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ABSTRACT . '

|

This is _the report of a study of trainees enrolled in
an institugional occupational retraining progra& supported
under the Adult Occupational Training Act. Since the early .
.1960's, institutional job retraining programs have groun to |
become a major vehicle for absorbing the jobless in times of
high unemployment and for supplying employers' increasing
demands %6r‘inexpensive pools of labor when productionmsis
resumed. In partiéular, this study focuses on the means by
which the job training center, as a resocialization
organization, prepares individuals for the employee rolei
We examine retrainees! at?itudcs toward acquiring job skills

and on changes in their levels of assimilation of those

worker attributes viewed as desirable by employers. The

findings show that such background factors as social class
origin, the respondent's'prior occupation, formal educational
attainmeﬁt, and sex affect variations in the resacialization

experience,

While most research on ‘manpouer programs has addressed

itself to the Assue of estimating the scpnomié benefits of

training programs, our research-on the oriertations of

trainces investig tes an area that has received little

attention. This reswarch is an exploratory study. Viewed in

i
..

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

e
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of poverty and its sources in the structure and ideology of
present day capitalistic society.
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CHAPTER I

INTRODUCTION

The Free Market Svystem and Technolnoical Channoe: Its Impact
on Unenploymeni and the Nature of lork Roles

The process of social change has been much studied by
social scientists. .In focusing their attention on“various
aspects of social stratiFicat%on including status and mobility,
and class and caste, they have generally agreed that in
industrialized societies, technological advance contributes
to an increasingly elaborate division of labor and the con-
comitant requirement of increasingly elaborate org-anization.l
Upuward 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 spsecialization. This view on the
nature of post-industrial society leads one to two rather
distinct conclusions. On the one hand, modern society is
viewed as having established a cash economy, wage labor, and
production aimed at high profit margins. This, in turn, has
led to technological developments and to the emergence of neuw
occupations o; a technical and proFessionél nature. Automation,
primarily a post-waf phenomenon, has resulted in the creatian
of new occupations., This focus of résearch has been more on

the incumbents of "new" occupations than on the holders of.the

1
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"gld", often unneeded, occupations. But research on those whose

work and skills are now no longer needed is certainly necessary.
Rs technology advances, there is also an increasing differ-
entiation of work functions and, as a result, of social
structures. Structural differentiation, in turn, affects all
segments of the population, but its impact on labor is
especially &pparent. Along with the expansion of the new
middle occupational strata there is a reduction in thetneed

for masses of unskilled labor.2 A major difficulty involved

in evaluating the changing incidence of unemployment is fhe
fact that it is not spread evenly across the uogking population
but always affects certain groups disproportionately. Also,
the incidence of unemployment is affected by fluctuations in
the overall level of joblessness.

Most obser;lers3 agree that a crucial aspect of the
structural transformation of the Canadian economy in the late
1950's was from a rural, agricultural society to a highly
urbanized, industrial society. There are tuo major results
of this transformation. First, there has been an intersectoral
"shift, or from an emphasis on.;he primary sector to an emphasis

¢
on the tertiary sector-including uhite-collar and service

occupations., Second, there have besgn chang?s in the types
and content of occupations demanded within industries.4 The
first reflects a“tyanéfzz:ation toward the demand for goods
and services, and hence e derived demand for labor, the

second reflects the effects of technological changs.5 The
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effect of these developments has been to diminish the job
opportunities for the unskilled and to appreciably increase
the demand for semiskilled and especially skilled manual
vorkers, a sector which still accounts for a substantial
proportion of the total labor Force.6 In addition, white-
collar and service'occupations, especially for women, have
become more important. These changes in the occupational
composition of the labor force are shoun in Table 1. Another
ma jor change has been the greatly decreased proportion of
self-employed individuals.7 With these long-run shifts, in
industrial and occupational composition there has occbrred,
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 directly social functions and qualifications., As Gorz
has so aptly summed up the consequences for the nature of work
roles under the sgcial relations of production in response to
the changes in the process of production:

Qualifications are no longer centered round

mant's relations with inorganic nature but

round social collaboration with others - that

is to say, harmonious group action, collective
team vork, etc., Briefly, the labor force is

%

At

X3




r

TABLE 1

Percentage Distribution of the Canadian Labor Force by

Sex and Major Occupational Groups (a)

White Collar Occupations

Managerial and
Proprietary

Professional and
Technical

Clerical

¢

"Salses

Blue Collar Occupations

Manufacturing and
Mechanical

Construction

" Laborers

Primary Occupations

Agricultural

Fishin§l¢Logging,
Mining

P
1901
T M F
15.3 14,0 23.6
iy
4.3 4,8 1.2
4,7 3.1 14.7
3.2 2.9 5.3
3,1 3.2 2.4
27.8 - 27.5 3091
15.9 13.8 29.6
4.7 505 -
7.2 8.2 0.5
44,3 50.5
40,3 45,9 .
4.0 4.6 -

1951

T M F
32.0 25.4 55.4
7.4 8.7 3.0
703 . 14.4
10.7 ) 27.5
6.6 ) 10.5
29.4 33,0 16.5
17.2 17.9 14.6
5.5% 7.1 0.1
6.7 8.0 1‘8
19.8 24.6 )
15.7 19.3 ,
dcl 5:3 .";:"

continued... Y
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Table 1 (continued) ¥
i 1901 1951
T M F T M F
Transportation and
Communication ! .1 0.5 . .2 2.9
Service 2 o9 42,0 . .5 21.2
Occupationé not stated
or upclassi?ied - - - 1,2 ¢ 1.3 1.2
All occupations 100.0  100.0  100.0 100.0 ,10C.0  100.0
1961 X 1971
T M F T M . F
White Collar Occupations 37.9 30.6 57.3 42,3 33.2 59,9
Managerial and '
Proprietary 7.8 9.6 2.9 4.3 5.6 2.0
Professional and _
Technical 9.8 7.7 15.6 1z.6 10.0 17,7
Clerical 12,7 6.7 28.6 ‘15,9 7.6 31.8
Sales 7.6 6.6 10,2 9.5 kD.O 8.4
Blue Collar Qccupations 26.6 32.4 11.1 22.0  29.0 8.3
Manufacturing and .
Mechanical (b) 16.1 18.4 9.9 15.4 19.1 .1
Construction .2 7.1 - 6.6 9.9 .2
Laborers (c) 5.3 6.9 1.2 - - -

continued...
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Table 1 (continued)

1961 1971
T M = T M F

Primary Occupations 12.8 16.1 4.3 7.7 9.9 . 3.

Agricultural 10.0 12,2 4.3 5.9 7.2 3.6

Fishing, Logging, - ‘ ¢

Mining 2.8 3.9 - 1.8 7.7 -
Transportation and : .
Communication _ 7.7 9.7 2.2 6.3 ° 8.7 1.7
Service, : - 12.4 8.6 - 22.6  11.2 9.2 15.0
Occupations not stated a _
or unhclassified 2,6 2.7 - 2.5 < 10.5 10,0 11.5

A1l occupations ‘ 100.0  100.0  100.0 100.0  100.0  100.0

fad hd

(a ) Table complled from Dstry, S. *"The Qccupational Composition of . the
Canadian Labor Force.™ 08S, 1967, Ottawa, pp. 50-51; and Canada\vearbook
Statlstlcs Canada, 1974, pp. 324~ 325 The occupational classifications oF 1971
differ from those of the previous years.

(b) The category, "Manufacturing and Mechanical" in 1971 includes the following
divisions: ProcB981ng, Machining; Product fabricating, Assembling, and Répairing;
gther Crafts and Equ1pment Operation,

{c) In 1971, th?%ﬂLaborer" category was excluded.

. m——
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socially qualified as a whole; relations are

no longer the solidary relations of the
individual worker with his materfial, 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

Parsonsl0 stresses that technological change must have can-
siderable repercussions on the structure of the reward system,

11 New technical

and thus on the system of stratification.
skills and role patterns become important, while at the same
time, old ones decline in sigpificance, Since the acquisition
5F thé social relations of production cannot be assumed,
integration into the changing nature of work roles depends
upon an acceptance of the process by which individuals acquire
positions in the hierarchical work structure. It is argued
that wide variations in skill lévels are necessary because of
expanding technology. It is also arqued that with increasing
technological development certain positions in society are
functionally more important than others and demand specific
skills, Following from this, and inherent in the system of
stratification, is that only.é’limited numberhof‘ﬁndividuals
possess the talents which ;an be trained into the skillsb
appropriate to these pdsitions. From this-perépective, the
hierarchical division of labor evolves according to the
individual's oun efforts in striving for higher occupational
levels. Moreaver, the individual's status and income become

.

dependent ' on his or her position in the. work hierarchy. A

central prqposition of the "functional théory of stratification"

Y



is that in order to induce the talented individuals to undergo
certain sacrifices and acquire the training, theiJ future
positions must i&volve an inducement value in the form of
differential, or privileged, access to the sca?ce and dssired

rewards offered by society.12

The Rise of Vocational Education in Response to the Hierarchicgal

Division of Labor

As Porter13 has emphasized, the particular manpouer
problems thét faced the Canadian government in the early 1960's
could largely be solved by ch;nges in education and training
practices., With increases in the rate of industrialization,
schooling acquired increased importange as a mechanism for
allocating individuals to these varied positions in the
occupatgonal structure. Just as the changing work role struc-
ture had to be justified, so also did the method whereby
individuals came to fill thase new job roles require legit-
imation. Educational crgdéntials, representing oné'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 individualt's
position in the social division‘of labsr could ge'vieued as
the result of his oun efforts and talents,
| ~ In addition to vast industrial and occupatianal chagges,
and rising unemployment’in the early 1960's, %ﬁe government

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

R R A AT G~ AU . g s N o
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force produced by the sharp rise in post-war birtﬁs. 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.la Such a view coincided with the historical

t

objectives of federal participation in vocational education,
From the early 1900's onward, it was evident that’ the
governmenf's economic.concerns gave it an interest in providing
youth with the education that prepared them for industrial wvork.
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, Technicail:
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 c
alike, provided a major thrust for the organization of schooling.
The report quotes from the 1et£ér wuritten by a manufacturer:

What! wve want in our factory is apprentices

wvho by their previous education have been

made both reseurceful and strong. 16

An educationalist lurites:
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The great hope of inereased efficiency and

of a higher standard among artisans depends

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

Such ideas suggeét that schooling was viewed as providing

better preparation 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.

an industrial meritocracy brought with it structural differ- #

The idea of education as preparation for entry into

entiation and hierarchical relations, The report on Industrial

Education gtressed that education legitimated hierarchical

role allocation in industry. UWe quote from the report of

the Technical Committee gf the Manufacturer's Association:

...very little effort is made to interest the
pupil who, when a certain stage in his education
is reached, fails to respond to the effort of the
teacher, This pupil is 'not at once_ to be con-
demned as an idler. Very probably his awakening
mifd 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
instructed 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 have been reached as to what purposes
he shall devote his life., Under our present
educational system, many pupils are driven by

the system itself, or by-their parents, into
commercial -and profgssienal 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

I
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system, as at present devised, tlends 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 théir factories.
Moreover, they required wvorkers who had in the course of their
schooling acquired favorable attitudes toward working. The
vorker's cognitive ability, in cgntrast, 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 as skill in the use of tools, he would
work with due economy of time, material, and
effort; that is, his "industrial intelligence"
would be adequately trained... WWe are going to
make the boy a workman, not necessarily a

scholar; and a fair knouledge of the essentials
should suffice. 19

o

The important point here is that the emphasis on cognitive

43

capacities or the skill-~acquisition functions of training is

ol ey et T NS WA | B

placed second to that of the training of an "industrial

intelligence", i;e., working with economy of timé;~material
and effort. The Qoal of the schools was to provide students
with a foundation .for a future trade., And this was to be

aécomplished via the crucial process of inculcating those
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values deemed necessary, values such as punctuality, neatness,
orderliness, co-operation with superiors and fellow workers,
and well disciplined behavior. The Superintendent also
emphasized that the worker should acquire a general level of
education higher than that immediately demanded by his tasks:
If the boys can. 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 onedﬁééfing 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."Zl
Since the early 1900's, then, there has been an g
expressed interest in providing in the schools education for
productive employment prior to a person's entry into the
labor force. Tge Technical and Vocational Training Assistance
Act of 1960 (TVUTA) emphasized this same objective. During the
late 1950's and particularly in the sarly 1960's, the concern
over the rates of joblessness was reinforced by the growing

awvareness of the relatively low levels of education and

training of the lab?r force in Canada relative to the United

& £
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States, This point, publicized by Porter,22 provided an
important impetus for the inmitiation of new manpower tréining
policy. When the unemployment rate reached a postwar high

of eight per cent during 1960, the federal government raised
its grant to the provinces for training unemployed uworkers
under existing training agreements‘from fifty to seventy-five
per cent.23 This was seen as a control measure to-.absorb the
overflow of workers who could not then find employment.24

In that year, the government had secured the passage of
completely new and comptehensive 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 rena;ed 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 pfogiams. buring 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 pent, reaching nearly two hundred and ninety
million dollars.25 This expansion in adult occupational
training has served to legitimate the concept of equality of
educational and oceupational opportUAity, and also to re~
produc;\and Justify the authsritarian 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 follous by the Department of Manpouwer 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 occupations... Egqually important, it is
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 toc be a major
contribution in the federal government's program
for achieving more balanced regional grouth

and a more equitable distribution of opportunity. 26

The Role of Institutional Retraining Proagrams in Meetinqg
Employers! Demands: Cognitive versus Affective Attribuies

The rationale, theny 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

=
job

quickly and efficiently. In addition, the process of
allocation is directed by the assessment of individuals and

the hiring practices of employers. fhe 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 perceive his or her skills, or lack éhereof, as the
prime determinant of his or her position in the labor marget.

The meritocratic selection of individuals for training is

viewed primarily as:

[P U
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...a matter of giving accurate information and
advice to the individual., It depends 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 counselling requires‘us to relate those
trends to a full understanding of training courses
and an accurate assessment of the individual. 27

Two elements of the federal retrainihg program thus
become the criteria for selecting trainees and For'choosing
training courses. The above figures reveal large expansions
in training for jobless woerkers. 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 en%ry\into the training program.
A small proportion of the praogram participants are private
individuals who pay for their courses. A few individuals are
sponsored by var;ous government and private agencies. But by
far the largest proportion of trainees, over three-quarters
of the group, are referred by Canada Manpouer Counsellors.28
Referrals by manpouer counsellors are contigent 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 the training; or,
"4) that the training will significantly increase
their income potential. 29
The counsellor's assessment, then, is the prime
{
determinant of the jobless client's entry into occupational

L
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retraining. The Canada Manpower Training Program specifies
requlations governing the worker's eliqgibility for retraining
and for determining the course in uwhich 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 leqgally obligated to attend formal schooling.
To be termed an adult for CMTP purposes, the applicant must
be at least seventeen ysars of age. In order to qualify for
Tinancial assistance in the form of training allouances while
attending the retraining program the adult must either:

1} have been a member of-the labor force

substantially without interruption for

not less than three years, or,

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

As part of the process, the counsellor also examines
the availability of suitable occupational skill training
courses., Décisicns are reached on the basis of one, an
interview with the applicant; 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 ﬁlaces the new
trainee in school. The trainees are élloued up to tuenty-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 wvords, no individual requiring mare than one year

of training is eligible for entry into the manpower program,

P it
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Furthermore, applicants must express a specific occupational
goal. This goal must, of course, fit with the courses offered.
It is therefore easy to channel individuals into specific
training programs.

Several biases are inherent in this manpower training
policy. Ffor example, the requirement of a three year labor
force participation period in order to be eligible for training
allowances eFFect%vely prevants larqge numbers of both women
and youth from participating in the training program. These
two groups;comprise a substantial portion of tﬁé unemployed
population. This is, of course, an attempt to encourage the
young io remain in the high school and college system.
Similarly, the regulatory function of this eligibility criteria
for women's labor force participation is evident. Through
such a measure, both the.level of female unemployment is re-
duced, and the amount of useful unpaid labor appropriated from
domestic labor is maintained., The female population can then
serve as a reserve source of labor that enters into the labgr
market only when the demand for cheap labor increases.

Control of female labor force entry is met through the require-
ment that trainees have one or more persons substantially
dependent on them., This ensures that women who do enter the
labor market do so out of -acute economic necessity rendering
them more willing toc accept low wage job positions.

Another feature of the manpower trdining policy is

A

the requirement that the potential trainee’ knows his or her
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occupational or training objective prior to training. This
excludes those unemployed who lack a clear perception of the

labor market demands. Individuals with little formal educatlion

-

and with sporadic\uork histories would be more likely to be }
undecided about job goals than individuals wvith more stable
employment histories., Similarly, the jobless person with
little formal schooling and few skills may require more than
the maximum of Fifty~-two weeks of jBb training. Just as qne';
level of educatign and one's skills largely determine the type
of work one Hoes, so also does one's education and job ex-
perience determine one's chances of beging trained for a job.
The grade ten level is the prerequisite education for entry
into training for the skilled labor 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
allowued for occupational }raining leads to a preference for
trainees with some previous experience relating to the new
skiils.' The focus of manpower training policy is to choose
those with job skill backgroupdévsimilar to the skili training
being offered. This, in turn, is oriented towards meeting

s employers! requirements in the surrounding areas, There is

- little emphasis on creating neu océupatiéégl skill programs

for those individuals with no prior-job skills. There is
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svidence for this. Between the years 1969 and 1972, the
total increase of almost-faour 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 hew courses was
only thirteen per cent of the total enrolment increase, while
an overuhelming eighty-seven per cent of the total represented
increased referrals to training courses already existing
during‘1969.3l

.Both the conditions of the Canada Manpower Training
Program, and the more subjective criteria used by manpover
counsellors in referring clients, sugges£ that manpower policies
are oriented primarily toward those individuals viewed as
having a high expectation of success in completing the training
program and in subsequent job placement. In contrast, workers
who are out of work and who are “mismatched"‘to the available
job openings will remain trapped in the unemployed group for
lengthy periads of time. While the re@raining institution
is vieswed as the major agent of socialization, it is likely
that some antic%paiory sociqlization‘is p;ovidéd by this pre-
training‘selection'p;ocess. The advarnce preparation involved
in dsciding upon aﬁ occupational skill before entering the
training program may'serve to promote committment to the
employee role. Essential to the training program itself is
the counselling of jobless workers, their subsegquent -training,

and finally the job placement of the trainee.
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As in all capitalist societies, the income and social
position of workers derive fraom the sale of thei£ labor
services to employers. Consumption, as tha desired end for
all, operates to justify the necessity of &gﬁor. It becomes
functionally necessary to motivate workers, whase main
possession is their labor services, to participate in a labor
market that operates to maintain an economic system character-
ized by pafterns of work control which requlate 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 the

existence of ployment, and its external rewards of higher
income and higher social status. TFhe development of this
motivation in workers is the task of the training institu%ion
which focuses on the demand by employers 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, inhibit rising pressure§ on
wage demands.zzs From the perspective of capitalist production,
the ready supply of skilled labor by government training
programs has s?rong economic value, As workers are not bound
to employmént, individual Qmployers cannot invest in the
general training of uorkers and expect to appropriate the
‘returns. Skilled labor is viewed by employers as "fixed

capital"™, When faced with a cutback in production, an

employer will be more likely to remove an unskilled uorker;

¢
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Those workers with moée skill will be retained as one means
of ensuring the lowest possible hiring and training costs
when production resumes normal cap;city. The fixed costs of
employers thus have important implicétions for the¢ incidence
of Jjoblessness by skill level and for the employer's choices
between changes in the numbers of workers, The costs involved
in the recruitment, scresening, and training of workers are
considerable., For these reasons monopolists have strong in-
éentives For‘arguing that worker trainming should be carried
out at public expense.

