs of 

employers thus have important implications for the" incidence 

of joblessness by skill l~vel and for the employer's choices 

between changes in the numbors of workers. The costs involved 

in the recruitment, screening, and training of workers are 

considerable. For these reasons monopolists have strong in-
I 

centives for arguing that worker training should be carried 

out at public expense. 

Complementary explanations have been advanced by Oi 

and Reder. 33 Investments by employers in the hiring and in 

the training of skilled workers (although on-the-job training 

is limited to considerably few lndus~ries34) increase their 

'reluctance to lay them off. Thay prefer to downgrade skilled 

wor~ers and to layoff the least skilled workers. 35 Thus the 

markets fpr skillep workers are assumed to adjust to excess 

supply and demand with minimal unemploymentfresulting. The 

markets for the unskilled and semiskilled, on the other hand, 

absorb the major unemployment. 36 Thus the l~ast skilled 

work~rs have both the greatest chances of being laid off and 

the lowest probabilities of being hired. The former effect 

serves to lessen the duration of their work period; the latter, 

to increase the span of their periods of unemployment: 

. The factors that generate the dual labor ,market 

s,tructure and limi t". the least skilled to' the secondqry' lab,or' 

t 11 1 b t d b P · 37 Th ., I b sec or are we e a ora e y lore. e prlmary a or I 
i 

1 
'/ 
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~arket sector is distinguished from the secondary labor 

market sector by such properties .as high wages, favorable 

working conditions, "job security, stable employment, equity 

in the administration of work rules, and opportunities for 

advancement. The secondary labor market sector, in contrast, 

involves jobs characterized by low wages, poor working 

conditions, and variability in employment. :: These kinds of 

jobs frequently involve arbitrary discipline, and limited 

opportuni~ies for advancement. 38 The major difference between 

primary and secondary jobs are the requirements of. job pe-

havior, namely that of employment stability. Secondary labor 

force participation often engenders tardiness and absenteeism. 

These are less likely to be tolerated by employers in the 

primary job sector. A period in the secondary sector may make 

it difficult to adjust to the patterns of regularity and 

punctuality required in the ~rimary labor force. Job skills, 

in contrast, are cons~derably less likely to pose a major 

obst~cle to primary employment. However, as Piore emphasizes, 

because regularity and punctuality are essential to success 

in both school and on the job, these behavioral attributes 

are inclined tp be h~ghly correlated with job s~ills.39 

Piore stresses that the distinction between the primary 

and secondary jbb sectors is apparently not determined by 

technology. The two labor market sectors do not differ sub-

stantially in skill levels required of e~ployees. Most work. 

in the economy can be organized to ~ccommodate uorkers from 

either the prima~y or secondary job sector. This does occur 
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when primary sector work is occasion~lly shifted to the 

secondary sector through such means as the recycling of new 

employees through probationary periods.or temporary help 

5e rv ice s. Sim·i larl y, thi s ove r lapp i ng of primary and secondary 

work may be found in largely primary enterprises. Subsections 

within such enterprises may be largely occupied by workers 

from the secondary sector: However, although such elasticity 

exists in the distribution of work between the primary and 

secondary job sectors, as Piors emphasizes, generally invest-

ment in changes in the distribution between them, including . 
production, management, and in the insti~utional structures 

and procedures is considerable. For this reason worker mobility 

between t~e two sectors is impeded. 

Another important factor hindering movement from the ~ 

secondary se~tor into the primary work force, is what Piore 

has termed "statistical discrimination." S~atist~cal dis-
... 

crimination occurs as a result of the basis on which employment 

decisions are generally made. 
, 

These are such readily assessed 

traits as sex, national background, demeano~, test scores, 

educational attainment, and previous working experience. 

While such traits tend to be statistic~lly correlated with job 

performanca they are not necessarily, nor probably, ~ausally 

related to it. 40 

As Weber 41 points out in his discussion of organizational 

discipline, the.development of expanding technology is determined 

by-the criteria of cbst and efficiency, ahd the cumUlative growth 
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of work activities themsclves corresponds to the criteria of 

economic rationality. It is important for profit-maximization 

that discipline in the factory be fpunded on a totally rational 

b . 42 
aS1S. By calculating the "~ptimum profitability" of the 

i 
individual worker in a manner similar to the material means 

of production, "an optimal economy of forces is established 

43 co-r-responding to the conditions of work." I Crucial to rnofit-

maximization is the training' of work performances into disci-

plined roles to ensu~e that the obedience of workers is 

t · 11 . f- 44 ra lona y unl orm • 
45 • 

As Merton has emphasized: 

••• the bureaucratic structure excrts a-constant 
pressure upon the official to bo "methodological, 
prudent, disciplined." If'the bureaucracy is to 
operate successfully, it must attein a high degree 
of conformity with prescribed patterns of action. 
Honce the fundamental importance of discjpline .•• 
can be effective only if the ideal patterns are 
buttressed by strong sentim~nts which entail 
de v 0 t ion too n e I S d uti e s, a k e e n, son s e 0 f the 
limitation of one's authority and competence, 
and methodological performance of routine 
activities. The efficacy of social structure 
depends ultimately upon irrfusing group participants 
with appropriate attitudes and sentiments. 46 

The hierarchical Qrganization of the division of labor 

ensures that workers aoquire and maintain a sense of limitation 

of their authority and competence. The responsibility for the 

final product rests with the industries' decision-makers.
47 

By dividing the work tasks, and there~y isolating wnrkers both 

from one another and from th~ 6verall production process, the 

possibility of collective controL or decision-making on the 

part of the. workers. is effectively prevented .. This technical 

division of la~or, as a technique of domination, is i~stru­

~ental in l~miting the "workers' sense of competence to the 
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work tasks demanded of them by means of arbitrary barriers an9 

differentiation based on job status and income.
48 

In this 

manner, tre goal of profit-maximization is furthered, and 

the class standing of capitalists is reinforced. The fore-

most needs of major business interests are satisfied: 

••• on the one hand, the need created by the 
modern process of production for a higher 
development of human capabilities, and on the 
other hand, the'political need to p~event this 
development from leading to an increased autonomy 
of the individual which would threaten the 
existing division of social functions and the 
distribution of power. 49 

The differentiation between workers according to the criteria 

of status and monetary reward is determined less by merit 

and competence than by social criteria, ?r a set of "worker 

attitudes" learned in, and maintained by, the educational 

system characterized by conformity to th~ values and ideology 

of the existing capitalist-worker relationship. 

The importance of social attitudes to the functioning 

of the hierarchical division of labor is well supported by 

Gintis. 50 In examining the questiD~ of the capa~ity for role 

performance required by capitalist industry, Gintis reveals 

that the most significant capacities developed in schools 

are not cognitive and skill-oriented capacities, but rather 

capaciti 13 s of· a noncognit~ve or affect~ve nature, a set of 

worker personality traits associated with"the social rela~ions 

of production. While previous research ~as stress~d the large 

increases in the earnings of workers because of rising 

educati.onal levels, Gintis' s analysis reveals that' this 
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increase cannot be accoun~ed for by a rise in the cognitive 
. 

development of the worker, such as in reading speed, reasoning 

ability, and mathematical or scientific achievement. 51 Gintis's 

findings lead him to reject the cognitive model, and to place 

greater predictive value in the affective model in determining 

the contribution of education to worker earnings and occupa-

tional status. The economic productivity of schooling, then, 

may be viewed as primarily attributable to the workers' 

internalization of employee values considered desirable by 

employers. 

That such a dysjunctio~ between educational achievement 

and worker performance operates in the labor market is con-

52 vincingly propounded by Berg. Realizing that educational 

systems function to some extent as licensing agencies, Berg 

points out that there is no support to the idea that educational 

requirements are always a valid screening device in employee 

selection. The most serious repercussion of the educational 
'" V· 

upgrading of work op'portuni ties on the Ituncredentialed" is 

presently obvious, and is fl ••• the displacement of a significant 

population at the other end of the labor force, who must compete 

for jobs once held by_people whose educational achievements 

have gone up. ,,53 Attempts to ·alleviate this problem involve 

programs geared to assist job;ess workers to compete' in the 

labor market by improving their qualifications. On the one 
~ 

hand, the ~ighly educated are rewarded w'ith greater incomes 

based on their productive contribution. But on the other 
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hand, if an individual cannot meet the educational requisites, 

then by definiti9n of his or her lower or lack of income, 

his work is less productive. 54 Becker 55 showed that there is 

a positive association between the employee's ability and 

educational level, but that the latter accounts for con­

siderably more of th~ variance in worker earnings. 56 Further-

more, as Berg stresses, the earning differentials confirm a 

belief in the benefits employers supposedly receive from the 

hiring of well educated employees. Those with higher levels 

of schooling are given preference for jobs in the absence of 

57 evidence of superior performance of those less educated. 

Although manpower officials emphasize the SUbstantial 

increase in earnings 58 to workers who pursue training, the 

benefits are not experienced by all unemployed persans. Nor 

do the benefIts extend to the economy as a whole. 
S9 As Somers 

stresses, the improved status of the t,xainee may have been 
i 

achie~ed at the expense of a decline in the status of those 

other une~ployed workers who are competing for available jobs. 

The kinds of jobs taken by most trainees are likely to be at 

such a skill level that they could fairly readily be filled 

by nontrainees who were given the proper information and 

advice. 60 Also, even after training, individuals may be fedad 

by a lac~ of available jobs and hence be condemned to further 

61 I unemployment. Or, on the other hand t tney may ~erely di$-

place other workers on the bottom rungs of the skill ladder 

who, 1n turn, must contend with the obstacles of joblessoe~s 

j 
I 
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and unemployment. Under this undesirable "displacement 

effect", ~he newly trained worker improves his or her own 

situation at the-expense of nontrainees who are displaced 

from their jobs and en-tel' the ranks of the unemployed who lack 

the "seal of approval" of a training program. 

The organization of work roles in the capitalist mode 

of production has allowed us to gain an understanding of 

employers' demands- for particular worker characteristics. 

From this di~cus~ion of criteria used in hiring (e.g., cognitive 

attributes~ including concrete operational skills such as typing 

or welding; affe~tive attributes; ascriptive traits; and 

educational credentials which are of such importance in l~grt­

imating hierarchical job allocation) we see that levels of 

cognitive ability and extent of work skills, both of which can 

often be-acquired on the job,62 may be of secondary importance 

in the training process. 

Institutional Retrainin Pro ams and the Ac uisition of the 
eeial Relations of Production 

The major pre~ise of the present paper is that manpower 

retraining programs func~ion primarily to prepare workers to 

meet job demands, and that employers are demanding a work 

force that has internalized the producti~n-related values. 

It is proposed that these' social relations of production are 

learned in the retraining organiiatien. Generally, oTganiza-

tien; may be defined as structured social units Which pursue 

, , 

.. .. 
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Of' I 53 speCI IC goa s. The distinctive characteristic of an 

organization, and that which distinguishes it from social 

units such as the family, is that it has been formally 

established for the explicit purpose of achieving certain 

b · to 64 o Jec Ives. The education~l organizatiq~t a normative 

organization employing primarily normative controls, ~as a 

formally instituted hierarchy of authority and a pattern of 

rules designed to achi~ve specific goals • .. 
A point of departure into th~ organizational character 

of the training institution, in order to understand its role 

in developing in individuals the values demanded by employers 

of workers in the occupational role, may well be a focus on 

its major categories of individuals - those who perform the 

tasks of the institution, its functionaries, and those for 

whom the tasks are performed, its clients. The method of 

organizing these large groups of persons in the school is the 

bureaucracy, wherein tasks are assigned to individuals and to 

groups 50 as to attain, through .the functional co-ordination 

of all activities, objectives previously agreed upon. 

Bidwell 55 emphasizes the necessity of rationalization 

of activities for the functioning of the educational organiza-

tion. Responsible for the production of a uniform.commodity 
\. 

of a-certain quality, the school must set a minimum, but not . 
a maximum level for student acfiievement. Any given group of 

) students displays.a relatively wide range of ability, but each 

must have acquired at least a minimum level of competence for 

" 
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adulthood. Also; socializing children and adolescents for 

mature roles is a major task., Educational programs thus 

become increasingly administratively de~ermined and pu~posive 

rnteractions with the particular client-public are matched 

with particular organization 90als.66 Demands for uniformity 

of product and lengthy training periods necessitate the 

rationalization and thus a bureaucratic basis of organization. 

An institutionally prescribed function of the teacher 

is to ensure the enactment of certain roles~ The grqding' 

system defines the field of standards and becomes representative 

of the instrumental 'goals of the system. Successful completion 

of the school's objectives depends upon the fulfillment of the 

organizational role requirements. Teachers come to know the 

Itappropriate-ness" of their behavior as a result of a shared 

system of value orientations. Identification with his or her 

role as a teacher is supported by the feedback of student 

behavior in conjunction with the teacher's expectation of his .. 
actions. Similarly, the student, the recipient of the 

teacher's services, is bound in solidarity to his superior. 

Thecompleme~tary roles of the teacher and the trainees 

in the training organization make them dependent 

other. Due to the hierarchical structure of the classroom, 

there is a greater dependence of tHe ,trainees on the instructor 

than there is of the instructor on the trainees. According 

to the formal structure of the classroom, the teacher's basis 

of power resides in the authority of the role of the. teacher. 

) 

:. . 
l 
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According to Weber,67 authority is legitimate power, power 

that is vested in a particular person or position, that is 

recognized as so vested, and t~at i~ accepted as'appropriate ... 
not only by the wielder of power but by those over whom it is 

wielded. Q8 F~rt~more, an authority system can exist only 

if the majority of the individuals in the social system 
Cs .... : .. 

recognize ana accept the authority structure. This does not 

mean, however, that everyone will accept it at all times. 

Authority is always backed, therefore, by the power of reward 

d . h t 69 an punls men • Through an ancillary system of rewards and 
. 

punishments, exemplary fulfillment of role requirements of 

clients is rewarded by grades and promotions. Trainees learn . 
that successful completion of their training program increases 

the likelihood of post-training employment. The expectation 

of employment, in turn, serves to actuate trainees to adequate 

performance in their student-worker role. 

Authority within the classroom depends on the power 

to manipulate rewards that are important to an organization's 

~embers. As French and Raven 70 emphasize, reward power is 

based on B's belief that A has the ability to mediate rewards 

for him. Applied to the teacher-traiRee power-dependence 

~elationship, the teach~r possesses reward'power if the 

trainee believes that the instructor has the ability to mediate 

rewards for him. The utilization of reyard power by the 

instructor resides_ in the trainee's belief that the teacher 

commands some resource which they value and they are able to 
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attain if they conform to their superordinate's standards of 

classroom behavior. Furthermore, the strength of reward 

power increases as both the amount of reward and the individual's 

judgement of the probability of attaining the reward if they 

f
. 71 con arm ~ncrease. Trainees' involvement results from the 

internalization of appropriate norms by their membership and 
1 

an identification with the organization's basis of authority. 

Since the worker-trainee's conformity is bas~d upon being 

rewarded, maintenance of the power relationship depends upon 

the instructor's ability to observe the trainee's behavior. 

Within the training organization, control over trainee's 

behavior~as limited members of the organization depends upon 

their acceptance of the legitimacy of norms governing their 

conduct in the classroom. The degree to which they seek the . . 
tangible rewards of gr~des and promotions will, in turn, 

determine their involvement in, and submission to the 

authority of the school system. It is important, therefore, 

that the training institution socialize the students into 

the system in such a way that they come to value the rewards 

offered by the school for successful completi~n of the re-

72 quirements of the system. In addition to the reward structure 

of grades and promotions, is the reward of the training 

allowance which functions in a manner similar to the reward 

of pay in employment. In most instances, the training allowance 

replaces Qther forms of the indivl~ualts social as~istancb 

income. Just as wages may be deducted from the worker; so 
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also may the training allowance be withheld from trainees 

because ~f infractions of discipline and unexcused absences. 

This serves to- increase -trainee' commi ttment to the worker role. 

In addition, the training allowance reprenents a principal 

iDducement for retraining for low-level production and service 

occupations" 

Since students define their educational participation 

as instrumental, a chief requirement becomes the rationaliza­

tion and routinization of classroom activities as it is here 

that status is allocated~73 In order for the worker-trainees 

to meet the institutional goals, they must first meet the 

expectations held nf them by their superiors and the qualities 

of the evaluation procedures associated with this expectation. 

I This 'conformity to o'hers l expectati~ns embodies the concept 
. 74 

of social Climate as elabnrated bY'Brim and Wheeler. The 

social climate, expressing the overall tone generated by the 

total set of relations in the resocializing, institution, 

focuses predominately on the authority relations between 

socializing ,agents and recruit~.75 The training institution, 

as an organization concerned with the processing of people, 

cannot be vie~ed asm isolated, independent variable explaining 

.the nature of the larger social system. Rather, it must be 

perceived in ter~s of its, relationship to the total social 

system in its role in acting upon values already developed 

through earlier experiences. The key issue related to the 
'9 

~ 

present discussion is that the resocialization climate focuses 
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on rectifying or compensating for deficiencies in previous 

'. socialization patterns. Variations in the value systems of -
the recruit population lead to differentiations In the re-

socialization process. The social climate of the training 

organization exemplifies the variations in the effects of 

the social context on the socialization of its participants. 
, 76 

Ora win g 0 n Go u 1 d n e r I san a I y sis 0 f " 1 a.t e n t It ve r sus " man i f est II 

social roles, Becker and Geer 77 suggest that the manner in 

which individuals adapt to the resocializing process of an 
. 

organization, i.e., the demands placed on them ~y. the authority 

relations between superiors and recruits, varies according to 

the "l a tent"'roles of the participants, a culture originating 

and swpported external to the environment in ~hich the members 

are presen{IY involved. 78 This is distinguished from the 

"manifest" roles, or a' set of perspectives on the problems 

and specific solutions to them by the'paxlicipants. 79 This 

set of perspectives in meeting the demands placed on them as 

members of the resocialization setting is expected to reveal' 
"'-

differential patterns in behavior responses according to prior 

socialization patterns of the participants. 

Variations in the Value Backgrounds of the Trainee Population 

One m,ajor ,sou§ce of the di fferential latent role 

paradigm to be considered in the present p~per is socioeconomic 

origin. In discussing the 6haracteristics of the. school and 

the family, ereeben80 empha~izes that the values learned in 
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the family are na~rower than thrise learned in schuol because 

the family is not a complex group. Schooling, through its 

structural properties at each level and through the authoritarian 

teachar-pupjl relationship, provides conditions for defining 

the issues ·of independence, achievement, universalism, and 

specificity f~r more efFectively than does the t~mily.81 

Al though Dreebe~ stresses the contrasting. attributes of the 

family and the school in their separate contribution to the 

acquisition of bureaucratic norms, he points out that the 

'" school must be viewed as an important link between social-

ization in the family and occupational socialization: 

Within industrial societies where norms 
applicable to public Ijfe differ markedly from 
those governing conduct among kin, schools 
provide a sequence of experiences in which 
individuals, 'during the early stages of 
personality development, acquire new principles 
of conduct in addition to those already accepted 
during childhood. 82 

Since schooling is a transitional phase, it becomes 

necessary to consider the question of the diFferential 1n-

fluence of socioeconomic origin on occupational socialization 

in the retraining institution. The attempts to explain w~y 

working~class families hold·different values from middle-class 

families depends essentially upon an un~erstanding O\'their 
\ 

different positions in the social s~ructur~ which ere~ispose 

them towards different views of so~iet.Y. Although res~rch 
into the relationship of social class an'd parental value\ is 

. . 
limi ted, some i.nsights may be obtained from research' on 

, , 

'variatiofis in child-training which relaies prop~rties of 
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parental teaching techniques to the properties of the social 

situations in which they are utlized and in which they develop. 

The significance or this approach to teaching styles and 

class-~inked aspects of behavior is revealed by Hess and 

Shipmani 83 The prime concern in ~heir study, conducted in 

the United States, was to determine what differing responses 

are evoked and perm~tted by differing methods of communication 

and interaction. On the basis of four contrasting levels of 

socioeconomic status, mathers and their four-year old children 

~ere selected, interviewed, and observed in interaction at 

various tasks. The facus was on the broader teaching style 

that mothers used with their children, and how different 

styles af teaching determined the children's learning styles 

and information-processing stragegies. Two contrasting 

appraaches to learning were distinguished. One'was character-

ized by an assertive orien~a~ion to learning, while tne other 

tended towards a more passive, complIant approach •. These 

approaches were found to be related to maternal linguistic 

codes and types ~lY control systems. While a "status­

oriented,statement" tended to suggest a set af rules and 

regulations for conduct and interaction based on arbitrary 

decisions rather, than on reflective decisions resulting from' 

the weighing of alternatives, the "person-orieo~ed statement" 

tended to lead to a problem-solving approach that involved 

reflection and the comparison of a wider range of alternatives. 84 

The most crucial class difference was the use of i restricted 

I 
j 

! 
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form of speech and status~oriented statemerits'by the lower 

class mother which tended to foreclose the need for re~lective 

thought responses and evaluation of alternatives. These 

findings are also supported by other evidence which suggests 

that the techniques preferred by middle-class parents lend 

to bring about the development of internalized values and 

controls. 8S Hess and Shipman's results are summarized: 

The picture that is beginning to emerge is that 
~he meaning of deprivation is a deprivation of 
meaning - a cognitive environment in which be­
havior is controlled by status rules rather than 
by attention to the individual characteristics 
of a specific situation and one in which 
behavior is not mediated by verbal cues or by 
teaching that relates events to one another and 
the present to the future. This environment 
produces a child who relates to authority rather 
than to rationale, who, although often compliant, 
is not reflective in his behavior, and for whom 
the consequences of an act are largely considered 
in terms of immediate punishment or reward rather 
than future effects and long-range goals; 86 

Th~s research strongly suggests that, in general, the 

responses that others make to the child in any situation 

teach the ipdividual to fit his behavior to s~tuational demands. 

