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ABSTRACT

The Canadian Institute for Research was commissioned in
April 1978, by the Government of the Province of Alberta, Department
of the Environment, to undertake a study designed to generate
research problems and questions pertinent to a study of native
employment patterns in the Athabasca 0il1 Sands region. This study
included the identification, review, and analysis of existing data.
It focused on information derived from: (1) existing literature
on native employment and training programs across Canada and in the
local area; (2) interviews conducted with key persons in industry,
government, and training institutions; and (3) file data of employ-
ers, training institutions, and employment-related institutions in
the area. From these sources, patterns and trends in native
employment and employment training were identified; gaps and
ambiguities about employment patterns and employment training pro-
grams were cited, and recommendations for future research forwarded.

Research methods and findings from all data collection
sources are described fully in this document. The reports are
organized by data source. Each separate report contains summaries
of findings from that source. Summary statements of findings,
together with recommendations for further research, are presented
in the final chapter, in the Digested Report, and the Executive
Summary.



xviii

ACKNOWLEDGEMENTS

Thanks are offered to all those who responded to our need
for aid: 1o the Alberta 0i1 Sands Environmental Research Program,
to the staffs of Native Qutreach, Keyano College, the Northeast
Alberta Region Commissioner's (Office, Syncrude Canada Ltd., Great
Canadian 0i1 Sands, and Canadian Bechtel. To those officials of
governments or institutional programs who responded to our requests
for information, we offer our gratitude.

This study is the result of the interest and involvement
of numerous people not specifically mentioned in the report; however,
without such assistance the research could not have been accomplished.

This research project HS 40.1 was funded by the Alberta
(i1 Sands Environmental Research Program, a joint Alberta-Canada
research program established to fund, direct, and co-ordinate
environmental research in the Athabasca 0il Sands area of north-
eastern Alberta. (see Figure 1).



%

ALPENTA OIL SANDS. EMVIRDMISENTAL RESEARCH PROGRAM

ACSERP 5
STUDY AREA oy
A' berta Lfﬂobnosr
Birch Mountoins
Edmonton £
")
Gardi
‘La.;::; .
¢/
Namur
,’ &

. FORT
I\ McMURR AY
&

y, Koarwater A
Thickwood Hitls o \".F & 0 rp?-tbp:-....,-._l‘

ATHABRSCA pan 87 &
A ABAS h

T " Horse

L " 3
s Gregoire ‘ nzac
Km 10 4] W0 20 ag :

%,
Mi 10 0 20 30 20 \

Figure 1. Map of the AOSERP Study Area.



1. INTRODUCT IO
In April 1978, the Canadian Institute for Research (CIR)
was contracted by the Government of the Province of Alberta, Depart-

ment of the Environment, to conduct a study of native employment
patterns in the Athabasca 0il Sands region. This study was designed
as a problem definition stage. In other words, the study was not
designed to answer specific questions or to test particular hypo-
theses, rather it was designed to discover which questions needed

to be asked and to suggest what kinds of researchable problems were
apparent for a study of native employment patterns in the Athabasca
011 Sands region.

This study was not intended to be a general labour survey
of the native labour force in the Athabasca 0i1 Sands region. Such
a study would be desirable but was not within the scope of this
study. It was recognized by officials of the Alberta 011 Sands
Environmental Research Program (AOSERP) and CIR that there was need
for a preliminary study to determine major local concerns and
research priorities before field work was engaged in in the area.
Therefore, the problem definition stage was comprised of three
major tasks: (1) literature review; (2) preliminary interviews
with personnel from industries, native organizations, and relevant
government agencies in the Athabasca 0il1 Sands region; and (3) file
analysis. These three tasks were undertaken to generate research
problems and questions pertinent to a study of native employment
patterns in the oil sands region. It is emphasized that the study
did not intend to give gquantitative data or to determine the native
employment patterns. Al1 the data were taken from existing sources
which were used to reveal local trends which could aid in formu-
lating further research projects to investigate more specific
issues of concern regarding native employment patterns in the
Athabasca (il Sands region.

1.1 REPORT FORMAT
Since this report is intended for various audiences., an
attempt has been made to organize the findings in a way which



should serve the needs of each of the reading audiences. For
those interested specifically in the research problems and ques-
tions, the Executive Summary provides a synopsis of the recommen-
dations for future research. The Digested Report includes the
extrapolation of the information from the data sources and the
recommendations emanating from this information. Finally, the
Amplified Report contains the description, identification, review,
assessment, and analysis of the data sources. Each section is
separated in an effort to make the report more useful.
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2. EXECUTIVE SUMMARY

This report summarizes the major findings and recommen-
dations of the study on native employment patterns in the Athabasca
011 Sands region. This is a sensitive area of research and has
demanded the co-operation of various groups in the oil sands region.
Such a comprehensive area of research has resulted in the creation
of a study aimed at problem definition. Therefore, the findings
reveal more questions than answers and the recommendations are in

terms of areas for further research.

2.1 BACKGROUND OF THE STUDY

The study was contracted to the Canadian Institute for
Research, by the Alberta Government, Department of the Environment,
in April 1978. According to the terms of reference, the term
"native employment patterns" includes employment, underemployment,
and unemployment among Treaty Indians, non-Treaty Indians, and
Metis people residing and/or working in the oil sands region.

Data collection procedures were designed to generate
research questions. Three data sources were identifijed: (1) liter-
ature review and document analysis; (2) preliminary interviews with
personnel from industries, native organizations and relevant govern-
ment agencies in the Athabasca 0i1 Sands region; and (3) file
analysis.

2.2 MAJOR FINDINGS
The findings are listed according to data source.

2.2.1 Findings from the Literature Review and Analysis of

Local Documents

2.2.1.1 General literature findings. The following trends were
identified in the general literature:
1. There has been a move from descriptive accounts of
native unemployment to complex analytical studies

of barriers and facilitators;



2. Solutions for native unemployment are seen as multi-
faceted whereas, in early studies, providing jobs was
seen as the single solution;

3. Many presuppositions previously held about native
employment (e.g., Indians prefer short-term, casual,
seasonal employment) are being challenged by evidence
derived directly from native people;

4. Unitateral solutions involving changes for the native
people solely are being replaced by demands for
bilateral solutions requiring accommodations from
both the native people and the wider society;

5. For the past fifteen years there has been a shift
from on-reserve employment to off-reserve employment;

6. Many studies show that specific labels (such as
"native") cloud significant differences within the
group; region, educational level, closeness to the
traditional way of 1ife, etc. all affect the
individual's view of employment; and

7. Higher educational levels among young native people
have raised expectations. This has created a group
of native people with more opportunities than their
fathers, but also more tension and frustration as
the opportunities open do not live up to their
expectations.

2.2.1.2 Local Document Findings. The following trends were

observed in the available-local documents, and are summarized:

1. There is growing concern with the effects of the oil
sand development on Tocal communities;

2. Studies of the Tocal communities have revealed the
basic cultural, social, and economic aspects of



these communities from the perspective of the outside
researcher, not from the view of the community
residents;

3. Most studies have been descriptive in nature. They
have not analyzed the problems involved with native
employment;

4, Most theoretical discussions have drawn their assump-
tions from data gathered from outside the region;

5. Employment statistics are conflicting and contradic-
tory and vary to such an extent that they appear
highly suspect;

6. The literature reviewed here suggests that employers
and researchers are aware of some of the problems
involved in native employment. However, the exami-
nation of these problems in native employment in the
0il sands region has been spotty and speculative; and

7. Most studies are based on assumptions about native
people which have not been tested and may not be
relevant to the oil sands area.

2.2.2 Findings from the Preliminary Interviews
From the preliminary interviews the foilowing general
conclusions were drawn:

1. Survey techniques would be inappropriate instruments
for a study of native employment patterns;

2. A study of native employment patterns which disre-
garded other aspects of the social and economic Tife
of the area would be inadvisable;

3. A study of native employment patterns which disregards
the employment patterns of other employees in the



2.2.3

area gives a distorted picture of native

employees;

The native population cannot be viewed as homogeneous.
Internal divisions must be taken into consideration;
Research must proceed slowly so as to allay fears

and suspicions among the Tocal people and to gain
their confidence; and

Looking at individuals as employees is not enough,
research should include the employee as community
member, tribal member, and family member.

Findings from the File Analysis

The following were the apparent patterns and/or trends

in employment and training programs identified through the file

analysis:

Native trainees and native employee/clients have
iower educational ieveis than their non-native coun-
terparts;

Union membership is not important in terms of either
native, or non-natives trainees, or employee/clients;
Lay-offs affect non-natives more than natives;

The yearly income of the native sample is consider-
ably lower than the yearly income of the non-native
sample;

Both natives and‘non—natives desire permanent,
full-time employment;

The majority of both natives and non-natives prefers
construction work;

The majority of both native and non-native trainees
and employee/clients has no formal training beyonB
schootl;

The most frequent reasons for leaving a job are
retraining, personal, choice, and relocation for
both natives and non-natives;



10,

11.

12.

13.

Non-natives have a higher incidence of steady
employment than do the natives;

Significant problems for both groups are lack of
skills and family concerns;

Natives have a significantly lower successful
completion rate in training programs than do non-
natives;

The majority of native trainees are enrolled in two
pre-vocational programs, i.e., Industrial Horkers'
Course and Academic Upgrading while the non-native
are enrolled in all the various subject areas; and
Absenteeism is the major reason for the termination
of a course by the native sample.

2.3 RECOMMENDATIONS FOR FUTURE RESEARCH

1.

An indentification of the jobs available in the oil
sands presently, and over the next five years, with
specification of the actual level of general education
and particular skills required to perform the tasks
which comprise each job, should be undertaken. Such
an endeavour could aid policy makers in planning
manpower needs, housing needs, and training needs.

The result could be an information and retrieval
system for current and projected information on
employment and training.

A comprehensive examination of the general education
levels and skills available within the employable
native population needs to be made. Such information,
added to the information and retrieval bank, would
assure that native people were considered for jobs.

If they did not have the appropriate skills, suitable
training programs could be evolved.

The community aspirations of the native people within
the Athabasca 01l sands region should be assessed.



The consideration of alternative developments within
local communities should be examined in light of
spin-offs from the o0il sands developments and tradi-
tional small-scale enterprises. (What priorities do
the native people in the Tocal communities have with
regard to employment and training in the area?)
Existing training programs shouid be evaluated.
(Since native people in our sample had high absentee-
ism and Tow retention and completion rates, do the
training programs meet the needs of native people?
Does the available training fit the needs of
employers?)

A thorough assessment should be made of the migration
and relocation patterns of the native people residing
and/or working in the Athabasca o0il sands region. This
would include: 1investigating where people come from,
where they Tive when they arrive, what ties are main-
tained with their home communities, what effects these
cutmigrations have on local communities, and whether
people migrate permanently, or temporarily.

The economic implications of employment and training
to the aboriginal population could be estimated and
compared to the economic implications for the non-
native people in the area. (How does the cost of
tTiving out of the local community compare to the

cost of Tiving at home? What is the comparison bet-
ween the wages on the job and the training allowance?
Is there actually a loss of income for a native
worker?)

The effects of inplant procedures such as shift work,
or union, or company regulations on the individual
native worker should be examined.
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The job preferences of the native young people in the
0i1 sands region should be identified and correlated
with the counselling services at schools. Since the
majority of the prospective employees are under 30
{(with many under 20 years of age) and unskilled,
programs need to be predicated on the interests and
needs of this target group.

The effects of native employment on native communities
should be considered. Questions such as: Are the
natural leaders of the community drawn away from the
community into wage employment? Is there a loss of
the potential for alternative development within the
community? Is there an increase in the number of
school drop-outs? need to be addressed.

Future researchers must decide whether to study the
native population alone or do a comparative study of
the native population and non-native population to as-
sass the possibie differences in employment patterns
between native and non-native popuiations. The
question still remains as to which approach would be
most profitable in showing native employment patterns
in the Athabasca 0il1 Sands region.
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3. DIGESTED REPORT

3.1 INTRODUCTION

In April 1978, the Canadian Institute for Research was
contracted by the Government of the Province of Alberta, the Depart-
ment of the Environment, to conduct a study of native employment
patterns in the Athabasca 011 Sands region. According to the terms
of reference, the term "native employment patterns" includes employ-
ment, undefemp1oyment and unemployment among the Treaty Indians,
non-Treaty Indians and Metis people residing and/or working in the
Athabasca 071 Sands region.

To facilitate the examination of such a comprehensive
topic, the initial phase of the study was designated as a problem
definition stage in which existing data relevant to native employ-
ment patterns were identified, reviewed, and assessed in an effort
to develop researchable problems within the broad topic area. To

ul
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establish the breadth and depth of research in the area, and to
discover pertinent questions on issues related to native employ-
ment patterns, a review of literature and an analysis of general
materials addressing issues of native employment and employment/
training for native people across Horth America were undertaken.
The review and analysis were supplemented by a review and analysis
of peftinent materials specific to the Athabasca 0il Sands region.
The documents from the local area were analyzed using the categories
found within the general Titerature. Trends and patterns in
native employment and/or training programs observed in the general
Titerature and the local documents were recorded. Gaps in the
information presented on native employment programs or native
employment were identified from both the general literature and
the Tocal documents. The ambiguities inherent in both sets of
information were noted as well.

To determine specific issues relevant to native

employment patterns in the Athabasca 011 Sands region, preliminary
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fact-finding interviews were held with persons from Native Outreach,
employment-related institutions, training instititions, government
officials, and employers in the region.

To define the native employment patterns in the Athabasca
071 sands region, an identification, review, and assessment of the
records of manpower agencies, training institutions, and major
employers in the region were undertaken.

The findings of the three different data sources are out-
lined in the following pages. A complete description of the find-
ings is found in the Amplified Report. An Executive Summary that
follows is presented under two headings: (1) native employment
patterns; and (2) native training/employment programs. The data
from the three data sources pertinent to each of these two topics
are included. This report concludes with the presentation of
recommendations for further research.

3.2 NATIVE EMPLOYMENT PATTERNS

The research thus far has served to demonstrate the
difficulties inherent in the study of native employment patterns
and the need for further research. The issues of employment,
underemployment, and unemployment are in themselves complex. How-
ever, when the cultural variable is added, the issues are further
complicated. It is evident that the three data sources herein
reported have only begun to address the topic.

The general review of literature has revealed an attempt
by researchers to unravel the complex tangle of barriers to the
employment of native people. Early authors were satisfied to
paint the gloomy picture of native unemployment and to hypothesize
that job creation was the singular solution. Through attempts at
job creation and subsequent studies, it has been demonstrated that
this was a naive assumption. WWithin the literature reviewed,
there were over 150 specific barriers to native employment identi-
fied. These barriers have been itemized and summarized under the
following seven broad topics: (1) economic barriers; (2) education
and training barriers; (3) political barriers; (4) social and
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cultural barriers; (5) health barriers; (6) recruitment techniques;
and (7) on-the-job barriers. However, by presenting the diverse
barriers in such an academic format, their impact is reduced; for,
in reality, they are not segmented and separate; they are
inter-related. When they impinge on an unemployed person, they
have a cumulative and devastating effect which cannot be adequately
described in such a presentation.

The literature has offered few solutions for those seek-
ing answers to native employment. Some tentative proposals have
been forwarded which address specific barriers. However, since
this report is concerned with the problem definition aspect of the
research, the specific barriers and facilitators will not be
examined. For their elaboration, the reader is directed to the
Amplified Report.

The most significant finding in the general literature
review was that many presuppositions about ‘the employment of native
people are not chailenged in the research. It would appear that
any research into native emplioyment patterns must take into account
the need to question the underiying assumptions of the research
itself, of employment agencies, of training programs, and of
employers.

One of the most prevalent assumptions made in studies of
native employment is that all native people are alike. Theretore,
if a study states that native people in Arizona like to make bas-
kets, all native people should like to make baskets. A1l people
labelled "native" are expected to respond in the same way. How-
ever, recent studies (Farnsworth 1976; Duran and Duran 1973; Born
1970; Lampe 1974) on native employment patterns have pointed out
that research which fails to take into account the regional,
educational, tribal, generational, and other distinctions within
the native population will emerge with meaningless global state-
ments which do not represent any particular native people. This
point was emphasized in the preliminary interviews by people from
the community. They suggested that significant divisions in the
native communities in the Athabasca 0il Sands region were: status,
tribe, generation, and kin, and that theses distinctions could have
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important influences on any research into native employment
patterns.

A second, perhaps fallacious, assumption that has been
made is that, because of their history, native people prefer out-
door, part-time, seasonal jobs. As a result of this assumption,
young natives as well as adults are channelled into occupations
which tend to be menial and low paying. The file data showed that
the native employees overwhelmingly wanted permanent full-time
employment. Studies in the Yukon (Lampe 1974) and among students
in the Northwest Territories {Smith 1974) have shown this as well.
Instead of making an assumption as to the aspirations of the native
people in the Athabasca O0il Sands region, it would seem that this is
a researchable question which can only be answered by asking the
native people themselves.

A third testable assumption that has been revealed in
the literature is that increased training for native people will
decrease native unemployment. It is purported by some authors
that native employment training has become big business but that
native unemployment has not been significantly affected {Purley
1970). It is further maintained that the skills may be provided
and obtained and employment still not be guaranteed. The rela-
tionship between training and employment could be examined in the
Athabasca 0i1 Sands region.

The assumption that permanent relocation of the empioyee
and his/her family solves the employment problems is under attack.
Lloyd (1974) showed in a study of twelve relocation projects that
none of the families remained in the south. They either went back
home or to some other northern community. The Province of Manitoba
Manpower Group {1975}, Hobart (1976), and Nogas (1976) all concur.
Relocation is recormended only for the select few--the young, the
educated, and the aggressive. Alternative methods of semi-perma-
nent relocation appear to have better success. The migration and
settlement patterns of native people in the Athabasca 0i1 Sands
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need to be studied to determine who migrates, how Tong they stay.
and how do they prefer to Tive in their new community.

Another assumption which is called into question in the
research is that more formal education for native people leads to
better job opportunities (Province of Manitoba 1975; Rogers 1969;
and Holfart 1971). The argument is forwarded that governments
have pushed native people to acquire more education to assure
employment when recent sociological research has questioned the
existence of such a relationship (Roberts, 1974)}. It is further
stated that, with the increased educational levels, native people
have acquired higher aspirations which have not been met by the
society at large (Deprez and Sigurdson 1969). The file data
revealed that the majority of native employees and native trainees
had Tess than ten years of successful formal education. However,
from the file data it was not possible to compare the aspirations
or actual employment of the better educated and the Tess educated.
Such a study would also require data on the educational levels
needed for entry into the various jobs in the Athabasca (il Sands
region and the numbers of native people employed in each of the job
classifications.

The last crucial assumption made about native employment
which is being challenged is that native unemployment is the
fault of the native people themselves (Flias 1975; Heinemann 1975).
In the literature there has been a shift from the onus being put
on the native people {blaming the victim) to a questioning of the
responsibility of governments and employers in the creation of the
context of native unemployment. This has led to the distinction
in the literature between unilateral solutions (effecting changes
in the native person to increase his/her employability) and bila-
teral solutions (necessitating changes in both the native person
and the larger society as well}. To test this assumption, it
would be necessary to consider the jobs available in the Athabasca
011 Sands region, the specific skills and actual general educational
level required to perform each of these jobs, and the skills and the
educational levels available in the local native work force.
Furthermore, government and company regulations with regard to
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hiring practices and qualifications need to be examined in terms
of their influence on native employment patterns.

Beyond the testing of assumptions about native employ-
ment, the data sources strongly suggest that future research on
native employment patterns in the oil sands region should take
into account the context in which the native employee exists.

Both the literature and the interviews support the contention that
a study which views a man as an employee only is too limited. As
one study demonstrated, what a man does on the job affects his
behavior off of the job, and what a man does off of the job
affects him on the job (Heinemann 1975). It is suggested that
future research should not only study the employee as community
member, tribal member and family member, but should consider other
aspects of the social and economic 1ife in the Athabasca 0il1 Sands
region as well. |

A study of the context of native employment is compli-
cated by the fact that the local research into employment opportu-
nities is sketchy. Statistical information is limited and often
contradictory. Even census data in northern native communities
are open to question. The literature revealed no comprehensive
examination of economic opportunities for the area's native
people. Studies of native employees' life styles, community
involvement, or family commitment do not exist. Questions related
to migration, permanent relocation, and semi-permanent relocation
have not been considered seriously in the local documents.

The file data provided some demographic information on
native employee/clients. From the files, it was learned that
most of the employee/clients are single males under 30 years of
age. Over 25 percent of these are under 20. The majority of the
native employee/clients have less than 10 years of formal school-
ing and have had no formal training beyond school. However, such
data are employment. oriented and fail to provide contextual back-
ground. Most files do not include: ancestry, Indian status,
original residence, or home address, etc. Other data sources would
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be needed to view the native employee in regard to other aspects
of his/her 1ife.

Methodological questions were addressed in the literature
and in the preliminary interviews. It was emphatically stated by
many of those interviewed that survey techniques were inappropri-
ate for research in the Athabasca 0il Sands region. It was further
stated that, since people in the Athabasca 0i1 Sands region were
mistrustful of researchers, any research effort would have to be
undertaken slowly and cautiously, grounded on a foundation of mutual
trust.

The 1iterature supports the interviewees' opinions on
research. Liebow (1967) states that there is a need for contextual
studies of the unemployed rather than studies in which the unemployed
are treated as deviations from the norm. He admits an uneasiness
with data gathered about the unemployed by interview or question-
naire. He maintains that any research must be considered exploratory,
net laden with presuppositions of what is or is not relevant.

Finally, the literature {(Lampe 1974; Province of Manitoba
1975; Deprez and Sigurdson 1969) supports the contention that any
future research on native employment patterns should include native
researchers. To arrive at data representative of the attitudes,
aspirations, and experiences of native people in the Athabasca 011
Sands region, it would be imperative that native people be involved
in all phases of the research.

3.3 NATIVE TRAINING/EMPLOYMENT PROGRAMS

The study of native employment patterns leads directly
to an examination of native training for employment programs. As
in the case of the Titerature pertinent to native employment pat-
terns, the review of literature on native training programs revealed
evidence that many of the basic assumptions about training native
people for employment are in question. It is instructive to consider
these assumptions which have been stated or have been implicit in
the research, but have not been tested.
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The first assumption challenged is the belief that native
people require pre-empioyment training. The usefulness of such
training has been criticized by some of the studies. It has been
maintained by some researchers that pre-employment programs may
in fact discourage native people from going to work in industry
{Deprez and Sigurdson 1969). It is hypothesized that such training
programs present an unrealistic, classroom simuiation of a work
situation dealing with potential problems which, in reality, may
never occur. Therefore, it is contended that training programs
need to be job specific and be initiated only after employment has
begun. Whether or not pre-employment programs are necessary for
native employment in the o0il sands industries needs to be seriously
considered.

An assumption underlying pre-employment programs is the
notion that native people lack the attitudes and knowledge to work
in an industrial setting. This supposition on the part of non-
natives has led to the "1ife skills" approach. In the preliminary

"Tife skills" approach. Some people (Morrison 1975) claim that
the implication that one culture is superior to another is inherent

interviews and the literature, there are mixed reactions to the 1

in such an approach and therefore the approach should be abandoned.
Others (Co-West 1976; La Rusiac 1970; Wall 1975) see the purpose
of "1ife skills" courses simply to teach practical responses to

an unfamiliar environment. In the local documents, "life skills"
courses are referred to as courses on "coping skills™ (Co-West
1976). The relationship between such training and employment in
the o1l sands region needs to be studied more closely.

Most of the native trainees identified in the file data
were enrolled in either the Industrial Workers' Course or in aca-
demic upgrading. Concern has been expressed as to the relationship
between pre-employment programs 1ike the Industrial Workers' Course
and employment. Similarly the literature questions the assumption
that more basic adult education leads to more or better empioyment
opportunities. Such question as "Are the subjects job related?" and
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"Does an academic upgrading course lead to recognition of
credentials by employer?” need to be asked.

One researcher (Elias 1975) has claimed that the aspect
of formal education most applicable to the industrial setting is
the conditioning in following rules and regulations without
question, the acceptance of routine, and the enduring of authority
structures which many years in the educational system tend to incul-
cate into people. He has asserted, however, that this attitudinal
" and behavioural conditioning does not occur in short-term, adult
education classes. An analysis of the content and outcomes of the
adult upgrading program, in relation to the employment opportunities
and qualifications required for jobs in the Athabasca 0il Sands region,
would serve to demonstrate the usefulness of such training for the
local native population.

Nearly 50 percent of native trainees in this sample did

not successfully complete their training programs, while almost 80
percent of the non-native sampie did. Since training is assumed
by many to be necessary for employment, what effect does the low
success rate have on the chances of native people for employment?
Do unsuccessful trainees get jobs as readily as successful trainees?
If so, the intent of the training programs should be questioned.
If not, then the training programs' success with native students
should be carefully assessed. The frequently recorded reason for
termination was absenteeism. The issue of absenteeism has been
addressed in the literature. One study (Padfield and Williams 1973)
has stated that absenteeism is a useful device of terminating
individuals since it is easily quantified. It suggests that the enum-
eration of absences often hides such significant problems as the
relevance of the program, an individual's personal 1ife, his/her
health, which may have nothing to do with his/her ability, his/her
determination to succeed, or his/her ujtimate employability. The
significance of the issue of ahsenteeism needs to be examined in
the reality of training programs and employment in the Athabasca
011 Sands region.
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If programs have high absenteeism rates and Tow success
rates, a thorough evaluation of the program's aims, objectives, and
methodology should be undertaken in light of the aims and objectives
of the native students.

The assumption that native people need to be relocated to
the site of industry to be trained for industry has been chalienged
(Lloyd 1974; Heinemann 1975). The general literature suggested that
training can occur more successful when it 1is offered in the indi-
vidual's home community, where the native person is surrounded by
family and friends and where there is no struggle to adapt to a new
environment at the same time {Heinemann 1975). The option of offering
training programs in satellite communities in the Athabasca 0i1 Sands
region needs to be studied.

The assumption that the larger society's institutions have
programs which will provide a native person with all that is required
to enable them to become employed is in doubt. Many studies point to
the significance of the dual concepts of local control and native
involvement (Christensen and Niederfrank 1971; Thomas Owen and Associ-
ates 1976; Province of Manitoba 1975). The same writers assert that
native involvement in the initiation, direction, and control of !
training programs is the key to the success of such programs. The ’
degree of local control and native involvement in native training/
emp]oyment programs in the Athabasca Gil Sands region needs to be
examined. Such a study would include a detailed description of
community aspirations and future manpower needs of communities to
determine training priorities.

The assumption that native people with Tow educational
levels and no formal, post-school training can only be trained for
non-professional, labouring jobs is brought into question in the
Titerature {Ryant and Proctor). Various programs are described where
the traditional, paper qualifications are waived and native people
are trained for careers in the professions and managerial areas.

Other studies show that the areas into which most northern native
have been trained are areas of predominantly menial, Tow paying,
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Tow $tatus jobs which have decreasing importance in the larger
Canadian society (Elias 1975). The types of training available
and the types of jobs for which this training equips a person need
to be assessed in the Athabasca 0il Sands region.

A supplementary concern is one regarding the credentials
earned through native training/employment programs (e.g., Province
of Manitoba, Report of the Manpower Working Group 1975). Many
programs were criticized in the literature for their seemingly
meaningless certificates and qualifications (Elias 1975; Ryant and
Proctor 1973). The literature stresses the importance of meaningful
credentials derived from native training programs, e.g., credit for
hours toward an apprenticeship. The kinds of certification available
in native training programs need to be assessed as to their actual
worth in the labour market and their legitimacy needs to be established.

The files provide some demographic data on past and
present trainees. However, very little follow-up information is
available. Therefore, except for the statistical data of the Co-West
study from 1976, information on the actual employment consequences
of training is unavaiiable from the files.

No information is available concerning the training
priorities of the native students. Little is available on the views
of the native trainees and native community members or native leaders
toward the existing training programs' strengths and weaknesses.

The jurisdictional separations in training between the
federal and provincial government; between program development and
financing; between the various departments within the respective
governments; between the public sector and the private sector; and
between the various institutions in the Athabasca (i1 Sands region,
need to be clearly examined. This is particularly important if the
aspirations and priorities of the native communities and native
empioyment are to be addressed seriously.

In search for material related to native employment/
training, over 60 letters were sent to various goverment departments
and training institutions across Canada. From these, 19 responses
were received. Of these 19 responses, five reported that native
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people were eligible to enter any of their programs, but information
on special racial groups was not available. None of the remaining
letters which described programs gave any indication of whether the
programs had been evaluated or would be evaluated. None included any
criteria for judging the success of such programs even though that
information was specifically requested. Those persons interviewed
during the preliminary interviews maintained that the only criterion
for judging success was the employment of the trainee. There is a
definite lack of criteria available from those who offer such training.
Most claim that follow-up is not part of their mandate. There are,
however, within the general literature, many suggestions as to
facilitators to training such as: +training on-the-job; job guarantees;
sympathetic and knowledgeable supervision; meaningful ¢redentials and
career paths; training in the communities; native instructors and
counsellors; special counselling supports; financial supports; job-
related content in the training course; varied teaching techniques;
and some "life skills" components. These facilitators could be
sought in the courses available in the Athabasca 0i1 Sands region and
their relationship to those local programs which have a high retention
and success rate and a credible record in employment of their graduates,
assessed.

It is evident that further information on the effectiveness
of training/employment programs for native people in the Athabasca 011
-Sands region must be gleaned from the native people themselves. Both
questions of employment and of native employment/training programs
have been based in a non-native context founded on a number of
assumptions about employment and employment/training programs, and
established on certain assumptions about native people that have
gone unquestioned. For further development of employment and training
programs in the region, these assumptions need to be tested. This can
only be done with the support and involvement of the native people of
the region.
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3.4 RECOMMENDATIONS FOR FUTURE RESEARCH
In Tight of the problem area revealed by the review of

literature, document analysis, preliminary interviews, and file

analysis, the following research needs are identified:

1.

An identification of the jobs available in the
Athabasca 0il Sands region at present and in the next
five years with specification of the actual Tevel of
general education and the particular skills required

to perform the tasks which comprise each job;

A comprehensive examination of the general education
Tevels and skills available within the employable
native population needs to be made;

The community aspirations of the native peopie within
the Athabasca 0i1 Sands region should be assessed.

What priorities do the native people in the local
communities have with regard to employment in the area?
What are their priorities with regard to training?
Existing training programs should be undertaken utiliz-
ing criteria assessed from the literature review and
subjective data gleaned from native trainees, former
trainees, training personnel and employers;

A thorough assessment should be made of the migration
and relocation patterns of the native people residing
and/or working in the Athabasca 011 Sands region. This
would include investigating where people come from,
where they live when they arrive, what ties are main-
tained with their home communities, what effect these
outmigrations have on local communities, and whether
people migrate permanently or temporarily;

The economic implications of employment and training
for the aboriginal population could be estimated and
compared to the economic implications for the non-
native people in the areas;
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The effects of inplant procedures such as shift

work, or union or company regulations on the
individual native worker should be examined;

The job preferences of the native young people in

the Athabasca 0i1 Sands region should be identified
and correlated with the counselling service at schools.
Since the majority of the prospective employees are
under 30 (with many under 20 years of age) and
unskilled, programs should be predicated on the
interests and needs of this target group;

The effects of native employment on native communities
should be considered. Questions such as: Are the
natural leaders of the community drawn into wage
employment away from community? Is there a Toss of
the potential for alternative development within the
community? Is there an increase in school drop-outs?
etc. need to be addressed; and

Future researchers must decide whether to study the
native population alone or do a comparative study of
the native population and non-native population to
assess the possible differences in employment patterns
between native and non-native populations. The ques-
tion still remains as to which approach would be most
profitable in showing native employment patterns in
the Athabasca 0il1 Sands region.
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4. AMPLIFIED REPORT

4.1 LITERATURE REVIEW: EMPLOYMENT PATTERNS AMD TRAINING
EMPLOYMENT PATTERNS.

4,1.1 Introduction

This report identifies, reviews, and assesses the rele-
vant published and unpublished literature on employment patterns
of native people and training/employment programs that incliude
native trainees or employees.

4.1.2 Methodology

4.1.2.1 Purposes. The literature review was undertaken as an
initial task in a study of native employment patterns in the
Alberta Athabasca Qi1 Sands region. The purposes of this initial
task were: (1) to identify facilitators and barriers to effective
training/employment programs, and employment of native people;

(2) to identify patternhs and/or trends in native training/employ-

ment programs and employment identified in the Titerature; and

{3) to identify gaps in the information on native employment patterns
and native training/employment programs in the literature, It was
anticipated that these data, in conjunction with data gathered from
other more direct sources, would provide a basis upon which to for-
mulate criteria for determinating the effectiveness of training employ-
ment programs in the Athabasca 011 Sands region. Further, it was
anticipated that the data would help to formulate useful guidelines,
suggestions, and recommendations for improving present training/

employment programs, and for their future planning, implementation
and evaluation.

4,1.2.2 Data sources. Three major types of publications were
reviewed: (1) government publications; (2} non-government publi-
cations; and (3) fugitive documents (e.g., unpublished papers, and
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non-circulating documents). First consideration was given to docu-
ments describing Canadian employment patterns and Canadian training/
employment programs. These were supplemented by documents from the
United States.

4.1.2.3 Data collection procedures. The following methods were
used to identify and procure documents: (1} library materials

(e.g., bibliographies, indexes) were searched; (2) over 60 govern-
ment departments, agencies, research institutions, and industries

were contacted by letter, telephone, or in person; and (3) a search
of the documents available from the Educational Resources Information
Clearinghouse (ERIC) was conducted.

4.1.2.4 Instrumentation. A semi-structured review format was

used to summarize the content of pub]icationé. Where applicable,
information in the following general areas was recorded: (1) program
parameters {(e.g., sector of the economy, industry, location, target
group, funding, size of program); (2) program objectives; (3) crite-
ria that are used to determine the success of the program; (4) types
of training or employment; (5) trainee or employee supports (e.g.,
financial, counselling, social}; (6) identified problem areas and
provisions to prevent or alleviate problems; and {7) impact {e.qg.,
completion rates, changes in employment, income, skills, life styles).

4.1.2.5 Data analysis procedures. The data derived from the
review of literature were organized and summarized in terms of the
three purposes of the review: (1) facilitators and barriers were
identified and summarized; (2) apparent patterns and/or trends were
identified and summarized; and (3) gaps in information were identi-
fied and summarized.

4.1.2.6 Reporting format. The Titerature review is reported in
two parts. Part One synthesizes and discusses the data derived from
a wide range of documents from Canada and the United States. Part
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Two reviews the publications that specifically pertain to the
Athabasca 0il Sands region, and discusses these in relation to the
more general data presented in Part One. An annotated bibliography
of the general literature appears at the end of the report. This
is followed by a 1ist of Jocal documents made available to the

researchers.
4,2 THE FINDINGS
4,2.1 Part One: General Review

The information presented in Part One is based on a wide
range of documents from Canada and the United States. It is organ-
ized in terms of the three questions of the literature review.

4.2.1.1  Question #1: What ave the facilitators and barriers to

effective training/employment programs, and employment of native

persons, as identified in literature addressing issues of employ-

ment and employment programs of native people in general across
North America? The task of identifying facilitators and barriers

to effective training/employment programs, and employment of
native persons is undertaken in a number of publications. Two
problem areas are evident in studies that undertake this task.
1. The distinction between cause and effect is neither
clear nor straightforward. Thomas Owen and Associates
(1976) point out that, where employability factors
are closely inter-related, it becomes almost impos-
sible to separate cause and effect. For example,
alcoholism, poor nutrition, and inadequate housing
may be both cause and effect of unemployment. Similar
observations are made by the Social, Economic, Cultural
Review Sub-Committee (1978) in a study of the impact
of Dome/Canmar's 1977 drilling activities; and
2. Although a wide range of barriers and facilitators
are identified in the literature, very few studies
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specify criteria that have been established to
determine whether or not programs are successful.
The clearest statement of criteria found in the
Titerature reviewed is provided by Elias (1975) who
specifies criteria as: (a) workers consider their
jobs to be satisfying; (b) workers increase their
income; (c¢) there is a decrease in transfer payment
consumption; (d) there is a decrease in the working
population's unemployment rate; and {e) the goods or
services produced are of a quality comparable to
that produced by "qualified workers."

The literature is characterized by two general approaches
to facilitators and barriers. One approach, more frequently found
in older studies (Pope 1969; Burgess 1966; Tarasoff et al. 1970;
Wilderness Area 1967-1968; Jeanneau 1973; Conger 1973; Indian Girls
1871) focuses on the native person and sees barriers primarily in
terms of such characteristics of native people as skills, attitudes,
and life styles. Proposed solutions emphasize effecting changes in
native people (e.q., increasing skills, improving health). More
recent studies have pointed out that programs which focus solely on
the native person fail to adequately take into consideration the
rules, regulations, services, organizational structures, attitudes,
etc. of the larger society. Barriers exist both in the ability and
willingness of the native population to meet the requirements and/or
expectations of the larger society and in the ability and willingness
of the larger society to meet the requirements and/or expectations
of the native population. This second approach, sometimes referred
to as the bilateral approach, emphasizes effecting changes in both
the native population {e.g., increasing skills), and in the larger
society (e.g., adjusting rules and regulations) in order that a
process of mutual adaptation and accommodation may take place.

An initial overview of the literature revealed 150 specific
barriers or problem areas. For the purposes of this report, these
can be grouped under seven main headings: (1) economic barriers;
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{2) education and training barriers; {3) social and cultural
barriers; (4) political barriers; (5) health barriers; (6) recruit-
ment techniques; and (7) on-the-job barriers, Barriers listed in
each general area are not mutually exclusive. The literature notes
the inter-relationships among them and the complexity of reasons
for unemployment. Liebow (1967:203), for example, when discussing
the reasons for a person's refusal to take a job, writes:

The reasons are many. Some are objective and
reside principally in the job; some are subjective
and reside principally in the man. The Tine between
them, however, is not a clear one. Behind the man's
refusal to take a job or his decision to quit one is
not a simple impulse or value choice but a complex
combination of assessments of objective reality on
the one hand, and values, attitudes and beliefs
drawn from different levels of his experience on the
other.

4.2.1.1.1 Economic barriers. Many reserves and native settlements

are located in areas that have limited resource development and
limited available jobs. The literature identifies a number of
factors associated with resource development and proposes a variety
of solutions.

Large-scale industrial development. A freguently proposed
solution to lack of development, illustrated in Farnsworth (1976),
is the increased development of existing natural resources, the
attraction of labour-intensive industries to undeveloped areas, and
the upgrading of the skills of the local population to meet the
labour requirements of new industries. Despite the apparent simplic-
ity of this solution, studies seem to indicate that the record of
large-scale development projects in creating employment for native
populations has been unimpressive. Two problems associated with
these types of projects have been the general types of employment
created, and the need for relocation.

1. Types of employment

Elias (1975}, after reviewing a number of northern devel-
opment projects, notes that these have very often involved high
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short-term manpower needs (e.g., construction or installation types
of activities), but have provided only limited opportunities for
long-term employment. Similar problems were noted by Berger (1977)
who concludes that the proposed construction of the MacKenzie Valley
pipeline will not provide permanent employment for a significant
number of native people.
2. Relocation
Large-scale development projects often require the reloca-
tion of native persons or groups from their home communities. Two
types of relocation are reviewed in the literature: permanent relo-
cation, and semi-permanent or rotational relocation. Lloyd (1974},
after reviewing 12 northern native relocation programs, concludes
that semi-permanent or rotational relocation projects have more
chance for success than those that require permanent relocation.
Permanent relocation was found to fail in all programs that he
reviewed, with virtually all relocated employees eventually returning
to their home communities or other similar northern communities. -
The literature indicates that permanent relocation projects
will require at least four components if they are to have any chance
for success.
(a) Housing
Lloyd (1974), Carr and Associates (1968), and
Stevenson (1968) all point to the importance of
providing adequate housing.
(b) Pre-move orientations
Lloyd {1974), Carr and Associates (31968), and
Stevenson (1968) agree that pre-move orientations
are crucial to successful relocation. These orien-
tations should include the briefing of native persons
on job expectations, rules of social behaviour, new
1ife styles, etc. Stevenson {1968) recommends that
information be provided in realistic terms rather
than in idealistic terms.
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(c) On-going counselling
There is general agreement that information to, and
counselling assistance for, relocated workers should

not end with the move. Lloyd (1974) outlines the
need for on-going counselling services. Carr and
Associates (1968) suggest that relocated workers be
met by people able to assist in a variety of ways

and able to provide a variety of types of information.
He also recommends that bilingual procedure manuals
be made available.