Compleménéary explanations have been advanced by 0i
and Reder.33 Investﬁents by employers in the hiring and in
the training of skilled workers (although on-the~job training
is limited to considerably feuw indusgriessa) increase their
‘reluctance to lay them off. They prefer to downgrade skilled

35 Thus the

vorkers and to lay of} the least skilled uvorkers,
markets for skilled workers are assumed to adjust to excess
supply and demand with minimal unemployment resulting. The
markets for the unskilled and semiskilléd, on the other hand,

absorb the major unemployment.36

Thus the léast skilled
workers have both the gfeatest chances of being laid off and
the louwsst probabilities EF being hired. The former effect
serves té lesgen the duration of their work period; the latter,
to increése the span of their periods of uﬁemployment;

The factors that generate the dual labor market

structure and limitVthe'least skilled to the secondary labor

sector are well elaborated by Piore.37 The primary labor

h
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market sector is distinguished from the secondary labor
market sector by such properties as high wages, favorable
uarking conditions, ~job secgrity, stable employment, equity
in the administration of work rules, and opportunities for
advancement., The secon&ary labor market sector, in contrast,
involves jobs characterized by lou wages, poor working
conditions, and variability in employment. < These kinds of
jobs frequently involve arbitrary discipline, and limited

opportunities for advancement.38

The major difference between
primary and secondary jobs are the requirements of. job be-
havior, namely that of employment stability. Secondary labor
force participation often engenders tardiness and absenteeism.
These are less likely to be tolérated by employers in the
primary job sector. A period in the secondéry sector may make
it difficult to adjust to the Eatterns of regularity and
punctuality required in the Brimary labor force. Jéb skills,
in contrast, are considerably less likely to pose a major
;bstacle to primary employment. However, as Piore emphasizes,
because regqularity and punctuality are essential to success
in both school and on the job, these behavioral attributes
are inclined to be highly correlated with job skills.39

Piore stresses that the distinction between thg primary
and sécondary Jjob sectors is apparently not determined by
technology. The two labor market sectors do not differ sub-
“stantially in skill levels required of employees. Most work.

in the economy can be organized to accommodate warkers from

either the primary or secondary job sector. This does occur
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wvhen primary sector work is occasionally shifted to the
secondary sector through such means as the recycling of new
emplaoyees through probationary periods.or temporary help
services. Similarly, this overlapping 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 werk between the primary and
secondary job sectors, as Piore eﬁphasizes, generaliy invest~
ment in changes in th distribution between them, including
production, management, and in the institutional structures
and procedures is considerable. Ffor this reason worker mobility
between the two seétors is impeded. ’
Another important factor hindering movement from the 4
secondary sector inte the primary work force, is what Piore
has termed "statistical discrimination.”™ Statistical dis-
crimination occurs ;s a result of the basis on which employment
decisions are generally made. These are such readily assessed
traits as sex, nétiohal background, demeanor, tgst scores,
educational\attainment, and previous working experience,
While such {¥aits tend to be statistically correlated with job
performancs they.are not necessarily, nor probably, causally

related to J'.i:.“D ’ .%

41

As Weber points out in his discussion of organizational

disciplins, the.development of expanding technoloqy is determined

by the criteria of cost and efficiency, and the cumulative grouth
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of work activities themseclves corresponds'to the criteria of
economic rationality. It is important for profit-maximization
that discipline in the factory be founded on a totally rational
basis.42 By calculating the "qptimum profitability" of the
individual worker in a manner éimilar to the material means
of production, "an optimal economy of forces is established
corresponding to the conditions of uork."asf Crucial to profit-
maximization is the training of work performances into disci-
plined rales to ensure that the obedience of workers is
rationally uniform.%* As Merton®® has emphasized:
.».the bureaucratic structure gxerts a.constant
pressure upon the official to be "methodological,
prudent, disciplined." If the bureaucracy is to
operate successfully, it must attain a high degree
of conformity with prescribed patterns of action.
Hence the fundamental importance of discipline...
can be effective only if the 1i1deal patterns are
buttressed by strong sentiments which entail
. . devotion to one'!s duties, a keen, sense of the
limitation of one's authority and competence,
and methodological performance of Toutine
activities, The efficacy of social structure
depends ultimately upon infusing group participants
with appropriate attitudes and sentiments. 46
The hierarchical organization of the division of labor
ensures that workers acquire and maintain a sense of limitation
of their authority and competence. The responsibility for the
final product rests with the industries! decision—makers.a7
By dividing the work tasks, and thereby isolating workers both
from one another and frem the overall production process, the’
possibility of collective control or decision=making on the
part of the. workers. is effectively prevented. This technical

division of labor, as a technique of domination, is instru-

mental in limiting the workers' sense of competence to the
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work tasks demanded of them by means of arbitrary barriers angd
differentiation based on job status and income.48 In this
manner, the goal of profit-maximization is furthered, and
the class standing of capitalists is reinforced. The fore-
most needs of major business interests are satisfied:
...0d 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 prevent 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, or a set of "worker
attitudes" learned in, and maintained by, the educational
system characterized by caonformity to the values and ideology
of the existing capitalist-worker relationship.
The importance of social attitudes to the functioning
of the hierarchical division of laber is well supported by

50 In examining the question of the capacity for role

Gintis,
performance required by capital;st industry, Gintis reveals

that theﬁmost significant capacities deQeloped in schools

are not cognitive and skill-oriented capacities, but rather
capacities of  a noncognitive or affective nature, a set of

worker personality traits associated with the social relations »
of production. UWhile previous research has stressed the large

increases in the earnings of workers because of rising

educational levels, Gintis's analysis reveals that this
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increase cannot be accounted for by a rise in the cognitive
development of the worker, such as in reading speed, reasoniné
abjility, and mathematical or scientific achievement.sl 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 dysjunction between educatibnal achievement

v

and worker performance operates in the labor market is con-

vincingly propounded by Berg.52

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 qsrious repercussion of the educational
upgrading of work odb;;tunities on the "uncredentialed!" is
presently obvious, and is ",.,. 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-alleviage this problem involve
programs geared to assist jobless workers to compete‘in-thé
labor market by improving their qualifications. On _the one
- hand, the highly educated are rewarded with greater incomes

based on their productive contribution. But on the other
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hand, if an indididual éannot meet the educational requisites,
then by definition of his or her lower or lack of income,

his work is less productive.sa Becker55 showed that there is
a positive association between the employee's ability and
educational level, but that the latter accounts for con-
siderably mare of thé variance in worker earnings.56 Further-
more, as Berg stresses, thé 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
evidence of superior performance of thpse less educated.s7
Although manpower officials emphasize the substantial
increase in earnings58 to workers who pursue training, the
benefits are not experienced by all unemploysd persons, Nor
do the beﬁefits extend to the economy as a whole. As SomersSg

-

stresses, the improVed status of the trainee may have been

$
%

achieved at the expense of a decline in the status of those
other unemployed workers wheo are competing For'auailable jobs.
The kinds of jobs taken by most trainees are likely to be at
such a skill level that they coulq fairly readily be filled

by nontrainees who were given the proper information and
advice.so .Also, even after training, inpividuals may be faced
by a lack of available jobs and hence be condemned to further
unemployment.61 Or, on the other(ﬁénd, they ‘may merely dis- '
place other workers on the botéom rungs aof the skili ladder

-

who, in turn, must contend with the obstacles of joblessness
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and’unemployment. Under this undesirable Y"displacement
effect", the newly trained worker improves his or her ouwn
situation at the-expense of nontrainees who are displaced
from their jobs and enter 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 discussion of criteria used in hiring (e.g., cognitive
attributes, including concrete operational skills such as typing
or welding; affective attributes; ascriptive traits; and
educational credentials which are of such importance in légft—
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 Retraining Programs and the Acquisition of the
Soclal Relations of Production

The major premise of the present paper is that manpower
rétraining programs function primarily to prepare uorkers)to
meet job demands, and that‘employérs are demanding a work
force that has internalized the production-related values.

It is proposed that these social relations of production are
learned in t@e retraining organization, Generally, organiza-

tions may be defined as structured social units which pursue




specific goals.63

The diptinctive characteristic of an
organization, and that which distinguishes it'Froﬁ social
units such as the family, is that it has béen formally
established for the explicit purpose of achieving eertain

objectives.64

The educatibngl organﬁzatiqh,'a normative
organization employing primarily normative controls, has a
formally instituted hierarchy of authority and a pattern of
rules designed to achiegve specific\goals;

A point of departure into the,organizational character
of the trainming 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
wvhom the tasks are performed, its clients. The method of
organizing these large groups of persons in the school 1is the
bureaucracy, wherein tasks are assigned to individuals and to
groups so as to attain, through .the Functionai co-ordination
of all activities, objectives previously agreed upon,

. Bidu91165 emphasizes the necessity of rationalization
of activities for the functioning of the educational organiza-
tion. Responsible for the production 6? a uniform. commodity
of a.certain quality, fhe school must set a‘minimum, but not
a maximum level‘For student achievement. 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. Alsoé socializing children and adolescents for
mature roles is a major task. FEducational programs thus
become increasingly administratively determined and purposive
interactions with the particular client-public are matched
with particular organization goals.66 Demands for uniformity
of product and leﬁgthy 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 grading

system defines the field of standards and becomes representative

of the instrumental goals of the system. Successful completion
of the schpol's objectives depends upon the fulfillment of the
organizat%onai role requirements. Teachers come to know the
"appropriateness" 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 conjunctioﬁ 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.

The)complemeqtary roles of the teacher and\the trainees

in the training organization make them dependent upon
other, Due to the hierarchical structdre of the classroom,
there is a greater depeﬁdence of the trainees on the instructor
than there is of fhe 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,
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According to Ueber,67 authority is legitimate power, power
that is vested in a particular person or position, that is
recognifed as so vested, and that is accepted as-appropriate
not only by the uieldef of power but by those over whom it is .
uielded.68 Furthermore, an authority system can exist only
if the majority of the individuals in the sccial system
recognize an%}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
and punishment.69 Throeugh an ancillary system of rewards and
punishments, exemplary fulfillment of role requirements of
clients is rewarded b; grades and promotions. Trainees learn
that successful completion of their training program increases
the likelihood of post-=training employment, The expsctation
of employment, in turn, ssrves to actuate traiﬁees to adequate
performance in their student-worker role.

Authority githin the classroom depends on the power
to manipulate rewards that are important to an organization's
snmembers., As French aad Raven70 emphasize, reward power is
based on B's belief that A has the ability to mediate rswards
for him. Applied to the teacher~trainee power-dependence
relationship, the teachef possesses reward power if the
trainee believes that the instructor has the ability to mediate
rewvards for him. The utilization of reward 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., Furbhermore, the strength of reward

pouer increasss as both the amount of reward and the individual's

’judgement of the probab{lity of attaining the reward if they
conform increas‘e.7l Trainees' involvement results from the
internalization of appropriate norms by their membership and
an identification with the organization;s basis of authority,.
Since the worker-trainee's conformity is basgd upon being
rewarded, maintenance of the power relationship depends upon
the instructor's ability to observe the trainee's behavior,
Within the trainingdorganization, 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
ttangible rewards of grades and promotions uili, 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 fhey come to value the rewards
. - :
of fered by the schodl for successful completidﬁ of the re-
quirements of the system.72 In addition to the reward structure
of grades and promotions, is the reward of the training
allowance which funétions in a manner éimilar to the reward
of pay i; employment. In most instances, the trainming allowance

replaces other forms of the individual's social aséistancé

income. Just as wages may be deducted from the vorker, so
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also may the trainingailouance be withheld from trainees
because of infractions of discipiine and unexcused absences.
hThis serves to-increase ‘trainee committment to the worker role.
In addition, £he training allouanqe represents a principal
ﬁpducement 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 cléssroom 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 of them by their superiors and the qualities
of the evaluation procedures associated with this expectation.

3

This conformity to g%heré' expectations embodies the concept

T4 The

of social climate as elaborated by - -Brim and uﬁeeler.
social climate, expressing the overall tone generated by the
total set of relations in the resocializing.institution,
focuses gredominately on the authority relations between
socializing agents and recruité.75 The training institution,
as an organization concerned with the processing of people,
cannot be vieméd asan isolated, independent variable explaining
_the nature of the larger social systém. Rather, it must be
perceived in terms of its. relationship to the total social
system in its role in acting upon values already developed

through earlier experiences. Theﬂkey.issue related to the
. «

present discussion is that the resocialization climate focuses
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on rectifying or compensating for deficiencies in previous
socializa{ion patterns, Variations in the value systemg of =
the recruit population lead to diFFe;entiations in the re-
socialization procéss. The social climate of thé training
organization exemplifies the variations in the effects of
the social context on tﬁe socialization of its participants.
Drawing on G;uldner's76 analysis of "latentM versus “manifest"
social roles, Becker and Geer77 suggest that the manner in
which individuals adapt to the resocializing process of an
organization, i.e., the demands placed on them by the authority
relations betusen superiors and recruits, varies according to
the "latent" roles of the participants, a culture originating
and supported external to the environment inthich the members
are preseﬁ{ly involued.78 This is distinguished from the
"manifest" roles, or a set of perspectives on the problems
énd specific solutions to them by the‘pa:ticipants.zg This
set of ﬁerspéctives 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., .

A -

Variations in the Value Backgrounds of the Trainee Population

One major souzce of the differential latent role
paradigm to be considered in the present paper is socioeconomic
origin. In discussing the characteristics of the. school and

the family, Dreeben80 emphasizes that the values learned in
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the family are narrower than those learned in school because
the family is not a complex group. Schooling, through its
structural properties at each level and through the authoritarian
teachgr~pupil relationship, provides conditions for defining
the issues -of independence, achievement, universalism, and
specificity far more effectively than does the Family.gl
Although Dreeben 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 musé be viewed as an important link betuee% soclal-
ization in the family and occupational socialization:

Within industrial societies where naorms

applicable to public life 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 sthooling i a traﬁsitional phase, it becomes

necessary to consider the question of the differential in-
fluence of socioeconomic erigin on occupational socialization
in the retraining instiéution. The attempts to explain why
uorkingfélass families hold ®different values from middle-class
families depends essentially upon an understanding oﬂltheir
different positions in ;he social structure which preﬁéspose
them towards different views of society. Altﬁough reséerch
into the relationship of social class and parental valué% is

limited, some insights’may be obtained from research on

‘variations in child-training which relates propérties of
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parental teaching techniques to the properties of the social
situations in which they are utiized and in which they develop.
The significance of this approach to teaching styles and
class-linked aspects of behavior ié revealed by Hess and
Shipman;83 The prime concern in their study, conducted in

the United States, was to determine what differing responées
are evoked and permitted by differing methods of communication
and interaction, On the basis of four contrasting levels of
socioeconomic status, mothers and their four-year old children
vere selected, interviewed, and observed in interaction at
various tasks. The focus was on the broader teaching style
that mothers used with their children, and how different
styles of teaching determined‘the children's learhing styles
and information-processing stragegies. Two contrasting
approaches to learning were distinguished. One was character-
ized by an assertive orieﬁ%ation to learning, while the other
tended towards a more passive, complﬁant approach. . These
apppoaches wvere found to be related to matermal linquistic
codes and types Eizﬁaﬁfiy control systems., While a "status-
oriented statement" tended to suggest a set of rules and
requlations for conduct and interaction based on arbitrary
decisions rather than on reflective decisions resulting from
the weighing of alternatives, the "person-oriented statement"
tended to lead to a proplem-solving approach that involved
reflection and the comparison of a wider range of alternati_\/es.84

The most crucial class difference uas the_ﬁse of a restricted

s
2 Ko A St A

Mo LA




.
e - — I — — - - o o 2 e et o e, e oy A

37

form of speech and status-oriented statements-by the lower
class mother which tended to foreclose the need for reflective
thought responses and evaluation of alternatives. These
-Findings are also supported by other evidence which suggests
that the techniques preferred by middle-class parents tend

to bring about the'deuelopment of internalized values and
controls.85 Hess and Shipman's results are summarized:

The picture that is beginning to emerge is that
the meaning of deprivation is a deprivation of
meaning - a cognitive environment in which be-
havior 1is 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

Th4s research strongly suggests that, in general, the
responses that others make to the ch%ld in any situation
teach the ipndividual to fit his behavior to situational demands.
The goals parents desire for their cﬁildren will frequently
become apparent in the concerns they express regarding the
child's behavior at a'given age. °‘As Aberle énd Naegelee? have
stressed, many of the issues of concern to middle-class fathers
are, érom the father's perspective, '"prognosticators of adult
traits which will interfere with ;uccess in middle-class-

88

occupational life." Specifically, 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 towards determining the specific
attitudes, skills, and qualities viewed as desirable for
successful entry into adult roles. Thus the parent must have
a precise 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 the
middle~class occupational role should be
responsible, show initiative, be competent,
. be aggressive, be capable of meeting competition,
He should be emotionally stable and capable

of self-restraint, B89

Although Aberle and Naegele's study was limited to middle-class

fathers! occupational values and attitudes, it nevertheless

S

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

[ 4

parental values, and childrearing practices when investigating
the congruence between ﬁhe social rel;tions in the occupational
sphere andhthe social relationg of family secialization,
Additional reseérch90 into the relationship between
sacial class and childrearing practices has génerally revea}ed
that middle~class families are more permissive and less
punitive than louer-class families, Thesé differential
patterns of childrearing according to socioeconomic status
afe attributed to diFFereqtial parental behauiqr or attitudes.