The goals parents desire for their children will frequently 

become apparent in the concerns they express regarding the 

d 87 child's behavior at a given age. 'As Aberle an Naegele. have 

stressed, many of the issues of concern to middle~class fathers 

are, from the fatherts pe:-rspective, "prognosticators of adult 

traits which will interfere with success in middle-class­

occupational life."B~ S~ecifically, Aberle and Naegele 

focused on the relationship between the occupational role of 

, 
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the middle-class father and his aims and concerns in the 

socialization of his offspring_ The adult's own occupational 

experiences direct him tow~rds determining the specific 

attitudes, skills, and qualities viowed as desirable for 

successful entry into adult roles. Thus the parent must have 

a~precis~ and'detailed conception of what he is supposed to 

accomplish. Aberle and Naegele's results suggest that these 

middle-class fathers had a very precise idea of what society 

required of their sons or at least the values their sons 

required to internalize for their success: 

The ideal-typical successful adult male in tQ.e 
middle-class occupational role should be 
responsible, show initiative, be competent, 
be aggressive, be capabl~ of meeting competition. 
He should be emotionally stable and capable 
of self-restTaint. 89 

Although Abe~le and Naegele's study was limited to middle-class 

fathers' occupational values and attitudes, it nevertheless 
f 

indicates' the need to consider the aspects of social class, 
, 

parental values, and childrearing practices when investigating 
I 

the congruenc~ between the social relations in the occupational 

sphere and the social relations of family socialization. 

Additional rese~rch90 into the relationship b~tween 

social class and childrearing practices has generally revealed 

that middle-class families are more permissive and less 

punitive than lower-class families. These differential 

patterns of childrearing according to socioeconomic status 

are attributed to differential parental behavior or attitudes. 

One of the most persuasive studies dealing with this issue was 

.' 
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91 conducted by Kahn. 1n this study, Kahn suggests how the 

institutions of the family and work may be perceived as 

closely interrelated when both are understood in term~ of 

their hierarchical composition in society. In examining a 

basic difference between working class· and middle class 

pa~ents in their orientation to childrearing, they indicate 

its link to the conditions of work most characteristic of 

each class. Supportive evidence is provided which reveals 

the correspondence between the differential requirements 
~. ' 

of jobs at the two,major levels of the class hierarchy and 

.. 1 

the parentai values transmitted in the process of socializing 

children. His decisive finding: "Middle-class parents are 

mbre likely to empHasize children's self-directiqn, and 

working-class parents to emphasize tneir conformity to ex­

ternal authority.,,92 The essential distinction between these 

terms as employed' by Kahn is tryat Itself-direction focuses on 

int~rnal standards for behavior; conformity focuses on 

externally imposed rules.,,93 In line with the findings of 

Hess and .Shipman, Kahn emphasizes that while self-direction 

implies sensitivity to one's own motivations as well as .thos~ 

of others, conformity implies sensitivity to the obedience 

of those in authority. This differential value s'ystem accord-

ing to social class leads to a greater inclination of middle-

~lass parents to stress consideration and self-control t whils 

workins class parents emphasize. the appropriateness of neatness 

and obedience. In an atte,,!pt to explain th.e relationship of 
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social class to parental emphasis on self-direction or con-

formity, Kohn investigated the occupational elnments 

conducive to or restrictive of the practice of self-diruc£ion 

on the job. Kohn's analysis clearly revealed that the 

elements allowing for self-direction on the job were signif-

icantly related to the father's valuation of self-direction 

for their chjldren. In contrast, fathers in occupations not 

allpwing for self-direction were most inclined to highly 

value conformity for their children. Thus Kohn is able to 

attribute the association of socioeconomic status to the 

parents' valuation of self-pirection in the father's own 

level of occupational self-direction. 94 Perhaps the most 

pe~vasive implication of Kohn's research is that "parents 

tend to impart to their children lessons derived from the 

conditiors of life of their own social class and thus help 

prepare the i r chi Idren for a s.imi 1 ar cl ass pos i ti on. ,,95 The 

influence of these difrerential class values and childrearing 

practices on the development of the cnildrens' capacities 
J 

reinforces the function of the family as a mechanism for 

perpetuating inequality. 

In attempting to seek answers to the earlier question 

on the differential influence of socioeconomic origin on 

occupational value ~ocialization, we are. led to expect that , 
for the purposes of the present research. there will b( , 

variations in resocialization patte~ns according tb the~lass 

origins of the retrainee population. It is proposed that 

, 

I 
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those individuals. from middle-level class origins, having 

already assimilated "hierarchical work value~~'during their 

family upbringing, will revea~ ~ comparatively low degree 

of change toward an internalization of values expected of 

those in the employee rola. ~Those individuals from lower-

level class origins, lacking integration into parental 

attitudes which emphasized "hierarchical employee values", 

are expected to stTess considerable change toward an increased 

valuation of "hierarchical employee attributes". While 

studies indicate that the lo~er class families are less 

likely to stress IIbureaucratic norm internalizationll, their. 

inclination toward en~ouraging such characteristics as short­

term obedience to parental authority96 suggests that the 
( 

retraining organization is ensured of at least a minimum 

level of what they view as success in their goal of social-

izing trainees into the work ethic and into the values seen 

as desirable of those in the worker role. The greater 1n-

ternalization of bureaucratic norms by those from middle-class 

origins, in turn, predisposes them toward an awareness of the 

behavior required in middle level job positions. They are 

also more likely than are lower class individuals to aspire 

( 

to these middle and upper level occupations. This is supported 

by considerable research 97 into patterns of occupational' 

choice among adolescents. This work has tended to r~veal a 

positfve relationship between the occupational expectations 

of the adolescent and the socioeconomic status of the family 
/ 
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of origin. Characteristic of these individuals is upward 

mobility through rising skill levels. Ue would expect middle 

class origin groups, who hold higher job aspirations, to 

emphasize the importance of skill-acquisition in their 

training program and to place les~ emphasis on learning those 

values associated with good working habits. Thus, it is 

expected that the variations in degrees of resocialization 

and skill-acquisition according to social class origin will 

be consistent with those along occupational aspiration linos. 

Another important source of the differential latent 

role paradigm assumed to contribute toward variations in ,~ 

patterns of "worker value socialization" is the sex of the 

trainee. The firmly established differences in male and 

female socialization processes'indicate that they are taught 

quite distinct roles. W~il~ males are expected to pursue 

work on a life-time basis, femaoles come ,to view thOeir future 

primarily ih terms of the maternal and domestic role. The 

implication of this differential orientation toward future 

~or~s between the sexes for training institution involvement 

suggests that greater compensation for socialization intv 
. ~:, ' 

~~, employ~8 role for female trainees as compared with 

male trainees may result. 

'That this dominant perpetuating function, rooted in 

the family, extends into sex-role so~ialization ~learly 

emerges from Aberle and N.aegele's findings. As they~, as well 

98 as other researchers, have emphasized, social pressures 
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~ teach the individual that rewards come from sex-appropriate 

responses and from emulation of models of his or her own 

sex. The sharp distinction revealed by Aberle and Naegele 

regarding sex-related job attitudes indicates that the 

fathers' ex~ectations were such that their sons would 

utlimately occuPY positions in the middle-class occupational 

structure and, in contrast, success for daughters meant 

occupying the more traditional role of housewife and mother. 

Research 99 into patterns of occupational choice has ge~erally 

shown that individuals make occupational choices such that they 

enter occupational positions which are consistent with their 

values, ethics, and self-perceived abilities. This "self-
-

implementation" concept may be elaborated as being rooted in 

concrete identi~ication with the adolescen~'s parental model. 

Heilbrun lOO suggests that the sex role ~dentity of the parental 

model may be an especially salient factor when the relation-
- , 

ship betw~en parental identification and occupational interest 

development is being investigated. H~ilbrun is espec~ally 

interested in determining the relationship between parental 

identification and vocational interests among adolescent 

101 females, as yet an under-researched area. As Psathas, 

Breton,102 and Sewell -and Shah l03 have suggested, occupatiooal 

committment is still stereotypically masculine. On this 

premi~~, Heilbrun proposes that the personality attributes 

of the masculine sex role model, whether the mo~her or the 
~ < 

father, tJill hav.e a greater tendency to prov.idl3 an occupational 
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identity than will the feminine parental model. Measuring 

occupational orientation on the Strong Vocational Interest 

Blank (SVI8), the results revealed that a feminine sex role 

model for identification., whether mother or father, was 

highly associated with a greater number of rejections on 

the SVIB for the girls in the sample. The findings of 

H . 1 b ' t t . th' . d 104 th t e1 run are conSiS en Wi prior eVl ence a an 

identification with the male parent tends toward an increased 

incidence of positive career interests in the male child. 

" The finding of major interest to this discussion, however, 

is that the identification with a feminine parent model, 

whether mother or father, for the daughter was associated with 

a heightened rejection of vocational interests. feminine 

mother-identified girls scored Iowan the SVIB measurement. 

Reliability in this test result is rei~forced by the identical 

result for sons in the sample. A definite drop in positive 

vocational interest~~ demonstrated by the feminine mother-

identified sons. These results strengthen the contention 

that occupational committment is largely masculine-dominated. 

IDS In another study involving ninth graders, Stephenson 

similarly expresses that males, who are more likely to,assume 

'occupation~l roles, are closer than are females to the point 
~ 

where thfir vocational plans must conform with.reality. 
I 

Stephenson, is attempting to distinguish adolescents' plans 

and aspirations toward occupations, found that while the 

largest percentage of girls aspired to the highest occupational 
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levels, the greatest percentage of actual plans of females 

were in the middle and lower positions. Conversely, while 

the highest percen~age of~males aspired to the upper 

occupational positions, so too did the percentage of boys' 

106 actual plans. It may be further suggested from these 

findings that among females, while aspirations demonstrate 
- -

a similarity with those of males, the complianco of girlst 
----------

plans to the more typical, fema11-dominated occupations is 

greater than among~their male counterparts • Thus males, who 

are required to work, are less certain about their actual job 

plans than are females. Females are more aware that their 

actual chances for obtaining high status occupations are 

severely limited. They are consoquently found to be more 

certain in their job decisions than are males who have a much 

wi~er range of alternatives from which to choose. lJhile 

males and females largely share a common value system of the 
• 

broader society, their differential participations in its 

subsystems must result in different value orientations. 

Similar results have been reported by Breton l07 and in an 

earlie~ report by Hall and McFarlane. 10B In addition, Breton 

suggests that the greater decisiveness and low anxiety among 

• 
female adolescents results from the fact that they may, at .. 
least temporarily, choose the traditional homemaking role- as 

109 110 a future. Similarly, Turner, in examining aspects of 

uomen's ambition, reported that from the number of girls .., 
(although small) expressing a life-long career orientation, 

\ 
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few thought in terms of a choice betwee~ career and home­

maker roles. Their choice was considered to be "between 

having or not having a serious career in addition to ,(tleir 

home role."lll Such career-oriented individuals were un-

deterred by a high chance of difficulty in combining the 

t I S""l 1 B l 112"" t' t' "1' wo ro es. 1m1 ar y, re on, 1n lnves Lga lng glr s 

sense of personal efficacy regardinq future success and 

occurational orientation found that girls who planned ~o work 

before.and after marriage expressed a greater likelihood of 

chances of success in further education, a higher sense of 

control over events, and a lower degree of anxiety about 

finding a job. Houever, the number of girls planning to work 

both before and after marriage was considerably smaller than 

the number of girls who planned not to work at all upon 

completiQn of high sch~ol or only up until the time of 

marriage. Moreover, in comparison to their male counterparts, 

and across all socioeconomic levels, girls were found to' 

express less chance of success 1n post-secondary school, less 

confidence in intelligence, fewer chances of obtaining a good 

job in comparison with fellow classmates, and greater anxiety 

113 about finding employment. Thus these adolescent girls, 

in expressing their competencies and the development of' their , 

abilities and interests~ reflected the tradtional~feminine 

image. They revealed a strong tendency toward adjusting their 

behavior to their internalized sex-role expectations, toward 

their opportunities in the stratification system, and above 
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all, toward their concept of self. Choi'ces were made con-~~ 

sistent with their. existing set of values and expoctations. 

114 1''" 

As Super has stressed, the ~hoice of a future, or of an 

occupation, is that point in life that a young person must 
" 

come to the realization that he or she is a certain kind of 

person. Males, faced with the necessity of making decisions 
.", 

about jobs, must reach this rea~ization, and in doing so, 

must acquire pn assurance or a positive self-concept. 

The more "limited view" ll5 of females as compared 

wi th m,a.-les operates to maintain the existing social order and 
" 

to facilitate an acceptance of the oppressive sexual division 

of labor. These limiting factors in the s~cialization of 

females are rooted in the social relations of production in 

its r~lationship to the social relations of the family~ The 

capitalist morality functions to promote in females a self-

concept of themselvei primarily as women and housewives, and 

only tangentially as workers, even when they do participate 

in the labor market. The provision of women as a surplus 

reserve of labor benefi ts monopolists .through ~ ts circul.,atory 

nature. Female labor satisfies the demand for increases in 

low cost workers" and when the demand is reduced, women can 

be reabsorbed into domestic labor more easily than men, as 

for example, has happened in wartime. That this contraction-

expansion func~ion is maintained is an important purpose of 

t~e retraining prbgra~. This is achieved, initially, thr~ugh 

~e selection criteria of the retraining organization. As 

, 



48 

11"6' i twa sea r 1 i e r. po 'i n ted 0 u t , the 1 a r 9 est 

females entered into the training program 
..... 

proporti~­
are those in the 

most di fficul t· financial posi tions. Furthermore, ev~n after 

completion of the training program, there remains a substantial 

differential in the earning; between male and female trainees. 117 

. 
The rundamental cause of the undervalyed wages of women is 

the more encompassing subjugation of women in the socioeconomic 

system which results in the major exploitive factor by 

monopolists, specifically, that both women's participation 

in the low paid job sector is considerably greater than that 

of men, and that wages of women are the m05~ severely under-

valued. The purpose of this is twofold and operates in a 

circular and reinforcing manner. First, the earnings differ-

ential, continuing after training, serves to maintain women's 

concept of female labor force participation as temporary, as 

wages ere only enough to be of a supplementary nature. 

S 118 "d t th f 1 k "II " th urveys carr1e ou on e ema e S 1 S program 1n e re-

training institution have shown that the predominate motivations 

for entering training are to supplement family income. This., 
/ .... 'It 

in turn, channels women into accepting low wage job positions 

characterized by high unemployment and frequent turnover rates~ 

Just as differences in socioeconomic origin and 

occupational aspirations are expected to bB associated with 

diffe~ence$ in trainee resocialization patterns, so also m~y 
" 

.gender be an important b~~is of variability in the level of 

internalization of employee-related personality traits. The 

t . i , 
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-" ) 
well established sex differences in socialfzation for 

occupations and the differences between male and female 

employment patterns may contribute to sex differences in 

trainee resociali2alion and skill-acquisition patterns. 

In addition, it is thought that the formal educational 
. 

attainment of the respondent may account for ~ariations in 

resocialization patterns. While the proc9ss df worker 

socialization begins in the formal schooling system, and is 

oriented toward allocating individuals into the occupational 

hierarchy, the level of formal educational attainment is 

related to the degree of student socialization. As the 

nature of secondary schooling is such that it represents more 

final job destination, individual$ who have attained at least 

some secondary educational training would be more likely, 

than those who have acquired lower levels of formal schooling, 

to have a predisposition toward what is expected of favorable 

employee role behavior. The lower monetary returns to the 

education of lower class individuals are viewed as resulting 

from the omission of schooling to fully socialize these 

groups into the nonco~nitive worker values required of them. 

It is-also assumed that both the prior occupational 

status and the stability of. past employment would be associated 

with resocialization orientations. High status job positions 

are acquired by those individuals who are seen as stable and 

relia~le, while'the least desirabr~ job positions ire filled 

by those seen as less reliable and more willing to accept both 
I 
1 

_I 
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lower monetar~ returns and higher risks of joblessness. The 

lower the status of the respondent's pre-trainfng job, the 

more likely he or she is to be in need of IIcompensatory 

employee preparation". 

Conceptual Model and Working Hypotheses 

The present p~per proposes that the social relations 

of production are learned in the retraining organization, and 

that variations in the level of the i~ternalization of worker-

related personality traits are related to differential value 

systems of'the recruit population. 

Resocialization, or the change variable, includes those 

elements of the retraining organization designed to effect 

changes in the client's valuation of employee characteristics. 

Resocialization was "measured according to sixteen, items 

constructed from a review of the literature as to what 

constitutes "desirable ll worker traits, as well as from the 

points on which trainees are evaluated according to t~e 

"Non-Academic Performance ,Evaluation" record. The items 

included i;n this report are: 

1) attit~de - toward work and associates; courteous and 

co-operative; works smoothly .with ,'Others, 

2') attendance and punc tual it y, i 
, /-

3) reliability - completes assignments satisfactorily and on 
I 

schedule; folluws through with mihimum direction, I . 
4) personal cha,rac~eristics appeartnce, .personality, 

i , 
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integrity; suitable apparel for the job; overall 

impression of neatness and cleanliness; maintains orderly 

. work area. 

As the process of resocialization is ot a "compensatory" 

nature, those"groups exhibiting greater resocialization levels 

are most likely to possess a value set which differs con-

siderably From that which the retraining organization seeks . . 
to develop in its participants. To examine this possibility, 

inquiries into the level of difficulty in conforming to the 

overall regulatory requirements ~f the organization, as well 

as into the mOfe specifi~ demands of the training superiors, 
I 

we"re included. Since th,e functi on 0 f the re train ing organ i za'-
, 

tion is to Dvercome this differential in employee-relat~d 

value perspec ti ve be twe-en themse I v_es and the i r parti ci pants, 

in addition to the resocialization variable, the degree of 

prepara ti on through con formi t y to, author i tar ian reque ~ ts 

during training for post-training occupational conformity was 

investigated. 

It is expected that levels of internalization of 

worker-related personality traits by the manpower retraining . ' , 

participants will vary according to their: (1) socioeconomic 

origin; (2) occupational aspirations; (3) sex; (4) formal 

educational attainment; (s) prior occupational status; and 

(6) 

1. 

• the dura~ion of their prior occupation. 

Those individuals from a high socioeco~omic origin are more 
likely to score Ibw on resocialization-orientation than are 
those from a low'socioeconomic origin. 

I 
I 

\ 
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2. Those individuals from a high socioeconomic origin are 
more likely to score high on skill-acquisition orientatibn 
than are those from a low socioeconomic origi~. 

3.' Those 'individuals with high occupational aspirations are 
more likely to score low on resocialization-orientation 
than are those with low occupational aspirations. 

4. Those individuals with high occupational aspirations are 
more likely to score high on skill-acquisition orientation 
than are tho~e ~ith low occupational aspirations. 

,ir,"" 
, I 

"5. females are more likely than males to score high on 
resocialization-orientation. 

6. Males are more likely than females to score high on skill­
acquisition orientation. 

7. Those individuals with a high educational' attainment 
level are more likely to score Iowan resocialization­
orient~tion than are those with a low educational attain­
ment level. 

8. Those individuals with a high educational attainment 
level are more likely to score high on skill-acquisition 
orientation than are those with a low educational attain­
ment level. 

9. Those individuals fro~ a high prior occupational status 
level are more likely to. score low on resocializa~ion­
orientation than are those from a low prior occupational 
status level. 

, 
10. Those individuals from a high prior occupational status 

level are more likely to score high on skill-acquisition 
orientation than are those from a low prior occupational 
status ,level. 

11. Those individuals with ·shorter periods of prior employment 
are more likely to score hjgh on resocialization-orientation 
than are those with longer periods of prior employment. 

12. 

13. 