(d} Provisions for maintaining kinship and cultural ties

 Both Stevenson (1968) and Carr Associates (1968)
recommend this.

In addition to programs that require permanent relocation,
the 1iterature also discusses programs that involve semi-permanent
or rotational relocation. Nogas (1976) describes the apparently
successful program of Gulf Minerals Canada Limited, which moves
native staff in and out of the on-site facilities at Rabbit Lake on
a seven-day rotation basis within a 725 km radius. He reports a
competent work force, good morale, and relatively Tow turnover. Two
studies relevant to the alternative of rotational relocation are
Lloyd {1974), and Hobart (1976). Both studies conclude that semi-
permanent or rotational relocation is preferable to permanent relo-
cation as an alternative for northern native people. Lloyd {1974)
identifies three critical areas for successful semi-permanent
relocation programs:

1. Pre-move orientations about work conditions, rules,

pay, etc. are essential;

2. Total equality of job opportunity with other employees,
including training on-the-job and the opportunities
for advancement, is essential; and

3. A company-organized, logistical operation to move
workers between jobs and their homes on a regular
basis is required.
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Hobart (1976) adds to this list on the basis of his review
of research on human reactions to isolation, and on the basis of the
data he collected from workers, families, and communities that had
experienced work rotation. He agrees with Lloyd that adeguate pre-
move orientations, including the full range of conditions and circum-
stances at the work site, are essential; and adds the following con-
siderations for maintaining moraie, reducing stress, and promoting
successful rotation programs:

" 1. HWork periods of Tess than 30 days are preferable to
longer periods. Duration of work should be restricted
to 20 days, or a maximum of 30 days in communities
where other employment is available. In general,
fonger periods should be restricted to single men.

The greater the distance of the work-site from the
home community, the shorter should be the duration of
the work period. Where possible, workers should be
permitted to return home for one or two days on the
weekends;

2. Feelings of group membership are important to morale.
Where possible, men on the same rotation shift should
be members of the same area or dialect or sub-group;

3. The work should be meaningful and enjoyable. Further,
the higher the wages, the better the worker is able
to cope with the stresses of isolation. An attempt
should be made to match the interests and abilities
of the worker with the opportunities and demands of
the job. 1If necessary, work pools for unskilled and
semi-skilled rotation workers should be developed to
enable workers to remain at home longer than the
routine period;

4, Familiarity with, and the guality and quantity of food
served in isolation are important to morale. Mess hall
menus should take into consideration the appetites and
food preferences of native workers;
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5. Provision of adequate opportunities for workers to
communicate with loved ones at home is important to
the success of work-rotation programs. Explicit
arrangements should be worked out so that workers can
communicate with their families at home;

6. Adequate, uncrowded facilities are important to
morale; and

7. Payment of wages should be frequent, and a portion of
the worker's wages should be sent directly to the family.

Alternative development. Although there is a widespread

support for large-scale industrial development as one potential
solution to the economic problems of populations residing in areas
with limited resource development, the literature increasingly
refiects the view that this solution, in itself, is not sufficient.
Berger (1977:XXI) claims that "rather than solving the North's
economic problems, it may accentuate them." Disillusionment with
large-scale industrial development as a solution is based, in large
measure, on the unimpressive record of developmental types of activ-
ities in providing permanent employment for Tocal residents. The
observed emphasis on short-term construction and instaliation types
of activities (Elias 1975) and the failure of permanent relocation
programs (Lloyd 1974; Hobart 1976) have been noted in previous sec-
tions of this report. The option of semi-permanent relocation
appears to have greater prospects for success than permanent reloca-
tion. However, its success relies heavily on the ability and wil-
lingness of large companies to adjust work schedules and to provide
necessary support systems. Hobart (1976) acknowledges that several
of his recommendations for successful work rotation would be diffi-
cult to implement. Even if highly successful work-rotation programs
were implemented, the 1iterature makes no claim that these would
meet all employment requirements of native persons.

A number of publications reviewed suggest that alternative
types of development must replace or supplement the emphasis on
large-scale industrial development. Thomas Owen and Associates (1976)
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recommend that alternatives to resource-based and export-oriented
manpower planning be sought. They suggest that a community-based,
marginally self-sufficient economy be tested. Moncrieff, Montery
and Associates Ltd. (1972) also recommend emphasizing smaller, less
capital-intensive enterprises than large companies offer, and point
out a need for native-owned and managed undertakings. The litera-
ture suggests two necessary conditions for successful alternative
types of employment.

1. Development aid (capital)

Lack of development capital is seen as a major barrier.
Morrison (1975) states that development aid for economic enterprises
must be provided if native persons are to implement working plans
for socio-economic growth and adaptation. His research indicates
that native persons would desire their own small businesses if
capital was available. Moncrieff, Montery and Associates Ltd.
(1972) recommend government assistance to native enterprises.

2. Local involvement

There is widespread support in the literature for native
involvement in planning and implementing development programs.

Born (1970} argues that successful adaptation programs must be
undertaken with the consent and co-operation of the native people,
and recommends that programs go only as far as native communities
permit. Christensen and Niederfrank (1971) cite Indian involvement
as a primary reason for the successful economic development of the
Fort McDermott reserve of Nevada. Deprez and Sigurdson {1969}, in
an examination of five programs, conclude that local residents
should mobilize the work force and initiate enterprises. Local
leadership and direction are also emphasized by the Province of
Manitoba Working Group (1975) in an examination of basis assumptions
and existing programs for northern residents.

Related to the question of local jnitiative and involvement
is the existence and development of managerial and entrepreneurial
skills. Some studies have pointed to a lTack of such skills.
Christensen and Niederfrank (1974), found that non-native management
was required for economic development on the Fort McDermott reserve,
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although the project stressed native involvement. Duran and Duran
(1973) attribute the failure of the Cape Crocker Furniture Factory
partly to a neglect of training in management skills, and accounting
and marketing techniques. Moncrieff, Montery and Associates Ltd.
(1972) recommend that the government provide resources to develop
the management skills necessary for native-run business.

Other studies have questioned the assumption that there is
a widespread lack of management and entrepreneurial skills among
native groﬁps._ Native groups and individuals, i1t is claimed, have
often shown considerable initiative when given the opportunity.
Further, individuals who show initiative are often absorbed (co-opted)
by the Targer society, making lack of management skills more apparent
than real.

4.2.1.1.2 Education and training barriers

While some studies focus on the economic development of an
area and the available iebs, othars focus on the education/training
requirements of available jobs and the education/training Tevels of
those seeking jobs. Education and training barriers are discussed
in terms of two general sub¥categories: {1) formal schooling; and
(2) occupational training.

1. Formal schooling

Compieted years of formal schooling of native persons are
generally below the Canadian average. Low levels of formal schooling
are attributed, in the literature, to:

(a) Difficulties in attracting trained, permanent teachers
to isolated communities, and lack of trained indige-
nous teachers;

(b) Limited years of schooling available in some
communities;

(¢} Church influence in some schools;

(d) Limitations of curricula (e.g., lack of relevant local
materials);

{e) Conflict in federal-provincial Jjurisdictions;
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(f) Failure of education systems to adjust their calendar
year to traditional hunting and fishing societies; and

{g) Lack of communication between non-indigenous teachers
and administrators and the local community.

In addition to a variety of solutions for increasing the
schooling levels of children, the literature proposes three solutions
to the problem of low schooling levels of working-age adults. One
sotution focuses on the native person; one focuses on the hiring
practicesrof the employer; and one focuses on the conditions of
work.

{a) One proposed solution is adult basic education and up-
grading. For exampie, Pope (1969) describes a basic
educational program for adult native Americans at the
University of Montana.

Although low levels of formal schooling of native
people are recognized, the literature is ambivalent
about the extent to which raising formal education
levels facilitates employment. De Long (1973), in a
study of manpower training programs in South Dakota,
found that higher levels of formal schooling improved
the trainee's chances for successfully completing
training programs. However, a number of studies have
questioned the usefulness of concentrating on adult
basic education as a solution to unemployment. Deprez
and Sigurdson {1969), in a study of five Indian train-
ing programs, conclude that education is effective
only if the native persons involved are able to iden-
tify with the goals of the program. The study claims
that education is not a necessary precondition for
economic transition.

Adult basic education programs have often assumed that
the primary employment value of formal schooling is
basic adult Titeracy. In instances where aduits have
not had the benefit of formal schooling, thé proposed

S
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solution is to raise literacy levels through adult
programs. Recent studies, however, have indicated
that, while literacy may be one important outcome

of formal schooling, it is not the only outcome, nor
necessarily the most important outcome for employment
acquisition and maintenance. Roberts (1974), Rogers
(1969), and Wolfart (1971) all note that increased
education has not had its assumed benefits. Elias
{1975) points out that an important outcome of pro-
tracted formal schooling is a tolerance of conditions
that may be encountered in the work context (e.g.,
authority relationships, boredom, alienation, etc.).
This outcome is not provided by short-term adult

basic education programs and, hence, these programs
have Timitations in terms of work adjustment. However,
without basic Titeracy or minimal schooling, the native
people have 1ittle chance to obtain a job in the first
place.

A second proposed solution to low levels of formal
schooling is the discontinuation of the employer
practice of using grade level or formal education as

a screening device. For example, the Manitoba New
Careers Program described by Ryant and Proctor (1973)
secures entry into the civil service by having usual
credentials wajved. Elias (1975) points out that
credentials or standards are often artificial barriers
which have Tittle to do with the ability of persons

to work, pfoduce guality products, or derive work
satisfaction. However,; native people are as aware as
others in society that entrance requirements for most
occupations have been steadily rising. The increase
in formal qualifications does not necessarily repre-
sent a change in the skills required to perform the
job. Therefore, the removal of educational qualifica-
tions for certain jobs for native people would tend
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to concentrate and trap native people in the Tower
level unskilled occupations.

(c) A third solution to problems associated with low
levels of formal schooling relates to the accompany-
ing lack of acquired tolerance for alienating work
conditions. Elias {1975) notes that one possible
approach is to alter the forms of production, includ-
ing patterns of ownership, decision-making and reward
allocation in order to make the work place less
alienating.

2. Occupational Training

A frequently identified barrier to employment is lack of
skilled trades or vocational training. A major assumption of train-
ing and training-empioyment programs has been that training will
reduce unemployment among native persons. This assumption has
resulted in a wide variety of programs aimed at increasing the work
skills of native people. The literature points out, however, that,
while lack of vocational skills may prevent the acquisition of jobs
requiring those skills, vocational training programs do not, by
themselves, guarantee reduced unemployment. For example, in a 1970
study, Purley notes that, although vocational training has increased,
the Tevel of unemployment of native people has not been substantially
reduced.

Deprez and Sigurdson (1969) note that formal training in
industry is not a necessary condition for the adaptation of native
people to an industrial, economic environment. In practise, they
found that training often presented probiems where none existed and
discouraged native people. They emphasize employment first, then
training if necessary.

Much of the literature reviewed is directed towards iden-
tifying the elements that facilitate the success or failure of dif-
ferent types of training programs. These include:

{a) On-the~job training

There is a trend in the literature to emphasize on-the-
job training in preference to training in an
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institutional setting. Recommendations that training

be conducted on-site, or on-the-job, are made by R.

Wall (1975}, Wilson (1975), Ryant and Proctor {1973),
and Watson and Rowe (1976).

Job guarantees

The success of training programs is related, according
to Wilson (1975), Ryant and Proctor {1973), Wolfart
(1971), and Thomas Owen and Associates (1976), to spe-
cific training for existing job opportunities. Success-
ful completion of training is more Tikely if trainees
are guaranteed jobs, or if it is clear that jobs will

be available. By itself, training does not lead to
employment.

Supervision

A key element in the successful completion of training
programs (as well as employment maintenance) has been
identified as the supervisor. Ryant and Proctor (1973},
in an evaluation of the New Careers program in Manitoba,
note the importance of the line supervisor and call for
the careful selection of supervisors on the basis of
their understanding of the goals and objectives of the
program, and their support for those goals. Morrison
(1975) found that poor interpersonal relationships with
the immediate supervisor was a major cause for leaving
employment. R. Wall (1975), in a study of several
training programs, notes that supervisory and training
staff must be sympathetic as well as qualified. Hobart
and Kupfer (1973) urge the careful selection and orien-
tation of supervisors in native psychology and values,
Inservice training of supervisory and other staff
working with native persons is recommended by Heinemann
(1975) and Adams, et al. (1971).

Credentials and career paths

Some publications contend that to be successful, train-
ing/employment programs must offer 1egitimate credentials



(e)

(f)

(g)

39

and career paths. The Report of the Manpower Working
Group (Province of Manitoba 1975} describes training
as a vehicle to increase the employability of the
client by ensuring access to career paths. It is
claimed that too many programs are restricted to Tow-
paying jobs with 1ittle or no chance for mobility.
Gemini North Ltd. (1975) suggests that procedures for
certifying journeyman status be examined with a view
to shortening or modifying reguirements.

Training in the community

In some instances it has been found that training is
more successful when conducted in the local community
than when conducted in a distant location, or institu-
tional setting. Heinemann (1975) notes that coping
skills may be more readily acquired in one's home com-
munity where informal supports are available and
trainees do not face too many probiems and pressures
at once,

Native teachers or instructors

Some studies suggest that training is more successful
when native teachers or instructors are employed. The
advantages of this practice are believed to include
improved communications and greater commitment to, or
identification with, the goals of the program (e.g..
Heinemann 1975).

Special counselling supports

Special counselling supports are crucial elements of

a number of training programs described in the litera-
ture (see Ryant and Proctor 1973, Wilson 1975, Gemini
North Ltd. 1975). Readily available assistance with
personal problems, with job placement, etc., is con-
sidered essential to the success of these programs.
Financial supports

Financial supports, in the form of special allowances
or salaries for on-the-job work, are regarded as
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important elements of training programs by Gemini
North Ltd. (1971), which emphasize that support serv-
ices should inciude allowances and subsistence,
housing, family support, and transportation support.

(i) Training program
No single approach to the presentation of course or
program content is identified in the literature as
superior. However, several publications describe
techniques which appear to have had some success.
Jeanneau (1973) recommends an integrated approach to
program content rather than the compartmentalization
of "subjects," and suggests minimum lecturing and
maximum student participation. Gemini North Ltd.
(1975) suggests examining the concept of incremental,
achievement-oriented, individualized training units
and simulated job circumstances as possibie successful
models of traininag.

(j) Life skills
Several publications recommend that Tife skills train-
ing be included as part of the training program
(Watson and Rowe 1976)., R. Wall (1975) recommends
that 1ife skills training be restricted to job-related
tasks, relocation requirements, etc.

4.2.1.1.3 Social and cultural barriers

The literature discusses a wide range of barriers which
are associated with, or attributed to, differences in cultures and
life styles.

1. Language barriers

language barriers may hinder both job acquisition and
maintenance. Labour market information may not be known to persons
who do not read or speak the language of the majority. Similarly,
on-the~job communication probiems may arise.

The extent to which language barriers exist appears to
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vary with location, and generation. Further, the extent to which
language differences are considered a barrier to employment varies.
Kuo (1972) concludes that knowledge of English was not an important
criterion of earning capacity in the MacKenzie Delta region. How-
ever, Hobart and Kupfer (1973) conclude that the Inuits' lack of
English {and technical jargon) was a key problem in the work area
at Coppermine. Hobart {1974), in a study of Arctic oil expioration,
recommends that a northern labour relations officer be retained to
facilitate communications between workers and supervisors. He also
recommends that Inuits be used as sub-foremen, or straw bosses.

2. Cultural identity

Several publications point out a need for cultural support
systems. It is claimed that native persons may be reluctant to
migrate from their home communities for fear of lTosing their identity.
Relocation and changes in 1ife styles may result in a sense of anomie
and helpiessness, which in turn may give rise to dysfunctional coping
mechanisms {e.g., alcoholism), or pressures to return to the former
1ife style. Neither of these outcomes facilitates employment acqui-
sition or maintenance. Born (1970} urges that minority groups be
encouraged to maintain their identity through a process of cultural
adaptation. Carr and Associates (1968) recommend that mining com-
panies develop opportunities for native employees to enjoy their own
culture and friends during periods of adjustment. Heinemann (1975)
notes that the employer's responsibility should extend beyond the
work place and include developing means of cultural and cross-
cultural programming.

3. Life style barriers

A recurrent theme of the literature is that the traditional
1ife styles, and related "1ife skills" and values of native groups
are often at variance with the requirements of employment in an
industrial setting. Variations on this theme, and proposed solutions,
include:

{a) Life skills approach

It is claimed that persons who are suddenly faced with
a new life style (e.g., employment in an industrial
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setting; residence in an urban environment) will
require a variety of new skills and and understandings
in order to survive. These new skills are referred to
as "1ife skills” and include such things as: accep-
tance of work habits regulated by the clock and caien-
dar, appropriate attitudes towards authority, budgeting
and money management skills, knowledge and skills
related to using household equipment (e.g., telephones,
appliances), knowledge and skills related to using

the services of society {e.g., transportation, medical,
recreation), knowledge of diet and food preparation,
etc.

In general, the literature reviewed concludes that the
"Tife skills" approach has very limited value as a
solution to unemployment. Life skills should be viewed
as a step in the long process leading from a traditional
Tifestyle to a new lifestyle. Since wage employment
itself is a product of the non-native society, any
effort to train people for employment necessarily
involves a training in a new set of values and a new
lifestyle.

Morrison (1975) points out that the concept of "life
skills" 1implies cultural inadequacy for groups that
supposedly lack these skills, and is, therefore, subtly
destructive. Emphasis on the acquisition of "life
skills" has been replaced in the Titerature by an
emphasis on integration of work, 1ife and social
skills. The Titerature suggests that:

"Life Skills" should be restricted to job-related

tasks and relocation requirements if relocation is
necessary {Wall 1975). However, La Rusiac (1970)
disagrees, claiming that job training should also

look at how the system works in order that native
people can develop both functional skills and
strategies for self-defence.
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(i) The company's responsibility should extend beyond the

(b)

(1)

place of work. What happens in the work place has a
significant impact on a worker's community and family
relationships and vice versa. Integrated, compre-
hensive programs are needed (Heinemann 1975).
Counselling and guidance should be integral parts of
training programs (Gemini North Ltd. 1975, Christensen
and Niederfrank 1971).

Employment preferences

A second area related to traditional 1ife styles that
is discussed in the 1iterature addresses the question
of empioyment preferences of native people. This is
an area in which there are conflicting opinions. One
group of articles and studies stresses the importance
of traditional hunting and fishing life styles, tradi-
tional orientation toward the land and nature, and
preferences for seasonal types of employment. The
other group of articles and studies emphasizes the
serious negative consequences of stereotyping native
people in terms of "traditional" societies and making
unsubstantiated, or false, assumptions about native
employment preferences.

Traditional job preferences. Several studies empha-
size the need for employers to accommodate traditional
1ife styles. Rogers {1963) attributes failure of
educational programs in Greenland to their incompata-
bility with traditional hunting and fishing semi-
nomadic societies. Wolfart (1971) identifies a high
job turnover rate among trappers in the MacKenzie Delta
region, and claims jobs are viewed as a means to earn
money to return to the trap 1ine. Nogas (1976) notes
the success of the Gulif fiy-in rotation program, and
states that the program is well received in northern
communities because it provides opportunities for
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regular employment while allowing northern residents
to continue their traditional 1ife style including
hunting, fishing, and trapping. |
Non-traditional preferences. While it may be valid
that some native persons and groups prefer seasonal,
casual types of employment, several studies have
shown that it should not be assumed that all, or even
the majority, of native peoplie prefer this. Smith
(1974), in a study of northern high school students,
finds no differences between native and non-native
students in job aspirations. Both groups displayed a
range of aspirations. Lampe (1974), in a survey of
male Yukon natives, provides evidence that it is a
myth that native people prefer seasonal, menial, out-
door jobs. Rather, the survey shows a preference for
jobs that pay premium wages for previous experience
and that tast one year or longer.

Stereotyping. While it may be true that in some
instances preference for seasonal employment presents
a barrier to lTong-term employment, the false stereo-
typing of native job preferences also presents a
barrier. False expectations and stereotyping hinder
the future employment possibilities of adults in that
native people are often channelled into training pro-
grams that lead to low paying, temporary, or outdoor
types of jobs. Elias (1975) notes that, in Manitoba,
Saskatchewan and the Northwest Territories, almost
one third of northern training programs iead to occu-
pations providing less than a poverty-line income,
and two thirds lead to occupations providing income
which .is less than the national average. Among the
occupations for which training is provided, 68% have
unempioyment rates that are higher than the national
average, and one guarter are in declining occupational
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areas. This type of training is not consistent with
the job aspirations of native people noted by Smith
(1967 and 1974) and Lampe (1974).

Inappropriate training programs that do not adequately
take into consideration aspirations and preferences
perpetuate unempioyment since workers will not want

to remain in jobs that fail to meet their aspirations
and preferences (Elias 1975).

Self-confidence

A third variation on the theme of differing 1ife styles
focuses on the personal consequences of social and
cultural barriers. It is observed by some that native
persons lack self-confidence and this is attributed to:
Tack of comprehension of the rules and regulations;
punishment or ridicule on grounds not fully compre-
hended (e.g., suspension for lateness) (Hobart and
Kupfer 1973); low or false expectations of employers,
teachers, and non-native society about the aspirations
and abilities of native persons; and repeated personal
failure and lack of native success models (Lampe 1974,
Elias 1975).

Proposed solutions to the problem of lack of self-
confidence include providing opportunities to succeed,
and providing success experiences. R. Wall (1975)
recommends that selection of persons for training-
employment programs be based on the Tikelihood of
success. Moncrieff, Montery and Associates Ltd. (1972)
urge rigorous screening of individuals for management
training in order to select persons who can succeed,
and recommends the establishment of a junior achieve-
ment program. Heinemann (1975) states that people who
will probably not be successful in a given program
should be counselled out.

The literature expresses divergent opinions about the
impact on native communities of screening for success
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or “"creaming". Heinemann (1975) regards the outcomes
as beneficial in that the recruitment of community
leaders supposedly provides a means of advancement for
these individuals, and for individuals who will replace
them in the community. Gemini North Ltd. {1975), how-
ever, caution that recruitment should be phased to
ensure that community requirements are not

Jeopardized.

4,2.1.1.4 Political barriers

The literature addresses a number of problems related to
control and decision-making.

1. Local control and involvement

A freguent theme of the literature is the need to promote
local involvement, self-determination, and local leadership in order
for development, training, and employment programs to succeed.
Deprez and Sigurdson (1969) claim that it is imperative that native
people be able to identify with the goals of education, and recommend
that native people assume leadership in mobilizing the native work-
force and initiating enterprises. La Rusiac (1970) supports the
claim that native persons must participate in decisions about how
they will structure their future. The 1975 Report of the Manpower
Working Group (Province of Manitoba 1975) stresses local control over
the economy, local direction,, and Tocal leadership. Christensen
and Niederfrank (1971) conclude that personal and social stability
result from situations in which native people are involved in their
own development corporation. They note that native initiative was a
key element in the success of industrialization on the Fort McDermott
Reserve. Born (1970} states that change can only take place with the
consent and co-operation of native people.

2. dJurisdictional/co-ordination problems
A barrier identified occasionally in the Viterature

reviewed relates to issues arising from legally defined federal/provin-
cial responsibilities, the overlapping of jurisdictions, and the
problems associated with co-ordinating the responsibilities, priorities
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and planning of different levels of government and different govern-
ment departments. Although jurisdictional and co-ordination prob-
lems are referred to in the Titerature, none of the articles reviewed
comprehensively describes the actual manifestations and outcomes of
these problems.
A confidential document provided to CIR by a federal
government department outlines that at the federal level there has
been no officially recognized government department with responsi-
bility for providing a comprehensive approach to employment. Often
the development and employment activities of various departments
have been conducted in isolation from each other, and with 1ittle
or no co-ordination of efforts. Funding and employment activities
at the federal level have primarily involved four departments:
(a) Canada Employment and Immigration Commission (place-
ment, training, counselling, direct job creation,
wage subsidy programs, support to employers, mobility
assistance to individuals, and funding to Native
Outreach);

{(b) Indian Affairs and Northern Development {placement,
training, counselling, direct job creation, support
to employers and industry}. Since 1975 there has been
a decrease in the Department of Indian Affairs and
Northern Development (DIAND) spending and an increase
in Employment and Immigration spending. The policy
has been for DIAND to use the supports of other depart-
ments and to provide supports only when not available
through other departments;

{c) Regional Economic Expansion (DREE) (primarily supports

employers and industry). Beginning in about 1974,

DREE placed more and more money into training programs,
particulariy in connection with Federal-Provincial
Northland development agreements; and

(d) Industry, Trade and Commerce {primarily supports to

employers and industry). The literature suggests that
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the actual manifestations and outcomes of these
interlapping responsibilities need to be examined
in some detail.

4.2.1.1.5 Health and physical barriers

The Titerature suggests two types of health barriers; one
arising from the specific health problems associated with remote and
isclated native communities, the other arising from health-related
aptitude measures that are employed as screening devices by the
larger society. A third barrier in this area relates to the general
physical condition of the worker.

1. Specific health problems

The Titerature indicates that the general health of native
Canadians is often below that of other Canadians. In remote and
isolated communities poor health is seen as growing out of such
things as: poor housing, poor water supply, low income, inadequate
health care, and health care designed to fit southern clinical con-
ditions rather than northern conditions. High rates of respiratory
disease and ear infections are common.

Specific health problems may present barriers to employ-
ment in industries that are established in the North. For example,
a person with a history of respiratory disease, or damaged lung
tissue, may not be an appropriate candidate for working in a mine.

2. Health-related aptitude measures

Etias (1975) points out the significant relationship
between general health and general aptitude. Many of the character-
istics that make up aptitude measures are biological in nature
(e.g., colour discrimination, eye-hand-foot co-ordination, manual
dexterity, spatial sense, etc.). Since these aptitudes are related
to general heaith, the screening of both school children and workers
on the basis of these aptitudes is, in a sense, screening on the
basis of health.

3. Physical condition

The physical condition of persons may present a barrier
to some kinds of employment. People who have been idie, or who have
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been employed in jobs that require little physical exertion, may
not be able to readily move into strenuous labouring jobs. Liebow
(1967) relates the difficult experiences of some workers whose
physical conditions made them ill-prepared to perform strenuous
jobs. It may take a healthy, but physically out-of-condition per-
son several weeks to reach the level of fitness required by the
job. The employer or supervisor may be unwilling or unable to
carry the person for that length of time.

4.2.1.1.6 Recruitment techniques

Non-entry into the job market may result from lack of
knowledge about job opportunities or lack of prevocational counsel-
1ing. Suggestions to improve the recruitment process have included:
(1) special employment services for native people (Carr and Associ-
ates 1968, Lampe 1974); (2) employment services staffed by native
people (Lampe 1974); (3) mandatory use of native employment ser-
vices by relevant employers (Lampe 1974); (4) decentralization of
recruitment to the community level (Gemini North Ltd. 1975,
Heinemann 1975); (5) regular and immediate follow-up of applicants
{Gemini North Ltd. 1975); (6) community selection committee
{(Heinemann 1975); and (7) company local employment consultants
(Heinemann 1975).

4.2.1.1.7 On-the-job barriers

Two types of barriers were identified: (1) company, and
(2) union. Padfield and Williams (1973:38) state:

To employ more traditional unemployables

industry needs to put aside its selection standards,

relax its discipline policies, redesign its entry

jobs, provide fundamental training, cushion the

impact of personal functions, set guidelines for

supervisors and absorb the backiash.

Company practices. Other writers as well identify the
dichotomy between company desire to employ the unempioyed and the

structure within the company which is not geared toward people who




50

do not have adequate job experience, training, and attitudes. Thus,
the following problems appear in the Titerature: (1) attendance

and lateness; (2) conflicts with supervisors; (3) lack of experience;
and {(4) misinformation.

1. Attendance and Tateness

Many writers identify the conflicts between companies
and employees as a result of frequent absenteeism and lateness.

Some attribute such conflict to cultural determinants, e.g., Indian
time. Some attribute it to lack of appropriate pre-emplovment
inculcation of values of concern to industry, e.g., productivity,
punctuality, etc. For such authors, resolution of such difficulties
reside with the individual employee with the assistance of counsel-
ting and a "Tife skills" course to help overcome his lack of
experience.

Other authors {(Morrison 1975; Padfield and Williams (1973)
suggest that the company as well as the individual workers should
make accommodations. Padfield and Williams maintain that enumerating
infractions is not sufficient, for numbers explain nothing. The
reasons for such behaviour need to be known and assessed. Only then
can the company assure that the behaviour results from an individual's
tack of knowledge or appropriate attitude. Padfield and Williams
assert that attendance, so easily quantifiable, can on occasion be
used as an excuse for companies to abandon a project they do not
really believe in. The blame for the failure can be placed on the
individual.

Morrison (1975) acknowledged the success of some employers
in the Grande Cache area who left people on their books whether they
showed up for work or not. When a person reports for work, he 1is
then employed. Another solution is to leave the precise selection
of the day's complement of men to the community. The roster each
day is filled, but not necessarily by the same men. Both of these
Tatter suggestions require bilateral accommodation.

2. Conflicts with supervisors

Many studies (Hobart 1974, Morrison 1975, Padfield and
Williams 1973) state that often it is the foreman's commitment to
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any program of employment for native people, or other unemployables,
which can make or break the program. Solutions range from orienta-
tions for foremen in native history and culture to the suggestions
by Padfield and Williams to employ the potential foremen as teachers
in the pre-employment period. The foremen then know the individuals
who will be working with them and have become part of the orienta-
tion that has been provided. The employees will benefit from learn-
ing their foreman's idiosyncracies prior to employment under him.
- 3. Experience

Most native people and other traditional unemployablies
come to each job with a long job history characterized by failure
(Liebow 1967). Unless screening procedures change, such people are
automatically screened out as potential workers,

4. Misinformation

Coping difficulties within the plant are identified as
relating to false expectations of the job held by the new employee.
Hobart (1976) maintains that adequate briefing of the hazards of
the work situation helps in adjustment. Further, Hobart found that
there was a lack of understanding of the entire enterprise. Many
factors including job duration, working conditions, employer expec-
tations, etc. are either never explained or are misinterpreted. To
alleviate such potential difficulties, Gulf employs a native Tiaison
officer for communication between the men and company.

Union practices. General studies have identified diffi-
culties existing for native/unemplioyables by union regulations.

The literature reviewed suggests that union practices have a sig-
nificant effect on the success of employment programs for native/
unemployables. Heinemann (1975) recommends a more active role by
union in the support services. He urges unions to provide orien-
tation for native people with the union providing avenues for
workers to air grievances and have a voice in decision-making and
policy development. Gemini North Ltd. (1975) states that union
hall hiring practices do not give adequate time to get to the hall
from isolated areas. Liebow {1967) points out that in some jobs
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the individual needs ready cash for union dues before he can take
the job.

As jobs become increasingly difficult to obtain, claim
Padfield and Williams (1973), the union will become less and less
willing to support minority employees {affirmative action employees)
by using the ploy of seniority.

The literature reviewed stressed that the solution to
all inplant difficulties rested in co-operation between the union,
management and the native employees accompanied by complementary
adjustment.

4.2.1.2 Question #2: What are the patterns and/or trends with
regard to native employment patterns and native training/employment
programs identified in the literature addressing issues of employ-

ment and employment programs of native pecple in general across

North America? For purposes of this review of literature, it is

assumed that the emergence of patterns and/or trends implies a

temporal connotation. Within the context of this review, litera-

ture was examined from approximately a fifteen-year period, 1963

to 1978. The trends reported are those seen over this time span:

1. There has been a move from descriptive accounts of

native unemployment to complex analytical studies
of barriers and facilitators;

2. Solutions for native unemployment are seen as multi-
faceted whereas in early studies providing jobs was
seen as the single solution;

3. Many presuppositions previously held aboutinative
employment {e.g., Indians prefer short-term casual
seasonal employment) are being challenged by evi-
dence derived directly from native people;

4. Unilateral solutions involving changes in the native
people solely are being replaced by demands for
bilateral solutions requiring accommodations from
both the native people and the wider society;
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For the past fifteen years there has been a shift
from on-reserve employment to off-reserve employment;
Many studies show that specific Tabels such as
"native" cloud significant differences within the
group. Region, educational level, closeness to the
traditional way of life, all affect the individual's
view of employment; and

Higher educational levels among young native people
have raised expectations. This has created a group
of native people with more opportunities than their
fathers, but also more tension and frustration as
the opportunities open do not live up to their
expectations.

4.2.1.3 Question #3: What gaps with vegard to native employment

and employment programs have been identified in literature addres-

sing issues of employment and employment programs of native people

in general acrossg North America? The following gaps have been

identified in the general literature:

1.

The distinction between cause and effect is not
clear, e.g., is "social disintegration” a cause of
unemployment or an outcome of unemployment?

Much of the literature examining training/employment
programs is descriptive rather than analytical. Very
few studies have questioned the basic assumptions of
the programs, the objectives or the outcomes;

There is a definite lack of criteria for judging the
success of training/employment programs or native
employment ventures;

Although many training/employment programs exist,
the performance of most has not been evaluated;

Most agencies offering training/employment programs
claim that follow-up is not part of their mandate;
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11.

12,

13.
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The literature does not contain evaluative criteria
for native training/employment programs derived from
native participants or members of the native community
that the training/employment program was serving;
Statistics on the numbers of native people employed
and on the number of employable native people are
guestionable, when available, and in most cases are
not available at all;

Little research is available on local native business
initiatives although many are in operation. Few of
these enterprises have been documented;

Little information is available on training/employment
programs within particular industries;

No case studies, such as Stay Where You Were by
Padfield and Williams {1973) which describes in

detail a particular training/employment program for

[» Ju SO 8 [

Biacks, are availabie on programs for native North

Americans 1in particular industries;

Most proposals to alleviate native unemployment,

e.g., plans for relocation, have as much non-supportive
evidence as they have supportive data;

Jurisdictional and co-ordinational problems are rarely
addressed. Such questions as, “Who should fund native
training/employment programs, the federal government

or private industry?" or "What responsibility does the
provincial government have in the training of native
people?” are not studied thoroughly; and

The information available on native employment is
fragmented. It reports on a program, province, area

or sector. No study herein reviewed has looked com-
prehensively at native employment.
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4,2.2 Part Two: Documents from Qi1 Sands Region

The information presented in Part Two is based on docu-
ments specifically pertaining to the 011 sands region. The review
is organized in terms of the three questions of the literature
review,

4.2.2.1 Question #l: What ave the facilitators and barriers to
effective training/employment programs, and employment of native

persons, as identified in literature specific to the Athabasca
0Ll Sands region? One of the major difficulties in assessing the
tocal literature with respect to Question 1 is that little of the
literature is specifically concerned with employment in the oil
sands region. Further, the guestion of facilitators and barriers

to effective training/employment of native people is only a peri-
pheral issue in most of the available resources., The findings are
presented under the same seven main headings revealed as problem
areas in the general literature. The seven areas are: {1) econo-
mic barriers; (2) education and training barriers; {3) political
barriers; (4) social and cultural barriers; (5) health barriers;
(6) recruitment techniques; and {7) on-the-job barriers.

4,2.2.1.1 Economic barviers

One of the solutions for native unemployment has been
large-scale development in the area.

1. Llarge-scale development

This solution suggests that large-scale, labour-intensive,
resource projects should be attracted to areas of native unemploy-
ment and underdevelopment. A significant reduction in unemployment
would result from the upgrading of skills possessed by the native
people. The 0il sands industries are obviously 1arge*s¢ale develop-
ment. Van Dyke et al. (1979) have commented on the relatively large
scale and intense economic activity. It points out that one of the
results of such planned economic development is that, in the main,
it is carried on with 1ittle or no community input. Some negative
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results on native communities revealed jn the literature are:

(a) displacement and assimilation of native communities; (b) the
disruption of traditional patterns of life; and (c) natives are
used as labour force at the convenience of the company rather than
being offered or prepared for full-time, permanent, long-term
employment.

According to Johnson (1979), Fort McMurray is currently
attracting large numbers of native people from all over the north
country who often migrate to the area with few financial resources
and no place to stay.

' Fort McMurray is identified by many writers as a boom
town, subject to the influences of a boom/bust economy, and compli-
cated by the existence of a singlie enterprise domination. Larson
(1977) lists the problems Fort McMurray s encountering as a result
of rapid development as: {a) exploitation by government and indus-
try; {b) refusal of industry to accept social responsibility;

{c) racial/ethnic tensions; (d) a high Tevel of transience; and
(e) inadequate amenities.

Larson {1979} lists what he considers resolvable conse-
quences of development; resolvable consequences meaning those
dependent upon the ingenuity of employers, government and native
leadership. Solutions may be found to the following problems
caused by large-scale development: (a) Timited job adaptability;
(b) exaggerated expectations for advancement; {c) increased alcohol
consumption; (d) extended separation from families; (e) inadequate
working conditions (e.g., recreation and entertainment opportuni-
ties); (f) inequitable wages and income; {g) community organization
problems; (h) distrust of employers; (i) increased marital strain;
(j) commuting time to employment; and {k) inadequate supervisory
skills.

Larson does point out some possible positive consequences
of the development: (a) cash available for an improved standard of
Tiving; (b) better housing; (c) satisfaction with work situation;
(d) marital stability and satisfaction; (e) native employment in
supervision and related skills and better paijd occupations;
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(f) reasonable access to employment situation; (g} realignment and
refinement of heritage; and (h) higher educational achievement.
Larson's list of positive consequences is far-reaching and demon-
strates the wide area that is influenced by such large-scale
development. What he further points out is that the relative
destructiveness or constructiveness of such development depends on
the co-operative efforts of government, employers and native leaders.

The companies are the most obvious parties responsible
for the potential outcomes of the oil sands development. John Barr
(1975}, from Syncrude, admits that Syncrude has a social responsi-
bility. With regard to native employment, he states that programs
are in the planning stages for those who are interested in perma-
nent jobs. Furthermore, the spinoffs from the Syncrude development
will create jobs in housing, forestry, retail trades, government,
transportation, banking, and other occupations. The stated policy
of Syncrude is to provide residents of Northeast Alberta--regardless
of race, sex, creed or national origin--with the fullest possible
opportunity to qualify for and obtain employment in the company and
its operation (Syncrude 1974). Special training programs and coun-
selling are provided to help realize this objective. The results
of their efforts have yet to be assessed.

2. Alternative development

Although the oil sands area is obviously an economic area
based on large-scale resource development, the possibility of
community-based, marginally self-sufficient economies for native
communities has been mentioned in the literature. Ekistic Design
Consultants Ltd. (1975) suggest various types of potential economic
development for Fort McKay: (a) local timbering in conjunction with
clearing the land for the 011 sands operations; (b} transportation
service between Fort McKay and Fort McMurray; (c) a Co-op Store
Development in place of the Bay store; and (d) recreational devel-
opment. However, while making these suggestions, it is also stated
that, without 0il sands development in the northeast region, employ-
ment opportunities would be non-existent.
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Ekistic Design Consultants Ltd. (1975) suggest some alter-
native develonment for the community of Anzac. - One of the options con-
sidered is "modest growth brought about by the development of loqa1
resources and industries such as timber and recreation" supple-
menting the existing local employment opportunities. Sims (1975}
has several suggestions in the Fort Chipewyan Sub-Region Profile
for alternative development such as lumbering, commercial fishing,
tourism, and farming. Each of these options have drawbacks pointed
out by Sims. However, any local economic development must of neces-
sity have local support. The community profiles attempt to assess
community aspirations. Sims indicates that, although Fort Chipewyan
residents have not established Tong-range economic plans, they are
reluctant to relocate in Fort McMurray and leaders would prefer the
establishment of industry on reserves. According to Ekistics (1975),
the people of Fort McKay do not appear to want an influx of indus-
trially oriented people and would prefer to have their community
remain much as it is. _

Since local, independent, economic development entails
planning, organizing, financing and management, it is argued that,
for such development to occur, the communities need sound business
advice. This is particularly important since possib1e alternative
development ventures such as forestry and mining are in high-risk,
unstable marketing areas.