®

'One_of the most persuasive studies dealing with this issue was
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conducted by Kohn.gl In this study, Kohn suggests how the a
institutions of the family and work may be percefved as
closely interrelated when both are understood in terms of
their hierarchical composition in society. 1In egamining a
basic difference between working ElassAand middle class
parents in their orientation to childrearing, they indicate
its liak to the conditions of work most characteristic of )
each class. Supportive evidence is provided which reveals
the correspondence between the differential requirements

o} jobs at the two_major levels of the class hierarchy and
the parental values transmitted in the process of socializing
children, His decisive finding: "Middle-class parents are

more likely to emphasize children's self-directiogn, and

dorking—class parents to emphasize their conformity to ex-

92

ternal authority." The essential distinction between these

terms as employed by Kohn is that "self-direction focuses on

.internal standards for behavior; conformity focuses on

externally imposed rules."93

In line with the findings of
Hess and .Shipman, Kohn emphasizes that while seif—direction
implies sensitivity to one's own motivations as well as those
of others, conformity implies sensitivity to the obedience

of thoée.in authority, This differential value system accord-
ing to social class leads to a greater inclination of middle-
class parents to stress consideration and self-control, while

working class parents emphasize the appropriateness of neatness

and obedience. In an attempf to explain the relationship of

.S
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social class to parental emphasis on self-direction or con-
formity, Kohn investigated the occupational elements
conducive to or restrictive of the practice of self-directfion
on the job. Kohn's analysis clearly revealeg that the
elements allowing for self-direction on the job were signif-
icantly related to the father's valuation of self-direction
for their children. In contrast, fathers in occupations not
allowing 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
parenfs' valuation of self-~direction in the father's ouwn
level of occupational self‘-—direction.94 Perhaps the most
pervasive implication of kohn's research i§ that "parents
tend to impart to their children lessons derived from the
condi£ions of life oF'their own social class and thus help

n95  The -

-

prepare their children for a similar class position.
influence of these differential class values and childrearing
practices on the development of the childrens' capacitie$
reinforces the function of the family as a mechapism for
perpetuating iqequality.

In attempting to seek answers to the earlier question
on the differential influence of socioeconomic origin on
occupatiénal value socialization, we are. led }0 expect that
for the pgrposes of the present research, there will be

Qtlass

variations in resocialization patterns according to the

origins of the retrainee population. It is proposed that




41

those individuals.from middle-~level class arigins, having
already assimilated "hierarchical work V§IUQ§$(during their
family upbringing, will reveal a comparatively low degree

of change toward an internal{zation of values expected of
those in the employee role. :Those individuals from lower-—
level class origins, lacking integration into parental
attitudes which emphasized "hiérarchical employee values",

are expected to stress considerable change toward an increased
valuation of "hierarchical employee attributes". While
studies indicate that the louwer class families are less

likely to stress "bureaucratic norm interpalization", their
inclination toward engouraging such characteristics as short-
term obedieﬁce to parental authority96 suggests that the
retraining organization is ensqred oF.a¥ least a minimum

level of what they view as sucéess in their goal of social-
izing trainees into the work sthic and into the vaiues seen

as desirable of those in the worker role. The greater in-
ternalizetion\of bureaucratic norms by those from middle-class
oyigins, i:_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 research97 into patﬁerns of occupational !
choice among adolescents. This work has tended to reveal a
positive relationship between the occupational expectations

gf the adolescent and the socioceconomic status of the family
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of origin. Charactef%stic of th;se individuals is upward
mobility through rising skill levels. UWe would expect middle
class origin groups, who hold highef job aspirations, to
emphasize the importance of skill-acquisition in their
training program and to place less emphasis on learning those
values associlated with good working habits. Thus, it 1is
expected that the variations in degrees of resocialization
and skill-acquisition according to social class origin will
be tonsistent with those along occupational aspiration lines.
Another impdrtant 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 éirmly established differences in male and
female socialization processes:indicate that they are taught
quite distinet roles. Uﬁils males are expected to pursue/
work on a life-~time basis,-Femdles come .to view their future
primarily in tefms of the maternal and domestic role., The
implication of this differential orientation toward future
roles begtween the sexes for training institution involvement
suggests that greater cohpensation for socialization into
~£E§ employee role for female trainees as compared with
male trainees may result.
‘'That this dominant perpetuating function, rooted in
the family, extends into sex-role socialization clearly
emerges from Aberle and Naegele's Findings.' As tHey, as wsll

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 oun

sex. The sharp distinction revealed by Aberle and Naegele
regarding sex-related job attitudes indicates that the

'Fathers' expecltations 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 traditionmal role of housewife and mother:
Research99 into pnatterns of occupational choice has generélly
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 identification with the adolescent!s parental model.
Heilbrun100 suggests that the sex role idéntity of the parental
model may be an especially salient factor when the relation-
ship between parental identificatibn-and occupational interest
development is being investigated. Heilbrun is espeéially
interested in determining thé felationship between parental
identification and vocational interests among adolescent

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

102 and Sewell -and Shah103

Breton, h§ve suggested, occupational
committment is still stereotypically mésculine. On this
premise, Heilbrun proposes that the personality attributes

of the masculine sex role Eodel,nuhether the mother or the

father, will have a greater tendency to brovﬁd? an occupational



- e ot ne I et

44

identity tham will the feminine parental model, ﬁeasuring
occupational orientation on the Strong Vocatiomnal Interest
Blank (5VIB), the results reveéled that a feminine sex role
Amodel 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
Heilbrun are consistent with prior euidencel04 that an
identification with the male parent tends toward an increased
incidence of positive career interests in the male child.

The finding of major interesthto this discussion, however,

is that the identification with a feminine parent model,
whether mother or father, for the daughtér was associated with
a heightened rejection of vocational interests. Ffeminine
mother-identified girls scored louw on the SUIB measurement.
Reliability in this test result is rebgforced by the identical
result for sons in the sample. A definite drop in positive
vocational iﬁterests\ggq demonstrated by the feminine mother-
identified sons. These results st}engthen the contention

that occupational committment is largely masculine~dominated.
In another study involving ninth graders, StephensonlUS
similarly expresses that males, who are more likely to.assume
‘occupationél r&les, are closer than are females to the point
where tﬁ%ir vocational plans must conform with.reality.
Stephensgn, is attempting to distinguish adolescents! plans -

and aspirations toward occupations, found that while the

largest percentage of girls asﬁired to the highest dccudational



. o . o e ——— e e v B g o o e o s e g

45

levels, the greatest percentage of actual plans of females
were in the middle and lower positions. Conversely, while
the highest percentage ofemales aspired to the uppsr

occupational positions, so too did the percentage of boys!

actual plans.106 It may be further suggested from these

x

findings that among females, while aspirations demonstrate

a sihilarity vith those of males, the compliance of girls!?

plans to the more typical, Femafg-dominated occupatiogs i§
greater phan among ,their male counterparts. Thus males, who
are required to wvork, 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 conscquently found to be more
certain in their job decisions than are males who have a much
wider range of alternatives fraom which to choose. While

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 Breton107 and in an

108

earlier report by Hall and McFarlane. In addition, Breton

suggests that the greater decisiveness and low anxiety among
female adoleécents 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

women's ambition, reported that from the number of girls
‘”

(although small) expressing a life-long career orientation,

A
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few thought in terms of a choice between career and home-
maker roies. Their choice was considered to be "between
having or not having a serious career in addition to,(geir

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

deterred by a high chance of difficulty in combining the

112

two roles. Similarly, Breton, in investigating girls!

sense of perscnal efficacy regardinq)future success and
occupational orientation found that girls uho plannoa to work
before .and after marriage expressed a greater likelihood of
thances 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
completian of high school or 651y up until the time of
marriage, Moreover, in compariscn to their male counterparts,
and across all socioeconomic levels, girls were found to-
express less chance of success in post-secondary school, less
confidence in intelligence, fewer chances of obtaining a good
job in comparison with Fellou‘classmates, and greater anxiety
about finding employment.l13 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 intermalized sex—-role expectations, toward

their opportunities in the stratification system, and above
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all; taoward their concept of self, Choices were made con-%§
sistent u%th their. existing set of values and expectations.
As Superll4 héé stressed, the %ﬁoice of a future, or of an
occupation, is that point in life that a young person must
come to the realization that he or sﬁe is a certain kind of
person. Males, faced with the necessity of making decisions
about jobs, must reach this rea}izat?bn, and in doing so,
must acquire an assurance or a positive self-concept.

The more "iimited vieu"lls of females as compared
with males operates to maintain the existing social eorder and
to facilitate an acceptance of thg oppressive sexual divisihn
of labor. These limiting factors in the socialization of
females are reooted in the social relationé of product;on in
its relatioﬁship to the social relations of the family. The
capitalist morality fFunctions to promope in females a self-
concept of themselves primarily as women and housewives, and
only tangentially as uorkers,'even wvhen they do participate
in the labor market. The provision af women as a surplus
reserve of labor Esnefits monopolists -through its circulatory
nature. Ffemals laﬁor satisfies the demand for increases in
low cost workers, and UH;n the demand is reduced, ;omen can
be reabsorbed into domestic labor more easily than men, as
for example, has hapﬁened in uariime. That this contraction-
expansién function is maintained is an important purpose of
‘the retraining program. This is gchieved, initially, through

o .
!He selection criteria of the retraining organization. As

e
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ituasearlier‘pointed out,lle'the largest proporti{F\uﬁ

females entgred into the training program are those in the

most difficult fimancial positions. Furthermore, euen(after
completion of the training program, there remains a substantial -
117

differential in the earningé between male and female trainees.

A3

The fundamental cause of the undefvalged wages of women is

the more ercompassing sub jugation of women in the socioeconomic
system ghich 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 most severely under-
valued, The purpose of this is twofold and operates in a
circulaf-and reinforcing manner., First, the earnings differ-
ential, continuing after training,lserves to maintain women's
concept of female labor force pértiéipation as temporary, as
wages are only enough to be of a supplementary nature,
Surveys118 cérried out on the~Female skills program in the re-
training instituéion haue‘shoun that the predominate mot}vations

for entering training are to supplement family income. This,

4 * »

in turn, channels women into acceﬁfing low wage job positions
characterized by high unemployment and frequent turnover rates,
Just as differences in socioeconomic origin and ;
occupational aspirations are expected to be associated with
,diffgrences in trainee resocializatiogn patterns, so alsé mgy

gender be an important basis of wvariability in the level of

internalization of emplo&ee—related personality traits. The
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)

vell established sex diéFerences in social¥zation for
occupations and the differences between male and female
employment patterns may contribute to sex differences in
t{ainee resocialization and skill-acquisition patterns.

In addition, it is thought that the formal educational
adttainment of the respondent may acgou%t for variations in
resocialization patterns. UWhile the process gf worker
socialization begins in the formal schooling system, and is
oriented toward allocating individuals intoe 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, individuals who have attained at least
some secondary educational training would be more likely,
than those who have acquired lower levels of %ormal schooling,
to have a predisposition éouard 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 noncognitive worker values required of them.

It is-also assumed that both the prior occupational

status and the stability of past émployment would be associated

uith resocialization orientations. High Status job positions
are acquired by those individuals who are seen as stable and
reliable, while'the least desirable job positions are filled

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

Aemgaeea . =
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lowver monetary returns and highe} risks of joblessness., The
lower the status of the respondent's pre~training job, the
more likely he or she is to be in need of "compensatory

employee preparation'.

Conceptual Model and Working Hypotheses |

The present paper proposes that the social relations
of production are learned in the retraining organizaﬁion, and
that variations in the level of the imternalization of worker-
related personality traits are related to differential value
systems of the recruit population.

Resoclalization, or the change variable, includes those

elements of the retraining organization designed to effect

changes in the client's valuation of employee characteristics.

L skmet oA s kA M i

Resocialization was measured according to sixteen. items
constructed from a review of the literature as to what ;
constitutes "desirable'" worker traits, as well as F}om the ?
points on which trainees are evaluated according to the
"Non—Acade@ic Performance EFvaluation" record. The items
included in this report are:

1) attitéde - toward work and associaﬁes; courteous and

co-operative; works smoothly,uith'bthers,

2) " attendance and punctuality, f

3) rel:ability - completes assignﬁen{s satisfactorily and on

t
schedule; follows through with mi?imum direction,

4) personal characteristics - appear%nce,.personality,

.
e Sv————
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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 of a "compensafory"
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,
ianirieé into the level of difficulty in conForming‘to the
overall regulatory requirements of the organization, as well
as into the more specific demands of the training superiors,
weTre included. Since the function of the retraining organizaL
tion is to overcome this differential in employeé—rela%ed
value perspective between themselves and their participants,
in addition to the resocialization variable, the degree of
preparation through conformity to authoritarian requests
during training for post-training occupational conformity Qgs
investigated. .

It is expected that levels of internalization of
worker-related personglity trgits by the manpower retraining
participants’uill vary according to their: (1) socioecoﬁomic
origin; (2) occupational aspirations; (3) sex; (4) formal
educational attainment; (5) prior occupational statﬁs; and
(6) the dﬁration of their prior occupation.

l. Those individuals from a high sociceconemic origin are more

likely to score low on resocialization-orientation than are
those from a low socioecanomic origin,




10.

11.

12.

13.

Those individuals with longer periods of prior employment

-groupy job status groupj and those with longer periods of
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" Those individuals from a high socioeconomic origin are

more likely to score high on skill-acquisition orientation
than are those from a low socioeconomic origin.

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

Those individuals with high accupational aspirations are
more likely to score high on skill-acquisition orientation
than are thogse flth low occupational aspirations.

s
Females are more likely than males to score high on
resocialization-orientation.

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

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

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.

Those individuals from a high prior occupational status
level are more likely to. score low on resocialization-
orientation than are those from a low prior occupational
status level.

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.

Those individuals with :shorter periods of prior employment
are more likely to scorse high on resocialization-orientation :
than are those with longer periods of prior employment.

are mpre likely to score high on skill-acquisition
orientation than are those with shorter periods of prior
employment. p
Those individuals in the high: socioeconomic origin group;
occupational aspiration group; educatiomal attainment

AL A28 " e S s B8 Hn I AV s A -

prior employment are more likely to express lower levels
of worker conformity and worker preparation than are those
in the laow: socioeconomic origin group; occupational
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aspiration group; educational attainment group; job status
group; and those with shorter periods of prior employment.

Females are more likely than males to express higher levels
of worker conformity and worker preparation. .

T
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Females 54 : 68 26.0

gl

Source: '"A Report by the Hon. Otto E. Lang, Minister of
Manpouwer and Immigration on the Canada Manpbuwer
Training Program: Results of Training, January -~ ~
to December 1970", 1971, p. 6. o

59. Somers, Gerald. "Federal Manpower Policies"™, in F.
Isbester and R, Miller, Canadian Labor in Transition,
pp. 56-84,

60. Ibid., pp. 72-73.
61. Ibid.

62. Indeedf@ many of the occupational skills acquired through
~ theée Institutional Retraining Program are also offered
in the other major skill programs such as the Apprentice-
ship Program and the Training-in-Industry Program.

63. Etzioni, A. Modern Orqanizations (Englewood Cliffs, Neuw
Jersey: Prentice-Hall Inc., 1964), p.4.

64, Blau, P;N., and W.R. Scott. Formal Organizations (London:
" Routledge ‘and Kegan Paul Ltd., 1963), p.5S.
-~ N D'

Al

[RIT L TN



65.

66.
67.
68.
69.

70,

71.

72.

73.

74.

75.
76.

77.

78.

59

Bidwell, C.E. "The School as a Formal Organization",
in J.G. March, ed., Handbook of Organizations (Chicago:
Rand McNally and Co., 1965), pp. 972-1022,

Ibid., pp. $74-97S.

Weber, M. Social and Economic Organization, p. 152.

Ibido, ppo 324-3630

Ibid.
French, John Jr., and Bertram Raven., "The Bases of Social
Power", in D. Cartwright, ed., Studies in Social Power

(Ann Arbor: University of Michigan, 1959), pp. 150-167.

Ibid., p. 158.

Bidwell, C. "The School as a Formal Organization",

pp. 972-1022; Oreeben, Robert. "The Contribution of

Schooling to the Learning of Norms", Harvard Educational g:}
Revieu, . 37, 1967, pp. 211-237; Oreeben, Robert. 0n P
Uhat 1 Learned in School (Readlng, Massachusettes:

Addisdn-Uesley Publishing Co., 1968); Etzioni, A. A
CompArative Analysis of Complex Organizations (New York:
The Fxee Press, 1961), pp. 40-67; Parsons, Talcott.

"The School Class as a Social System: Some of Its
Functions in American Society", Harvard Educational Revieuw,
v. 29, 1959, pp. 297-318.

Parsons. T. "The School Class As a Social System';

Also, Becker and Strauss, in their study of adult career
mobility, have emphasized the importance of the awareness
by the adult of the relevant training allowing for status
mobility. Becker, H.S., and A. Strauss. "Careers,
Personality, and Adult Sgcialization'", American Journal
of Sociology, v. 62, 1956, pp. 253-263.

Brim, 0., and S. Wheeler. Socialization After Childhood
(New York: John Wiley and Sons, inc., 1966).

Ibid., p. 82.

Gouldner, Alvin., "Cosmopolitans and Locals: Toward an
Analysis of Latent Social Roles", Administrative Science
Quarterly, v. 2, 1957, pp. 281-306, 444-480.

Becker, H.S.,, and Blanche Geer. '"bLatent Culture: A Note
on the Theory of Latent Social Roles", Administrative
Science Quarterly, v. 5, no. 2, 1960, pp. 304-313.

Ibid., p. 306. - P



79.
80.
8l.
82,

83.

84,

85,

86.
B7.

8B.
89.
80.

gl.

S2.

o e e 4 b e

60

Ibid., p. 307,

Dreeben, R. On What Is Learned in School.

Ibido, PP . 63“90.

1bid., pp. 84-85.

Hess, Robert, and Virginia Shipman. "tarly Experiences
and The Socialization of Cognitive Modes in Children",
Child Development, v. 36, 1965, pp. 869-886.

Ibid.

Brofenbrenner, Urie. "Socialization and Social Class
Through Time and Space", in Maccoby, Eleanor, Newcombe,
Theodore, M., and Eugene L. Hartley, eds., Readings in
Social Psycholoqy (New York: Helt, Rinehart, and Winston,
1958, 3rd. ed.), pp. 400-425; Rosen, B8.C. "Family
Structure and Value Transmission%, Merrill-Palmer
Quarterly, v. 10, no. 1, 1964, pp. 59~76.

Hess, R., and V. Shipman, "Early Experiences", p. 885.

\
Aberle, David, and Kaspar Naegele. "Middle-Class Fathers'
Occupational Role and Attitudes Toward Children', in
Norman Bell and Ezra Vogel, eds., A Modern Introduction
To The Family (New York: The Free Press, 1968), pp. 188-
198,

ibid., p. 194.
Ibid.