Those individ~als with longer periods of prior employment 
'are more likely to score high on skill-acquisition 
orientation than are those with shorter periods of prior 
employment. , 
Those individuals in the high: socioeconomic origin group; 
occupational aspiration group; educational attainment 

.groupr job status group; and those with longer periods of 
prior empioyment are more likely to express lower levels 
of worker conformity an~ worker preparation than are those 
in th'e low: socioeconomic origin group; occupational 

\ 
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aspiration group; educational attainment group;-job status 
group; and those with shorter periods of prior employment! 

14. rsmales are moro likely than males to express higher levels 
of worker conformity and worker preparaLion. 

/-

~ 
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CHAPTER II 

METHODOLOGY 

Sample and Methodology 

The study was conducted at a major Ca~da Manpower 

Retrainin~ ,Institution l in Southern Ontario. A letter re-

questing permission to study the institution was sent to the 

chairman of the retraining center. He very kindly granted 

the author permission to conduct the research. The ,name and 

location of the institution will be withheld to ensure con-

fidentiality. 

The Ontario Manpower Retraining Program participants 

are almost all referred by the Canada ManpowD~ Centers. The 

selection pr?cedures were discussed abov~. The following 

chart illustlrates the struc'ture of the In~titutional M~npower 

Retraining Program and the movement of trainees through it. 

Prior to entering the academic and skill training programs, 

the new trainee enters the Orientation Program. While the 

orientation period js for one week, whic~ is consider~bly 

briefer than the subsequent programs, it serves as an important 

stage of the overall retraining process. A' major <rt'!ason why 
~ 

the orientation program is crucial to th~ retraining process 

is a fUnction of the organization's population. As earlier 

discussed, a do'minant concern of, the retraining organization 
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\ I 
is in compens~ting for deficiencies 1n PTcvious sOfialization 

p~tterns. Since committment, to the organ\zation 1 sl values on­

the part of the client popt.Jlation cannot b\ assume, .the 
\ 

orientation period-operates to establish th~ retra ning 
, \ 

institution as the proper ~nd legitimate means whe cby the 
\ 

newly arrived individuals come to view themsc~ves ~n the 

..student-trainee status. DUI;'ing orientation, r~traJnee's ~re 
\ I 1-

made familiar with principles for student condu~t ~nd pro-

cedures of "classroom etiquette". The. importanc~ 1f regular 

attendance is stressed, and it is made clear tha~ lhe training 

allowance is deducted for unexcused absences; Re~ ainees are . \ 

fully informed as to the method of, rel?orting absen' es, as well 

@s being provid~d wi th the knowledge as to what th \ training 
\ 

s ~ h 00 1 de fin e ~ as ·11 u n e x c use dab sen C e 5 " • D uri n 9 0 r . e~ tat ion, 

trainees are also completely acquainted with the c uAselling 

They are encouraged to seek counselling as~istance 
l " 

ser:vices. 

The ~I et~\aining 
This terns from 

\ 

for academic, socjal, and personal problems. 

program makes extensive use of counsellors. 

the view-that supportive counselling is required ~r i~dividuals 

undergoing the ~ifficult adjustment from unemploy ent to full 
I 

and responsible employmen~. The role of counselling i~ the 

total re~ocialization ~rocess is vital not only dpring:re-
J \ 

training, but as earli.er ind.icated, is also impor/tant, in the 
! 

pre-training selecti6n process. Furthermore, co~tact with 

counsellors frequently extends even after com~lef~on or the 

training program as workers are placed in job~. I ~lso- ~uring 
the orientation period, an assessment of the stJdent's acad~mic 
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ability is made on the basis of a few tests which can be 

completed.within one week. This is done in order to 

facilitate the trainee's placement into a particul~r level 

of tho academic program. 

The Academic Upgrading Program divisio~ provides 

educational upgrading. The elementary and secondary school 

subject counterparts include mathematics, science, and English 

courses. This program is divided into four l~vels to 

accommodate participants of varying educational ba8kgrounds. 

As the grade ten level is the prerequisite education for entry 

into training for the skilled labor market, most trainees in 

the academic upgrading program receive upgrading to this 

level. Having completed the academic upgrading program, the 

trainee moves into occupational skills training. The Skills 

Program includes a wide range of skill courses. These train 

people to be m~chine operators, welders, health car~ aides, 

-food service'helpers, and clerk-typists. Training prov~ded 

by the government is of a general nature •. In contrast to 

general training is specific training which is of greater 

value to the employer. While specific training raises the 

marginal productivity of a worker in one firm more tnan it 

raises the yorker's productivity in other,firms, general 

training raises marginal productivity by more equal amounts 
4i!!fi!' . 

in many firms. 2 Employ~rs are thus more likely to provide 

specific training in order t~at they may obtain the fr4it of 

their investment. G~neral job training b~comes the respon-

• , 
J 

~ . 
~ 
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sibility of the goverQment. 

The types of jobs for which individuals are trained 

on a gener?l level comp~ise those segments of the occupational 

structure including the manufacturing or processing, clerical, 

and service sectors. A trainee qualified as a machine· operator 

may find employment largely in the manufacturing and production 

job sectors. An individual trained as a food service helper 

will probably enter the personal service occupational sector, 
•• 

while the stenographer or clerk-typist trainee will enter the 

clerical sector. Insight.into the relation of these particular 

job categories to the entire,occupational structure may be 

gained from the unemployment rates by occupation for the 

country. The jobless rates reveal that'the processing, 

clerical, and service sectors are characterized by some,of 

'the highest jobless rates, usu~lly approximating the national 

annual average unemployment level, and in many cases e~ceeding 

it~3 Part of the reason for this is the difficulty faced by 

the government in acquiring systematic infor~tion which would 

enable them to determine those occupations which are under-

supplied. As a result, job skills are being selected for the 

training program without any clear economic understanding 

regarding occupational shortages. However, because there is 

a relatively.high job 'placement rate following train~ng,4 it 
strongly suggests that employers hire 'individual trainees w~th. 

very general training in the knowledge that employees from 

government training program have acquired and demonstrated 

what they deem as reliable worker cha~acteristics, rendering 
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them good job prospects. But because the employer has invested 

little in their training, and since they rep~esent a low cost 

labor force, in times of economic pressure they are the most 

vulnerable to unemployment. The greater valu? placed by 

employers on the affective attributes of this group of workers 

possessing only general job training strengthens the argument 

that institutional job training programs are planned to shape 

trainees .into "desirable" employees. And, because institutional 

skill training is general, the transition from being "unskilled" 

or "s emi sk ill ed II to II sk i lIed" sugge s ts tha,t thB di f fe ren ce 

between thes~ skill levels is determined more by the employers' 

fluctuating demands for occupational supply than by an actual 
.. ' 

change or increase in job skills. This would indicate that 

the qertification which is granted. following the completion 

of training has more to dp with being labelled or classified 

a~ "skilled" than in actually having a considerable increase 

in real skill ability. 

That the job ,skill abili ty training assumes secondary 

importance to affective training is further supported through 

a comparison of the training participants' working backgrounds 

and ,the' type of skill tra'ining available in institutional 

training. As it was earlier pointed out, the ~election 

,procedure results in trainees having prior skill levels 

similar to those required in the jobs they are being trained 

for. The data we obtained on the most recent, full-time pre-
. . 

training occupation or the trainees reveal that almost sixty 
,~ 

',' 
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5 per cent of the total ~ample falls into the IO,wer two 

deciles of the 8lishen socioeconomic index For occurations. 

When the prior occu~ation is sex-related, females are seen 

to have held largely "blue-collar" jobs. These include jobs 

in such industries as fruit and vegetable processing, meat 

packing, and textile manufacturing. 6 The job backgrounds of 

the female trainees differ in nature from the occupations for 

which they are training. Clerical and service occupations 

i;1re more representative of the "white-collar" job sector. 

This disLinction between the nature of females' pre-training 

and post-training occupations should suggest that there is a 

great improvement in their socioeconomic level. However, one 

of the major problems in female employment patterns has been 

to view the increasing numbers of women into white collar 

occupations as representating an 'advance., This stems from 

the greatly over-rated po~ular ,perspective of ,white-collar 

jobs over blue-collar jobs, which in reality differ very 

little according to the tasks which.are performed in each 

sector. In actualiti, What appe~rs to be an expansion of a 

non-proletatian "white-collar" middle stratum turns out on 

closer examination to be the growth of a re~a~ively small 

group of supervisory positions at one end of the job continuum 
, 7 

and a large mass of wage-workers at the other end. The 

import~nt distinctIon betwe~n fhe blue-collar .and white-collar 

jobs of the female trainees lies in the affective, not the' 

cognitive. attributes. The clerical and service occupations 

• 

i 

. " 
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are characterized by high levsls of public-contact, and 

employers' demands for strict adherence by employees to 

attitudes which promote congenial client relations would be 

most acute in such jobs. 

A greater similarity in the nature of the male 

trainees' jobs is evident. Both their pre-training occupations 

and their future jobs are largely in the blue-collar job 

sector. 8 Wh~le the actual nature of the job skills are more 

similar for male trainees than for female trainees, the 

selection of females for th~ training program who have ha~ 

at least some working experience over ~omen without labor 

market participation allows the training institution to expect 

greater success in their objective of employee socialization. 

Overall, the lower two deciles of the Blishen index 

represent occupations of a socioeconomic level which closely 

• approximate the socioeconomic position of the jobs for which 

the participants are being trained: kitchen helpers and re-. . ~ 
lated service workers, dressmakers, cooks, waiters, painters, 

nurses' aides, typists and clerk-typists; fitters and 
~ 

assemblers in metal industries, welders and flame cutters, 

machinists, and machine tool sett~rs •. The considerable 

similarity in the occupational sector of job background a~d 

occupational future suggests that less emphasis is placed on 

actually -advancing the skill "1(. vel of the trainee as compared 

with the emphasis on "worker value development". Since the 

program does not improve job opportunities; it does not allow 

" 
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for ~he upward mobility of a large proportion of the working 

class and, therefore, does not bring about the government's 

stated aim of reducing socioeconomic inequalities. It may 

only benefit individual trainees at the expense, in all 

probability, of non-trainees. 

The commercial, health care, dressmaking, and food 

service courses are taken by female trainees, while the 

students in painting, welding, and machine shop courses are 

almost all men. The sex-typing of the skiXls courses directly 

reflects the sex-typing of occupations. Furtherm~ret the 

enrolment patterns in the skills program, an almost 2:1 ratio 

~for female trainees to male trainees,9 re~nforce the role of 

the retraining program in meeting the employers' demands for 

rising levels of inexpensive and prepared female labor. In 

addition, female trainees tend to be younger than male 
. . 10 

tra~nees. 

All pr09rams in the retraining institution emphasize 

integration of the participants into the cultural system of 
• j 

the organization through acceptance of the teacher-trainee 

authority relationship. However, variations in the nature~of 

the resocialization process along program divisions are 

evident. Women's programs in particular emphasi~e anticipatory 

socialization. The largest female enrolment is in the 

commercial skills program ~nd in the health care aide program. 

The great emphasis on affective training for female trainees 
~ 

is shown 'in the stated goals of the programs. For example, 
; 
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the subordinate position fpr which female aides are being 

prepared is outlined in the prospectus for the health care 

aide program. The goal is described as follows: 

To p'repar~ a person to function under the 
supervision of the registered ~ur1ing/staff 
and the direction of the physician by 
assisting residents of varying ages in 10ng­
term care or chronic facilities, to meet 
their basic emotional, social, and physical 
needs. 

Emphasis is also placed on the trainees' ability to both 

communicate with and 'to po-operate with all me~bers of the 

staff and the agency. The trainee must also take responsibility 
, 

for providing the resident care that has been assigned. 

The importance of expressive socialization of female 

trainees is shown by the fact that a portion of the programs 

are devoted to improving women's self-presentation, personal 

development, and grooming habits. These lessons are designed 

to assist the femal~ ~rainee to "gain poise, confidence, and 

to be hired for the job of your choice," They are told: 

"Personal appearance will either help or hinder you at an 

employment interview~" While male trainees are ~lso evaluated 

on such characteristics as courtesy and personal appear-ancet 

the emphasis is notic~ably less. There are no specific 

lessons on the development of these attributes in the male 

skills program. This differential ~erspective on personality 

trait s~ialization suggests that females more than males are 

being socialized to conform to worker values viewed as 

appropriate for the feminine employee role image. 
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The data were gathered through a systematic sampling 

procedure. While a longitudinal study would have been de-

sirable, because of the extensive amount of time needed to do 

longitudinal research, this approach was not used. The total 

retrainee population was initially divided into groups from 

which equal proportions of cases were chosen in order to 

ensure randomness, or that each case in the population had 
\ 

the same probability of being chosen. Each case within each 

group was chosen according to a systematic sampling procedure, 

satisfying 'the requirements for a random sample'that each 

case has an equal chance of being included in the final sample. 

The population was first divided by both sex and 

program - the Academic Upgrading Program and the Skills Program. 

Within each of these two program divisions, the female trainee 

list was separated from the male trainee list. Equal numbers 

of cases from each of these four resulting lists were chosen 

through a systematic sampling procedure. The groups were 

comprised of thirty ma~e skill respondentsr thirty female 

skill respondents, fifteen male academic upgrading respondents, 

and fifteen female academic upgrading respondents. from these· 

a18habetically ordered enrolment lists, every nth individual 

was selected, beginning with a randomly selected case among 

the first nth individuals, resulting in a total sample of 

ninety cases. from the male skills group, every third case, 

begin~~ng with a randomly selected first case, was chosen 

frolm a t~taOnrolment of ninety. Among the female skills 
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group,,, every fourth case was selected from a total enrolment 

of one hundrod and forty five participants. The male academic 

upgrading sample was comprised of the selection of every third 

case out of a total of fifty enrolees, and every sixth case 

was chosen from the total enrolment of ninety in the female 

academic upgrading group. Once the names of the respondents 

had been selected according to the systematic sampling method 

described above, the individuals were 'contacted by the inter-

viewer who met them ~~tside their classrooms. Each "int§!rview 

was scheduled at least one full day in advance. The purpose 

of th~ research was explained to them as a confidential and 

independent study of train~es' perspectives on various aspects 

of their retraining. No refusals were encountered. The 

personal interview technique was used with a structured interview 

schedule. 

minutes. 

Each interview lasted approximately seventy-fi~e 

(See Appendix C for the interview schedule). The 

interviews were conducted individually in the retraining 

center. Trainees were interviewed in a lounge. It was expected 

that th~ informal atmosphere would encourage openness. 
t:! 
The 

interviewing was carried out four days per week; at an average 

rate of five interviews per day,' for five weeks early in 1975. 
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rOOTNOTs,.S 

The present study focuses bn' the Inititutional Retraining 
Program. A source foI" a more detai:led description of <"othe 
other government job retraining programs, which are fewer 
in number and smaller in terms'of n~mber of individuals' 
trained, may be obtained f~om footnote number 25, Cha~ter I. 
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Becker, Gaj'y. 
Press, 1964). 

Human CaDi tal (New YOlrk: 
\ 

Cvolumbia ,University 

The following table shows the 
occupation for the years 1973 

\ 
" 

unemployment 
and 191,4. 

\ 
\ 

rates by 

Unemployment Rates and Percentage Ois~ribution of the 
Unemployed By Occupation, Canada, Annwal Averages, 1973 

, and 1974 \ 

Colum~s 1 an~ 2: -
Unemployment Rat~s, 
~n~ual Averages 1973-1974 

... ' I 

All occup~tions 

Managerial,administrative 
etc. (1) . ~ " 

Cler: ica1 

Sales 

Service 

Primary Oc~upations (2) 

Processing (3) 

Construction 
-Transportation 

Materials. Handling 
.nd other crafts 

Never worked (4) 

1. 

5.6 

2.2 

,4.1 

3.2 

5.9 

5.7 

5.7 

11.4 

6.B 

7.3 
(5) 

C01umn$ 3 and 4: 
Percen~age Distribution­
Annual' Averages 1973-1974 

2 1 , ' 3 
1 • 

SJ4 :l00 
I 
I 
I 

2f2 
3~B 

I 
3J.O 
5.6 
i 

6.5 
I 
IS.7 

11'.3 

6.2 

6.8 

(5) 

8 

12 

6 

13 
7~~." ~ 

19 

16 
5. 

6 

10 

) 

4. 

100 

8 

11 

6 

13 

8 

18' 

16 

5 

5 

9 

(1) includes managerial and administrative, natuFa~ 
sciences, r'eligion, teaching, med1cine and health, 
artistic and recreational qccupations. . . 

(2) includes'farmers a~d farm ~orkers, fishermen, trappers 
and hunters,_1ogger~ and related workers, min~rst 
quarrymen ahd related workers. coptinued ••• 
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3. (continued) , 
(~) includes, Processing; Machining; and Product 
.'-"," fab,ricating-, Assembling, and Repairing. 

76 

(4) comprises unemployed persons who never had a full­
time job lasting two weeks or more. 

(5) not applicable. 

'j': , 

Source: Statistics Canada. The Labor Force (ottawa: 
Information Canada, September, ,1975), p. 81. . 

4. "A Report by the Hon. Otto E. Lang, Minister of Manpower 
and Immigiation on the Canada Manpower Training Program~ 
Results of Training, January to December 1970", 1971, p. 3; 
Department of Manpower and Immigration, Programs) Anal~sis 
Section (Ottawa: Information Canada, 1?7~). 

5. See Chapte~ III, Table 2. 

6. See Chapter III, Table 2. 

7. This overlap between the nature of work in the white- and 
blue-collar job sectors ~s elaborated upon by Braverman. 
He argues that what in fact has occurred with major 
occupational shifts right up into the 1970's is the de­
gradation of vast categories of wqrk, especially in the 
~~erical and service sectors, as ~ result of, the extension, \ 
of the div~sion of labor under capitalism~ Braverman, 
Harry. Labor and Mono 01 Caoital: The De radation of 
Work in the Twentieth Centur~ ,New York: Monthly Review 
Press, 1974). ' 

8. See Chapter III, Table 2. 

9. From "Manpower Retr~ining Skill~ Program Enrolment", 
Monthly Reports. 

10. The fol,lowing ~ tabl~ shotJs the age distribtJt.ion' of the 
present sample. The greatest percentage of the total 
sample is between twenty one and thirty years ·of age. 
The age patterns of the trainee population generally 
refI'ect the total un~mployment. rates, by sex and .age groups. 
See, for example~ Canade Man oyer and Immi r~tion Review, . 
v. 8, no. 2, ~975, p. 4; Statistic~ Canada. fhe Labor 
Force (ottawa~ Information Canada, JaAuary, 1975), p. 42~ . ' 
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10. (continued) 
Ages. of Trainees B:i Sex 

, 
Sex 

Age Group Male female 

"'" 
18 to 20 % 15.6 33.3 

.- 21 to 25 % 26.7 24 .. 4 

26 to 30 % 51.1 26.7 

31 to 40 % 6.6 15.6 

Total % 100.0 100.0 

N 45 45 

• 

, v 
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CHAPTER II I 

I \ 1 
J 

\ I 

I , 

Descripti~n pf the Sample: 

: DESCRIPTIO~ OF THE SAMPLE AND RESULTS 
I 

The Indepeadentivariables 
I 

Je will now describe the social ori~ins of the s~mple, 
the occupational aspirations of the trainees, their formal 

educational attainment levels, their prior occupational 

backgrounds, and the durations of these occup~tio~s. 

Soci~l class origin, or the socioeconomic status of 
.~ , 

the famiiy o~ origin, was operationalized according to the 

occupation of the respondent's father. The Blishen socio-

economic index for ocoupations, ,based on the 1961 Canadian 

census, was utilized. The scor~s were dichotomized into 

high (40.00 to 79.99) and low (20.~O to 39.99). A description 

of·the typbs of occupations repre~~nting social class origin 

is provided in Table 2. Half of the total sample, or fifty 

per cent, is found to ,be in the fourth and fifth deciles of 

the Blis'hen f'ndex, while only ten per cent is in the upper 

two deciles. In contrast, forty per cent of the total sample 

~s found in the ~ower two de~iles of this occupational index. 
! 

~ It should be poin~ed out th~t whil~ the upper four deciles 
( 

of'the index are, labelled "high" for. the purposes of ~he 
" , 

presen t ana 1 1s is, these, score s are most represen t,a t.i ve, 0 f the 

upper-mi ddle .occup~j;i anal strata.', These dec i les include 'such 
' .. , , 

'occupations as foremen in indW,stry, and o,J,Jnerrs and managers 'in 
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trade and industry. The fourth and fifth"deciles of the 

Blishen index are more representative of the "high" socio-

economic status origin division, while the "low" socioeconomic 

status origin division includes those occupations in the 

second and third deciles of the Blishen index: Examplos of 

occupations in these lower two deciles are machinists and 

laborers in manufacturing industries. This division will 

facilitate the research objective of determining differences 

in"resocialization according to socIoeconomic status origin. 