4.2.2.1.2 Education and training barriers

Most of the studies in the o0il sands region reiterate
the fact that native people in the area have Tow educational levels.
Schooling opportunities in the native communities are limited and
facilities are poor. However, the native people are convinced of
the importance of schooling since the community aspirations include
high school and adult education classes taught on the reserves,
This is of particular concern in Fort Chipewyan where there has
been a high failure rate in programs taught in other centres.
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1. Training Programs
Keyano College provides most of the occupational training
in the oil sands area. In Keyano's comparison of race with other
variables it was found: (a) natives were more likely to terminate
than whites; and {b) natives tended towards industrial workers'
courses, heavy equipment and pre-apprenticeship welding.
i On-the-job training
Most of the major industries report provision for on-
the-job training for their employees.
ii  Supervision
Syncrude Canada Ltd. {1974) has initiated a training
course for supervisors to assist them in working with
native employees. Other companies report special
personnel hired to improve relations.
iii Apprenticeships
Studies mention the lack of skilled tradesmen among
native people. This lack is attributed to the strin-
gent requirements for acquiring journeyman status.
Bechtel reports (n.d.) attempts to make apprentice-
ship programs more attractive to native people. One
probiem has been that the pay for first year appren-
tices is less than the pay for an unskilled labourer.
Bechtel, in co-operation with Edmonton Native Outreach,
succeeded in initiating an all-Indian welding course
in Edmonton.
iv  Special counselling supports
Syncrade (1974) recommends special counselling services.
A11 major studies accept the challenge to hire native
personnel trained in communicating with native employ-
ees and organizations.
vV Training program
There are numerous suggestions for the content of
training programs. Assheton-Smith (1979) recommends
the following components of a successful training
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program: (1) activities in which persons can achieve
a feeling of success and gradually come to hold a
positive self-image of themselves in relation to work;
(2} short learning units which can be completed;
(3) a social environment which maximizes the students'
opportunities to make decisions and influence outcome
by his/her own actions; (4) warm teachers who provide
personal training; (5) pairing students, grouping
students as friends to facilitate interpersonal rela-
tions; (6) on-the-job training shouid be as close as
possible to the real work situation; (7) the student
should work with a professional as an apprentice;
(8) classrooms should be used for discussions, reviews,
self-evaluation, self-criticism and academic skills.
Al1 classroom work should be job-oriented and practi-
cal; {9) Tearning should not be serial or restricted
to a set period of time; (10) students should be paid
during the training period; and (11} the student
should be given a job as soon as he/she is ready for
employment.

vi Life skills _
Co-West Associates (1976) suggests that counselling
services prior to, during, and after training include
job placement and follow-up emphasizing what they term,
"coping skills." Inherent in most proposed training
of native employees is a "life skills" component.

4.2.2.1.3 Social and cultural barriers

The literature examines social and cultural barriers to
native employment.

1. Native conceptions of life

Larson (1979) suggests that the native world view varies
widely from the non-native and is Tikely to have a significant
impact on employment habits and behavioural patterns in resource
communities. The following characteristics are identified as native:
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(a) constraint in relations to others tending toward emotional
isolation; (b) fear of aggressijon from others; (c) repression of
a person's own hostile impulses; (d) self-sufficiency; (e) with-
drawal from sources of anxiety; (f) group-oriented goals; (g) past-
present orientation; (h) nature is seen as part of the individual;
(i) nonverbal; (j)} pragmatic; (k) communal, collective approach;
and (1) non-materialtistic. Contrasted to these, the non-native
values are listed as follows: (a) relatively forward in relations
with others; (b) 1ittle fear of aggressiveness; {c) pride in expres-
sing hostilities; (d) drive towards conformity; (e) tries to cope
directly with anxiety; (f)} goals are individually set; (g} future-
oriented; (h) nature is seen as something to conquer; {i) verbal;
and (m) individualistic. Since the employment market and job
opportunities are based on the non-native values, native values
are reported to be not facilitative by some authors.

2. Life style barriers

It is purported that social institutions of the non-native
predicated on the non-native world view tend to alienate, reject
and discriminate against native people. It is, thus, maintained
by Larson, among others, that the clash of values and life styles
leads to the isolation of the native people from non-native insti-
tutions. As was mentioned earlier, many recommend "1ife skillis"
necessary for entry into the non-native controlled work place.

Assheton-Smith uses as one of the recommended evaluative
techniques for native workers, for the AOSERP study area, a social
evaluation of employee 1ife style. For example, is there a change
in the work pattern? interest in education? family stability?
standard of 1iving? children's school attendance? decreased
fear of geographical mobility? Such changes would indicate
a lessening of 1ife style barriers to employment.

3. Self-confidence

Larson (1979) and Assheton-Smith {1979) in particular
maintain that native people lack confidence in themselves in the
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job market. Assheton-Smith relates it to the self-fulfilling
prophecy. Native people will not apply for a job they know is
available believing that they will be turned down.

Larson (1979) quotes Riffel et al. (1972) in claiming
that the self-concept and personal evaluations of competence among
native people have been eroded. Natives have come to believe that
any effort is futile.

Assheton-Smith's solution to the lack of self-confidence
is to offer opportunities for success in employment and training
programs.

4.2.2.1.4 Political barriers

1. Local Control and involvement

The community profiles (Ekistic Design Consultants Ltd.
1975) all document the lack of local control and decision-making.
Van Dyke et al. (1978) point out the impotence of local communities
and individuals in the face of economic decision-making being
controlled by big business and goverment. It is pointed out that
the individual, in fact, has Iittle control over events.

2. Jurisdictional/co-ordination problems

As Syncrude's position paper (1974), points out, success-
ful programming for native people depends on co-operation from
business, government, and the native organization. These supra-
organizations need, in turn, to be co-ordinated with local concerns.
This is a major undertaking since business, government and native
organizations are all governed by provincial, national and interna-
tional considerations, as well.

In the field of training, Co-West Associates (1976)
recommended a cioser scrutiny of the respective mandates of
Athabasca University and Keyano College.

4.2,2.1.5 Health and physical barriers
Van Dyke et al. (1978) have noted the intensification of
personal and social problems in resource development communities.
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The working situation is hard on the physical and psychological
health of the individual. They further note that the natives have
coped very well with the rapid change, but this development is
disorienting for almost everyone.

Larson (1979) quotes statistics with regard to the
general health of native people: over two and one half times as
many infant deaths; more stillbirths; and approximately one half
the 1ife expectancy of other Canadians. Further, he enumerates
the personal adjustment problems such as alcoholism which have
physical and psychological causes and effects.

4.2.2.1.6 'Recruitment techniques

Bechtel {n.d.) reports, in a document called, "Native
Employment-Mildred Lake Site", that one of the reasons for the
success of the company in employing native people is its open-door
policy, encouraging community leaders to visit the site and subse-
quently for company officials to travel to the communities.

Assheton-Smith (1979} enumerates the following recruit-
ment procedures for AQSERP: (1) tap into the community information
network to {a) find what jobs are available, and (b) find what
training is available; and (2) hire a "contact" person to perform
#1 and to counteract local prevailing beliefs which work against
employment.

Syncrude Canada Limited (1974) has, as one of jts oper-
ating principles, the determination to make information with regard
to job openings and requirements for jobs as well as availabie
services to gain qualifications for these openings, available di-
rectly to the community, as well as federal and provincial agencies.
It proposed to support the recruiting efforts of the training
institutions and formally and consistently recruit from the ranks
of qualified graduates of the training institutions. Syncrude
further employs a Native Personnel Specialist to work with the
native organizations, identifying jobs and interested native
people and bringing the two together.
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4.2.2.1.7 On-the-job barriers

1. The company

Syncrude and other employers maintain the need for qual-
ified workmen. Further, they refer to the industry's objectives of
productivity and low job turnover as paramount. They acknowledge
the need to balance these factors against the obTigation to provide
Job opportunities for local native people.

2. Union

Johnson (1979) suggests that some probiems could be
alleviated if the labour unions located an office in the region as
well as in Edmonton.

4.2.2.2 Question #2: What are the patierns and/or trends identi-
Fied in the local documents? The following trends were observed in
the available local documents, and are summarized:

1. There is a growing concern with the effects of the

0i1 sand development on loc

2. Studies of the local communities have revealed the
basic cultural, social and economic aspects of these
communities from the perspective of the outside
researcher, not from the view of the community
residents;

3. Most studies have been descriptive in nature. They
have not analyzed the problems involved with native
employment;

4. Most theoretical discussions have drawn their assump-
tions from data gathered from outside the region.
Few theoretical statements have evolved from data
collected in the Athabasca 0il Sands region;

5, Empioyment statistics are conflicting and contradic-
tory and vary to such an extent that they appear
highly suspect;

6. The literature reviewed here suggests that employers
and researchers are aware of some of the problems
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involved in native employment. However, the exami-
nation of these problems in native employment in the
01l sands region has been spotty and speculative; and
Most studies are based on assumptions about native
people which have not been tested and may not be
relevant to the oil sands area.

4.2.2.3 Question #3: What are the gaps identified in the local

documents?

The following gaps have been identified in the available

local documents:

1.

2'

10.

Questions regarding relocation and migration have not
been thoroughly addressed;

Alternatives to permanent relocation have not been
considered;

No comprehensive examination of economic opportuni-
ties for the area's native people has been undertaken;
Local aspirations for community development and
employment of community members are not surveyed;

No study has attempted to compare the education and
training of native people with real job opportunities
in the oil sands region;

No assessment has been made of local jobs in relation
to the actual general educational level needed to
perform the tasks associated with those jobs;

No assessment has been made of Tocal jobs in relation
to the actual skills involved in performing the tasks:
The appropriateness of paper qualifications for entry
into specific jobs has not been researched in the oil
sands region;

None of the available documents has contained any
accommodations which employers make in rules or regu-
lations for native employees;

The question of whether or not training programs
should be offered in local communities has not been
fully considered;



11.

12.

13.

14.

66

Research into job preferences of native people in
the 0il sands region has not been undertaken;

There is no information on who funds what programs,
or aspects of programs, and who benefits from such
funding;

The differential attitudes of particular groups
within the native community (old, young, southern,
Cree, Chipewyan, Metis, urban, etc.) of the oil
sands region toward employment and training have
not been studied; and

None of the available documents addressed the ques-
tion of the relationship between health and employ-
ability in the oil sands region.
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5. PRELIMINARY INTERVIEWS AND CONSULTATIONS

5.1 INTRODUCTION

This report relates the results of visits to the Athabasca
011 Sands region and preliminary interviews with persons from employ-
ment-related institutions, training institutions, and with employers,
in the Athabasca 0i1 Sands region.

5.2 METHODOLOGY

The interviews were conducted to assist in the problem
definition phase of the study. Some of the purposes were: (1} to
identify the training/employment programs for native people in the
Athabasca 011 Sands region; (2) to identify the types and quantities
of information contained in existing documents and records, and to
identify gaps in information; (3) to establish mutually agreeable
procedures for the document review and records' search; (4) to
schedule the records' search; and (5) to determine the points of
view of personnel from industry, native organizations, and govern-
ment agencies on relevant criteria for evaluating the effectiveness
of training/employment progfams. Furthermore, drafts of the instru-
ments for the Document Review and the File Analysis were to be
modified in accordance with the types and quantities of information
available and the criteria identified by the interviewees.

5.2.1 Data Sources
Persons to be interviewed and consulted were identified

in consultation with Ms. B. Kasinska-Banas, and/or the relevant
companies and organizations.

The following 1ist of names represents persons and
organizations consulted:

Joan Tornberg Native Outreach (Fort McMurray)
Celina Jean Native Qutreach (Fort McMurray)
Muriel Venne Native Qutreach {Edmonton)
Alvena Strasbourg Syncrude

Douglas Schmidt Keyano College
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Al Schuster Great Canadian 0il Sands
W.L. Cary Great Canadian 0i1 Sands
Dan Sinclair Syncrude
Ted Van Dyke Northeast Alberta Commissioner's
0ffice '

Gerry Greg Keyano College

- Garth Leask Canadian Bechtel
Al Smythe Canada Manpower Centre
Terry Garvin Syncrude
Bi1l Cruthers Alberta Fish and Wildlife
Jim Tompkins Syncrude
Jim Carberry DIAND
Frank Frey DIAND
Dick Johnson Advanced Education and Manpower
J.A. Cunningham Canadian Bechtel
Alex Gordon Syncrude

5.2.2 Data Collection Procedures

The interviewer recorded the opinions of the respondents
in writing at the time of the interview. Interview times were
arranged in advance, by telephone, at the convenience of the
respondent. Most interviews were conducted during the week of 12 to
16 June 1978 by CIR staff, Marvin Nygaard and Anne Deines in the
company of the AOSERP Project Monitor, Barbara Kasinska-Banas.

Where feasible, interviewees were requested to provide
samples of the available documents and records. This allowed CIR
staff to modify the instruments for the Document Review and File
Analysis to employ categories similar to those in use by the
companies, agencies, and organizations.

5.2.3 Instrumentation

A semi-structured interview schedule was utilized to
obtain points of view on existing native employment patterns,
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training/empioyment programs, and relevant criteria for evaluating
training/emptoyment programs. It must be reiterated that these
interviews were exploratory in nature. They were meant to elicit
general opinions of various interested and knowledgeable community
members. It is understood that each individual responded from his
specific background and from his particular bias. The reader is
cautioned to interpret the results with this in mind.

This was not meant to give hard statistical data but rather
to get initial opinions on native employment patterns through the eyes
of pegple involved in employment and training in the area. The ideas
were elicited to aid in the ongoing research problem. The conclusions
can then be used as researchable questions for future studies.

5.2.4 Reporting Format
Since much of the data collected related specifically to the
modification and refinement of the instruments and familiarization with

other data sources, such information was incorporated into the ongoing
development of the study and was unsuitable for formal reporting. How-
ever, the data collected from the respondents, vis a vis the semi-
structured interview schedule, with regard to opinions on existing native
employment patterns, training/employment programs and relevent criteria
for evaluating training/employment programs, are reported as follows.

The interview data are presented in two parts. Part One deals with
general areas of concern and Part Two consists of specific statements
made about the area, or training programs which were considered by

the interviewees as worthy of study.

5.3 THE FINDINGS

5.3.1 Part One: (General Considerations

The general considerations centred on three major concerns:
(1) the nature of the research on native employment patterns; {2) the
particular characteristics of the Athabasca 0il Sands region; and
(3) criteria for success in training/employment programs.
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1. The nature of the research

It soon became evident after a very few interviews that
the people in the Athabasca 0il Sands region feel that they have
been "studied to death". This was apparent from the readiness of
the interviewees to make concrete suggestions with regard to the
manner in which the present study should proceed. Most of those
interviewed stressed the point that, because of past experience,
local residents are not receptive to survey techniques. It was
suggested strongly that alternative methods of data collection
should be explored. It was further emphasized that the study
should be approached slowly since residents of the communities
involved are somewhat suspicious of the motives of researchers.
Further, if co-operation is to be gained from the various employers
in the area, the researchers must be prepared to spend time in
serious consultations with them.

Other suggestions regarded the content of the study.

Many interviewees questioned the scope of the study. Some inter-
viewees considered the Timitation to major industries too restricted,
stating that the major 0il sands industries may not be the major
employers of native people in the Athabasca 0il Sands region.

Among the other employers mentioned were traditional enterprises

such as trapping, the Northern Transportaticn Co., the sawmill, and
service industries within Fort McMurray.

Others stated that not only employment patterns should
be examined but also the study should look at the types of commit-
ment industries have made to the community,

Some interviewees maintained that a study of employment
cannot stand alone, but must include such things as concrete condi-
tions within the community which have an effect on the individual
employee: housing, high prices, shopping facilities, banking facil-
ities, recreational facilities. Further on this point, several
interviewees suggested that the study should look at the mental and
social well-being of native persons within the employment milieu.
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With regard to the particular emphasis of the study,
native employment patterns, training institutions and employers
(with the exception of Syncrude) do not appear to emphasize affir-
mative action approaches in training and employment programs.
Trainees are generally not identified as native or non-native.

The resultant difficulties for research designed specifically to
examine native employment programs are self-evident.

2. Particular characteristics of the o0il sands region

Interviewees suggested that the general demographic and
social characteristics of the area should be included in any
research concerned with native employment patterns. It was stated
that, since Fort McMurray is described as a boom/bust town with
related social problems and a relatively unstable condition, it
would be unfair to study the native people in isolation from the
particular characteristics of the area for, in one person's opinion,
the native population may be more stable than the rest of the
population.

Some interviewees stressed the fact that researchers
should be aware of internal divisions within the communities.
These include such things as: status vs. non-status; Cree vs.
Chipewyan; generational divisions; and kinship ties.

3. Criteria for success in training/employment programs

Most interviewees agreed that the major criterion for
evaluating employment and training programs is employment. Some
claim that full-time employment for a period of three months
indicates success; others indicate that employment for one year
or more is required before a program can be deemed successful.

On the other hand, some questioned whether employment
and income were, in fact, the major criteria of effectiveness.

They emphasized the broader social concerns surrounding
the employee as necessary concomitants to the employment situation.
On this vein, some interviewees saw life skills as a priority in
training/employment programs. Others, however, did not.
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5.3.2 Part Two: Specific Statements

~ The following are specific statements which represent
certain strongly felt concerns held by some of the interviewees
regarding the area or training programs.

The most important aspect of training is the guarantee
of a job.

Native employees are treated the same as all other
employees.

There are often no jobs available in areas in which
native people are trained.

There is a danger that industry will destroy traditional
skills, but provide native people with no useful skills
in their place. Training may just lead to a dependency
role.

Native employment should involve traditional emplioyment
such as trapping, and employment in areas such as
transportation |

Syncrude promotes Indianness through community develop-
ment activities and cultural activities.

There is a need for follow-up to research.

The objectives of government and industry often
contradict each other.

Findings of previous studies should be interpreted

with caution. Records are often falsified.

The effects of union rules and regulations on employ-
ment of native people should be quantified and explored.
Employees in some of the major industries are not
generally drawn from immediate surrounding areas.

One of the biggest problems is prejudice in hiring
native people.

Often industry destroys a person's stature in the
community. It also takes the best from communities,
thereby removing potential Teaders.

There appears to be a transitional period of adjustment
for native people. They may go through a period of
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instability, frequently quitting jobs, before settling
down and becoming stable employees.

~ There is a need to look at the role of the college in

satellite communites.

CONCLUSIONS
From the preliminary interviews the following general

conclusions were apparent:

1.

Survey techniques would be inappropriate instruments
for a study of native employment patterns;

A study of native employment patterns which disregarded
other aspects of the social and economic life of

the area would be inadvisable;

A study of native employment patterns which disregards
the employment patterns of other employees in the area
would give a distorted picture of native employees;
The native population cannot be viewed as homogeneous.
Internal divisions must be taken into consideration;
Research must proceed slowly based on allaying fears
and suspicions among the local people and the
acquisition of their confidence and co-operation; and
Looking at individuals as employees is not enough;
research should include the employee as community
member, tribal member, and family member.

Although these conclusions were made with no particular

attention to costs, priorization, or practicality, they provide
Tocal direction and specific concerns on which to proceed with Phase II.

Then a well-defined Phase II could help priorize the action needs and

provide a solid empirical basis on which to set policy and plan programs.
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6. FILE ANALYSIS: EMPLOYMENT AND TRAINING RECORDS,
ATHABASCA OIL SANDS REGION

6.1 INTRODUCTION

This report identifies, reviews, and assesses manpower
records of government agencies in the Athabasca 011 Sands region,
records of training/employment programs in the Athabasca 0il Sands
region, and employment records of two of the major industrial
corporations in the Athabasca 0il Sands region.

6.2 PURPOSES

The file analysis was incorporated into the research
design for Phase I of the investigation, Native Employment Patterns
in the Athabasca 0i1 Sands region, for the following reasons:
(1) to determine the extent and types of employment of native
people; {2) to determine the extent and types of training received
by native people: {3} to determine the duration of employment and
training of native people; (4) to identify factors which appear to
facilitate or impede the effectiveness of training/employment pro-
grams, and the employment of native people; and (5) to identify
gaps and ambiguities in information. f

6.3 METHODOLOGY

6.3.1 Data Sources

The major sources for this file analysis were the employ-
ment and training records of major industries (Great Canadian 01l
Sands, Bechtel, Syncrude), Keyano College, and Native Outreach/
Manpower.

The files of these institutions provided an initial
source of information to gain an insight into what information was
available and what it had to say. The file data were not used to
give hard statistical data but as an initial step in determining
research questions and testable hypotheses for a future study.
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The file data provide some insight into the work and
training experience of those individuals who have come in contact
with these institutions.

6.3.2 Limitations
The use of file data in itself imposes severe limitations
on the data:
1. The researcher is limited to gaining information on
only the material that is available in the files; and
2. There is no way to assess the reliability of the
responses given on forms of employment agencies,
educational institutions, or prospective employers.

6.3.3 Instrumentation
Two checklists were used to compile the data: one for

employee records; one for trainee records. However, for the first
69 items the checklists were identical with additional categories
being added to the trainee checklist.

The checklists were developed and modified in accordance
with the data derived from the Literature Review and the Preliminary
Interviews.

Instrument #1, Employee File Analysis Checklist, was used
to summarize employee records., It was modelled from the Canada
Manpower Form 701, since it appeared that this format addressed the
available data. The checklist recorded information in the following
area: age; sex; marital status; number of dependents; languages
spoken other than English; ancestry; formal schooling; specific train-
ing; work history; interruptions in work history (voluntary and
involuntary}; income; and conflicts, problems, or commendations recorded
in the employment record. Additional categories were included in
this instrument at the request of one of the co-operating industrial
employers in the Athabasca 011 Sands region. Information obtained
from these additional categories can be found in the section of the
report entitled, Employment Records - Employer A, only.
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Instrument #2, Trainee File Analysis Checklist, was used to
summarize training records. The checkiist recorded information in the
following areas: age; sex; marital status; number of dependents;
language spoken other than English; ancestry; formal schooling;
specific training; work history; interruptions in work history (vol-
untary and involuntary); income; conflicts, problems, or commendations
recorded in the record; course name; successful or unsuccessful comple-
tion; reason for leaving the course; and information regarding the
trainee's experience after leaving the course.

6.3.4 Data Collection Procedures
Several research assistants were required to complete the

record search. Three options for data collection procedure were
offered to the co-operating agencies:

1. File information could be coded internally by perma-
nent staff of the co-operating company or agencies.
CIR would supply the company or agency with check-
tists, computer coding sheets and a procedural wanual,
and would train and pay the company’s or agency's
employees for the time involved;

2. File information of the company or agency could be
coded on the premises by CIR staff. Under no
circumstances would any files be removed from the
premises of the company or agency; and

3. File information could be photocopied by the co-
operating company or agency, but all corporate and
personal identification would be removed from the
photocopied material. The photocopied data would
be supplied to CIR staff who would then complete the
coding. A1l photocopied data would be returned to the
company or agency after coding was completed.

Two of the co-operating companies and agencies chose #1

option and CIR staff trained some of their staff to complete the
coding. Two other companies and agencies chose #2 option.
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The data collection took place between July and Septem-
ber 1978. Data were collected from files available for roughly a
three-year period (i.e., from 1975) where this length of time was
available and with Employer A from its inception.

A coding manual was provided for each coder to assure that
each category was interpreted in the same way by all coders. The
Coding Manual is included in Appendix 9.

6.3.5 Confidentiality and Anonymity Guarantee
A1l information was recorded onto computer coding sheets.

Under no circumstances was identification to persons, businesses,
agencies or organizatiohs attached to coded data. The research
assistants were strangers to the area and had no previous acquain-
tance with individual cases. The research assistants hired from
within companies or agencies were individuals already having access
to the file data.

6.3.6 Sample
EmpToyment and demographic information was sought for a

random sample of current and former employees or trainees of both
native and non-native descent. A 10% to 15% sample was taken
depending on the number of files available.

The small sample size is justified in that the study is
not intended to give hard statistical data but rather to give a
general indication of trends which can be used to build a more
comprehensive study at a later date. |

Every tenth file was chosen and, if a file was usuable,
it was left out and the next file was used.

A sophisticated sampling frame was not deemed necessary
to achieve the objectives of this problem definition phase. Questions
as to the representativeness of the sample can be tested when the
follow~-up research is designed.
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6.3.7 Data Analysis Procedure

Tabulate frequencies for each item of information.

The computer coding sheets were keypunched and Statisti-
cal Package for the Social Sciences (SPSS} subprogram FREQUENCIES
was used to tabulate the frequency and percentage distributions
for each item.

Identify apparent patterne in employment and training

programs.

The SPSS subprogram CROSSTABS was used to determine if
employment patterns varied with jtems such as age, sex, training,
ancestry, marital status.

Identify factors which appear to facilitate or impede the

effectiveness of training/employment programs and employ-

ment of native people.

Factors which appeared to facilitate or impede the effec-
tiveness of training/employment programs, and employment of native
people were identified and summarized,

Identify ambiguities and gaps in information.

Ambiguities and gaps in the information were identified
and summarized.

6.3.8 " Reporting Format

' The findings of the file analysis will be presented in
the following pages. Only group data summaries will be reported.
No profiles or descriptions of individual person's records will be
produced. The report will present separate analyses of trainees,
potential employees, and employees. Part One will include a des-
cription of the frequencies of each item for each of the three
groups followed by an analysis of the findings. Part Two will

examine the cross-tabulations and apparent trends.] Part Three

I Cross~-tabulations for the employee samples obtained from Athabasca
011 Sands region Employers A and B were not computed for the
following reasons: (1) there was no comparison basis available

for data obtained from the files of Employer A since the sample
population was all native; and {2} the personnel files of Employer

B stated the ancestry of the sample in less than five per cent of
the cases examined, again making statistical comparison impossible.
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will identify and assess factors which appear from the file data
to facilitate or impede the effectiveness of training/employment
programs. Part Four will identify and summarize gaps and ambigu-
ities in the available data. A final section will itemize the
general conclusions drawn from the file data.

6.3.9 Comparability
The comparability of group data was determined by the

availability of file data. In the training institution, informa-
tion of native and non-native was available up to 1976. In the
employment agency files, native and non-native designations were
made in some cases and not in others. Employer A was able to pro-
vide information only on native employees. Employer B did not
distinguish native from non-native in the files.

This was recognized by the researchers as a severe handi-
cap in reporting results. However, comparisons were made where
possible to see whether any trends were evident which could be
pursued in further studies. Since the study was intended to be
exploratory, discovering gaps in existing file data was part of the
task. Comparisons between native and non-native workers would be
valuable to give a base on which to assess both groups' performances.
However, such an enterprise is really beyond the scope of this

study.
6.4 THE FINDINGS
6.4.1 Part One: Frequencies

The data for the trainees have been categorized under
four headings: (1) personal characteristics; (2) educational
background; (3} work background; and (4) problems and conflicts.
For elaboration, check the accompanying histograms and the tables
at the end of the section, for comparisons of group scores.
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6.4.1.1 Trainees

6.4.1.1.1 Personal characteristics

The total number of files searched was 269. Of these
68% of the trainees were male, 32% female. The majority (58.4%)
of the trainees were between 20 and 30 years of age. Only 34.2%
were married, while 63.6% were single. Single support parents
numbered 7.8% of the sample. Of the sample, 64.3% have no depen-
dents, 14.5% have one or two dependents, 10.6% have three or four,
and 2.6% had five or six dependents. (see Table 1).

From the data available, in 94.0% of the cases it was
not possible to determine whether the individuals spoke languages
other than English. However, in 3.7% of the sample, Cree was
indicated as a second language; Chipewyan in 1.5% of the cases,
French 0.4%, and Ukrainian 0.4%. Ancestry was designated "native"
or "white" in the files until 1976. Therefore, in 39.0% of the
sample, ancestry was "Not Stated." The files where ancestry was
stated constituted 61.0% of the sample. Of the total sample, 19.7%
were designated native and 41.3% were non-native. Therefore, of
those labelled by race, approximately one third were native and
two thirds non-native. The native sampie was not listed in the
files as treaty, status, or Metis. Thus, such information is not
available for apalysis of trainee characteristics,

6.4.1.1.2 Educational and training background

Of the sample, 93.7% were former trainees while 5.9%
were current trainees, (see Table 2).

The following levels of formal schooling were recorded:
5.6%, Grade 7 or less; 26.4%, Grade 8 or 9; 37.5%, Grade 10 or 11;
19.7%, Grade 12; 7.8%, over Grade 12.

Further, 50.6% of the sample indicated that they had had
no previous training; 24.2% had had some training but had no certi-
fication; 13.0% had received certification; 2.2% had one to six
months training on the job; 4.8% had over six months training on
the job; and 1.9% had job experience in a certain skill.
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Table 2. Educational and Training Background of a Selected Sample
of Current and Former Trainees.
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The courses in which individuals enrolled were: trades
(36.1%); heavy equipment operation (19.0%); and academic upgrading
(12.6%). Other training areas were business and short training
courses for unskilled labourers (Industrial Workers' Courses).

Of the sample, 74.7% had successfully completed the
course; 20.8% were unsuccessful; and 5.9% were currently enrolied.

6.4.1.1.3 Work background

Within the twelve months prior to their application for
training, 38.3% of the trainees reported working ten to twelve
months; 13% reported working seven to nine months; 13% reported
working four to six months; 4.5% worked less than three months;
and 1,9% did not work.

It was revealed that 28.6% had one job over the previous
12 months; 26.4% had two or three jobs; 12.3% held no jobs or were
in school; and 1.8% had four to five jobs. (see Table 3). ;

In terms of salaries, for the twelve months prior to
application for training, 8.6% reported earning less than $3,000 f
and only 17.8% reported earnings of more than $10,000.

On most forms, whether the individual had received
social assistance was not indicated (54.6%). However, it was
reported that 9.3% of the sample had received social assistance
in the previous twelve months and 22.7% had not. It was stated
that 16.7% of individuals had received less than $5.00 per hour
at the termination of their last job; 31.6% earned less than $7.00
per hour; and 58.9% had no record of salaries. Therefore, only
9.5% received over $7.00 per hour.

The trainees listed industry, construction, and service
jobs in descending order of frequency as jobs desired.

In terms of recent work experience, the trainees listed:
(1) service; {(2) construction; and (3) industry, in decreasing
order of frequency.

On the matter of voluntary interruptions of work, 76.6%
cited retraining as their reason for leaving employment. For-
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Table 3. Work Background of a Selected Sample of Current and
Former Trainees.
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NURBER OF None xxxxxxxxxxxxxxxxxxxxg .7
LAY-0FFS o
SINCE BEGIN
NING EMPLOY 3oré !
VA EETTRVEREAVVVERTAVEEIETAY
HENT Not Stated OO0 o] 36+ 5
guE ot Svated XXX KKK KKK KX KR R KX % XX KXY KK XK KX KX KX KA X RKA X KX K KK R X KK RX KRR ARRRRX KXRR
MEMBERSHIP XA OO0 XXX R XXX
XXX EXXIR XXX AT RRYKER N AN ARK R XN XXRR KR
INCOME FROM Not stated OO XXX XXX XX KU e 490
EMPLOYMENT TR
IN THELYE £ ¥5,000 lXXXXXXXXXXXﬂ_EA‘g
$ 5,000 - $10,000 AXRKXXAXRAXN o o
monTHs pRIOR ¥ 5> ’ TR
TO CURRENT | $10,000 - $15,000 §§§§§§§§§§ﬂ 13.0
BPLOMENT 115,000 - $20,000 S EX
§20,000 - §25,000 [ 1.9
> §26,000  (N1.9

(=)

Continued . .
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Relative Frequency (Pct.)

L

Yarfable Description
10 20 30 40 50 6 70 80 % 100
NORK Child Care i:ﬂ 3.3
INTERRUP- 11 1ness 1.5
TIONS X
(YOLUNTARY) Relocation [ 1.8
Retraining oF OO DX XXX T RYXXRA R KRR KR RRYRTLXREOCKIN) 5
Better Job XXOCKCEXAKRXEX XXX KX XX XKXRX KK KRAK AKX KRORRK xxaxx ook k] 76+
X
Trapping Xﬂ 2.6
{
Choice X 2.6
Personal [ .4
TRYXTLYRY
Kot Stated xxxxxxxxx'l"z
WORK Fired YA 3.0
INTERRUP- . XXXXRX AT
ki Lald-Off e 14.1
{ INVOLUN- Work Shortage Y 5.2
TARY) Company Left ﬂ 1.1
X
Dead-End Job 2.2
Seasonal Employ ix 2.2
Probiems with 7 -
Management (i’
Mot Stated xxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxil71 .
XXX RO U O OO XU on00ocoonce 74+
i hor Stated TR OO XN KK XXX X XK OO X LXK AKX XK XXRAXXXRX (YR EY XRRAT
WAGE XXX OO
X XEXAXRXAAR XXX XAXXXXXKRRLARER
352“1“A7' Not Stated xxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxl53'“
NG , KXXXKERRX AN
HOURLY & 3 5.00/hour fxxxxxxxaxux 167
$ 5 - §6.00/hour [rrieAkAlg 4
WAGE : wooood &
$6- % 7.007hour 526
¥X
$7 -8 8.00/hour [yold.l
3
$8-% 9.00/hour p 2.2
$ 9 - $10.00/hour [1.7
$10 - $11.00/hour 1.7
A
> $11.00/hour 1yyyy 4.7
KRR XRX KRR R KR XX XXX FREXEXZRR XA
FIRST TvpE Kot Stated xxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxx]‘4'3
o ¢ Government i 1.0
EXPERIENCE
XHXIXXXRARXKAXYRE
LISTED Service ;ﬁgxiixgxxxxxxxxxn 23.8
XXX
Industry xx“xx“ﬂ 10.8
TXRAXEXATANR
Construction '(XXKXXXXXXXK! 14.9
Agriculture o4
¥X
Resource m‘ 4.8

Continued . . .

o
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Table 3 (Concluded}.
Relative Fraquency {Pct.)
¥arfable Description
16 20 30 40 50 60 70 80 S0 100
XXX XXX KK KK LR XEXX XXX KNRN &
SECOND TYPE|  Not Stated xxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxx] 40.9
OF WORK Goverrment xl 1.5
EXPERLENCE
FEEVLERTATEA VST
LISTED Service xxxxxxxigxmxxxxxxxl 26.0
TXTXXERY
Industry mm:ﬂ’ 12.3
XXX KLAXEAR
Construction “xxxxxx”uﬂ 16.4
Agriculture .4
Resource Xi 2.6
RN RN XX VAKX R XRRX R
THIRD TYPE | Mot Stated OO KX RO aooocond 43+
OF WORK Government ﬁ 1.1
EXPERIENCE :
TR REXAX AR KAXRX
LISTED service xxxxxxxxxixxxxxxxxﬁ 23.4
RAXEXAAX
Industry e 13.4
OO KRR KX XAK
Construction “““”x“x”] 17,5
Agriculture 4
Resource N
LOCATION Fort McMurray xﬁmii;ﬁ 1.9
Rl T
o Edmonton e E
EXPERIENCE bixy) 2
LISTED Calgary .7
Rural Alberta :;:X 4.1
Other Provinces i:?:ﬁ 7.4
Hot Stated XXXXXFXARTAR KR AKX KRR EERCRVOOOORY RN 0 o
RO OO0 OO cooe 69+
LOCATIGN Fort McMurray ooy 14:8 '
OF SECOND Other Northern ;iiiix 7.0
WORK TXTRXXRN
EXPERIENCE Edmontan vooooon 37
LISTED Calgary
Rural Alberta
Other Provinces KOUKXKEX 10.0
IXERR XA KAR I K LR TR oK A XA KR X R AR AXXFXKAXY
Not Stated XKL XKORKX KKK KOO X OR RO oo 32-4
LOCATION Fort Mchurray m;imﬁmm 19.0
OF THIRD Other Horthern i:ﬂﬁ: 8.2
HORK fdmonton XXXXXXXIXE 11.2
xxxxooxng He
Calgary :i 2.1
Rural Alberta ;xxilll.s
Other Provinces iﬁ;x 5.6
XXX X% X ERE R AR A KOO0 XX KRR KKK
Mot Stated X0 KX OO OO R ke | 494
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involuntary interruptions, respondents stated lay-offs and
shortages of work most often.

With regard to the location of their previous employ-
ment, trainees listed: (1)} other northern centres; (2) Fort
McMurray; (3) other provinces; and (4) Edmonton.

6.4.1.1.4 Problems and conflicts

The following problems are reported in Table 4: (1) role
conflicts, 3.3% of the sample; (2} separation from family, 4.1%;

(3) discrimination, 0.4%; (4) lack of skills, 9.7%; (5) drug and
alcohol abuse, 3.3%; (6) health, 6.3%; (7) attendance, 7.1%;

(8) family responsibilities, 5.9%; and {9) financial difficulties,
4.8% of cases.

These problems represent very few cases. 0On most files
such data were not available. Of difficulties which were reported,
discrimination was the least significant perhaps because it is very
difficult to record and more difficult to prove,

Lack of skills was the most frequently mentioned problem
reflecting the fact that these files are trainee records belonging
to people who have made a commitment to re-train. The second most
freguent problem was attendance. Popular concern with attendance
and lateness might have led to the belief that the percentage of
lateness and attendance problems would have been higher.

6.4.1.1.5 Observations

From the file data, it can be seen that the majority of
trainees are single males between the ages of 20 and 30. They have
some high school education but are not high school graduates. They
have no formal training at all or some training without any certi-
fication. Approximately one third of those stating race are native.
Most are, or have been, enrolled in trades courses, heavy equip-
ment operation or academic upgrading. However, the majority have
not had a steady job history and have left work to upgrade and
re-train themselves.
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Table 4. Problems and Conflicts of a Selected Sample of Current
and Former Trainees.
Relative Frequency (Pct.}
Yariable Description
10 20 3 4 S0 6 70 80 9% 100
ROLE Yes :ﬁﬁ 3.3
CONFLICTS =
m——" A P
OO LK OO X XXX KKK O XX XXX RO KX KKK KX KOO0 OO e 96
XA
SEPARATION Yes ol 3.1
FRON ” _
FAMILY Not Stated e P
XX KX KOO0 KK XN XXX K 00X KX KR KX X002+
BISCRIMI- Yes 4
NATION -
Wot Stated TR0 L KRR KR X TR XXX X KX KRR XY X ER XX R L XX TRX KRR XX K XX R X KX AR, ”L
A R0 XA XA XK RN ™
XXRKXK
LACK OF Yes R
SKILLS -
Rot Stated TR KKK RR X T XY KX KR X0 XY KX TXY KR X ORXXXRARKRXKXETRAXCXRNKRRR] oo
XX KOO XK XX KK KX K KA KX KOO KRR KXo e 50+
WX
DRUG AND Yes “ﬂ 3.3
ALCOHOL . :
ABUSE Mot Stated XX KRR ROCOX K K XX X R XK XX XXX XX XXX KT XXX KX TOCOURKKRAKURRAIOOORN, g 7
XOUKK KX KKK UKD KX KA R KOO KOO xoooocneo %8+
HERLTH Yes Kﬂ_ﬂs 3
HEA xxx“i .
No
Wot Steted KRR TR XK KR X KRR K R TR X KX KKK KRR KUK KDRRN] o 5
OO XX XXX XKL XK KK DK KK UK KX X XG0k x ko] 33
ATTEHDANCE Yes Lo 7+ L
No
hot Stated xxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxa 5.9
RO OO KUK K OOO00UKK XK XK KOCK XXX XXX KX XXX 2+
RIXX
FAMILY Yes L ixxn 549
RESPONS1- o
BILITIES Not Stated A O
KX 00 KX XKXCKKKX XX KOO XK KOO KOO KOO0 R x g 4
XX
FINANCTAL Yes o 48
DIFFICUL- No
TIES ot Stated xxxxxxxuxxmxmxxxxxxxxxxxxxxxxxxxxxxxxxxmxxxxxxxxxxxxxxxxxxxxxxxxxl 6.2
KK XX KOO R DO X0 XXX KK XK KRN KRR K00 KK X000 95
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6.4.1.2 The employee/client files. The data from the employee/
client files were categorized under five headings: (1) personal

characteristics; (2) education and training background; (3) work
background; (4) type of work desired (aspirations); and (5) prob-
tems or conflicts. Check the employee frequency histograms for
clarification.

