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ABSTRACT

The purpose of this research study was to examine the barriers
encountered by women who seek apprenticeship training in non-traditional
trades in Alberta. The study also sought to determine whether or not
gender bias exists for those women who pursue apprenticeship training for
gainful employment.

The sample population was identified with the assistance of
personnel from Apprenticeship and Trade Certification, Alberta Career
Development and Employment. Due to the numerous requests from other
researchers, Apprenticeship and Trade Certification recommended that this
study be collaboratively conducted with another researcher from the
University of Calgary.

The sample consisted of 122 female apprentices attending the
technical training who were in their first, second, third and fourth year
of apprenticeship.

The collaboratively designed instrument involved a four-part
questionnaire that identified barriers faced by women who demand work in
the trades. Part I probed employment history and personal data and
yielded demographic information. Part II inquired about the apprentices’
experiences while in the role of apprentice. Part III delved into the
technical training and apprenticeship schocling. Part IV investigated 30
barriers to access which women find upon entering the trades. Part IV,
comprised of a five-point Likert scale, was sub-categorized into four
discrete sections to help identify specific phases which apprentices

experience during their training: F..ering the Trades, Experiences



on the Job, Possible obstacles Toward Job Completion, and In General.
Spaces were left throughout the questionnaire for participants to add
open-erded comments.

The study reports that the population was predominantly single, 26
to 30 years of age, self-supporting, with at least a high school
education. Only a very small number of these women had child dependents.
Childcare facility information or daycare access were mostly non-
applicable to this sampie.

The study fourd the majority of the women to be still in their
apprenticeship programs; however, more than half the women were not with
the employer with whom they had initially contracted.

Encouragement to enter but also to leave the trades came from
peers for over two-thirds of the apprentices. A large number felt
strongly about encouraging other women to enter the trades. They viewed
this choice of work a satisfying and the technical training as a positive
source of skills building and practical support of everyday job duties and
job performance. Some barriers identified by the research included:
absence of female instructors as role models, and the small number of
other female classmates (0 to 6 other female apprentices per year,
respectively).

Most surveyed women encountered few problems with either
transportation or relocation during the technical training phase.

The majority of participants saw apprenticeships as providing
women with a sense of accomplishment, job-pit<ie and enhanced self-worth,
unlike traditional job pools such as the services sector from which many

of the apprentices had emerged. More than half saw their male coworkers



and supervisors as encouraging. While the majority felt neutral about
language designations such as "journeymen” being legally applicable to
womeri, access to daycare facilities, maternity leave, access to union
information in their trade, and membership to apprenticeship committee
meetings, more than half of the women felt communications with other
female tradespersons to be desirable.

Summarily, the apprentices of this studv viewed the choices of
non—-traditional work in the trades as being advantageous to women. Yet
their open-ended comments revealed apprehensions that uncovered numerous

barriers supported by the literature.
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Since this study was completed,
the Apprenticeship and Industry Training Act
has received Royal Assent in Alberta.
This Act supercedes the
Manpower Development Act of 1976.



CHAPTER I

STATEMENT OF THE PROBLEM

overview of the Study

Demographics, such as those obtained from
Scatistics Canada, show that women make up 52% of the
Canadian population. In 1990, women comprised 42% of the
labour force and it is projected that women will account
‘or over half the labour force by the 2lst century
(Success in the Works: A Profile of Canada’s Emerging

Labour Force, 1989, p. 18).

A 1985 cCanadian Conference of First Ministers
launched an inquiry into inter-governmental approaches to
women’s equality in the work force for the purpose of
providing ways for women tu reach equality in the Canadian
economy at both the federal and the provincial levels.
Prior to the 1990s, it was found that data collection by
gender and target groups was not common. Moreover, data
collection by gender is still not routinely carried out by
either level of government. When the data are gathered by
gender for broad classes of training programs, the
information on participation in specific programs is often
not sufficiently detailed to permit analyses of women’s
status in different types of training. Learning barriers

such as education and traditional labour market niches

i



filled by women are still being reported, with the result
that significant progress in areas of evaluating bridging
and preparatory programs, reviewing admission criteria for
courses and reviewing data to evaluate programs in
achieving women’s equality are still required.
Furthermore, there is a need to build evaluation
strategies into plans of action in order to improve the
status of women.

The question needs to be answered by bona fide
research: What are the barriers faced by women who self-
select and seek training in non-traditional apprenticeship

trades.

The Problem

The purpose of this study was to identify the
barriers encountered by women who seek apprenticeship
training in non-traditional trades in Alberta.

Specifically, the research sought to determine,
from the research findings and existing literature,
whether or not gender bias exists as the most significant
contributing factor to the small percentage of women who
follow apprenticeship training leading to employment in

non-traditional trades.



Need for the Study

Much rhetoric exists around the question of female
participation in non-traditional trade training and the
role which gender-biased attitudes have 1n discouraging
women from participating in these programs which lead to a
career. Approximately three broad, contextually societal
areas for examination became obvious to the writer:

1. Social issues such as human rights which establish a
matrix of systemic exclusion to women who choose work
designated as non-traditional for womei:;

2. Economic issues which span various areas, both
implicitly and explicitly, in women’s lives and in
part direct them to make job or career choices which
do not follow the stereotype norm; and,

3. Demographic data which focus on the percentages and
frequency of women who seek work in "non-traditional”
work areas such as the trades.

The growing participation of women in all segments
of the 1labour market and a heightened awareness of
employment equity issues have led to serious gquestions
with regard to the small numbers of women participating in
the non-traditional trades training in Alberta. with
regard to the need to attract more women according to the
highs and lows of non-traditional female workers,
"noteworthy progress has been made relative to
accessibility to non-traditional occupations, but much

work needs to be done to assure pleasant and



discrimination-free conditions in the workplace”
(Berthelot & Coquatrix, 1989, p. 34). The issue of equity
to women in non-traditional trades training helped in
establishing a need for this study.

In order to explore the factors that influence
female participation in non-traditional work, it was
necessary to assess several different stages of career
development.

There was a need to examine the literature with
regard to why men and women are differentially attracted
to an educational program that may lead to an
apprenticeship trade. The question on whether women are
currently being given enough information and the requisite
encouragement and support were they to show interest in
vocational preparation and/or trades training needs to be
reported.

The currency and relevance of reported experiences
and reactions of women in non-traditional trades also
established a need for this study. Identification of
these areas as they further create barriers which may
inhibit a female once she has selected the career route
involving apprenticeship training and the encouragement
enhancing or inhibiting her career development was seen as

a need for this study.



Assumptions

A major assumption underlying this study was that
"real or perceived barriers for women exist when they
endeavour to break through the traditionally male-
dominated work areas where apprenticeship training occurs”
(U.s. Department of Labor, 1980, p. 5). Further, it was
assumed that where women do not enccunter such barriers
per se, they enjoy a certain degree of job satisfaction in
relation to how they view their status relative to women
looking to their future work positions in these non-
traditional jobs.

It was also assumed that women selected to
participate in this study provided true and accurate
responses to statements on the gquestionnaire that would
reflect their opinions. A pilot sampling of such
participants was conducted to ensure this.

Another assumption applied to the research was
that data reported in the literature were accurately
reported and without bias. Exhaustive examination of
feminist and adult theory and epistemology was conducted

to further ensure bias-free reporting.

Definitions of Terms

The following definitions are provided for the
reader so that a common understanding can be developed

between the researcher and the reader.



Apprentice is a term used to describe a worker who
is bound by contractual agreement to serve an employer for
a specified period of time with a view to learning a craft
or trade in which the employer is obligated to instruct
the worker.

In general, the contract sets out the minimum
number of hours of training required to complete the
apprenticeship and outlines wage increases throughout the
program on the basis of a graduated minimum scale.

An apprentice follows a program of on-the-job and
related classroom and shop training lasting between two
and four years and leading to a prescribed level of
competence in an occupation which terminates in a
Journeyman Certificate.

Apprenticeship programs are usually under the
guidance of an advisory committee representing management,
labour, and government.

Entry age and educational levels, health standards
and training requirements vary with the apprenticed
occupation and are frequently specified by provincial
legislation.

The average age of an apprentice in Alberta is 27.
credit may be given for previous related experience €
training. Normally, the successful completion of eignt €O
twelve years’ schooling is required before commcing
apprenticeship training. An examination on all phases of

training usually terminates the program, and successful



completion results 1n the receipt of a Journeyman
Certificate. Workers who complete an apprenticeship
program may be required to obtain licenses or pass
certification examinations before being permitted to
practise their trade.

Apprentices are classified with the occupations
for which they are being trained, but they are not
identified by separate occupational titles or definitions

as apprentices (Manpower and Immigration, Canadian

Classification and Dictionary of Occupations, 1972, p. 5).
The first definition of the term "apprentice" in
the Alberta Legislation appeared in The Apprenticeship Act
of 1944 of Alberta, meaning:
A person who is at least 16 years of age who
enters 1nto a contract ¢f service in accordance
with this Act whereby hé is to receive from or
through his employer instructicen in  any
designated trade. (sratutes of Alberta, 1944,
p. 111)
A subsequent revision of this definition occurred on May

19, 1976, when the provincial Manpower Development Act

received Royal Asset. Here, the definition for the term
"apprentice" was modified slightly from the Apprenticeship
Act, defining a person:

i) who is at least 16 years of age, and

ii) enters into a contract of apprenticeship in
accordance with Part II (cof the Act) under
which he is to receive from or through his
employer instruction and continues
employment based on the amount of work
available in a designated trade. (Statutes
of Alberta, 1976, Ch. 31)



Apprenticeship is defined as training in
occupations which require a wide and diverse range of
skills and knowledge, as well as maturity and independence
of judgement. Apprenticeship involves planned, day-by-day
training on the 3job and work experience under proper
supervision, combined with related technical instruction
presented in an institute of technology or public college
(U.s. Department of Labor, 1987, p. 1). In terms of this
Alberta-based study, apprenticeship is thus defined as a
training program strongly tied to the economy whose
objectives include provision of skills demanded by
industry, by involving representatives of both employees
and employers who direct the content and the operation of
each trade (Apprenticeship and Industry Training Review

Committee, 1988, p. B.1l).

Apprenticeable Occupations or ITrades are defined
as:

1. Occupations customarily learned 1in a prac-
tical way through structured, systematic
programs of supervised on-the-job training;

2. Occupations clearly identified and commonly
recognized throughout an industry:

3. Occupations involving manual, mechanical, or
technical skills and knowledge which require
a minimum of 2,000 hours of on-the-job work
experience; and

4. Occupations requiring related instruction to
supplement the on-the-job training, such
instruction given in a classroom, through
correspondence courses, self-study, or other
means of approved instruction. (U.s.
Department of Labor, 1987, p. 5)



In Alberta (1988-89! there were 52 apprenticeable trades.

In that fiscal vyear, there were 1,860 women who
participated in the above-mentioned trades. of that
number, 238 were enroled in non-traditional trades.

According to Alberta Career Development and Employment,
certifiable trades, plus four other workforce categories
make up 62.1% of the workforce which represents women.
(The other categories include science and technologies,
and professional and managerial occupations [Alberta

Career Development and Employment, 1988, p. i1l.)