Becker, W.C., D.R. Peterson, et. al.; "Relations of
Factors Derived From Parent-Intervieu Ratings to Behavior
Problems of Five-Year 0lds", Child Development, v..33,
1962, pp. 509-535; Becker, W.C., "Consequences of Different
Kinds of Parental Discipline", in Martim L. Hoffman and
Lois W, Hoffman, eds., Review of Child Development
Research (New York: Russell Sage Foundation, 1964, v.l,
pp. 169-208); Nichols, Robert C. "A Factor Analysis

of Parental Attitudes of Fathers'", Child Development, v.
33, 1962, pp. 791-802; Sears, Robert R., Maccoby, Eleanor,
and Harry Levin., Patterns of Childrearing (Evanston,
Il1lincis: Row, Petersen and Co., 1957).

Kohn, Melvin. Class and Conformity (Homewood, Illinois:
The Dorsey Press, 1969). , -

Ibid., p. 34.



‘g5,

96.

97.

a8.

99,

100,

61

Ibid., p. 35.

Ibid., p, 163.

-

Ibid., p. 200.

Ibid., and Hess R., and V. Shipman, "Early Experiences',.

Blau, Peter M., and Otis Duncan. The American Occupational
Structure (New York: John Wiley and Sons, 1967); Breton,
Raymond. Social and Academic Factors in the Carecer
Decisions of Canadian Youth (UOttawa: Information Canada,
1972); McDill, fLdward, and James Coleman. "Family and

Peer Influences in College Plans of HigHSchool Students™,
Sacioloqy of Education, v. 38, 1965, pp. 112-2116; Sewell,

William, Haller, Archie,and Murray Straus. "Social Status
and Educational and Dccupational Aspirations", American
Journal of Socicloay, v. 22, 1957, pp. 67-73; Simpson,

"R.L., "Parental Influence, Anticipatory Socialization,

and Social Mobility", American Spciological Review, v. 27,
1962, pp. 517-522; Wilson, Alan B. '"Resldential
Segregation of S¥ial Classgs and Aspirations of High
School Boys",.American S8cM6blogical Review, v. 25, 1960,
pp. 855-867.

-

Darley, 3.G., and Thelda Hagenah. Vocational Interest
Measurement: Theory and Practice (Minneapolis: University

.of Minnesota Press, 1955);-Mussen, Paul H. "Early Sex-

Role Development", in D.A. Goslin, ed., Handbook of
Socialization: Theory and Research (Chicago: Rand McNally

and Co., 1969),pp. f07-729; Tyler, Leona."The Relationship of
Interests to Abilities and Reputation Among First Grade
Children", f£ducational and Psychological Measurement,

v. 11, 1951, pp. 255-264,

Ginzberg, Eli, et. al. Dccupat1onal Choice (New Yorks:
Columbia University Press, 19513 Holland J.C.
"Explorations of a Theory of Vocational Choice and
Achievement: A Four-Year Prediction Study" Psychological

Reports, v. 12, 1963, pp. 547-594; Roe, A. The

Psychology of Occupatzons (New York‘ John Wiley and Sons,

Inc., 1956); Super, Donald E. YA Theory of Vocational
Development'", American Psychologist, v. 8, 1953, pp. 185~ .
190, Super, Donald E.. "Vocational Adjustment: Implement~
ing a Self-Concept!, Personnel and Guidance Journal, v. 30,
#951-52, pp, 88-92, ° ,

Heilbrun, Alfred 8. Jr,, "Parental Identification and the
Patterning of Vocational Interests in College Males and
Females", Journal of Counselling Psychology, v. 16, no. 4,
1969, pp. 342-347.

2

e Ml e

Tond Nl e

Bud ™ 140 1 0



101.

102.
103,

104.

105,

196.
107,
108.

109,
110.

111,
112.
113,
114,

115.

116.
117,
118.

62

'Psathas, George. "Toward a TheBry of Occupational

Choice for Women", Sociology and Social Research, v.52,

Breton, R. Social and Academic Factors.

Sewell, William H,, and Vimal P. Shah. "Social Class,
Parental Epcouragement,and Educational Aspirations",
American Journal of Sociology, v. 73, 1968, pp. 559-572,

Heilbrun, Alfred B. Jr., and D.K. Fromme, -‘YParental
Identification of Late Adolescents and Level of Adjust-
ment: The Importance of Parent Model Attributes,
Ordinal Position, and Sex of the Child", Jourmnal of
Genetic Psychology, no. 107, 1965, pp. 49-59,

Stephenson, Richard M. "Mobility Orientation and
Stratification of 1,000 Ninth Graders", American
Sociological Review, v. 22, 1957, pp. 204-212,

Ibid.

Breton, R. Social and Academic Factors.

Hall, Oswald, and Bruce McFarlane. Transition from
School to Work. Report Number 10, Department of Labor,
Canada, December, 1962, -

Breton, R. Social and Academic Factors, p. 288.

Turner, Ralph. "Some Aspects of Women's Ambition",
American Journal of Sociology, v. 70, no. 3, 1964,
PP. 271-285. -

Ibid., p. 280.

Br®#ton, R. Social and Academic Factors.

Ibid., p. 143.

Super, Donald E. The Psychology of Careers (New York:
Harper and Row, 1957). i .

Q
Lambert, Ronald D. Sex Role Imagery in Children:
Social Drigins of the Mind (Ottawa: Studies of the
Royal Commission on the Status of Women in Canada,
April, 1969).

See page 17,
See footnote number 58, Chapter 1I.

"Manpouef Retraining Skills Program", Memorandum, 1974.

piskide ~b e

< T - gl

L A T
PR LN T e . ) y >
o

.. - w e
T | EJ MR
oﬁ Ant. M a

M e
T D Y




CHAPTER 11

METHODOLOGY

Sample and Methoedology

The study was conducted at a major Canada Manpouwer
Retraining.Institutionl 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 Manpowéf Centers. The
selection prpceﬁures wvere discussed abovg. The following
chart illustrates the strucfupe of the Institutional Manpower
Retraining Progra; and the mcovement of trainees through it;
Prior to entering the academic and skill training programs,
the new trainee enters the Orientation Program. UWhile the
orientation period is for one week, which is caﬁsidergbly
briefer than the subsequent programs, it serves as an important
stage of the overall retraining process. A major TEas;n why
the orientation program is crucial ta the retraining process
is a function of the organization's population. As earlier

discussed, a dominant concern of,K the retraining organization

6 3 . ' [
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is in compenséting for deficiencies 1n previous socialization
lpétterns. Since committment to the orgag\zation‘s values on’
the part of the client population cannot b \assumed,.thc

orientation period- operates to establish the, retraining
.‘ \\
institution as the proper end legitimate means whereby the

\
newly arrived individuals come to view themselves in the

student-trainee status. Ouring orientation, r&tra%nees are
made ﬁamiliar'uith principles for student condggt énd pro-
cedures of "classroom etiquette".‘ The.importané? af regular
attendance is stressed, and it is made clear thaﬁxthe training
allowance is deducted %or unexcused absences.” Retrlainees are
fully informed as to the method of reporting absen&es, as well

&s being provided with the knowledge as to what the)| training

school defines as "unexcused absences"., During oriegtation,

selling

trainees are also completely acquainted with the cju

services. They are encouraged to seek counselling askistance
] !

for academic, social, and personal problems, The {etﬂaining

1
program makes extensive use of counsellors. This tem? from

the view that supportive counselling is required fpr individuals

undergoeing the difficult adjustment Ffom‘unemploy ent %0 full
and responsible employment. The fole of counsell#ng i% the
total resocialization process is vital not only dyring;re-
training, but as earlier indicated, is also impoq&any in the
pre-~training selection process. Furthermore, co%tact with
counsellors frequently extends even after comple%ion 05 the

training program as workers are placed in jobs. /Also~during

- the ofientationhperiod,.an assessment of the st?dent's academic

/
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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 particuiar level
of the academic program.

The Academic Upgrading Program divisiq@ provides
educational upgrading. The e}ementary and secondary school
subject counterparts include mathematics, science, and £nglish
courses. This program is divided into four levels to
accommodate participants of varying educational backgrounds.
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 :

-
f
o

L

[

&
’

3

trainee moves into occupational skills training., The Skills

Program includes a wide range of skill courses. These train
peaople to be machine operators, welders, health carg aides,
‘food service 'helpers, and clerk-typists. Training provided
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 than it
raises the worker's productivity in other firms, general

training raises marginal pfoductivity by more egqual amouq}g
in many f“irms.2 Empleoyers are thus more likely to prov;?:

specific training in order that they may obtain the fruyit of

their investment. General job training becomes the respon-
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F10W CHART INDICATING TRAINEE NOVERENT

CNC Counselling

U
Testing

s
Placement

A
Orientation

Academic Upgrading Skills Program

£

Level I. Level II Level III 9 Commercial——- 10 Commercial

1-6 7-8 9-10 {~———Grade )
‘ Equivalence

\V/
Level' I Level II Level III Commercial Training
. ‘ Other Training
\V g ) )
Level IV 9 Technical 10 Technical
11-12

Technical Training
Other Training

~ | L:,_———-—""'d——’—d_—d——*—

Employment
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sibility of the government.

The types of jobs for which individuals are trained
on a general level comprise those segments of the occupational
structure including the manufacturing or processing, clerical,
and service sectors. A trainee qualified as a machine:*operator
ﬁay find employment largely in the manufaéturing and.production
jJob sectors. An individual trained as a food service helper
will probably enter’the persocnal service occupational sector,
uhile the stenographer or clerk~typist trainee will enter thg
clerical sector. Insight.into the relation of ghese 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, usually approximaéing the national
annual average unémployment level, and in mény cases exceeding
it;3, Part of the reason for this is the difficulty faced by
the government in acquiring systematic.inForggtion which would
enable them to determine those occupatibns which are under-
supplied. As a result, job skills are being selected for the
training program without any clear economic understanding
regarding occupational shortages. Houever, because there is
a relatively .high job ‘placement rate following traing‘.ng,4 i%
strongly suggests that employers hife'indiuidual trainees with,
very general training in the knowledge that employees from

government training program have acquired and demonstrated

what they deem as reliable worker characteristics, rendering
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them good job prospects. But because the employer has invested
little in their training, and since they represent a low cost
labor force, in times of economic pressure they are the most
vulnerable to unemployment. The greater value placed by
employers on the affective attributes of this group of workers
possessing only general job trainming stremngthens the argument
that institutional job training programs are ﬁlaﬁned to shape
trainees into "desirable" employees. And, because institutional
skiil training is general, the transition from being "unskilled"

or "semiskilled" to "skilled" suggests that the difference

WA Mant Ban LK m

between these skill levels is determined more by the employers!
fluctuating demands for occupational supply than by an actual
change or incré;se in job skills., This would indicate that i
the certification which is granted. following the completion
of training has more to do with being labelled or classified
ag "skilled" than in actually having a considerable increase
in real skill ability, | R
That the job skill ability training assumes secondary
importance to affective training is Furthef supported through
a compa;ison of the training participants!' working backgrounds
and‘the~type of ;kill training availab;e in institutional

training., As it was earlier pointed out, the selection

procedure results in trainees having prior skill 1levels

similar to those required in the jobs they are being trained
for. The‘qata we obtained on the most recent, full-time pre-~

training ocbdpation of the trainees reveal that almost sixty
b '
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per c:ent5 of the total sample falls into the louwer two
decilés of the Blishen socioeconomic index for occupations.
When the prior occupation 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 backgfounds of
the éemale trainees differ in nature from the occupations for
which they are training. Clerical and service occupations
are 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
Agreat imp?ovement in their socioeconomic level. However, one
“of the major problems in female employment patterns has been
to view the increasing numbers of wamen into uhite collar ’ -
occupations as representating an advance.. This stems Frgm :
the greatly over-rated popular perspective of .white-cpollar

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

little according to the tasks which.are performed in each

e T

sector. In actuality; what appears to be an expénsion of a

AL

-

non-proletatian "white-collar"™ middle stratum turns out on ¢
closer examination to be the growth of a relatively small
group of supervisory positions at one end of the job continuum

and a large mass of wage-workers at the other end.7 The R

4 e M
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important distinction betueen the blue-collar and white-collar

iy
o A

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

cognitive, attributes. The clerical and service occupations
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are characterized by high levels of public-contact, and
employers' demands for strict adherence by employees to
attitudes uwhich promote congenial client relaéions 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-cocllar job
sector.8 While the actual naturé of the job skills are more
similar for méle trainees than for female trainees, the
selection of females for thg training program who have had
at least some working experience over women without labor
market participation allows the training institution to expect
greater success in their objective of employee socialization.
Overall, the louer two deciles of the Blishen index
represent occupations of a socioceconomic level uhicﬁ closely
approximate the socioeconomic positioﬁ 6F the jobs for which
tﬁe paréicipants are being trained; kitchen helpgrs and re-
lated service workers, dressmakers, cooks, waiters, painters,
nurses' aides, typists and clerk-typists, fitters and
assemblers in metal industries, welders and Flaéﬁ cutters,
machinists, and machine tool setters. - The considerable
similarity in the ocpupational sector of job background and
occupational future suggests that less emphasis is placed on
actually -advancing Lhe skill lcvel of the trainee as compared
with the emphasis on "worker valus development®., Since the

A]

program does not improve job 6pportunities, it does not allouw
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for fhe upward mobility of a large proportion‘oF the working
class and, therefore, does not bring about the government's
stated aim of reducing socipeconomic 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 skills courses directly
reflects the sex~typing of occupations. Furthermore, the
enrolment patterﬁs in the skills program, an almost 2:1 ratio
for female trainees to male trainees,9 reinforce 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
tr'ainees.l0
All programs in the retraining institution emphasize

integration of the participants into the cultural system of

B T N

the organization through acceptance of the teacher~trainee

*on e L

authority relationship. However, variations in the nature .of

%
P
:

the resocialization process along program divisions are
evident. UWomen's programs in particular emphasize anticipatory

socialization. The largest female enralment is in the

commercial skills program and in the health care aide program.

The great emphasis on affective training for female trainees

=

is shown in the stated go;ls of the programs. For sxample,
+ }“ -
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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 follous:
To prepare a person to function wnder the
supervision of the registered nurding,staff
and the direction of the physician by
assisting residents of varying ages in long-
term care or chronic facilities, to meet
their basic emotional, social, and physical
needs.
Emphasis is also piaced on the trainees' ability to both
communicate with and to co-operate with all members 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
trainges is shown by the fact that a portion of the programs
are devoted to improving women's self-presentation, personal
development, and grooming hab}ts. These lessons are designed
to assist the“Female trainee 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 also evaluated
on suych characteristics as courtesy and personal appearancey
the emphasis is‘noticgably leés. There are no specific )
lessons on the development of these attributes in the male
skills program, This differential Perspective on personality

A

trait socialization suggests that females more than males are

1

being socialized to conform to workér values viewed as .

apprgpriate for the feminine employee role image.
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The data were gathered through a systematic sampling
procedure. UWhile 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 ;qual 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 c;se within each
group was chosen according to a systematic sampling proéedure,
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 -
ﬁrogram - 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 Frcﬁ each of these four resulting lists were chosen
through a systematic sampling procedure. The groups uwere
comprised of thirty male skill respondentsye thirty female
skill respondents, fifteen male academic upgrading respondents,
and fifteen female academic upgrading respondents. Ffrom these-
alphabetically 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,
beginfging with a randomly selected first case, was chosen

from a totafzznrolment of ninety. Among the female skills



group,, every fourth case was selected from a total enrolment
of one hundred and forty five participants. The male academic
upgrading sample was comprised of the selection of every third
case out of a total ;F fifty eanlees, and every sixth case
was chosen from the total enrol&ent.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 eutside their classrooms. Each intgrvieuw
¥

>

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

of theg research was explained to them as a confidential and
independent study of traindes! perspectives aon various aspects

of their retraining. No refusals were encountered. fhe

personal ingervieu technique was used uitﬂ a structured interview
séhedule. £ach interview lasted approximately seventy-five ‘
minutes. (See Appendix C for the interview schedule). The
interviews vere conducted individually in the retraining

center. Trainees uére interviewed in a lounge. It was expected
that the informal atmoesphere would encourage openness. %he

interviewing was carried aout four days per uweek, at an average

"rate of five interviews per day, for five weeks early in 197S.
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FOOTNOTES

P

The present study focuses on the Institutional Retraining
Program, A source for a more detailed description of the
other government job retraining programs, which are fewer

in number and smaller in terms of number of individuals’
trained, may be obtained ffom Footnqte number 25, Chapter I.

i
Becker, Gaﬁg. Human Capital (New York: Columbia University
Press, 1964). 1
The following table shows the unempléyment rates by
occupation for the years 1973 and 1974,

|
Unemployment Rates and Percentage Distribution of the
Unemployed By Occupation, Canada, Ann?al Averages, 1973

and 1974 ;

Columns 1 and 2: - , Columns 3 and 4:
Unemployment Rates, Percentage Distribution:
Anfiual Averaages 1973-1979 Annual Averages 1973-1974

, | 1. 2! - 3. 4.
A11" occlpations 5.6 544 . 100 200 .
Managerial,administrative’ !
etc. (1) . g . 2.2 2%2 . , 8 8
Clerical _ 4.1 3.8 12 11
Sales - #.o a2 6 6
Service .o 5.9 _ 5.6 13 13
Primary Occ¢upations (2) . 5.7 F.S . ﬁ?hg 8
Processing (3) . 5.7 - 5,7 18 . s
Construction ” . 11,4 11.3 16 16
"Transportation 6.8 6.2 5. 5
Materials, Handling '
and other crafts 7.3 6.8 6 S

Never worked (4) - (5) (5) 10 9

(1) includes managerial and administrative, natural -
sciences, religion, teaching, médicine and health,
artistic and recreational qccupations,

{(2) includes farmers and farm wvorkers, fishermen, trappers
and hunters,.loggers and related workers, miners,
quarrymen and related workers. - cantinued...

75
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(continued) : "
(5) includes Proce551hg, Machining; and Product & w
) fabricating, Assembling, and Repairing.

(4) comprises unemployed persons who never had a full-
‘ time job lasting twa weeks or mare.

’

(5) not applicable.

g

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

"A Report by the Hon, Otto E. Lang, Minister of Manpower
and Immigration on the Canada Manpower Training Programi
Results of Training, January to December 1970", 1971, p. 3;
Department of Manpower and Immigration, Programs Analysis
Section (Ottawa: Information Canada, 1971).

See Chaptet III, Table 2.

See Chapter III, Table 2.