6.4.1.2.1 Personal characteristics

The total number of employee/client files reviewed was
196. Table 5 shows that of these 74% were male and 24% were female
with 2% not designated or identifiable. The majority of the sample
was under 30 years of age: 26.0% under 20 and 44.9% between 20 and
30. Single persons constituted 65.3% of the sample; 23% were
married. The remainder did not indicate their marital status. The
majority of the cases had no dependents, while 16.8% had only one or
two dependents. -

0f those stating a language other than English, Cree,
Chipewyan, and French were listed. Those speaking Cree constituted
30.1% of the total sample; Chipewyan, 8.7%; French, 3.6%; Chinese,
0.5%; Ukrainian, 0.5%; and German, 0.5%. '

The file data did not explicitly designate race in all
cases. However, 48.5% were known toc be native and 16.8% were non-
native. It was not possible to determine whether the native
persons were treaty, non-treaty, or Metis.

6.4.1.2.2 Educational background

Table 6 shows that of those reporting their formal
schooling, the following percentages represent their educational
Tevel: Grade 7 or less, 16.3%; Grade 8 or 9, 28.6%; Grade 10 or
11, 32.7%; Grade 12, 10.2%; and over Grade 12, 4.1%. It is evi-
dent that the majority have Grade 8 to 11 education. As well,
almost half (46.9%) reported having no formal training beyond school.
A significant portion (18%) reported job experience in a particular
skill. Another 4.1% had on-the-job training over six months. For-
mal training without certification accounted for 14.8%, and 10.7%
reported being certified,
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Table 5. Personal Characteristics of a Selected Sample of Current
and Former Employee/Clients.
Relative Frequency {Pct.)
Yariable Description
10 20 30 40 50 0 70 80 90 100
AGE Not Stated ool
eV AT TR STELTATN
<o xxxxxxxxxxxxxxxxxxxxi25'”
o125 xxxxXxxxxxxxxxxxxxxxxxl28 .
RO g 28
XRXXAXTAXKAER
26-30 Xxxxxxxxxxexy) 168
XXXXEX
31-35 8.2
- TEXKN
36-40 s 7.7
41-45 2.6
- TX
46-50 26
> 50 te.o
X e xxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxg .
iﬁixﬁxxxxxxxx§§xx;xxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxx :
FXXX YRR RNREN KN
Female Hoodxo o] 24+
Not Stated :[2.0
VY KX RN AXKFXRR
KARITAL Married or Equivalent LK XN XA XEAAN 23.0 _
STATUS Rot Married XXXCKXRREKRRRXXOX KXXRR XX RTINS RTINS (. o
or Equivalent iixxixxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxx
XXXXEXR
Not Stated Xy -7
KRR KRR R TR LS X AR I K TR
RIMBER None Koo oo onooseod 40-8
0F T XIXCOONN] 16
DEPENDENTS ;iiiifxxxxxx
1 A -
34 wxxxg 86
5-6 XX2.6
TR KRR XL AR XK X AR XN RYH
Not $tated xxxxxxxxxxxxxxxxxxxxxxxxx:ﬂ 3.2
SIRGLE Yes i 66
SUPPORT - xxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxl49 ;
PARENT RO RO oo onond 49+
wot Stated xxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxg 13.8
RO
AXTXRAXKLLRARX XX R EX XK
SECOND Cree OO Koo o] 30-1
LANGUAGE Chipewyan ;i:iiix 8.7
Slavey
French im 3.6
Chinese N
Ukrainian .5
German .5
XX KRR KR FICRR XK KX {X KR ATXRARX
Not Stated T T
THIRG Arabic 2.5
LANGUAGE French ﬁ 3.1
LISTED
Cree
Chipewyan
o tated YRS XXX KRR R XX KRR XK KA RRR XXX XXX CERR R XK KX AXKCXTOON T OOXNIRARTR o
XXX KOO X0 X OO OO s aocouoooad 24
XY XX XKL KL X0l EX AR KLY K KA R XY
ANCESTRY Native xxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxg]“3'5
, TXRUIAKERRY
Non-Kative xxxxxxxxxxxg; 16.8
% XX XK XK XX KRXX KEX R EXKXRX
o e !xxxxxxxxxxx;xxxxxx;;xxxxxxxx3:;;xxxxx FIEAUEVTETHEATRTEVEI STV EEEN LT LT B
KXXEXEAKXXRNE XX TXER KX RK KXV YIYREIRY
NATIVE STATUS|  Not Stated T T N D T T T T

i~
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Table 6. Educational and Training Background of a Selected Sample
of Current and Former Employee/Clients.
felative Frequency {Pct.)
Yariable bescription
10 20 30 40 50 60 70 80 90 100
XXXEXKRAX XXX
SCHOOLING WO XX AR KKX NN RXRNK
Grade 8 or § XXX RO Ky 28-6
XKXKRKXXXXXNKEAREXRRKKNXK
Grade 10 or 11 Iyywywpnyyonooexooesnnos] 32+7
TXKKER XK
Grade 12 XXXXXXNX 10.2
X3
> Grade 12 XXX 4.1
XXXXXXX
Not Stated wxooot 341 i
Y XAK KX KRR K RN X X KKK KR XX
TRAINING Kone EXLOOOOOO K XOOC o0 469
YXAERXXRANKY
Not Certiffed xxxxxxxxxxxx"“-ﬂ
XXXERKAX
Certified xxxxxxxxJ‘°'7
Regular on-the-job 5
= 6§ _months ’
Regular on-the-job |XAM 4.1
== 6 months XX4
X

Academic Upgrading X 1.5

CXXXXXX XXX

Job Experience XXX OO00000 18.4
Not Stated P ER!
AREA OF Heavy Equipment ::xﬁﬁ 9,2
TRAINING | 411ed Trades XTEXROOX 13,8 ;
O0R JOB - rekiTed XXXXXRXKRXXXXXKXKIXCKXK KR KKK XERKXKXRRKIORARN] o |
CLASSIFICA- ns XXX OO OUOOUCOOUR X X AL X AR AN X XXX KR XXX ! !
TION Elerical §§§§§]7.1
XXXX
Driver Training XXX 5.6
Upgrading
X
Misc. Academic XX 2.0 .
Traditional X 1.0

Hot Stated xxlS.D
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As for their job classification, 58.2% were classified
as unskilled labourers. Of the remainder, 13.8% were tradesmen,
9.2% heavy equipment operators, 7.1% were in clerical categories,
5.6% were drivers, 2.0% were miscellaneous, and 1.0% were in
traditional native employment.

6.4.1.2.3 Work background

Only 25% of the sample reported having steady employ-
ment in the 12 months preceding their application for employment.
Almost as many (21.4%) were irregularly emplioyed, working only
from two to six months with 19.9% being employed moderately/
steadily for from six to ten months. A further 12.2% worked less
than two months {see Table 7).

0f the sample, 14.3% had no job in the previous twelve
months; 37.8% had one job; 26.5% had two or three jobs; and 3.6%
had over three jobs.

With regard to work interruptions, 27.6% of the volun-
tary interruptions were by choice or for personal reasons. Reloca-
tion and re-training accounted for another 16%, while a better job
opportunity was responsible for 5.6% of the cases. The remainder
were caused by child care, iliness, and pregnancy.

Involuntary work interruptions had the following causes:
33.7% by layoffs; 10.2% by work shortages; 2.6% by firings; 2.0%
by the company leaving town; 1.5% by dead-end jobs; and 1% by
seasonal jobs and management hassles.

Those responding to the question of the number of layoffs
since beginning employment revealed: (1) 25% had no layoffs;

(2) 32.7% had one or two layoffs; and (3) 4.6% had three or four
layoffs.

With respect to the number of layoffs in the previous
twelve months: (1) 27.6% reported no tayoffs; (2) 28.6% had had
one or two layoffs; and (3) 2.6% had had three or four layoffs.
However, 40.2% did not state layoffs.

Only 9.2% of the total sample stated that they were union
members. The terminating salaries from the last jobs prior to
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Table 7. Work Background of a Selected Sample of Current and Former
Employee/Ciients.
Relative Freguency {Pct.}
Variable Description
10 20 30 &0 50 60 70 80 100
WORK HISTORY] Mot Stated X 15.3
N XXKXKKXAXZXKE XARYRR
PRECEDING Steady {11-12 mos.) |y xsoomooononxy) 28+
Hoderately Steady T XXX XEKENXXY] 16,9
TWELVE {6-10 mos. ) X 19
MONTHS irregular (2-6 mos.} xii;iﬁ:::;::i;g 21.4
Sparadic (<2 mos.) [yeiakiaRk 12,2
Not Working :; 3.6
Summer Seasonal 2.0
Part-Time i.s
Farming-Trapping
NUNBER OF Not Stated XXRRAKXXXKEXN 7 9
1065 HELD IN FXXKKAXEXER
PRECEDING None XXk 142
. xxxxxxxxxxxxxxxxxxxxxxxxxxxxx]37 8
TWELVE RO XA 7
XX RXKXXAXRX XXX KXKXR
HONTHS 2or3 XXX Rk ooy 26-5
40r5 2.6
>3 1.0
TR KRR R FX RN
RUHBER OF Kone RXROO0RX o 27+6
LAYOFFS N Tor 7 TXXXXXXRRAKKARRLOKKAX) 5
PRECEDING XXX AKX
THELVE 2or ; 3ii Y3X
FEE O EERERTRERER LR eIV TEAIE
MONTHS tot Stated xxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxl“0'2
XRXRXRARLRXK AR RAR Y
NUMBER OF Nane T
LAYOFFS Tor 2 xxxxxxxxxxxxxxxxxxxxxxxxxﬁ 2.9
IO KDL oo 32+
SINCE B
BEGINNING 3ord L 4ifx -
XXRRR XY LXEXKAR AR AN XX YK TXRER
EMPLOYMENT Not Stated xxxxxxxxxxxxxxxxxxxxxxxxxxxxxl37-7
UNION Yes i::i:ﬁiﬂ 9.2
MEMBERSHIP "o XXXKXXXRXARRE] 1 o
oo d -
kot stated xxxxxxxxxxx:xxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxﬁ 15.5
XXX KX XA OO X
TREYEX 304343
INCOME FROM Kot Stated XALKXKOKRE Oy 32+ 1
EMPLOYMENT XXX KR KRN KX KX XX REXREX KX
IN TELVE < 5,000 xoxeoooouoosong] 306
+5.000-810.000 | XKRXGERORAAXT g
MONTHS : : oo 19
TXRARAX
PERICD $10,000-515,000  |Yxenx |-
PRIOR TO XXX
$15,000-$20, 000 8.2
CURRENT RARRXX
EMPLOYMENT $20,000-$25,000
~$25,000
WORK Child Care
INTERRUP- 11lness ﬁ 1.0
TIONS _ e
(YOLIRTARY) Relocat ion xx]2.5
Retraining or KXARXXXAXERX 15.9
Better Job AXRNOLNARAAK] 7
Trapping xxxgi§'5
KX KXRXRRAKAER
Choice xxxxxxxxxxxxxx]la'“
Personal :i;;i:ﬁ 10.2
T XXRTXANX KRRARRRAANNR] 4 o

KXXAKE KX RNX KX KKK XN XXX XRX XA XRRX X KRR

Continued .

-
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Relative Frequency (Pct.)

 Variable Description
10 20 30 40 50 80 2 80 100
WORK Fired :; 2.6
INFERAUS- XXXRERXERLAX LXK AR
- Laid off xxxxxxxxx:xxxxxxxxxxxxxxxﬁ .7
FRRXEXAKY
(INVOLUN- Work Shortage oo 11-7
TARY Company Left ;:?2.0
Seasonal Employment ﬂx.o
Probiems With ; 5
Hanagenent G FXRXA XX KRR XX KRR
RO TR Y7F 3
Not Stated LOUO OO OO oo (48 +©
RO XREXEL AR XX OO EX
BEGIKNING Not Stated EOOOHOOOEX RO xx) 29+2
HOURLY XXXUK XK K KX IR LY UK KX R
AGE < $5.00/hour XX ook 33-7
$5-6. 00/ o xxxxxxxxxxflz "
: ooy 12
XXX
$6-7.00/hour e 7
X
§7-8. 00/ hour OO 5.6
Xi¥
$8-9.00/hour xxxJ4-5
$9-10. 00/ hour .5
>$10.00/hour X 1.5
TN T KRR AN RN
TERMINATING Not Stated xxxxxxxxxx;xxxxxx&22'4
HOURLY YA EKNX KN XER FXXERAR
WAGE < $5.00/hour xxxxxxxxxxxxxxxxxxxxxﬂ 8.5
XXEXKXKXEX ]
$5-6.00/ hour o] 18.3
RXRKL i
§6-7.00/hour wixsyl 87 i
4t
$7-8.00/hour .6 !
XEXERR h
$8-9.00/hour o] 86
$9-10.007bour {17
$10-11. 00/ hour i.?
~ $11. 00/ hour x§§l‘-7
XKV T EXERFRRRREXE K
FIRST TYPE Not Stated xxxxxxxxxxxxxxxxxxxx}2’~1
:F HORK Government ;i 2.6
EXPERIENCE
TRETRRAKTRANLR
LISTED Service ixxxxxxxxxxxxxxxx %.0
TEXXLAE A
Industry L0 11.2
XROLK K KXRRK XTI R
Construction xxxxxxxxxxxxxxxxxxxxx} 8.6
Supervisory 5
Agriculture ;] 1.¢
|
Mining §x;.‘.’}
X
Resource KXX} 3.1

Continued .
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Table 7 {Concluded).

Relative Frequency (Pct.)

Variable Description
1 20 30 40 50 60 70 80 % 100
FXXRXF XXX XXX KX TXAXIKAT
SECOND TYPE Hot Stated xxxxxxxxxxxxxxxxxxxxxxxxxﬂ-32‘2
:F:ORK Government : 1.5
EXPERIENCE P—"— TXRXRTTOXRROONTY 50
LISTED ooy “9
TXRXXYNEX
Industry xooonx] #:2
IECEAVERVEERECETEEREERY
Construction xxxxxxxxxxxxxxxxxxxxxxxxxﬁ .1
Supervisory i .5 '
Agricultture ﬂ 1.0
Rining
Resource iiﬁ 3.1
X OOCRRK KRR KRR EX R KR KRR R KKK RXR
THIRD TYPE Mot Stated XERXXRROO O RX RO 49+9
OF WORK Goverment :ii 3.6
EXPERTENCE o
LISTED Service oo 1602
TXEAVE
Industry xxxxxxL8'7
XXX XKXRXX KXKXKEXEXY]
Construct fon ooy 2640
Supervisory .5
Agriculture _E.5
Mining 5
Resource i 2.0
TRRRX YRR XRXIX RXRE RN
LOCATION Fort McHurray xxxxxxxxxxxxxxxxxxxxxxxi29'1
OF FIRST Xxxxxxxxxxxx] '
JORK Other Northern I, 15.8
TXXTX
EXPERTENCE Edmonton ;uuhd
LESTED Calgary X 1.G
Rural Alberta  |12.6
RXRX XFXEAN
o e §xixxxx§xxxx::;:xxxxxxxxx
XXXXXTREXK
Hot Stated Lo oo 31
XXXXXXXKKXXXRXFXRETX
LOCATION Fort McMurray X! 26.5
oF TXRXXXETAXXTX
SECOND Other Northern T 17.9
TRRXK
WORK Edmonton OO 6.6
EXPERIENCE Calgary §l1.s
LISTED Rural Alberta ii]z.o
T XXXRREXS
Other Provinces XXXXXN!KK¥111‘7 -
YXXKXKKR KX EKRK XKV RTXEXX
Not Stated XXX ook 33+
PESTECEPE AN AL
LOCATION Fort McMurray xoouooooooony 23-0
oF Other Northern iii:iix B.6
THIRD A
WORK Edmonton XXXy 5.1
EXPERIENCE talgary §§ 2.0
LISTED Rural Alberta ;:12'5
XXFXXRK

Other Provinces

xxxxxxxﬁ 8.

Not Stated

XXX TR XXX XXX RR XXX XXX XX

J33385300 00800000800 0t 00teRtiitegi ey 43.5
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application for employment were: (1) 21.4% at less than $4.00

per hour; (2) 29.6% at less than $5.00 per hour; (3) 54.1% at less

than $7.00 per hour; and (4) 17% at over $7.00 per hour. This can

be compared to beginning salaries of: (1) 23.5% at less than

$4.00 per hour; (2) 33.5% at less than $5.00 per hour; (3) 53.6%

at less than $7.00 per hour; and {4) 26% at over $7.00 per hour.
Income from eployment in the twelve months preceding

application for employment was: (1) 18.4% at less than $3,000 per

annum; {2} 50% at less than $10,000 per annum; and (3) 18% at more

than $10,000 per annum. Such income came from previous work experi-

ence in construction, service industries and industry in descending

order of frequency. Most of the sample had work experience in Fort

McMurray, ofher provinces, and other northern communities.

6.4.1.2.4 Type of work desired

The type of work desired by 69.9% of the sample was per-
manent employment. As shown in Table 8, 11.7% stated that they would
take any work. Fuli-time work was preferred by 77.6% with only
2.0% looking for a part-time job. The kind of work desired was:
(1) construction by 42.9%; (2) service industries by 16.3%; and
(3) any kind of work by 8.7% of the sample.

6.4.1.2.5 Problems and conflicts
The following problems were reported (see Table 9): (1)
role conflicts by 1.5% of the sample; (2) separation from the family
by 2.6% of the sample; (3) discrimination by 0.5% of the sample;
{(4) lack of skills by 21.9% of the sample; (5) drug and alcohol abuse
by 0.5% of the sample; (6) health by 2.0% of the sample; (7) atten-
dance by 1.0% of the sample; (8) family responsibilities by 8.2% of
the sample; and (9) financial difficulties by 3.9% of the sample.
Few cases of problems are recorded in the files. How-
ever, the fact that 21.9% of the sample recorded that lack of
skills was a probiem is highly significant. As with the trainee
sample, discrimination is rarely recorded as a problem and in this



97

Table 8. Type of Work Desired of a Selected Sample of Current and
Former Trainees.

Relative Frequency (Pct.)
Variable Description
1 20 30 40 50 €0 70 80 %0
KRRAXR XX AR
WORK Mot Stated 0NN K XXK 16.4
DESIRED bormamens XU KA AKX XKXXX XXX R XXX KKRXXKXXRXXRRRARRTRRRRRENALN] o o
T T T e
Tenporary
EVEVTE S
Anything xﬂxﬁ“{‘ﬂ u).{;x
TXX XXX XER
WORK Not Stated Kook 20-4
PREFERRED T Time XXX XXX XRIXX X R XXX ERKARXXKKRRKKERUIRNANNS] 57
OO OO OO X oo oo 77
Part-Time 2.0
 Either
TXERXRRX XX ARR Y RXXAXRR
SECTOR Kot Stated OO XXX s oo 32-2
OF DESIRED Industry .
EMPLOYMENT
XXXXRKXXXRKX
Service ooy 163
xmmrLMWMHYIxx
Construction KOUAK OO KO0 42+ 9
Government
X
Anything vexxax &7
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Table 9. Problems and Conflicts of a Seiected Sample of Current
and Former Employee/Clients,
felative Frequency {Pct.)
Yariable Description
10 20 30 40 50 60 70 80 90 100
ROLE Yes His
CONFLICTS "
wor Staves YRR KR (K KR KKRE (XXX XK R KXTY TXX KR (XXX KT TR REK KXY XK RXKRKRERNR g |
XXX XXOUE XXX XXX KX XXX KR XXX KR XXX RO e oo | 98+
SEPARATION ves §§]z.ﬁ
FROM [1i+]
FAMILY o stated xxxxxxxxxxxxxxxxxxxxxxxxxiﬁxxxxxxxxxxxxxxxxxxxxxXxxxxxxxxxxxxxxxxxxxxxxxxxxIg, .
XXX0000O0CO000E0CUONNNE X XX X000L XXX X000 XXX XXX XX XXXX M
DISCRIMI- Yes i.s
NATION " :
ot States xxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxx}99
JRA 004N RIRRRR0 0000000000000 0000000 80000000000 300000000 800808000000000 780004
RELEXXNAXXALNAREX
LACK ves oo 229
OF No
[ S INE
SKILLS "o Staved RTCOCDXK XXX RDOR XXX KRR XXRT X XKR KUY KRR o
AXROOD0UOU KX KKK KIOGOLE OO OO OO0 ek 78 -
DRUG AND Yes W5
ALCOHOL " 7
ABUSE Nor Stated TXEE KR KKK XK XXX KK X KKK R XK 00X K KRR A XK OO AR XXX KX KX XXX OO RR K AR RKXKNLAT | o9
¥ XX XX A R XN LA LA NN AN AN NN A XA XA XXX KOO X XA X AR LNAXNE N
HEALTH Yes iﬂ 2.0
No
Not Stated XxXXXXﬂXXXXXXXXX.'(XXXXXIXXXXXXXXXXXXXXXKXXXX):XXX:{XXXXXXXXXX’XXXKK.XXK.HXX}KXXXﬂ 98
LA R et Rttt RNt ittt eintessviesstiot ettt ineiiboetstietsesis N
ATTENDANCE Yes y1:0
o
e Stared xxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxx[?9 0
R X X X X X X XX U KOO DL "
FARILY Yes i;iii 8.2
RESPONSIBI- "
LITIES o etated xxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxi 016
T T e
FINANCIAL Yes NI
DIFFICUL- v
TIES A A i PO
JE0 SRR 0000800000000 F00 0000000008000 0tRttseteititettetetttnitpetotins :

i

w
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sample, drug and alcohol abuse score with equal insignificance.
Family concerns are reported by 10.8% of the sample, making such
concerns highly important.

6.4.1.2.6 Observations

From the file data it is shown that most of the employee/
clients are single males under 30 years of age. Over one guarter
of the total number are under 20. Most have no dependents. Almost
one half of the sample are designated as native with the majority
of these speaking a native language. The majority have less than
Grade 11 education and have no formal training in any particular
skitl. They are basically classified as unskilled Tabourers.

Most have an uneven unstable work history having had
more than one job in the previous 12 months and working less than
10 of those 12 months. Many have been laid off and others have
quit their jobs to move on. The majority earned less than $10,000
in the past year and had fairly constant hourly wages. Most have
experience working on construction projects and have worked pri-
marily in Fort McMurray, or other northern communities, with con-
siderable experience in other provinces.

Almost all want full-time, permanent employment prefer-
ably in construction work. The major problem reported was their
lack of skills.

6.4.1.3 Employment records - Employer A. The data for the

employees have been categorized under five headings: (1) personal
characteristics; (2) educational background; {3) work background;
{4) type of work desired (work aspirations); and (5) problems and
conflicts, Tables 11 through 15 present a diagrammatical illus-
tration of the five respective data categories. The total number
of files searched was 99.
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6.4.1.3.1 Personal characteristics

A1l of these were native employees but their status was
not designated in the file. As is illustrated in Table 10, 25.3%
were regular employees and 73.7% were former employees. A high
percentage {92.9%) were male with only 6.1% female. The majority
of the sample was under 30: 9.1% under 20, and 54.5% between 20
and 30. Slightly over 35% are over 30 years of age: 18.2%, 31 to
35; 9.1%, 36 to 40; 4%, 41 to 45; 1%, 46 to 50; and 3%, over 50.

A total of 1.1% did not state their age.

The majority of the employees were married or equivalent
(60.6%) while 38.4% were unmarried. One per cent did not state their
marital status. The majority (60.6%) had dependents: 19.2%, 1 or 2;
29.3%, 3 or 4; 12.1%, 5 or 6. The remaining 38.4% of the sample had
no dependents. Again 1% did not respond. It was reported that 3%
of the sample were single support parents.

Of those stating a language other than English, Cree,
Chipewyan, Slavey, and French were listed. A second language was
not stated by 25.3% of the sample. Those speaking Cree constituted
58.6% of the total sample; Chipewyan, 13.1%; Slavey, 2%; and French,
1%. Those listing a third language listed Cree in 1% of the cases,
while French was 1ﬁsted for 6.1% of the sample.

The following skills were listed as assets in their work:
speaking Cree, 37.4%; army training, 2%; trapping, 19.2%; boat
experience, 1%; speaking Chipewyan, 10%; farming, 1%; and speaking
Slavey, 2%. Many (27.4%) did not include such information.

The original residences of the employees were: Fort
Chipewyan (25.2%); Fort McMurray (15.1%); Lac La Biche-Kikino (11.1%);
Fort McKay, (7%); Northwest Territories (5%); Manitoba (5%); Janvier
{4%); Beaver Crossing {3%); Saskatchewan {3%); Grande Prairie {3%};
Anzac (1%); British Columbia (1%); Ontario (1%); Standoff (1%);
Stave Lake (1%); Good Fish Lake {1%); Meander River (1%); Fox Lake
(1%); Calgary (1%); Paddle Prairie (1%); Athabasca (1%); Cold Lake
(1%); and Jerome {1%). A total of 6:6% did not include their place
of original residence.
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10. Personal Characteristics of Selected Sample of Current
and Former Employees of Employer A.

Relative Frequency {Pct.)

Variable Description
10 20 30 40 50 60 70 80 50 100
EMPLOYMENT | Regular Employee miﬁﬁ;iﬁiimﬁg 25.3
CLASSIFI- KXXXXAXKEAXXNEX YT} FRAX
CATION Former Employee xxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxx, 3.7
Not Stated 1.0
EVEED
AGE < 20 oo 91
20-30 XXX KX KX XKERRR XXX ORXK XXX XRKNARY] .,
B KX RO KK XX XX XXX XXX XXX XN >
XERL KLY XKKXEX
31-35 xxxxxxxxxxxxxxJ 18.2
EET
36-40 xxxxxxx] 9.1
41-45 4.0
46-50 1.0
— 50 X[3.0
Not Stated 1.0 )
po vale KX L KKK XL EX X XK E AKX XK KAXK TREXX ¥ 22.9
OO0 XX XX XK OO KR KKK OO XX XK XX KRN RR Y] 7€~
Female ool 61
Not Stated 1.0

Continued .



Table 10, Continued,

102

Relative Frequency (Pct.)

Yariable bescription
W0 20 30 a0 50 60 70 B 8 10
TR R XX ¥ E TR R XXX AKX AN EXRE XY {F XX KRR XXX EXER
WARITAL | Married or Equivalent §yyyyyyypys oot Osueoonnoo oo oo 89+
STATUS R XA LK KKK XROL KX NKX
Not Married or Equiv. xxxxxxxxxxxxxxxxxxxxxxxxxxxxxxi 38.4
Hot Stated i} 1.0
I RS EE TR ER VA VR EEYTH Y
HUMBER None KXROCOOUE X KELE XX LXK XX f”-“
oF 12 XXKEKERROOO0 T o
DEPENDENTS oo 19
2 XXKKXKKEACEOCECORRIAY o
XOULOCOOOOOoo ) 2%
YXAYELTER
5-6 x| 2241
SINGLE Yes g 30
SUPPORT ” xxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxqu 89.9
BARENT AKX KX XK XK KOO OO0 KOO OOk ekl B9
" TEVES
ot Stated o 7.1
XXX R RF KKK XXX KA KA KX KARXRX KKK AXK AKX RRAAKT
SECOND Cree xxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxx155'5
- 34
U'NGU_AGE Chipewyan xxﬁii;im 13.1
Slavey ﬁfz.o
French ﬁ 1.0
XXXROO EXTTXRXRAT
Nat Stated xxxxxxxxxxxxxxxxxxxl .3
THIRD Cree ;} 1.0
LANGUAGE French e
hor Stared XXX KRR R KRR XX 00X XK DO KRR KRR R OXXRIX XX RRYTXTXCRRKARRIRN ¢,
XX XA XX XX XA (XXX Rk
YXERENK TANEXEXAXTRAXERRXK
408 Cree Language XOONOROUomooeon o] 37 -4
{ASSETS Army Tratning ;i 2.0
PERSONAL
XX RRXRKRRREY
skiLes) | Trepping x:xxxxxxxxxxxxﬂ 19.2
Boat Experience ﬁ 1.0
Chipewyan Language ;‘ii;iii‘;l 10.0
Farming N0
Slavey iﬂ 2.0
Wot Stared xxxxxxxxxxxxxxxxxxx:(ﬁ 27 4

KXEXXXXXAXXXAXEAXAXR

Continued .
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Table 10. Concluded.
: Relative Frequency {Pct.)
Yariable Description
10 20 30 40 50 60 10 80 90 100

PRELIOUS | Fort Chfbenor XO0OLR 252

LG 5 T

Lac La Biche/Kikino ;mmiﬂ 11.1

Fort Mckay :ﬁﬁ 7.0

Northwest Territories ’g-g 5.0

Manitoba .0

Janvier :ﬂ 4.0

Beaver Crossing :i 3.0

Saskatchewan ;i 3.0

Grande Prairie ii 3.0

Anzac g 1.0

British Columbia q 1.0

Dntario W10

Standoff d1.0

Stave Lake i 1.0

Good Fish Lake . 1.0

Meander River ;‘ 1.0

Fox Lake 0 1.0

Lalgary 410

Paddle Prairie 1.0

Athabasca ? 1.0

Cold Lake 0 1.0

Jerome ; 1.0

Not Stated XX 6.6
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6.4.1.3.2 Educational and training background

Table 11 §l1lustrates the educational and training back-
ground of the selected sample of current and former employees of
Employer A. The following levels of formal schooling were recorded:
Grade 7 or less, 11.1%; Grade 8 or 9, 29.3%; Grade 10 or 11, 41.4%;
Grade 12, 14.1%; and over Grade 12, 1%, Of those stating their
training, only 1% reported having no formal training beyond school.
The largest percentage (28.3%) have over six months on-the-job
training while another 16.2%, one to six months on-the-job training.
A further 22.2% reported job experience in a particular skiil.

Only 7.1% reported being certified while 9.1% have some formal
training without certification. Another 2% reported having some
upgrading.

As for their job classification and area of training,
41.4% were heavy equipment operators, and 22.2% tradesmen. Another
32.3% were unskilled labourers, 1% were clerical, and 2% were
listed in miscellaneous categories.

0f the sample, 30.3% attended elementary schools in
other northern centres; 19.2% in Fort McMurray; 19.2% in Fort
Chipewyan; 16.2% in other provinces; 4% in rural Alberta; 2% at
Fort McKay; 2% in Edmonton; and 1% in Calgary. Those who attended
high school Tisted the location of their education to be: Edmonton
(16.2%); Fort McMurray (12.1%); other northern centres (13.1%);
other provinces (8.1%}; Fort Chipewyan (2.0); and Calgary (2%).

The training of employees took place in the following
areas: 19.2% at Fort McMurray; 10.1% at Edmonton; 5% in other
provinces; 2% in other northern centres; 1% in Calgary; and 1% in
rural Alberta.

6.4.1.3.3 Work background .

As is demonstrated by Table 12, in the previous 12
months 38.4% of the sample were steadily employed (11 to 12 months},
while 11.1% had moderately steady work (6 to 10 months). Another
10.1% reported irreguiar work (2 to 6 months) and a further 2%
had sporadic employment. The remaining 36.4% reported the following:
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Table 11. Educational Background of Selected Sample of Current
and Former Employees of Employer A.
Relative Frequency (Pct.)
Yariable Description .
10 20 30 40 50 60 70 A0 90 100

FORMAL Not Stated e
SCHOOL ING AXXXXXXX

<~ Grade 7 TXXXERAX 11.1

Grade B or 9 XXXXKXKKXXXXXXXXKXXKXKﬁ 29.3

XXOEXXXXXALRXXARXX X XXX

Grade 10 or 11

AAXLRX XX XXX XXX XXX XXX

xxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxl“1"

FXRIXRX KX

Grade 12 OO RAX 14.1
= Grade 12 i 1.0
TRAINING Nt Stated rxxxcxxed 14-1
None 1.0
Hot Certified i}:ﬁi: 91
1 to 6 Months ﬁiﬁﬁxiﬁﬂ 16.2
RS CREEA RIS ERR LR LS
> 6 Yonths XXX Rk 28-3
Upgrading Lg_ 2.0
Job Experience ‘g“iiRXRXXRi*l 22.2
P XXXEAXXKEXARAXKKY <°°
Certified 7.1
AREA OF Not Stated g 1.1
TRAINING AR EEEETEREEREAVEEAREAEE U Y EER
0 J0B Heavy Equipment xxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxﬁ 4.4
—— XERRRXCLCXEXINKY 5,
CLASSIFI- KXXXEXCRRX K x) 22
TX0 KO EXXC XK XXV EXEAATR
CATION Unskilied xxxxxxxxxxxxxxxxxxxxxxxxa 32.3
Clerical 1.0
Hiscellaneous ;ﬁ 2.0
ELEMENTARY Kot Stated Y 3.0
SCHOOL KON XRXXARAK
L OLATION Fort McMurray §;x**‘§*§§§{§§* 19.2
. TARXKX
Fort Chipewyan — lyyyyxxxxxxxxneg 192
Fort McKay §X 2.0
XEXXXXRX XA KXY ARRXRRE
Other Korth XN oo 303
fdmanton xi 2.0
Calgary " 1.0
Rural Alberta o 4.0
Other Provinces Xﬁiiii:i:i:\ 16.2
N/A i{] 3.0
LOCATION Not Stated §2.0
oF Y XXRTRLR
Fort Mcurray 12,1
HIGH oo
SCHOOL fort Chipewyan x 2.0
EEAVECEEANS

Other North

ooy 1341

AXKRXRAANIN
Edmanton ks 162
Calgary 9 2.0
Rural Aiberta X 2.0

RXXXRE

Dther Provinces

oo 8-

N/A

AR XXX XXX
FOOCOOAXE XL XXX XXAKRE XXX XEX XXX XX

42.5

Continued .
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Relative Frequency (Pct.)

Yariable Description
1 20 30 10 50 60 70 80 9 100
LOCATION Fort McMurray i;ﬁ;mmﬁﬂwz
o QOther North i 2.0
TRAINING
TROEX
INSTITUTION Edmonton moouxg 101
Lalgary i 1.0
Rural Alberta H1.0
Other Provinces i;i‘; 5.0

K/A

XXX XXXXXXXXXXXXXXXXXKKKKXXXKXXXXXXKXXXXXXKXRXXX; 61.7
XXXOXXAXX AR RAXXERRXRXARNRRIRXLXX KXX RIA XN XAXAXEL !
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2% not working: 6.1% with summer seasonal employment; 7.1% part-
time; and the other 21.2% combining trapping or farming with their
other employment.

It was revealed that 54.5% had one job over the previous
12 months; 16.2% had two or three jobs; 15.2% held no jobs; 1%
had four or five jobs; and 1% had six or seven jobs. This was not
stated by 12.2%.

Of the total sample, 53.5% reported having not been laid
off in the last year. Another 12.1% had been laid off one or two
times, while 2% had been laid off three or four times. In 32.3%
of the sample, the question of Tayoffs was not applicable.

Only 16.2% of the sample reported belonging to a union,
while 80.8% reported not belonging to a union. Union membership
was not stated by 3.0%.

The beginning salaries were reported as follows: 3.1%
at less than $5.00 per hour; 7.1% at $5.00 to $6.00 per hour;
20.2% between $6.00 and $7.00 per hour; 21.2% between $7.00 and
$8.00 per hour; 34.3% between $8.00 and $9.00 per hour; 12.1%
between $9.00 and $10.00 per hour; and 2% over $10.00 per hour,
This compares with their latest salaries: 7.1% at less than $6.00
per hour; 5% between $6.00 and $7.00 per hour; 14.1% between $7.00
and $8.00 per hour; 46.4% between $8.00 and $9.00 per hour; 21.2%
between $9.00 and $10.00 per hour; and 6% more than $10.00 per
hour. In the latter case, 73.6% earned over $8.00 per hour as
compared with 48.4% in the former case (beginning salary), indi-
cating a rise in salaries in a large number of cases.

With respect to their income in the preceding twelve
months, 69.9% did not state their income. However, of those who
did provide the information: 1% earned less than $5,000; 6%
earned $5,001 to $10,000; 12.1% earned $10,001 to $15,000; 6%
earned $15,001 to $20,000; 4% earned $20,001 to $30,000; and 1%
earned more than $30,000.

With regard to voluntary work interruptions: 31.3%
were for a better job or retraining: 30.3% to trap or farm; 15.2%
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Table 12. Work Background of Selected Sample of Current and
Former Employees of Employer A.
Relative Frequency (Pet.)
Variable Description
10 20 30 40 50 0 70 80 90 100
NORK Not Stated 12,0
HISTORY T RERRR Y KX ARY X RAX KRR TARXRAY
W Steady {11-12)  Lyeyyxooonenonsuaoonsg 284
Moderately XXXXXXXX] 1.1
PRECEDING Steady (6-10) OO0 XL
THELVE Irregular (2-6)  fxrbiikito.1
HONTHS Sporadic {2} K: 2.0
" Not Working byl 20
Summer Seasonal n;xx 6.1
Part-Time vcoy 7-1
T i
NUMBER OF Not Stated o 12.2
JOBS HELD RXUIXEXEXR
" Nome xxxxxxxxxxxﬂ 15.2
] XXXKXKXKKKXKKRUEX RONAX KRN KT KARLARRRKR AR (0 o
THELVE T T T Tt
HOOUOK XK XKH
MOKTHS 2or3 oo 162
dors 1.0
6or7 JERe
NUMBER OF t or 2 i 12,1
LAYOFFS Jor 4 :i 2.0
N None xxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxﬂ 63.5
THELVE X OGO RO KR oooo 23
XXXEXRXXEXEXXXKERLXEXXE
MONTHS NtA OO g 3¢ -3
UNION Not Stated ] 3.0
MEMBERSHIP X RXRERRTRIK
Yes xxxxxxxxxxxxxlls‘z
" xxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxXixxﬁ 60.8
I T T ke
BEGINNING . §5.00/ hour ;iﬂ 3.1
”S:Z;' $5-6.00/ hour pAR 7.1
XX R AR R TENRYR
(1% DOLLARS)]  $6-7.00/haur KXo ] 292
FTETITITATITIENE
$7-8.00/hour xxxxxxxxxxxxxxxxx12"2
+3-3.007 hour xxxxxxxxxxxxxxxxxxxxxxxxxxxﬂ 2.3

KXXXXXXXEXXX XXX XX RXXAXKRL

$9-10.00/hour

KXXXXK RN Y
txxxxxxxxﬁ 12.3

= $10.00/hour

e

Continued .