Non-traditional Occupations are those that
challenge traditional ideas about appropriate roles and
jobs :i.r women, and myths about their physical and mental
capabilities, serious attachment to the labour force,
family responsibilities, and need for jobs which pay well
as opposed to traditionally female employment options
related to home-making skills or supportive, secondary
roles (U.S. Department of Labor, 1980, p. 4). 1In Canada,
during the International Decade of Women, lobbying efforts
succeeded in obtaining orientation courses in trades and
technology in several provinces to assist women to enter
what had been identified as employment “non-traditional”
for w.aen, and this was defined as those occupations where

‘n’s representation was less than 20% (approximately
3 ' occupations)(Braundy, 1988). As Debbie Field’s

co ing article states:



Exploring tne overall economic picture to help
create possibilities for women to move into
non-traditicnal jobs and resultant problems that
await women when they enter these jobs employs
the following cdefinition: those occupations 1in
which the large majority of workers are male
with the normative expectation that this is as
it should be. (Field, 1982, p. 22C)

Barriers arc obstacles which must be overcome
prior to achieving s niigher rate of participation by women

in non—-traditional trades. Barriers have been classified

in a variety of ways (see Toward a Labour Force Strategy) .

Barriers may include overt sex discrimination, inadequate
preparation, age restrictions, and harassment, to name a

few {U.S. Department of Labor, 1980, p. 5).

Delimitations

This study was delimited in the following we_s:
to women whose source of employment occurred in those
apprenticeship trades defined by themselves and by the
definitions applied by Apprenticeship and Trade
Certification as being non-traditional; to all such women
who were both single without dependents and those who were
single parents with children (inclusion of women with
child dependents was deemed necessary as 49% of the 53% of
women who occupy primary family wage earners were found to
be single women), as well as those whose income was a
requirement by the family for economic survival and
demographically based needs: to women of variant ages who,

at the time of the study, were employed in a trade which

10



was non-traditional and required apprenticeship training:
and to the results obtained by the research instruments
that were used with those selected to participate in the
study.

The data were drawn from and were limited to the
province of Alberta. However, generalization to other
provinces or territories in Canada may be possible because
the central body of the literature emanates from Canadian

authors and practitioners.

Significance of the Study

This study had both practical and theoretical
significance. The results of this study may be of
interest to individuals concerned with women’s issues,
individuals involved with adult learners, as well as
individuals across Canada who are responsible for training
apprentices for their chosen trade, and those who have
responsibility to provide direction and leadership to
apprenticeship programs and their legislation.

In terms of practical value, this study may have
significance in providing insights for those advocates
whose interests and/or direct involvement may be that of
practitioners, women’s networking groups for non-
traditional work such as trades, and policy makers
committed to institutional adult programs implementation.
In addition, practitioners requiring immediate

application in the classroom setting and a general theory

11



pase for future course delivery may find currency from the
study as they assist women who seek entry into
non-traditional trades.

The theoretical significance of the study has been
previously described and derives from those theoretical
constructs applicable to Adult Education and feminist
phenomenology. The results of the study may be useful in
determining whether or not women who choose non-
traditional trades experience differential
success/satisfaction rates depending on the programs
completed.

summarily, the results of the study may have
significance in providing to apprenticeship trainers
information which can be incorporated into courses taught
for the survival/success of women apprentices in non-

traditional trades.

Design of the Study

Information Sources and Literature Review

Mial o il SN liRieT RS

This study received part of its support from the
following procedural steps: examination of the
literature in order to identify:

1. Potential barriers and/or resistance placed by
employers, fellow students and/or co-workers on women
seeking admittance to training in a non-traditional

trade;
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2. Potential barriers and/or resistance from employees,
apprentices and/or co-workers which women in non-
traditional occupations may encounter;

3. Potential barriers and/or resistance that women 1in
non-traditional trades face from subordinate workers
within the workplace;

4, Potential barriers and/or resistance that employers
and/or instructors may place before women seeking
entry into non-traditional trades; and,

5. 1Influences of outside ¢ zes, such as significant
others, on how society’s influences 1impact on women
selecting elither non-traditional training or
employment.

This descriptive study was guided by the following
sources which informed it: Literature base found spanning
the last two decades (1970s and 1980s); available female
incumbents presently employed as apprentices in non-
traditional trades; and, formal data which were available
from staff at Apprenticeship and Trade Certification,

Alberta Career Development and Employment.

Questionnaire Development

From a review of the literature on instrument
design, this researcher made a decision that a
qguestionnaire would be designed to collect data for

analysis.
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To identify those barriers which were faced by
women as they elected to become involved in a non-
traditional trade or occupation, the barriers were ordered
in sub-categories that include the following: Entering
the Trades, Experiences On the Job, Possible Obstacles
Toward Job Completion, and In General. In addition, a
space was left for the participants to add free comments
about the barriers which they faced upon deciding to enter
a non-traditional apprenticeable trade.

Prior to designing the instrument, a meeting was
held with Mr. Wayne Nixon, Registrar, Apprenticeship Trade
and Certification (A.T. & C.), Edmonton, to discuss the
research design and the accessibility which the researcher
would have to the names and addresses of female
apprentices registered with the A.T. & C. During this
meeting, it was pointed out that the A.T. & C. would fully
cooperate in the research. However, there was concern
about the increased number of requests from researchers
which the Registrar received to involve female apprentices
in research. It was decided during the discussion that a
questionnaire be developed in collaboration with a
researcher for the University of Calgary and that the
collected data be shared between the two researchers and
Apprenticeship Trade and Certification. The recommenda-
tion was accepted by the two researchers for the following
three reasons: to reduce the number of requests that

female apprentices would receive to participate in xe-
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search; to involve as many apprentices in non-traditional
trades as possible; and to work collaboratively with

another researcher.

Data Collection

To collect data a four-part gquestionnaire was
designed and used with 200 women in non-traditional
apprenticeships trades to ascertain the barriers which
they encountered when they became indentured as
apprentices and as they proceeded to complete their
apprenticeship training.

Part I asked participants about their employment
history and personal information. For purposes of the
research, this was considered demographic information.
Part II asked those involved in the study to share
information about their apprenticeship experiences. Part
III asked participants about their technical training and
apprenticeship schooling which an apprentice must
complete. Part IV presented 30 barriers to access
encountered by  women seeking employment in the
non-traditional trades. Participants were provided with a
five-point Likert scale to respond to each of the 30

statements. The choices on the Likert scale were:

"Strongly Disagree,"” "Disagree," "Neutral or Don’t Know,'
"Agree" and "Strongly Agree."
Data from Part I were considered demographic data

and were used by the researchers to develop a composite
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profile of the apprentices involved in the study. Data
from Part IV of the questionnaire were used to identify
the barriers that women found who elected to participate
in a non-traditional apprenticeship trade. Data from
selected gquestions from Parts II and III of the research
instrument were analyzed for additional information
relative to an apprentice entering the trades and the

schooling experiences which she might encounter.

The Pilot Stuady

The questionnaire was pilot-tested with
individuals who were also involved in the main study. The
pilot test had the following objectives: To test whether
the statements of the questionnaire were readily
understood by those involved in the study; to determine
whether statements should be rephrased due to ambiguity:
to determine whether or not the questions were structured
in the correct sequence; and, to determine the average
amount of time needed to complete the instrument.

Before being used with those involved in the pilot
study., the questionnaire was validated by a specialist in
instrument design in the Department of Educational
Psychology, Faculty of Education, University of Alberta.
This review had the following purposes: to provide both
face and content validity for the instrument; to determine
if statements were properly sequenced; to determine if

statements were correctly presented; and to determine if
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additional statements were required. Following this
review, the necessary modifications were made to the
guestionnaire before it was pilot tested.

For this phase of the research, journeypersons*
and apprentices in non-traditional certified or registered
technical training courses at Northern Alberta Institute
of Technology were selected to be involved in the pilot
study. These women were selected because they were
readily available to the researchers due to the location.

From the results of the pilot study, it was found
that the gquestions required minor revisions and that 1it
took an average of 30 minutes for those involved to
complete the instrument. 1In analyzing the results of the
pilot study, it was found that some of the participants
did not realize that the pages were double-sided. To
avoid the possibility of this occurrence with the research
sample, a small “please-turn-the-page” directive was
included at the bottom of every second page of the revised
instrument.

From the results of the pilot study. the
guestionnaire was revised before it was used with the

research sample.

*For the purpose of this research, the term
journeyperson 1is used in the literature to refer to a
woman enrolled in a training program for a non-traditional
trade.
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Population and Sample

This study was a descriptive study, aiming to
inform its participants, to educate practitioners and
trainers of women who elect non-traditional apprenticeship
routes for the provision of their livelihood and, finally,
to deepen insight and enliven commitment among and between
these groups in order to effect a transformation of
consciousness (Carr & Kemmis, 1986, p. 93).

Registration statistics for the 1988-89 fiscal
year reported by Apprenticeship Trade and Certification in
the Annual Report for Alberta Career Development and
Employment indicate that the combined registrations for
males and females totalled 19,631 apprentices in 52
apprenticeable trades.

of the 19,631 apprentices, 1,860 were women
registered in traditional as well as non-traditional
apprenticeable trades with Apprenticeship and Trade
Certification, Alberta Career Development and Employment.
The majority of the 1,860 women were registered in the
following traditional trades: Baker (63), Beautician
(1,110), Cook (263), Printing and Graphics Arts (120),
Landscape Gardener (66); the remaining 238 women were
registered in non-traditional trades (Annual Report, 1988-
89, Aiberta Career Development and Employment, pp. 46-47).
in essence, this procedure stratified the population into
two groups: women in traditional trades and women in non-

traditional trades.
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Personnel of Apprenticeship and Trade
Certification, Access Initiatives, supplied the researcher
with a list of the names and addresses of women enrolled
in apprenticeship programs. The researcher was cautioned
about the accuracy of this list because apprentices
sometimes move and fail to provide their new uaddresses.
In some instances, an apprentice may withdraw from the
program and fail to request that his/her registraticn be
cancelled. From the 238 women registered in non-
traditional apprenticeship trades, a randem sample of 700
first-., second- and third-year apprentices was taken. To
select this sample, the procedure recommended by Dinham
and Brooks (1976), in Exploring Statistics: An

Introduction for Psychology and Education was followed.

Methodology

The following methodology was used for the
collection of the data to bring the study to its
successful conclusion:

A search of the Educational Information Centre
(ERIC) Data Base, and Current Index to Jourhals in
Education (CIJE, 1966-1990) data base was conducted using
the following descriptors selected from the ERIC
Thesaurus: women, non-traditional, apprenticeship or
apprentice, women, and apprenticeship or apprentices.
Using this procedure, the researcher secured 52 hits.

From these hits, 24 were selected for further review and

[
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analysis because of the close relationship of these
sources to the present study. Those references which were
specific to the Organization for Economic Cooperation and
Development (OECD) as they relate to women’ s issues were
extracted from the ERIC Data Base. This process yielded
10 extracts. These 10 extracts, were obtained through
inter-library loan because they were not available in the
holdings or the University of Alberta library system.