This overlap between the nature of work in the uwhite~ and
blueg~-collar job sectors is elaborated upon by 8raverman.
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
flerical and service sectors, as 4 result of.the extension
of the division of labor under capitalism. Braverman,
Harry. Labor and Monopoly Capital: The Degradation of

Work in the Tuentieth Century (New York: Monthly Revieu
Press, 1974). :

" See Chapter I1I1I, Table 2,

From "Manpower Retraining Skills Program Enrolment"
Monthly Reports. _ .
The following table shous the age distribution of the
present sample. The greatest percentage of the total
sample is between tuenty one and thirty years .of age.
The age patterns of the traines populdation generally
reflect the total umemployment rates.by sex and .age groups.
See, for example, Canada Manpouer and Immigration Revieu,
v. 8, no. 2, 1875, p. l4; Statistics Canada. The Labor
Force (Ottawa: Information Canada, January, 1975), p. 42.

'
&
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(continted)
Ages. of Traineces By Sex
Sex
Age Group Male Female
18 to 20 % 15.6 33.3
21 to 25 y:4 26.7 : 24.4
26 to 30 % 51.1 - 26,7
31 to 40 %z 6.6 ° 15.6
Total % 100.0 100.0
N 45 45

Py
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CHAPTER I11 ‘ .

«

' DESCRIPTION OF THE SAMPLE AND RESULTS \
. ; ,

Descriptibn of the Sample: The Independent;Variables
] K o

We will now describe the social origins of the sample,
the occupational aspirations of the trajnees, their formal
educafional attainment levels, their prior occupational |
backgrounds, and the aurations of these occdpqtioqs.

500161 class origin, or the socioeconomic status of
the family oF origin, was operationalized according to the
occupation of the respondent's father. The Blishen socio-
economic index for occupations,,based'on the 1961 Canadian
census, was utilized. The scores were dichpotomized into
hid% {40.00 to 79.99’ and low (20.@0 ta 39.99). A description
of -the types of occupations representing 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 Blisghen ?hdex, while only ten per cent is in the upper

tuo deciles. In contrast; forty per cent of the'total‘sample’

‘is found in the lower two deciles of this occupational index.

It should be pointed out that while the upper four deciles

of the index are. labelled "high" for the purposes of the

present analysis, these.scores are most representative. of the

upper -middle occupi3lonal strata.‘ These deciles include ‘such

”
4

occupatlons as Foremen in lndustry, and ownems 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" spcio-
economic status origin divﬁsion, while the "louw" socioeconomic
status origin division includes those occupations in the
second and third deciles of the Blishen index. Examples of
occupations in these lower tuo dec;les 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 independent variable, occupational
aspirations, was indexed in the same manner as socioecocnomic
status of family of origih. As considerable researchl has
shown, there exists a positive association betueen these two
uariébles,' As Table 1 indicates, socioeconomic origiﬁ and
occupational aspirations are positively correlated. Table é
ﬁoints out that almost forty five per cent of. the job
aspirations of this sample are in the léuer two deciles of
the Blishen index. .Examples of the types of jobs-in this
lower division are welders, machinists, ,and nursing aides.
The table also reveals. that almost ane third of the total
sample has occupatiohal aspirdtions in the middle two deciles
“of. the index, while almost one quarter is in the upper tuwo

deciles. These deciles include such occupations as foremen -

and owners and managers in industry, and stenographers and

2 . “ .
welfare workers. As research”™ demonstrates, our society -

encourages individuals to aspire higHiy. So while the slightly

.
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Y
larger proportion of high occupational aspirations is expected,
‘it is assumed that a process of downward adaptation of
aspirations is occurring in this sample. In other words,
while a greater proportion of £he respondents aspire upwardly,
they most likely lower their aspirations towards the level
of jobs for which they are training. As it was earlier

3 the types of jobs offered through the training

indicated,
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 oFCformal education is positively associated with
social class origin level and follous %rom-it, it is also
likely to be positively co;related with, and may determine,
variations iﬁ occupatfonal aspirations. It may be that success
in school tends to elevate job aspirations. Although the
relationship between job aspirations and educational level
tends to be circular and reinforcing, those individualé hévinb
relativeiy high educational attainment are more inclined to
have higher.job aspirations than. are those with less formal
education (Téble 1), The level of f;rmal education attained
by the reseondents is shown in Table 2. Hefé it is geen that
while almo;t thirﬁyaper.cent of the total sample has acquired
either gfades nine or ten at ghe seaondary schooliné level,

just dver'oné,quarter<of the sample has completed the elsventh

or tdelfth grade. In contrast, close to half of the total
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sample, or forty four per cent, has attained only elementary
level education. We dichotomized educational level into
"high" and "lou®, For our purposes, '"high" refers to some //“\

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

education,

TABLE 1

Correlations of the Independent Variables¥
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Sex . 045 , :
Occupational .
Aspirations .164 .067 . .
Formal , _ :
Education ".411 .224 .080
_prior Job ‘ - :
Status 4 .140 . 068 .302 .301
Prior pr, ) ) "

i

* (r) Zero-order correlation coefficient.

L

The past, most recent full-time pre~training occupation

of the respondent was operationalized using the Blishen socios

Ny

w

economic index. Its r#lationship to the prior threse independent

-
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TABLE 2

Frequency Distributions for Independent Variables

-

Socioeconomic 0Origin

Blishen Deciles Male Female
2 and 3 % ‘37.8 42,2
. (farm laborers; Fishérmen;

millmen; laborers,
manufacturing industries;
machinists and machine tool
setters.)

4 and 5 % - 42.2 : 57.8

(foremen, manufacturing and

_primary metal industries;
commercial travellers; real
estate salesmen and aqents;
owners and managers, wholesale
and retail "trade.)

6. and 7 % 20.0 : -

>

(ouners and managers, industries;
professional engineers.) .o

Total N 45 45

% 100.,0 .100.0
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Table 2 (continued).

Occupational Aspirations

Blishen Deciles Male Female

2 and 3 % ., 4l1.0 48.9
(velders and flame cutters; fitters » (typists and

and assemblers, primary metal . clerk~-typists;
industries; machinists and machine | nursing aides.)
tool setters.)

4 and 5 ' % 9.0 51.1
(foremen, manufacturing/primary (stenographers;
metal industries,). - cashiers/book-

keepers; social
welfare workers.)

6 and 7 A ' 50.0 ——
(owners and managers, machinery/
primary metal industries, other
industries; professional engineers.)

Total N 44 ~ 5

A % 100.0
. . —~—

3y ¢
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Table 2 (continued)

Prior Occupatidhal Status
5

\

Blishen Deciles Male ﬁemale

2 and 3 % 57.8 6149
(construction laborers; woodworking (jahitors/
machine operators; primary metal cleaners;
laborers; fitters and assemblers, kitchen helpers;
metal industries; machinists and fruit and

machine tool setters.)

4 and S %

vegetable pro-
cessing; meat
packers; cutters,
textile manu-
facturing. )

42,2 © 38,1
(mechanics; electricians and wiremen; (receptionists/
foremen, primary metal industries.)= clerks;
o : cashiers.)
6 and 7 ’ % —— -
Total 45 42
% /100.0 100.0
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Table 2 (continued)

-

Duration of-Prior Occupation

Duration . Male Female
Less than .
6 months % - - w16.7 ’
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 {evel
(Grades 1 to 8) % 33.3 55.6
Secondary Level
(Grades 9 and 10) % 24,5 33.3
S

Secondary 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 pfeviously shown to be positively correlated
with both socioceconomic origin and occupational aspirations,
here it is seen that prior job status is also positively
correlated with these variables. In particular, the positive-
correlatfon betueen educational attainmenF and job status
supports other researchahuhich has shown the close association
betueen amount of formal education énd the level of job 7
obtained. The accompanying table reveals that almost sixty
per cent of the total sample is in the lower two deciles of
the occupational index; while forty per cent is in the middle
tuo deciles. None of the sample is in the upper two deciles
of this socioeconomic index.” The duration of the respondent!s
pre~training oécupation)uas 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 sample is 2.5 years. Approximately tuo thirds of the
sample ‘is in the "short job duration group", while, as Table
‘2 illustrates, about one third of ‘the sample is in the "long
job duration group". 1In addition, Table 1 reveals the
eositive correlation b;tueen prior job status and the duration
of the prior job.

A description of the measurements of the independent

variables may be found in Appendix C.

P
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The Dependent VYariables

Resocializatidn, or the fchange" variable, was
measured using sixteen items constituting "worker-related
personality traits". These items have been described earlier
(pp. 50 to 51). A description of the scale and measurements
of each of the dependent variables may be found in nppend&x C.
Respondents were asked to indicate the importance of certain
.characteristics in employees. The question was: "Howu
for an employed

\

. A
person to have?" Possible responses and scores yere (4) very

important do you feel the following things are

important, (3) %airly important, (2) not too impoftant, and
(1) not important at all. 1In a second part of the qﬁestion,
the respondents were asked whether or not the¥ felt they had
changed their views about the importance of these character-
istics while they had been at the school. 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 uere
(1) yes and (2) no. Dependent on an affirmative respanse to
the aﬁestion, the respong;s and scares uere (4) much more
important, (3) somewhat more impor%ant, (2) somewhat less
important, and (1) much less important. The index‘scbres
range from O (no;change) to 64 {(high change). Since there
were only a few responses to the Yno “*change" C;tegory, these
have been included with the ‘low resocializ;tion category.

t »
Individuals with scores above the median for this change

variable vere cateqgorized as belonging.to the "high resocial-

i
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ization" group, éhose scofing belou; 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 tuelve items.

THe measure of "skill-acquisition orientation versus
resocialization orieptation" vas derived from the questian
asking what the respondents viewed as the primary purpose
of their training praogram, The two possible responses and
scores uwere (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. Individuals ¢
giving response number one are referred to as "Yskill-
acquisition oriented" and those giving response number tuo

t’\
as "resocialization oriented",

In_brder to measure the level of planped '"skill-
utilization™ on. their post-training occupation, respondents
vere asked to what extent they planned to use their training

skills and abilities in future employment. The responses

and scores to the question uere (4) uses your skills and

abilities to a great extent; (3) uses your skills and abiiitie;
to a fair extent; (2) uses your skills and abilities to some
extent; a;d (1) not necessarily using‘your skills and abilitjes.
The scores were dichotomized into a "high skill utilization
levelt and.é "lpw skill utilization level,

The level of diFFiculéy in conforming to rules, or

"rule conformity", was measured according to how easy or’houw

-

’



difficult the respondents found it to comply with the rules
and requlations at the training institution. They were asked
about the difficulty involved in coming to school every day
on time, and in completing the uwork objectives satisfactorily
and quickly. Responses and scores wers (4) very difficult to
conform to; (3) Fairzy difficult to conform to; (2) fairly
easy to conform to; and (lz very easy to conform to. The'
resulting scores were divided intg a "high difficulty level"
and a "low difficulty level',

In order to measure the level of difficulty in "ruls

conforhity" in school as compared with the level of difficulty

in "rule conformity" on their last job, ("job rule conFormity#),

~

thé respondents were asked to compare their present tfaining
exper@eﬁce to their last, pre-training occupation. The re-
sponses and scores were (55 much mofe diFFicult“to conform in
school; (4) someuhat more difficult to conform in school;
(3) aboaut thejsame;\(zl,éomeuhat easier to conform in schoolj
and (1) much easier to conform in school. These responses were
divided according to whether .respondents found retraining
"more difficult" or Qsimilarh. The "similar" group includes
the comparatively few responses in the-“soméuhat gasisr" and
"much easier" conformity cateéories.

The level of preparation for rule conFofmity on théir
post-training job,or "rule conformity preparation®, uas mea§ured

according to the question on whether the respondents felt that

conforming to the rules at school was preparing them to conform

Y.
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to the rules and requlations on their next job. The responses
and scores ranged from (3) will prepare me a great deal; x
(2) will preéa;e me somewhat; to (1) will not maks any
differehce. The very few responses falling }nto the last
category were combined with the second category into the "low
pre%%ration level"”,” The other category 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
meety; (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! 1Fe-
mands as compared Ulth the level of dlfflculty in mesting the
pre~training job superior's demands, (“supervisor conformity"),
was measured according to (5) much more difficult to meet
teachers! demands; (4) somewhat more difficult to meet teachers!
demands; (3) ‘about the same; (2) somswhat easier to meet
teachers' demands; and (1) much easier to meet teachers' de-
mands. The responses were divided into two groups: those uwho
found it more difficult, and those who found it of a similar
level of difficulty. The very few respondents who found it
" easier wereg included with those who found i% of equal difficulty.

In order to measure the respondents! level of con-
formity to ths teachsrs! expectations in the training institu-

tion, or "teacher conformity", the respondents were asked

- eea A
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whether they felt that a student should always do what the
teacher expects him or her to do. The responses and scores
were (4) should alua&s do what the teacher expects you to do;
(3) should usually do what 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 uwith the teacher's expectations or not. The first th
responses form the "high conformity level', while the latter
" two responses rgpresent the “lou’conFormity level", )

The level of respondents! préparation For.conformity
to supervisor's wishes on their post-training occupation, )
("supervisor conformity preparation®), vas measured according
.to responses to £he question on whether they felt that by
doing what the teacher expected them to do during training
Qould prepare them to meet -the requirements of ths boss when
they bsgin'their post-tréining work. Thé responses and scores
were (3) will prepare me a great deal; (2) will prepare me
somswhat; and (1) will not make any difference., Thé F}rst
response represents a 'high level of preparafion" and the latter
two responses represent a "low level of preparation". The
very few responses in the "no difference" category are combined
into the "low lsvel of prepération" category.

"Wor tinizétion" wvas measured according to re-
sponses to the question asking respandents te what degree they

felt that their daily work routine in training was preparing

them to settle into a daily work routine on their post-training

R P VT OvPY VI S TOUNP
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Figure 1

Diagrammatic,Presentation Summarizing the Research Variables -
2
oo
-}L
Indebendent Dependent
Variables Yariables
SES Formal Job Occupational
Origin Education Status. Aspirations Resocialization
- Skill~Acquisition.
Sex Job
' Duration Difficulty in

Conforming during
Training

Difficulty in
Conforming during
Training as Compared
with the Pre-=training
Job

Preparatioh for
Conforming on the
Post-training Jaob

"
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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"
includes responses to the first catégory and a "low level of
preparation" includes the latter two responses.

The level of "work interest" was measured 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
résponses and scores included (5) much more interested in
working now than before entering training; (4) somewhat more
interested in working now than before entering training;
(3) about the same; (2) somewhat less intBrested in working
now than before entering training; and (1) much less interested .
in working nouw than before-entering training. The responses
were dichotimizeq into a "higher interest level" and a
"similar interest level",

A summary of these research variables is provided in
Figure 1.

The nature of the relationghips betueen these preceding
vaa}ables is presented in the Follauing analyses of the re-
search findings and in the accompanying tables.

!

Results
i 1

The presentation of the results of the study has been

"divided into four major sections as outlined in Figure 1. The
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first section deals with diFFerenEes in the respondents! re-
socialization and skill-acquisition orientations. The second
section looks at variations in adjustments to the worker-
,trainee role during training, while the third section explores
how these 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 orn their neu,
post-training occupations. ' .

Differences in Resocialization Orientation versus Skill-Acquistion

Orientation

We have already reviewed research showing that
¥
variations in socioceconomic origin background affect social-
ization and the assimilation of employee-related personality

characteristics considered '"desirable" by the industries?

decision-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 fellou
workers, reliability, and keeping the uork‘area orderly, O0Ons
would expect an increased lsvel of acceptance of "hierarchical
work values' by the lower socioceconomic origin groups as a
result of their training institution involvement. Research
regarding thé influence of parental occupational value

socialization suggests that a greatsr assimilation of bureau-
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cratic norms occurs among khose in the middle and upper socio-
economic strata as compared with the louer socicéconomic
strata. One susgspects that the latter qroups are less likely
to have parents who emphasize "hierarchical work values". In
adéition,.the louer socioeconomic stétus groups,JOCCUpying
predominantly lovwer level jobs, a;e likely in such positions
because of their comparative lack of previous successful
socialization into "hierarchical work values", Because of
this differential socialization, we would expect different
resoclialization patterns among respondents of different socio-
economic origin. Our data support the hypothesis that there
is a relationship betuween ciass 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 variaple)
than do those traineses of higher socioeconomic origin.
{Socioeconomic origin will hereafter be referred to as SES
origin). The lower SES origin groups, who are more‘likely to
be viewed as. lacking those employes characteristics deemed
favorable by employers, reveal a substantially greater accept-
ance of "hierarchicai work values"., The upper SES arigin
groups, probably by virtue of their prior Fami;igl-social-
ization -patterns, exhibit a much lower level of change in
their attitudes toward an increase in a valuation of the
employse-related traits as a result of their training experience.

As Table 1 indicated, the independent variables are

PR
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all positiﬁely correlated. It was therefore though£ that it
would be intereéfing,ﬁp determine which independent variables
are most important in explaining sach of the dependent
variables. To determine this, multivariate analysis uas
employed. The data are provided in Appendix B.

As discussed, social class origin has a negative

‘association with resocialization, As Table 1 in Appendix B

shows, social class origin and sex have the largest gross and
direct effects on resocialization of all the independent
vgriables.5

A major function of the training organization 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 wvelding,
typing, or nursing skills.. Since those in the uppsr socio-
gconomic origin levels appear to have previously internalized
employee-related work norms (és indicated by their noticeably
lower degrees of resocialization) we would expect them to be
less likely to place importance on acquiring job-related value
during their training. In céntrast, they would be mb;e likely
to emphasize the importance of skill-acquisition during their
training thahvuould the lower SES origin groups.

The variations in results of resocialization and skill
acquisition levels as they relate to the }eépondent's

occupational aspiration level are associated with variations

ip the respondent'!s socioeconomic origin. The high levels of

S -
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assimilation of "hierarchical work values" by those in middle
and upper socioeconomic strata are aésociated with relatively
hiéh occupational aspiratéons. Those who aspire to middle
level occupational positions, largely those of middle SES
origins, are more aware of those "hierarchical employee
values" 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, Fformal schoeoling is, of course, an
important mechanism for socializing individuals into suitable
and reliable employees as demanded by employers. Individuals
who have attained little formal schooling are least likely to
have acquired working habits that will make them "desirable™
to émployers. Consequently, positions of higher socioeconomic
status are secured by those with higher levels of Formaﬁ
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 middle level job backgrounds, to stress the importance of
acquiring occupakional skills during their period 6? training.
They are less likely to piace emphasis on leafning good working
habits which they have already le;rned through educafgonal and
familial influence, and values which in turn, have probably
been reinforced through working at jobs which have required
such employee ygaits as reliability, acquiescenéa, and stability.