“




109

Table 12. Continued.
Relative Frequency (Pct.)
Variable Description
10 20 30 40 50 § 70 B S0 100
YRAXK
LAST OR - $6.00/hour e IR
TERMINATING $6-7.00/ hour §§; 5.0
o $7-8.00/hour | FORIRRXRRXN ) o
WAGE . Rl
XXX KUE LK X RXKA AR XRK AR KTK AXAAR
(1K DOLLARS) $8-9.00/haur xxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxﬂ 464
RXKRRKXXAXENERX
§9-10.00/ hour xxocooooxoo] 29-2
YXKER
> $10.00/ hour KXERX 7.1
XEARKARARY
WORK Not Stated xxxxxxxxﬂ 12.1
INTERRUP- Child Care 1.5
TIONS
(VOLUNTARY) iness 35
XXX
Relocation }(KKKXXL:'I N
XX I XYRRAXR YRXE
Better Job :xxxxxxx;xxxixxiiiixxxxﬂ 3.3
XXK XXX ERR IR XXX AR ] o
Trapping ﬁiﬁxﬁx;xixtxxxxxxxxui30'3
YRXEXAX
ot A e YRURX TXXXRIRYERT
XXX XXX KR KRR FXERR I KRR KR KRR X KRR XK RK XK KR XX KKEX
WORK Not Stated AKX IOOUR OO0 KX KX OO X000 e 77 -9
INTERRUP- Fired §[i.o
TIONS
YXXXERRRER
{ INVOLUN- Laid Off xxxxxxxxxx§ 14.1
TARY) Work Shortage 3.0
Company Leaves ﬁ 3.0
X EXRXX KRN A IRRAXAX
LAYOFFS Hot Stated OO OO0 xxKxx] 29+ 3
SINCGE ore XKRXK XXX OOOXKXCOXK XTOUKXXKKKDOKKNRRER o
EHPLOYHENT XCOUOO XXX OO XX ROk ke 53+
Tor 2 XKXKEROOKA 3¢
BEGAN oo 15
X
Jord xxﬁ 4.0
11 or 12 1.0
INCOME < $5,000 1.0
N — RRREOXAT KT (XXX KKTCXX KRR ROOKXARE KRN KRR o
PRECEDING XOUOOOC R LK IOUO RO XXX XX XKoo o] 58
$5,001-10,000 ~ | WAK e
THELVE XKXHX
YAXAXKRARR
MONTHS $10,001-15,000 koo 12.1
XXX
$15,001-20,000 XX 6.0
$20,001-30,000 |4
= $30,000 §[z.o

Continued .
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Table 12. Concluded.
Relative Frequency (Pct,)
Variable Description
' 0w 20 30 0 50 € 70 80 90 100
WORK Kot Stated §§$1
E:PER'E"CE Governaent i:]a.o
COMBINED
X RYXXFRERRRY
TOTAL OF Service xxxxxxx:xxxxx!17'2
LAST THREE Resource 1.0
FILE Industry i 2.0
LISTINGS)
L CESEEEERI R ERR EECEA R S ER SR ERT RO EY
Construction XK OO RO XXk kkk ] 49+ 5
Supervisory m 3.0
Agriculture 1.0
YXXKXRXTXRTANY
Trapping rconxomnng 19-2
WORK Kot Stated a0
LOCATION TR XA RR X KR KKK XK
{COMBINED Fort McMurray xxxxxxxxxxxtxxxxxxxxxxxxxxxxJ 3.4
Fart Chipewyan XXEXRXRURXKT )4 4
TOTAL OF r pewyi X +*
LAST THREE |  Fort Mckay o
FiLE TAXLXXXXAAL
LISTINGS Gther Northern XXXXXXXXXXXQ 15.2
} XA
Edmonton xxxxﬁ 6.1
Rural Alberta T 4.0
Other Provinces ﬁﬁﬁﬁﬁm 15.2
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as a matter of personal choice; 8.1% for relocation; 1% for reasons
of child care; and 1% because of illness.

Involuntary work <interruptions had the foilowing causes:
2%, Tired; 14.1%, laid off; 3%, work shortages; and 3%, as the
result of the company leaving town. However, in 78.9% of the sample
this category was not applicable.

Those responding to the question of layoffs since begin-
ning employment revealed: (1) 51.5% had had no layoffs; (2) 15.2%
had one or two; (3) 4% had three or four; and (4) 1% had eleven or
twelve,

The general trends with regard to former work experi-
ence showed that employees had experience in construction (49.5%),
trapping (19.2%), service industries (17.2%), government (3%),
supervisory {3%), industry (2%), resource (1%), and agriculture (1%).
in descending order of frequency. The former locations of employ-
ment were listed as follows: 37.4%, Fort McMurray; 15.2%, other
provinces; 15.2%, other northern centres; 14.1%, Fort Chipewyan;
6.1%, Edmonton; 4%, Fort McKay; and 4%, rural Alberta.

6.4.1.3.4 Type of work desired

Table 13 illustrates the work aspirations of the selected
sample of current and former employees of Employer A. The type of
work desired by 90.9% of the sample was permanent employment. How-
ever, another 5,1% stated that they would take any work. Only 3%
preferred temporary work. Full-time work was preferred by 92.9%
of the sample with 3% looking for a part-time job and 3% satisfied
with either. Industrial work was desired by 99% of the sample.

65.4.1.3.5 Problems and conflicts

Table 14 presents a diagrammatical illustration of the
reported problems and conflicts of the selected sample of current
and former empioyees of Employer A. The following problems were
reported: (1) role conflicts by 6.1% of the sample; (2) separation
from the family by 26.3%; (3) drug and alcohol abuse by 4% of the
sample; (4) health by 13.1% of the sample; (5) attendance by 44.4%
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Table 13. Type of Work Desired (Work Aspirations) of Selected
sample of Current and Former Employees of Employer A,
Relative Frequency (Pct.)
Varfable Description
10 20 20 40 50 60 70 80 S0 100
WORK Not Stated 1.0
PREFERRED Perma t K XXXXXXXXXXXXXXXXXXXXXXXXXXXXXXxKXXXXXXXXXXXXXXKKKXKKXXXXXXXXXXKXHX):X 9.9
. ermanen UKL GOU O COOOX KX, KX UO0CKK X KK KK XX XK XXXy 79
XK
Temporary “;I 1.0
TN
Anything xm;} 5.1 .
NORK Not Stated iR
PREFERRED TR XRRRXAERXXXXKREERRRRX XK CLTRRXRXX XX AR AKKR AT AAXRXRRXXRXKRNXTHRFRRR) 5, o
ull-Tim KUK X 0L RO XXX XK KX KR XXX K XRRX KX XXX XX KKK XKR] 72 -
Part-Time ] 3.0
- R
Either XX 3.0
NORK Not Stated ‘ll.o
PREFERRED ——— x‘xxxxmxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxnxxxxxxxxxxxxxxxxxxxxmxxxxxxxg 6.0
ustr OO0 XKL OO X XU XK RO UK XXX KRR X Xk o 97
Table 14, Problems and Conflicts of Selected Sample of Current.
and Former Employees of Employer A.
Relative Frequency (Pot.)
Variable Description
10 20 30 40 50 g8 70 80 90 100
e Not Stated XXX KRR XK LXK XXX R KX RK 0K KKK KKK KKK KX LU KX XXX KX R RXKXRK
XXEXXE IR XXX XXX XL XXX RN E AR XK KNKK AKX X KRR KKK KK XXX XX XK XK X%k} 93- 9
CONFLICTS XAy
Yes hexuyy] 8- 1
SEPARATION XKXXEXIKXRX XX XXKXHK KR KK XXX XX KKXR XX XKKK KKK KKK XA
FaoK FAMILY Not Stated KKK UK K AR R KRR KRR aoo] 83+ 7
OR LR Ty Toe XXX XKAKKRRAR 5o
KOO0t Xt 28+
ALCOH X X X X X X X X X XX R X X ey IXXXXXAXXXKXX
oL OR Not Stated X0 KKK SRS XX OO KK R R AR 00O UK KX AR XXX R X g 96 -0
DRUG ABUSE XXX
Yos XK 4.0
ST EE TV ERTYRTRTE TSR SEDTRI AL LR R EREA VRN ETEANEREATINT
HEALTH Kot Stated xxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxx] 86.9
Yes XXROOOKKH |5 |
R0
FEC LI VRN EEOLIYEREEIRENE TR EREEAEIOIN
A
TTENDANCE Not Stated OO XXX XX KX KK KRR Xk k] 558
Tes :xxxiixxxxxxxxxxxxxxxxxxxxxxxxxxxxxg 1.4
X COOUKX UKL O 39
FANILY Mot Stated XX KUK XXX XXX XX XX AL CRUCTE X KX KR (LR AR DA RO EXRKIXK OO o
RESPONS 151~ RO TO0G0 000, OO KK IGO0 UOOD0L KX OO0 oo 91
LITIES Yes 1 8.1
P ot Steted xxxxiXXX?Xﬁxxxxxxxxxxxxxxxixxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxlgﬂ ;
T L T T T T
Yes KXXKKKIQ 1
xxsxx -
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of the sample; (6) family responsibilities by 8.1% of the sample;

and (7) finance by 9.1% of the sample. Neither discrimination nor
lack of skills is reported. Family concerns account for 34.4% of

cases and attendance is reported in 44.4% of cases. There may be

a relationship between these two problem areas.

6.4.1.3.6 Observations

From the file data, it is shown that most native employ-
ees are married men and are under 30 years of age. The majority
speak a native language. Some are trilingual. Over half of the
sample have over Grade 10 education with 15.1% having Grade 12 or
higher. Only 1% reported no formal training after school. Most
had on-the-job training or job experience in a particular skill.
The majority were classified as tradesmen or heavy equipment
operators. About one third of the sample were designated as
unskilled workers.

Almost unanimously, the employees preferred permanent,
full-time employment in industry. Over half the sample were
steadily employed in industry or combined their employment with
traditional activities. Over half held only one job in the pre-
ceding year. A small portion had been laid off during the pre-
ceding year. Of those revealing their salary in the preceding year,
most earned over $10,000. With regard to hourly wages, the begin-
ning salaries for the majority were under $8.00 per hour, while the
present salary for most was over $8.00 per hour. Most had experi-
ence in construction, trapping or service industries, having worked
in northern centres in Alberta or other provinces,

The employees' original residences were located mainly
in northern Alberta, with some coming from other provinces and the
Northwest Territories. The representation from southern centres
was insignificant. The employees received their elementary and
high school education mainly in northern communities in Alberta.
Further training was most frequently obtained in Fort McMurray or
Edmonton.
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Attendance was reported to be a significant probiem for
almost half the sample (44.4%) of employees, and was followed in
importance by family concerns (34.4%), which may point to the
existence of a relationship between the two variables. Further
study in this area appears to be warranted.

6.4.1.4 Employment records - Employer B. The data for the
employees has been categorized under five headings: (1) personal

characteristics; (2) educational background; (3) work background;
(4) work aspirations; and (5) problems or conflicts. Tables 15
through 19 illustrate, respectively, the personal characteristics,
educational background, work background, work aspirations, and
problems and conflicts of the employee and trainee sample examined.
The total number of files searched was 102.

6.4.1.4.1 Personal characteristics

Table 15 identifies the personal characteristics of the
selected file sample of current employees and trainees of Employer
B.

Information as to the ancestry of the sample was not
available in 96.1% of the cases reviewed. Where it was available,
2.9% of the sample were listed as native and 1% were identified as
non-native. Treaty Indians constituted 2.9% of the sample, which
served as the only designation as to native status. Nearly half
(49%) of the sample were between 20 and 30 years of age, and 96.1%
of the sample were male while 2% were identified as female. The
majority (67.6%) of the members of the sample were married {or
equivalent) while 30.4% were listed as being unmarried (or equiva-
Tent). Single support parents included 6.9% of the sample popula-
tion. Of the sample, 30.4% have no dependents; 31.4% have one or
two dependents; 25.5% have three or four dependents; and 4.9% have
five or six dependents.

From the data available, in 95% of the cases sampled, no
second language was identified. Where it was identified, 2% of
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Table 15. Personal Characteristics of Sejected Sample of Current
Employees and Trainees of Employer B.
Relative Frequency {Pct.}
Yariable Description
10 20 30 40 50 80 70 B0 90 100
ANCESTRY Native §§ﬂ 2.9
Non-Native X 1.0
ot Stated XXX RDOUX KKK E DX XK XK KRX XX XX KK XKLL {XXX KRR TKE {XKXKXKXXXKREORH o
¢ KL OO OO XX EOUOUOUE RO KGO0 oo o oog 8-
NATIVE Treaty :i; 2.9
STATUS R X XXX X P X R KX XXX LR XX X RX R R R R XY XX R R XXX AKX XK KR XA XA RN ZRIKK
Not Stated 97.1
KOOOOUO OO XX GO RO EXEODUR U o oo ooood 37 -
KOK
AGE < 20 e 61
KX XX CXRRERAXRYEK R
21-25 XKL 26.7
XXXKXNEXRARKK
26-30 SO 2.3
KX X AN RXIN KX
31-35 oo 212
KXXXRXKXXK
36-40 xxxxxxxxxx[lz‘a
¥
41-45 P 3.0
XXX
46-50 k15,1
i
= 50 b 2.0
Not Stated 1 2.0
s o X KRR XX XX KKK R XKR R RO X XK XX XX KX KRR X KKK X KRR Y KOO ER 00K g
X0 OO XX KO XX XX KX XK OO0 U0 k] 26
31
female kX 2.0
Not Stated K§ 1.9
ARTTAL TorrTed KRR XXX XXX KR KE RO K OXXARRXXK KRR o
{or Equivalent) ROUCOKOUOOCUEEXOOUOUOEGOOUOON Xrooouocooood 87 -
STATUS Rot Farried CXXKERTNCOKXKKKRKRNN] 30 4
{or Equivalent) pOOouxuxuxxxxuxxxxucxn| 30-
Not Stated xii 3.0
XX XRX KT RN RXF RO KX RRRXRR
NUMBER Rone ook oo 304
oF 2 YXRKKOXOXEXKKTKKROUO0KY 5 o
DEPENDENTS e
"~ KXXXK XKKRXKKKKAXKRN] o ¢
: LUK O] 25+
V¥4
5.5 o a.s
Not Stated xiﬂxi 7.8
SIvoLE " FEPHE xxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxl71 .
K OK 000U XK O K000 o koo 74
SUPPORT voe KXo
ko
PARENT LTSI TITYET]
Not Stated oo #1-2
SECOND Cree ol 2.0
LANGUAGE Chipewyan 1.0
French
......... TR R R T YRR R CE X XK T X KXk R TR TR
Not Stated XXX XKL KOL XX KUK O KUK KOO O ek koo | 350
THIRD Arabic 1.0
LANGUAGE Chipewyan 1.0
i LI L
Not Stated T L T T e
. o h— FROOUCXXKK XXX XK XXX XX OOXX KKK EXXXXX XXX KR KK DXE XRX XXXKKKXKXK X RLXKKXXKXXK] g 3
Y UK KOO0 OO U OO XX KO 0K X Kok 2
LOCATION Not Stated :ﬁiﬁ 4.9
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the sample spoke French, while 2% listed Cree, and 1% of the sample
spoke Chipewyan as a second language. Tertiary languages identi~
fied included Arabic (1%) and Chipewyan (1%).

The location of 95.1% of the sample prior to their
current employment was Fort McMurray. | '

6.4.1.4.2 Educational background

Table 16 identifies the educational background of the
selected sample of current employees and trainees of Employer B.

The following levels of formal schooling were recorded
for the sample reviewed: Grade 7 or less (2%); Grade 8 or 9
(17.6%); Grade 10 or 11 (34.3%); Grade 12 (30.4%); and over Grade
12 (9.8%).

A total of 18.6% of the sample had had no formal post-
secondary institutional training. Of the remainder, 19.6% were
identified as having had training without certification, while 15.7%
were certified training program graduates. A further 8.8% of the
sample had been given regular on-the-job training for less than six
months; 1% had received this training for more than six months; 1%
received specific task on-the-job trainings; and 2.9% had received
academic upgrading.

The job classification of these individuals included:
skilled industrial (34.3%); heavy equipment (20.6%); unskilled
industrial (15.7%); clerical (2.9%); miscellaneous academic (2.9%):
driver (2%); and vocational upgrading (1%).

6.4.1.4.3 Work background

Table 17 identifies the work background of the selected
sample of employees and trainees of Employer B.

The majority of the sample (86.3%) were regular employees,
while 6.9% were trainees. Nearly half the sample {(47.1%) reported
having steady employment during the twelve month period preceding
their present employment. A total of 11.8% were listed as having
been moderately, steadily employed (from between six and ten months);
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Table 16. Educational Background of Selected Sample of Current
Employees and Trainees of Employer B.
Relative Freguency (Pct.)}
Vartable Dascription
10 20 30 40 50 &0 70 80 90 100
LEVEL Grade 7 or Less & 2.0
oF KIXIXXLXRANY
EOUCATION Srade 8 or 9 kXU XXX I”'ﬁ
rade 10 or 11 KEOOXXX XX RXTRROCORRN) 5, 5
KXXXOUOOO RO X XA =
CXXXXEX KX KKK XXK X KX
Grade 12 OO KX k] 304
TR
- Grade 12 Kxxxx“ﬁ 9.8
Not Stated ":ﬁ:ﬂ 5.9
KXKEXXXAXXXKNXX
L;:EL Hone oo g 188
XXX XRXXXKKKXXK
R I
Certified Graduate KX 15.7
i REQuUTar on-Lhe-job ~ KXLXLXX 8.8
<6 months Xxxxxxxt &
[T Regular On-the-~jop [
= & months 4 1.0
Academic Upgrading xiﬂ 2.9
S BET T TaTK GR-The~
jab Training 1.0 .
XE KN KRR X K K IR KK
Not Stated oo o oo oo 32-4
KKK XXX X XRXAX
. A‘sus,?n Heavy Equipment T
L - XK XK LXK AKX XK XIh R KA A RKRX
aTion o | ed Endustris) e ER
XXERRRXRKRX
AREA OF Unskilled Industrial XXX XX 15.7
TRAINING Clerical ﬁé 2.9
briver :;I 2.0
Yocational Upgrading i 1.0
Miscellanepus Academic XX 2.9
Not Stated XXKXRETXOO00RR] 5

XXX XEAAXXXXXXXX Y
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Table 17. Work Background of Selected Sample of Current Employees
and Trainees of Employer B.
Retative Frequency (Pct.)
Yariable Description
10 20 10 50 50 €0 70 80 90 100
EMPLOYMENT Trainee
CLASSIFI- XXX CERRARNAN X X
CATION Regular Employee | oot RNRUKK KKK XK XU UCU XX XK RO kg 56 -3
Kot Stated i:ii 6.8
AKX KKK {RR AR XS YT XA R X A KRR
WORK Steady Job xxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxx‘xxl47"
HISTORY nf Moderately Steady :i:::ﬁﬁx 11.8
PREVIOUS PRIt
TWELVE Irregular xooooo 10-8
HONTHS Not Employed it )
Summer Seasonal : 1.9
Part-Time iy 2.9
x;Liiiixlx TXX
R 1
33
por il Nane xxxxxxxxxxxxxxxxxxl23-5
METr ; R P
s YOOt 3%
XXRX XA
PRECEDING 2-3 o 11.8
CURRENT X
ENPLOYMENT 4-5 X2.0
X KRRRRA RN AR FXNX
Not Stated nnuunrnnxrnr] 7.4
XK
REASDNS FOR i1iness XXHXX 5.9
YOLUNTARY XXX AXRXERRR
yarrenoun Relocat fon xxxxxxxxxxxxxLFT-ﬁ
HiERRUEE XXXXERXXXXAR
TIONS N Retraining xxxxxxxxxxxxxﬂ 18.7
WORK Personal ﬁiﬁﬂ 7.8
HISTORY Cholce B :
XK xxxxxxxxxxxxxxxxxxxxxxxxxxxxxﬂ
Not Stated T T T T T T
REASONS FOR | Fired x2.0
THVOLUN- TXXREFXRAENARR
TARY Layof? oo 29-6
4341
INTERRUP- Work Shortage v 4°9
TIONS IN Company feft Town 1.0
HORK Dead-End Job ﬁi 2.9
HISTORY L%t
. Seasonal Employment o 5.9
XX XXX RERRRRRKERRRRRX RO TN TR0 C LR KRR 5
Not Stated OO UOUOU U UOOCEE XX XK LXK XK X k] B2
RXXXEXEXREKREXRAK
RUMBER OF None X o] 223
LAYOFFS TRXKXRARAEX
tor? ooy 1847
SINCE 3
BEGIANING jord 1.0
CURRERT 9 or 10 1.0
EMPLOYMENT g Lo
XXX KRR XX A X KX R R KX KK AR KX X AR XK AR
Rot Stated OO KOOk o00 ko 388
4 TRV RURE XX KRRV AXINAR
NUMBER OF None T
LAYOFFS IN YAXEXRY
OF 1or?2 lXXXXXXX 9.8
PREVIOUS p =
or .
THELVE XX XXKX 59.8
Lﬁ_”o“T“s Not Stated R0 OUOUCO OO OO E R XXX

Continued .
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Relative Frequency {Pct.)

Yariable Description
1 20 30 80 50 €0 70 80 S0 100
. Yes xxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxﬂ —
XXOUOUK OOUEX K 0OUOOU O IOUUOU SR OU R koo 73+
MEMBERSHIP " XX
0 e 3.2
YXXYX XX XXX XNRAANY
Mot Stated xxxxxxxxxxxxxxx(xxxﬁ &4
XXOO0OU 00X
BEGINNIAG Not Stated x§§:;x§xxxxxxxx 19.9
HOURLY EVEVTIRNVEEIIR
WAGE < $5.00/hour xxxxxxxxxxxxx%xx 2.6
X TIXREKERA K
$5-6. 00/ hour g0 21.2
TXXX KR X XXXXRRR
$6-7. 00/ hour SRR 19.4
XXAX
$7-8.00/ hour i 7.8
) XXX
$8-9.00/ hour o 9-1
$9-10. 00/ hour
= $10.00/hour
XX XX AR X XY KKK KRR
TERMINATING Kot Stated xxxxxxxxxxxxxxxxxxxxxxxxxxxxﬁ 3.4
HOURLY A TETEL
o = $5.00/ hour xxxxxxxxxﬁ 12.9
$5-6.007 hour 4.0
FELEE R EREER)
$6-7.00/ hour T g nt 17.9
YXXRXXEX
§7-8.00/ hour el 10.1
YXRXRERKXRAREY
$8-9.00/ hour xxxxxxxxxxxxxxﬂ 19.6
$9-10. 00/ hour
$10-11. 00/ hour
== $11.00/hour
KRR KK R X X KRR K KRN X KR XX X KX K KR XK XA KXK
INCOME FROM Not Stated xxxx:xxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxﬂ 8.7
ENPLOYHENT - $5,000 1.0
IN TWELVE YRR
KONTHS $5-10,000 xxxxﬁ 6.1
XXXRXXXERN
PRIOR T0 $10,000-15,000 o 12,1
CURRENT $15,000-20, 000 TxXaR6.0
EMPLOYHENT - B
$20,000-25, 000 IR
X
~$25,000 2.0
SECOND Government il .0
TYPE OF ; RXRXEXEX
VORK Service uxxxxxxxi] 12.1
EXPERTENCE rshure® ] 1-2 FEREELE VAT IREETORTED
FXRAKEEX
LISTED Industry AXRROX RO oo 39-3
XXRXKEXKKXEXRXE AR
Construction xooscsxey 22-1
Supervisory i[z.o
Agriculture §§|3.0
X ARARRRXIAKEXK
Not Stated uxnxmxuqui*s

Continued
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Relative Frequency (Pct.)
Variable Description
10 20 k] 40 £0 B0 0 [ 14) 90 100
XAXXREX
T:;R:o;:PE Service xxxxxxx’aﬂl
Indust LXCXRRXKTOOK
EXPERIENCE ustry EXXXRRAXEXERANK 18.1
Construction KXXXRXRRK 11,1
LISTED EXXXXXXAX
Supervisory § 2.0
Agriculture )X( 2.0
- Y AXE KEXXR R XXX X KR XK XA A AR KR AR XA X TN R K
kot Stated iiiiixxIXKXXX!:!!KYXXlxXXXXX!XXXXXXXXXKX!KKXIx;57"
LOCATION Fort McMurray XKXXX:I 8.0
OF FIRST Other Northern i 2.0
YORK Edmonten A XXXXXI 9.1
EXPERIENCE xoooust °
X
LISTED Calgary P 4.0
XXXXXXXK
Rural Alberta YELXXY Yy 11.1
XX R XK XXX XX XK XRE XK KX KK KK KA
Other Province XD KA 8.2
FXXOL X XXKE XX
Kot Stated XEXOKERE XK 22+ 6
LOCATEON Fort McMurray ii:i: 7.0
OF SECOND EXRAXKXRXX
WORK Edmenton x“u“x“i 12.1
XX
EXPERIENCE | “R198TY xx} 3:9
YXXRXNRK
LISTED Rural Alberta XXX K 12.1
AXTEXKNOKR KRN KL RN EE XK IXREX
Other Province xxxxxxxxxxxxixx:xxxxxxxxxxxxxxxxxﬂ 1.3
LXXLEXKRAR LR KKX KKK
Not Stated OO aoog 24+ 9
LOCATION Fort McMurray §§|3.0
OF THIRD Other Northern 1.0
NORK
XXX
EXPERIENCE | dmonton txxxxxﬁ 2.0
LISTED {algary 1.0
XXRLEX
Rural Alberta iXXXXK} 8.:1
RN KT KRL AN L X
(ther Province !XXIXKXXXXXXXXXMI 21.1
Not Stated XXXXKKXKXXXKKKXXXXNXX AXRRAXXRARFRXERNAKAARN) o
[ XXXXKOCRKX SRR XEREX LXK XK KXXXXKRXXKKKRAXK] 2
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10.8% reported irregular employment (from two to six months};

and 2.9% of the sample were employed on a part-time basis. A
further 4.9% were unemployed during the twelve month period under
investigation.

A total of 35.3% of the sample had had one job in the
twelve months prior to their present employment. Of the remainder,
11.8% had held two or three jobs and 2% held four or five jobs.

A further 23.5% were unempioyed during the twelve months prior to
their current employment. No data were available on the average
time between jobs for more than half the sample (52.9%). Of those
from whom information was available, the average time between jobs
was eleven weeks, or longer, in 23.6% of the cases reviewed. Rea-
sons for voluntary interruptions in the work history of the sample
included: relocation (17.6%); personal reasons (7.8%); retraining
{18.7%); because of illness (5.9%); and by choice (5.9%). Reasons
for involuntary work interruption included the following: company
layoffs {19.6%); seasonal employment (5.9%); work shortage (4.9%);
dead-end job (2.9%); fired (2%); and the employing company had
Teft town (1%). No response to this question was listed for 62.8%
of the sample since the question was either not applicable or the
information required to respond was not available in the sampled
files.

Since beginning employment, 22.5% of the sample have
experienced no layoffs. A further 15.7% had had one or two layoffs.
Information regquired to answer this question was not stated in 54.9%
of the files examined. A total of 29.4% of the sample had had no
layoffs in the previous twelve months, while 9.8% had experienced
one or two layoffs. This information was not available from 48%
of the files. The average length of layoffs in the previous twelve
months was not stated in 50% of the files and this question was
apparently not applicable for a further 45.1% of the samp1e.' In
the cases where this information was listed, 2% had experienced
Tayoffs averaging three to four weeks in length,

A total of 71.6% of the sample were union members, while
3.9% were not. The terminating salaries from the last job held by
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members of the sample prior to present employment were: less than
$4.00 per hour (4%)}; $5.00 per hour or less (8%); $7.00 per hour
or Tess (21.9%); and over $7.00 per hour (29.7%). This can be
contrasted with the following salaries listed for members of the
sample at the beginning of their current employment: 1less than
$4.00 per hour {3.9%); $5.00 per hour or less (18.7%); $7.00 per
hour or Tess {62%); and over $7.00 per hour (16.9%).

Income from employment in the twelve months preceding
their application for employment with Employer B was: Tess than
$7,500 (2%); between $7,500 and $10,000 (7%); between $10,001 and
$15,000 (7%); and over $15,000 (5%). Data listing income in the
previous twelve months was not available in 75.5% of the cases
reviewed. Previous work experience (listed in descending order of
frequency) included: industry, construction, service, and agricul-
ture. The Tocation of this previous emplioyment included other
provinces, rural Alberta, Edmonton, Fort McMurray, Calgary, and
other northern centres in descending order of frequency.

6.4.1.4.4 Work aspirations

As Table 18 indicates, 86.3% of the sample desired per-
manent work. Full-time work was preferred by 87.3% of the sample,
while 8.8% desired part-time work. A majority of the Samp1e were
interested in industrial work (66.7%). Other employment areas
of interest to the members of the sample included: construction
(14.7%); service industry (2%); and government (1%). A further 4.9%
indicated that they were interested in any kind of work available.

6.4.1.4.5 Problems and conflicts

Table 19 shows that a majority of the sample (84.3%
cited no problems and conflicts in their present job position. In
2.9% of the files, the existence of some problem or conflict was
Tisted. Types of problems cited included: role conflicts (2%);
separation from family (1%); discrimination (2%); lack of job-
related skills (2.9%); drug or alcohol abuse (5.9%); illness or
health problems (7.8%); attendance or lateness (2%); and family
responsibilities {2%).



123

Table 18. Work Aspirations of Selected Sample of Current Employees
and Trainees of Employer B.
Relative Frequency (Pet.) E
Variable Description i
10 20 30 40 50 6 70 80 90 100 |
TR XXX XK KX R KR KX XA XX KX KX XK KRR K o KX KKK RX KR X KKK
TYPE OF Permanent xxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxﬂ 86.3
[y [
Mot Stated 8.0
- i oTime O R XXX R XKX XX R OO UK A XY KT XX KX ¥ XXX KRR XXX COORX XX KRR AXANIXT o
u AKX XA IO XXX XXX XXX
DESIRED X%
Part-Time “““IS.B
XAX
Not Stated XXy 3.9
AREA OF Service 120
ORK Construction :gﬁg::ﬁ 14.7
DESIRED
- XXX KRR XXOXCXKIX XXX OO KR ROCIRR) o
ustry U000 COOO K X XU XK R OO0 Rk kx| B8+
Govermment 1.0
TR |
Anything mxl 5.0 |
XRXTAXHX !
Not Stated oy 10.6 i
Table 19. Problems and Conflicts of Selected Sample of Current
Employees and Trainees of Employer B.
Relative Frequency (Pct.}
Yariable Description
10 20 30 40 50 60 70 B0 50 100
EXISTENCE OF Yes 3.0
i oy - X OO OO 00O ORI o
UK KX XK XU XX 0K 0L XG0 OO0 KX 000Uk ooocc ] 37
ROLE Yes k2.0
CONFLICTS ” x:xxxxxxuxmxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxmxxxxxxxxxxxxxxxxxxﬂ 0.0
XA X OUOURX X000 KKK DO LR OO XX koo ke 98-
SEPARATION Yes 1.0
PRy - XX RE L TOKX 0K XKXKX K XXX KK XXRK KKK KK R XX XK XX KX KETXKKXXXXRXTXXXKRRRXURNY o
XXX XX XE XXX XXX X000 X XXX GO KX OUO00O X Kk 39
DISCRINI- Yes k2.0
NATION T XXX KKK KXXX KKK XXX KK C KR KA KA Y KX RRRRT X RNRX (X CXXKXKRRFTTRRARLOONN] o0 o
T T T T T
LACK OF J08- Yes 2.9
RELATED o KX XXX XXX XX KR XK KX DX XXX KOCRXY RLOR KON XX RRY KX o
0L KK 00 OUROOUU KUK OOR 00 KX X KO0 X KRR ] 37 -
DRUG OR Yes imﬂ 5.9
ALLGHOL ” xxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxﬁ 5.1
XU XAKUOUOU LU0 R KE XK KX KOO0 KK XX OO0 39
TLLNESS OR Yes ] 7.8 ‘
PASBLEMS " A ot P
OO OO R KL XX XX KUK X KRN RKXK00000 ket 32+
ATTENDANCE Yes Alz.0
Larg:css " XXX KRR XY AR KKK KKK KX KXY KKK XX K XX KKK KRN K R KRKE XXX CCRCRERRXRRKROONN g o
xxxxxxxxxxxxxxxmxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxmxxxxﬁ .
FAILY Yes H2.0
RES;’%;BI' X xmxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxlxxxmmxmmxmxxxxxxxxxxxmxg 6.0
L o L T T i e
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Few of the files document instances of racial discrim-
ination, which is consistent with the findings drawn from the
other samples. However, it must be noted that only 2.9% of the
Employer B sample were listed as being of native ancestry, which
might account for the apparent paucity of documented instances of
discrimination. Il1lness or health problems and alcohol or drug
abuse appear, from file data, to be comparatively more serious
problems among the members of the sample.

6.4.1.4.6 Observations

File data indicate that most of the sample of employees
of Employer B are married males and that nearly half are between
the ages of 20 and 30. Most had between one and four dependents
and were not single-support parents. File data did not indicate
the race of members of the sample, nor their ability to speak a
native language, except in a small minority of cases. The major-
ity have a Grade 11 education or less, and less than half had
received formal institutional or on-the-job training. However,
only a small minority of the sample were classified as unskilled,
industrial workers; most were listed as heavy equipment operators
and skilled industrial employees.

Most have a reasonably stable work history having been
steadily, or moderately steadily, employed from between six and
twelve months of the previous year, and only a small minority had
held more than one job during that period. Layoffs were the most
frequently cited cause of unemployment among members of the sample
although, in many cases, the data required to respond to this ques-
tion were not available from the files reviewed. The majority of
the sample are union members who earn less in hourly wages on the
average than they did in their previous employment positions.

Many have had prior industrial work experience and most had resided
in Fort McMurray prior to their current employment, although a
substantial minority had originally migrated from other provinces.

A substantial majority of the sample wanted permanent,
full-time work in an industrial field. The most significant
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problems and conflicts reported were illness and health problems
and an incidence of alcohol or drug abuse among a small minority
of the employees surveyed in the sample.

6.4.1.5 Sample population comparisen. The following section

compares the employee samples of trainees and employee/clients.

The comparisons are made under the following headings: (1) personal
characteristics; (2) educational and training background; (3} work
background; (4) type of work desired; and (5) problems and conflicts.
Not all of the individual comparisons are explicated. Only those
results which beg further inquiry are considered. For complete com-
parisons, the reader is directed to the accompanying tables.

6.4.1.5.1 Personal characteristics

As can be seen from Table 20, the employee samples are
almost totally male whereas almost one third of the trainee and
employee/client samples were female. This point needs to be clari-
fied by further study. Are the industrial jobs not attractive to
native women? Do women not apply? Are women not hired for such
jobs? Do the hiring practices discriminate against women? Are
there social or cultural taboos against women working with large
numbers of men?

Among the employee samples, over 60% were married and a
similar number had dependents. This contrasts with both the trainee
and employee/client samples which had 34.2% and 23%, respectively,
married. Only 27.7% of the trainees had dependents and an even
smaller percentage of the employee/clients reported dependents
(16.8%). Therefore, the employee samples are significantly differ-
ent from the other two samples in the number of married men with
families empioyed. This, too, needs further study. Are there
screening devices which work against the employment of single men?
Does the industry provide services that encourage married men with
families to seek work there?
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Comparison of Personal Characteristics of a Select

Sample of Trainees, Employees/Clients, and Employees
from Employer A and B.

Relative Frequency (Pct.)

Employee/|Employees of|Employees of
Variable.,Description | Trainees| Clients | Employer A | Employer B
Age Not Stated 4 6.1 1.0 2.0
- <« 20 21.2 26.0 9.1 6.1
21-25 35.4 28.1 30.3 26.7
26-30 19.0 16.8 24.2 22.3
31-35 11.2 8.2 18.2 21.2
36-40 3.7 7.7 9.1 12.6
41-45 2.6 2.6 4.0 3.0
46-50 1.1 2.6 1.0 5.1
> 50 1.5 2.0 3.0 2.0
Sex Male 68.0 74.0 92.9 96.1
Female 32.0 24.0 6.1 2.0
Not Stated 0.0 2.0 1.0 1.9
Marital | Married or
Status | Equivalent 34.2 23.0 60.6 67.6
Not Married
or Equiv. 63.6 65.3 38.4 30.4
Not Stated 2.2 11.7 1.0 3.0
Number None 64.3 40.8 38.4 30.4
of 1-2 14.5 16.8 16.2 31.4
Depen- 3-4 10.6 6.6 29.3 25.5
dents. 5-6 2.6 2.6 12.1 4.9
Not Stated 8.0 33.2° 1.0 7.8
Single Yes 7.8 6.6 3.0 6.9
Support No 78.1 49.5 89.9 71.2
Parent | Not Stated 14.1 43.8 7.1 21.9
Second | Cree 3.7 30.1 58.6 2.0
Language] Chipewyan 1.5 8.7 13.1 1.0
- | Stavey 2.0 0.0
French .4 3.6 1.0 2.0
Chinese .5
Ukrainian .4 .5
German .5
Not Stated 94.0 56.1 25.3 95,
Third Arabic 2.6 1.
Language French 3.1 6.1
Cree 1.0
Chipewyan 1.0
Not Stated 100.00 94.3 92.9 98.0

Continued . . .
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Relative Frequency (Pct.)

. Employee/|Employees of{Employees of

Variable Description |Trainees| Clients | Employer A | Employer B
Ances- | Native 19.7 48.5 100.0 2.9
try Non-Native 41.3 16.8 1.0
Not Stated 39.0 34.7 96.1
Native | Treaty 2.9
Status { Not Stated |100.0 100.0 100.0 97.1
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The majority of the employee samples (for Employer A,
63.6%; Employer B, 55.1%) were under 30 years of age. This is a
smaller percentage than in either the trainees (79%) or the
employee/clients (70.9%). Thus the employee samples contain a
slightly larger complement of older men, which constitutes about
one third of the sample. The reason for this needs to be explored.

6.4.1.5.2 Educational and training background

The accompanying table (Table 21) examines the educa-
tional backgrounds of the trainees, the emplovee/clients and the
employee samples. The most striking aspect is the high percentage
of trainees and employee/clients with no training beyond school
(50.6% of trainees and 46.9% of employee/clients). Questions need
to be asked with regard to in-plant training programs for employees
and screening procedures for employment. Do only those with some
training get hired? What level of training is minimum for an
employee to be hired? Does the fact that all employees are initi-
ally put on training programs skew the results as tc what training
beyond school empioyees really have?

6.4.1.5.3 Work background

The accompanying table (Tab1e 22} shows the comparison
of work backgrounds of the trainees, employee/clients and the
employee samples.

With respect to the employment in the last twelve months,
the data from Employer A are unique in that those individuals who
work in the industry part of the year and trap or farm for the
remainder of the year are reported. Thus, according to the indus-
try officials, these people are considered to be steadily employed
even though they have more than the one job. Therefore, the
'steady' category should be expanded to include the 'trapping’
category as well. When this is done, the combined percentage of
employees who have been steadily employed becomes 59.6%, which is
higher than all other groups. Part-time employment was high (7.1%)
among the Employer A sample but not significant for the other groups.
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Comparison of Educational and Training Background of a
Select Sample of Trainees, Employee/Clients, and Employees
from Employers A and B.

Relative Frequency (Pct.)

Employee/|Employees of|Employees of
Variable Description |Trainees| Clients | Employer A | Employer B
Formal Grade 7 5.6 16.3 11.1 2.0
School-|Grade 8 or 9 | 26.4 28.6 29.3 17.6
ing Grade 10 or 11 37.5 32.7 41.4 34.3
Grade 12 19.7 10.2 14.1 20.4
Grade 12 7.8 4.1 1.0 9.8
Not Stated 3.0 9.1 3.1 5.9
Train- | None 50.6 46.9 1.0 18.6
ing Not Certified| 24.2 14.8 9.1 19.6
Cert. Grad. 13.0 10.7 16.2 15.7
Regular on-
the-job
6 months 2.2 .5 28.3 8.8
Regular on-
the-job
6 months 4.8 4.1 2.0 1.0
Academic
Upgrading 4 1.5 22.2 2.9
Job Experi- .
ence i 1.9 18.4 7.1 1.0
Not Stated 3.0 3.1 14.1 32.4
Area Heavy Equip. | 19.0 9.2 41.4 20.6
of Skitled
Train- | Trades 36.1 13.8 22.2 34.3
ing or | Unskilled 7.8 58.2 32.3 15.7
Job Clerical 8.6 7.1 1.0 2.9
Classi< Driver Train-
fica- | ing 6.3 5.6 2.0
tion Upgrading 12.6 1.0
Misc. Aca-
demic 2.6 2.0 2.0 2.9
Traditional 1.0
Not Stated 7.0 3.0 1.1 20.6
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Table 22. Comparison of Work Background of a Selected Sample of
Current and Former Trainees, Employee/Clients and
Employees of Employers A and B.