The second ind~pendent variable, occupational 

aspirations, wa~ indexed in the same manner as socioeconomic 

status of family of origin. As considerable research 1 has 

shown, there exists a positive association between these two 

variables. As Table I indicates, socioeconomic origi~ and 

occupational aspirations are positively correlated. Table 2 

points out that almost forty five per cent of· the job 

aspirations of this sample are in the lower two deciles of 

the Blishen index •. Examples of the types of jobs"in this 

lower"division are welders, machinists, ~~d nursing aides. 

The table also reveals. that almost one third of the total 

sample has occupational aspir~tians in the middle two deciles 

of· the index, while almost one quarter is in the upper two 

deciles. These deciles include such occupations as foremen 

and owners and managers in industry, and stenographers and 

welfare worker.s. As rese-arch 2 demonstrates, our society 

encourages individuals to aspire hig~iy. So while the slightly 
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larger proportion of high occupational aspirations is expected, 

·it is assumed that a process of do~nward adaptation of 

aspirations is occurring in this sample. In other words; 

while a greater proportion of the respondents aspire upwardly, 

they most likely lower their aspirat~ons towards the level 

of jobs for which they are training. As it was e~rlier 

indicated,3 the types of jobs offered th~ough the training 

program are largely representative of the lower two deciles ., 

of the Blishen occupational index. 

The third independent variable, ,formal educational 

attainment, is related to both the first and second variables. 

While level of formal education is positively associated with 

social class origin level and follows from-it, it is also 

likely to be positively correlated with, and may determin~, 

variations in occupational aspirations. It may be that success 

in school tends to elevate job as~ir~tions. Although the 

relationship between job aspirations and ~ducational"level 

tends to be circular and reinforcing, those individuals having 

relatively high educational attainment are more inclin~d to 

have higher job aspirations than-are those with less formal 

education (Table 1). The level of formal education attained 

by the respondents is shown in Table 2. Here it is seen ~hat 

while almost thirt"y per. cent of the total sample has acquired 

aither grad~s nine or ten at the secon·dary schooling level, 

just e;ver one .quarter .of the sample has' completed the eleventh 

or twelfth grade. In contrsst, close'to half of the total 

'. 
" . 

'", 



81 

sample, or forty four per cent, has attained only elementary 

level education. We dichotomized educational level into 

"highll and "low'i. For our purposes, "high" refers to some r , 
;-

high school education, while "low" means no high SChool 

education. 

TABLE 1 

" Correlations of the Independent Variables* 

7~ 
; • r-i 

n3 (/) 

C C 
o 0 C .0 

.,.j .,.j 0 0 
+l +' 'r-i r) 

.-;C n3 co r-i 4-> en 
ro·.-j Q.f..I <tl co f..I :::J 

.,.j 0'1 :J • .-j E U O+l -U·.-j X oQ. I.. ::J .,.j ro 
o f..I Q) o (J) 0'"0 f..I+l 
en Cl (J') Cl c::r L..W a.tI) 

Sex ;045 

Occupational 
Aspirations .16,4 .067 

Formal 
tducation .4il .224 .080 

Prior Job 
Status .140 .068 .302 .301 .. 
Prior Job' " Duration .289 .141 .035 -.253 .355 -

* {I'} Zero-order correlation coefficient. 

,X T 

The past, mqst recent full-time> p~e-training occupa~ion 

of the respondent was operationalized using the 8lishen socio~ . ~. '" 
economic index. Its rtlationship to the prior ~hree independent 
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TABLE 2 

frequency Distributions for Independent Variables 

Blishen Deci1es 

2 and 3 % 

4 and 5 
J 

6. and 7 

Total N 

Socioeconomic Origin 

Male female 

'37.B 42.2 

(farm laborers; fishermen) 
mi1lmen; laborers, 
manufacturing inDustries; 
machinists and machine tool 
setters.) 

42.2 57.8 

(foremen, manufacturing and 
primary metal industries; 

. commercial travellers; real 
estate salesmen and agents; 
owners and managers, wholesale 
and retail ~rade.) 

20.0 ..,-

(owners and managers, industries; 
professi.onal enginee rs. ) " 

45 45 

100.0 .100.0 
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Table 2 (continued). 

Occupational Aspirations 

Blishen Oeciles Male 

2 and 3 % } 
41.0 

(welders and flame cutters; fitters 
and assemblers, primary metal ~ 
industries; machinists and machine 
tool setters.) 

4 and 5 

(foremen, manufactur ingjprimaI'Y 
metal industries. )", 

9.0 

6 and 7 50.0 

(owners and managers, machinery/ 
primary metal industries, other 
industries; professional engineers.) 

Total N 44 ... 

'A 100.0 --

' . . ' 

I ' 

.. 

Female 

4B.9 

, (typists and 
clerk-typists; 
nursing aides.) 

51.1 

(stenographers; 
cashiers/book­
keepers; social 
welfpre workers.) 

. 
'-45 

100.0 

L 
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Table 2 (continued) 

\ 
\ 

\ 
\ 

\ 
\ 
\ 
\ 
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\ 

P rio rOc cup a t i D'~ a 1St a t u s 
\ 

81ishen Deciles Male 

2 ... and 3 % 57.8 

(construction laborers; woodworking 
machine operators; primary metal 
laborers; fitters and assemblers, 
metal industries; machinists and 
machine tool setters.) 

4 and 5 % 
(mechanics; electricians and wir~men; 

foremen, primary ®etal indu~tries.)· 
" .r- ' 

..../ 

..... 
6 and 7 

Total N 45 

% 100.0 

'. 

, . 

\ 
, 

f\~male 

61\9 
(janitors/ 
cleaners; 
kitchen helpers; 
fruit and 
vegetable 'pro­
cessing; meat 
packers; eutters, 
textile manu­
facturing. ). 

~8.1 

(receptionists/ 
clerks; 
cashiers.) 

42 

100.0 
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Table 2 (continued) 

Duration of· Prior Occupation 

Duration Male Female 

Less than 
6 mo'nths 'f '"'\'16.7 " 

, 6 months to 
2 years % 60.0 54.8 

3 years to 
15 years '" % 40.0 28.5 

Total N 45 42 

% 100.-0 100.0 

Formal Educational Attainment 

level Male Female 

Elementary -Level 
(Grades 1 to 8) % 33.3 55.6 

Secondary Level 
% (Grades 9 and 10) 24.5 33.3 

r~ 

Seconcjary level 
(Grades 11 and 12) % 42.2 11.1 

Total N 45 45 

% 100.0 100.0 
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"-
variables is illustrated in Table 1. As formal educational 

. 
attainment was previously shown to be positively correlated 

with both socioeconomic origin and occupational aspirations, 

here it is seen that,prior job status is .also positively 

correlated with these variables. In particular, the positive 

correlation between educational attainment and job status 
'. 

4 
supports other research which has shown the close association 

between amount of formal education and the level of job 

obtained. The accompanying table reveals that almost sixt.y 

per cent of the total sample is in the lower two deciles of 

the occupatio~al index, while forty per cent is in the middle 

two deciles. None of the sample is in the upper two deciles 

of this socioeconomic index: The duration of the respondentJs 

pre-training occupation was dichotomized into the short 

duration (1 day to 2 years) and the long duration (3 years to 

15 years). The .average duration of the pre-training jobs of 

the s~mple is 2.5 years. Approximately two thirds of the 

sample ·is in the Jlshort job duration group", while, as Table 

-2 illustrates, about one third of ' the sample is in the tll ong 

job duration group". In addition, Table I reveals ths 

positive correlation between prior job status ~nd the duration , 
of the prior job. 

A description of the measurements of the independent 

variables may be found in Appendix C. 

.. 
1 

j 

J ., 
" ~ 
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The Oerendent Variahles 

. 
Resocialization, or the ('change" variable, was 

measured using sixteen items constituting "worker-related 

personality traits". Ihese items have been described e~rlier 

(pP. 50 to 51). A description of the scale and measurements 

of each Gr the dependent variables may be found in Appendix C. 

Respondents were asked to indicate the importance of certain 

.characteristics in employees. The question was: " How 

important do you feel t~e following things are {or an employed 

person to haVe?:' Possi bie response s and sco~es \~ re (4) very 

important, (3) fairly important, (2) not too impo tant, and 

(1) not important at all. In a second part of the question, 

the respondents were asked whether or not they felt they had 

changed their views about the impo~tance of these character-

istics while they had been at the sc~ool_ The question was: 

"Do you feel you've changed your views at all in any of these 

ways since you've been here at school?" The responses were 

(1) yes and (2) no. Oepende~t on an affirmative resPQnse to 
, , ]a 

the question, the responses and~cQres were (4) much more 

important, (3) somewhat more important, (2) somewhat less 

important, and (1) much less important. The index scores 

ra~ge fro~ 0 (no ,change) to 64 (high change). Since there 
~ 

were only a few responses to the flno~change" category, these 

have been included with the ,low resocialization category. 

lndividuals wit~ scores above the median for this change 
• 

variable were categorized as belonging.to the "high resocial-
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,\ 

ization" group, those scoring below, to the "low resocial-

ization" group. The coding of four of the sixteen items 

measuring resocialization (e, 
. 

i, 1, and n) was reversed to be 

consistent with the coding of the other twelve items. 

The measure of "skill-acquisition orientation ver:sus 

resocialization orie~tation" was derived from the question 

asking what the respondents viewed as the primary purpose 

of their trainin9 program. The two possible responses and 

scores were (1) to learn a new skill such as welding, typing, 

or nursing to get a new job, and (2) to learn good working 

practices such as fulfilling the work demands. Individual~ ,I 

giving response number one are refbr:red to as "skill-

acquisition oriented" and those giving response number two 

as "resocialization oriented". 

In 'order to measure the level of planned "skill­

util'ization" on. their post-training occupation, respondents 
\ 

were asked to what extent they planned to use their training 

skills and abilities in future employment. The responses 

and scores to the q ues-tion were (4) uses your skills and 

to a great extent; (3) uses your skills and abilities 

extent; (2) uses your skills and abilities to some 

extent; and (1) not necessarily using your skills and abilit~es. 

The scores were dichotomized into a lIhigh skill uiilizat'ion 

level" and a "lpw skili utilization level". 

The level of difficulty in conforming to rules, or 
, 

"ru.le conformi ty", -was measured acaording to how easy or' how' 
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difficult ~e respondents found it to comply with the rules 

and regulations at the training institution. They were asked 

about the difficulty involved in coming to school every day 

on time, and in completing the work objectivei satisfactorily 

and quickly. Responses and scores were (4) very difficult ~o 

conform to; (3) fairly difficult to conform to; (2) fairly 

easy to conform to; and (1) very easy to conform to. The' 

resulting scores were divided into a "high difficulty level" 
' ... 

and a "low difficulty level". 

In order to measure the l~vel of difficulty in "rule 

conformity" in' school as compared wi,th the level of difficulty 

in "rule conform.itylf on their last job, (ttjob rule conformity;f), 
, 

the respondents were asked to compare their present training 

experience to their last, pre-training occupation. The re­

sponses and ,scores were (5) much more di ff icul t to conform in 

school; (4) somewhat more ~ifficult to conform in school; 

(3) about the; same;~omewhat easier to conform in school; 

Bnd (1) much easier to conform in school. These responses were 

divided according to whether ,respondents found retraining 

"mare 'difficult" or '~similar·i'. The "similar" group includes 

the comparatively few responses in the "somewhat ~asier" and 

"much easier" conformity categories. 

The level of preparation for rule conformity on their 

post-training job, or "];'ule conform! ty preparation", was measured 

according to the question an whether the ,respondents, felt that 

conforming to the rules at school ~as preparing them to conform 
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to the rules and regulations on their next j~b. The responses 

and scores ranged'from (3) wi~ prepare me a great deal; 

(2) will propare me somewhat; to (IY will no~ make any 

difference. The very few responses falling into the last 

category were combined with the second category into the "low 

pre?aration level".o The other ca tegory represents the "high 

preparation level". 

The level of difficulty in meeting the teachers' 

demands, such as following the work instructions and procedures, 

was measured on a four point scale: (4) very difficult to 

meet; (3) fairly difficult to meet; (2) fairly easy to meet; 

and (1) very easy to meet. The scores were dichotomized. 

The level of difficulty in meeting the teachers')de­

mands as compared with the level of difficulty in meeting the 

p~e-training job superior's demands, ("supervisor conformity"), 

was measured according to (s) much more difficult to meet 

teachers' demands; (4) somewhat more difficult to meet teachers' 

demands; (3) 'about the same; ('2) somewhat easier to meet 

teachers' demands; and (1) much easier to meet teachers' de-

mands. The responses were divided into two groups: those who 

found it more difficult, and those who found it of a similar 

level of difficulty. The very few respondents who found it 
. 

eas"ier were included with those who found it of equal difficulty. 

In order to measure the r~spondents' level of con­

formity to the teachers' expectations in the training institu-

tion, or "teacher conformityU, the respondents were asked 

t-
" 

i-, 
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whether they felt that a student sho'uld always do what the 

teacher expects him or her to do. The responses and scores 

were (4) should always do what the teacher expects you to do; 

(3) should usually do ~hat the teacher expects you to do; 

(2) should occasionally do what the teacher expects you to 

do; and (1) should do what you think is right, whether it 

agrees with the teacher's expectations or not. The first two 

responses form the "high conformity level", while the latter 

two responses represent the "low conformity level". 

The level of respondents' preparation for conformity 

to supervisor's wishes on their post-training occupation, 

("supervisor confor~ity preparation"), was measured ~ccording 

to responses to the question on whether they felt that by 

doing what the teacher expected them td do durin~ training 

would prepare them to meet -the requirements of th~ boss when 

they begin their post-~raining work. The responses and scores 

were (~) will prepare me a great deal; (2) will prepare me 

somewhat; and (1) will not make any difference. The first 

response represents a ''high level of preparation" and tt;le latter 

tw~ responses represent a nl ow level of .preparation". The 

very few responses in the "no difference" category are combined 

into the "low lev~l of preparatioo" category • 

. ItIJOr~inizationl1 was measurBd according to re­

sponses to the question asking resPQndents to what degree they 

felt tha~ their daily work routine in training was ~reparing 

them to settle into a daily work routine on their post-training 
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occupation. The responses and scores were (3) will prepare 

me a great deal; (2) will prepare me somewhat; and (1) will 

not make any difference. A "high level of preparation tl 

includes responses to the first category and a "low level of 

preparation" includes the latter two responses. 

The level of "work ir1terest" was moasured according 

to responses to the question as to whether the respondents 

held more, less, or a similar level of interest towards working 
. 

now than they held prior to entering their training. The 

responses and scores included (s) much more interested in 

working now than befo 7e entering training; (4) somewhat more 

interested in working now than before entering training; 

(3) about the same; (2) somewhat less int~re5ted in working 

now than before entering training; and (1) much less interested 

in working now than before-entering training. Thl responses 

were dichotimized into a "higher interest level" and a , 

"simi lar intere,s t leve 1" • 

A summary of these research variables is piovided in 

Figure 1. 

The' nature Qf the relationships b~tween these preceding 

variabl~s is presented in the following analysas of the re­
<? 

search findings and in the accompanying tables. 

Results 

The presentation of the results of the study has been 

'divided into four major section$ as outlined in Figure 1. The 
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first section deals with differencDs in the respondents' re-

socinlization and skill-acquisition orientations. The second 

section looks at variations in adjustments to the worker­

.trainee role during training, while the th1rd section explores 

how those differences in adjustments compare with their pre-

training working experiences. Finally, the fourth section 

examines differences in the extent to which retrainees see 
'­

themselves as being prepared in school for conforming to the 

rules and to supervisors' work instructions on their new, 

post-training occupations. 

Differences in Resocialization Orientation versus Skill-Acaui~tiDn 
Orientation 

We have already reviewed research showing that 
I' 

va~iations in socioeconomic origin background affect social-

ization and the assimilation of employee-related personality 

characteristics considered "desirable" by the industries' 

d~cision-makers (pp. 34 to 42). These employee characteristics, 

or "hierarchical work values", as utilized in the present study 

include such elements as punctuality, co-operation with fellow 

workers, reliability, and keeping the work area orderly. One 

would expect an increased level of acceptance of "hiera~chical 

work values tl by the lower socioeconomic origin groups as a 

result of their training institution involvement. Besearch 

regarding the influence of parental occupational value 

socialization suggests that a greater assimilation of bureau-

i 
I 
I 
i[ 

j 

J 
I 
i 
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cratic norms occurs among those in the middle and upper socio-

economic strata as compared with the lower socioeconomic 

strata. One suspects that the latter groups are less likely 

to have parents uho emphasize "hierarchical work values " • In . -
addition, the lower socioeconomic status groups, occupying 

, 
predominantly lower level jobs, are likely in such positions 

because of their comparative lack of previous successful 

socialization into IIhierarchical work values". Because of 

this differential socialization, we would expect different 

resocialization patterns among respondents of different socio­

economic origin. Our data support the hypothesis that there 

is a relationship between class origin and resocialization. 

Table 3 reveals differential resocialization patterns according 

to social class origin. Those trainees of lower socioeconomic 

origin score higher on resocialization (the change varia~le) 

than do those trainees of higher sQcioeconomic origin • 
• 

(Socioeconomic origin will hereafter be referred to as SES 

origin). The lower SES origin groups, who are more likely to 
. 

b~ viewed as. lacking those employee characteristics deemed 

favorable by employers, reveal a substantially greater accept­
I 

anca of "hierarchical work values". The upper SES origin 

groups, probably by vir~ue of their prior fami~ial. social­

ization -patterns, exhibit a much lower level of change in 

their attitudes toward an increase in a valuation of the 

employee-related traits as a result of their training ex~erience. 

As Table 1 indicated, the independent variables are 
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all positively correl~ted. It was therefore thought that it 

would be interesting ~ determine which independent v~riables 

are most important in explaining each of the dependent 

variables. To determine this, multivariate analysis was 

employed. The data are provided in Appendix 8. 

As discussed, social class origin has a negative 

association with resocialization. As Table 1 iQ Appendix 8 

shows, social class origin and sex have the largest gross and 

direct effects on resocialitation of all the independent 

vpriables. 5 

. 
A major Function of the training orga~ization is the 

socialization of its clients into particular worker character-

istics of an affective nature, not just the teaching of 

specific job skills of a cognitive nature such as welding, 

typing. or nursing skills. Since those in the upper socio-

economic origin levels appear to have previously internalized 

employee-related work norms (as indicated by their noticeably 

lower degrees of resocialization) we would expect them to be 

less likely to place importance on acquiring job-related values, 

during their training. In contrast, they would be mb~e likely 

to emphasize the importance of skill-acquisition during their 

training than would the lower SES origin groups. 

The variations in results or resocialization and skill-
\ . 

acquisiti~n levels as they relate to the respondent's 

occupational a~piration level are associated with variations 

;19 the respondent's socioeconomic origin. The high levels of 
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assimilation of "hierarchical work values" by those in middle 

and upper socioeconomic strata are associated with relatively 

high occupational aspirations. Th9se who aspire to middle 

level occupational positions, largely those of middle SES 

origins, are more aware of those "hierarchical employee 

values II expected of them, and necessary for success, in these 

jobs. These individuals are also most likely to realize that . 
their higher job aspirations will be met through rising 

educational levels. Formal schooling is, of course, an 

important mechanism for socializing individuals into suitable 

and reliable employees as demanded by ~mployers. Individuals 

who ha~e attained little f~rmal schooling are least likely to 

have acquired working habits that will make them "desirable ff 

• 
to employers. Consequently, positions of higher socioeconomic 

status are secured by those with higher levels of formal 

schooling. The major implication for the present research is 

that we would expect those from the middle socioeconomic 

groups, having both moderate formal educational attainments 

and middl~ level job backgrounds, to stress the importance of 

acquiring occupational skills during their period of training. 

They are less likely to place emphasis on learning good ~orking 

habi ts which th~y hc;we already learned through educat"lonal and 

familial influence, and values which in turn, have probably 

been reinforced throug~ working at jobs which have required 

such employee t5aits as reliability, acquiescence., and stability .. 
, 

The data support our hypothesis that there is an association 

, .. ' i 
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between the importance of "resocialization versus skill­

acquisition" and the respondent's prior occupa~ Table 3 

sholJs that thos 8" t r ai nee s who had he Id "101.1 s ta;;'~ jo bs are 

likely to score higher on resocialization than are those'who 

held "high status" jobs prior to training. Responses to the 

question asking what the trainee viewed as the primary purpose 

, of the training program (a question intended to separate the 

more "skill-abquisition oriented't from the more "resocialization 

oriented" trainees) also reveal interesting patterns. As 

Tabl, 4 indicates, those in the high job status groups are 

more likely to view the primary aim of their training as being 

"to learn a new skill such as welding, typing, or nursing to 

get a new job", and are referred to as "skill-acquisition 

orientedlf • In contrast, those trainees in the low job status 

groups are more inclined to view the primary purpose of their 

training as being "to learn good working practices, such as . . . 
fulfilling the work demands." F.or the lower job status group, 

the learning ·of those working traits which are reuarded through 

their interaction wi thO training 'superiors becomes a goal taking 

precedence over the acquisition of job skills. The low,jab 

~tatus group"is hence referred to as baing "resocialization 

or iented lt • '. 