The data support our hypothesis that there is an association
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between the importance of "resocialization versus skill-
acquisition” and the respondent's prior occupation.™ Table 3
shous that those’ trainees whp had held "louw status" jobs are
likely to score higher on resocialization than are those'uwho
held "high status" jobs prior to tréining. Responses to the
question asking what these trainee vieued as the primary purpose
of the training program (a question intended to separate the
more "skill-acquisition oriented" from the more "resocialization
oriented™ trainses) alsoc reveal inéeresting patterns. As
Table 4 indicates, those in the high job status groups are
more likely to view ¥he 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 refe;fed to as "skill-~acquisition
oriented". In contrast, those trainees in the low job status
éroups are more inclined to view the primary purpose of their
training as being "to learn good working practices, such as
Fulfilling the work demands." For the lower job status group,

the learning ‘of those working traits which are rewarded through

their interaction with training superiors becomes a goal taking

precedence over the acquisition of job skills. The low jeb
status group is hence referred to as being "resocjalization
oriented".l

The responses to the question on level of planned "skill
utilization" 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
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ch ad e

A P b s A e R el R

I e

o

(| = | et oot



99

TABLE 3%
Resocialization
Level ! Social Class Origin Last Job Status
High Low High Low
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 Duratipn _  Sex
Long Short Male Female
High % 63.3 66,7 60.0 71.1 :
T
Low % 36.7 33.3 40,0 28.9 !
Total %  100.0 100,0 100.0 100.0 :
N 30 . 57 45 45 f
Chi Square (1 df) . 005, NS .787, NS

I

(* See Appendix A for additional tables.)

S
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TABLE 4

Skill-acquisition vs.

Resocialization
orientation

Last Job Status

Last Job Duration

High Low Long Short
Skill-acquisition % 74,3 51.9 80.0 50.9
Resocialization’ % 25.7 48.1 20.0 49,1
N 35 52 30 57
Chi Square (1 df) 3.51, NS 5.83, p ¢.05
Formal Education Sex
High Lou Male Female
Skill-acquisition % 74.0 40.0 93.3 24,4
Resocialization 4 26.0 60.0 6.7 75.6
Total % 100.0 .100.0 100.0 100.0
N 50 40 45 45

" Chi Square ( 1 df)

9.25, p €£.0S

41.305, p < .05
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J3
TABLE 5
Skill Utilization Last Job Status 4£§st Job Duration
High Low Long Short
High % 62.9 21.2 52.0 30.0
Low Z 37.1 78.8 48.0 70.0
Total % 100.0 100.8& 100.0 100.0
N 35 52 30 57
Chi Square (1 df) 13.733, p .05 1.715, NS
- P
Formal Education Sex ‘
High Low Male Female
High %< 64.0 2.5 44,4 28.9
Louw %2 36.0 97.5 55.6 71.1
% 100.0 100.0 100.0° 100.0
N SO 40 45 45
Chi Square (1 df) 33.594, p < .05 1.722, NS
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TABLE 6
Last Job v u
Status Sex
Male Female
High % 42.2 38,1
Cou % '57.8 . 61.9
ﬁ%gotal g 100.0 100.0
N 45 42
Chi Square (1 df) .030, NS
= -
TABLE 7
Last Job
Duration Sex
Male Female
Long % 40,0 | 28.6
Short % 60.0 71.4
Total % 100.0 100.0
N 45 42
Chi Square (1 df) .801, NS
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patterns of level of skill-orientation in the previously
examined relationships, reveal that those in the upper job
status group are considerably more likely to expect to make
greater use of their 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 S). Cpngruent with these Tesults
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, ag well as between high
educational attainment and expectation of high skill utilization
on the job following training.

Furthermore, the patterns of resociglization orientation
versus skill-acquisition orientation vary a;cording to the
duration of the respondent's pre—trainingfg;cupation.' Those
who had been less steadily employed are more inclined to score
high on resocialization téan those uho‘had held steady jobs
before training (Table.S). Those in the "short job duration"
group tends to emphasize the impértance of acquiring skills
through their training (Table 4). Furthermore, as Table 5
points out, those respondeats wha had held their pre-training
jobs for a comparatively longer period show a greater tendency.
to expect a high level of skill utilizatien in their post-

training occupations. Thase 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
correlations and the beta coefficients in Table 2 in- Appendix
B. Job status and job duration have positive zero-order
correlations with skill-acquisition versus resocialization
orientatiqn. The beta coefficients show that the positive
independent effects of job status énd 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. 1In addition
are the consistent gross and direct effects of job status and
job duration on skill utilization (Table 3, Appendix B). Jeb
§tatus and job duration have similar direct effects on skill
utilization. Houwever, formal educational attainment makes
the largest contribution to skill utilization of all the
independent variables, although its direct effect is much
weaker than its gross effect. This variation is largsly be-
causg of the effects of job status and job duration on both
formal educational attainment and skili utilization. In
contrast with the importanmt effect of formal educational
attainment on skill utiliiation isggts contribution to skill-
'acquisition versus resocialization orientation. Uﬁile
educational attainment does have both a positivé zero-order
correlation with, and direct effect on, skill-acquisition
versus resocialization orientation, it does not have as large

k3
an effect as do other independent variables.
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Our data lead us to the following conc#usions.
Respgndents of higher SES origins are more likely to enter
upper level job positions, uhi;; those of lower SES origibs
hold lower level occupational positions chafacterfzed’by
high turnover rates and low wages. While the upper level
job incumbents may largely receive the higher job positions
perhaps initially because of their more stable employment
patterns and their greater levels of "worker value internal-
ization'", 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 lou level
job positions precisely because they lack stable job history
patterns and the same extent of "employee.value orientation™, ;
For these reasons, they méy experience considerably briefer
job stays as well as lengthier unemployment durations. As a
result, those in both the 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 ﬁrior job status groups \
and those in the longer prior job duration levels emphasize
the importance of skill—acquisifion in their training
involyvement.

We also found important sex differences in trainees! n '
patterns of rasécialization orientation and skill~acquisition.

Table 3 shows that females are more likely to score high on

NPT S
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The same pattern appears when one examines respondents' vieus
of the primary purﬁose of training 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 neuw
skills to obtain employment, Femalés, on the other hand, are
more likely to view learning good working Habits as the prime
importance of their training involvement. These varigtions
in the patterns of the trainees' primary training goal 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 ta a great extent in their subsequent occupations,
females are more inclined to expectna louer level of skill
utilization in their post~training occupations, Sex is found
to ha&e-the second most important direct effect on resocial-
ization after social class origin. Sex alsa has the greatest
independent effect on skill-acquisition versus resocialization
orientation of all the independent variables (Tables 1 and 2,
Appendix B),

One cgn speculate about the reasons for these sex
differences. The differential socialization patterns of male
and female children, in the home and dutside, may result in
sex variafions in. the internalization of'"uorker-relatgd |
personality traitg", As a result, an increased level of
"hierarchical employes value" acceptanée by females as compared

with males is exhibited in the present findings. While males



P - . e o AR, — Sy Y e St A

107
are more likely to expect that their dominant role will be
the uwork 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 louer level Jjob positions, It may be
that males' worker values are reinforced because of their
higher 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 louw
level jobs characterized by shorter stays (Tables 6 and 7).
The data presented here leads us to conclude that females are,
consequently, inducted into a "worker-related personality
value set" with considerably more determination on the part
of the training instjtution, and perhaps because of this re-
veal a greater likelihood of acquiring "favorable employee-
related traits" 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 betueen the sexes. Thehjobs that are
customarily open to women require relatiﬁqu low skills, but
do require especially that "godﬂ/Lorking hébits" be practiced.
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. Males, on the other hand, training for oceupations

0% a technical nature, are less likely to view these employge
traits as being as significant for success in their subsequent
Jjobs,

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 lou wages (Table 9).

Differences inm Adjustment to thgﬁUorker—Trainee Role

4

We have already shoun 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 increasaé in re-
socialization. In éddition, women stressed resocializaflen
more than did men. We pointed out that these variations\\\>"
might arise because these particular groups had not internal=~
ized "employee values" td such a high degree prior to re-
training. These particular groups may‘have’&alue sets which
differ from the value sets inculcated by thﬁé;etraining
organization. It is therefore likely that fﬁese groups would
havé the most difficulty in adépting to the new roles. and new
behavior required .of them in the retréining organization. As

was suggesﬁed, it may be that those individuals with lower
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TABLE 8
Post-Training Employment Sex
Male Female
Full-time 4 88.9 66.7
Part-time % 11.1 33.3
Total % 100.0 100.0
N 45 45

‘Chi Square (1 df)

5.207, p £.05

3 ———

TABLE 9
Occupational Aspirations Sex
Male Female
High 4 59,1 51.1
Low. % 40,9 48,9
Total % 100.0 100.0
N 44 45

Chi-Square (1 df)

.295, NS
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educational attainment obtain lou 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,cfemales, who
emphasize the importance of learning "desirable worker values"
during training, were thought to be less likely before
entering training, to be as aware as males as to what was re-
quired of those in the employee role. O0One would expect that
both trainees with little formal schoocling and of low pre-—
training job backgrounds and female traineses, 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 vieus
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 uhich deals with the éomparative difficulty in worker
conformity between the prior workplace and the school. Ue
expected that both the lower educational attainment groups and

the loyer job status groups, as well as female trainees, 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 assumed that they
would be more inclined, than would either males or those from
higher educational attainment levels and upper job status
levels, to emphasize a greater degree of preparation for
conformity to on-the-job rules and regulations follouwing
training as a result of their training involvement., UuWe also
expected that trainees from louwer educational levels, lowser
" status job backgrounds, and females would stress greater
levels of preparation through their training for meeting the
demands of future work superiors.

We did 16 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 gere
punctuality, and finishing their wvork objectives quickly and
in an acceptable manner. In addition, the trainees wuvere
also asked hou eésy or how difficult they found meeting the
demands of their teachers. They wsre asked, for exampls, how
difficult they found following the work instruct;oﬁg and pro-
cedures. Table 10 shous that those trainees who had more
education are much more likely to.find conforming to-the rules
and regqulations of the dai;y school requiréements relatively
easy. Those uith‘louer edd;atiqnal 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 feuwer problems in adhering
to the work requirements of their superiors, uwhile those with
less formal schooling have more difficulty in following work
instructions.

As anticipated, these results closely parallel the
results reléting to the variations in "rule conformity™"
according to the prior jaob status of the trainee. Table 10
shous that having difficulty with rules is also associated
with having held a low rather than a high stagus pre-training
job. Also, congruent with these results are those variations
in level of difficulty encountered in conforming to the
superiors' work demands (Table l1). 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 upperlpre—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
schoolt's requlations and in meeting teachers' requirements,
In contrast, ‘those trainges who had experienced brief pre-~
school job durations find they have both greater dificulty in

conforming to the institution's overall system of rules and

regulations, as well as greater difficulty in satisfying the
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TABLE 10

Rule Conformity

Formal Education

Last Job Status

High Low High Low
High Difficulty £ 30.0 92.5 31.4 76.9
Low Difficulty % 70.0 7.9 68.6 23.1
Total % °100.0 100.0 - 100.0 100.0
N 50 ° 40 35 52
Chi -Square (1 df) 33.067, p .05 16.024, p £.0S
Last Job Duration Sex
Long Short Male Female
High Difficulty % 23.3 77.2 37.8 77.8
Low Difficulty %  76.7 22.8 62.2 22.2
Total % 100.0 100.0 100.0 100.0
N 30 57 45 45
Chi Square (1 df) 21.338, p<.0S 13,163, p <€ .05
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TABLE 11
Meeting Teachers!
Demands Formal Education Ltast Job Status
High Low High Low
High Difficulty y3 32.0 85,0 34.3 78.8
Low Difficulty %4 68.0 5.0 65.7 21.2
Total /21/100.0 100.0 100.0 100,0
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 4 26,7 8.9 42,2 77.8
Low Difficulty’ Z 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 dFl 20,423, p £,05 10.417, p< .05

R
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instructors' demands that they follow certain work instructions
and procedures.

As the zero-order correlations and beta coefficients
in Tables 4 and 5 in Appendix B indicate, formal educatioﬁal
attainment has strong positive gross and direct efféects on
the "difficulty" variables. It is most importént in explaining
variations in level of difficulty in bg}h adhering to the
school's regulations and in following uork 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 wvorker-trainee role. However, the direct effects of
job duration are considerably wea%ef than its gross 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-
pendeét effects on ugriatioﬁs in worker—~trainee adjystment *
(Tables 4 and S5, Appendix B). "

The greater digélculty experienced by women in ad justing
to the rules of/the school and their training superiors A
relative to the men is shown im 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 first, their greater lack of
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"yorker=-norm internalization" relative to male trainees, and
second, the fact that the '"female" programs in the retraining
drganization place particular emphasis on certain aspects of
their resocialization. UWe have already discussed the emphasis
on qrooming habits and modes of self-presentation in programs

training women for clerical and nursing jobs.

Differences in Worker-Trainee Conformity in the Training
Institution and on the Pre-Trainina Joo

We have élready shown that those of lower educational
attainment, lower prior job statuses, and_briafer employment
durations are most likely to stress higher difficulty in
Gpnforming both to the rules and regulations imposed by the
training institution and to the requirements of their training
supervisors. Women t?ainees are also found to have more
difficulty 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 lsvel
of predispostion toward “desirable" employee values and the
level of internalization of worker traits which the retraining
organization seeks to develop in these groups of trainess.

These findings become especially important when we
cons%der the level of difficulty in conforming during training
as it relates to the respondent's employment history. Here
we are interested in extending the differences in trainees!

ad justments during the training period by comparing them
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specifically uith their pre-training working expgriences.
While it is expected that the patterns in tomparative level
”

of difficulty in trainee conformity will be céﬁsistent with
the more "static" level of trainee conformity as examined in
the previous section, it is anticipated that the present
findings will glarify variations in worker compliance through
a more "dynamic" comparison with the trainee's job background.

Responses. to the question on level of difficulty in
worker conformi omparing the individuals' conformity during
training with t rr,conformity in their prior workplace are
expected to reveé significant results according to the
trainees! Formafveducational attainment and prior'job status.
There are greater differences between the vieus of those re-
kspondents with relatively low levels of education who have
held low status jobs of briéF 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 to become manifested in the variations
in patterns.of the comparative degree of uorkef conformity
difficulty betuween the retraining environment and the prior
occupational environment,

The hypotheses regarding the relationship between
"comparative level of diFFicultyd in worker—-trainee compliance
along formal educational attainment divisions are confirmed.

Trainees were asked how difficult they found conforming to

AN T en) MmO fow kTs an s n A
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TABLE 12

Job Rule Conformity

Formal Education

tast Job Status

High Low High Louw
More Difficult 4 14,0 77.5 22.9 55.8
Similar % 86.0 22.5 77.1 44,2
Total % 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 Duration 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 64,5,
Total % 100.0 100.0
N 59 31
Chi Square (1 df) .509, NS

w
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TABLE 13

Supervisor Conformity Formal Education

Last Job Status

High Low High Low
More Difficult % 8.0 ) 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
tast Job Duration Sex
- Long Short Male Female
More Difficult %2 13.3 45.6 24,4 44.4
Similar 4 B86.7 54.4 75.6 55.6
Total % 100.0 100.0 ~.100.0 100.0
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 2 62.7 71.0
Total ) % 100.0 100.0
‘N 59 31

Chi Square (1 df) .302, NS °
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the rules and requlations 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-
tional group show a different pattern. These people find
adhering to the requlations of the training center ns more
difficult than meeting the demands of their previous workplace.
Also, the results in Table 13 shou that low educational attain-
ment is associated with a higher level of difficulty in con-
forming to the classroom superiorg' requests relative to that
of the work superior during previous employment.

Table 12 also shous that"those respondents of lou
prior status jobs,and of briefer employment durapions, are
more likely to have greater difficulty in complyiﬁg 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 exgibit

.a tendency toward no difference in adhering to rules and
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regulations between the school and the past workplace. 1In
accordance with these patterns are those shown in Table 13.
These findings indicate that those who have had lou status
employment and shorter job stéys have greater problems in
adhering to their training teachers' work demands than they
found with previous Jjob supervisors,

As the results in Tables 6 and 7 in Appendix B
indicate, formal edugational 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 uvorkplaces., These findings are of
ma jor 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 individuals into future waorkers
which on-the-job training does not provide. Resocialization
in the retraining institute occurs because of the nature of
the teacher-trainee relétionship which only the formal training
school setting can pravide. UWhile teachers view their role
as encouraging individuals into being disciplined and motivated
"uorkers; employers do not‘see their task aé such, While the
Jjob itselﬁ éérves to reinforce employee valueé, employers

expect potential u?rkers to have already internalized, either

o g | hah
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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 y4 20.0 6.7
1l year to 2 years % 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, p £.05
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through the family or the educational process, those values
requisite for "qood" 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 louer status emplayment 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 "compensatory" character of the socialization
proéess in the reyraining institution, and since a great deal
of emphasis is placed by employers on a prospective employee's
hireability according to the individuall's job history, in-
cluding both its nature and its steadiness, it is significant
that the 'trainee's past job status and the length of employment
are found to be key indicators as to variations in the trainee's
comparative difficulty 'in complying with demands for conformity
betueen the training organization and past workplaces,

We would also expect that females would have greater
difficulty in coping with work demands during their training
procgram experiences relative to their previous employment’
experiences.- While most of the female respondents have held
work priorvto entering training, thé? have generally occupied
low status jobs. .In~addition, they have worked less steadily

than the male trainees (Table 14).6 Just as female trainees
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wvere 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 confarming on the job are likely to be experieﬁcing
~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 resocialization” group are more likely to expregs
a greater amount of difficulty in encountering the requlatory
demands of the institution in comparison with those demands
made on the job. 1In contrast, those in tée "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 esither the job in general or those de&aﬁds exserted

by their superiors in the workplace.

o
N oy
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Conforming as Worker-Trainees in the 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

2
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 retraininag.,

The predicted relationships betwesn formal educational
attainment, and sex, and "level of preparation far 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
educatignal attainment are more inclined to feel that the
training perioq is teaching theﬁ toc cope with the system of
rules and Legulations they will encounter in their subsequent
workplaces. Those traindes of higher educational attainment,
on the other hand, do¢ not feel that their training will be as
useful for ching with rule requirements following training.