Relative Frequency (Pct.)

. Employee/|Employees of|Employees of

Variable:Description | Trainees| Cliients | Employer A | Employer B
Work Not Stated 25.7 15.3 2.0 20.6
History|Steady
in (11-12 mo.) 29.4 25.0 38.4 47.1
Preced-|Moderately
ing Steady
Twelve |(6-10 mo.) 23.4 19.9 11.1 11.8
Months | Irregular

(2-6 mo.) 13.8 21.4 10.1 10.8

| Sporadic
2 mo.) 1.9 12.2 2.0
Not Working 4.5 3.6 2.0 4.9
| Summer

Seasonal .4 2.0 6.1 1.9

Part-Time 1.1 .5 7.1 2.9

Trapping-

Farming 21.2 [
Number iNot State v 3000 17.9 12.1 27.4
of Jobs None 12,3 14,2 15.2 23.5
Held in 1 i 28.6 37.8 54.5 35.3
Preced-| 2 or 3 . 26.4 26.5 16.2 11.8
ing 4 or.5 1.8 2.6 1.0 2.0
Twelve 6 or 7 4 1.0 1.0
Months {12 or more A
Number None 41.6 27.6 53.5 29.4
of 1 or 2 13.8 28.6 12.1 9.8
Lay- Jor4g 1.1 3.6 2.0 1.0
O0ffs in{Not Stated 43.5 40,2 32.3 59.8
Preced-
ing
Twelve ,
Months
Number None 25.7 25.0 51.5 22.5
of ~lor2 8.6 32.7 15.2 15.7
Lay- Sor 4 1.5 4.6 4 1.0
0ffs Not Stated 36.8 37.7 29.3 58.8
Since
Begin-
ning
Employ-
ment
Union Yes 9.2 16.2 71.4
Member- No 15.3 80.8 3.2
ship Not Stated 100.0 75.5 3.0 25.4

Continued . . .
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Table 22, Continued.
Relative Frequency (Pct.)
Employee/|Employees of|Employees of
Variable Description |Trainees{ Clients | Employer A | Empioyer B
Work Child Care 3.3 1.0
Inter- I11ness 1.5 1.0 1.0 5.9
Relocation 1.9 2.6 8.1 17.6
ruptiongRetraining or
(Volun- Better Job 76.6 15.9 30.3 18.7
Trapping 2.6 5.6 31.3
tary) [Choice 2.6 18.4 15.2 5.9
Personal 1.4 10.2 7.8
Not Stated 11.2 46.4 12.1 44.1
Work Fired 3.0 2.6 2.0 2.0
Inter- Laid-Off 14.1 33.7 14.1 19.6
Work Shortage 5.2 10.2 3.0 4.9
ruptiongCompany Left
Town 1.1 2.0 3.0 1.0
(Invol-|pead-End Job | 2.2 1.5 2.9
untary) | Seasonal
Employment 2.2 1.0 5.9
Problems with
Management .7 .5
Not Stated , 71.4 48.5 77.9 62.7
Begin- |Not Stated 100.0 35.2 19.9
ning £ $5.00/hr. 33.7 3.11 22.6
$5-6.00/hr. - 12.2 7.1 21.2
Hourly | $6-7.00/hr. 6.7 20.2 19.4
Wage $7-8.00/hr. 5.6 21.2 7.8
- $8-9.00/hr. 4.6 34.3 9.1
(in $9-10.00/hr. .5 12.1
do?larsb:’$]0‘oo/hr' 1.5 2.0
Term- !Not Stated 58.4 22 .4 1.0 36.4
inating| < $5.00/hr. 16.7 28.6 0 12.0
Hourly { $5-6.00/hr. 9.3 15.3 7.1 4.0
Wage $6-7.00/hr. 2.6 6.7 5.0 17.9
(in $7-8.00/hr. 4.1 4.6 14.2 10.1
dollars}) $8-9.00/hr. 2.2 9.6 46.4 19.6
$9-10.00/hr. 7 8.2 20.2
$10-11.00/hr. .7 1.5 7.1
>$11.00/hr. 4.7 3.1

Continued . . .
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Relative Frequency {(Pct.)

Employee/|Employees of|Employees of
Variable Description | Trainees| Clients | Employer A | Employer B
Income | Not Stated 49.0 32.1 68.7 79.0
From $5,000 14.9 30.6 1.0 2.0
Employ-{ $5-10,000 16.3 19.4 6.1 7.0
ment in| $10-15,000 13.0 9,7 12.1 7.0
12 mos.{ $15-20,000 3.0 8.2 6.0 5.0
Period { $20-25,000 1.9 4.1
Prior $25,000 1.9 2.0
to Cur-
rent
Empioy-
ment
(in
do1lars)
First ! Not Stated 44.3 27.1 4.0 16.7
Type of| Govermment 1.0 2.6 3.0 1.0
Work Service 23.8 24.0 17.2 18.2
Experi-| Industry 10.8 11.2 2.0 32.0
ence Construction ' 14.9 28.6 49.5 28.1
Listed | Supervisory .5 3.0 1.0
Agriculture 4 1.0 1.0 3.0
Mining 2.0 19.2
Resource 4.8 3.1 1.0
Second | Not Stated 40.9 32.2 14.1 19.5
Type of] Government 1.5 1.5 2.0 1.0
Work Service 26.0 20.4 18.2 12.1
Experi-| Industry 12.3 9.2 4.0 39.3
ence Construction | 16.4 32.1 48.5 22.1
Listed | Supervisory .5 1.0 2.0
Agricuiture 4 1.0 2.0 3.0
Mining 9.1
Resource 2.6 3.1 1.0 1.0
Third | Not Stated 43.5 45.9 22.2 47.7
Work Government 1.1 3.6 2.0
Experi+ Service 23.4 12.2 11.1 8.1
ence Industry 13.4 8.7 3.0 19.1
Listed | Construction | 17.5 26.0 47.5 11.1
Supervisory .5 1.0 2.0
Agriculture 4 .5 1.0 2.0
Mining .5 10.1
Resource 7 2.0 2.0

Continued . .
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Relative Frequency {Pct.)

Not Stated |

: ‘ Employee/|Employees of|Employees of
Variable Description |Trainees| Clients | Employer A | Empioyer B
Loca- |{Ft. McMurray | 11.9 29.1 37.4 8.0
tion of}Other North. | 12.3 15.8 33.3 2.0
First | Edmonton 3.3 7.1 6.1 9.1
Work Calgary .7 1.0 4.0
Experi-| Rural Alberta| 4.1 2.6 4.0 11.1
ence Other Prov. 7.4 13.3 15.2 43.2
Listed |Not Stated 60.3 31.1 4.0 22.6
Loca- |[Ft. McMurray | 14.5 26.5 32.3 7.0

" tion of|Other North. 7.0 17.9 31.3
Second | Edmonton 9.7 6.6 4.0 12.1
Work Calgary 1.9 1.5 1.0 3.0
Experi-|{ Rural Alberta; 4.5 2.0 5.1 12.1
ence Other Prov. 16.0 11.7 12.1 41.3
Listed jNot Stated 52.4 33.6 14.1 24.5
Loca- {Ft. McMurray | 19.0 23.0 33.3 3.0
tion of! Other North. 8.2 8.6 26.2 1.0
Third | Edmonton i 11.2 5.1 3.0 9.0
Work Calgary i 2.1 2.0 3.0 1.0
Experi-| Rural Albertal 4.5 2.6 5.1 8.0
ence Other Prov. 5.6 9.2 11.1 21.1
Listed 49.4 49.5 18.2 56.9
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The employee samples contained fewer moderately steady and irregu-
lar employees than occurred among the trainees or the employee/
clients.

Only 22.1% of the Employer A sample were affected by
involuntary work interruptions. EmpToyer‘B empioyees as well as
both the trainees and the employee/clients were affected to a
greater extent by such interruptions. This presents a number of
questions with regard to employee working conditions.

The reasons for voluntary work interruptions show some
interesting differences between the employees and the other samples.
The largest percentage of voluntary work interruptions occurred,
for the EMp]oyer A employees, as a result of trapping. There is a
similarity in the second largest category, which encompasses
retraining and the search for a better job. A1l groups, especially
the trainees, showed the importance of these reasons., Personal
reasons and relocation account for the remaining reasons for volun-
tary work interruptions. The differences that exist between the
employees and the other samples may exhibit the need for additional
information for the trainees and the employee/clients, rather than
any differences in the people involved. More complete information
on the specific causes of voluntary work interruptions is needed
before a conclusion can be made.

In terms of salaries, among the trainees, only 9.3%
reported their last salary as over $8.00; among the employee/clients,
22.4%; and, among the employees of Employer B, 19.6%. This contrasts
markedly with the reported latest salaries of Employer A where 73.7%
earned over $8.00 per hour. This discrepancy may be a result of the
data from Employer A being more current and, hence, at a higher
rate than some of the data from the other groups collected since
1975. There 1is a need for more precise data on wage scales in
industry. There needs to be information on the wages for particu-
Tar jobs and the relationship of wages to training, education, and
technical knowledge for particular jobs.
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6.4.1.5.4 Type of work desired

As shown.in Table 23, the type of work desired by the
employee sampies was permanent employment. This exceeds the pre-
ferences of the employee/clients. This may be the result of the
lack of experience or confidence of the employee/clients or the
increased experience of the employee with a permanent and secure
job. Further study could clarify the matter. Full-time work was
preferred by a higher percentage of the employee samples than
employee/clients. This, too, requires further elaboration. Per-
haps the most striking indication of the job satisfaction of the
emp]oyees‘is the fact that most desired industrial work. The
empioyee/clients showed a preference for construction work. This
may reflect the attraction of "quick -money" in the construction
industry or a recognition by the employee/clients that they lack
the qualifications to work in industry. More research on employee
job satisfaction needs to be undertaken. Finally, the reader is
reminded of the bias built in to file data when such issues as job
satisfaction are considered. One must ask "Just what does this
information tell us?"

6.4.1.5.5 Problems and conflicts

For both the trainees and the employee/clients, very
few problems were reported in their records (see Table 24). For
the employee samples, this information was more readily available.
Drug and alcohol problems and healith problems are higher for
employees. Family responsibilities and attendance are concerns
for all groups. Both trainees and employee/clients recorded prob-
lems which point to the importance of family responsibilities to
the work place. The one striking difference between the trainees
and the employee/clients and the employees is the question of Tack
of skills, which was the foremost concern of the former two groups
and was virtually unreported in conjunction with the employees.
This must be another reflection of the industry's policy which puts
all people hired into continuous training programs, or perhaps of
industry's hiring practices.
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Table 23. Comparison of Type of Work Desired by a Select Sample
of Current and Former Trainees, Employee/Clients, and
Employees of Employer A and B.

Relative Frequency (Pct.)
Employee/|Employees of|Employees of
Variable.Description |Trainees] Clients | Empioyer A | Employer B
Type of | Not Stated 98.1 18.4 1.0 4.0
Work Permanent 1.9 69.9 90.9 86.3
Prefer- | Temporary ' 3.0 9.7
red Anything 11.7 5.1
Work Not Stated 98.1 20.4 1.1 3.9
Prefer-| Full-Time 1.9 77.6 92.9 87.3
red Part-Time 2.0 3.0 8.8
Either 3.0
Sector .| Not Stated 63.2 32.1 1.0 10.6
of Industry 17.1 99.0 66.7
Desired | Service 9.3 16.3 2.0
Employ- |Construction 9.7 42.9 14.7
ment Government 1.0
Anything .7 8.7 5.0
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Table 24. Problems and Conflicts of Trainees, Employee/Clients,
and Employers A and B.

Relative Frequency (Pct.)
Employee/|Employees of|Employees of

Variable Description |Trainees| Clients | Employer A | Employer B
Role Yes 3.3 1.5 6.1 2.0
Cor- No
flicts | Not Stated 96.7 98.5 95.9 98.0
Separa~ Yes 4.1 | 2.6 25.3 1.0
tion No
From Not Stated 95.9 97.4 63.7 99.0
Family
Discri- Yes 0.4 0.5 : 2.0
mina=- No
tion Not Stated 99.6 99.5 98.0
Lack of] Yes 9,7 - 21.9 2.9
Skills No

Not Stated 90.3 78.1 97.1
Drug Yes L 3.3 0.5 4.0 5.9
and No |
Alco- Not Stated ; 96.7 99.5 96.0 - 94,1
hol
Abuse
Heaith Yes 6.3 2.0 13.1 7.8

No

Not Stated 93.7 98.0 86.9 92.2
Atten- Yes 7.1 | 1.0 44.4 2.0
dance No

Not Stated 92.9 99.0 55.6 98.0
Family Yes 5.9 8.2 8.1 2.0
Respon- No
sibi- Not Stated 94.1 91.8 91.9 98.0
Tities
Finan- Yes 4.8 3.9 9.1
cial No
Diffi-! Not Stated 95.2 96.1 90.9
cu]tieé
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The attendance policies of the industry need to be con-
sidered in relation to the concern of the employees for family res-
ponsibilities. The reasons for the high absenteeism rates need to
be examined in light of the employees' responsibilities both at
work and at home.

6.4.1.5.6 Conclusion

The employee sample differs from the other samples in
this study in many important respects: sex, marital status, number
of dependents, formal education, training, work experience, salary,
and work preferences. Further study is recommended to determine
the reasons for these differences.

6.4.2 Part Two: Cross-Tabulations to Identify Apparent Patterns

in Employment and Training Programs.
The SPSS sub-program CROSSTABS was used to determine if
the employment items varied between native and non-native samples.

The following cross-tabulations were computed for both the trainees
and employee/clients: (1) ancestry by schooling; (2) ancestry by
training; (3) ancestry by employment history; (4) ancestry by number
of jobs; {5) ancestry by involuntary interruptions in work history;
(6) ancestry by voluntary interruptions in work history; and

(7) ancestry by income. For the trainees, cross-tabulations were
computed on ancestry by course, ancestry by performance, and
ancestry by reasons for termination. For the employee/clients, com-
putations were made on ancestry by work desired; ancestry by work
preference; and ancestry by job preference. CROSSTABS were not
computed for the employer samples because of the non-comparative
nature of the samples.

Of the total sample of 296 trainees, 53 were identified
by the given data as native, 111 as non-native and 104 could not be
identified by ancestry. The unidentified sample will not be
included in the following tabulations.
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0f the sample of 195 employee/clients, 95 were listed
as native and 33 as non-native. The remaining 67 of the sample
could not be identified as native or non-native from the given
data and, therefore, are not included in the following comparisons:

The categories "Not Stated" and "Not Applicable" have
been omitted from the cross-tabulation results and, therefore, it
may be assumed that the percentages remaining when the percentages
Tisted are subtracted from 100% are in these two categories and are
jrrelevant to the analysis.

‘The results of the cross-tabulations are presented in
Tables 25 to Z8.

6.4.2.1  Ancestry by education. Over 50% of the samples, both
native trainees and native employee/ciients, had less than Grade 10
education. This is contrasted to 24.3% of the sampie of non-native
trainees and less than 10% of the non-native employee/clients. It is
evident that the native trainees and employee/clients have lower edu-

cational levels than do their non-native counterparts. (see Table 25).

6.4.2.2 Ancestry by training. From the cross-tabulations (see
Table 26), it is seen that native and non-native trainees have
much less training than do native and non-native employee/clients.

However, in all cases, natives have less training than do non-natives.
The only instance in which natives surpass non-natives is in the
certified category.

6.4.2.3 Ancestry by employment history. 1In order to compute

employment histories, four descriptive categories were established:
(1) steady (eleven to twelve months employed); (2) moderately steady
(six to ten months employed); (3) irreguiar {two to six months
employed); and (4) sporadic {less than two months employed).
Although there is a high incidence of "Not Stated" desig-
nations for the trainees, from the available evidence it would
appear that native trainees’' work experience is very weak. Only
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Table 25. Educational Background by Ancestry.
Trainees H Employee/Clients
Non- Non-
Native Native Native Native
Grade 7 17.0% 4.5% 24.0% 3.0%
= Grade 8 or 9 41.5% 19.8% 36.8% 6.1%
Ig Grade 10 or 11 32.1% 37.8% 28.4% 39.4%
2 Grade 12 7.5% 24.3% 3.0% 33.3%
“ Grade 12 + 0.0% 12.6% 3.0% 15.0%
1}
No formal 75.5% 52.3% 48.4% 21.2%
Some training 7.5% . 26.1% 15.8% 21.2%
o Certified 9.4% 6.3% 12.6% 12.1%
-g On-the-job<6 mo. - 3.6% - -
'5 On-the-job>6 mo. 1.9% 8.1% 4.2% 6.1%
™ Upgrading - - 2.1% -
Job Experience 3.8% 9% 14.7% 39.4%
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Table 26. Work Background by Ancestry.
Trainees . Employee/Clients

5 on- ] won-
Iy Native- Native Native Native
-4
£8 11-12 mo. (steady) 7.5% 39.6% 20.0% | 45.5%
E~ 56-10 mo. (moderate)  13.2% 21.6% 15.8% | 15.2%
=  2-6 mo. (irregular) 19.8% 13.5% 28.47 | 21.2%
5 2 mo. (sporadic) 1.9% 1.8% 11.6% 12.1%
@+ None 11.3% 11.7% 17.9% | 12.1%
S2 22.6% 32.49% 36.8% | 33.3%
65 2t03 13.2% 30.6% 24.2% | 42.4%
8% 4to05 1.9% 2.7% 2.1% 6.1%
57 s 9% 9% 1.1 -
. Fired 5.7% 2.7% 2.1% -
S __ laid Off 9.49 15.3% 29.4% 51.5%
22 wWork Shortage 9.4% 4.5% 8.4% 6.0%
E’-‘EE Company Left - 1.8% 2.1% 3.0%
5 2 Dead End - 3.6% 2.1% 3.0%
¥ Seasonal 3.8% 2.7% 1.0% -
£ Management Hassle 1.9% - 1.0% -

Child Care 3.8% 1.8% - 3.0%
P4 I11ness - . 9% 2.1% 3.0%
= Relocation - 2.6% 8.4% | 15.1%
S8 Better Job 1.9% 2.7% 5.2% 6.0%
&5 Retraining 71.7% 79.3% 6.32 | 15.1%
Eé Pregnancy - - 2.1% -
L Personal - - 12.6% 6.0%
= Choice - 3.6% 17.8% | 18.1%
£ $0-1,000 2.0% 1.0% 12.0% 3.0%
S v $1,100-5,000 23.0% 12.0% 31.0% | 29.0%
=% $5,100-10,000 8. 0% 26.0% 23.04 | 25.0%
2= $10,100-15,000 2.0% 10.0% 6.05 | 21.0%
27 $15,100+ - 9.0% 6.0% 6.0%
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20.7% have worked over six months of the last twelve months. In
contrast, over 60% of the non-native sample of trainees have worked
more than six months in the last year.

The employment histories of the native employee/clients
indicate a stronger work background than among the native trainees.
Over 35% of the native sample worked six months or more in the past
year; 60% of the non-natives. Again, the high number of "Not
Stated" category for the native sample needs further study.

6.4.2.4 Ancestry by number of jobs. The category of number of
Jobs 1in the last year further illuminates the employment picture.

Here again, a high number of "Not Stated" answers appeared. However,
it can be seen that an almost identical percentage of native and
non-natives held no job in the preceding year. A higher percentage
of non-natives (both trainees and employee/clients) than their

native counterparts have had more than one job in the last year.

From these two items, it would appear that most natives must have

had one to three short-term jobs in the last year.

6.4.2.5 Ancestry by work interruptions (involuntary). Layoffs

are a greater reason for work interruptions for non-natives than
natives and for employee/clients more than for trainees. Natives
are more influenced by firings, work shortages, seasonal jobs and
management hassies than are non-natives.

6.4.2.6 Ancestry by work interruptions (voluntary). As would be

expected, the majority (over 70%} of trainees interrupted their
work. for retraining. Both native and non-native employee/clients
show a similar set of reasons for leaving employment: choice,
personal, relocation, retraining, and better employment. It might
be speculated that these factors may be aspects of "upward mobility"
and dissatisfaction with existing conditions.
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6.4.2.7 Ancestry by income. This analysis, too, is complicated

by a Tack of data. However, it is obvious that the annual salary
of non-natives was higher than that of natives. Of native trainees,
only 2% had a salary over $10,000. The native employee/clients had
12% with salaries over $10,000. However, this is still far beyond
the non-native samples with 19% of the trainees and 27% of the
employee/clients reporting annual salaries over $10,000 in the

preceding year.
At the other extreme, the native samples had a larger

proportion of their members with salaries under $5,000. Among the

trainees, 25% of the natives were under $5,000 contrasted to 13%

of the non-native sample. Among the employee/clients, 43% of the

natives received under $5,000 while 32% of the non-natives were in

this position. | |
To summarize: the native samplies have lower educational

levels, less training, less steady work experience, and Tower

salaries in the last twelve months than the non-native samples.

6.4.2.8 Employment preferences by ancestry. Three cross-tabulations
were computed to compare the employment preferences of the native

sample with those of the non-native sample (see Table 27). The
native sample among the employee/clients indicated their preference
for full-time, permanent work. In both these categories, the native
percentages were sTightly higher than the non-natives. The native
sample had similar job preferences to those of the non-native group.
All agreed that the construction jobs were the most desirable, then
service and industry positions. It 1is significant that jobs in
government and resource industries were not favoured by either group.

These results throw doubt on the assumption that native
people in the ¢0il sands region prefer casual, seasonal, resource-
based occupations,

6.4.2.9 Training programs by ancestry. Cross-tabulations were

made on course, course performance and reasons for course termina-
tion, among the native and non-native trainees. From Table 28,
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Table 27. Employment Preferences.

Employee/Clients

Non-

Native Native

Fuli-Time 82.1% 81.8%

Work Desired Part-Time 2.1% 3.0%

Either 4.2% 6.1%

Permanent 77.9% 75.8%

vork Pref Temporary 3.2% 9.1%
ork Preference Casual 1.1% )

Anything 7.4% 9.1%

Service 18.9% 12.1%

Construction 46.3% 60.6%

Job Pref Industry 16.8% 12.1%
ob Freterence Government 1.1% -

Resource 1.1% 3.0%

Anything 9.5% 3.0%
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Teble 28. Training Programs by Ancestry.
Trainees
Non-
Native Native
Industrial Worker 30.2% 4.5%
Academic Upgrading 28.3% 9.0%
Business Education 7.5% 4.5%
Motor Mechanics 7.5% 6.3%
Welding 5.7% 10.8%
Pipe Trades 3.8% 10.8%
Earth Moving 3.8% 17.1%
Carpentry 3.8% 4.5%
Course Small Engine 3.8% .9%
Truck Transport 1.9% 7.2%
Business Administration 1.9% -
Front End Loader. - 4.5%
Millwright - 3.6%
Backhoe - 3.6%
Construction - 3.6%
Early Childhood - 2.7%
Cooking - .9%
Successful 47.2% 81.1%
Lourse e Not Successful 49.1% | 14.4%
Not Stated 3.7% 4.5%
Completion 47.2% 81.1%
Absenteeism 15.1% -
Course No Interest 3.8% 2.7%
Termination Behaviour 1.9% .9%
(Reasons} Personal 11.3% 4,59
Ability 3.8% -
Medical 3.8% 1.8%
Program Change 1.9% -
Employment - .9%
Other 1.9% 2.7%




146

jt is clear that the majority of native trainees are enrolled in
the two pre-employment programs--Industrial Workers' Course and
Academic Upgrading. This is in contrast to the non-native sample,
which shows that non-native trainees are spread evenly across the
varijous areas of study.

As can be seen, 47.2% of natives successfully completed
their courses as compared with 81.1% of non-natives. Similarly,
49.1% of natives were not successful while 14.4% of non-natives
did not succeed.

Reasons for termination of courses for native trainees
were: successful completion, 47.2%; absenteeism, 15.1%; no inter-
est, 3.8%; behaviour, 1.9%; personal, 11.3%; ability, 3.8%;
medical, 3.8%; program change, 1.9%; and other, 1.9%.

Reasons for termination of courses for non-native
trainees were: successful completion, 81.1%; no interest, 2.7%;
behaviour, 0.9%; personal, 4.5%; medical, 1.8%; emplioyment, 0.9%;
and other, 2.7%.

A comparison of these two sets of reasons shows that
absenteeism is a very significant cause of termination
among natives, but does not even appear as a reason for non-native
termination. Personal reasons which are not enumerated, account
for another 11.3% of the reasons of natives' terminations. These
two categories deserve further study. As some of the literature
has'pointed out, enumeration of absences is insufficient. It is
important to know why there were so many absences. The Targe per-
centage in the "personal” category similarly masks the particular
probiems which were faced by the native drop-outs.

. In summary, native trainees are enrolled primarily in
pre-employment programs. They have a low success rate and, in
most cases, are terminated for absenteeism or personal reasons.

6.4.2.10 Identify apparent patterns in employment and training
programs. The following were the apparent patterns and/or trends
in employment and training programs suggested by the file analysis.
It is to be emphasized that these are general trends taken from an
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analysis of files which is a very limited source and for which

there was a great deal of missing information. However, these
general trends are listed in that they might provide the basis for

testable hypotheses in a subsequent study:

1.

10.

11.

12.

13.

Native trainees and native employee/clients have
Tower educational levels than their non-native
counterparts;

Few members of either the trainees or employee/clients
record being union members;

Layoffs may affect non-natives more than natives;

The yearly income of the native sample is consider-
ably lower than the yearly income of the non-native
sample;

Both natives and non-natives desire permanent, full-
time employment;

The majority of both natives and non-natives prefer
construction work;

The majority of both native and non-native trainees
and employee/clients have no formal training beyond
school;

The most frequent reasons for leaving a job are:
retraining, personal, choice, and relocation for both
natives and non-natives;

Non-natives have a higher incidence of steady employ-
ment than do the natives;

Significant problems for both groups are lack of
skills and family concerns;

Natives have a significantly lower successful comple-
tion rate in training programs than do non-natives;
The majority of native trainees are enrclled in two
pre-vocational programs, i.e., Industrial Workers'
Course and Academic Upgrading, while the non-natives
are enrolled in all the various subject areas; and
Absenteeism is the major reason for the termination
of a course by the native sample.
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6.4.3 Part Three: Identify Factors which Appear to Facilitate
or Impede the Effectiveness of Training/Employment
Programs and Employment of Native People.

6.4.3.1 Facilitators. The results of the file analysis of the
industrial employees suggest the following facilitators to native
employment. These facilitators are not suggested as answers to the
question of what facilitates native employment but are rather
stated in that they provide hypotheses which may be tested in a
future study of native employment patterns in the Athabasca 0il
Sands:

1. On-the-job training programs mitigate against the
problem evident in the trainees and the employee/
clients, i.e., lack of skills;

2. Counselling services, which serve the employee as
family member as well as worker, serve to help in
the adjustment to the work situation since family
responsibilities are the second most frequently
mentioned concern;

3. The encouragement of dual employment by the company
brings workers into industry who work in the tradi-
tional employment part of the year and in the
industrial setting for the rest of the year. This
provides year-round employment for the individual
and is not at the expense of his traditional
expertise;

4. Original residence in the 0il sands region appears
to be an advantage as over 80% of the employee sample
were originally from the area. This finding is com-
patibie with the company's zone hiring policies
wherein positions are filled by qualified residents
of the area before recruiters look elsewhere; and

5. Other job experience, not necessarily related to the
oil sands industries, is an asset to employment. For
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example, experiences in farming, trapping, working
on the Boats, in the army, etc. are listed as valuable
work experiences for employment in the industry.

6.4.3.2 Impediments. To date, the results of the file data have
suggested the following impediments to the effectiveness of tfaining/
employment programs and employment of native people. These suggested
trends could serve as testable hypotheses for a subsequent study
using other data:

1. Attendance problems lead to the termination of
classes for native people. Poor attendance is a
cause for concern in the employment of native people
in industry as well. Since industry is concerned
with efficiency and productivity, regular attendance
by workers is a perennial problem;

2. A general lack of skills leads to the loss of employ-
ment for native people;

3. Upgrading does not appear to facilitate employment;
Pre-employment programs do not appear to aid in the
employment of native people in the industry;

5. Family responsibilities and perscnal concerns account
for termination of training or employment in many
cases;

6. Lack of skills is accompanied by a low educational
level in most native employee/clients;

7. Unjon affiliation does not appear to be advantageous
in the acquisition of jobs in the industry by native
people; and

8. It appears that being female is an mpediment to
getting a job in industry. This may be the result
of the type of job available, the training involved,
or the screening procedures. More study is
recommended.
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Part Four: Identify the Ambiguities and Gaps in the

File Data.
The following gaps and ambiguities have been identified:

1.
2.

Ancestry is not stated on most files;

Categorization of native peopie by status is not
contained in the files;

Original residence or home address is not available;
Few problems or conflicts are actually recorded in
the files;

Follow-up data are not kept;

Data regarding single-support parents or former
social assistance recipients are not avai]able;

The significance of the lTarge number of non-responses
to union membership is confusing. More data are
needed. for clarification;

The file data and coding sheets were not compatible
with regard to marital status. The existence of
"Other” as a category in the files clouded the desig-
nation of married (or equivalent) or unmarried {or
equivalent); and

No comparable non-native sample was available for
comparison with the native employees,
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Action Committee on Indian Problems. Lansing, Mich. 40 pp.
ERIC ED111585.

Employment recommendations call for: in-service
training of "Michingan Concentrated Employment Programs
(MCEP)" staff, revision of the Bureau of Indian Affairs'
relocation procedures, and co-ordination between program
development and the Inter-tribal Councils of Michigan.
Economic development with skill training focussing on
specific non-reservation areas. Educational recommendations
call for a needs assessment in the federal and state systems.

1968. Northern industrial development and the relevance
of Keynesian policies on unemployment. Symposium on the
higher latitudes of North America. Socio-Economic studies
in regional development. Boreal Institute, Edmonton,
Alta. Occ. Pub. 6. pp. 1-10.

Two factors characterize the present employment sit-
uation in the Northwest Territories -- high native unem-
ployment and a high degree of mechanization with high
wages for transient white southern operators. It is the
contention of this paper that the native unemployment
situation can only be solved "on-the-site," if, in addi-
tion to existing training programs, present or prospective
employers in the North can be assured of freedom in the
setting of regulations, the changing of wage rates and
only if long-term, large-scale welfare schemes are excluded
as solutions.

1977. Northern frontier, northern homeland. Report of
the Mackenzie Valley pipeline inquiry. Vol. 1. Ottawa.
213 pp.

May 1968. An evaluation of institutional vocational
training received by American Indians through the
Muskogee, Oklahoma area office of the bureau of Indian
affairs, Stillwater, Oklahoma: University Press, Oklahoma
State, pp. 261. ERIC ED023862.

The adult vocational training received by Indians
was evaluated to determine the benefits of institutional
training programs and to develop manpower policy recom-
mendations. Criteria for evaluation included employment
experience, income, labour force attachment and benefit
cost rates. The sample consisted of 220 of 670 Indians
who received adult vocational training. Some trainee
characteristics were: (1) trainees were better educated
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than most Indians; (2) employment and income lTevels were
Tow; (3) there was a high non-completion rate. However,
training completion resulted in an average salary income
increase of $1,929, 3% additional months of employment

and a social cost benefit ratio of 2.30. The study
revealed the basic assumptions of educators that voca-
tional education is equivalent to shop education; voca-
tional education is for the “less able”, and that academic
education and vocational education present an either/or
choice for Indians.

Born, D. 0. 1970. Eskimo education and the trauma of social change.
Social Science Note 1, Ottawa: Department of Indian
Affairs and Northern Development - Northern Science
Research Group.

Born introduces the concept of intermediate adapta-
tion which involves commitment of both native people and
others to planned change, implies that the end resuit
should be a relatively stable but not static socio-
economic condition, and presupposes a compromise adjust-
ment - kind of "cultural half-way house". Successful
adaptation programs are described as programs of pianned
change, undertaken only with the consent and co-operation
of the native people and that go only as far as the
native community permits. As well, consideration should
be given to Eskimo preferences in the change process. In
essence, intermediate adaptation is referred to as an
on-going process of satisfactory adjustment between
dominant and subordinate societies in which the minority
group is encouraged to maintain its identity.

Burgess, H. 1966. High school drop-ins. North. Sept. Oct.: 12-15.
In 1964, the Department of Indian Affairs began an

Apprentice Training Program in the Northwest Territories
to provide pre-apprenticeship training in all trades to
people with a Tow academic background. The anticipated
length of training was a three-year apprenticeship with
six weeks of theory. The credential received upon com-
pletion was a beginner's certificate. The expected
income at completion was 50% of a journeyman's wages for
the specific trade. The training was not job-oriented
and did not provide for job guarantees upon successful
comptetion.

Carr, Wm. D. and Assoc. 1968, The Yukon economy: 1its potential
for growth and continuity. Dept. Ind. Affairs Northern
Devel. Vol. 1. Final Report. Ottawa.
With respect to native employment, the report contained
information that,as of 1961, 426 native people were in the
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labour force -- 348 men in positions as labourers, fishermen,
trappers or seryice workers; and 78 women mostly involved in
the service industries. These occupations indicate that

the native people are ill-equipped for industrial work and
training is needed. It is recommended that mining companies
undertake familiarization and training programs for their
native workers and development opportunities for them to
enjoy their own culture and their own friends during the
lonely period of adjustment. Further, a special employment
service for native people should be set up and good housing
for native people needs to be built in or near centres of
employment.

Christensen, L.C. and E.J. Niederfrank. May, 1971. Economic

Conger, D.

and human development on the Fort McDermott Indian Reser-
vation of Nevada. Progress Report on a Pilot Project.
unpublished. ERIC EDO73876. 19 pp.

In 1967, a number of program objectives were decided
upon to aid in the struggle for economic generation on
this economically deprived reservation. The programs
consisted of, in part, courses in adult education, especially
vocational training, and in the development of industries
and commerical businesses on the reservation. A reserva-
tion development corporation was formed. Pacific Western
Systems Inc. has set up a plant which employs 14-28
Indians, and plans expansion to approximately 50 employees.
Training was with state assistance but no information is
included regarding staffing or training. The effects and
conclusions inctuded: (1) there was some overspending but
this was curtailed with counselling; (2) there is evidence
of more personal and social stability; (3) the fact that
the industrialization was a result of Indian initiative is
seen as essential to its success; (4) the economics of the
situation demand the involvement of both public and private
sectors; (5) white management is seen as necessary; (6) the
autonomous Development Corporation works better than the
Tribal Council; (7) the democratic process does not work as
smoothly as in white society; (8) three or four months are
required for proper work habits to develop; and {9) there
are obvious economic gains for Indians and society.

Sept. 1973. Methods for human resource development,
Prince Albert. Training, Research and Development Station.
ERIC EDO88519. 28 pp.

A déscription is provided of the training and counsel-
1ing materials and methods prepared by the Saskatchewan
NewStart and Training, Research and Development Station.
Following a brief review of the concept of social
intervention, summary descriptions are provided of nine adult
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education courses. These are: (1) Life Skills, which
focusses upon effective problem-solving behaviour; (2)
Fluency First, a course in English for illiterate adults
who lack the background needed to Tearn to read and write;
(3) Fluency Second, a listening and speaking course for
those who can already read. a second language; (4) Basic
Literacy for Adult Development (BLADE), which teaches
communications and math content from grades 1-4; (5)
Learning Individualized for Canadians (LINC}, which extends
BLADE through grade 10; {(6) Small Business Management, for
those of Indian ancestry; (7) Creating a Career, designed
to help people prepare career plans; (8) Generic Skills
which aims to develop academic reasoning, interpersonal
and manipulation skills; and (9) Socanics, which prepares
skilled paraprofessionals for work in social institutions.
Information is also presented on the preparation of in-
structional firms, on materials for sale and on the
development of new training methods.

M. et al. August 1973. Manpower training Program

outcomes: Indian and Rural Whites in South Dakota.
ERIC EDO78998. 15 pp.

Two types of training programs are evaluated: (1)
Job Opportunities in the Business Sector and {2} Manpower
Training and Development Act Programs. Both are for disadvan-
taged trainees. The criterion to measure success is program
completion. Findings indicate five variables associated with
race; {2) race - Indians were less successful than other
disadvantaged persons; {3) disadvantagedness was a disadvan-
tage; (4) formal educaton improved the chances of completing
the course; (5) previous employment was an advantage.
Similarly, in the job program, being disadvantaged was a
disadvantage and the length of previous employment helped.
In conclusion, it is stated, "Through differential sociali-
zation and environmental experiences, the perpetuation of
social classes tends to be maintained”. Consequently when
a person reaches adulthood, social class in status grouping
has been an important factor in influencing occupational
choices and chances.

Deprez, P., and C. Sigurdson. December 1969. The economic status

of the Canadian Indian: a re-examination. Winnipeg:
Centre for Settlement Studies, University of Manitoba,
Series 2, Research Reports, No. 1.

This paper examines five case studies of Indian
training programs to determine the underlying principles and
policy determinants. After examining the Dominion Bridge,
Anglo-Rouyn, Ninna Enterprises, Moose Lake Woodland Training
Program, and Monarch Garment Factory, the following conclusions
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are put forward: (1) Indians' attention and work is as
good as any other group; (2) Indians will work outside of
the traditional style; (3) Indians can make adaptations

but some actions. taken by whites to facilitate adaptation
are detrimental (particularly attempts to educate and in
training-in-industry); (4) education is only effective if
Indians can identify with the goals; (5) training-in-indus-
try is not a necessary condition for adaptation of Indians
into the industrial economic environment; (6) success is the
inverse function of formal training in these examples;

(7) in some cases it may be that training presents the
problems which an Indian will have to face in an amplified
dimension, discouraging him more than encouraging him by
presenting difficulties where none exists in reality; (8)
formal education may be seen as an obstacle as it tends to
raise expectations which Indians doubt will ever be ful-
filled; (9) in isolated areas, education has greater impact
and an Indian has higher expectations of white society;
(10) study shows education is not a necessary pre-condition
for economic transition; {11) employment should be first
priority - then counselling and education; (12} talented
people within the community should be used to mobilize

the Indian work force and initiate enterprises.

Duran, E. C., and J.A. Duran, Jr. 1973. The Cape Croker Indian
Reserve Furniture Factory Project. Human Organization,
Vol. 32, #3, pp. 231-242.
This article examines the reason for the failure of
the Cape Croker Indian Reserve Furniture Factory. Com-
menced in 1964 with the aid of the Department of Indian
Affairs and Northern Development and the Indian-Eskimo
Association, the ultimate objective was to set up a manu-
facturing business producing wooden furniture (to employ
the reserve population) on the reserve.. Duran and Duran
attribute the failure of the enterprise to: Tlack of train-
ing for the management in business skills; the absence of
the teaching of accounting and marketing techniques;
inadequate equipment and buildings; and a relatively small
amount of Indian involvement in the planning and operating.
The following recommendations were presented: (1) white
leaders must be willing to make changes in their programs
and adapt them to the particular need of individual reserves
undertaking economic development; (2) traditional provincial
training courses designed to fit people into specific job
classifications in existence should not be used for innova-
tive program development; (3) recognition should be given to
individual differences, natural inclinations and talents
which should be utilized for mutual benefit; (4) training for
training's sake should be avoided and skills obtained
should be useable; (5) there is a need for constant reciprocal
communication between Indians and officials.
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Elias, P. D. December 18, 1975. Certain employment patterns in the

Northern Manitoba industrial sectors of hydro, construc-
tion, mining, and provincial government administration.
Winnipeg: Planning Secretariat.