Tna responses to the question on level of planned "skill 

utilization tt on post-training jobs (intended to distinguish the 

more skill-oriented trainees from those less skill-oriented) 

and a question intended to lend support to the variations in 

t 

i 
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TABLE: 3* 

Resocialization 
Level T Social Class Origin Last Job Status 

High Low High Lo'w 

High % 57.4 77.8 62.9 67.3 

Low % 42.6 22.2 37.1 32.7 

Total % 100.0 100.0 100.0 100.0 

N 54 36 35 52 

Chi Square (1 df) 3.12, NS .039, NS 

Last Job Duration Sex 

Long Short Male female 

High % 63.3 66.7 60.0 71.1 
f 

Low % 36.7 33.3 40.0 28.9 f 
.-

Total % 100.0 100.0 100.0 100.0 

N 3(0 57 45 45 t 
Chi Square (1 df) .005, NS .787, NS t 

j 

,,- ~! ) 

(* See Appendix A for adeU ti anal tables.) 
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Skill-acquisition V5 .. 
Resocialization 

TABLE 4 

orientation Last Job status 

High Low 

Skill-acquisition % 74.3 51.9 

Resocia1ization" % 25.7 48.1 

Total % 100.0 100.0 

52 N 

Chi Square (1 dr) 

Skill-acquisition % 

Resocia1ization % 

35 

3.51, NS 

formal Education 

High Low 

74.0 

26.0 

Total % 100.0 

40.0 

60.0 

.100.0 

4Q N 50 

. Chi Square ( 1 df) 9.25, p(.05 

100 

Last Job Duration 

Long Short 

BO.O 50.9 

20.0 49.1 

100.0 '; 100.0 

30 57 '. ". 
5.83, P ( .. 05 

Sex 

Male female 

93.3 24.4 

6.7 75 .. 6 

100.0 100.0 

45 45 

4.1;..305, p < .05 
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TABLE 6 

Last Job . / <I 

Status Sex 

Male Female 

High % 42.2 38.1 

-COw % '57.8 61.9 

~~Tota1 % 100.0 100.0 

N 45 42 

Chi Square (1 df) .030, NS 

~ 

TABLE 7. 

Last Job 
Duration Sex 

Male Female 

Long % 40.0 2B.6 

Short % 60.0 71.4 

Total % 100.0 100 .. 0 

N 45 42 

Chi Squaro (1 df) .801, NS 
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patterns of level of skill-orientation in the previously 

examined relationships, reveal that tho.se in the upper job 

status group are considerably more likely to expect to make 

greater use of ~heir newly learned skills in their post­

training occupations; The low job statUs group, in contrast, 

is less likely to expect to utilize their skills in their 

subsequent workplaces (Table 5). Cpngrucnt with these results 

are those along formal educational attainment. lines. Tables 

4 and 5 indicate that there is a strong positive association 

between high educational attainment and the importance of 
\ 

skill-acquisition during training, as well as between high 

educational attainment and expectation of high skill utilization 

on the job following training. 

rurther~ore, the patterns of resoc~lization orientation 

versus skill-acquisition orientation vary ajcording to the 
" 

duration of the respondent's pre-traInin0ccupation.· Those 

who had been less steadily emp~oyed ar~ more inclined to score 

high on resocialization than those who had held steady jobs 

before training (Table 3). Those in the "short job duration" 

group tends to emphasize the importance of acquiring skills 

throuGh their training (Table 4). furthermore, as Table 5 

points out, those respondents wha had held their pre-training 

jobs for a comparatively longer period show a greater tendency 

to expect a high level of skill utilization in their post­

training occupations. Those who had ,worked less .steadily 

before entry to retraining are more likely to emphasize a lower 
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level of planned skill utilization in their later jobs. 

'These results are confirmed by the zero-order 

cor ra la ti ons and the be ta coe'f fi ci ent sin Tabl e 2 in' A ppendi x 

B. Job status and job duration have positive zero-order 

correlat~ons with skill-acq~isition versus resocialization 

orientation. The beta coefficients show that the positive 

independent effects of job status and job duration on skill-

acquisition versus resocialization orientation are consistent 

with their overall effects. Both job status and job duration 

are seen to have quite similar direct effects on skill-

acquisition versus resocialization orientation. In addition 

are the consiste~t gross and direct e~fects of job status and 

job duration on skill utilization (Table 3, Appendix S). Job 

status and J'ob duration have similar direct effects on skill 
\ . 
utilization. However, formal educational attainment makes 

th~ largest contribution to skill utilization of all the 

independent variables, although its direct effect is much 

weaker than its gross effect. This variation is lar~ly be-

caus.s of the effects of job" status and job duration on both' 

formal educational attainment and skill utilization. In 

contrast with the important effect of formal educational 

attainment on skill utilization is~ts contribution to skill­

acquisition versus resocializa·tion orientation. While 

educational atfainment does h;:lve both a posi ti ve zero-or.der 
, 

correlation with, and direct efrect on, skill-acquisition 

versus resocialization orientation, it does not have as large 
1Il 

an effect as do other independent variables. 
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Our data lead us to the following cQnC~Usions. 

Respondents of higher SES origins are more likely to enter .. 

<' , 

upper level job positions, while those of lower SES origi~s 
i 

, ' 

hold lower level occupational positions characterized by 

high turnover rates and low wages. While the upper level 

j~b incumbents may largely receive the higher job positions 

perhaps initially because of their more stable employment 

patterns and their greater levels of "worke~ value internal-

ization"i it is likely that their lengthier job stays serve 

to strengthen their existing "employee value systems". The 

lower level job incumbents, in contrast, may obtain low level 

job positions precisely because they lack stable job history 
. 

patterns and the same extent of "employee value orientation". 

For these reasons, they may exp~rience consinerably briefer 

job stays as well as lengthier unemployment durations. As a 

result, those in both tho lower prior job status groups and 

shorter prior job duration levels are found to reveaL sub-

stantial increases in an acceptance of a set of "worker 

personality traits", while the upper prior job status groups 

and those in the longer prior job duration levels emphasize 

the importance of Skill-acquisition in their training 

invol.vement. 

We also found important sex differences in trainees~ 

patterns of resocialization orientatio~ and skill-acquisition. 

Table 3 shows that females are more'likely to scor~ high on 

the resocialization variable than are their male counterparts. 

\ 

I 

~ , , , 

r ". 
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The same pattern appears when one examines respondents' views 

of the primary purpose of txaining participation by sex., 

Table 4 shows that males are far more inclined to view the 

main purpose of their training as a means to acquire new 

skills to obtain employment. Females, on the other hand, are 

more likely to view learning good working habits as the prime 

importance of their training involvement. These variations 

in the patterns of the trainees' primary training 90al are 

further supported by the variations in the trainees' expected 

level of skill utilization in jobs following training (Table 

5). While males stress that they plan to utilize their 

skills to a great extent in their subsequent occupations, 

females are more inclined to expect a Lower level of skill 

utilization in their post-training occupations. Sex is found 

to have the second most important direct effect on resocial­

ization after social class origin. Sex also has the greatest 

independent effect on skill-acquisition versus resocialization 

orientation of all the independent variables (Tables land 2, 

Appendix 8). 

One can speculate about the reasons for these sex 

di.fferences. The differential socialization patterns of male 

and female children, in the home and outside, may result in 

sex variations in. the internalization of "worker-related 

personality traits". As a result, an increased level of 

"hierarchical employee value II acceptance by females as. compared 

with males is exhibited in the pFesent findings. While males 
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are more likely to expect that their dominant role will be 

the work role, females are more likely to have been socialized 

into a domestic role. In western societies, men are more 

inclined to hold upper level job positions, while women, when 

employed, are found in lower level job positions. It may be 

that males' worker values are reinforced because of their 

h~gher job positions and their more stable employment histories. 

females, on 'the other hand, lacking the same degree of employ-

ment stability and employee value orientation, obtain low 

level jobs characterized by shorter stays (Tables 6 and 7). 

The data presented hare leads us to conclude that females are, 

con~equently, inducted into a "worker-related personality 

value set" with considerably more determination on the part 

of the training inst~tution, and perhaps because of this re-

veal a greater likelihood of acquiring "favorable employee­

related traitsn during training. They are much less likely, 

than are males, to emphasize the importance of the training 

program as a means by which to acquire job skills for later 

occupational participation. The stronger emphasis by the 

female trainees on the greater ,relevance of employee-related 

personality traits reflects the distinction in the nature 

of the training process between the sexes. The jobs that are 

customarily open to women require relati~~ly low skills, but 

do requi re espec i all y th;:!t If go c:rt(";.,O rk i ng ha"bi ts" be p racti ced • 

. female trainees perceive the importance of personality 

attributes for success in their post-training jobs which are 
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predominantly of a personal service and customer-oriented 

nature. ~alesJ on the other hand, training for occupations 

of a technical nature, are less'likely to view'these emplo~ee 

traits £s being as significant for success in their subsequent 

jobs. 

Women's relative lack of interest in acquiring skills 

may also be partly explained by their views of their economic 

contributions as largely supplementing family income. They 

may therefore be more willing to accept both temporary employ­

ment (Table 8) and low wages (Table 9). 
" 

Differences in Adjustment to the Worker-Trainee Role 

We have already shown that respondents of lower socio-

economic origins, lower job aspirations, lower educational' 

attainment, lower status jobs, and the shorter job duration 

groups were the most likely to emphasize incFeases in re-

socialization. In addition, women stressed resocializa~~n 

more than did men. We pointed out that these variat-ions'" ">'-' 

might arise because these particular groups had not internal­

ized "employee value~1 tci such a ~igh degree prior to re­

training. These particular groups may' have 'value sets which 
/' 

,; 

differ from the value sets inculcated by th~retraining 

organization. It is therefore likely that these groups yould 

have the most di fficul ty in adapting to the new roles· and new 

behavior required.of them in the retraining organization. As 

was suggested, it may be that those individuals with lbwer 
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TABLE 8 

Post-Training Employment Sex 

Male Female 

Full-time % 88.9 66.7 

Part-time % 11.1 33.3 

Total % 100.0 100.0 

N 45 45 
~ , 
~, 

(1 df) 
,,; 

'Chi Square 5.207, p < .05 

\ . 

TABLE 9 

Occupational Aspirations Sex 

Male Pemale 

High % 59.1 51.1 • 
Low. % 40.9 48.9 

Tota.1 % 100.0 100.0 

N 44 45 

~hi-Square (1 df) .295, NS 
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educational attainment obtain low status jobs in part because 

previous upbringing and schooling did not socialize them into 

those traits perceived by employers as conducive to "obedient" 

and "well-motivated" workers. Similarly, females, who 
<: 

emphasize the importance of learning "desix:able worker values" 

during training, were thought to be less likoly before 

entering training, to be as aware as males as to what was re-

quired of those in the employee role. One would expect that 

both trainees with little formal schooling and of low pre-

training job backgrounds and female trainees, would have more 

difficulty both in meeting the demands for overall rule con-

formity in the training institution and in the more specific 

work demands of their training superiors. 

That there is a greater difference between the views 

of the least educated individuals and those of lower job 

statuses, and females, as compared with the views of the more 

educated and upper job status groups, and males, as well as 

that between the lower strata and the training institution, 

is further expected to be supported by the results of the 

degree of , difficulty experienced in conforming as future 

workers in the training school as compared with the prior 

workplace. These results will be examined in the following 

section which deals with the comparative difficulty in worker 

conformity between the prior workplace and the school. We 

expected that both the lower educational attainment groups and 

the lower job status groups, as well as female trarnees, would 
<-
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be most likely to have more problems in adjusting to the 

demands of authority in the retraining environment than in 

their previous workplaces'. Consequently, we assu~ed that they 

would be more inclined, than would either males or those from 

higher eQucational attainment levels and upper job status 

levels, to emphasize a greater degroe of preparation for 

conformity to on-the-job rules and regulations following 

training as a result of their training involvement. ~e also 

expected thnt trainees from lower educational levels, lower 

status job background?, and females would stress greater 

levels of preparation through their training for meeting the 

demands of future work superiors. 

We did in fact find these-patterns. We asked trainees 

how easy or how difficult they found meeting various rules 

and regulations of the school. Examples of rules OIere 

punctuality, and finishing their work objectives quickly and 

in an acceptable manner. In addition, the trainees were 

also asked how easy or how difficult they found meeting the 

demands of their teachers. They were asked, for example, how 

difficult they found following the work instruct~ons and pro­

cedures. Table 10 shows that those trainees who had more 

education are much more likely to, find conforming to~the rules 

and regulations of the daily school requirements relatively 

easy_ Those wit~ louer educatiqnal attainments find meeting 

these Tequirements more difficult. Similarly, the pattern of 

results for level of difficulty experienced by the trainees in 
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following their teachers' work instructions reinforces the 
" 

previous findings (Table 10). As Table 11 indicates, those\ 

with more formal schooling have fewer problems in adhering 

to the work requirements of their superiors, while those with 

less formai schooling have more difficulty in following work 

instructions. 

As anticipated, these results closely parallel the 

results relating to the vari~tions in rtrul e conformity" 
.. 

according to the prior job status of the trainee. Table 10 

shows that having difficulty with rules is also associated 

with having held a low rather than a high status pre-training 

job. Also, congruent with these results are those variations 

in level of diffic~lty encountered in conforming to the 

superiors' work demands (Table 11). The low prior job status 

group is noticeably more likely to express a high level of 

difficulty in meeting its superiors' requirements for con-

forming behavior than is the upper pre-training job status 

group. 

We also found that those trainees who experienced a 

lengthy pre-training job duration are much more inclined to 

emphasize a low amount of difficulty in both meeting the 

school's regulations and in meeting teachers' requiremBnts. 

In contrast, -those trainE1es who~ had experienced brief pre-

school job ,durations find they have both greate,f dific.ulty in 

conforming to the institution's overall system of rules and 

regulations, as well as greater difficulty in satisfying the 



Rule Conformity 

High Difficulty 

Low Difficulty 

Total 

Chi -Square (1 df) 

High Difficulty 

Low Difficulty 

Total 

Chi Square (1 df) 
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TABLE 10 

Form Education Last Job Status 

High Low High Low 

30.0 92.5 3) .4 76.9 

% 70.0 

% '100.0 

7.9 68.6 23.1 

100.0 ' 100.0 100.0 

N 50 ' 40 35 52 

33.067, p <.05 16.024, p <.05 

Last Job Duration Sex 

Long 

• % 23.3 

% 76.7 

% 100.0 

N 30 

Short 

77.2 

22.8 

100.0 

57 

21.338, p(.05 

Male 

37.8 i , .• r 

62.2 

100.0 

45 

Female 

77.8 

22.2 

100.0 

45 

13.163, p < .05 
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TABLE 11 

Meeting Teachors' 
Demands Formal Education Lest Job Status 

High Low High Low 
1> 

High Difficulty % 32.0 95.0 34.3 78.8 

Low Difficulty % 68.0 5.0 65.7 21.2 

Total ~100.0 100.0 100.0 100.0 

N 50 40 35 52 

Chi Square (1 df) 34.172, p < .05 15.626, P <.05 

Last Job Duration Sex 

Long Short Male Female 

High Difficulty % 26.7 78.9 42.2 77.8 

Low Difficulty % 73.3 21.1 57.8 22.2 

Total % 100.0 100.0 100.0 100.0 

N 30 57 45 45 

Chi Square (1 df2 20.423, p < .05 10.417, p < .05 
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instructors' demands that they follow certain work instructions 

and procedures. 

As the zero-order correlations an~ beta coefficients 

• in Tables 4 and 5 in Appendix 8 indicate, formal educational 

attainment has strong positive gross and direct effdtts on 
o 

the IIdifficulty" variables. It is most important in explaining 

variations in level of difficulty in both adhering to the 
(PI 

school's regulations and in following work instructions and 

procedures. The beta coefficients reveal that prior job status 

and employment duration also make considerable independent 

contributions toward results in difficulty in adjustment 
. 

to the worker-trainee role. However, the direct effects of 

job duration are considerably wea~er than its gro~s effects. 

This is largely attributable to the effects of formal 

education and prior job status on both job duration and 

"worker adjustment" levels. While the direct effects of sex 

on "difficulty" are not as great as either educational attain-

ment or prior job status, sex does reveal'substantial inde-
. 

pendent effects on variations in worker-trainee adj~stment 

(Tables 4 and 5, Appendix 8). 

• 

.. 

The greater difficulty experienied by women in adjusting 

to the rules of/the school and their training superiors 

relative to the men is shown in Tables 10 and 11. In intetpret-

ing this result, we would suggest that the womens' greater 

difficulties in adjusting to .the behavior. exacted of those in 

the employee role reflects firs±t their greater lack of 

• 
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"worker-norm internalization" relative to male trainees, and 

second t the f ac t tha t the "fema 1 e II programs in the. re t ra in i ng 

drganization place particular emphasis on certain aspects of 

t.hei r resoci al i za ti on. We have already discussed the emphasis , 

on grooming habits and modes of self-presentation in programs 
~ 

training women for clerical and nursing jobs. 

Differences in Worker-Trainee Conformit in the Trainin 
nstitutlon dnd on the Prc-Trainlno JOD 

" 

We have already shown that those of lower educational 

attainment, lower prior job statuses, and. briefer employment 

durations are most likely to stress higher difficulty in 

Gonforming both to the rules and regulations imposed by the 

training institution and to the requirements of their training 

supervisors. Women trainees are also found to have more 

difffculty than the male trainees. The greater problems in 

adjusting to the "employee role" by these groups may be 

attributed to differences between their pre-training level 

of predispostion toward "desirable" employee yalues and the 

level of internalization of worker traits which the retraining 

or 9 ani z a t ion see k s to de vel 0 pin the s e g r 0 ups 0 f t r a i n a,e s • 

These findings become especially important, when we 

consider the level of difficulty in conforming during training 

as it relates to the respondent's employment history. H€re 

we are interested in extending the differences in trainees' 

adjustments during the training period by comparing them 
.< 



117 

specifically wit~ their pre-training working exp riences. 

While it is expected that the patterns in omparative level 
~. ~ 

of difficulty in trainee conformity will be co~sistent with 

the more "static" level of trainee conformity as examined in 

the previous section, it is anticipated that the present 

findings will ~larify variations in worker compliance through 

a more "dynamic" comparison with the trainee's job background. 

level of difficully in 

worker conformi omparing the individuals' conformity duri~g 

training r conformity in their prior workplace are 

expected significant results according to the 

trainees' 
~ , 

formal educational attainment and prior job status. 

There are grea.ter di fferences between the view.s of those re-

spondents with relatively low levels of education who have 

held low status jobs of brief durations as compared with the 

views of the more educated respondents who have held higher 

status jobs of lengthy durations, in addition to those between 

both the former groups and the retraining organization. These 

differences are expected tb become maniFested in the variations 

in patterns of the comparative degree of worker conformity 

difficulty between the retraining environment and the prior 

occupational environment. 

The hypotheses regarding the relationship between 

"comparative level of difficulty" in worker-trainee compliance 

along formal educational attainment divisions are confirmed. 

Trainees were ~s~ed how difficult they found conforming to 
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TABL,E 12 

Job Rule Conformity Formal Education Last Job Status 

High Low High Low 

More Difficult % 14.0 77.5 22.9 55.8 

Similar % 8-6.0 22.5 77.1 44.2 

Tot·al % 100.0 100.0 100.0 100.0 

N 50 40 35 52 

Chi Square (1 df) 34.174, p (.05 7.973, p <.05 

Last Job Du rat i tJn Sex 

Long Short Male Female 

More Difficult %. 20.0 54.4 24.4 60.0 

Similar % 80.0 45.6 75.6 40.0 

Total % 100.0 100.0 100.0 100.0 

N 30 57 45 45 

Chi Square (1 df) 8.154, p < ."05 10.248, p < .05 

Resocialization 

High Low 

More Difficult % 45.8 35.5 

Similar % 54.2 , • 64 .~~r.. 

Total % 100.0 100.n 

N 59 31 

Chi Square (1 df) .509,. NS 

~ 
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TABLE 13 

Supervisor Conformity Formal Education Last Job Status 

High Low High Low 

More Difficult ~ B.D 67.5 17.1 46.2 

Similar % 92.0 32.5 82.9 53.8 

Total % 100.0 100.0 100.0 100.0 
.. 