' We also examined trainees! views on whether meeting
the demands and requirements of the teachers in school would
help them to prepare for meeéing the work demands made by the
supervisor in their next workplace. This aspect of‘"employee

preparation" was precéded by a question on teacher cog?drmity
. AN
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Rule Conformity Preparation

Job Duration

Formal Education Sex
High Low ‘Long Short Male Female
High Preparation % 60.0 80.0 36.7 84,2 62.2 75.6
Low Preparation % 40.0 20.0 63.3 15.8 37.8 24,4
Total % 100.0 100.0 100.0 100,0 100.0 100.0
N 50 40 30 57 45 45
Chi Square (1 df) ; 3.267, NS 18.236, p <.05 1.297, NS
TABLE 17
Supsrvisor Conformity : ,
Preparation Formal Education Job Duration Sex
High Low Long Short Male Female
High Preparation % 66.0 72.5 50,0, 77.2 53.3 Ba4.,4
Low Preparation % 34,0 27.5 50.0 22,8 46.7 15,6
Total % 100.0 100,0 100.0 100.0 100,0 100.0
N 50 40 30 57 45 45

Chi Square (1 df)

(-

.187, NS

5,472, p €.05

8.762, p < .05

921
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in school which uas intended to reinforce 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 teacher's expectations,

TABLE 16
Teacher Conformity Formal Education Sex
High Low Male Female
High Conformity % 44.0 67.5 24,4 B4.4
Low Conformity" % 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 ths
one to decide the appropriate behavior in the classroom.

These variations in "teacher cénforﬁity" are in keaping
with the patterns of "preparation for fost-training supervisor

conformity" along educational attainment lines. Table 17 shous
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that there is an association between low formal educational
background and high levels of preparation for satisfying
superiors' demands in future jobag. )

We suggested earlier that the retraining institution,
as an allocator of social roles, functions primarily for
socializing individuals into reliable employees, and only

L5
secondarily as a transmitter of cognitive knouledge. Since,

in general, formal schooling is important in socializing
individuals into employee roles, then the formal educational
attainment of the client would be an important concern to the
retraining orgaﬁization. Vieuwing thémselves in the capacity
of a "re-educational", or "re—socia;ization" organization, a
priority in the socialization process would he to reduce this
differential in the degree of working value interéalization
betueen themselves and their clients, as well as to reinforce
these values in clients already having attained "adequate"
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,

WUhile formal educational attainment has a relatively
large neqgative independent effect on "worker preparation',
the respondent's pre-training employment duration has the
greatest direct effect (Tables 8 and lU,.Appendix B). 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, ' -

~

Congruent wvith the differential resocialization patterns
by sex (Table 3), are those variations in levels of preparation
for rule conformity. Table 15 shous that females are more
likely than are males, to feel that this type of preparation
will be of considerable help in enabling them to adjust to the
overall work demands of the Jjob following training.

In addition, females are found to stress the importance
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 b; the differenéial patterns in preparation for
adhering to employer's job demands Follouing training. UWomen
in particular felt that the experience of conforming'to
'training supervisors'! demands would be véry 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 B). The sex difference in conformity to teachers'
expectations, while nat surpri;Eng, is important when viewed

?
in terms of the organization's aims in socializing Feﬁal%
trainees. It is females' moré characteristic conceding be-
havior which allows for the retraining program's accomplishment
in their g}eater concern in socializing future female employees.
This greater submissiveness, in turn, contributes toward
explaining females!' higher employee preparation levels as

compared with males, While ths male trainees do express some
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preparation, it is to a considerably lower degree than the
female trainmees. 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 Fittipg them intoc 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 requlatory
measures and supervisors! obedience demands in their subsequent
jobs, they were also a%Fed wvhether 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 shous these variapions. The high job status groups
are less jnclined to feel that the retraining program supplies
a high amount of preparation for "work routinization" than are
the low job status groups. The low job status groups are more
likely to feel that they are being preparéd for stepping into
the routine of work following their training., Furthermore,
those traiheeg wvho had shorter pre~training occupational
durations.are more likely to feel that training will provide
preparation for adhering to the routine procedures in their
ngxt jobs. As Table 11 in Appendix B indicates,prior occupation

C

™~
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has the most important direct negative effect on work
routinization. In addition, job duration makes a relatively
large independent contribution toward preparation for job

routinization.

TABLE 18
Work Routinization lLast Job Status Last Job Duration
High Low Long Short
High Preparation % 28.6 59.6 50,0 77.2
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 variations according to job status are important
because jobs of a lower status are mo}e likely than are jobs
of a higher status to be characterized by such elements as
considerable reoutinization of jgb procedures, and repétitive-
ness of work tasks. In addition, it may be that }argely as a
result of the routine nature of these louer statug occupations,
are their great turnover rates and briefer employment durations
relative to jobs of a higher status. While jobs in both the
Y"high" status and the "low" 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 0ccupatﬁons. Consequently, it is
important that those who held louwer status pre-~-training jobs
are now viewing the training experience as helping them to
settle into 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-
aratidely brief durations. If during the course of retraining
workers can be trained into accepting and fulfilling highly
routine work, then they are more likely to stay -for longer
pefiods in post-training jobs. This would be important to

~gmployers who want to be supplied with a pogl of people who
will remain attached to low status employment.

We now explore the extent to which the retrainee§'
present schooling experience has affected their levels 6f
interest in working. Respondents were asked whether they
felt more interested in uorking: less interested in working,
or felt the same about working now as compared with houw they
felt before they entered’the training program, Table 19
shows that those traineses in the upper job status group are )
more inclined to feel that there has been no change in'their
level of interest in working ;ince entering the retraining
program. Houever, those trainee§ who had held lcﬁar pre-

training jobs claim that their enthusiasm for work has

| i
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" increased since they began training. Furthermore, those
trainees who had worked for relatively short periocds 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 intérested
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 uorthuh{le, 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 incereased interest of workers
in working would be crucial to an institution which attempts
to reduce unemployment and ugfker instability in low status
job sectors by encouraging workers to participate in those
types of jobs which are basic to the maintenance of the
existing socioeconomic tem,

A large independent effect on "work interest" is
contributed by the respondent'!s pre—-training job status (Table
12, Appendix 8). The direct effect of empioyment duration
is also relatively strong, but the greatest independent effect
on work inéerest is according to the sex of the trainee (Table
12, Appendix B).

A major finding is the sex diFfe;encenin changes in
interest in working. Table 19 shouws that among retrainees,

females experience an overwhelming increase in interest in
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TABLE 19

Work Interest

Last Job Status

Last Job Ouration

High Low Long Short
Higher Interest
Level % 62.9 80.8 56.7 82.5
Similar Interest
Level % 37.1 19.2 43.3 17.5
Total % 100.0 100.0 100.0 100,0
35 ' 52 30 57
Chi Square (1 df) 2.592, NS 5.461, p ¢ .05
Sex Resocialization
Male Female High Louw
Higher Inteflest
Level % 55.6 93.3 86.4 51.6
Similar fnterest .
Level % 44,4 6.7 13.6 48.4
Total % 100.Q0 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-
preting these sex differences, we are led to consider the
previous findings regarding the more sporadic patterns of
the women's employment and their briefer job stays relative
to;men.7 It is importanl that female trainees, who might be
gxpected to place less emphasis on the occupational role, are
in the précess 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
involves less change. While females are much more likely than
males to pursue part-timé employment, the nature of women's
work remains unchaﬁged. It has been showun that most of thé
female trainees will be in both service)and clerécal positions
which bring them in contact with the public. It is important
to employers that women who do work, perform bell in the
employee role and show enthusiasm for their work. In contrast,
jobs that involve littledor no contact with the public, such
as those uhkch will be filled by the male trainees, would be
less likely to demand ovvert 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{a£ing to the resocializgtion group of the

trainee. Table 19 points out that the "high resogialization

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 interest in
working now as compared to their pre-training intérest in
working., The greater interestlin working by the "high
resacialization group" represents,. from the perspective of

the retraining organization, a successful "balance" in the
resocialization process. Not only will these particular
train?es noy perforqyas resocialized, reliable, and conforming

employees, but in addition, will be enthusiastic about the

role of work in their lives.
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FOOTNOTES

See Chapter -1, pp, 41-42, .

McClelland, D.C., et. al. The Achievement Motive (New
York: Appleton-Century~Crofts, 1953); Stephenson, Richard
M. M"Mobility Orientation and Stratificatlion of 1,000
Ninth OGraders'", American Sociological Review, v. 22, 1957,
pp. 204~212,

See Chapter II, p. 70.

Berg, lvar. Education and Jobs: The Great Training

Robbery (Boston: Beacon Press, 197@); Gintis, Herbert.

"Education, Technology, and the Characteristics of Worker
Productivity", American Economic Review, v, 61, 1971,
pp. 266-279,

For the multivariate analysis, the independent variables
were coded as follows. Social class origin, Occupational
aspirations, Formal educational attainment, and Prior job
status (High = 1; Low = 0). Job duration was coded :
(Long = 1; Short = 0). Sex was coded $Male = 1; Female = 0).
Total unemployment duration was coded (3 years to 7 years,
or Long = 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 &nd Supervisor conformity
EMore difficult = 1; Similar = 0); Teacher conformity
High = 1; Low = 0); Rule conformity preparation and
Supervisor conformity preparation (High = l; Low = 0);
Work routinization (High = 13 Low = 0); 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
correlajions and beta coefficients acraoss the table.

See Table 13, Appendix B. The relationship between sex
and "work interest"™ remains constant uwhen it i% controlled
by each of prior job status, job duration, and total un-
employmant duration. This is indicated by the consistency
of the zero-order correlations and beta coefficients across
the table,
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CHAPTER 1V

SUMMARY AND CONCLUSION

Summarz

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 psrpetuation
of the dominant values and ideologies of the existing social
order. In this study, the retrd@ining institution was perceived
in terms of its relationship toythe total social system,
Certain social factors were ass}éiated with variations in one
of the retraining organization's major functions of teaching
trainees tq internalize particular values.

For the purposes of the present research, two pro-
cesses werg identified as occurring in the retraining
organization: "skill acquisition™ and socialization into
"uorker-related\bersonality 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 grecups are favorable towards hierarchical
social arrangements., Acceptance of hierarchical values
faciiitates*both success ih, and higher levels of, farmal

gducation and movement into middle level occupational positioqg.

138
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Those of lower class origins, in contrast, were viewed as
having less help from parents in learning to cope uith

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 emphaéis
R

on "skill acquisition®"™ and “resocialization" were found to be

related to the prior occupational background of the trainee.

. There was an association between having a resocialization

H *}:’AI'_J

orientation and having had a low status pre-—training employj
ment background. Those uitﬁ a skill-acquisition orientation
had held higher status pre;training occupations. The relation-
ship between higher status employment backgrpuné and skill-~

acquisition suggested that these individuals were more likely

to view rising skill levels as relesvant 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
represents certification for an occupational field (e.g.,
clerical, and industrial welding certification) rather than
for a specific job. Therefore, variations in levels of jobs

obtained Foliuuing training may well occur. It may be that
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tragnees 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
histories 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 orisntation of the
lower status job groups relative to the upper status job
groups was explained as resulting from their compardtive lack
of those particular "employee values" viewed by the retraining
organization as being necessary for smooth entry into post-
training work. For these particular groups of trainees, the
social climate in the retraining institution allowed for the
lgarning of "“employee-related values'.

While the findings indicate that éroups differ in the
extent to which they experiences a resocialization process,
the patterns do not fall into a strict dichotomy. While an
increase in assimilation of "employee-related values" is
occurring among certain groups of individuals during retraiping,
a process aof reinforcement is occurring among other groups of
individuals. This two-dimensional aspect of the retraining
process is represented paradigmatically in Chart 1. Ffor

example, the increase in resocialization by the lower status
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CHART 1
SUMMARY 0OF RESULTS *
Pre-Training

Assumptions Findings
Independent Dependent
Varjiables Yariables
(1)
- (R) Skill Acquisition
. (H) SES (H) (0)
/ Origin
Skill (L I ),(I)
Acquisition (R) (L) 222‘ (L) 3(R) Resocialization
(0) ‘ (0)
Formal (1) Adjustment to the
Ed. Worker-Trainee Role
/ (R)
(1) Ctc. (H) (0)
Status (OF'
; " (1) Conforming during

Hierarchical (I)

Employes (R) (L) Occ. L)
Values ér”/’,,f’. Duration
(0) ‘ i (or:
Short;
Sex Female)
. *Code:

I) = Increase

R) = Reinforcement

D) = Decrease

H) = High

L) = Lou

~———) = lLeads to
e———a = Intercorrelated

d ]

(%)
(0)

Training as
Compared with the
Pre-Training Job

(1)
(R)
(0)

Preparation for
Conferming on the
Ppost-Training Job

T



la2

job group is represented by an arrow from this group to (I),
or increase, on "Resocialization". The reinforcement in
resocialization among the upper status job group is indicated
by éhe arrouw to (R), or reinforcement. Also, the distinction
in "Skill Acguisition" betueen these groups is shouwn in the
chart by an arrow from the latter group tao (I), who emphasize
skill acquisition, and by an arrow from the lower status job
group to (D), who place complaratively less emphasis on the
importance of gkill acquisition in the retraining program.
The other relationships are also represented in this chart.

As the chart also shows, skill acquisition was found
to be of greater importance to the male trainees (I) during
the training program relative to the female trainees (D).
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 Fo get work as easily or as
well-paying without completing training and obtaining jobs
that utilize tﬁeir skills acquired during their training.

As the chart indicates, females were more lfkgly than
males to emphasize resocialization (15. 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
largeay resulting from their anticipation of those job
charateristics nebessary for successful performance in the
feminine employee role.

The two-dimensional aspect of the worker-trainese
socialization continuum was extended to the variations ex-
perienced by the retrainees in conforming to institutional
work rules and regqulations, especially as they related to both
the respondent's formal educational attainment and employment
background. These findings were considered to be of central
importanceg when viewed in terms of the compensatory nature
of the retraining organization's socialization process. As
illustréted in Chart 1, those of both low educational attain-
ments and of low status job histories were most likel; to
experience an increase (I) in difficulty in following the
specified working procedures and instructions during their
tréining as compared with their pre—-training work experience.
Among those with more formal education and of higher status
job backgrounds, there were similarities in felt diFFicﬂlty
in adhering to the work rules and regulations of the tréining
school as compareq with previous employment experiences. Ffor

dfhese latter’individuals, a process of reinforcement (R) in
;mployee.conformity is indicated. This is shown in the chart,

Women's greater difficulty in coping with working

procedures and in meeting specific requirements of immediate

superiors_during.trainihg relative to before training is also
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RN
depicted in the chart. This fipding implied that females were
undergoing a greater transition during retraining between their
prior "blue-collar" jobs into a "femininization" for their
"uhiée-collar" clerical and service occupations. Furthermore,
these results were found to be supported by the female trainees!
greater emphasis on preparation during their training for
following work instructions on the job after training. Males,
in coht;gst, finding the experience of meeting work demands
and procedures in training as consistent with theilr past
working experience, expressed louer degrees of "employee
preparation™., These results suggested that experience in the.
retraining program does provide for some preparation for the
occupational role. These sex variations in "Conforming during
training as compared .with the pre~training job" and "Preparation
for conforming on the post-training job" are represented in
Ehart 1. The rel;tive increases in "employee preparation" by
those of louer educational attainments and lower status employ-
ment backgrounds are also shown in the chart. Incparticular,
_ these results shoued the role played by institutional re-
training prégrams in mqulding individuals who had not pre-
Qiously been socialized to "fit" the occupational roles for

vhich- they were now destined.
+

The' Role of Manpouwer Policy in the Larger Perspective

~The Manpouwer Retraining Institution's approach clearly

‘ ) .
suggests that the source of unemployment is not structural but




e
results from the inadequacies of individual traineest The
institutional response to unemployment is to effect change by
resocializing thse unemployed 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 levéls.

An analysis based on the entire raﬁge of occupations
is often mistakenly extrapolated to all segments of‘the labor
market. What results fram this is that the situation of any
particular sector of the occupational structure-is frequently
misrepresented. The liberalist human capital approach to
the solution of low skill, high hne¢ployment problems is an
inadequate explanation. While the correlation between educa-
tion arfd income may be higﬁly positive for upper job level

incumbents relative to lower job level incumbents, the use of
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‘the human capital approach gor thaose skilled and semi-skilled
workers who become dpderemployed 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 uagés 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 exigts a
great variance in the ability of firms and industries to
grovide 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 éoth im-
perfections in labor mobility and low degrees of competitive-
ness among industrial sectors account for continued lou
income and high unemployment levels for vast segments of the
working populatiocn. Moreover, such structural barriers to
labor mobility cause igdividuals to become entrenched in the
low wage, high unémployment 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, Fraﬁ both the governmentt!'s 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 i3
originate in the weaknesses of the economic structure rather
than in the weaknesses:- of the individuals occupying the labor
market sectors. ) 7
The existing organizatiod of work roles under the
capitalist mode of production, for which governmental
institutions are the major means of reproducing and maintain-
ing monopolists' interests and ciass 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 ma jor
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 industrial sectors. Solutions to
changes: in the present labor market structure must be guided
by strong consid;rations 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 ﬁaper 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 unemﬁloyed 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



149

level would have been in the absence of the training program
p%§5icipation. Obviously, this method 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 esither to the
training group or to the céntrol 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. Tﬁis 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 retraining program. The importance of the selection
procedure to the overall training prdcesé 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 afé 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

AM
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individuals would be that of data collec@ion as such in-
dividuals would likely constitute a highly mobile population,
The relationship of this control group to the present re-
search sample is repressnted diagrammatically in Chart 2 and
is numbered 1la,

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 reqularly employed.
The major research objective would be to distinguish the tuwo

P

groups accoerding to the degree of "emﬁfb?ée—value internal-
ization", as well as the level of skill-acquisition. While
manpower policy emphasizes the importance of training for
skill development and the human capital approach to economic
development, it may be more accdrate to view the position of
the wvorking class from a structural perspsective rather than
from an individual, skill ability perspective. Through such
. a comparison involving one group of trainees with a control
group of indjviduals 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 variations in the skill
ability of the individual worker. The position of this
control grouq‘fn relation to the trainee population is shouwn
as 1lb in Chart 2.

These two major research approaches would be directed

towards attempting to deal with an important issue relating
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to manpouer policy., It is suggested that there exists a
two-sided contradiction in the overall manpouwer retraining
policy. On the one hand, the process of selection determines
uhjch 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 contrcl these ports of entry greatly affect
the distribution of apportunities 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 being to reduce socioeconomic
inequalities, then here exists_f strong contradiction. Hou-
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, traineses, who represent a lou cost labor force, may

in time be the most likely to become 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 feollowing retraining thereby
reinforcing itself,

Another group one could study is those trainees who
stay in the program for only a short period of time. The aim
in this research would be to shouw whether the primary import-

ance in the training process is placed on employese-value
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resocialization, It is possible thgt 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 withdrauwls
from the program. In this sense, this same type of control
group might evidence the secondary imﬁortance 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 of 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 possible research appfoach would be a comparaﬁ—
ive analysis of trainees in the insitutional program and those
in other types of government training programs, such as the
apprenticeship program or the training-in-industry program.
These comparisons would provide insight into the variations
in levels of resocialization versus skill-acquisition
differences according to whether the training is of the on-
the-job type or the institutional 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 manpouer rstraining
programs might involve participant observation studies.’' Such

a method could be applied to the pre-training.selection procesé;d

/ v
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itself since it was previously sugqgested that in addition

to the more formal selection policy procedures, there operates
at another level, the fiore 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 ths
middle~-class governﬁent official and the unemployed, lower-
class client.