This study examines the manpower projections within
the various sectors in Northern Manitoba. It further
analyzes the socio-economic parameters of the jobs, com-
paring the needs of the industries with the gqualifications
of northern residents. Finally, actual barriers to the
employment within these industries of northern native
people are discussed. Solutions suggested are: (1)
employers must be forced to justify or reject educational
qualifications; and {2) adequate job performance should
be a standard for employment. It is concluded that,in
Northern Manitoba, the four main sectors absorb about 4%
of the labour force of northern communities and these
northern communities and northern residents receive little
benefit from northern wealth.

Farnsworth, J. M. April, 1976. Native employment in a frontier

Fox, M,

region. No publisher or place of publication. ERIC
ED124317. 15 pp.

By employing southern strategies and preconceptions
to develop the north, southern Canadians have complicated
northern Canadian development problems. Assuming that
the only recognizable work is "paid" work and that welfare
recipients do not want to work, southern Canadians have
failed to recognize the inherent relationship between
northern structural factors and the rate of participation
in the work force. Factors contributing to the lack of
development in the north include: (1) marginality of the
environment; (2) the disruptive effects of southern civil-
ization (traditional sharing patterns have been altered
and learning experiences have been changed from a land to
an academic orientation); and (3) the Tack of paid wage
opportunities. Even though the Canadian transportation
network cannot yet accommodate integration of the two

‘economies, there are currently non-economic motives at

work to promote such integration. Emphasizing adaptation
of established southern patterns to the northern environ-
ment, the potentials for northern development might
include: (1) increased utilization for existing natural
resources; (2) attraction of new industries with concur-
rent up-grading of local skills (labour intensive indus-
tries with a high value-added component}; and (3)
increased self-sufficiency via alternative energy sources
and agriculture geared to the northern environment.

December, 1977. The influence of the oil sands develop-

ment on trapping in the Fort McMurray region. Draft.
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Alberta 0i] Sands Environmental Research Program, Sub-
Project, LS 26.2.

The study proposes to: (1) establish baseline infor-
mation about trapping taking place; (2) predict the future
of trapping in the project study area; and (3) propose
management considerations that will lessen the negative
effects of oil sands development on trappers. Employment
data collected during this study suggest that the major-
ity of trappers are being attracted to available wage
work in the area. Positive results of this movement can
be seen in the fact that more money can help to acquire
and maintain modern trapping equipment. The negative
effect is shown by the fact that men engaged in wage work
often reduce the amount of time spent in trapping or
reject it altogether. In conclusion, Fox states, "Clearly
trapping in the project study area is economically insig-
nificant in comparison to the billions spent by the oil
sands industry. Be that as it may, trapping is still an
important source of livelihood to many who participate in
it."

Gemini North Ltd. April, 1975. Alaska native participation in the
trans-Alaska pipeline project: a survey of manpower
delivery systems. Yellowknife: Department of Indian
Affairs and Northern Development.

This 1974 study, commissioned by the Department of
Indian and Northern Affairs, investigated the nature,
status and timing of native-oriented, manpower-development
planning in connection with the construction and operation
of the trans-Alaska pipeline system. The study makes the
following conclusions and recommendations: (1) Recruit-
ment: {a) one agency should co-ordinate and administer
funding; (b} recruitment should be decentralized to the
community level; (c) recruiters should be knowledgeable
of skills required; (d) there should be immediate and
regular follow up of applicants; (e) there should be a
simple and accessible data system, under the aegis of one
agency; and (f) recruitment efforts should be phased to
ensure that community requirements are not jeopardized;
{2) Training: {a) Training programs should be planned
well in advance of employment activities and should take
into consideration whether employment is to be short term
or long term; (b) funding should be comprehensive and
realistic, and should not exclude persons outside the
target group; (c) counselling and guidance services are
integral and critical parts of training; {d) the concept
of incremental, achievement-oriented, individualized train-
ing units should be examined as a possible successful
model of training: (e) simulated job circumstances have
shown some success as a training model; (f) adequate housing
and food for the trainee and family are requisites for
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successful training; (g) if training is institutional, the
concept of a community advisory council should be explored;
and (h) the training should be located so as to provide
acceptable transitional experience; (3) Employment Par-
ticipation and Practices: (a) quota systems have not
worked satisfactorily: new criteria should be carefully

~evolved; (b) the legality of positive discrimination

Geriach, E.

Heinemann,

should be established; (c) Alaska natives appear to have
shown Tower turnover rates on pipeline construction than
non-residents. FProblems include "no show" and apparent
lact of interest in returning to the project after the
initial nine-week period; {d) union hiring hall procedures
should be examined, to accommodate contractor requirements
and need for native persons to be given adequate time to
get to the hiring hall from isolated villages; (e) certi-
fication procedures for journeyman status should be
examined with a view to shartening or modifying reguire-
ments; {f) positive discrimination, if it is to be a
policy option, should be exercised in a uniform manner
with realistically established criteria and attainable
goals; (4) Support Services: (a) there should be adequate
counselling through entire training/employment cycle; (b)
support services should include allowances and subsistence,
housing, family support, transportation support, and
support for re-hiring persons returning to home communi-
ties after initial employment.

November 1972. The employment of American Indians in
New Mexico and Arizona. Washington, D.C.: Commission on
Civil Rights. EDO81523. 94 pp.

This document describes the empioyment patterns of
reservation and non-reservation American Indians in New
Mexico and Arizona. Topics cover: (1) reservation char-
acteristics; (2) five selected reservations; (3) federal
government employment; {4) state and local government
employment; (5) public school employment; and (6) private
employment.

L. 1975. The Tawow Project: an historical summary
and evaluation. ~ Winnipeg: Department of Northern
Affairs.

This is the evaluation of "an experiment in reloca-
tion of native workers from isolated northern communities
to an industrial community and to emplioyment in an indust-
trial work place"”, For successful relocation the follow-
ing recommendations are made: (1) coping skills are more
easily acquired in one's own natural environment with
informal support available - "life skills" should be
taught in home communities; (2) the move should be entered
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into voluntarily; (3) community employment consultants
should be engaged in preparing the client for employment
and relocation; (4) transitional housing is a crucial
issue; {5) native northerners given six months training
should be employed for planning program, recruiting clients
and implementing the scheme; {6) there is a need to build
in a community partnership from the beginning; (7) the
companies and unions should become part of the employee's
support service; (8) the union should be asked to orient
native workers into the union; and (9) non-native staff
should have an initial orientation in native culture,
history and values.

November, 1974. Adjustment and effectiveness: Arctic oil
exploration of Gulf 0i1 Canada, 1973-74; Sociological
Analysis, Vol. 1. Edmonton: Westrede Institute.

According to Hobart, 1974 saw fewer problems between
native workers and supervisors as a result of greater
knowledge and understanding of each other than was evident
in 1973, This particular study looked at both southern
workers and northern workers. With regard to northern
workers, the following recommendations were made:

(1) expectations of native workers should be increased;
{2} a northern labour-relations officer should be retained
for communications between workers and supervisors;

(3) native workers should be kept informed of the kind of
work they will be doing, opportunities for upgrading, job
changes, specialized training; (4) need for continuous
programs of general, specific work opportunities, advance-
ment, training, etc.; (5) Inuit men should be used as sub-
foremen or straw bosses.

December, 1976. Rotation work schedules in the Northwest
Territories: a study of variations and consequences. A
report to the planning and development division, Department
of Economic Development Division, Department of Economic
Development and Tourism, Government of the Northwest
Territories.

This study incorporates previously published litera-
ture on work rotation with original research conducted by
the author. A variety of rotation work arrangements are
reviewed (7 days at work, 7 days at home; 14 days at work,
7 days at home; 20 days at work, 10 days at home; 42 days
at work, 14 days at home).

The study concludes that work rotation is preferable
to either traditional employment or permanent relocation
as an alterpative for northern native people. The author
notes that traditional trapping is no longer a viable
alternative in light of the preferences of native people
and the impact of the educational system in the past 10
to 15 years which has oriented youth toward wage-employment
and settlement-oriented 1ife styles. Further, the
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alternative of permanent relocation has proven unsuccess-
ful, although the author notes that it has never been

tried under optimal conditions. On the basis of the find-
ings of published literature, the study suggests that:

{a) work periods of 30 days or longer may be too long;

{b} adequate pre-employment briefing is essential; (c) iso-
Tation is more tolerable where the work is meaningful and
enjoyable than where it is not; (d} familiarness, quality
and quantity of food served in isolation situations are
important to morale; {(e) adequate, uncrowded physical
facilities are important to morale; (f) feelings of group
membership (dialect sub-groupings} are important to morale;

{g) the higher the wages, the more able the worker is to

cope with the stresses of isolation; (h) provision of
adequate opportunities for workers to communicate with
loved cnes at home is important to the success of work
rotation programs; and (i) adequate briefing on hazards

of the work site is important in helping the workers cope
with the stresses of isolation. The original research
conducted by the study provides the basis for the author's
conclusion that work periods of up te 20 days have no i1l
effects on the workers or their wives and families. Longer
periods of work appear to be less successful. The study
found that communities did not suffer any adverse effects
attributable to rotation work employment up to 20 days.

and G. Kupfer. 1973. Inuit employment by Gulf Qil--assess-
ment and impact on Coppermine 1972-73. Edmonton

The findings indicate that Inuit performance and job
satisfaction are directly related to the relationship
established between the Inuit workers and the supervisory
personnel. Where the supervisor was sensitive, outgoing
and communicated respect and appreciation of the Inuit,
there were few problems. Key problems in the work area
were: (1)} lack of understanding of overall oil work plan
among Inuit work crew members; (2} lack of comprehension
of the specific task, through a lack of English and tech-
nical jargon; (3) traditional Inujt cultural influences
such as the prohibition against asking questions of
people; (4) profound fear of ridicule; (5) colonial experi-
ences of apathetic dependence on whites in most areas of
decision~making in northern settlements. The study con-
tained specific recommendations: (1) since success hinges
on the supervisor, there is a need for more careful seiec-
tion of supervisory personnel, better screening to elimi-
nate brisk, short-tempered and hard-driving bosses;
(2} there is a need for orientation of supervisory personnel
in Inuit psychology, knowledge, and values for better under-
standing of the "why" of behaviour; (3} supervisors should
make an effort to pass insights on to white subordinates;
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(4) efforts should be made to provide more adequate
briefing for Inuit workers delivered in their mother
tongue concerning “white psychology," and "work
psychology"; (5) explicit regulations to limit oversights
which the company was willing to accept in first year of
operation,

Indian Girls Learn Keypunching in Yellowknife. January/February,

1971. Canadian Training Methods. p. 23,

This short article describes the training of four
Indian girls to operate the keypunch machines for the
Territorial Government in Yellowknife. The course began
in 1970 and consisted of 14 taped lessons. The course
was strictly job-oriented and all giris were placed
immediately on completion of the course requirements.

Innovation in northern education: basic electronics course.

Jeanneau,

March, 1969. Northern Newsletter, No. 5, pp. 7-8.

This paper describes a course to train those Territor-
ial residents selected to meet the requirements for special-
ized training in electronics. The program, located at Fort
Smith, was comprised of three, 13-week phases from basic
electricity to fundamental electronics. The course
required Grade XI as an entrance requirement and included
such as: Technical English, Circuitry, Transistor
Fundamentals, etc. The program was funded by Department
of Indian Affairs and Northern Development. There were
no job guarantees and the article gives no indication of
the number of trainees or their success.

J. March 9, 1973. Business management training for
Native people. Canadian Vocational Journal, pp. 10-13.
This article discusses the training techniques of the
Training Research and Development Station in Prince
Albert, Saskatchewan. Funded by Canada Manpower, a compre-
hensive and integrated approach to management is taught in
124 lessons on nine areas in a 6-month time period to
Indian and Metis people with 1ittle formal education. The
purpose of the course is to prepare native people either
as owner-managers of small business or as management per-
sonnel for band or co-operative businesses. The length of
the course and its organization are flexible enough to
accommodate the varied experiences of the trainees. The
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following techniques are considered successful:

(1) subjects are not "taught" - areas and problems are discus-
sed; (2) students participate and brainstorm; (3) there is
11tt1e lecturing - various techniques are used such as

filws, filmstrips, group work, and guest speakers; and

(4) subjects are not compartmentalized, an integrated approach
is used.

Kuo, Chun-Yan. 1972. The effect of education on the earnings in

Lampe, W.d.

the Mackenzie district of northern Canada. Economic Staff
Group, Northern Economic Development Branch, Ottawa:
Department of Indian Affairs and Northern Development.
The statistical analysis of data of education and
income of native people in the Mackenzie Delta yields the
following ebservations: (1) there is a significant
increase in earnings related to post-secondary education,
nursing training, vocational education and journeyman's
credentials; (2) the number of whites in a community
raises earnings for all the community work force; (3) earn-
ings are highest for married people; (4) workers between
45-54 years of age have the highest wages; (5) whether a
native person has knowledge of English or not is not an
important criterion to earning capacity; (6) there is
a degree of imperfect competition in the labour market
in the northern economy.

P. 1974. Native people’s perceptions of factors associated
with job acceptance and retention. Ottawa: Department of
Indian Affairs and Northern Development, Northern Affairs
Branch.

A survey of male, Yukon Indians between 22-66 years
of age and 10 employers, to ascertain job preferences of
Yukon Indians, revealed that, for the Indians, the most
frequently preferred jobs were: (1) jobs paying those
with previous experience premium wages; (2) jobs with
a longevity of one year or longer; and (3} within daily
commuting distance to the current place of residence.
Employers tended to assume that Indians preferred seasonal,
menial, outdoor jobs. Recommendations were made as to
how to increase the number of jobs in Indian-preferred
employment: (1) the government should make agreements with
entrepreneurs that employ Indians which would specify
characteristics of jobs to be made available, as well as
thetr number emphasizing near-home, 1ongmterm, higher paying
wWork; ) $ec1a11zed empioyment service, staffed by
Ind1ans, shou d be made available and made mandatory for
use by relevant employers for Indians who prefer to have
Tess well paid, casual or less proximate work;
(3) research concerning Indian wage-work preferences
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and aversions must necessarily utilize Indians to comment

directly on the enhancement of Indian employment goals and
means of achieving them; and (4} there is a need for pre-

Timinary Indian work-force surveys examining aspiriations

and preferences of the Indian work-force.

I1.E. 1970. From Hunter to Proletarian: the involvement

of Cree Indians in the white wage economy of central Quebec.

in Norman Chance, ed. Development of change among the Cree
Indians of Quebec, Summary Report. McHill-Cree Proiect
(ARDA Project No. 34001). Ottawa: Department of Regional
Economic Expansion, Annex B.

The Indians' involvement with the labour market is
described as marginal at best.

At present the Indian population is primarily a
source of unskilled labour which can be called upon when
needed. Except for guiding where his services are indis-
pensible for the operation of the enterprise (and where
he works only at the lowest job level) is his job secure
from the competition from whites. Given the present
decline in trapping . . . some totally new sources of
year-round employment will have to be devised.

It is suggested that job training needs to look at
how the system works. Some questions as: (1) How do you
get a job through Manpower?; (2) Why does management place
so much emphasis on punctuality?; (3) What are reasonable
pay scales for mineral exploration?; (4) How do you collect
unemployment insurance?; and (5) How do you have recourse
against an employer who cheats you? The 1ist is endiess,
but practical, and could help make Indian workers func-
tional in the "White World" and knowledgeable enough of
its wiles so that they can develop strategies of self-
defence. Indians must have the possibility of exercising
rational choice in how they want to structure their future.

.A., and G.L. Mangum. 1969. Federal training and

work programs in the sixties. Ann Arbor, Michigan:
Institute for Labor and Industrial Relations.

This study examines federal training and work programs
in the sixties, in the United States. With regard to
employment training, it is concluded that successful
preparation for employment begins with early exposure to
concepts of the work world, progresses through famiiiarity
with alternative vocat1ona1 choices to broad preparation
for employment training and u]twmate1y, whether in school
or on-the-joh, to competence in particular skills with
institutional assistance in the transition from the
classroom to the work place. The authors maintain that the
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goal should be to have within commuting distance a single
institution providing the following: (1) two-year tech-
nical courses in a wide range of skill areas; (2) shorter,
more specialized vocational courses for those unable or
unwilling to carry through more demanding courses; (3)
Adult Basic Education courses to compensate for deficient
education and preparation for skill training, (4) prevoca-
tional orientation; (5) both full-time and part-time
courses; (6) sufficient financial resources to meet com-
munities' training needs; (7) employed adults' upgrading
courses; (8) upgrading courses for the unemployed; and
(9) residential facilities for people from outlying areas.
The study recommends that formal instruction and
guided experiences in sources of jobs, and approaches to
job hunting should be supplied in public schools. Man-
power services should emphasize assisting those who have
the most difficulty in competing for jobs. This might be
aided by employment agencies locating in areas of high
unemployment, in schools and training institutions.
Relocation is only recommended for the most adaptable--
the young, educated and aggressive. For others, relocation
has only limited application.

Liebow, E. 1967. Talley's Corner, Little, Brown Co. Boston. 255 pp.

This case study of a streetcorner in Washington, D.C.
challenges some of the assumptions about the unemployed
resulting from surveys, questionnaires, and dependency and
delinquency studies. The author maintains the need for
studies of the context of 1ife in areas of high unempioy-
ment. The focus of research should be on the man as father,
husband, friend and community member. Researchers should
design exploratory research designs with no firm. presumptions
of what is or is not relevant.

Liebow identifies the following characteristics of
the long-term unemployed: (1) long history of jobs which
he could not hold or would not hold; (2) low self-esteem
in relation to employment; (3) fear of being tested; (4)
fear of accepting jobs with responsibility; and (5) con-
tempt for menial jobs. Liebow emphasizes that the reasons
for not getting a job are many. Some are objective and
reside principally in the job; some are subjective and
reside principally in the man. It is erroneous to assume
that a man's refusal to take a job or his decision to quit
one is a simple impulse or value choice.

Linklater, C. October, 1972. HNative migration: bphase two. Ottawa:
Department of the Secretary of State.
This is a study of migration and urbanization of
native people in the City of Edmonton. The primary
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reason for moving to Edmonton was found to be to find
work. However, 68% of the sample were unemployed. The
study found that although native persons felt their
standard of 1iving had increased, primarily as a result
of availability of services, few believed their quality
of Tife had improved.

December, 1974. Report on review of northern native
relocation programs. Policy and Planning ACND Division,
Northern Policy and Program Planning Branch, Department of
Indian Affairs and Northern Development. Prepared for the
Environmental-Social Program, Northern Pipelines, Task
Force on Northern 0il Development.

This study reviews 12 northern native relocation pro-
grams: Tungston, N.W.T.; Deception Bay, Quebec; Yellow-
knife, N.W.T.; Lynn Lake, Manitoba; Guelph, Ontario, Pine
Point Mine; Great Slave Lake Railway; Panarctic Oils;
C.A.G.5.L. Northern Training Program; Gulf Qil Eskimo
Employment Program; Hire North; and Anvil Mining
Corporation.

The study found: (1) with few exceptions, workers
participating in permanent relocation programs return to
their original home communities or other northern communi-
ties; and (2) there seems to be greater success among
programs that offer semi-permanent or rotational reloca-
tion than among those that offer permanent relocation.

" Crucial considerations for permanent relocation are
identified as: (1) pre-move orientation; (2) housing;

(3) counselling. Examples include Yellowknife, Lynn Lake,
and Pine Point. Critical areas for semi-permanent reloca-
tion include: (1) pre-move orientation-about work condi-
tions, rules, pay,etc.; (2) total equality of job
opportunity with southerners, including training on the
job and opportunity for advancement; (3) a company-organ-
ized logistical operation to move the werker between job
and home on a regular basis. Examples include: Panarctic
0ils, Gulf 0i1, and Hire North. The study recommends
further research and study in two areas: (1) studies of
relocation for employment that provide useful information
about the movement of people in relation to employment
opportunities within the North; and (2) research which
concentrates on the increased mobility of the population
within the Arctic region. The report recommends that
further research into relocation into southern communities
not be undertaken.

C., Montery, and Associates Ltd. August, 1972. Metis
Regional Council, Lesser Slave Lake Special Area's Task
Force on Economic Opportunity. Edmonton, Alberta.
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The Task Force on Economic Opportunity was guided by
a desire to involve and advise individuals and communites
on the variety of economic and community programs that
were to be sponsored and funded under the Lesser Slave
Lake Special Area Agreement. The authors contend that,
given the right combination of programs (Social and Educa-
tion, programs for resource development, and programs for
infra-structure development), the native people will develop
a sense of social independence, job security and an
improved way of 1ife. Some of these programs are jointly
funded by the federal and provincial governments while
others are solely the financial responsibility of the province.
Many of these programs are of a counselling nature (1ife
skil1s) which includes leadership development skills. The
primary reason for the formation of the "Special Area" was
the creation of new jobs for native and non-native people
of the region. However, the actual job creation largely
invoives the communities of Slave Lake, High Prairie and
Grande Prairie, because industry tends to concentrate on
larger communities that offer cheap land, good roads,
railway, water systems, schools and other larger community
benefits. The authors point out that other communities
should have or receive consideration for the establishment
or extension of smaller, less capital intensive enter-
prises. The authors suggest that "contractual" work
arrangements would facilitate steady, full-time, vear-
round employment. The governments would assume a major
role in providing, negotiating, implementing, and monitor-
ing such work arrangements, particularly for younger
people.

The authors believe that,in the long-run, the exist-
ence of native-owned and managed enterpr1ses will help
achieve a self-determination that is essential to the
economic well-being of the native people. Therefore, they
recommend that provincial programs give the necessary
assistance to local entrepreneurs (or native business
people). The Metis Council, it is suggested, should obtain
from the Province of Alberta the resources to develop
native managerial skills.

Morrison, R.B. 1975. The dilemma of wage labour: a study of
- native labour patterns in Grande Cache, Alberta. Edmonton:
Department of Manpower and Labour.

This study focusses on the transition of the Grande
Cache area from an area of traditional hunting and trap-
ping occupations for native people in an area with a wage-
based economy. Some of the observations with regard to
training and employment are: {1} early relationships with
empioyers were based on a patron-client model; (2) Tife-
skills imply a cultural group are deficient and this is a
subtly destructive approach; (3) native people have
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difficulty confronting bosses; {4) ideally, a boss with
whom native people can work has the gqualities of an ideal
traditional native leader -~ kindness, understanding and
wisdom; and (5) a native foreman is acceptable if the
role is structured in such a way as to encourage
communication between the foreman and crew.

October, 1976. Fly-in program at Rabbit Lake. CIM
Bulletin, pp. 125-128.

Because of the elements of uncertainty and instability
associated with single enterprise communities, there is
increasing interest in the alternatives to developing

" additional new communities of this nature.

Gulf Minerals Canada Limited has chosen a unique
alternative means to accommodate employees at a new uranium
mine/mill complex at Rabbit Lake in Northern Saskatchewan.
Gulf has adopted a fly-in program which moves their staff
from a 450~-mile radius, in and out of the on-site
facilities, on a 7-day rotation.

. Despite the fact that the program is only one year
old at the time of this report, it can be cited that there
has been a competent work force with good morale which has
experienced relatively low turnover (28% in 1975) compared
to similar operations. The program has been well received
in the northern communities because it provides these
residents with an opportunity for reguiar employment while
allowing them to maintain their traditional life-style,
including hunting, fishing and trapping.

Owen, Thomas and Associates Ltd. May, 1976. Barriers to native

labour entry and empioyment. Winnipeg: Department of
Regional Economic Expansion (Western Regional Office).

This study brings together published and unpublished
documentation of factors involved in native employment and
opinions based on interviews with native people, program
administrators, analysts and private employers. Eight
categories of barriers were identified: training; exper-
ience; health and nutrition; 1ife styles; prejudice;
opportunity; and motivation. Despite the fact that bar-
riers can be organized as separate entities, it is noted
that the net effect on the individual is cumulative. Key
principles enunciated are: (1) manpower programs must be
comprehensive; (2) programs must be flexible enough to
differ with individual and community needs; and {3) com-
munity participation in economic decision-making is
imperative.
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Padfield, H., and R. Williams. 1973. Stay where you were.
Philadelphia, Penn.: J.B. Lippincott.

As a resuylt of studying a compensatory, job~oppor-
tunity program in depth, Padfield and Williams make the
following recommendations: (1) basic changes are neces-
sary in existing personnel practices in industry; (2) to
employ more traditional unemployabies, industry needs to
put aside its selection standards, relax its discipline
policies, redesign its entry jobs, provide fundamental
training, cushion the impact of personal functions, set
guidelines for supervisors and absorb the backlash;

{(3) the labour force needs to be redefined; (4) recruitment
should be on-the-scene, in local communities; {(5) fore-
men must be committed to any innovative scheme within

the plant; (6) reasons for absenteeism are more important
than the number of absences; (7) management, the union

and the employees should all be involved in programming;
(8) actual job training and placement are more important
than such things as vocational training, counselling and
special education programs without occupational status;
and (9) counselling must extend to the total factory
population -- including interviewers, instructors, foremen
and managers.,

Pope, A. November, 1969. ' An educational program for adult American
Indians. Adult leadership, pp. 143-144, 156.

Pope describes a basic education and prevocational
orientation program, for one hundred trainees and concur-
rent family-1ife education project for the trainees's wives
and children, at the University of Montana. The program
consists of teaching the native trainees reading, math, lan-
guage arts and social studies. A prevocational job-survey
course introduces the trainees to various vocations and
counsellers help in the selection of a vocational school for
specific training. Although certain social problems such
as alcohol, culture shock and homesickness are not solved by
the program, it is deemed a success by organizers since it
allows students to realize daily achievement and fills family
needs not fulfilled otherwise.

Province of Manitoba. November 14, 1975. Report of manpower working
grouping.. Winnipeg: Northern Planning Effort.

After examining the basic assumptions and existing
programs of Manpower for northern residents, the Manpower
Working Group suggests the need for a new manpower strat-
egy with a shift in emphasis. Training in itself must no
Tonger be an objective. - The purpose of training is to
provide a significant contribution to the employability
of the client. Most job training must become more specif-
ically job related -- tied directly to existing jobs,
training on-the-site and in positions with directly
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accessible career paths. Relocation projects are not work-
ing; local control must be emphasized. Local leadership
and direction is recommended. Long-term planning should

be initiated, geared toward community input. The follow-
ing three assumptions are challenged: (1) that training

is to be conducted in isolation of employment; {2) that
targeted jobs should be blue collar with minimal skill
Tevels; and (3) that people with education and/or training
will have little difficulty in finding satisfactory jobs.

Purley, A.G. May, 1970. Evaluation and vocational programs for
American Indians: & position paper. Albuquerque, New
Mexico: Southwestern Cooperative Educational Laboratory.
ERIC EDO57950. 95 pp.

“After a review of the literature of past and present
vocational education programs conducted by The Bureau of
‘Indian Affairs (BIA) and private industry, it is concluded
that vocational education for Indian people is a booming
business, but unemployment for Indians is still between
40 - 75%. Furthermore, it was found that current research
on evaluation, methods and techniques, and the status of
the various vocational education programs is meager if
not non-existent. Research is recommended in the follow-
ing areas: (1) assessment of programs offered by BIA --
taking into consideration teacher preparation, teacher
recruitment, curriculum, school organization, and com-
munity role; (2) assessment of vocational education
programs for American adults; (3) research into adequacy
of opportunities, training, and placement of Indians;
and {4) on-the-job behaviour, values, attitudes, motiva-
tion and competencies held or needed by Indians for
successful entry, persistence and advancement in vocational
training and employment.

Roberts, L. 1974. tducation and work adjustment among the eskimos
of the Northwest Territories. unpublished Master's thesis,
Edmonton: University of Alberta. ,

This study attempts to investigate the relationship

between the education and work adjustment among male.
Eskimos in the Northwest Territories. During the 1950's
policy was based on the assumption that education was directly
and closely related to employment acquisition and maintenance.
The assumption has been chalienged by recent empirical studies.
Roberts argues that the native education in the North is
based on the educatiena]l assumption of the 1950s and deserves
critical examinatien is 1ight of recent educational literature.
Roberts hypothesizes that various demographic and socializa-
tion variables should affect the relationship and further
education is likely to have considerably less effect upon
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work adjustments than predicted by educational policy.

Although the study does not reveal any significant variables,
it is demonstrated that the Northwest Territories' educational
policy has isolated relevant variables for substantially
increasing educational attainment. However, this increased
education has not had its assumed benefits for work adjustment.

Rogers, G.W. August 18-21, 1969. Cross-cultural education and the

Ryant, J.C.

economic situation: The Greenland and Alaska case. Montreal:
International Conference on Cross-Cultural Education.

The paper examines the economic situation in Greenland
and Alaska. Similar in many ways, the two countries represent
opposite policy poles from a cultural standpoint. The basic
economic problem of both areas is one of severe regional
imbalance when compared with the rest of the nation. For
both, government policy has tried to raise income and consump-
tion to a level comparable with the rest of the country. The
varied improvement programs and policies use three underlying
processes: (1) population transfers; (2) raising levels of
regional productivity, and subsidization of investments; and
(3) public consumption and levels of private consumption.
Analyzed thusly, the subject cases represent two opposite
approaches to economic and social development, although
results have been similar. Greenland emphasized promoting
regional economic development to serve social objectives;
Ataska emphasized changing peopie through education and voca-
tional training. Recent educational development reforms, how-
ever, are switching their emphasis in Alaska, the policies
are in adaptation of the Greenland policies for improving the
lot of people where they are; in Greenland, the Alaskan poli-
cies for increasing the mobility and acculturation of people
in economically depressed areas are being used. The failure
of educational programs in these areas results from the forms
of the system, the classroom and the academic year, all of
which are not compatible with the traditional hunting and
fishing, semi-nomadic societies of these indigenous people.

, and R. Proctor.. 1973. An evaluation study of the
Manitoba New Careers Program. Unpublished. Winnipeg.

The New Careers Program represents a program of job
guarantees and training for native people within the civil
service. There is high permanent job acquisition and a Tow
drop-out rate. The program demonstrates that people who
were formerly "locked out" of contributing to society through
meaningful work are able to make a valuable contribution.
Participation in the public service by members
of the Tower class and Manitobans of Native ancestry
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is feasible and practical, The program has demonstrated
that the existing credentials system is a barrier to the
empioyment of people, who, with some support and experience,
can perform a variety of tasks well. It is recommended
that the importance of the 1ine supervisors should be
recognized and such supervisors should be chosen for their
understanding of the goals and objectives of the program
and their sympathy for those goals.

1967. The Mackenzie Delta -- domestic economy of
the native people: .a preliminary study. Mackenzie Delta
Research Project, MORP 3, Ottawa: Department of Indian
Affairs and Northern Development.

This study shows that steady job opportunities are
simply not available. <Casual and seasonal jobs simply
lead to economic frustration and uncertainty. There is a
need for realistic opportunities which can be used for
constructive change. Since native people vary in their
attitudes towards wage-earning, it must be assumed that
persons who enter training programs share the values and
expectations of the program planners and the occupational
sub-system into which the trainee will move after his
training; the author sees training as a means of adapting
people, otherwise provided with a basic education, to
participate in socio-economic niches consonant with the
needs and demands of society and its economy.

1974. Occupational preferences of northern students,
Social Science Notes No. 5. Ottawa: Department of
Indian Affairs and Northern Development.

In the study of northern high-school students' occupa-
tional preferences, it is concluded that ethnic
differentiation in northern Canada accounts for 1little
differentiation in the evaluation of occupations.

This 1e& interpreted to mean that the type of cultural-
18t position that assumes that ethnic groups in the North
necessarily possess residue of aboriginal cultural values
and attitudes towards occupations incompatible with 'modern'
attitudes and values towards such aspects of contempory
northern 1ife ae the occupational system can safely be
rejected.

It is apparent that simple labels such as Eskimo,
Metis, Indian and Euro-Canadian hide significant internal
cultural regional and class distinctions. Teachers evalu-
ate students® preferences as outdoor, non-urban, and
traditional much more than the students do. Low-class jobs
for native people are not a reflection of native students®
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aspirations but rather of the structuring of opportunities
for them in the work pilace. Specific findings indicate
that northern native students showed a preference for
occupations in the clerical and sales, proprietorial,
managerial, semi-professional and professional categories.
They showed least preference for outdoor work. They
desired 30 - 50 hour per week jobs in urban areas but with
retention of local home ties. Their preference was for
work with large companies with low preference for

sel f-employment.

Social, Economic, Cultural Sub-Committee. January 10, 1978. An

Stevenson,

assessment of the social, cultural and economic impact of
Dome/Canmar Drilling activities, 1977. Unpublished.

This study examines the social, economic and cultural
impact of drilling in the Beaufort Sea on the communities
of Aklavik, Inuvik, Tuktoyaktuk, Sachs Harbour, Holman
Island, Coppermine and Paulatuk. With regard to employment
opportunities, the report maintains that 244 jobs were
created for people in the Beaufort Sea region. However,
of the available labour pool in the communities, only a
portion were suitable for employment, i.e., with suitable
training, skills and of the appropriate age.

There were no reported adverse effects on traditional
activities. In fact, money earned in the summer helped
equip young men for the winter with purchase of snowmobiles,
guns, ammunition and feod. The number of trappers actually
increased in four of six Beaufort communities.

D.S. May, 1968. The problem of Eskimo relocation for
industrial employment. Ottawa: Department of Indian Affairs
and Northern Development.

This survey studied 105 Eskimos who had been relocated
by the federal government and business in southern commun-
ities for industrial work. Three separate enterprises
were examined -- the Great Slave Railway, Yellowknife Giant
Mines and Lynn Lake, Manitoba Mining. Certain positive
factors in successful adjustment are: (a) knowledge of
English; (b) previous experience; (¢} comprehension of
opportunities; (d) absence of confusion (misinformation)
about work and social conditions; (e} ease of migration
i.e., financial and spatial, easy movement home or co-
migration of kin; (f) straightforward rutes; and (g)
interest shown by officials. HNative factors revealed are:
{a) lack of adequate housing; {(b) lack of understanding of
rules governing social behaviour; and {(c) kin obligations.
The following recommnendations are made: (a) adequate hous-
ing should be a priority; (b)bilingual procedure manuals
would help overcome the language barrier; {c) methods for
maintaining kin/ties are needed; (d) pre-migration briefing
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is essential; (e) at destination, migrants should be met
by people able to assist in finding lodgings, giving
information on use of health facilities, and information
including tax and credit systems; (f) information about
diet and food preparation should be available; and

{g) social expectations should be described in realistic
rather than idealistic terms.

Symposium of Resource Frontier Communities Proceedings , December
16, 1968. Series 4, Winnipeg: Center for Settlement
Studies, University of Manitoba.

The series was divided into three parts, each part
addressing various relevant questions about community
development. The three parts were: (1) general; (2) socio-
Togical and educational; and (3) economic. Following each
panelist's presentation on the question, a general dis-
cussion took place. The first general discussion concluded
on some advice to community researchers and research needs
suggestions. The sociological and educational questions
were addressed and then followed by general discussion.
The economic questions addressed the relevant questions:
(1) Do citizens of resource frontier communities have
a higher or lower "real income" or "1level of Tiving"
than their southern counterparts? If so, what are their
differentials?; (2) Have the recent labour studies in the
north given any indication of the possible effects of
economic incentives to reduce labour turnover in many
communities?; and {3) What are the economic implications
(costs, productivity), if any, respecting the employment
and on-the-job training of aboriginal populations (Eskimos
and Indians) as compared to the white population? The
panelists agreed that support services need to be estab-
lished to help integrate the Indian/Eskimo into the indus-
trial scene. The northerners, as a whole, must bear
heavier costs for food, etc., than their southern counter-
parts and are, in the opinion of the panelists, in a
losing situation monetarily because of higher taxable
income, etc. Also, support services are necessary to
make Tife more comfortable for northerners. Questions 2
and 3 were not appropriately addressed.

Tarasoff, K.J., H. Schultz, and K. tvers. April, 1970. A
socio-economic review of the Garment Plant--Fisher River
and Peguis communities, Winnipeg: Department of Regional
Economic Expansion.

According to the eyaluation, cause and effect rela-
tionships cannot be given, but the factory has provided
local jobs to a limited number of women and at the same
time has given them built-in support for future mobility
and has raised their expectations. Positive reactions of
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employees towards the industrial setting, supervisors and
plant rules are.recorded and a noticeable degree of satis-
faction was noted in the plant. It is recommended, however,
that future experimental programs have & research component
built in for a before-and-after in-depth study.

J. and D.J. 0'Connor. 1969. Indian manpower resources in
the southwest: a pilot study, Tempe, Arizona: Arizona
State University. ED089907. 399 pp.

The Indian Manpower Resource Study (IMRS) was under-
taken to provide basic information essential to the planning

"and development of effective programs to make use of the

manpower resource of reservation Indians in Arizona and New
Mexico. In the past, decision-making has largely been
undertaken with a minimum of valid information. The reser-
vations studied were Fort Apache, San Carlos, Acoma, lLaguna
and Papago. Data indicate that Indians of the Southwest
have substantially lower incomes than other Americans.
Also, although most reservation families live in a rural
setting, they should not be considered farm families. The
study, in addition to income and available manpower, Sup-
plies data, gathered information on age and sex, family
characteristics, industry and occupational experiences,

and consumption patterns. This study supports the hypo-
thesis that the creation of on-reservation opportunities

- would be met by a willing labour force. Generally, infor-

Wall, C.

mation indicates that Indians may require more concentrated
efforts to resolve their employment problems than other
disadvantaged U.S. citizens because of their relatively
greater deprivation.

1975. The socio-economic evaluation of training bene-
fits of the Manpower Corps Training Plant -- Selkirk.
UnpubTlished.

Wall evaluates the Selkirk Manpower Corps Training
Project designed to give service to a group of under-
employed people who do not get assistance through tradi-
tional Manpower programs. Its stated aims are to equip
disadvantaged people with skills so that they can find
employment in the urban community and to encourage people
to take advantage of opportunities for further education
and training. Included in this paper are specific student
recommendations with regard to ways of improving the pro-
ject: (1) longer training period; (2) more time in the
classroom: (3) emphasis on how to look for a job; (4)
need to teach things that are not already known; and
(5) the least important concerns of students were its
rate of allowance and the fact that the course did not
grant a certificate or diploma.
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Wall, R. December, 1975. Integration of the disadvantaged.
Winnipeg: Manitoba Manpower and Employment Planning
Secretariat. '

The study examined existing models of integration of
the disadvantaged which emphasize education, retraining,
counselling, "1ife skilts", and supervision on-the-job in
an effort to fit the trainee into the dominant society.

A bilateral approach is advocated in contrast which would
require adaptation by both management and labour. Looking
at three feasible models, New Careers, Selkirk Park Furni-
ture Plant and the Churchil Prefab Plant, the following
recommendations,exhibiting the successful features of

each project, are purported: {1} training should be on-
the-job as much as possible: (2) "life skills" should be
restricted to job-related tasks and relocation requirements
if relocation is necessary; (3) recruitment should involve
manpower agencies and native organizations as well as pro-
Ject management; (4) selection should be based on the
degree of disadvantagedness as well as the likelihood of
success of integration/employment: (5) supervisory and
training staff must be sympathetic as well as qualified.

Watson, J.G., and C.D. Rowe. April, 1976. 'Training of operative

employees ', Training and Development Journal, pp. 24-26.
The operation of a U.S. Government Camouflage factory

by the Brunswick Corporation on the Fort Totten Sioux
Indian Reservation is evaluated. People with a minimal
amount of education, little or no prior related work
experience and who were unfamiiiar with the workings of an
industrial plant or industrial work ethic, were trained as
successful industrial employees. The training objectives
included both life skills and job training to aid trainee
adjustment to an assembly line, to familiarize the trainee
with the company, to develop the trainee's responsibility
and to develop skills, krowledye, attitudes and acceptable
employee behaviour. The :training consisted of two weeks of
classroom instruction encompassing: lectures, films, case
studies, discussions, question and answer perijods concern-
ing attitudes and expectations of employers, terminology,
plant safety and plant rules, pay rates and benefits. One
week of training occurred in a simulated work environment,
Since the plant showed a profit in four months, the project
was deemed a success.