N 50 40 35 52 

Chi Square (1 df) 32.256, P < .05 6.562, p < .05 

Last Job Duration Sex 

--- Long Short Male Female 

More Difficult % 13.3 45.6 24.4 44.4 

Similar % 86.7 54.4 75.6 55.6 

Total % 100.0 100.0 ",lPO.O 100.0 

N 30 57 45 45 

Chi Square (1 df) 7.693, 'p < .05 3.150, NS 

Resocialization 

High Low 

More Difficult % 37.3 29 .. 0 

Similar % 62.7 71.0 

Total % 100.0 100.0 

N 59 31 

Chi Square (1 df) .302, N"S . 
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the 'rules and regulations in school as compared with any 

difficulty experienced in conforming to the rules and 

regulations on their last job. They were asked about such 

matters as getting to work every day on time and finishing 

their work tasks on time and acceptably. Also, they were 
< 

asked how easy or how difficult they found conforming to the 

specific demands made by their training superiors as compared 

with meeting demands of their previous supervisors. As the 

results in Table 12 illustrate, the group with low educational 

levels is more likely to find greater difficulty in meeting 

the demands of rules and regulations in the training place as 

compared with their pre-training workplace. The high educa-

tiona1 group show a different pattern. These people find 

adhering to the regulations of the training center no more 

difficult than meeting the demands of their previous workplace. 

Also, the results in Table 13 show that low educational attain-

ment is associated with a higher level of difficulty in con-

forming to the classroom superiors' requests relative to that 

of the work superior during previous employment. 

Table 12 also shows that those respondents of low 

prior status jobs,and of briefer employment durations, are 

more likely to have greater difficulty in complying with the 

regulations at the~training institution than they experienced 

during previous employment. In contrast, those who held high 

status jobs or those with lengthy employment durations exhibit 

a tendency toward no difference in adhering to rules and 
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regulations between the school and the past workplace. In 

accordance with these patterns are those shown in Table 13. 

These findings indicate that those who have had low status 

employment and shorter job st~ys have greater problems in 

adhering to their training teachers' work demands than they 

found with previous job supervisors. 

As the results in Tables 6 and 7 in Appendix B 

indicate, formal educational attainment has the greatest 

negative direct effect on both conforming to rules and in 

meeting teachers' demands during retraining as compared with 

experiences in previous uo~kplaces: These findings are of 

major importance when one considers that the main function 

of the retraining organization is to compensate for de-

ficiencies in prior "worker socialization". The results 

relating to formal education are important because we have, 

in the retraining.organization, an environment which closely 

approximates the working environment, but at the same time, 

has the means for socializing indiyiduals into future workers 
. 

which on-the-job training does n6t provide. Resoci?~ization 

in the retraining institute occurs because of the nature of 

the teacher-trainee relationship which only the formal training 

school setting can pravide. While teachers view their role 

as encouraging individuals into being disci~lined and motivated 
. '. 

'uorkers, employers do not see their task as such. While the 

job itsel~ s~rves to reinforce employee value~, employers 

expect potential ~rkers to have already internalized, either 
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TABLE 14 

Duration of Unemployment Sex 

Male Female 

1 week to 1 month 24.4 6.8 

Greater than 1 month 
to 6 months % 20.0 6.7 

1 year to 2 yeats % 11.1 13.3 

3 years to 4 years % 17.8 4.4 

Greater than 4 years 
to 5 years 15.6 24.4 

Greater than 5 years 
to 7 years % 11.1 44.4 

-~ 

Total % 100.0 100.0 

N 45 45 

Chi Square (5 df) 26.913 t P <: .05 

. , 
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through the family or the educational process, those values 

requisite for "good ll employee performance. 

That the least educated trainees experience greater 

difficulty in complying with demands for obedience and control 

in the teacher-trainee relationship than they did during their 

prior supervisor-worker relationship may be explained by the 

fact that they obtained lower status employment because of 

their lack of formal education. The findings along formal 

educational attainment lines were found to be reinforced by 

the results according to the respondent's working.Qackground. 

In light of the "co~pensatoryll character of the socialization 

process in the retraining institution, and since a great deal 

of emphasis is placed by employers on a prospective employee's 

hireability according to the individual's job history, in­

cluding both its nature and its steaQiness, it is significant 

that the ·trainee's past job status and the length of employment r 

are found to be key indicators as to variations in ~he trainee's 

comparative difficulty "in complying with demands for conformity 

between the training organization and past workplaces. 

We would also expect that females would have greater 

pifficul~y in coping with work demands during their training 

program experiences relative to their previous employment' 

experiences.- Whi Ie most of the female respondents have held 

work prior to entering trainingt thfY have generally occupied 

low status jobs. In adeition, they have worked less steadily 

than the' male trainees (Table 14).6 Just as female trainees 
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were found to score, higher on resocialization than were male 

trainees (Table 3), they are also more likely to stress 

greater difficulty in conforming to the rules and regulations 

in the training institution, and to their immediate training 

superiors, as compared with their previous jobs. In contrast, 

male trainees are more inclined to find no greater difficulty 

in conforming in training than they had found in previous jobs. 

Trainees who find conforming in school harder than 

they found conforming on the job are likely to be experiencing 

more "compensatory" employee socialization than those trainees 

who find little or no difference in comparative compliance 

between the job and during training. Those who have greater 

difficulty should be most likely to show high resocialization 

levels. The results confirm this (Tables 12 and 13). Those 

in the "high resociaJization 'l group are more likely to express 

a greater amount of difficulty in encountering the regulatory 

demands of the institution in comparison with those demands 

made on the job. In contrast, those in the "low resocializa-

tion" group are more inclined to find no difference between 

conforming to the demands of their training environment or 

their. training superiors as compared with meeting the require­

ments of either the job in general or those de~ds exerted 

by their superiors in the workplace. 
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Conforming as Worker-Trainees in tho Training Institution as 
Preparation for Conforming on the Post-Training Job 

We have found that those with lower educational attain-

ment levels, and those of low status job backgrounds, and 

female trainees are most likely to experience resocialization. 

We also expect that these groups of trainees will show greater 

preparation for "on-the-job employee conformity" as a result 

of their retraining. 

The predicted relationships between formal educational 

attainment, and sex, and "level of preparation for employee 

conformity" following retraining are supported by the findings. 

Trainees were asked whether or not they felt that conforming 

to the rules here at school would help to prepare them to 

conform to the rules and regulations on their next, post-

training job. Table 15 indicates that trainees of low 

educatiqnal attainment are more inclined to feel that the 
l 

training pe~iod is teaching them to cope with the system of 

rules and regulations they will encounter in their subsequent 

workplaces. Those trainees of higher educational attainment, 

on the other hand, do not feeJ ~hat their training will be as 

useful for coping with rUle requirements following training. 
\ 

We also examined trainees t views on whether meeting 

the demands and requirements of the teachers in school would 

help them to prepare for meeting the work demands made by the 

supervisor in their next workpiace. This aspect of "employee 

> ' 
preparation" was preceded by a question on teacher coo-'formi ty 

~ . 
/' 
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Rule Conformity Preparation 

High Preparation 

Low Preparation 

Total 

Chi Square (I df) 

Supervisor Conformity 
Preparation 

High Preparation 

Low'Preparation 

Total 

Chi Square (1 df) 
to 

... _ .. _~ ... to .......... 1'~ ..... ,. I .... " ~ 

TABLE 15 

Formal Education 

High Low 

% 60.0 

% 40.0 

% 100.0 

80.0 

20.0 

100.0 

N 50 40 

3.267, NS 

TABLE 17 

Formal Education 

IUgh Low 

% 66.0 72.5 

% 34.0 27.5 

% 100.0 100.0 

N 50 40 
T 

.187, NS 

Job Duration 

Long 

36.7 

63.3 

100.0 

30 

Short 

84.2 

15.8 

100.0 

57 

18.236, p <.05 

Job Duration 

Long Short 

50. O. 77.2 

50.0 22.8 

100.0 100.0 

30 57 

5.472, p <.05 

----~ -- --

Sex 

Male 

62.2 

37.8 

100.0 

45 

Female 

75.6 

24.4 

100.0 

45 

1. 297, NS 

Sex 

Male Female 

53.3 84.4 

46.7 15.6 

100.0 100.0 

45 45 

8.762, p<.05 

I 

~ 
~ l t-v 
0'> 

" 
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in school wh~ch was intended to reinforco the variations in 

preparation for conforming to post-training supervisors' work 

requirements. Trainees were asked whether they felt that a 

student should always act in accordance with the teacher's 

expectations. As Table 16 illustrates, those of ,low educational 

attainment stress the importance of invariably or frequently 

behaving in a manner congruent with the teacherts expe.ctations. 

TABLE 16 

Teacher Conformity Formal Education Sex 

High low Male Female 

High Conformity % 44.0 67.5 24.4 84.4 .. 
low Conformi ty' % 56.0 32.5 75.6 15.6 

Total % 100.0 100.0 100.0 100.0 

N 50 40 45 . 45 

Chi Square (1 df) 4.046, P <:.05 30.284, p <.05 

The more educated trainees are much more inclined to endorse 

occasional nonconformity or even independence of action. They 

feel that the student, rather than the teacher, should be the 

one to decide the appropriate behavior in the classroom. 

These variations in "teacher conformityll are in keeping 

with the patterns of "preparation for post-tr~ining supervisor 

conformity" al-ong educational attainment lines. Table 17 shows 

) 



__ .... ~. <~ 1_ .. _________ ._ .. ~~_~ _- .... , .... ___ ~ __ .. ,,_~_ .~~ 

128 

that there is an association between low formal educational 

background and high levels of preparation for satisfying 

superiors' demands in future job3. 

We suggested earlier that the retraining institution, 

as an-allocator of social roles, functions primarily for 

socializing indivinuals into reliable employees, and only 

secondarily as a transmitter of c09nitive knowledge. Since, 

in general, formal schooling 1S important in socializing 

individuals into employee roles, then the formal educational 

attainment of the client would be an important concern to the 
. 

retraining organization. Viewing themselves in the capacity 

of a tire-educational", or lire-socialization" organization, a 

priority in the socializ~tion process would be to reduce this 

differential in the degree o~ working value internalization 

between themselves and their clients, as well as to reinforce 

these values in clients already having attained "adequate tt 

employee socialization. Viewed in this perspective as an 

agent of resocialization, the end result of the organization 

is to prepare all retrainees to similar levels of worker 

value internalization. 

While formal educational attainment has a relatively 

large negative independent effect on "worker preparation", 

the respondent's pre-training employment duration has the 

greatest direct effect (Tables 8 and 10, Appendix 8). As 

Tables 15 and 17 show, there is an association between brief 

duration of employment and higher preparation into the post-
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training employee role. 
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....-
Congruent with the differ8ntial resocialization patterns 

by sex (Table 3), are those variations in levels of preparation 

for rule conformity. Table 15 shows that females arc more 

likely than are males, to feel that thii type of preparation 

will be of considerable help in enabling them to adjust to the 

overall work demands of the job following training. 

In addition, femal~s are found to stress the imporlance 

of conforming to the teacher's expectations, whilE males are 

much more inclined toward self-determined behaVior (Table 16). 

These variations in teacher conformity in the classroom are 
.. 

supported by the differential patterns in preparation for 

adhering to employer's job demands following training. Women 

in particular felt that the expeFience of conforming, to 
-

training supervisors' demands would be very useful in preparing 

them for future employment (Table 17). 

Sex has the greatest direct effect on conformity to 

teachers' expectations of all the independent variables (Table 

9, Appendix 8). The sex difference in conformity to teachers' 
~ 

expectations, while .not surprising, is important when viewed 

in terms of the organization's aims in socializing fgfual~ 

trainees. It is females' more characteristic conceding be-

havior which allows for the retraining program's accomplishment 

in their greater concern in socializing future female employees. 

This greater submissiveness, in turn, contributes toward 

explaining females' higher employee preparation le~els as 

compared with males. While the male trainees do express some 



130 

preparation, it is to a considerably lower degree than the 

female trainees. And, as it has previously been discussed, 

the reason for this greater preparation of females is a 

consequence of the greater "need" from the training program's 

perspective for fitting them into largely low level "white-

collar" service and clerical occupations which require pre-

dominantly a high valuation and adherence to work instructions 

and office procedures. 

In addition to whether the trainees felt they were 

being prepared during training for coping with regulatory 

moasures and supervisors' obedience demands in their subsequent 

jobs, they were also abked whether they felt that the daily 

work routine of their training program would help them to 

settle into the daily work routine in the post-training job. 

Perhaps the most important findings regarding "work routiniza­

tion" are those variations relating to both the status of the 

trainee's pre-training job and the duration of their employment. 

Table 18 shows these variations. The high job status groups 

are less tnclined to feel that the retraining program supplies 

a high amount or preparation for "work routinization ll than are 

the low job status groups. The low job status groupi are more 

likely to feel that they are being prepared for stepping into 

the routine of work following their training. Furthermore, 

those trainees who had shorter pre-training occupational 

durations.are more likely to feel that training will provide 

preparation for adhering to the routine procedures in their 

next jobs. As Table 11 in Appendix B indicates, prior occupation 
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has the most important direct negative effe9t on work 

routinization. In addition, job duration makes a relatively 

large inoependent contribution toward preparation for job 

routinization. 

TABLE 18 

Work Routinization Last Job status Last Job Duration 

High Low Long Short 

High Preparation rP' 28.6 59.6 50.0 77.2 10 

Low Preparation % 71.4 40.4 50.0 22.8 

Total % 100 .. 0 100.0 100.0 ' . 100.0 

N 35 52 30 57 

.Chi Square (1 df) 6.893, p <.05 5.472, P <.05 

These variatioQs according to job status are important 

because jobs of a lower status are more likely than are jobs 

of a higher status to be characterized Qy such elements as 

considerable routinization of job procedures, and repetitive-

ness of work tasks. In addition, it may be that ~argely as a 
. I 

result of the routine nature of these lower statu~ occupations, 

are their great t'urnover rates and briefer employment durations 

relative to jobs of a higher status. While jobs in both the 

Hhigh" status and the l'low ll status divisions as used here are 

characterized by comparatively high levels of routine in 

working procedures in relation to the entire occupational 
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structure, those incumbents enduring employment for lengthier 

periods are more likely to have learned to adhere to the 

routine "nature of their occupations. Consequently, it is 

important that those who held lower status pre-training jobs 

are now viewing 'the training experience as helping "them to 

settle intd a regular work routine following training. Con-

sistent with these variations, and equally important, is the 

greater emphasis on preparation into work routinization by 

those trainees who held their previous employment for comp-

aratively brief durations. If d~ring the course of ret~aining 

workers can be trained into accepting and fulfilling highly 

routine work, then they are more likely to stay ·for longer 

periods in post-training jobs. This would be important to 

"_~mployers who want to be supplied with a pool of people who 

will remain attached to low Cstatus employment. 

We now explore the extent to which the retrainees' 
; 

present schooling experience has affected their levels of 

interest in working. Respondents were asked whether they . 
feI t more interested in working~ less interested in working, 

or felt the same about workin~ now as compared with how they 

fel t before they entered the training program" Table 19 

shows that those trainees in the upper job status group are 

more inclined to feel that there has been no change in their 

level of interest in working since entering the retraining 

prbgram. However, those trainees who had held lower pre-

training jobs claim that their enthusiasm for work has 

.. 
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increased since they began training. Furthermore, those 

trainees who had worked for relatively short periods prior to 

retraining are most likely to express rising interest in 

working. Those trainees who had experienced longer periods 

of pre-training employment feel that they are as interested 

now in working as they were prior to entering school. 

From the point of view of the retraining institution, 

socializing future workers to accept the work ethic is 

important. That working is viewed as worthwhile, especially. 

by those who had histories of unstable employment and lower 

status jobs, would be considered by the school as a major 

objective of. retraining. The in~reased interest of workers 

in working would be ,crucial to an institution which attempts 

to reduce unemployment and w~rker instabilit~ in low st~tus 

job sectors by encouraging workers to participate in those 

types of jobs which are basic to the maintenance of the 

existing socioecon~tem. 

A large independent effect on "work interest fl is 

contributed by the respondent's pre-training job status (Table 

12, Appendix S). The direct effect of employment duration 

is also relatively ~trong, but the greatest independent effect 

on work interest is according to the sex of the trainee (Table 

12, Appendix B). 

A major finding is the sex difference ,in changes in 

interest in working. Table 19 shows that among retrainees, 

females experience an overw~el~ing increase in interest in 
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TABLE 19 

Work Interest Last Job Status Last Job Duration 

High Low Long Short 

Higher Interest 
Level % 62.9 BO.8 56.7 82.5 

Similar Inter.est 
Level % 37.1 19.2 43.3 17.5 

Total % 100.0 100.0 100.0 100.0 

N 35 52 30 57 

Chi Square (1 df) 2.592, NS 5.461, P < .05 

Sex Resocia1ization 

Male Female High Low 

Higher' Inte!est 
Level % 55.6 93.3 86.4 51.6 

Similar Interest 
level % 44.4 6.7 13.6 4B.4 

Total % 10O.q 100.0 100.0 100.0 

N 45 45 59 31 

Chi Square (1 df) 14.951, p < .05 11.191, p < .05 
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working. Male trainees do not experience this. In inter-

prating these sex differences, we are led to consider the 

previous findings regarding the more sporadic patterns of 

the women's employment and their briefer j~b stays relative 

7 
to ,men. .It is important that female trainees, who might be 

expected to place less emphasis on the occupational role, are 

in the process of being socialized into the employee role. 

They are altering their self-concepts and their views about 

participation in the world of work. Women who are leaving 

the home for work are, simply because they face a change, ~ 
more likely to be enthusiastic than are men for whom working 

involv~s less change. While females are much more likely than 

males to pursue part-time employment, the nature of women's 

work remains unchanged. It has been shown that most of the . 
female tr.ainees will 6e in both service' and clerical positions 

f 

which bring them in contact with the public. It is important ., 

to employers that women who do work, p~rform well in the 

employee role and show enthusiasm for their work. 1[1 contrast, 

jobs that involve little/or no contact with the public, such 

as those which will be filled by the male trainees, would be 

less likely to demand overt enthusiasm. 

These variations in patterns of work interest according 

to both the prior job status group and the sex of the trainee 
~ 

parallel those re~ating to the resocialization group of the 

trainee. Table 19 points out that the Ifh~gh reso~ialization 

group" is more inclined to emphasize an increased interest in 

, 
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work during retraining than they experienced before training. 

The "low resocialization group" expresses similar int~rest in 

working now as compared to their pre-training interest in 

working. The greater interest in working by the "high 

resoc ial i za ti on group" represents" ·from the pe rspec ti ve 0 f 

the retraining organization, a successful "balance",in the 

resocialization process. Not only will these particular 

trai~~es no~ perform_ as resocialized, reliable, and conforming 

employees, but in addition, will be enthusiastic about the 

role of work in their lives. 

, . , 
( 

I 

~ 
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l~ See Chapter.I, Pp. 41-42. 

2. McClelland, D.C., et. al. The Achievement Motive (New 
York: Appleton-Century-Crofts, 1953); Stephenson, Richard 
M. "Mobility Orientation and Stratification of 1,000 
Ninth Graders", American Sociological Review, v. 22, 1957, 
pp. 204-212. 

3. See Chapter II, p. 70. 

4. Berg, Ivar. Education and Jobs: The Great Trainin 
Robbery (Boston: Beacon Press, 19 1 ; Gintis, Herbert. 
"Education, Technology, and the Characteristics of Worker 
Productivityll, American Economic Review, v. 61, 1971, 
pp. 266-279. 

5.. For the multivariate analysis, the· independent variables 
were coded as follow&. Social class origin, Occupational 
aspirations, Formal educational attainment, and PDior job 
status (High = 1; Low = 0). Job duration was coded 
(Long = 1; Short = 0). Sex was coded (Mal~ = 1; Female = 0). 
Total unemployment duration was coded (3 years to 7 years, 

6. 

or ~on9 = 1; 1 week to 2 years, or Short = 0). Among the 
dependent variables, Resocialization was coded (High = 1; 
low = 0); Skill-acquisition versus Resocialization 
orientation (Skill-acquisition orientation = 1; Resocial­
ization orientation = 0); Skill utilization, Rule 
conformity, and Meeting teachers' demands (High = 1; 
low = 0); Job rule conformity and Supervisor conformity 
(More difficult = 1; Similar = 0); Teacher conformity 
(High = 1; low = 0); Rule conformity preparation and 
Supervisor conformity preparation (Hi~h = 1; ~ow = 0); 
Work routinization (High = 1; low = OJ; Work interest 
(Higher interest = 1; Similar interest = 0). 

See Table 13, Appendix B. The relationships between sex 
and "job rule conformity" and "supervisor conformity" 
remain constant when they, are controlled by each of prior 
job status, jOb duration, and total unemployment duration. 
This is indicated by the consistency of the zero-order 
correla~ions and beta coefficients across the table. 

7. See Table 13, Appendix 8. The relationship b~ween sex 
and "work interest n remains constant when it.is controlled 
by each of prior job status, job duration, and total un­
employment duration. This is indicated by the consistency 
of the zero-order correlations and beta coefficients a8ross 
the table. 