A manual search was made of the literature
belabouring women’s 1issues, including titles from
yocational Education, Women’s Studies, Adult Education,
@i cross-disciplines shelved in the libraries of the
University of Alberta and, failing these, relying on the
Inter-library Loan Services to obtain materials from
libraries in other provinces and countries. Two other
significant data bases were also examined to uncover
research which may have been previously done on this same

topic. The first of these was Dissertations Abstracts

International. Of 27 possible dissertations identified,
five resembled studies near or related to this study. The
second data Dbase examined relevant theses and/or
dissertations was the Directory of Education Studies.

From this search, relevant literature was selected
and, from that literature, 30 barriers, categorized into
four main groups -- Entering the Trades, Experiences on
the Job, Possible Obstacles toward Job Completion, and In

General, to women in non-traditional trades, were
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identified. Information <collected from both the
electronic and manual searches, as well as information
from the literature reviewed were used in the preparation
of both statements for the questionnaire and the content
of the second chapter of this report. The procedure for
designing and pilot-testing the questionnaire is fully
described under a previous section of this chapter
entitled "Instrumentation.”

Telephone contact was made with the Acting
Director of Access Initiatives Branch, Mr. Garry Dinhart,
Apprenticeship and Trade Certification, for two purposes:
first, to arrange a meeting with him to discuss the
research: and, second, to ask him to cooperate in the
research by providing the names and addresses of women
registered or who had completed an apprenticeship in a
non-traditional trade. During the meeting which was held,
it was pointed out that the Branch had recently received
similar requests from other researchers. It was highly
recommended that a second meeting be *eld. The following
people attended: The Registrar, Mr. Wayne Nixon, and Mr.
P.G. Crawley and Mr. Benjamin Drummond of Apprenticeship
and Trade Certification; Mr. Garry Dinhart of Access
Initiatives; Mr. Robert  Beaune, graduate student,
University of Calgary doing similar research; the
supervisor for this study: and the researcher.

The Registrar reiterated what the Director,

Access Initiatives, had stated at the previous meeting--



that there was significant increase in the number of
research requests from researchers that Apprenticeship and
Trade Certification received to involve women. To prevent
these individuals from being inundated with requests, it
was recommended by the Registrar that the two researchers
collaborate on designing the questionnaire and sharing the
collected data. This recommendation was accepted and the
two researchers collaborated in designing the four-part
questionnaire. The previous section on "Instrumentation”
fully describes the procedure which was followed to design
the questionnaire.

The Registrar indicated that the responsibility of
the researchers would be to design both the covering
letter and the accompanying research instrument, and to
pay return postage for the return of the completed
instruments. Apprenticeship and Trade Certification would
be responsible for stuffing and paying postage for the
initial mailing. It was further agreed between the
researchers and personnel of Apprenticeship and Trade
Certification that the information collected, in addition
to being shared by the researchers, would become part of
the data base of Apprenticeship and Trade Certification
and that all instruments received would be turned over at
the conclusion of the research. Appendix A (p. 226)
contains copies of the covering letter and the research

instrument.



The researchers prepared a covering letter for the
signature of the Registrar. This letter would become part
of the research package that included the covering
memorandum from the researchers to the participants which
guaranteed complete anonymity for those involved in the
research; participants were 1informed that only the
researchers had access to the data provided, and that
Apprenticeship and Trade Certification would eventually
access the data. They were also informed by the
memorandum that data would be treated as privileged
information. The content of the memorandum also
guaranteed that research ethics would be strictly adhered
to throughout each phase of the investigation, and that
participants had the privilege to withdraw from the
research at any time without prejudice.

A copy of both the research design and the
research instrument was submitted to the Department of
Adult Career and Technology Ethics Review Committee. The
purpose of this review was to ensure that the research
design was conducted it accordance with the ethical
guidelines for conducting research established by the
University. The Ethics Review Committee approved the
study as meeting the guidelines.

A research package that included the covering
letter signed by the Registrar, the memorandum from the
two researchers, the questionnaire, and a self-addressed,

stamped envelope was mailed to the 200 apprentices



selected to participate in the research. From the initial
mailing, 80 completed questionnaires were returned for a
£% rate of return.

To increase the rate of return, a follow-up
procedure was implemented and a second research package
was mailed to the participants who failed to respond to
the initial mailing. From this procedure, an additional
42 completed instruments were received for a total of
122/200, which increased the rate of return to 61%.

The collected data were analyzed and organized
into tables for ease of interpretation. From this
ane ivsis, conclusions, recommendations and observations

were made.

Data Analysis

Data collected with the questionnaire were placed
in tables which show measures of central tendency in the
form of frequencies and percentages. These data were
analyzed and reported in manuscript form for ease of

comprehension by the reader.

Organization of the Thesis

This research report has the following
ocrganizational pattern: Chapter II reports on literature
and research related to the current study. Chapter III

presents an analysis of the data collected during the
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various phases of the study. Chapter IV reports the

summary of the study with conclusions,

and observations related to the research.

recommendations
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CHAPTER II

REVIEW OF RELATED LITERATURE AND RESEARCH

Introduction

The content of Chapte:: I of this report contained
the research design and the methodology which was used to
collect relevant data. A description of the research
population and how it was selected was also presented in
Chapter I. The research questionnaire and its development
is a major section of the last chapter.

This chapter comprises two major sections. The
first section is a review of related literature and
consists of the following divisions: (a) an historical
overview of the evolution of apprenticeship and its
provincial legislation for the Province of Alberta; and
(b) a review of the literature on the barriers that women
face when they elect to enter a non-traditional
occupation.

The second section of this chapter concentrates on
research which has been completed and which was directed

at women in "non-traditional” trades.
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Historical Overview of Apprenticeship
in Alberta

Apprenticeship 1is one of the oldest forms of
training for skill development, having persisted in a
variety of forms for over 4,000 years (Mulhern, 1946;
Butts, 1955; Roberts, 1965). While the concept of
apprenticeship extends back through the Guilds of Medieval
days and into Antiquity, the origins of what had been
termed "modern apprenticeship" are the result of the
Industrial Revolution. This form of training was a
neglected field in Canada until 1914, when both the
Canadian Pacific and Canadian National Railways initiated
industrial apprenticeship programs to meet their needs for
skilled labour.

One year earlier, in 1813, the Canadian federal

government struck The Royal Commission on Industrial

Training and Technical Education; the Commission examined
the state of technical training in Canada and other major
industrialized nations of the time. Under the terms of
the Commission’s mandate, it examined training education
as it applied to youth as future workers or as students
who were about to enter the work force. No evidence
exists that the investigation was gender-specific and
excluded women, although it sought input from employers,
employees, skilled tradesmen, union groups, and educators.

What the Commission did find was that the modern

factory system of manufacturing required new means of
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provision for apprentices, due to the fact that machines
were replacing highly skilled workers. This, in turn,
created urgency of production in order for industry to
recoup capital expenses incurred by machinery purchases.
This process omitted commensurate provision of apprentice
instruction (Rainsforth, 1990, p. 273). Commissioner
Robertson warned of a trend toward the disappearance of
apprenticeship; an obvious decline of popularity of
apprenticeship weas then evident in Europe, with a
predictable replication of this trend likely to occur in
Canada (Rainsforth, 1990, p. 273).

The Commission also noted that this was in part
due to “extreme divisions of labour for the mechanic, the
opportunities of ready employment for boys as unskilled
jabour at relatively high wages" (Rainsforth, 19890, p.
273). Equity for women in any of these three areas was a
moot point.

Training of the apprentice or working person was
then +the responsibility of industry, which appeared
willing to meet this responsibility due to stiff
competition which had the effect of eliminating the
careful fostering of the old craft apprenticeship
instruction.

A major finding of the Commission which had
implications for apprenticeship was that "apprenticeship
conld remain a viable method of training skilled workers

for industry, but needed to be under the control of some
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level of government in order to ensure quality training”
(Rainsforth, 1990, p- 168). The Commission’s
recommendations included that a dual system of
apprenticeship training be used, whereby schools were to
form a partnership with government in apprenticeship
training. This partnership would provide the necessary
technical and academic instruction in school, supplemented
with the requisite industrial training on the job site.
It was envisioned that such a partnership would produce a
well rounded worker.

Prior to entry into World War I, sometime between
1913 and 1914, personnel of Canada’s chief national
railway system, the Canadian National Railway (CNR), found
itself unable to fill its needs for skilled workers
through immigration (Rainsforth, 1990, p. 168) and turned
to pre-industrial revolution-style apprenticeship to meet
these needs. Circa 1914, the CNR instituted 1its
apprenticeship system when it provided this type of
training to apprentices in eleven trades, as follows:
machinist, boilermaker, blacksmith, moulder, pipe-fitter,
electrician, carpenter, tinsmith, painter, pattern-maker,
and upholsterer (williams, 1920, pp. 22-24). Those
railway apprentices from Alberta apprenticing in any of
these trades were required to travel to Winnipeg to
receive their technical training which included classes in
mathematics, physics and mechanical drawing. An

apprentice was indentured for a minimum of five years in
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each of the above-mentioned trades. For the last two
years of the indenture, apprentices from Alberta were
normally relocated to Wwinnipeg where they completed their
final training by attending night school, two nights a
week, in the two technical high schools in Winnipeg.

An observation made by Williams (1920) was that
the average boy from public school (Williams does not
include females) exhibited very few, if any, transferrable
skills that were applicable to the training of an
apprentice. Hence, this required the revision of further
education along the lines of any given trade with emphasis
on technical training (p. 23). Most boys who accepted
apprentice training with the CNR typically had not
completed high school.

By 1920, more than 120 males were apprenticing in
the Fort Rouge shops (Williams, 1923). Additional
apprenticeship programs were made available in Moncton for
the eastern province of New Brunswick. By 1925,
apprenticeship programs enroled 130 apprentices in this
CNR training site (Goguen, 1925, p. 8). The Moncton
trades programs utilized the contracted services for the
theoretical portion of the apprenticeship programs from
the International Correspondence Schools with specific
instruction design for each trade (Appleton, 1920, p. 25).

Until this point, the completed research on
apprenticeship programs indicated their status as being

incipient, rather than being fully actualized. 1In Canada,
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the apprenticeship programs of the early 20th century
inaugurated by its railways "evolved with the changing
technologies employed by these railways. These programs
have not expired but are currently operating throughout
the major repzir facilities in Canada" (Rainsforth, 1990,
p. 88).

In a research report titled A Descriptive Study of
the Evolution or Apprenticeship in Alberta, Rainsforth
(1990) holds that in 30 years, between 1905 and 1935,
there were a number of federal acts passed that provided
cost-shared funds to support vocational education. During
this period, however, there was no legislation enacted at
the provincial level which dealt with apprenticeship
training per se. Some of the provincial acts dealt with
qualification of tradesmen in specific trades, but none of
these acts addressed the process which one had to follow
to become an apprentice, nor the training one was to
receive as an apprentice leading to Jjourneyman
certification. These acts are reviewed in a subsequent
section of this report.