‘Wilderness Area Used as Classroom to Train Heavy Equipment Operators ,
Fall/Winter, 1967-68. Manpower Training in Canada,
pp. 10-11,
This program is designed to train skilled manpower to
develop northern areas of the provinces which are rich in
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minerals but sparsely populated. This particular descrip-
tion is of Camp No. 4 Alberta Resources Railroad where the
Alberta Department of Education conducts a four-week heavy
equipment operating course. This course offers a certifi-
icate stating the number of hours of instruction towards

an apprenticeship. The course consists of six hours per
day of basic training in operation and maintenance of the
equipment. Although training allowances are paid by

Indian Affairs, and occupational counselling and job place-
ment services are available from Canada Manpower, no job
guarantees are built into the program. The review states
that 43 trainees took part in the couirse but no record of
their completion rate or successful job placement is
included. Begun in 1967, the subsequent history of the
program is unknown.

Williamson, R.G., and T.W. Forth. n.d. Eskimo relocation in

Wilson, B.

Canada. Saskatoon: Institute for Northern Studies,
University of Saskatchewan.

This study deals with the relocation of Inuit workers
to work for/on the Great Slave Lake Railway in Northern
Alberta, and to work in the mines in Tungsten, N.W.T.,
Asbestos Hill, Quebec, Yellowknofe, N.W.T., and Lynn Lake,
Manitoba. The authors identified 10 factors affecting
successful relocation: (1) maintaining close kinship ties,
preferably by relocating groups of people having common
kinship ties; (2) strong motivation to make the move; (3)
previous relocation experience; (4) detailed and under-
standable advanced planning before a recruitment takes
place; {5) generous funding. for relocation projects; {(6)
adequate communication between persons relocated and their
old home communities; (7) adequate minimal mastery of
English; (8) easy access to people who serve as models for
new patterns of behaviour which should be acquired; (9)
provision of housing that is adequate in terms of amount
and quality; and, for some at least (10) an environment
which is not disturbing and provides needed resouces.

August 29, 1975. A selected review of provincial man-
power and employment programs. Winnipeg: Cabinet Planning
Secretariat, Manpower and Employment Section.

Wilson concludes that identification of training with
empioyment is important for success. Training must not
only be technically competent but must also be certified.
Programming for special needs individuals requires in-depth
provision of services. A combination of "software” (coun-
selling) and "hardware" (e.g., technical training) are
required to bring special needs persons to the primary
labour market level. It is important to put the target



Wolfart, J.

177

group through dinloma courses rather than confining them
to Adult Basic Education courses and certificate courses.

1971. The evolution and economy of the Delta commu-
nity, MDRP 11 - Mackenzie Delta Research Project. Northern
Science Research Group, Ottawa: Department of Indian
Affairs and Northern Development.

The analysis of native employment in Inuvik employs
the concept of "dual" allegiance which emphasizes the com-
bination of the "push" and "pull" factors. There is pre-
sented a typology of native people on a continuum from
“pulled to the bush" to "pulled to the town." The perman-
ent jobs are held by whites. The non-permanent, less~skilled,
lower salaried jobs fall to the native people. The native
is regarded as a "bystander to the economic scene". Since
educational policy has linked educational achievement with
entry into jobs and the panacea which would remedy the
economic probiems of the native people, the people under
30 are better educated, have better opportunities and yet
have the most stress. They have ambivalent attitudes
towards employment. There are lots of jobs but the
young people recognize that they lead nowhere, and that
there is no reward in status. There is a high turnover
among the trappers who view jobs as a resource to exploit
in order to gain enough money to return to the trap line.
The trappers have no stake in looking for permanent,
high-status jobs. Relatively highly acculturated, town-
dwelling natives, on the other hand, hold permanent,
full-time, well-remunerated jobs for long periods of time.
Thus, the views towards wage employment differ amongst
native people.
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APPENDIX

EMPLOYEE/TRAINEE FTLE ANALYSIS CHECKLIST

The file Analysis Checklist employed in this study is
presented in Items 1 through to 62 in Table 29.

EMPLOYEE FILE ANALYSIS CHECKLIST - INDUSTRY

> 3, 4 Case Number.

This may be filled by any number beyond 1000, e.g., 1286,
as long as no 2 files are given the same number. Consecu-
tive numbering often simplifies the situation and aveids
duplication. If the company prefers, 0000 may be
designated for all cases.

Card Number
Since the coding sheet has 80 columns, as is the case with
the computer card, using only the CIR variable list, 69
columns are needed. A1l card numbers will be 1. However,
should the company add some categories, a second coding
sheet would be necessary and a second card necessitating a
notation of card 2.

Classification
Each file should be classified by one of the options
Tisted. This will depend on whether the person is
currently employed, currently in a training program, or
formerly employed or formerly in a training program.

Company or Training Institution
This category is optional if the company prefers to be
unidentified. In such a case, a 9 (not applicable)
should be marked.

Location (of industry)
In all cases, this category will be marked by a 1
(Fort McMurray).
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Table 29. Employee/Trainee File Analysis Checklist.

CoTumn Variable

1, 2, 3, 4 Case Mumber

5 Card Number

6 Classification
0. not stated
1. trainee
2. regular employee
3. former trainee or employee
4, Native Outreach client
5.
9. not appiicable

7 Company of Training Institutions
0. not stated
1. GCOS
2. Bechtel
3. Syncrude
4. Keyano
5. Native Qutreach
6.
7.
8.
9. not applicable

8 Location
0 not stated
1. Fort McMurray
2. Fort Mackay
3 Edmonton

9 Sex
0. not stated
1. male
2. female

Continued . .
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Table 29. Continued.

Column Variable

10 Age

0. not stated

1. under 20

2. 2125

3. 26-30

4, 31-35

5. 36-40

6. 41-45

7. 46-50

8. over 50

9. not applicable
11 Marital Status

0. not stated

1, married or equivalent

2. not married or equivalent
12 Number of Dependents

0. not stated

1. none

S 2. lor?2

3. Jord

4. 50r 6

5. 7 or8

6. 9 or more

7. not applicable
13 Is Trainee or Employee a Single Support

Parent?

0. not stated

1. no '

2. yes:

3,

9. not applicabie

Confihued. . .
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Table 29. Continued,
Column Variable

14 Work Desired
0. not stated
1. permanent
2. temporary -
3. casual
4. anything

15 Work Desired
0 not stated
1. full time
2. part time
3 either _

16 Do You Have-an Automobile?
0. not stated
1. yes
2. no

17 Do You Have Tools?
0. not stated
1. yes
2. no

18 Do You Have Safety Equipment?
0. not stated
1. yes
2. ho

19 Do You Have a Driver's Licence?
0. not stated
1. none
2. operator's
3. chauffeur
4. other

Continued. . .
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Table 29. Continued.

Columh Variable

20 Languages Spoken QOther Than English

not stated
Cree

Chipewyan
French
Assiniboine
not applicable

(G PL N N N

21 Other Languages

not stated
Arabic
Chipewyan

WD N s O

not applicable

22 Ancestry

0. not stated
1. Native
2. Non-Native

23 If Ancestry is Native, State Whether

not stated
Treaty
non-Treaty
Metis

not applicable

WwMN-=O

24 Formal Schooling

not stated
grade 7 or less
grade 8 or 9
grade 10 or 11
grade 12

grade 12+

O W N = O

Continued. . .
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Column

Variable

25

Training

0.
1.

[a™)

w0 o0 ~ N o Fa o}

not stated

no formal/institutional training for
a specific job or task

Some formal/institutional training
but not certified

certified graduate from a formal/
institutional course

regular on-the-job training for less
than six months

regular on~the-job training for six
months or more

academic upgrading

on the job experience in specific
task

not applicable

26

Job Classification or Area of Training

~ h Ot W

w2 00

not stated

Heavy Equipment (backhoe, crawler
tractor, front end loader, motor
grader, motor scraper, snow removal,
etc.) :
Indystrial Workers -- Skilled Trades
{mi1lwright, sideboom, welder,
electrician, pipe trades, automotive,
building construction, etc.)
Industrial Yorkers - unskilled
Clerical

School Bus driver and driver training,
truck driver, taxi driver

Vocational Upgrading (adult education)
Miscellaneous Academic {commercial
cook, industrial engineering technician,
ski school)

Traditional/resource

not applicable

Continued. .
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Table 29, Continued.

CoTumn Variable

27 Work History in Twelve Months Preceding
Application for Employment or Training
0. not stated
1. steady job (11-12 months)
2. moderately steady (6-10 months)
3. irregular (2-6 months)
4, sporadic (less than 2 months}
5. not working
6. summeyr seasonal
7. part-time
9. not applicable

28 What Jobs are You Loocking For?
0. not stated
1. Service
2. Construction
3. Industry
4. Government
5. Resources
6. Anything
9. not applicable

29 Month Employment/Training Began
0. not stated
1. Jan., Feb., Mar.
2. Apr., May, June
3. duly, Aug., Sept.
4, Oct., Nov., Dec..
9. -not applicable

30 Year Employment/Training Began
0. not stated
1. pre-1970
2. 1970-71
3. 1972
4. 1973
5. 1974
6. 1975

Continued . . .
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Table 29. Continued

Column Variable

30 7. 1976
8. 1977
9. 1978

31 Work History in 12 Months Preceding
Application for Employment/Traning
0. not stated
1. 12 months uremployed
2. 1 day to three months employed
3. 4-6 months employed
q, 7-9 months employed
5. 10-12 months employed
9. not applicable

32 Number of Jobs Held in 12 Months Preceding
Application for Employment/Training
0. not stated
1. nong
2. 1
3. 2-3
4. 4-5
5. 6-7
6. 8-9
7. 10-11
8. 12 or more
9. not applicable

33 If Employee or Trainee Held One or More

Jobs in Preceding Year, What was the Average
age Period of Time Between Jobs?

not stated
1-2 weeks

15 weeks or more
not applicable

WAoo~ 15N e O
[ee]
1
[}
o

Continued . . .
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Table 29. Continued.
Column Vartable

34 Reasons for Interruptions in Hork
History (voluntary)
0. not stated
1. child care
2. illness
3. relocation
4. improved work opportunity
5. retraining or continuing education
6. pregnancy
7. personal
8. choice
g. not applicable

35 Reasons for Interruption in lork
History (voluntary)
0. not stated
1. fired
2. layed off
3. shortage or work
4, company leaves town
5. dead end job
6. seasonal
7. imprisoned
8.
g. not applicable

36 Number of Lay O0ffs Since Employment Began
0. not stated
1. none
2. lor?2
3. 3ord
4, 5o0ré6
5. 7 or8
6. 9 or 10
7. 11 or 12
8. 13 or more
9. not applicable

Continued . . .
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Table 29. Continued.
CoTlumn Variable

37 Number of Lay Offs in the lLast 12 Months
0. not stated
1. 1or2
2. Jorid
3. 50r6
4, 7 or 8
5. 9 or 10
6. 11 or more
7. none
9. not applicable

38 Average Length of Lay Offs in the Last
12 Months
0. not stated
1. 1-2 weeks
2 3-4 weeks
3 5-6
4. 7-8
5. 9-10
6. 11-12
7 13-14
8. 15 or more weeks
9. not applicable

39 Union Membership
0. not stated
1. yes
2. no
g. not applicable

40-43 Beginning Salary (Wages) or Trainee Support
0000. not stated ---- state hourly rate
0009. not applicable, e.g., 0407 = $4.07

per hour
44-47 Salary/Support on Termination of Last Job

0000. not stated ---- state hourly rate
0009. not applicable e.g. 1010

Continued .
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Column

Variable

48

In the Year Preceding Employment/Training
was the Employee/Trainee on Social
Assistance?

0 not stated

1. yes

2. no

g. not applicable

49

O W N O

If yes, For How Long?

not stated

1 day to 3 months
4-6 months

7-9 months

10-12 months

not applicable

50-54

Income From Employment in the Year
Immediately Preceding Employment/Training
(excluding social assistance, UIC, etc.)

00000. not stated ---- state income to
00009. not applicable ---- nearest $500

55

Kinds Of Work Experience
First Work Experience Listed

0. not stated

1. Government

2. Service

3. Resource

4, Industry

5. Construction
6. Supervisory

7. Agricultural
8.

9. not applicable

Continued . . .
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Table 29. Continued.
Column Variahle
56 Second Work Experience Listed
0. not stated
1. Government
2. Service
3. Resource
4. Industry
5. Construction
6. Supervisory
7. Agricultural
8.
9. not applicable
57 Third Work Experience
0. not stated
1. Government
2. Service
3. Resource
4. Industry
5. Construction
6. Supervisory
7. Agricultural
8.
9. not applicable
58 Location of Previous Work

First Work Experience Listed

O QO CR U W N - O

not stated
Fort McMurray
Fort Chipewyan
Fort Mackay
other northern
Edmonton
Calgary

rural Alberta
other province
not applicable

Continued . . .
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Table 29. Continued.
Column Variable

59 Second Work Experience Listed
0. not stated
1. Fort McMurray
2. Fort Chipewyan
3. Fort MacKay
4. other northern
5. Edmonton
6. Calgary
7. rural Alberta
8. other province
9. not applicable

60 Third Hork Experience
0. not stated
1. Fort McMurray
2. Fort Chipewyan
3.. Fort MacKay
4, other northern
5. Edmonton
6. Calgary
7. rural Alberta
8. other province
9. not applicable

61 Are Conflicts or Problems in the Following
Areas Recorded in the Employee's/Trainee's
records?

62 Role Conflicts

1. yes
2. no
9. not applicable

Separation from family or home community

1. yes
2. no
9. not applicable

Continued . .
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Table 29. Concluded.
Column Variable
62 Discrimination

1. yes
2. no
9. not applicable
No job-related skills
1. yes
2. no
9. not applicable
Drug or alcohol abuse
1. yes
2. no
9. not applicable
I11ness or health problems
1. yes
2. no
g. not applicabie

Attendance or lateness problems
1. yes

2. no

9, not applicable

Family responsibilities

1, yes

2. no

3. not applicable
Financial

1.  yes

2. no

9. not applicable
Other Specify (financial)
1. yes

2. no _
3. not applicable
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Sex
Age

Marital Status
Here some judgement must be used if people state that they
are "Other". Using other cues from the form such as sex
and number of dependents classify each employee as 1 or 2.
If it is not clear, mark "0" for not stated.

Number of Dependents

Is Trainee or Employee a Single Support Parent?
Unless it is stated in the file definitely, mark "0".

Work Desired
Unless it is specifically stated in the file, as on 701
Canada Employment form, mark with a “0".

Work Desired
Unless specifically stated, mark with a "0".

Do You Have an Automobile?

Do You Have Tools?

Do You Have Safety Equipment?
Do You Have a Driver's License?

Languages Spoken Other Than English
If no other language, other than English, is spoken, mark
a lioll.

Other Languages
This will be marked "0", unless a person speaks English
plus two other languages.

Ancestry determine

: | from the
If Ancestry Native, State Whether ¥ information

: s i , on the forms
If Ancestry is not stated specifically, in the file
mark with a "0".
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COLUMN

COLUMN
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25

26
27
28

29
30
31

32

33
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Formal Schooling

Training

This category refers to special training for specific task.

1.

Means no training for any specific task at a school or
other training centre.

Means some specific training but not enough to get
paper qualification, e.g., one year welding course
but not finished. |

Means someone has completed the training and become
qualified.

Means on=the-job (not in school) training less than
six months.

Means on-the-job (not in school) training for six
months or more.

Academic upgrading.

On-the-job experience (not training) in a specific
task.

Job Classification
Work History in Preceding Twelve Months

What Job does the Employee Prefer:

If not stated, mark "0".

Month Employment Began
Year Employment Began

Work History in 12 Months Preceding Application
for Employment if Stated

Number of Jobs Held in 12 Months Preceding
Application for Employment

If Employee Held More Than One Job in the
Previous Year, What was the Average Per1od
of Time Between Jobs?



COLUMN

COLUMN

COLUMN

COLUMN

COL.UMN

COLUMN

COLUMN

COLUMN

COLUMN

COLUMN

35

36

37

38

39

40-43

44-47

48

49
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Reasons for Interruptions to the Employee's
Work History (Voluntary)
This category'refers to any interruptions which the
employee initiates.
Reasons for Interruptions in work History.
(Involuntary)
This category refers to work interruptions beyond the
control of the employee.

Number of Layoffs Since Employment Began
If no layoffs, mark "9."
If not stated, mark "0."

Number of Layoffs in Last 12 Months

If no layoffs, mark "9."

If not stated, mark "0."
Average Length of Layoffs in the Last 12
Months

If no layoffs, mark "9."

Union Membership

Beginning Salary
0000 - not stated
0009 - not applicable
State the hourly rate, e.g., 0407 = $4.07

Current Salary or Terminating Salary
0000 - not stated
0008 - not applicable
State hourly wage, e.g., 1010 = $10.10 per hour
In the Preceding Year Was the Employee on
Social Assistance?
Unless specifically stated, mark "0." For a person
work full time, mark "9."

If yes, For How Long?
Unless Column 48 is answered "Yes", Column 49 = "9V,
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COLUMN 50-54 Income Employment in the Preceding Year
00000 - not stated
00009 - not applicable
Calculate the annual salary (for the last twelve months
that the employee was employed)

COLUMN 55, 56, 57 Kinds of Work Experience
If the employee's files contain information regarding
previous employment, indicate for three jobs what kinds
of work experience the employee had.
For example - 1968 - Cook, British Columbia
1972 - Heavy Equipment Operator, Lac La Biche
1974 - Industrial Worker, Fort McMurray
Then, Column 55 - First Work Experience
Cook, British Columbia - Service (2)
Column 56 - Second Work Experience
Heavy Equipment, Lac La Biche - Construction (5)
Column 57 - Third Work Experience
Industrial Worker, Fort McMurray - Industry (4)
COLUMN 58, 59, 60 Location of Previous Work
(using previous exampTe) |
Column 58 - First Work Experience
Cook, British Columbia - Other Province (8)
Column 59 - Second Work Experience
Heavy Eauipment, Lac La Biche - Other Northern (4)
Column 60 - Third Work Experience
Industrial Worker, Fort McMurray - Fort McMurray (1)

COLUMN 61-69
Unless a specific problem has been reproted in the file,
all will be marked "2."

NOTE: In any cases where doubt occurs, mark either "9" for not
applicable or "0" for not stated.

Do not waste time trying to interpret the information if
it is not clear or is incomplete.
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9.3 BILATERAL ADAPTATION TO IMPROVE NATIVE EMPLOYMENT AND
LIVING CONDITIONS IN THE ATHABASCA OIL SANDS REGION

8.3.1 A Research Plan for the Ideal Model

9.3.1.1 Abstract. The following is an outline of a research
design proposed to extend the research data base regarding the
impact of the oil sands deve]opment on the quality of individual
and community 1ife of native Canadians in the Athabasca 0i1 Sands
region. This study will address problems identified in the pre-
ceding project by focusing on the following specific objective:

To identify processes by which indigenous peoples

in the oil sands region integrate into the labour

force in urban resource communities in order to

recommend ways to better facilitate alternative

means of integration of native people in these

communities.

This project will deal with two ways in which native
Canadians might successfully adjust to and cope with the industrial
work world. The first method assumes that integration is possible
only if the individual conforms to his environment. While this
approach, unilateral adjustment, has been the traditional approach
to integration, more recent approaches look for ways in which both

the individual and the environment might change to better accommo-
date mutual needs. Such approaches entail bilateral adjustments.
This study will deal predominantly with the latter form of adapta-

tion. Our approach will look not only for changes the native
Canadians can make but will stress that an equal amount of, and
maybe even more, attention should be directed toward institutional
interventions (i.e., ones aimed at helping the region's industries,

educational agencies, and community planning organizations adapt to
the needs and characteristics of native Canadians).

A total of seven tasks have been planned to accomplish
the purpose of the project. These tasks will produce the following
Tist of products for AOSERP:
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1. Native community needs assessment focusing on the
characteristics, aspirations, and needs of native

Canadians in the Athabasca 0i1 Sands region.
2. Employer survey regarding the employment of native

Canadians and identifying current employment oppor-
tunities and five-year occupational trends in this
region.

3. Native case studies portraying, for a sample of
native persons, background and baseline data about

their individual experiences, and their needs and
desires with respect to past and present employment
opportunities.

4. Ethnographic field study to document in an unobtru-
sive manner Tiving and working conditions in the

urban setting.
5. Summary and critical assessment of employment train-

ing programs available to native Canadians in this

region.
6. Report of the alternative means for integration and
assessment of strategies for native involvement 1in

community planning and bilateral adaptation in the
Athabasca 0il Sands region. '

7. Executive summary and digested report condensing the
findings, conclusions and recommendations into a

readily useable form for policy decision makers.

9.3.1.2 Introduction. A study of the "Native Employment Patterns
in the Athabasca (i1 Sands region has just been completed. The

study was designed as a preliminary probiem identification, defini-
tion, and analysis effort which explored the conditions influencing
employment, underemployment, and unemployment of Treaty Indians,
non-Treaty Indians, and Metis people residing in and/or working in
this geographic region. That study was restricted to using the
following three data sources: (1) a review of general Titerature
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on issues of native employment and employment training across North
America; {2) a records search and analysis of pertinent documents
produced within the Athabasca 0i1 Sands region (e.g., records of
manpower agencies, training institutions, and major employers);

and (3) preliminary fact-finding interviews with persons from Native
Qutreach, emplioyment-related institutions, training agencies, govern-
ment offices, and businesses and industries in the region. The
follow-up study outlined in this proposal recommends a 16-month
investigation to plan, implement, and evaluate alternative solutions
to some of the more critical employment and quality of individual
and community Tiving problems identified by the preceding study.

The proposed effort will help to build upon a completed activity it
supported but also to initiate an action-oriented exploration of
potential solutions to critical human problems being experienced by
native Canadians because of rapid and comprehensive technological
changes in the Athabasca 0il1 Sands region.

9.3.1.3 Need for the study. The following concerns were identi-

fied in the preceding study and are basic to the decision needs
that should be addressed by this present project:

1. Over 150 barriers to the employment of native people
were identified. These covered the following seven
categories of factors: {(a) economic, (b) social and
cultural, (c)} education and training, (d) health,

{e) political and jurisdictional, (f) recruitment and
selection procedures, and (g) unions.

2. Much of the available information on native employment
patterns assumes that all native people are alike and
fajls to take into account regional, educational,
tribal, generational, and other distinctive differences
within the native population. Important discriminating
variables for native Canadians in the Athabasca 0i1l
Sands region seem to be: status, tribe, generation,
and kin. Differences related to these variables can-
not be ignored.
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A similar generalization is that native people prefer
outdoor, part-time, and seasonal jobs. The records
search conducted by the staff of the preceding project
indicated that the native employees overwhelmingly
wanted permanent, full-time work.

There is a tendency to assume that native employment,
underemployment, and unemployment problems are the
fault of the native people themselves. The correlated
solution usually proposed entails helping them "adjust”
or "integrate", or "fit into" the conditions and con-
straints of the more dominant society. Such a unilat-
eral approach tends to ignore the possibility that in

many problems bilateral improvements might be most
appropriate. Such changes would require that the
social, political, economic, and physical environment
of the major cultural group be adapted to fit the needs
and characteristics of native Canadians and would
request that native people adapt their patterns at the
same time. The words "integrate" and "adjustment”
usuyaily connote unilateral change on the part of native
Canadians without demanding modifications in environ-
mental events and conditions. For that reason, these
words are avoided in the remainder of this proposal.
They are replaced by the word "adaptation", unilater-
ally and bilaterally. Both types, however, being
alternative means of integration.

The findings of the preceding problem definition study
suggest that subsequent research on native employees

must not ignore the extra-work environment in which
they 1ive. Consideration must be given to the impact
that work has on employees' other roles such as those
involved in community, tribal, and family memberships
and, reciprocally, how such memberships influence
work attitudes and performance.
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Many of the basic assumptions used to fund and main-

tain training programs for native Canadians are

seriously in need of a critical review. The preceding
study revealed that at Teast the following questions
highlight the desirability of carefully evaluating

such programs:

(a)

{b)

consistent with the 1imited evidence available

to the preceding study, and contrary to popular
belief, is it true that increased training of
native people might not be contributing signif-
icantly to decreasing their unemployment rates?

Is it possible that such training has become a

big business but has not delivered on the initial
expectations? If this is the case, has such
training led to frustration--i.e., native Canadian
trainees have acquired employment skills but no
job guarantees; they have developed higher job
aspirations but have experienced a dearth of
employment opportunities?

do native people require and benefit from pre-
employment training or should all training be

job specific and be initiated only after they
begin their empioyment? Do Tife skills (or coping
skills) training programs, the Industrial Workers
Course, and academic upgrading produce significant
gains in the job and 1ife satisfaction and success
of the native Canadians who experience them? Is
such training clearly related to actual job
requirements in the Athabasca 0i1 Sands region?
Will employers in this region recognize and reward
credentials native Canadians earn in these pro-
grams? Since a large percentage of native train-
ees does not successfully complete such programs,
what effect does this have on their employability
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(d)

(e)
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and employment experiences? Do the results they
experience differ markedly from those of similar
but successful training participants? Absentee-
ism rates and reasons need to be sensitively
investigated, if consistent participation in
such training programs is found to produce

 improved employability to increase the employment

rates of native Canadians.

do native Canadians need to be relocated to indus-
trial sites in order to receive job-specific
training? Can training be offered on a cost-
efficient basis in satellite communities in the
Athabasca 0il Sands region so trainees can remain
in their families and home locations? Would such
localized training produce the same or even more
acceptable outcomes for the native peoplie than
does current training which is based at industrial
sites?

to what extent are native Canadians encouraged to
participate in the design, development, manage-
ment, and evaluation of employment training pro-
grams established for them? If such opportuni-
ties occur, what is the nature and degree of
native involvement and impact? Is increased
involvement highly positively correlated with
program success? Were community expectations and
long-range employment projections (i.e., job oppor-
tunities and trends} carefully considered in plan-
ning current training programs? Are they receiving
close attention in planning new programs?

what is the nature and Tevel of the jobs for which
native Canadians are receiving training? Are they
primarily low level, unskilled, Tabour jobs? Are
the competencies that are required for technical
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and professional jobs clearly stated and is
appropriate competency-based training available
for those native Canadians who are both inter-
ested and qualified (i.e., possess the requisite
skills to take this training)?

(f) how do the native trainees, employees, community
members, and community leaders perceive and feel
about the available training {pre-employment and
employment)? To what degree do the training
priorities of current native students match
those explicit in the available training
programs?

(g) how functional are the jurisdictional responsi-
bilities of the multiple agencies that are -
involved in providing training to native Canadians?
What are the positive and negative effects of such
distinctions? Are there better organizational
structures?

9.3.1.4 Purpose of the study. The proposed study will continue an
investigation of the impact of the oil sands development on the qual-
ity of individual and community life--especially the qualify of work-

ing life and work-related community-Tiving conditions--of native
Canadians in the Athabasca 0i1 Sands region. This study will concen-
trate on Treaty and non-Treaty Indians and Metis people in the region.
The term "native Canadians" is used when referring to such persons
throughout this plan. The study will focus on the needs and charac-
teristics of people who either are indigenous to the region, who are
transient in it, or who are "in-migrants to it." The general goal
of the study will be:

To identify processes by which indigenous peoples in

the Athabasca (i1 Sands region integrate into the

labour force in urban resource communities in order

to recommend ways to better facilitate alternative

means of integration of native people in these
communities.
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More specifically the study will be designed to:

(1) document, in a scientifically rigorous manner, the social,
economic, political, and cultural changes (desirable as well as
undesirable ones) that native Canadians have experienced in at
least the work-related aspects of their lives; and (2) produce
findings and recommendations for ways that the desirable changes
can be maintained, or even increased, and the deleterious effects
can be minimized.

To identify and assess alternative means by which indig-
enous people might be integrated into the labour force in urban
resource communities, it is necessary to sequence five discrete
research studies and then to analyze congruencies and discre-
pancies in the findings between and among each component. These
analyses will help to identify conflict areas and provide a base
for recommending possible strategies for avoiding potential social
problems as indigenous people are integrated into the urban work
environment. The components of the overall research project.and
the dynamics of their inter-relationship are illustrated diagram-
matically in Figure 1.

9.3.1.5 Theoretical perspective. The problem of bilateral
adaptation of native workers to modern industrial and urban soci-
eties in the north is an immediate probiem of practical concern
for the 1jves of native peoples and for their potential employers.
Fortunately, it is not necessary to start from the beginning‘in

deriving an understanding of feasible solutions to the problem,
Modern sociology has grown to the point where it offers several
useful concepts and theoretical explanations to assist in under-
stand{ng practical alternatives.

The framework which has been adopted for this study is
one which takes two points of departure as the central objects of
study. From one point of view, the study is about the individual
within his/her culture. Assuming a set of basic human needs, how
are the needs satisfied in a general sense by social structures?
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Native

Community

(Aspirations § Expectations)

(Norms & Values)

Individual

(Basic Human Needs)
",

Industry ey | Institution | ¢=————eww———y { Urban Setting

(Business & Industry) (Training) (Working § Living Conditions)

Integration
Alternative Means

Figure 2. Bilateral Adaptation Contingency Variables,
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How, in particular, can the basic human needs of native peoples be
satisfied by an (adapted) urban industrial social structure? From
another point of view, the study is about the commmnity and ite
present or evolving culture. Communities have structures which
reflect, or, in a normatively pathological case, fail to reflect
their cultures. Communities have needs, aspirations and values
which can grow, flourish or decay in a manner analogous to those
of the individual. How do communities in general adapt to migrant
individuals who do not bring a congruent set of value systems?
How, in particular, must the communities of interest in this study--
the npative community, the urban setting, industry and business,
and the ed&cationa}/training institutions--adapt to the realities
of a work force composed of individuals who are not socialized to
their ways?

The task is one of determining the means whereby a new
cutture, and a new social structure, can emerge from the amalgama-
tion of features which are presently distinct. The term "bilateral
adaptation” is a useful one because it describes an alternative
means of integration that we believe is a good one. It stresses
the critical assertion that industrial society must accommodate
to the native peoples just as native persons must accommodate them-
selves in reverse. However, the end result of the process will be
a phenomenon which has passed beyond a stage described as "bilateral
adaptation." It will be a new culture, a new structure, derived
from the characteristics of all the distinct elements which entered
into it. The recommendations of this study will be designed to
facilitate the emergence of a structure of maximum benefit to all
its constituents.

The research instruments, and the analysis which will
follow upon the research data, will be based on these two funda-
mental premises: that individuals have needs which must be satis-
fied through their surrounding culture and its own particular
social structure; and, that cultures and communities have identi-
fiable dynamic and static characteristics which require certain
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responses from member individuals, and which will eventually have
impact upon member individuals. A complete discussion of the the-
oretical perspective is presented in Section 9.3.1.6.

9.3.1.6 Theoretical perspective: context of bilateral adaptation.

This section presents a complete discussion of the theoretical
perspective basic to the diagram of Figure 1.

9.3.1.6.1 The individual within his/her culture.

The major conceptual effort of this study will lie within
the concepts of culture and community, and of the aspirations,
values and norms of community. Nonetheless, a few words concerning
theories of the individual are in order.

Psychologists, in their search for theoretical formulations
of the structure and stages of human 1ife, have approached the study
of the individual from several vantage points. One approach has
been to attempt to classify human behaviour by reducing it to a set
of (presumed) basic derivative human needs. The hierarchical system
of Maslow is probably the best known example of this approach.1 He
proposes a five-level tier of needs, which reads as follows from the
towest to the highest: for physiological provision (food, shelter,
etc.); for security (psychological, as well as other forms; freedom
from constant expectation of assault); for social inclusion (belong-
ing); for self-esteem; and to self-actualize. Research evidence
does not completely support Maslow's contention that the 1ist is
hierarchical. It would appear that all types of needs can play
simultaneously within the individual. Nonetheless, the list is
comprehensive, can subsume considerable explanatory data from other
investigators, and points to important dimensions of human existence.

A second approach has been to classify human behaviour in
terms of developmental stages, on the assumption that aduit 1ife has
patterns of growth embedded within it analogous to the physical

1 See Maslow, A.H. Motivation and Personality. New York:
Harper, 1954.
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developmental stages of the young child. Erickson's formulation
of the eight-stage pattern of the 1ife~cycle (successive attain-
ment of trust, autonomy, initiative, industry, identity, intimacy,
generativity and ego integrity) is one well-known example of this
school of study.2 Other psychologists have dealt with the need
for adequate, tempered sensory inflow and stimulation to the
maintenance of health. Still others have studied the out-going
cognitive and aspirational requirements of the normal functioning
aduit. The importance within this study of this type of psycho-
logical study is the assertion, which surely needs no demonstra-
tion, that the individual must satisfy his needs, must progress
through his developmental stages, must find his cognitive stimula-
tion, etc., with reference to and within his own cultural community
group. The processes of adaptation are more easily understood if
the characteristics of the individuals who must adapt can be
understood.

The choice of psychological theory for this study is
timited by the fact that the cognitive, emotional and aspirational
processes of native individuals have not been extensively researched.
There are not the resources or the underiying base of theoretical
knowledge to explore the typical life-cycle stages of native individ-
uals. While contemporary psychological theory might be valid for
white people, its validity when applied to native Canadians is uncer-
tain. For this reason, the need system posited by Maslow will be
a rough guide for topics to be examined. A more sophisticated deri-
vation of psychological theory will not be built. Future directions
in the process of bilateral adaptation will be structures to account
for the variables which are beyond this investigation.

9.3.1.6.2 Community and its present or evolving culture. There is
an enormous and rapidly growing literature available today in the
fields of culture and community. The traditional sociclogical

2 See Erikson, E.H. Childhood and Society, 2nd ed. New York:
Norton, 1963. '
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theories, while still undergoing development and expansion, have
been supplemented by a multidisciplinary literature directed at
concepts of social change, by a plethora of works on organizations
and work organizations in particular, and by increasing concern
with subcultures, both from within and without North American
society. Social psychology, political science, social welfare

and schools of business are all producing literature to complement
that which is usually termed "sociological." As with the psycho-
logical theory, in order to keep the focus of study manageable and
to encompass the diversity of communities to be studied, socio-
Togical theory will be of a very basic level.

Robert Merton provides an exposition of a sociclogical
framework of culture and society which is well-suited to our
purposes.3 Merton is concerned to derive a theory of society which
will account for both conformist and deviant forms of behaviour,
where both orientations are derivable as a “normal" response to
the social structure. 1In his view, there are two basic components
to any social system. The first component is that of cultural
~goals. Goals often go by other names; they are those values,
norms, intentions, ideals, aspirations, etc. which are valued by
the culture. They generally have emotional energy attached to them,
and they become foci of individual striving. The second component
is that of societal reguiatory functions. Controls on appropriate
forms of behaviour, on allowable means of reaching the goals, are

exerted in a side array of institutions, mores, formal and informal
sanctions, etc. Merton expands on the theory of controls by noting
that they are exercised through the four "p's": by prescription,
by preference, by permission and by proscription.

A culture is in balance when the culturally-promoted
goals and the legitimate means to attain these goals are in relative
harmony. The culture falls out of balance when either component is
given extreme importance and the other is devalued to the point of

3 See Merton, R.K. Social Theory and Social Structure, 1968 ed.
New York: Free Press, 1968,
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meaninglessness. A culture with goals but an inadequately sanc-
tioned means of access is 1ikely to be one with high rates of devi-
ancy, whereas a culture with 1ittle emphasis on goals but strong
emphasis on modes of behaviour is 1ikely a ritualized, conformist
society. Merton asserts that American society is showing charac-
teristics of the former and, clearly, it represents the problem
which must be avoided in the northern communities. The relatively
high incidence of social problems among natives in the southern
cities. is indication of the common disparity between urban cultural
goals, urban sanctioned modes of access and native capacities.
Application of the theory to research practise is compli-
cated by the additional observation that, whereas some goals are
cul ture-wide and appear to cut across all sociceconomic strata,
others are peculiar to subcultures within the Targer society.
"Subcutture" may be defined in either racial or ‘economic terms. On
‘the other hand, perception of control mechanisms tends to be differ-
entiated from one economic stratum to another. Sociologists have
advanced the concept of reference group, the group with which one

identifies in order to extract normative standards, to formally
study how individuals ally themselves with various modes of thinking.
Reference group theory can also be 1inked to the concept of social
status within the Targer society. Our investigation will seek to
find the similarities and dissimilarities of goals and perceived
sanctions among the various strata of the groups to be studied.
Merton's formulations do consider, to some extent, the

dynamic processes behind social change. For example, one possible
response to a disparity between culturally-promoted values and
culturaltiy-sanctioned means is rebellion. The rebellious orienta-
~tion is accompanied by a vision of a new social order in which the
disparities will not exist. Theory asserting a dialectical nature
of social change is useful in understanding the historical proces-
ses of change in an evolving society. It is not so useful in
understanding the processes which must be undergone in order to
create the evolution of a newly and quickly created society. In
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determining the bases of our questioning towards viable alternatives
to promote a beneficial social structure, we will not draw exten-
sively on traditional sociological theory. Rather, we will make use
of the directions and procedures which our literature review has
highlighted as being productive in other settings. The bases for
structuring our investigation into change concepts will be empir-
ical and pragmatic rather than theoretical.

Other sociologists have provided descriptions of the common
structural components of societies, within which the cultural norms
and values and the social controls are embedded. One author lists

the foliowing major components:4

1. Institutions--the formalized patterns of action or

social relationship.

2. Ideas: beliefs, knowledge and values--the cognitive

structures pertaining to cultural goals and sanctions.

3. Material culture--the physical things which a cuiture

acquires and uses.

A further component which is particularly salient in
northern communities is the physical environment. The severity of
the climate creates constraints on human interaction which are dif-
ferent from those where the milder climate facilitates more movement
outdoors. In the investigation of the various communities, the
existing institutions, the ideas which they express, the material
and building forms, and the climate interact to create distinctive
cultural norms and sanctions will be closely studied.

The preceding discussion has referred to generalized soci-
ological theory of culture. An extensive literature on this theory
as applied to the area's communities is available. Where it is

appropriate, use will be made of the more specialized 17terature.
For example, sociologists {Merton among them) have analyzed the

particular norms and values which are reflected in urban industrial
society. (Money, for example, is seen to be highly valued in and

4 See Chinoy, Ely and John P, Hewitt. Sociological Perspective,
3rd ed. New York: Random House, 1975.
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of itself.) Literature on the sociology of training institutions
js also available. The disentanglement between the goal and sanc-
tion systems of traditional industry, and the goals and sanction
systems of existing native communities, will be one of the key
analytical tasks of the study. Several facts already known are:
that the urban community tends to have a work-culture with distinc-
tive norms and sanctions which are not necessarily ties to home and
family, whereas the native work-system has traditionally been
embedded within family and communal 1ife; that urban society has
received more of its patterning through traditional educational
systems than has the native; and that the native culture (which is
in fact a collection of differentiated "cultures") has already been
influenced, for better or for worse, by urban industrial culture.
In the design of the techniques of this study, the task will be to
make use of traditional understanding of native communities, while
remaining sensitized to the unique and particular conditions and
circumstances in the urban work environment.
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interim Report on an Intensive Study of the Fish

Fauna of the Muskeg River Watershed of Northeastern
Alberta
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and Conclusions
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for Detection of Air-Borne Pollutant Effects on Vegetation
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A Visibility Bias Model for Aerial Surveys for Moose on
the AQSERP Study Area

Interim Report on a Hydrogeological investigation of
the Muskeg River Basin, Alberta

The Ecology of Macrobenthic Invertebrate Communities
in Hartley Creek, Northeastern Alberta

Literature Review on Pollution Deposition Processes
interim Compilation of 1976 Suspended Sediment Date
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