Alsao, the participant observation approach could be
applied to the retraining organization'!s resocialization
process. A study focusing on peer group interactidﬁ 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 eéucational organization
with other existing levels and types QF 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 when 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

B g
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research approach might explore the particular function of

the retraining programs in maintaining a large proportion

of the younger elements of the population dependent on the
government, This produces a large reserve group of skilled
workers, thus allowing for greater control by dominant economic

pousrs and, concomitantly, a reduction in class conflict.

-



FOONOTES

Johnson, Leo. "The Development of Class in the Twentieth
Century", in Teeple, Gary, ed., Capitalism and the
National Question in Canada (Toronto: University of

Toronto Press, 1972), pp. 141-183, esp. pp. 163-179;
0'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).

The relationship of the Institutional Traiming 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
Lavel . Aspirations
e
High Low High * Louw
Low % 36.7 30.0 38.0 30.0
L
Total % . 100.08. 100.0 100.0 100.0
N 49 - 40 50 40
" Chi Square (Y df) .196, NS .325, NS
- TABLE 2
Skill-acquisition vs. Social Class Occupational
Resocialization - Aspirations
orientation High Low High Low
Skill-acquisition 4 61.1 55.6 65.3 52.5
Resocialization % 38.9 44,4 34,7  47.5
Total - % 100,0 100.0 100.0 100.0,
~ N 54 36 49 40

Chi' Square (1 df) . ’ ,094, NS 1.01, NS :
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TABLE 3

Skill Utilization Social Class Occupational
Aspiratians
\ High . lLouw High Low
High % 51.9 13.8 42.9 30.0
Low % 48.1 86.1 57.1 70.0
To}al % 100.0 100.0 100.0 100.0
N 54 36 49 40
Chi Square (1 df) 11.820, p< .05 1.058, NS
TABLE 4
Rule Conformity Social Class Occupational
Aspirations
o High Louw High Louw
High Difficulty % 46.3 75.0 51.0 67.5
Low Difficulty % 53.7 . 25.0 49.0 32.5
Total % 100.0 100.0 100.0 100.0
N 54 36 49 40
Chi Square (1 df) 6.166, p<{ .05 1.831, NS
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TABLE S

Meeting Teachers! Social Class Occupational
Demands Aspirations
CN High - Low High Louw
(-2
High Difficulty % 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 S4 36 - 49 40
Chi Square (1 df) 6.715, 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 | % 100.0 100.0 100.0 100.0
N

54 36 49 ’ 40
. e
Chi Square (1 df) ) 7.532, p<£.05 .142, NS
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TABLE 7

¢

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 .0D0, 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 4 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

[

.
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Teacher Conformity Social Class Occupational Last Job Last Job
: : Aspirations Status Duration
High Low High Low High Louw Short Long
High Conformity % 46.3 66,7 57.1 52.5 45,7 57.7 6l.4 36.7
Low Conformity % 53.7 . 33.3  42.9 47,5 54,3 42,3 38.6 63.3
Total % 100.0 100.0 100.0 100.0 100.0 100.0 1l00.0 100.0
N 54 36 49 40 35 52 57 30
Chi Squars (1 df) 2.839, NS .050, NS .772, NS 3.89, p <£.05

191
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TABCE 10

Superviser Conformity Social Class Occupational

Last Job
Preparation Aspirations Status
High Lou High Low High Low
High Preparation % 68.5 69.4 67.3 70.0 63.0 71.0
Low Preparation .- % 3.5 30.6 32.7 30.0 37.0 29,0
Total % 100.0 100.0 100.0 100.0 100.0 100.0
N 54 36 49 40 35 52
Chi Square (1 df) .019, NS .002, NS ,331, NS
TABLE 11
Work Routinization Social Class  Occupational  Sex Forpal
Aspirations Education
High Lou High * Low Male Female High Low
High Preparation & 46.3 52.8 34,7 ‘65.0 42,2 55.6 44,0 55.0
Low Preparation % 53.7 47.2 -65.3 35.0 57.8 44,4 56.0 45,0
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) .150, NS 6.932, p<.05 1.112, NS .681, NS

291
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TABLE 12
Work Interest Social Class Occupational Formal
Aspirations Education
High Low High Low 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 5S4 36 49 40 50 40
Chi square (1 df) .703, NS 1.907, NS 1.753, NS
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APPENDIX B

In the following Tables 1 through 13, are shoun tuwo
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.

-3

each variable has on the dependent variable when other Qariables

are held constant.

TABLE 1

Gross .and Direct Effects of Independent Variables on
Resaocialization

Social Origin Formal Education

Gross effect. (r) -.210 Gross effect (r) -.084
Direct effect (b) -.251 ‘Direct effect (b) -.052
Sex Prier Job §tatus i
Gross effect (t) -.117 Gross effect (r) = -.045
Direct effect (b) -.145 - Direct effect (b) ~-.054
Dccupational ‘Prior- Job Duration
Aspirations

Gross effect (r) -.053 Gross effect (r) ~.033
Direct effect (b) -.038 Direct effect (b) -.061

—
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TABLE 2

Gross and Direct E£ffects of Independent Variables on
Skill—-Acquisition versus Resocialization Orientation

Social Origin

Gross effect (r)
Direct effect (b)

Ssx

Gross effect (r)
Direct effect (b)

Occupational
Aspirations

Gross effect (r)
Direct effect (b)

.055
.044

.700
.633

. 143
.067

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)

343
.158

.250
.192

.203°
.184

TABLE 3

Cross and Direct Effects of Independent Variables on

Skill. Utilization

Social Origin

Gross effect (r)
Direct effect (b)

Sex

Gross effect (r)
Direct effect (b)

Occupational
Aspirations

Gross effect (r)
Direct effect (b)

.286
«.205

.161
.108

.140
.051

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)

.634
.480 .

.354
.285

c117
157
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TABLE 4

Gross and Direct Effects of Independent Variables on

Rule Conformity

-

Social Origin

Formal Education

Gross effect (r) -.285 Gross effect (r) -.629
Direct effect (b) -.002 Direct effect (b) -.459
Sex Prior Job Status

Gross effect (r) -.305 Gross effect (r) -.426
Direct effect (b) -.251 Direct effect (b) -.362
Occupational Prior Job Duration
Aspirations i

Gross effect (r) -.150 Gross seffect (r) -, 480
Direct effect (b) -.029 Direct effect (b) -.305

TABLE 5

Gross and Direct Effects of Indepsndent Variables on

Meeting Teachers!

Demands

Sacial Origin.

Gross effect (r)
Direct effect (b)

Sex

Gross effect (r)
Direct effect (b)

Occupational
Aspirations

Gross effect (r
Direct effect’ (

)5

-.296
-.047

-.363
-.298

~-.200

-.095

Formal Educatian

Gross effect (r) - o539
Direct effect (b) -2480

Prior Job Status

Gross effect (r) -.419
Direct effect (h) -.326

Prior Job Ouration

Gross effect (r) -.481
Direct effect (b) -.306

PP
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TABLE 6

Graoss and Direct Effects of Independent Variables on
Job Rule Conformity

Social Origin Prior Job Status
Gross effect (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
Direct effect (b) ~-.253 Direct effect (b) -.244
Occupational . Resocialization
Aspirations
Gross effect (r) -.076 Gross effect (r) .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 Variablss on
Supervisor Conformity

Saocial Origin - Prior Job Status

Gross affect (r) -.267 Gross effect (r) -.205
Direct effect (b) -.080 ,Direct sffect (b) -.170
Sex Prior Job pDuration

Gross effect (r) -.210 Gross effect (r) ~.207
Direot effect (b) -.102 Direct effect (b) ~.152
Occupational Resocialization
Aspiratiaons

Gross effect (r) -.020 Gross effect (r) .104
Direct effect (b) -.064 Direct effect (b) .042
Formal Education

Gross effect (r) -.622

Direct effect (b) -.551
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TABLE 8

Gross and Direct Effects of Independent Variables on

Rule Conformity Preparation

Social Qrigin

Formal Education

Gross effect (r) -.206 Gross effect (r) ~-.215

Direct effect (b) -.084 Direct effect (b) -.125

Sex Prior Job Status

Gross effect (r) -.144 Gross effect (r) -.104

Direct effect (b) -.120 Direct effect (b) ~-.170

Dccupational Prior Job Duration

Aspirations

Gross effect (r) -.156 Gross effect (r) ~,492

Direct effect (b) -.106 Direct effect (b) -,454
TABLE 9

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)

I

-.200
-.237

"'602
-.616

.059
.081

Formal Education

Gross effect (r)
Direct effect (b)

Prior Job Status

Gross effect (r)
Direct effect (b)

Prior Job Duration

Gross sffect (r)
Direct effect (b)

-0234
-.140

-.140
—.1.17

-.252
"0071
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TABLE 10

Gross and Direct Effects of Independent Variables on
Supervisor Conformity Preparation

Social Origin

Formal Education

-.070

Direct effect (b)

Gross effect (r) ~.012 Gross effect (r)

Direct effect (b) -.059 Direct.effect (b) -.102

Sex Prior Job Status

Gross effect (r) ~.336 Gross effegt (r) -.074 >

Direct effect (b) -.295 Direct effect *(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 3

Gross and Direct Effects of Independent Variables on

Work Routinization

Social Origin formal Education

CGross effect (r) -.064 Gross effect (r) -.109

Direct effect (b) -.038 Direct effect (b) -.060

Sex ) Prior Job Status

Gross effect (r) -.133 f Gross effect (r) -.304

Direct effect (b) -.104 ° Direct effect (b) -.211

Occupational " Prior Job Duration

Aspirations -

Gross effect (r) -.210 Gross effect (r) -.220,
-.109 Direct effect (b) -.157

®
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TABLE 12

Graoss and Direct Effects of Independent Variables on

Work Interest -

§2§ial Origin Prior Job Status

Gross effect (r) -.017 Gross effect (r) -.239
Direct effect (b) -.029 Direct effect (b) -.262
Sex . Prior Job Duration 7
Gross effect (r) -.302 Gross effect (r)- -.051
Direct effect (b) -.322 Direct effect (b) -.102
Occupational Resocialization
Aspirations . . ‘

Gross effect (r) -,042 Gross effect (r) . 4276
Direct effect (b) -.077 Direct effsct. (b) %135
Formal Education '

Gross effect (r) -.124

Dire€t effect (b) -.074

.
A 20
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TABLE 13

Gross and Direct Effects of Sex on Job Rule Conformity,
Supervisor Conformity, and Work Interest by Prior Job Status,
Prior Job Duration, and Total Unemployment Duration

Prior Job Status

Job Rule Supsrvisor. Work

Conformity . Conformity Interest

Sex . .

Gross effect (r) -.360 -.107 -.026
Direct effect (b) -.340 -.080 -.033

Prior- Job Duration
Gross effect {r) ~.360 -.107 -.026
Direct effect (b) ~-.321 -.076 -.024
Total Unemployment Duration

Gross effect (r) -.360 -.107 -,026
Direct effect (b) -.429 -.175 -.036

o
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APPENDIX C

Interview Schedule

Work History
a) What uas your last, most recent, full~time job?
1961 census and Blishen index.

b) How many hours per week did you work?

1l 1lsss 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 held it.

01 less than 6 months 09 7 = B8 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 . 15 more than 15 years(please

7 08 6 - 7 years - 00 N/R specify)

Was this your last, most recent job?
1l yses 2 na. 0 N/R
a) (If no to No. 2): UWhat was your last, most recent,
part-time job?
S
(Repeat No, la).
b) How many hours per uweek did you work?
(Repeat No, '1b).

c) Please specify the length of time in years, months, and
weeks that you held it.

(Repat No. ic).

What type of work do you hope to obtain eventually as a

- Yifetime job?

" (Repeat No. 1la). . A h

k4
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uld you please indicate any period(s) of unemployment

completion of your formal education and its

ration, each separately (This includes anyone not

~ employed, e.g., housewi

01
02
03
04
05
06
07

Pr
In
01
02
03
04
05

06
07

a)

'3
0
b)

1

less than one week
- 2 weeks

weeks - 1 month
- 2 months
months
months
months

EWRNKFEN -
(S ) S ]

esent Training

fe)?

08
09
10
11
12
13
14
15
00

5 - 6 months

6 months - 1 year

l -~ 2 years

2 -~ 3 years

3 - 4 years

4 - 5 years

more than 5 years (please specify)
none

N/R

"what course are you presently enrolled?

academic upgrading
clerk-typist
commercial refresher

commercial stenographer
dressmaking/alterations

food services
health care aide

08 machine ‘shop

09 painting and decoratlng
10 steel layout and welding
1l teller cashier

00 N/R

What do you see as the primary purpose of the training

program:

to learn a new skill such as welding, typing, or
nursing to get a nsw job; or,

to learn good working practices such as fulfilling

the work demands

to learn a new skill such as ueldigg, typing, or

nursing to get a new

job

to learn good working practices such as fulfilling

the work demands
don't knowu
N/R .

(If "don't knouw"):
which would you say

to learn a new skill
nursing to get a new

vell,

if you had to make a choice,

is. closest to your opinion?

such as welding, typing, or

job

2 to learn good working practices ‘such as fulfilling

the work demands
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3. In the job you are training for are you planning on
work that primarily:

i) uses your skills and abilities to a great extent
ii) uses your skills and abilities to a fair extent
iii) uses your skills and abilities to some extent

iv) not necessarily uses your skills and abilities
uses my skills and abilities to a great extent
uses my skills and abilities to a fair extent
uses my skills and abilities to some extent

not necessarily uses my skills and abilities
undecided

N/R

oNsERN-

4. a) How important do you feel the following things are
for an employed person to have? Please rate each one
according to the following code:

Very important
Fairly important

Not too important
Not important at all
Undecided

punctuality

shouws up at work every day

loyal to his/her employer

goes 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 with the boss,

f) ensures his/her job security by following the work
procgdures

g) accepts woTrk requirements and complains as little as
possible '

h; co-operates and works well with other people on the job
speaks up to the boss if the work load is too much or

too difficult

j) reliable - gets his/her work ‘done in the specified

“length of time and does it well; able to work, alone

with minimum supervision

[+: = Mg B o 1]

k; keeps work area orderly
feels it is alright to'speak up if some of the rules
specified by the boss could be changed
m) feels it is better when a set of rules exists to be
followed in the workplace
continued...
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(continued...)

n) feels it is better to set many of your own individual
vork rules in the workplace

o; dressds suitably for the job

p) neatness and cleanliness -~ good overall appearance

(for a to p inclusive)

very important

fairly important

undecided

not too important . ‘Q
not important at all

N/R

b) Do ydu feel you've changed your vieus at all in any &
of these ways since you've been here at school?

OGN

1l yes 2 no . 0 N/R

c) (If yes to 4b): In what way(s)?
much more important

somewhat more important
somewhat less imnortant

much less important

N/R

LN+

How easy or difficult do you find the rules and requlations
here, such as coming to school every day on time, and
finishing the wark objectives well and as quickly as
possible? )

very difficult to conform to
fairly difficult to conform to
undecided

fairly easy to conform to

very easy to conform to

N/R

How does this compare.with your. last job?

.much more difficult to conform in school
somewhat mare difficult to conform in school
about the same .. _
somewhat easier to conform in school
much easier to conform in school

N/R . ~
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Do you fesl that conFormiﬁg to the rules here at school
is preparing you to conform to the rules and regulations
on your next job?

O WN -

will prepare me a great deal
will prepare me somewhat
will not make any difference
undecided

N/R

How easy or difficult do you find it to meet the demands
of your teachers, such as following the work instructions
and procedures?

(B HIF-N RS

very difficult to meet

fairly

difficult to meet —

undecided

fairly

gasy to meet

very easy to meect

N/R

L3

How does this compare with .meeting the demands of your
last boss(es) at work?

onsLIN+-

much more difficult to meet teachers'! demands
somewhat more difficult to meet teachers! demands
about the same

somewhat easier to meet teachefs' demands

much easier to-meet teachers' demands

N/R

Do you feel that a student should alwvays do what the
teacher expects him or her to -do?

ou;m E&EUN -

should always do what the teacher expects you to do
should usually do what the teacher expects you to do
should occasionally do what the teacher expects you to do
should do what you think is right, whether it agrees with
the teacher's expectations or not

undecided

N/R

Do you think that deoing what the teacher expects you to do
will prepare you to meet the requirements of the boss uwhen
you start working?

o8& GN

will prepare me a great deal

bl

will prepare me somewhat
will not make any dlfFerence
undecided

N/R

e
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Do you think that your daily work routine in (name course

in which rescondent is enrolled) will hels you to sett.e
into a daily work routine on your next job?

will prepare me a great deal
will prepare me somewhat
will not make any difference
undecided

N/R

Would you say that you are: much more interested,
somewhat more interested, about the same, someuwhat less
interested, or much less interested in working now than
you were before you entered your training?

oOLLWUN -

1 much more interested in working now than ] was before
I entered training

somewhat more interested Ln working now than I was
before I entered training

about the same

somewhat less interested in working now than 1 was
before I entered training -
much less interested in working now than I uvas before
I entered training -
N/R

o unn s N

Background Data

Sex
1 male 2 female 0 N/R
Age
01l less.than 17 10 33 -.35
02 17 - .18 11 356 - 38
03 19 - 20 12~39 - 41 =
04 21 - 22 13 42 - 44
05 23 - 24 _ 14 45 -~ 47
06 25 - 26._ 15 48 -~ 50
07 27 - 28 - 16 over 50 (please specify)
08 29 - 30 00 N/R .
09 31 - 32

Formal Education

01l no Formal schooling

02 grade 1°

03 grade 2 .

04 grade 3 N *
05 grade 4 “

.06 grade 5

continued.,..
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(continued...)

07
08
0%
10
11
12
13
14
15
16
17
18
19
20
21
00

grade 6

grade 7

grade 8 (completed elementary level or equiualent)
grade 9 ‘

grade 10

grade 11

grade 12 :

grade 13 (completed secondary level or equivalent)
part technicai/trace school

completed technical/trace school

part community ccllege

completed community colleqe

part university

completed university

other (please specify)

N/R

What is/was your father's occupation?

1861 census and Blishen index.
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