It was federal legislation, enacted in 1939, that
appeared to strike work equity balance between male and
female. The Youth Training Act of 1939 was aimed at the
training of unemployed youth by allocating $4.5 million
for training unemployed youth over a three-year period.

Unfortunately, as a result of the start of hostilities
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that led to the Second World War, The Youth Training Act

was never proclaimed.

When Canada became involved in World War II in
early 1940, manpower authorities soon discovered that
Canada was tragically short of skilled tradesmen and those
that were available had, in most instances, been trained
abroad. To meet this need, crash programs were put
together to train skilled workers.

The Dominion Government in 1942 enacted the

Vocational Training Coordination Act, which was permissive

legislation that provided federal funds to the provinces

to undertake apprenticeship traning as a public

responsibility. Under the terms of this Act, the federal

Minister of Labour, with the approval of Cabinet, could

enter into an agreement with a province to provide

vocational training for apprentices or supervisors in any
industry (Statutes of Canada, 1942, p. 180). The
rationale behind this policy was twofold:

1. From the war experience, Canadian authorities learned
that an industrial country must have a constant source
of skilled workers in order to be competitive; and,

2. At the cessation of hostilities, there would be a
massive influx of inappropriately trained workers into

the labour force.



An Overview of
the Apprenticeship System in Alberta

In 1944, as per the requirement of the Dominion
Apprenticeship Agreeaent, the Legislative Assembly of
Alberta enacted the Apprenticeship Act. Alberta 3joined
the federal government in a bilateral apprenticeship
agreement based on the concept of equal cost sharing.
This was to include salaries of instructors, materials and
supplies, and training allowances for apprentices in full-
time classes (Statutes of Canada, Ottawa, 1946, pp. 1l1l6-
117).

It is important to note the difference between an
"Apprenticeship Act” and an "Apprenticeship Agreement.”
In this instance, ocne is a provincially enacted piece of
legislation, while the other is an agreement between the
two levels of government on the funding of formal trade
training, respectively. The Apprenticeship Act in Alberta
was proclaimed in 1945. 1In January of the same year, the
Apprenticeship Board was appointed. And three months
later, in April, the first Director of Apprenticeship --
J.P. White -- was appointed. The Act provided for the
structure of the apprenticeship system which included the
Apprenticeship Board, Provincial Advisory Committees,
Local Advisory Committees and the Director of
Apprenticeship with support staff. This advisory system
was organized to provide the Minister of Labour with

recommendations about the general problems of



apprenticeship specific to the trade of the Advisory
Committe=. Local Advisory Committees worked with
provincial Advisory Committees to suggest policies to the
Provincial Apprenticeship Board.

Much of the initiative for the organization and
direction of the apprenticeship program in Alberta comes
from industry. In Alberta, apprenticeship is considered
to be industry-driven; employment must be a provision for
on-the-job training to occur, therefore industry serves as
an indispensable link in the apprenticeship chain.

Apprenticeship is a process through which men ard
women learn to become skilled trades people. Apprentice-
ship is paid employment, which is a sequence of work
experience supervised by a skilled "Journeyman" with
related classroom activities, technical training or theory
taught by instructors at institutes of technology,
provincial colleges, private vocational schools, or
industry.

Apprentices are indentured to an employer by
contract and they complete a series of Jjob assignments
that extend through every major area of the trade for
which they are training. To become indentured as an
apprentice, one must be employed and work under the
supervision of a "Journeyman.”

The length of the full apprenticeship program
varies from two to four years, depending on the trade,

with the majority of the programs lasting four years.



By December 31, 1945, nine construction trades and
the motor mechanic trade were designated with apprentices
registered with the Apprenticeship Board. By December 31,
1949, the number of designated trades had increased to 13
with 1,869 registered apprentices; and ten years later,
the figures had increased to 19 and 4,789, respectively.
Apprenticeship statistics depict the continual increase in
the number of designated trades and the number of
registered apprentices: 1in 1969, 32 designated trades and
9,239 active apprentices registered; in 1979, 39
designated trades and 22,525 registered apprentices; and
in 1989, 52 designated trades and 20,952 registered
apprentices -- a decrease from the previous ten-year
period. (statistics for the number of trades designated
between 1945 and 1989 are illustrated in Graph 1, p. 36).

For a variety of reasons, a number of registered
apprentices elect to leave the program early and
discontinue their training. Individuals who follow this
route are recorded as a cancellation. Unfortunately,
cancellations for 1949 were lost in a fire which occurred
in 1963 when other records of the Branch were also
destroyed. Statistics comprising the number of apprentices
who elected to cancel their contracts for the years 1959,
1969, 1979 and 1989 were 863 (18%), 912 (10%), 2,385 (11%)

and 2,951 (14%), respectively (see Graph 2, p. 37).
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Other Legisi... =

This overview of th2 apprenticeship system in
alberta would not be comp.i:te without some reference to
other provincial legislation which had a direct
relationship to apprenticeship training. These were the
rradesmen’s Qualification Act (1935), the Welding Act
(19413, the Manpower Development Act (1976), the

Apprenticeship Training and Certification Act (1985), and

the Apprenticeship and Industry Training Act (1991).

The Tradesmen’s Qualification Act (IQA) was passed

in 1935. This Act named certain trades where "compulsory
certification" would apply and it made provision for other
trades to be designated upon petition from industry. The
Act also provided to the Lieutenant Governor in Council
authority with respect to administering examinations and
issuing certificates in designated trades. The Act made
no provision for training apprentices.

The Welding BAct (1941), comprised of similar
legislation as the IOA, applied specifically to the
welding industry. 1In addition, this legislation also made
provisions for specifying standards for welding equipment
and the appointment of inspectors.

The Apprenticeship Act, passed in 1944, made
provision for the registration and training of
apprentices. An industry advisory committee structure was
established consisting of local and provincial advisory

committees for each trade. Both the local and provincial
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advisory committees reported to the Provincial
Apprenticeship Board which consisted of representatives
from industry who were appointed by the Lieutenant
Gevernor in Council. The Provincial Apprenticeship Board
regulated the apprenticeship program and advised the
Minister of Trade and Industry on all matters related to
apprenticeship. The Act called for the appointment of a
Director of Apprenticeship and other support personnel to
carry out the provisions of the Act. This Act provided
the first formal definition found in provincial
legislation for the term "apprentice.”

The Apprenticeship and Tradesmen’s Qualification
Branch administered all three of the Acts just mentioned
as though they were a single piece of legislation.

In 1975, the Department of Manpower and Labour was
restructured and a Manpower Division was created which
included the Apprenticeship Branch (Apprenticeship
Training and Qualifications Branch Annual Report, 1974, p.
2). As a result, portfolios were realigned and the
Minister of Manpower and Labour was moved to the
Department of Advanced Education and Manpower,
transferring the Manpower Division to that department.

On March 7, 1973, the Minister of Labour announced
to the members of the Legislature that the Apprenticeship
Act, the related ZIradesmen’s Qualification Act and the
Welding Act would be opened up to bring new legislation in

the spring of 1974 (Alberta Hansard, 1973). With this
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announcement it was also indicated that briefs from the
public would be received and, in addition, that public
hearings would be conducted. As a result of the briefs
presented to the Minister, a consolidation of the three
laws was achieved through the enactment of the Manpower
Development Act (MDA). This Act was proclaimed on
November 1, 1976.

Under section 4 of the MDA, the Apprenticeship and
Trade Certification Branch was designated to administer
the Act. The structure of the apprenticeship system

underwent the following modifications:

FROM TO

Apprenticeship Branch Apprenticeship and Trade Certification Branch
Director of Apprenticeship (DA) Executive Director of Apprenticeship

- civil servant - civil servant
Apprenticeship Board (DA) Alberta Apprenticeship and Trade Certification
Chair - civil servant Board: Chair - non-civil servant
Provincial Advisory Committee Provincial Apprenticeship Committee

- each trade - each trade
Local Advisory Committee Local Apprenticeship Committee

- each trade - each trade
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It is important to distinguish between the
"Apprenticz2ship and Trade Certification Board," which
recommends ! policy in the capacity of an advisory group to
the Minister, and the "Apprenticeship and Trade
Certification Branch,"” the administrative crganization for
apprenticeship training responsible to the Assistant
Deputy Minister who was responsible for Manpower Services
Division.

Under the terms of the MDA (1976), an apprentiice
is defined as a person at least 16 years of age who
"enters into a contract of apprenticeship 1n accordance
with Part 3 under which he is to receive from or through
his employer instruction and continuous employment based
on the amount of work in a designated trade"” (Section 1
{ifal} . {ii}). Of the 52 designated trades in Alberta,
formal training is available in all trades but the trades
of Water Well Driller, Tile Setter, Plasterer, Elevator
Constructor, and Projectionist {see Appendix B, p. 246,
for a list of names of all designated trades).

From the above definitions, three important points
emerge: first, apprenticeship requires a contract between
the employer and the apprentice, which suggests a closer
relationship than that found in the usual
employer/employee arrangement (see Appendix A, p. 226, for
a sample contract of apprenticeship); second, the employer

is responsible for instructing the apprentice: and third,.
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the term "designated trade" is applicable when a trade is
formally recognized through Ministerial or Cabinet Order.

Tn Alberta, there are two types of trades:

Qual .c~vion  trades, trades which have voluntary
certii - .ion: and proficiency trades, trades which have
compulsory certification. In the case of proficiency

trades, public safety is a major concern (see Appendix B,
p. 250, for a listing of both trades).

A review of the MDA was initiated by personnel of
the Apprenticeship and Trade Certification Branch in 1984
in order to meet the mandate of the government, that is,
to provide clear, precise and simplified legislation. The
objective of the review was to remove administrative
details and to clarify the intent of the Act. The review
concluded with the introduction of Bill 35, Apprenticeship

and Trade Certification Act to the Legislative Assembly.

Bill 35 received Royal Assent in 1985. Prior to being
proclaimed, submissions were received from members of
industry who were requested to provide input. It was
evident from a consensus on these submissions that the
philosophy of the legislation should be reviewed prior to
proclamation. Consequently, Bill 35 was not proclaimed
and, in 1987, the Apprenticeship and Industry Training
Review Committee was established by the Minister of Career
Development and Employment to conduct public hearings.

The Review Committee, created in April 15, 1987,

by the Minister of Career Development and Employment,
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consisied of six members from the Apprenticeship and Trade
Certification Board under the Chairmanship of J.D. Ritter.
This Committee was given the mandate "to examine the
current state of training and certification of the skilled
work force in Alberta and to identify needs and direction

for the future" (Final Report, Apprenticeship and Industry

Training Review Committee, 1988, p. 11). The Minister
apnounced on June 26, 1987, that he had appointed a 12-
member Advisory Panel to the Review Committee. Members on
the Advisory Panel were to "examine the Review Committee’s
findings and to advise it on any reviewed matters” (Final

Report, Bpprenticeship and Industry Training Review

Committee, 1988, p. 12).