13,7 
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CHAPTER IV 

SUMMARY AND CONCLUSION 

Summary 

The present study was concerned with Institutional 

Manpower Retraining Programs. This recently developed form 

of educational organization is viewed as playing an integral 

role in the production of the capitalist labor force, the 

reproduction of the class structure, and in the perpetuation 

of the dominant values and ideol~s of the existing social 

order. In this study, the retrr~~ing institution was perceived 

in terms of its relationship to\the total social system. 

Certain social factors were asso~ated with variations in one 

of the retraining organizationts major functions of teaching 

trainees to internalize particular values. 

For the purposes o~ the present research, two pro-

cesses wer~ identified as occurring in the retrainin~ 

organization: "skill ,acquisition" and socialization into 

"worker-related~ersonality traits·. Previous studies dealing 

with the role of the family in occupational value socialization 

suggest that the values passed to offspring by the middle and 

upper socioeconomic groups are favorable towards hi'erarchical 

social arrangements. Acceptance of hierarchical values 

facili tates' both success in, and higher levels of, formal 

education and movement int~~idd1e level occupational positions. 
4-
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Those of lower class origins, in contrast, were viewed as 

having less help from parents in learning to cope with 

hierarchical arrangements. Those of lower social class origins 

are more likely to attain lower levels of formal schooling and 

to hold lower status jobs. 

Our research showed that class of origin influenced 

the retraining experience. In addition, the respondent's 

prior occupational status was viewed as an extension of class 

origin, 'and this was also found to be an important source of 

variation in the retraining process. Differences in emphasis 

on "skill acquisitionll and "resoGialization ll were found to be ,~ 

related to the prior occupational background of the trainee. 

There was an association between having a resocialization 

orientation and having had a low ~tatus pre-training employ­

ment background. Those with a skill-acquisition orientation 

had held higher status pre-training occupations. The relation­

ship between higher status employment backgr~und and skill­

acquisition suggested that these individuals were more likely 

to view rising skill levels as relevant to their post-training 

,occupational positions. Also, the very experience of having 

held a high status "job would likely encourage the learning of 

job skills. Job training is of a general nature and largely 

r.epresents certification for. an occupational field (e.g., 

clerical, and industrial welding cer tf fication) rather .than 

for a specific job. Therefore, variations in levels of jobs 

obtained following ~raining may well occur. It may be that 
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trainees with middle level employment backgrounds are more 

confident of obtaining jobs which they consider as requiring 

comparatively high skills. Consequently, they are likely to 

view"increasing their skills during training as particularly 

important to their post-training job success. Those with 

hjstories of low status employment are more inclined to 

emphasize the primary purpose of their training program as 

acquiring those "desirable" employee characteristics which 

they anticipate will be important to success in post-training 

employment. The greater resocialization orientation of the 

lower status jQb groups relative to the upper status job 

groups was explained as resulting from Dheir comparative lack 

of those particular "employee values" viewed by the retraining 

organization as being necessary for smoot~ en~ry into post­

training work. for these particular groups of trainees, the 

social climate in the retraining institution allowed for the 

learning of 1Iemployee-related v·alues". 

While the findings indicate that groups differ in the 

extent to which they experience a resocialization process, 

the patterns do not fall into a strict dichotomy. While an 

increase in assimilation of "employee-related values" is 

occurring among certa~n groups of individuals during retraining, 

a process of reinforcement is occurring among other groups of 

individuals. This.two-dimensional aspect of the retraining 

process is represented paradigmatically in Chart 1. for 

example, the increase in resocialization by the lower status 
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job group is represented by an arrow from this group to (1), 

or increase, on "Resocialization". The reinforcement in 

resocialization among the upper status job group is indicated 
I 

by the arrow to (R), or reinforcement. Also, the distinction 

in "Skill Acquisition" between these groups is shown in the 

chart by an arrow from the latter group to (1), who emphasize 

skill acquisition, and by an arrow from the lower status job 

group to (0), who place com~ratively less emphasis ,on the 

importance of pkill acquisition in the retraining program. 

The other relationships are also represented in this chart. 

As the chart also ~hows, skill acquisition was found 

to be of greater importance to the male trainees (1) during 

the training program relative to the female trainees (0). 

The greater skill committment of the men was interpreted as 

reflecting the more immediate nature of their economic re-

sponsibilities. Our findings may also be conditioned some­

what by the fact that we have been, for some time~ in a 

period of relatively high unemployment. With jobs less 

readily available, men may become dependent on the training 

program as they may not be able to get work as easily or as 

well-paying without compieiing training and obtaining jobs 
I 

that utilize their skills acquired during their training. 

As the chart indicates, females were more lik~ly tha~ 

males to emphasize resocialization (I). The process of re-

socialization was viewed as being reinforced (R) in males. 

Of particular importance, the increase in female trainees' 

\ 
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internalization of worker-related traits was viewed as 
~ 

largely resulting from their anticipation of those job 

charateristics necessary for successful performance in the 

feminine employee role. 

The two-dimensional aspect of the worker-trainoe 

socialization continuum was extended to the variations ex-

perienced by the retrainees in conforming to institulional 

work rules and regulations, especially as they related to both 

lhe respondent's formal educational attainment and employment 

background. These findings were considered to be of central 

importance when viewed in terms of the compensatory nature 

of the retraining organizatio~'s socialization process. As 

illustrated in Chart 1, those of both low educational attain-

menls and of low status job histories were most likely to 

experience an increase (r) in difficulty in following the 

specif~ed working procedures and instructions during their 

training as compared with their pre-training work experience. 

Amoryg those with more formal education and of higher status 
~ 

job backgrounds, there were sjmilarities ~n felt difficulty 

in adhering to the work rules and regulations of the training 

school as compared with previous employment experiences. for 

_ .these latter individuals, a process of reinforc~merit' (R) in 
I . 
employee conformity is indicated. This is sho~n in tne chart. 

Women's greater difficulty in coping with working. 

procedures and in meeting specific requirements of immediate 

superiors durin~ trainiAg relative to before training is also 
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depicted in the chart. This finding implied that females wer9 

undergoing a grea~er transition during retraining between their 

prior "blue-collar" jobs inlo a" "femininization" for their 

"white-collar" clerical and service occupations. rurthermore, 

these results were found to be suppor~d by the female trainees' 

greater emphasis on preparation during their training for 

following work instructions on the job after training. Males, 

in contrast, finding the experience of meeting work demands 
'? 

and procedures in training as consistent with their past 

working experience, expressed lower degrees of "employee 

preparation". Thes~ results suggested that experience in the 

retraining program does provide for some preparation for the 

occupational role. These sex variations in "Conforming durihg 

t rai n i n9 as compared" w-i th the p re- tra i ni ng job" and tt Pre para t i on 

for conforming on the post-training job" are represented in 

Chart 1. The relative increases in "employee preparation" by 

those of lower educational attainments and lower status employ-

" 
ment backgrounds are also shown in the chart. In particular, 

these results showed the role played by in~titutionBl re-

training programs in moulding individuals who had not pre­

vious~y bee~ socialized to "fit" the occupational roles for 

which they were now destined • 
• 

The'Role of Manpower Policy in the Larger Perspective 
; 

The Manpower Retraining Institution's approach clearly . " 

suggests that the source of unemployment-is not structural but 

r, 



results from the inadequacies of individual trainees. The 

institutional r~sponse to unemployment is to effect change by 

resocializing the unempl~yed and preparing them to better meet 

employers' demands in the prevailing job market. Based on 

the human capital approach to both underemployment and un-

employment, manpower retraining policies work on the assumption 

that low levels of education, training, and skills are 

associated with low wages and low socioeconomic status. It 

is arqued that through rising levels of education and training, 

the under- and unemployed are more likely to obtain employment 

and become upwardly mobile. More skill training and job 

mobility are related with increased income. This is supported 

by an analysis of the entire range of occupations, from the 

most to the least skilled. The high correlations between 

income and skills are taken as indicating the centrality of 

human capital elements in the determination of variations 

in income levels. 

An analysis based on the entire range of occupations 

is often mistakenly extrapolated to all segments of the labor 

market. What results from this is that the situation of any 

particular sector of the occupational structure-is frequently 

misrepresented. Th~ liberalist human capital approach to 

the solution of low skill, high unemployment problems is an 

inadequate explanation. While the correlation between educa-
, 

tion and income may be highly positive for upper job level 

incumbents relative to lower job level incumbents. the use of 
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the human capital approach far those skilled and semi-skilled 

workers who become underemployed and unemployed is misleading. 

Being in a high wage industry at any particular level of skill 

may be more crucial than to be adequately skilled and locked 

into an industry which offers low wages and unfavorable 

employment conditions. 

A more fruitful and realistic approach is to view the 

problems of under- and unemployment as arising to a large 

degree from the economic-industrial structure, rather than 

from the lack of skills of individuals. labor is not fully 

mobile between sectors of the economy and there exists a 

great variance in the ability of firms and industries to 

~rovide adequate wages. While an improvement in the situation 

of certain groups of workers may occur, it may be at the 

expense of a decline in the situation of other groups of 

workers. As it now exists, there is a strong tendency for 

wages, profits, and corporate assets to be increasingly 

skewed across the economic-industrial sectors. l 80th im-

perfections in labor mobility and low degrees of competitive-

ness among industrial sectors account for continued low 

income and high unemployment levels for vast segments of the 

working popUlation. Moreover, such structural barriers to 

labor mobility cause individuals to become entrenched in the . 
low wag~, high unemployment labor market sectors. This often 

leads employees to develop unstable working habits which 

simply reflect the irregularity characterizing the particular 
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job sector in which they are situated. This reasoning is 

contrary to manpower retraining policy which asserts that 

unstable workers end up in these job sectors. That workers 

are limited in upward occupational mobility is viewed as a 

result of an absence of the expected "worker..-related 

affective attributes". This lack of proper employee social-

ization is, in turn, from both the governmentts and the 

employer's perspective, proposed as being their actual concern 

for retraining labor force participants. An understanding 

of the direction of the relationship between the individual 

and the structural elements operating in the labor market 

leads to the suggestion that the sources of unemployment ~ 

originate in the weaknesses of the economic structure rather 

than in the weaknesses· of the individuals occupying the labor 

market sectors. 

The existing organizatio~ of work roles under the 

capitalist mode of production, for which governmental 

I 

insti tu tions are the. rna jor means of reproduci ng and main\ain­

ing monopolists' interests and class standing, is perhaps 

a more accurate focus for an analysis of the changes required 

for a more equal distribution of both income and labor 

mobility. Attempts toward this solution would include major 

redistributions of the government's expenditure patterns 

away from the subsidization of the monopolistic sectors of 

the economy, as well as large increases in the organization 

of workers locked in those segments of the labor market 
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characterized by low wages and high unemployment levels in 

order that they may gain full advantage of·productivity and 

profit margins in these industri~l sectors. Solutions to 

change~ in the present labor market structure must be guided 
~ 

by strong considerations of the nature and sources of the 

socioeconomic power of the dominant capitalist class in its 

relationship to the working class which contribute toward the 

perpetuation of the existing system of class stratification. 

Suggestions for Further Research 

The issues arising from the present study suggest 

directions for future research. For example, it was established 

earlier in the paper that the present research population 

constitutes a relatively small and select sector of the 

total unemployed population~ This implies that research on 

other groups of unemployed individuals not in retraining 

institutions may provide additional and illuminating data 

and conclusions. Comparisons between groups in retraining 

and those not in retraining would be valuable. In this section, 

we suggest possible research strategies. The manner in which 

other groups relate to the present sample will be discussed. 

The ideal measure of the changes or increases in the 

trainees' resocialization levels and skill-acquisition 

orientations to the training program is a comparison of the 

respondents' attitudes subsequent to the training involvement 

with what his or her resocialization level or skill-acquisition 
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level would have been in the absence of the training program 

p~icipation. Obviously, this methDd of research is 

impossible. The next best approach is to compare equivalent 

groups that did and did not receive training. Ideally, one 

would randomly assign potential trainees either to the 

training group or to the control group. As this would be 

difficult to achieve, we could, as an alternative, form 

other control groups. For example, we could choose a sample 

of individuals who are similar to the trainees in all respects 

of the independent variables utilized in the present study, 

with the exception of the receipt of training. This research 

approach could focus on either (or both) of two related 

aspects to the present sample. One control group might be 

comprised of members of the unemployed population, just as 

the trainees themselves largely are, but who are not selected 

for the re~raining program. The importance of the selection 

procBdure to the overall training process has been discussed, 

and this type of a control group would be an attempt to 

evidence the earlier suggestion that retraining is going to 

those jobless individuals who are viewed by manpower officials 

as being the most likely to successfully complete the program. 

While the "low risk" unemployed receive retraining, those 
, 

viewed as a "high risk" for retraining continue to recirculate 

through the jobless sector due to the lack of a seal of 

approval from the training program. However, a major 

difficulty involved in a control group comprised of unemployed 
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individuals would be that of data collecti~n as such in-

dividuals would likely constitute a highly mobile population~ 

The relationship of this control group to the present re-

search sample is represented diagrammatically in Chart 2 and 

is numbered la .. 

A second control group comprised of individuals with 

similar occupational backgrounds to the trainees but not in 

the retraining program would be those who are regularly employ.ed. 

The major research objective would be to distinguish the tlJ'o 
~ "!. ,-

groups according to the degree of "emp..toy'ee-value internal-

ization", as well as the level of skill-acRuisition. While 

manpower policy emphasizes the importance of training for 

skill development and the human capital approach to economic 

development, it may be more accurate to view the position of 

the working class from a structural perspective rather than 

from an individual, skill ability perspective. Through such 

a comparison involving one group of trainees with a control 

group of ind4viduals with a similar occupational background 

but characterized by a more stable employment history, the 

variations in the level of "worker value internalization" 

might be found to be greater than the varia·tions in the skill 

ability of the individual worker.. The position of this 

control 9rou~in relation to the traihee population is shown 

as lb in Chart 2. 

These two major research approaches would be di~ected 

towards attempting to deal with an important issue relating 
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to manpower policy_ It is suggested that there exists a 

twa-sided contradiction in the overall manpower retraining 

policy. On the one hand, the process of selection determines 

which of the total unemployed will receive job training_ 

Those who are selected for the retraining programs may have 

an advantage over those who remain unemployed. The persons 

and groups which control these ports of entry greatly affect 

the distribution of opportunities in society. The rules that 

they follow determine how equitably opportunity is allocated 

and the characteristics for which individuals are rewarded 

and for which they are penalized. As manpower training policy 

emphasizes its purpose as bei'ng to reduce socioeconomic 

inequalities, then here exists a strong contradict~on. 
... 

How-

ever, the inconsistency does not end here. Since job training 

programs operate without a real understanding of occupational 

shortages, and because the skill training is of a general 

nature, trainees, who represent a low cost labor force, may 

in time be the most likely to became unemployed out of the 

total employed population. In this sense, the contradiction 

in manpower policy, which operates before actual occupational 

~~ training, is seen to extend even following retraining thereby 

reinforcing itself. 

Another group one could st4dy is those trainees who 

stay in the program for only a short period of time. The aim 

in this research would be to show whether the primary import-

ance in the training process is placed on employee-value 

'\ 

! 
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resocialization. It is possible th~t people often become 

involuntary program drop-outs because of the sanctions 

applied to them should they not comply with organizational 

norms. On the other hand, some might be voluntary withdrawls 

from the program. In this sense, this same type of control 

group might evidence the secondary importance of skill-acquisi­

tion to the training program. From an employment perspective, 

those individuals who leave the program to obtain a job may 

be more "successful" than those who remain in the program. 

However, a difficulty in data collection, similar to that 

posed by the earlier control group af unemployed individuals, 

would arise due to the highly mobile nature of this population. 

This group is illustrated as number 2 on the accompanying chart. 
. , 

Another ~ossible research approach would be a comparat-

ive analysis of trainees in the insitutional program and those 

in other types of gove~nment training programs, such as the 

apprenticeship program or the training-in-industry program. 2 

These comparisons would provide insight into the variations 

in levels of resocialization versus skill-acquisition 

qifferences according to whether the training is of the on-

the- job type or the insti tutional type. The, number 3 on Chart 

2 indicates the relationship of this control group to the 

present research sample. 

Yet another focus of research on manpower retraining 

programs might involve participant observation stUdies.' Such 
, 

a method could be applied to the pre-training.selection proces~ 
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itself since it was previously suggested that in addition 

to the more formal selection policy procedures, there operates 

at another level, the more subjective criteria of the manpower 

counsellor in potential trainee placement. The participant 

observation approach to this aspect of the selection process 

might be valuable in illustrating the interaction between the 

middle-class government official and the unemployed, lower-

class client. 

Also, the participant observation approach could be 

applied to the retraining organization's resocialization 

process. A study focusing on peer group interaction and 

subculture formation might show how these facilitate or hinder 

the resocialization process. These two research approaches, 

numbered 4 and 5 respectively, are shown on the chart. 

One might also compare government worker training 

programs as a more recent form of educational organization 

with other existing levels and types of aducational organiza-

tions. These might include the community colleges, other 

semi-professional or technician training programs, or the 

universities. While higher education both serves a major 

absorptive role. and promotes the prevailing system of 

stratification, the more terminal nature of manpower re-

training programs is especially relevant uhen considered in 

the context of its relationship to the capitalist mode of 

production and the distribution of labor resources. To be 

consistent with the objective of the present study, this 
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research approach might explore the particular function of 

the retraining programs in maintaining a large proportion 

of the younger eloments of the population dependent on the 

government. This produces a large reserve group of skilled 

workers, thus allowing for greater control by dominant economic 

powers and, concomitantly, a reduction in class conflict. 



rOONOTES 

1. Johnson, Leo. "The Development of Class in the Twentieth 
Century", in Teeple, Gary, ed., Catitalism and the 
National Question in Canada (Toron 0: University of 
Toronto Press, 1972), pp. 141-183, esp. pp. 163-179; 
O'Connor, James. The Fiscal Crisis of the state (New 
York: St. Martin's, 1973); Porter, John. The Vertical 
Mosaic (Toronto: University of Toronto Press, 1965). 

2. The relationship of the Institutjona1 Training Program to 
other government training programs including the 
Apprenticeship Program and the Training-in-Industry 
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APPENDIX A 

TABLE 1 

Resocialization Occupatational Formal Education 
Level Aspirations ;; 

High Low High . Low 

High % 63.3 70.0 62.0 70.0 

Low % 36.7 30.0 38.0 30.0 

% ", • lOO.~ Total 100.0 100.0 100.0 

G 
.. 

N 49 40 50 40 

Chi Square (1" df) .196, NS .325, NS 

TABLE 2 

Skill-acquisition vs. Sooial Class Occupational 
Resocialization Aspirations 
orientation ,:Hgh Lou High Low 

~ 

Skill-acquisition % 61.1 55.6 65.3 52.5 

Resocialization % 38.9 44.4 34.7. 47.5 

Total ... % 100 ... 0 ~OO.O 100.0 100.0 -- . 
N 54 -~36 49 40 

Chi'Square (1 df) .094. NS 1.01, NS 



TABLE 3 

Skill Utilization Social Class 

High , Low 

High % 51.9 13.9 

Low % 48.1 86.1 

Total % 
/) 

100.0 100.0 

N 54 36 

Chi Square (1 df) 11.820, p < .O;i 

TABLE 4 

Rule Conformity Social C~ass 

High low • 
High Difficulty % 46.3 75.0 

Low Difficulty % 53.7 25.0 

Total % 10p.0 100,,0 

N 54 36 

Chi Square (1 df) 6.166, p < .05 
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Occupational 
Aspirations 
High LOlA! 

42.9 30.0 

57.1 70.0 

100.0 100.0 

49 40 

1.058, NS 

Occupational 
Aspirations 
High low 

51.0 67.5 

49.0 32.5 

100.0 100.0 

49 40 

1.831, NS 

/ 
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TABLE 5 

Meeting Teachers' Social Class Occupational 
Demands Aspirations 

.", High . Low High Low 
.... 

High Oi fficul'ty % 48.1 77.8 51.0 70.0 

Low Difficulty % 51.9 22.2 
~ 

49.0 30.0 

Total % 100.0 100.0 100,.0 100.0 

N 54 36 49 40 

Chi Square (1 df) 6.71.5, p < ,. 05 2.553, NS 

TABLE 6 

Job Rule Conformity Social Class . Occupational. 
Aspirations 

High Low High Low 

More -Difficult % 29.6 61.1 38.8 45.0 . , 
Similar ,"" % 70.4 38.9 61,.2 55.0 .. 

" 
Total % 1.00 • 0 100 .. 0 100.0 100.0 

N 54 36 49 40 
'" Chi Square (1 df) 7.532, P <. .05 .142, NS 
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TABLE 7 

0 

Supervisor Conformity Social Class Occupational 
Aspirations 

High Low High Low 

More- Difficult % 24.1 50.0 32.7 35.0 

Similar % 75.9 50.0 67.3 65.0 

Total % 100.0 100.0 100.0 100.0 

N 54 36 49 40 

Chi Square (1 df) 5.332, p < .05 .000, NS 

TABLE 8 

Rule Conformity Social Class Occupational Last Job 
Preparation Aspirations Status 

High Low High Low High Low 

High Preparation .% 61.1 80.6 59.0 80.0 62.9 71.2 ' ' 

Low Preparation % 38.9 19.4 41.0 20 .. 0 37.1 28.8 

Total % 100.0 100.0 100.0 100.0 100.0 100.0 

N 54 36 49 40 35 52 

Chi Square (1 df) 2.956, NS .3.532, NS .334, NS 

'. 