The Committee received information from the public
through written submissions (243) and oral submissions
(121) which were heard in nine locations throughout the
province. On February 22, 1988, the Committee submitted
its final report to the Minister of Career Development and
Employment, wherein the Committee made 25 recommendations
some of which were considered to be controversial. In
turn, the Minister requested that the Advisory Panel

review the Final Report and provide him with comments

(Apprenticeship and Industry Training Review: Comments of

the Advisory Panel on the Review Committee Final Report,
1988, p. 1). Of the 25 Review Committee recommendations,
the Advisory Panel unanimously supported 19. The Panel

made minor amendments to the wording of two other
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recommendations to strengthem them. As for the remaining
four recommendations ~-- compulsory participation in
apprenticeship train:ag; certification; cross crafting;
compositions of the Apprenticeship and Trade Certification
Board -- the Panel dissented.

Prior to issuing a discussion paper in June of
1990, “The Training and Certification of Alberta’s skilled
work Force," the Minister of Career Development and
Employment circulated a document on the "Principles of
Proposed Legislation Governing Apprenticeship and
Occupational Training” to those who made presentations to
the Review Committee. Accompanying the discussion paper
was a proposal for an Industry Training Act, as well as a
message from the Minister which stated, "The proposed
legislation  provides a framework  with sufficient
flexibility to accommodate both present and future
training needs of Albertans” (Discussion Paper, 1990,
pp- 1-2). The Minister continued by saying, "Following
the review and revision from comments received, we had
hoped to present to the Legislative Assembly in the Spring
of 1991 a piece of legislation which would provide a
clear, comprehending and contemporary framework for the
training and certification of Alberta’s skilled work
force" (p. 2).

As previously mentioned, the contentious issues
surfaced relative to the proposed Industry Iraining Act.

Among these issues were the abolition of compulsory
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apprenticeship training in 33 trades. Those involved 1in
these trades felt that safety would be compromised and the
apprenticeship system for these trades scrapped. The Act

was revised and retitled Bill 11 - 1he &Apprenticeship and

Industry Training Act, which, at the time of this writing,

was waiting to be proclaimed.

Interprovincial Standards Program (Red Seal)

The Interprovincial Standards Program is a program
designed to increase the mobility of "journeymen” in the
construction, maintenance, repair and service trades that
make up the occupational structure of the nation’s labour
force. To increase the occupational mobility of skilled
workers to move from one region of Canada to another, the
provinces and territories, in cooperation with the federal
government, established the Interprovincial Standards
Examination Program in 1958. The purpose of this program
was to establish uniform apprenticeship standards and

examinations for most certifiable trades (A Passport fo

Cy

obs in Your Trade: The Interprovincial Standards

|

Program, n.d.).

Journeymen who gain interprovincial status through
the program by passing the Interprovincial Standard
Examination for their respective trades, have a
distinctive numbered "Red Seal"” attached to their
provincial or territorial certificate, as well as their

pocket identification card. The first trade to be
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designated in Alberta under this national program was that
of Motor Mechanic, receiving such status on :Tsnuary 1,
1959. The most recent trade fo receive the Red Seal
designation was that of Beautician in 1988. At the
writing of this report, there were 52 apprenticeship
trades in Alberta, 23 of which were designated as Red Seal
trades (see Appendix D, p. 252, for a complete listing of
the 22 Red Seal trades).

In 1989, members of the Interprovincial ttandards,
Coordination Committee -Directors of Apprenticeship from
across Canada, and a representative from Employment and
Immigration Canada made thc decision to change the name of
the Committee to the Canadian Council of Directors of
Apprenticeship; “"this new name better reilects the
membership of the committee" (Canadian Council of

Directors of Apprenticeship, Newsletter, n.d.).

Disadvantage and Apprenticeship Training

In 1981/82, personnel of the Apprenticeship Branch
sitablished a Special Field Unit designed to serve Native,
Handicapped and Incarcerated people (Alberta Advanced
Education and Manpower, 1982, Annual Report, 1981-82, p.
13). This Unit had province-wide responsibility to
provide apprenticeship and trade services for the
above-mentioned designated groups. The Special Field Unit
operated out of the Edmonton office (Alberta Manpower,

1985, Annual Report. 1984-1985, p. 19). These groups were
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designated by the federal government as requiring special
needs if traditional imbalances in the workforce were to
be corrected. Interest in this Unit continued through
1982: statistics released for <hat year record 75 new
apprentices registered with th¢ Special Field . :it
(Apprenticeship and Trade Certification Branc. ~nnual
Statistical Review, 1982, p. 13).

At some point during the 1985/86 reporting year.
the Special Field Unit was renamed Programs for the
Disadvantaged; this branch of the Apprenticeship and Trade
Certification continued to identify, develop  and
coordinate programs for training and certiification 1in
designated trades for disadvantagedd persons. A
disadvantaged person included "any person who, through
financial circumstances or geographic residential
location, is unable to gain employment as an apprentice or
gain certification to a journeyman in the work force; the
incarcerated; parolees; and the disabled” (Alberta
Manpower, 1986, Annual Report,, 1985-1986. p. 17).

In the 1987/88 fiscal year, the Programs for the
Disadvantaged Branch was restructured and renamed the
Access Initiatives Branch. When the Branch had first been
formed as the Special Field Unit in 1981, the Unit had
initial responsibilities for training needs among Native,
handicapped, and incarcerated persons. A lack of focus
proved problematic for service delivery. and this did not

improve when women were added to the mandate after
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restructuring and a name change to the Access Initiatives
Branch took place (Rlberta Career Development and

Employment, 1988, Eiscal Year 1987/1988, p. 20). 1In the

case of women, as well as the disabled, Natives, visible
minorities and immigrants, the Branch was to "address
barriers external to the apprenticeship system which
prevented [their] full participation in the trades" (p.
18). The Annual Report shows that the Access Initiative
Branch provided examination assistance to 467 individuals
with special needs.

In 1988-89, the Branch focused on helping to
reduce barriers which made it difficult for disadvantaged
individuals to gain access to fully participate in the
designated trades. To increase awareness of this program
among employers, copies of the brochure "Investing in
People on the Job" were mailed to over 50,000 employers in
the province (Alberta Career Development and Employment,

1989, Annual Report. Fiscal Year 1988-1989, p. 10).

Employment statistics for 1988-89 show that of the 19,631
apprentices registered, 1,860 were female. This
represented less than 10% of the workforce 1in most
trades. The majority of the women were registered
apprentices in traditional trades for women: Barber (63);

Beautician (1,110): Cook (263); and Partsman (99) (Alberta

Career Development and Employment, Annual Report, Fiscal

Year 1988-1989, 1989, pp. 46-47). In addition to these

trades, women were also registered as apprentices in the
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following trades: Barber, Landscape Gardener, Printing,
and Graphic Artist.

Registration numbers for 1989 show 21,000
apprentices employed. Female apprentice representation,
according to Alberta Career Development and Employment
(1989) statistics, <comprised 238 female registered
apprentices, 1.133% of the total number registered. (The
total female registration figure and 1its overall
percentage equivalent excludes those trades historically
designated as “traditional"” to women. These trades
include Baker, Beautician, Cook, Landscape Gardener,

Printing, and Graphic Artist.)

In a 1990 Summary Report by Alberta Apprenticeship
and Trade Certification, the same overall number of female
apprentices in the nor-traditional trades showed a
registration of 277 women. In three years, a total of 39
more women chose the non-traditional apprenticeable trades
as a career.

One factor in accounting for the increasing number
nf successes for the Access Initiatives Branch for this
marginal population may be its stated gocals, which
include

1. Addressing the Dbarriers which currently

-revent individuals from acquiring employment

in the trades;

2. .’romoting awareness of the trades as a career
choice to those groups of individuals
currently not participating in the trades;

3., Developing bridging programs to facilitate
access to the trades;
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4. providing workshops to career advisors on
trades and technologies as well as on
designated groups; and,

5. Identifying and responding to the problems of
apprentices who have special needs. (Bell,
1990, p. 17)

Apprenticeship Goals as Enhancers
to Women’'s Trades Entry

Within the goals of the Alberta Apprenticeship and

= Certification Board are three main areas of
initiative that appear to create bridging possibilities
for women seeking equitable work in the trades. The goals
encompass standardization of training and certification
through the Interprovincial Standards Program (Red Seal
Program) now known as the Canadian Council of Directors of
Apprenticeship, cross and inter-provincial communications
networks through the Western Canada Alliance of
Apprenticeship Board Chairmen, and cost-effective training
alternatives bridging provincial, interprovincial and
international levels (Bell, 1990, p. 18).

The "Red Seal Program” had as its historical roots
the goal to increases :nterprovincial mobility among
journeymen. This program extended the ability of the
majority of certified journeymen to compete in "23 trades
in the naticnal labour market" {(mell, 1990, p. 18). Women
as "Jjeurneymen” would have equitable access to this
process and the mobility which it afforded.

Through  the “Western Canadian BAlliance of

tpprenticeship Board Chairmen," regional matters were



targeted for discussion and communications. Its chief
goals, which include improving interprovincial cooperation
and making recommendations to provincial and federal
governments, allowing women apprentices considerations
from within the structural tenets and its implied policies
in pursuit of those goals, were as follows:

1. Standardizing training and course curriculum

to improve the mobiiity of apprentices;

2. Centralizing low enrolment programs to ensure
their viability and accessibility;
3. Ssharing of training programs and facilities;

and,

4. Developing new training methodologies.

(B21l, 1990, p. 18)

Due to an acute shortage of skilled workers
impacting the economic growth in many regions of Canada,
Bell infers that such non-traditional trades areas as
forestry, oil, and the petrochemical sectors naturally
create demands for increased male and female participation
of apprentices. Toward their support, two other

provincial programs e¢volved to address potential skill

shortages. They are +the Apprenticeship Work Experience

Program and the Apprenticeship Awareness and Promotions

Program.

The former creates training positions within
government deparcments where skill chortages are
anticipated and provides supervised employment through on-
the-job training. Technical training is given apprentices
through provincial non-university post-secondary

institutions; successful completion of this program leads



to status as a qualified journeyman with potential and
future employment possibilities in the private sectors.

The Apprenticeship Awareness and Work Promotions

Program evidently buttressed the Initiatives Branch’s
initial goals -- an increase in its target population,
which includes women over the two-year span of 1991 and
1992. As of this writing, this was accomplished through
visual and print media promotion campaigns with a
complementary focus aimed at employers. A combined cost
of $3.3 mi'lion was budgeted for these programs. An
anticipated increase of 100 new apprentice positions per
annum was the expected outcome, and the operant goal was
“the desire to utilize apprenticeship training as an
appropriate means tO upgrade the skill level of the

Alberta workforce" (Bell, 1990, p. 19).

Barriers Encountered by Women Choosing
Non-traditional Work

1t will be recalled from the Methodology section
of Chapter I that an electronic search was made of the
ERIC Data Base using a number of descriptors. The result
of that search was 52 hits. After analyzing the abstract
for each, it was found that 24 of the 52 had a close
relationship to the current study.

In addition, a manual search was made of the
indices which are normally used to report the findings of

educational research. The purpose of conducting these

52



searches was to identify from the literature the barriers
encountered by women who prepared for a non-traditional
trade.

The review of the literature which examines
women, their choices of work, and barriers encountered by
them, uncovers pervasive factors embedded in the socio-
culture definitions which at once define women by gender
and simultaneously thereby erect barriers. The literature
presupposed a cross-disciplinary examination of theories
which most clearly provided conceptual frameworks within
which distinct outcomes could be seen, while at the same
time demarcating distinct societal areas which give rise
to barriers women encounter when seeking non-traditional
work.

The theories espoused by such disciplines as
adult education and feminist epistemology provided the
author with explanations that included the widest and best
possibilities of explanations for and analysis of
barriers. Webster’s Dictionary of the English Language
(1987) defines epistemology as the branch of philosophy
dealing with the study of the nature of knowledge, 1its
origin, foundations, limits and validity. It is derived
from the Greek language, meaning knowledge (p. 318).

Hence, this review of the literature did uncover
reasons for the existence of barriers encountered by women
whose choice of work is defined as non-traditional, the

nature and origins of these Dbarriers, the social
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foundations that spawn and reinforce their existence, and
the limitations which these barriers create for wecmen as
well as for men.

critis (1969), examining adult developmental
theories of human behaviour, viewed vocational job choice
as determined by motivation, aptitude, attitudes,
personality and social pressure (pp. 16, 325)

Osipow (1973) saw the explanation of how people
select and adapt to their occupations as linked to
attributes of a person’s motivational system, behavior,
and attitudes, as well as traits which included Jjob-
related skills and interests that do not vary greatly over
time. The assumption can be made that vocational choice
and satisfaction are determined by the correspondence
between a person’s traits and the requirements of the Jjob
(pp. 124-257).

Holland (1973) saw a person’s vocational interests
as a representative extension of his or her personality.
He viewed occupations according to the interpersonal
settings in which they are carried out, as well as their
associated life styles (pp. 11-13). The preceding were
deemed as being aside from their performance requirements
alone.

For women, as with men, the socialization
processes and their effects begin early in their lives
(see Maccoby & Jackli, 1974, pp. 303-307; schaie & Parham,

1976, pp. 146-157). This factor may present a major
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reason for a woman’s inability to fully archieve her
vocational identity due to actual social barr ¢ and her
embrace of an introjected traditional feminine role. Yet,
as adults who are exposed to experiences which can shape
and reshape their identities, many adults do not rigidly
adhere to traditional sex roles. This trend appears to be
increasing with the attention being given to the need for
individuals to seek alternatives.

Studies examining variations 1in career choices by
women who became defined as "pioneers” (Nagely, 1971, pp.
331-341) found that career commitments were greater among
women in male-dominated occupations than those in the more
traditional fields, and achievement motivation was the
high=st ranked reason by them for Jjob choice. Nagely
(1971) and Kriger (1972), conducting studies to determine
variations among women in career and family patterns,
found women’s choices of a traditional or piloneering
career to be a reflection of their identity, and a source
of continued influence as these women faced life events 1in
the personal and social aspects of experiences. By
choosing pioneering careers, they became distinct from
other women while better positioning themselves to realize
their vocational aspirations.

At the same time, the career "pioneering” woman
appears to fulfil one of the two central developmental
tasks of adulthood as seen by Erikson (1963); besides

achieving intimacy through traditionally ascribed domestic
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occupations and child caring, she also becomes generative,
through such activity as creative, productive work 1in
one’s own right as well as oun behalf of others (Rich,

1977, p.i). Nevertheless, according to other researchers,
women in traditional occupations are also seen to achieve
these same developmental phases.
Contributing author Rich’s (1977) introduction to
Working It Qut states that:
The choice of more and more women to earn an

independent livelihood, pursue a career, Or
develop a work of their own is partly a result

of technological and political changes:
effective contraception, a longer life span,
higher education. (p. 1)

The author also chronicles that the decades’ "phenomenon”
of women actively and urgently claiming the right to do
significant work has thereby raised the even larger issue
of the place of meaningful work in adult life for all--
men, as well as women. "Women have always worked.
Throughout the world and down the years, they have worked
because they had to. There is nothing new 1in women
working” (p. 1).

The Director of Education for Northern Telecom
canada Limited, Claudette MacKay-Lassonde (Exetasis, 1989)
contends that women need not only shed the "non-
traditional role" or label of technical and trades work,
but that their attraction to them should be of paramount
importance. Their work involvement and participation in a
highly competitive global market environment means

economic survival (p. 2).



Social-cultural Obstacles and Women's Work

Huyck and Hoyer (1982) delineate the
differentiation of people through the system of social
stratification. In the Western post-industrial countries
such as Canada and the United States, status within the
stratification system determines one’s rights and
responsibilities relative %o other people. This method of
differentiation of people is based on such characteristics
as biological attributes of sex, ethnicity and age, and
within these classifications, a hierarchy 1s established,
which leads to:

Shared beliefs about characteristics assoclated
with individuals in a particular social group
regarded as stereotypes, which while they may
accurately reflect unique characteristics of
groups of people, may reflect the allocations of
rewards and roles of a status system which often
form the basis of discrimination, and
discrimination is a systematic denial of
opportunities or rewards on the basis of some
ascribed characteristiz. These may be blatant
or subtle in nature, and focus on sex, race, and
age. (Huyck & Hoyer, 1982, p. 42)

Social systems, such as those found in Canada and
the United States, value ideologies that provide social
rewards based on achievement, rather than on ascription.
Yet, "ample evidence of sexism, racism, and ageism” (Huyck
& Hoyer, 1982, p. 42) abounds 1in these contemporary
socleties.

It may be useful at this juncture to examine some

contemporary designations or definitions of gender and sex

roles as examined by sociologists and anthropologists.
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According to Money and Ehrhardt (1972, in Huyck & Hoyer) ,
it has been shown in several cases that it 1s very
difficult to reverse gender identity by age two.
Generally, basic gender identity agrees with the sex of
assignment and rearing, or, as assigned by parents at
birth. Kohlberg (1966) additionally indicacted that gender
identity is a stable self-attribute by age six or seven.

The term "sex role” has more diverse usage
(Angrist, 1969, pp. 215-232). Anthropological use of the
definition describes the positions which men and women do
occupy and are expected to occupy socially.
Sociologically, the definition describes sex—-linked
expectations that women and men use to relate to each
other. The psychological model examines the contrasts
petween women and men through such characteristics as
found in behaviour, personality, preferences, intellect
and abilities. Social sciences and its adherents, it
appears, hold that evidence supports that sex is used as a
stratification system.

Feminist epistemology interprets sex differences

examined thus far as oppressive to women and their

positions in the social matrix. According to Freeman
(1979) as well as Williams (1977), sex differences are
assumed to reflect learned behavior, not innate

differences, and the ideal society is considered one in
which power, authority, and wealth are not disproportional

under male control.
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Contrasted with these two ideologies are those of
the radicals who see sexism as the most fundamental and
most unfortunate form of inequality in any society (see
Firestone, 1970; Gornick & Moran, 1971; Huyck & Hoyer,
1982, p. 50), and other socialist feminists who place more
emphasis on the interaction of social class and gender as
they shape male and female experiences. For these
researchers, the ideal society’s structure might be both
classless and genderless. Furthermore, Jaggar and Struhl
(1978), as well as Baude (1978) 1looked at possible
soclalist models of sex differences sustained by the forms
of family and work life found in capitalist., private-
wealth societies. The model s assumption included women
more or less enslaved by their labor as unpaid housewives
and mothers; this left men free to control wage, labor and
wealth.

That social structure affects allocation of
rewards by sex roles was further studied by Youssef and
Hartley (1979). Their studies found a direct link between
the equality of women and men as a reflection of economic
development. safilios-Rothschild (1971) looked at
different developmental levels of various countries. and
concluded:

a) in countries at medium levels of economic
development women are provided the greatest
opportunity to work, to work after marriage,

~and to enroll in college; and,

b) in the least advanced economies women have

the greatest opportunities to compete with
men 1in professional employment . . . women
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[here] are often an impressive proportion of
all professional worksrs. (pp. 96-113)

According to still other studies of highly
competitive industrial systems, "in which major sources of
power and prestige are derived from achievement-based
attributes, women have been denied equal access in the
competition for highest educational, occupational and
jncome opportunities" (Huyck & Hoyer, 1982, p. 51).

Hammer (in Kembell, 1981) states that we do live
in a culture of rigid separation of conditioning for women
and men (p. 115). Where do the roots of rigidity and
separation originate? Huyck and Hoyer (1982) point to
possible answers in their delineation of social policies
regarding sex differences and sex status systems. Of the
three main perspectives that guide these policies--
pluralism, assimilationism, and hybrid theories, it 1is
whichever one is followed that determines an individual ‘s,
group’s, or society’s mode of intervention also (p. 52).

Morgan (in Huyck & Hoyer, 1973) holds that the
pluralistic ideology that  stresses separation and
differentiation of the sexes is the desired state whereby
“man” is the chief and "woman" his natural helper. Two
central consequences derive from this thinking and impact
the occupational realm: "(a) it supports sex-typing of
work (minimizing strenuous efforts tc integrate alrcady
sex-typed fields):; and, (b) when men and women do fill the
same position, they will have a characteristically

masculine or feminine style” (p. 52).
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Spiro (1979) explains that pluralism is "based on
conservative biological or socio-cultural explanations of
human behavior, supported by evidence that sex-role
divisions tend to persist even when conscious ideology and
social structure blur the differences” (p. 107). Critics
of this philosophy argue that “"different” 1is always
unequal, resulting in preferential valuing and rewarding
of one set of characteristics over another.

Assimilationists focus their thinking on "helping
the ‘lesser’ group become more like the dominant”™ group,
and are known to use the refrain "why can’t a woman be
more like a man?" This view urges women to prepare for
"masculine" work patterns, winning success by developing
such masculine characteristics as rationality, emotional
control, competitive assertiveness, and overcoming
feminine "deficiencies" such as emotionality and intuitive
thinking. Career success commensurately will then be
assessed them "by how nearly it approximates masculine
achievement" (Huyck & Hoyer, 1982, p. 53). This ideology
makes the assumption that "women can become very much like
men and that only by doing so will they have access to the
same rewards as men, such as adequate income and self-
esteem in later life" (Huyck & Hoyer, 1982, p. 53).
williams (1977), however, views this argument as seriously
devaluing "feminine" gqualities with the consequence of

losing socially desirable characteristics embedded in
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female sex roles and upsetting a vital balance in the home
and the workplace (pp. 23-24).