< , 

f 



TABLE 9 

Teacher Confor~ity Social Class Occupational Last Job 
Aspirations Status 

High Low High Low High Low 

High Conformity % 46.3 . 66.7 57.1 52.5 45.7 57.7 

Low Conformity % 53.7 , 33.3 42.9 47.5 54.3 42.3 

Total % 100.0 100.0 100.0 100.0 100.0 100.0 

N 54 36 49 40 35 52 

Chi Square (1 df) 2.839, NS .050, NS .772, NS 

.. 

~\ 

I' 

\ 

Last Job 
Duration 
Short Long 

61.4 36.7 

38.6 63.3 

100.0 100.0 

57 30 

3.89, p <.05 

" 

~ 

.. 

.... 
0\ .... 
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Supervisor Conformity Social Class Occupational Last Job 
Preparation Aspirations Status 

High Low High Low High Low 

High Preparation % 68.5 69.4 67.3 70.0 63.0 71.0 

Loy Preparation - % 31.5 30.6 32.7 30.0 37.0 29.0 

Total % 100.0 100.0 100.0 100.0 100.0 100.0 

N S4 36 49 40 35 52 

Chi Square (1 df) .019, NS .002, NS ,331, NS 
\ , 

TABLE 11 

Work Routinization Social Class Occupational Sex For~al 
Aspirations Education 

High Low High' Low Male Female High Low 

High Preparation % 46.3 52.8 34.7 "65.0 42.2 55.6 44.0 -.55.0 

% 
I--' 

Low Preparation 53.7 47.2 ,65.3 35.0 57.8 44.4 56.0 45.0 0\ 
N 

Total % 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 

N 54 36 49 40 45 45 50 40 

Chi Square (1 df) .lS0, NS 6.932, p < .05 1.112, NS .681, NS 

~ •• """ c-,. •. ~ •.. 
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TABLE 12 

Work Interest Social Class Occupationa,J. Formal 
Aspirations Education 

High LOlJ High LOlJ High Low 

Higher Interest. 
Level % 70.4 80.6 67.3 82.5 68.0 82.5 

Similar Interest .. 
Level % 29.6 19.4 32.7 17.5 32.0 17.5 

Total % 100.0 100.0 100.0 100.0 100.0 100.0 

N 54 36 49 40 50 40 

Chi Square (1 df) .703, NS 1.907, NS 1.753, NS 
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APPE~DIX B 

In the following Tables 1 through 13, are shown two 

divisions of data. In the tables, the first row of each 
~ 

variable grouping is the "gross effect" or the zero-order 

correlation coefficient of a particular independent variable 

on the dependent variable. The gross effect summarizes the 

total relationship between these variables. The second row 

of 'each variable grouping in the tables is the "direct effect" 

or the standardized multiple regression coefficient of a 

particular dependent variable on the independent variable. 

This direct effect summarizes the independent effect which_ 

each variable has on the dependent variable when other variables 

are held constant. 

TABLE 1 

Gross .and Direct (ffects of Independent Variables on 
Resocialization 

Social Origin 

Gross effect.(r) 
Direct effect (b) 

Sex 

Gross effect (t) 
Direct effect (b) 

Occupational 
Aspirations 

Gross effect (r) 
Direct effect (b) 

-.210 
-.251 

-.117 
-.145 

-.053 
-.038 

Formal Education 

Gross effect (r) 
-Direct eff~ct (b) 

Prior Job Status 

Gross effect (r) 
Direct effect (b)' 

-Prior-Job Duration 

Gross effect (r) 
Direct effect (b) 

-.084 
-.052 

- • .045 
-.054 

-.033 
-.061 

i 

, . 
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TABLE 2 

Gross and Direct Effects of Independent Variables on 
Skill-Acquisition versus Resocialization Orientation 

Social Origin 

Gross effect (r) 
Direct effect (b) 

Sex 

Gross effect (r) 
Direct effect (b) 

Occupational 
Aspirations 

Grass effect (r) 
Direct effect (b) 

.055 

.044 

.700 

.633 

.143 

.067 

Gross and Direct Effects 
SkilL Utilization .. 

Social Origin 

Gross effect (I') .286 
Direct effect (b) .205 

Sex J!t 

Grass effect (I') .161 
Dire"ct effect (b) .109 

Occupational 
Aspirations 

~ross effect (r) .. 140 
Direct effect (b) .051 

Formal Education 

Gross effect (r) .343 
Direct effect (b) .158 

Prior Job Status 

Gross effect (r) .250 
Direct effect (b) .192 

Prior JOQ Duration 

Grass effect (r) .203< 
Direct effect (b) .184 

TABLE 3 

of Independent Variables on 

Formal Education 

Gross effect (r) .634 
Direct effect (b) .480 

Prior Jab Status 

Gross effect (1') .354 
Direct effect (b) .285 

Prior Job Duration 

G'ross effect (r) .117 
Direct effect (b) .157 
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TABLE 4 

Gross and Direct Effects of Independent Variables on 
Rule Conformity 

Social Origin 

Gross effect (r) 
Direct effect (b) 

Sex 

Gross effect (r) 
Direct effe~t (b) 

Occupational 
Aspirations 

Gross effect (r) 
Direct effect (b) 

-.285 
-.002 

-.305 
-.251 

- .. 150 
-.029 

TABLE 

Formal Education 

Gross effect (r) -.629 
Direct effect (b) -.459 

Prior Job Status 

Gross effect (r) -.426 
Direct effect (b) -.362 

Prior Job Duration 

Gross effect (r) -.480 
Direct effect (b) - .. 305 

5 

Gross and Direct Effects of Independent Variables on 
Meeting Teachers' Demands 

Social Origin. 

Gross effec..t (r) 
Direct effect (b) 

Sex 

Gross effect (r) 
Direct effect (b) 

Occupational 
Aspirations 

Gross effect (r)~ 
Direct effect' (b) 

• I 

.. 

-.296 
-.047 

-.363 
-.298 

-.200 
-.095 

Formal Education 

Gross effect (r) -~39 
Direct effect (b) -~80 

Prior Job Status 

Gross effect (r) -.419 
Direct effect (b) -.326 

Prior Job Duration 

Gross effect (r) -.481 
Direct effect (b) -.306 

I 
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TABLE 6 

Gross and Direct Effects of Independent Variables on 
Job Rule Conformity 

Social Origin Prior Job Status 

Gross' offect (r) -.315 Gross effect (r) -.308 
Direct effect (b) -.124 Direct effect (b) -.257 

Sex Prior Job Duration 

Gross effect (r) -.340 Gross effect (r) -.285 
Dir-ect effect (b) -.253 Direct effect (b) -.244 

Occupational Resocialization 
Aspirations 

Gross effect (r) -.076 Gross effect (I') .134 
Direct effect (b) -.037 Direct effect (b) .052 

Formal Education 

Gross Effect (r) -.629 
Direct Effect (b) -.502 

TABLE 7 

Gross and Direct Effects of Indpendent Variables on 
Supervisor Conformity 

Social Origin 

Gross effect (I') 
Direct effect (b) 

Sex 

Gross effect (I') 
Oireot effect (b) 

Occupational 
Aspirations 

Gross effect (r) 
Direct effect (b) 

formal Education 

Gross effect (I') 
Direct effect (b) 

-.267 
-.080 

-.210 
-.102 

-.020 
-.064 

-.622 
-.551 

Prior Job Status 

Gross effect (I') 
,Direct effect (b) 

Prior Job Duration 

-.205 
-.170 

Gross effect (r) -.207 
Direct effect (b) -.152 

Resocialization 

Gross effect (r) 
Direct effect (b) 

.104 

.042 

.. 
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. 
TABLE 8 

Gross and Direct Effects of Independent Variables on 
Rule Conformity Preparation 

Social Origin 

Gross effect (r) 
Direct effect (b) 

Sex 

Gross effect (I') 
Direct effect (b) 

Occupational 
Aspirations 

Gross effect (I') 
Direct effect (b) 

-.206 
-.084 

-.144 
-.120 

- .. 156 
-.106 

Formal Education 

Gross effect (r) 
Direct effect (b) 

Prior Job Status 

Gross effect (r) 
Direct effect (b) 

Prior Job Duration 

Gross effect (r) 
Direct effect (b) 

TABL£. 9 

-.215 
-.125 

-.104 
-.170 

-.492 
-.454 

Gross and Direct Effects of Independent Variables on 
Teacher Conformity 

Social Origin 

Gross effect (r) 
Direct.effect (b) 

Sex 

Gross"effect (r) 
Direct effect (b) 

Occupational 
Aspirations 

Gross effect (r) 
Direct effect (b) 

-.200 
-.237 

-.602 
-.616 

.059 

.081 

Formal Education 

Gross effect (r) -.234 
Direct effect (b) -.140 

Prior Job Status 

Gross effe~t (r) -.140 
Direct effect (b) -.117 

Prior Job Duration 

Gross effect (r) -.252 
Direct effect (b) -.071 
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Gross and Direct Effects of Independent Variables on 
Supervisor Conformity Preparation 

Social Origin Formal Education 

Gross effect (r) -.012 Gross effect (r) -.070 
Direct effect (b) -.059 Direct·effect (b) -.102 

Sex Prior Job Status 

Gross effect (r) ":.336 Gross effe~t (r) -.074 ~ 
Direct effect (b) -.295 D ire c t e f f e c t ~(b) -.107 

Occupational Prior Job Duration 
Aspirations 

Gross effect (r) -.010 "- Gross effect (r) -.289 
Direct effect (b) -.060 Direct effect (b) -.334 

TABLE 11 

Gross and Direct Effects of Independent Variables on 
Wor~ Routinization 

Social Origin Formal Education ,.., 
Gross affect (r) -.064 Gross effect (r) -.109 
Direct effect (b) -.038 Direct effect (b) -.060 

Sex Prior Job Status 
~ . 

Gross effect (r) 
;' 

(r) -.133 Gross effect -.304 
Direct effect (b) -.104 " Direct effect (b) -.211 

Occupational Prior Job Duratioo 
Aspirations .., 

Gross effect (r) -.210 Gross a·Frect (r) -.220. 
Direct effect (b) -.109 Direct effect (b) -.157 
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... TABLE 12 

Gross and Direct Effects of Independent Variables on 
L:lork I ntere,s t -

., 

Social Origin Prior Job Status - , 

~ Gross e~te<Ct (r) -.017 Gross effect (r) -.239 
Direct e recf (b) -.029 Direct effect (b) -.262 

, 

Sex Prior Job Duration :-

Gross effect (r) -.302 Gro~s &ffect (r)~ -.051 
Oitect e~fect (b) -.322 Direct effect (b) -.102 
Occupational Resocia1ization 
Aspirations 

Gross effect (r) -.042 G r ass "e f f e c t ( r ) ,~ .276 
Direct effect (b) -.077 Direct effect. (b) ""' ••. 1.55 

formal Education 

Gross -effect (r) -.124 
~ire~t effect (b) -.074 

• ... 

L~ ~, .. 

, . 

, .. 
" .. 
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Gross and Direct E~fects of Sex on JQb Rule Conformity, 
Supervisor Conformity, and Work Interest by Prior Job Status, 
Prior Job Duration, and Total Unemployment Duratjon 

Sex 

Gross effect {r} 
Direct effect (b) 

Gross effect {r} 
Direct effect (b) 

Gross effect (r) 
Direct effect (b) 

Job Rule 
Conformity 

-.360 
-.340 

-.360 
-.321 

Prior Job Status 

Sups rv isor. 
Conformity 

-.107 
-.080 

Prior. Job Duration 

-.:107 
-.076 

Work 
Interest 

-.026 
-.033 

-.026 
-.024 

Total Uneme10yment Duration , 
-.360 -;107 -.026 
-.429 -.175 -.036 
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APPENDIX C 

Interview Schedule 

A. Work HistoJ;'y 

1. a) What was your las t" most recent, full-time job? 

1961 census and 8lishen index. 

b) How many hours per week did you work? 

1 less than 30 hours 4 more than 40 
2 31-39 0 N/R 
3 40 

c) Please specify the length of time in years, months, 
and weeks that you h~ld it. 

01 less than 6 months 09 7 ~ 8 years 
02 6 months - 1 year 10 8 - 9 years 
03 1 - 2 years 11 9 - 10 years 
04 2 - 3 years 12 10 - 11 years 
05 ;3 - 4 years 13 11 12 years 
06 4 - 5 years 14 13 - 15 years 
07 5 - 6 years. -IS more than 15 years(please .., 
08 6 7 00 N/R specify) years -

2. Was this your last, most recent job? 

1 yes 2 no· o N/R 

3. a) (If no to No.2): What was your last, most recent, 
part-time job? 

" ~ 

... 

(Repeat No, la). 

b) How many hours per week did you work? 

(Repeat No. 'lb) • 

c' Please specify the length of time in years, months, and 
weeks that you, held it. 

(Repat No. lc). 

4. What type of work do you hope to obtain eventually as a 
Ii fetime job? 

(Repeat No. la). 

.J,. 

~ 

c 

;~ 

.: 
" 

t 
,'-



... 

173 

5. Would you please indicate any period(s) of unemployment 
since the completion of your formal education and its 
duration, each seoarately (This includes anyone not 

, employed, e.g., housewife)? 

01 less than one week 08 5 - 6 months 
02 1 - 2 weeks 09 6 months - I year 
03 2 weeks - 1 month 10 1 - 2 years 
04 1 - 2 months 11 2 - 3 years 
05 2 - 3 months 12 3 - 4 years 
06 3 - 4 months 13 4 - 5 years 
07 4 - 5 months 14 more than 5 years (please specify) 

15 none 
00 N/R 

8. Present Training 

1. In'what course are you presently enrolleq? 

08 machine 'shop 01 academic upgrading 
02 clerk-typist 
03 commercial refresher 
04 commercial ste~ographer 
05 dressmaki~g/alteratiQns 
06 food services 

09 painting and decorating 
10 steel layout and welding 
11 teller cashier 
00 N/R 

07 health care aide 

2. a) What 00 you see as the primary purpose of the training 
program: 

i) to learn a new skill such as welding, typing, or 
nursing to get a new job; or, 

ii) to lea~n good wGrking practices such as fulfilling 
the work demands 

? 

1 to learn a new skill such as welding, ~yping, or 
nursing to get a new job 

2 to learn good working practices such as fulfilling 
the work demands 

3 don't know 

o N/R " 

b) (If ".don't knowll): 
which would you say 

Well, jf you had to make a choice, 
is closest to.yout opinion? 

1 to learn a new skill such as welding, typing~ or 
nursing to get a new job 

2 to learn good working practices 'such as fulfilling 
the work demands 
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In the job you are trair'1ing for are you planning on 
work that primarily: 

i) US8S your skills and abilities to a great extent 

ii) uses your skills and abilities to a fair ex tent 

iii) uses your skills and abilities to some extent 

iv) not necessarily uses your skills and abilities 

1 uses my skills and abilities to a great extent 
2 uses my skills and abilitie~ to a fair extent 
3 uses my skills and abilities to some extent 
4 not necessarily uses my skills and abilities 
5 undecided 
o N/R 

~ 

4. a) How important do you feel the following things are 
for an employed person to have? Please rate each one 
according to ths following code: 

Very important 
Fairly important 
Not too important 
Not important at all 
Undecided 

shows up at work every day 
loyal to his/her employer :

a~l,punctuality 

90es along with the decisions made by his/her employer 
if undecided about something, decides for himself/ 
herself as to what should be done and often doesn't 
first check wi th the boss, 

f) ensures his/her job security by following the work' 
procpdures 

9) accep ts work. requ i remen ts and complains as 1 itt Ie as 
possible . 

hJ.'> co-operates and works well with oth~x people on the jub 
) speaks up to the boss if the work load is too much or 

too difficult 
j) reliable - gets his/her wdrk done in the specified 

< length of time and does it well; abfe to work. alone 
with minimum supervision 

Keeps work area orderly • 
feels it is alrjght tO'speak UP if some 
specified by the boss could be changed 

m) feels'it is better when a set of rules 
followed in the ~orkplace 

of the rules 

exists to be 

continued ••• .., 
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4. (continued ••• ) 

n) feels it is better to set many of your own individual 
work ~ules in the workplace 

p
o) dress~s suitably for the job 

) neatness and cleanliness - good overall appearance 

(for a to p inclusive) 

I very important 
2 fairly important 
3 undecided 
4 not too important 
5 not important at all 
o N/R 

~ b) 00 y6u f~el you've changsd your views at all in any -w 
of these ways since you've been here at school? 

1 yes 2 no o N/R 

c) (If yes to 4b): In what way(s)? 

1 much more i~portant 
2 somewhat more important 
3 somewhat less im~ortant 
4 much less important 
o N/R 

5. How easy or difficult do yo~ find the rules and regulations 
here, such as coming to school every day on time, and 
finishing the wo'rk objective.s well and as quickly as 
possible? 

1 very diffic~lt to conform ~o 
2 fairly difficult to conform to 
3 undecided 
4 fairly easy to conform to 
5 very easy to conform to ' 
o N/R . 

6. How does this compare,with'youi last jab? 

l·much more difficult td oanform in school 
2 some.what more difficult. to conform in school 
3 about the same 
4 somewhat easier to conform in school 
5 much easier to conform in school 
o N/R 
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~ 

7. 00 you feel that conforming to the rules here at school 
is preparing you to conform to the rules and regulations 
on your next job? 

I will prepare me a great deal 
2 will prepare me somewhat 
3 w{ll not make any difference 
4 undecided 
o N/R 

B. How easy or difficult do you find it t~ meet the demands 
of your teachers, such as following the work instructions 
and procedures? 

1 very difficult to meet 
2 fairly difficult to mest 
3 undecided 
4 fairly easy to meet 
5 very easy to meet 
o N/R 

t 

9. How does this compare with .meeting the demands of your 
last boss(es) at work? 

1 much more difficult to meet teachers' demands 
2 somewhat more difficult to meet teachers' demands 
3 about the same 
4 some0hat easier to meet teachsts r demands 
5 much easier to·meet teachers' demands 
o N/R . 

10. Do you feel that a student should always do what the 
teacher expects him or her to -do? 

1 should always do what the teacher expects you to do 
2 ~hould usually do what the teacher expects you to do 
3 should occasionally do what toe teacher expects you to do 
4 should do what you think is right, whether it agrees with 

the teacher's expectations or not 
5 undecided 
o N/R 

11. Do you think that doing what the teacher expects you to do . / w1l1 prepare you to meet the requirements of the boss when 
~ you start working? 

1 will prepare me a great deal 
2 will prepare me somewhat 
3 will not make' any difference 
4. undecIded 
o N/R ,'I 
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12. 00 you think that yo~r daily work routine in (name course 
in which resDonde'lt is enr'Jlled) wlll helD you to settle 
into a daily work rouLine on your next job? 

1 will prepare me a great deal 
2 will prepare me somewhat 
3 will not make any difference 
4 undecided 
o N/R 

13. Would you say that you are: much more interested, 
somewhat more interested, about the same, somewhat less 
interested, or much less interested in working now than 
you were before you entered your training? 

1 much more interested ~n working now than ~ was before 
I entered training ~ 

2 somewhat more interested in working now than I was 
before I entered training 

3 about the same 
4 somewhat less interested in working now than I was 

before I entered training 
5 much less interested in working now than I was before 

I entered training 
0 N/R 

c. Background Data 

1. Sex 

1 male 2 fetnale o N/R 

2. Age 

" 01 less,than 17 10 33 -'.35 
~ O~ 17, - ,;"8 11 36 - 38 

03 19 - 20 1~9 - 41 " 04 21 22 13 42 - 44 
05 23 24 14 45 47 
06 25 - 2g~ 
07 27 - 28 
08 29 - 30 

15 48 - 50 
16 over 50 (please specify) 
00 N/R 

09 31 - 32 

3. formai Education 

01 0-0 formal schooling 
02 grade 1-
03 grade 2 .. 
04 grade 3 
05 gra'de 4 
,06 grade 5 

continued ••• 
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07 grade 6 

178 

08 grade 7 
09 grade 8 (completed elementary level ~r equivalent) 
10 grade 9 
11 grade 10 
12 grade 11 
13 grade 12 
14 grade 13 (completed secondary level or equivalent) 
15 part technical/trade school 
16 completed ,-echnical/traae sd100l 
17 part community college 
18 completed community college 
19 part university 
20 completed university 
21 other (please specify) 
00 N/R 

4. What is/was your father's occupation? 

1961 ce~sus and Blishen index. 

, 

.. 

," 
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