Lipman-Blumen and Bernard (1979) infer that the
hybrid ideology stresses androgyny, or the flexible
combination of toth masculine and feminine
characteristics. Ka=zchall (in Kembell, 1981) defines this
term as being operant within a person who 1s an
integrated, whole human being with the ability to respond
in terms of the demands of a situation and one’s own
needs, rather than respond to prescription and
proscription (p. 254) . Kaschak further describes
androgynous persons as having the ability to be both
active and passive, independent and dependent, and
emotional as well as intellectual. According to Kaschak:

[The androgynous woman] is an individual
absolutely not a caricature of a member of her
own or the "opposite” sex, but a new synthesis;
an individual free to choose and change roles,
an individual not confined by arbitrary
psychological restraints. Such a person can
only function in an environment that affords an
equal opportunity to all people; one that does
not assign tasks, roles, and lifestyles on the
basis of the kind of genitals, colour of skin,
etc. (p. 254)

Huyck and Hoyer (1981) add that:

Those who favor this ideology, regard it as the

only viable solution to current sex status

ipequalities, stressing that both men and women

will have to change if either changes, change

being necessary and inevitable because current

costs of differentiation are excessive. (p. 54)
Given the explosion of feminist scholarship across

the disciplines, editors Malson, O’Barr, Westphal-Whil and

wyer (1989) underwrite and further this ideology by
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reviewing pervious ones as "rooted 1in androcentric bias
where the dichotomy once held between sex and gender
[provided] major insight that “gender’ 1is a social
construct which has now become problematic” (p. 4). These
authors promulgate the epistemology that by “"engagin
contradictions [of traditional categories and analysis]
we can pursue a logic of concrete demanc for women in th
sphere of policy making, while rejecting essentialist
thinking that would see women’s interests as both
homogeneous and fixed at the same time" (p. 9). Adds
Alcoff (1989), irn defence of androgyny within the feminine
epistemology:
With regard to the pros and cons of social
policies, [and women’s needs], 1if needs are
identifiable they can therefore be used as a
yardstick in evaluating social policies. The
reality is, however, that needs are terribly

difficult to identify, since most, if not all.
theories of need rely on some naturalist

conception of human agent -- an agent who either
~an consciously identify and state all of her or
~1s needs or whose "real" needs can be

ascertained by some external process of
analysis. (p. 316)

The question of androgyny and "behaviors that mark
masculinity and femininity are socially constructed and
are neither innate nor determined by biological
substratum" (Malson et al., 1989, p. 4), that is, they
remain current and generate sustained research inquiries.
Epistemological theories of the 1980s are therefore posing
questions among feminists and looking at their own

"assumptions embedded in their own and most embedded

productive insights" (Malson et al., 1989, p. 4).
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Detractors of the hybrid ideology pronounce their
positions from a pragmatic and moral stance, which holds
that "such blending won’t work because it requires
unrealistically rapid, intimately personal changes; or
that it shouldn’t work because it violates the ‘natural
plan’ evolved over the centuries” (Huyck & Hoyer, 1982, p.
54).

Whatever perspective is chosen from the many
available to this writer, one prominent fact remains:
whether the perspective selected is one representative of
radical feminists or the most conservative of social
thinkers, agreement is almost universal that women face
particular difficulties and barriers to employment 1in
almost every field of endeavour, including the non-

traditional trades.

A Survey of Women in the Work

—d, XN=lloll Sls Sl

Place: <Their Realities

Kanter (1977) outlines three  possibilities
encountered by women working in the work cultures where
men control the culture (Kanter’s study applied to women
in trades and technologies where women were in the ratio
of 85 to 15):

(1) women are highly conspicuous; (2) their
presence exaggerates men’s awareness of what
they have in common; and, (3) women are treated
as symbols of womanhood rather than as
individuals. The resultant problem 1is a
structural problem brought about by token
numbers, which produces doubts about one’s
perception. (Kanter, 1977, p. 4)



It would appear that the academic foment and
endeavours of the past two decades focusing on "gender"
theories and on their implications for social policies
have not brought about healthy balances and outcomes.
According to the plethora of research to further study
realities and practices as they pertain to work chosen by
woman, the conclusions drawn in the last decade seem
indisposed to reveal any indicators favouring "their sex."

Examined from a human rights perspective during a
ground-breaking Conference for Women in the Trades, Day
(1988) cites the following:

what we have learned in the last twenty years is
that discrimination against women is systemic.
It is widespread, persistent, and entrenched in
the ordinary operations of all the institutions
of our society. Centuries of discrimination
against women have made it normal. If an
institution does nothing to root out the
discrimination that 1is entrenched in its
operations, it will, in the normal course of
things, discriminate against women. No employer
has to work at discrimination against women. It
comes naturally. (in Braundy, 1988, p. 137)

Barriers for women, according to Iona Campagnolo’s
Key Note Speech to the Edmonton YWCA Conference for Women
in Management (1989), designated the 1980s to be "a most
bizzare and unsettling moment in history of the evolution
toward equality of Canadian Women" (p. 1). Quoting
Gilbert and Chesterton (1874-1936), the focus becomes a
bit clearer as to the origins of the systemic
discrimination women encounter:

Tradition means giving the vote to that most

obscure of all classes, our ancestors: It 1is
the Democracy of the Dead! Tradition refuses to



submit to the small and arrogant oligarchy of

those of us who are merely walking around. (see

campagnolo, 1989, p. 3)
As a female “pioneer” and politician during the two
decades previous to 1980, campagnola also sees the very
motion of social “change" to be "a primary enemy" and one
+hat would resist the process of growing, especially s it
applies to women’s pattle for equal rights, thereby
threatening to undo the gains that have been won and

reinstate the barriers to progress that once existed.

As the economy tightens up and there are fewer
good Jjobs in media [for examplel], women are

losing ground rapidly in the . . . warfare cf
the language of equality, and the number of
women employed becomes less. . . . the male

voice is now once again heard more loudly and
more impatiently in the land. There are strong
forces at work attempting to reassign women to
}?? status of permanent dependents of men. (p.

This last hurdle presented applies as well to
either full-time and equity weges for work chosen by
women, as it does to the issue of abortion.

In 1973, at the time of the United Nations
Declaration on the Elimination of Discrimination against
women, women constituted half of the total population of
the world: women were obviously not a minority group
numerically. It was during that meeting of all State
Members of the United Nations that a commitment to the
goal of equal rights for all men and women, respect for
all, human rights, and fundamental freedoms without

distinction to race, sex, language, or religion was made

(United Nations, 1973, p. iii). Nonetheless,
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discriminatory  practices  exist in connection with
appointments, promotion, conditions for career services,
retirement, and pension rights (p. 7). Women tended to
obtain only secondary positions 1in most governments or
administrations.

Employment opportunities for women are dJreatly
affected by the economic situation of any country. During
times of widespread unempleyment and underemployment,
women usually find it especially hard to obtain work 1in
competition with men. Discrimination against women 1n
these cases 1is generally based on the assumption that
women do not need to work as much as men, an assumption
that repeatedly has been proven false in most countries
(United Nations, 1973, p. 2C,

Peitchinis et al., (1989) elaborates on three
motivations activating occupational and employment

discrimination, as described in Becher’'s The Economics of

Discrimination. Taken together, they may overwhelm the
argument for the basis of barriers encountered by women
entering non-traditional workplaces: separately, by
virtue of their existence, they may contribute implicitly
to barriers women find upon entering the trade

occupations.

Discriminatory motivation of prejudice, tradition,

and economic advantage are key systemic ways in which
segregation can occur.

Discrimination based on prejudice 1is of a
personal nature whereby an employer does not



wish to employ women or men do not wish to work
with women, or customers do not wish to be
attended by women. They hold negative
judgemenits  about  women, which cannot Dbe
supported by competent evidence, but which are
valid in their own minds. (Peitchinis, 1989, p.
24)
In Ontario, the Ministry of the Apprenticeship
Branch and the Apprenticeship Committee of Local 27 of the
United Brotherhood of Carpenters and Joiners, are aware of
"young people, in general, and women in particular [being]
discouraged from entering the construction industry as
skilled workers" (ontario Ministry of Skills Development,

skills Letter, 1990, p. 12). In order to promote

enlightenment and challenge assumptions, this provincial

Apprenticeship Branch approaches prejudicial
discrimination toward women “from a straightforward
economic standpoint . . . [which means that] if employers

den’t change their hiring practices, they will not be able
to compete” (p. 12).

Braid (1989) and Breundy (1988) elaborate cn the
prejudicial level of discrimination by focusing on such
trades as Boilermakers, where a female apprentice, taking
her first year of school, found:

Other students particularly hostile towards her
and exhibiting this hostility by swearing at her
excluding her from any work activity .
ropping things from heights while she was
working below, [stealing] her test pieces, and
eventually vandalizing her car. The teacher did
nothing about it, [and finally the female
apprentice] called in the  RCMP, campus
authorities took action. . . . the class was
told they would «ll be thrown out if anything
happened. (Braid, 1989, p. 26).
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A generalized view of prejudice can be discerned
by keynote speakers of the National Women in Trades and
Technclogy and Employment Equity Conference held 1in
British Columbia in 1988: "It is positively amazing how
different women in different trades and technologies 1in
widespread parts of Canada tell strikingly similar stories

[allowing] a portrait of the kinds of women who do
this work to emerge” (Braundy, 1988, p. 1).

Other forms of discriminatioir useful in their
discussion as they are encountered by women choosing non-
traditional work are summarized from Peltchinis as
follows:

Discrimination based on tradition may not have
the personal element but may be imposed on the
employer, who may be inclined to act otherwise
in its absence. (p. 24)

Discrimination practised for economic advantage
where an employer, aware of the discriminatory
behavior, knows that it cannot be justified on
economic grounds, but abides by the prevailing
practice for economic gain including: different
wages for men and women for the same work;
assigning work responsibilities to women which
exceed the specificatiecns of their Jjobs and
range of pay:; failure to give women employment
designations commensurate with their functional
activities to justify their lower pay.

Discrimination in the assignment of work
resvonsibilities; discrimination in the make-up
of policy-making committees.

Under-utilizing capacities of women 1is also
widespread within occupations attesting to the
economic theory that postulates that in
competitive markets women will move out of the
employments in which they are under-utilized and
seek jobs utilizing their capacities;
equilibrium incapable of being achieved in
markets where there is no competition ensures
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widespread segregation practices for women
(Peitchinis, 1989, p. 25)

Discrimination produced by "occupational
crowding” (Bergmann, 1971, pp. 294-311) whereby
discriminated groups crowd into certain

occupations and become cross-identified with
those occupations.

The primary and secondary market segmentation
which sustains discriminatiocn in the work place.
The former is structured, organized 1into
protective unions and associations, monopolistic
and governed by internal rules of associations
and enterprises. The latter 1s unorganized,
crowded, highly competitive, unstable,
subordinated and for the most part predominantly
female, while the former is marked primarily by
male domination. (Doeringer & Piore, 1in
Peitchinis et al.., 1989, p. 30)

The stati<* .. ‘liscrimination hypothesis sees
discrimir.” ¢ . - -aiting from testing procedures
designed o dete-mine potential productivity
where the testing procedures are biased against
some groups, i.e., sex-biased, language-biased,
culture-biased. (Phelps, 1972, pp. 659-61)

Implicit pay discrimination states that pay
differences result from discrimination in access
to social human capital -- access to education
and training. This form of discrimination
refers to women having been barred in the past
from entry into some educational and training
programs and were not given equal opportunities
to develop their talents. (Thurow, 1975, p.
176)

Cccupational discrimination takes the form
limiting the entry into educational and training
programs which lead tc certain occupational
qualifications.

Employment discrimination 1is found where women
are not welcomed into certain work activities,
even though they may have the requisite
occupational gqualifications.

Discrimination in the assignment of work
functions found within enterprises and internal
labour markets determines the nature and range
of work experiences women receive.
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Peitchinis (1989) also states that:

Other forms taken by discriminatory practices include:

Long

The nature and range of work experience 1is the
most critical criterion for promotions to high-
level positions, discrimination in the
assignment of work explains the virtual absence
of women from senior positions 1in commercial,

industrial, and institutional enterprises,
including governments and governmentai
institutions. (p. 31)

Tendencies to require higher educational and
experience qualifications from discriminated
groups ; uses of biased instruments and
procedures in the determination of potential for
employment, for promotion, and for assignment of
work responsibilities; discrimination based on
age, marital status, physical appearance, and
colour of skin. (Phelps, 1972, pp. 659-61)

Traditionally held beliefs may also be found among

sociologists and anthropologists identify as myths.

Laws (1976) identified four myths that aid 1in

maintenance of the previously described forms

motivations of discrimination:

1. The sexualization of work where the world of
work is largely a man’s world and inio which
women enter as subordinates and at their own
risk.

2. Women and children are dependents to man for
the family’'s material well being.

3. The imitation syndrome dictates that women
seeking careers require male characteristics
and deportment for survival in a man’'s world.

4. The teleological shibboleth hclds that since
women intend to marry, regarding marriage and
family a major vocation, they are n=zcessarily
vague and indifferent about vocational
preparation and the nature of initial
employment. (pp. 33-49)

A decade ago, women represented 50.4% of

Canadian population and, of this percentage:

a) 60% of women 15 years of age and over were
living in husband-wife families,

the

and
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b) 6.3% were heads of lone-parent families,

c) 18% were independent (not livirng with their
families),

d) 987,490 women as opposed to 693,640 men were
living alone,

e) Among the husband-wife families, 56.9% had
children,

f) Among the lone parents, 33.3% were widows,

g) 29.3% had husbands who were absent (including
separations),

h) 26.4% were divorced, and

i) 11% were single (never married).

-~ implications of this for the employment of
.men is that increasing numbers find it
.ecessary to enter the labour market and remain
in the labour market as lony as their
circumstances dictate. {Peitchinis, 1989, p.
37)

An overview of systemic . .. ...s encountered by
women over the last two decades p—~.nts to natioral and
global realities for women whose needs for work and
choices of the kind of work accessible to them remains
problematic. What are the prospucts for women in the last
decades of the millennium?

The Alberta Advisory Council on Women’'s Issues
established ii. 1986 regularly examines, researches, and
makes recommendations on women’s issues to the provincial
government . The monitoring effeorts of this Council

yielded a current bit of research titled Employment

Equity: Gaining Acceptance (March, 1991). The report

affords a summation of the Canadian Bill of Rights,
shedding both positive and negative light on the question
of systemic barriers encountered by women in the work

place.
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According to the Council, the Canadian Bill of

Rights was passed in 1960. Its mandate was to develop
human rights law and enforcement practices (Alberta
Advisory Council on Women’s Issues. p. 9). As new grounds

of discrimination were added, the original prohibitions

against discrimination were added. These included race,
religion, sex, age, marital status, and sexual
orientation. "The [Canadian] Courts’ interpretation of

he Canadian Bill of Rights focused only on the intentions

of guvernment and not the effects of the legislation on
the classes or groups specified” (Alberta Advisory Council
on Women’'s Issues, 1991, p. 9).

By the 1970s, the inadequacy of the Bill of Rights

became clear to women. The implied equality guarantees
were lacking and were subsequently addressed by the

Canadian Charter of Rights and Freedoms (1988},

particularly in Section 15 which states:

15(1) Every individual is equal before and
under the law and has the right to the equal
protection and equal benefit of the law without
discrimination and, in particular, without
discrimination based on race, national or ethnic
origin, color, religion, sex, age, or mental or
physical disability.

15(2) subsection (1) does not preclude any
law, program or activity that has as its ob-ect
the amelioration of conditions of disadvantaged
individuals or groups including those that are
disadvantaged because of race, nrational or
ethnic origin, color, religion, sex, &ge, Or
mental or physical disability.

Section 15(2) was a significant new addition pecause it

affirmed clearly that the equality envisioned by the
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section would require addressing conditions of
disadvantage (p. 9).

The 1970s in Canada was a significant decade for
women. The Alberta Advisory Council on Women’'s Issues
(1990) stated that "the influence of larger numbers of
women in the workforce and their stronger representation
in the political arena cause the beginning of change 1in
the power structure” (p. 10). The 1970 Royal Commission
on the Status of Women Report initiated voluntary
affirmative action programs within the federal public
service of one kind or another for women. Furthermore,
with the focus on women, during the International Women's
Year in 1975 (Alberta Advisory Council on Women's Issues),
the "embarrassingly poor representation of women 1in the
executive and senior management ©»os.tions within the
federal public service" (p. 10) continued to be obvious.
Directives were issued whose objectives were for each
federal department to show a matched proportion of
qualified candidates of both sexes, and to report these
annually for approval by the Treasury Board indicating
annual target and action plans (Alberta Advisory Council
on Women’s Issues, 1990, p. 10).

Employment and Immigration Canada, by 1979, had
made contact and encouraged over 1.400 private-sector
employers to participate in employment equity programs.
Five years later, the national figures of companies

actively participating in this propcsal number 71.
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By 1980, the federal government had committed to
the establishment of a program within the federal public
service for women, persons with disabilities, and
Aboriginal people:; complementary action was encouraged
within the private sector, with the results cited
previously (Alberta Advisory Council on Women’'s Issues,
1990, p. 10). It can be surmised that the evolution of
the Access Initiatives Branch wit~in the Apprenticeship
and Trade Certification Branch ir Alberta appeared to
surface as another direct outcome oI this 1980 federal

throne speech.

A Time of Employment Equity:
Elsewhere in Canada and Alberta

By 1982, under Lloyd Axworthy, the then :aderal
Minister of Employment and Immigration, a Royal Commission
on Equality in Employment, chaired by Judge Rosalie
Abella, was underway with the following as the
Commission’s mandate:

To inguire into the most efficient, effective,
and equitable means of promoting employment
opportunities for and eliminating systemic
discrimination against [the]l four designated
groups in the Canadian workplace: women ;
Aboriginal peoples; persons with disabilities;:
and members of visible minority groups.
(Alberta Advisory Council on Women’'s Issues,
1991)
Judge Abella coined the term ‘“"employment equity” to
describe programs that remedy discrimination in the

workplace, and to include measures to narrow the wage gap
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between women and men, to create opportunities for women
to move into non-traditional jobs . and to give
consideration in the workplace for employees’ family
responsibilities (Alberta advisory Council on Women’s
Issues, 1991, p. 11). It was soon found that the term
"affirmative action" appeared to present 2 stumbling block
in its association with interventionist government
policies, thereby prompting the change in labelling to
"employment equity,” a term signifying "positive remedial
programming in the workplace" (Alberta Advisory Counzil on
Wwomen’s Issues, 1991, p. 11).

Under Flora McDonald, Minister of Employment in
the Mulroney Conservative government, Bill C-62, An Act
Respecting Employment Equity was tabled in Parliament in
l985§§nd became law the following year.

Administered by Employment and Immigration
Canada, Employment Equity Act requires that
federally regulated companies who employ 100 or
more employees implement employment equity; the
same applies to federal Crown Corporations.
Employment equity was also to apply to companies
with 100 or more employees tendering for goods
and/or services contracts of $200,000 or more
under the Federal Contractors Program. The 1989
Employment and Immigration Canada Annual Report

lists the changes which were made in spite of
the low growth rate of 1.4% in the workforce

governed under the Act. Women increased their
representation from 40.9% to 42.1%; Aboriginal
peoples from .66% to .73%: persons with

disabilities from 1.6% to 1.7%; and members of
visible minorities from 5% to 5.7%. The overall
growth in the target areas was highest for
vomen. The gain amounted to only 1.22%.
(Alberta Advisory Council on Women's Issues,
1991, p. 12)
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The Commission concluded that "portions of these ’'very
modest’ gains could not be attributed to employment equity
action” (p. 12).

The Commission’s “"modest galns” pronouncement
obfuscates another reality. This reality appears also
embedded within the very processes designed to overcome
those barriers they were meant to eradicate. According to
Day:

Flora MacDonald, [and the alliance she had
forged with representatives of the equity target
group] were [in fact] unsuccessful in changing
the Employment Equity Act . . . [for] the mere
publication of the public reporting of data to
[The Treasury Board of Canada] would . . . have
no appreciable effect on the rate of change 1in
the employers’ workplace  practices. In
addition, the publication of the data, with the
exception of a condensed report to parliament,
consists of placing the data received from
employers in 250 libraries across Canada
workforce profiles [weighing pounds] and pounds
in computer paper [and] . . . whose meaning will
be difficult to determine. The 1likelihood of
these masses of obscure computer data generating
sufficient public disapproval of the
discriminatory practices of Canadian employers
merely by the fact of their being available 1in
. . . local libraries seems fanciful. (in
Braundy, 1988, p. 142)

Employment equity was also the mandate of the
canadian Human Rights Commission who, in 1988, issued 1its
operational procedures manual for ensuring compliance with
it. Women’s groups were neither informed about nor
consulted with on the development of this man:al. The
manual states that:

Once the Commission has analyied the data with
employers who show possible problem areas, the

Commission will initiate a voluntary review;
engaging employers to voluntarily review with
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the Commission to agree on voluntary goals and
timetables and to commission monitoring.
(Braundy, 1988, p. 142)

In the opinion of the then Chief of Human Rights
Commissioner, Max Yalden, the approach suggested in this
manual is "the best and fastest way to bring about
results” (Braundy, 1988, p. 143). The procedure manual
indicates that the Commission would be required to
investigate a third-party complaint. In Day’s summary
remarks of this reality:

This is a stunning reversal and in the face of
. . . 15 years of experience with voluntary
affirmative action programs in Canada, it 1is
either profoundly naive or profoundly cynical
and ignores the fact that voluntary programs
which have no mandatory requirement to produce
results have rnot produced results, and it throws
the burden back on women and other equality
seekers to file complaints and bring mandatory
affirmative action programs into existence as
remedies through the complaint process.
(Braundy, 1988, p. 143)

The systemic exclusionary tradition hereby
described remains firmly in place and attests to the fact
that:

There really are glass ceilings firmly and
absolutely in place, designed to forbid women
entry, and women [continue] to bang their heads
on this invisible, unacknowledged and
unaccountable barrier beyond which no "woman,
idiot, or other incompetent,"” as Jjudged and
decided by men, is allowed to pass.
(Campagnolo, 1989, p. 8)

In Alberta, legislation that adjudicates
anti-discriminatory employment practices was introduced in

1985 under the Alberta Human Rights Commission. Its
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mandate, introduced 1in 1990, contained these three
guidelines:

1) To provids leadership in implementing
employment eguity policies and programs in
the public service and government agencies;

2) To encourage the private sector to implement
such programs; and,

3) To encourage employment equity programs in
Alberta’s educational systems and institu-
tions. (Alberta Advisory Council on Women's
Issues, 1991, p. 12)

As with previously described voluntary equity
programs, 1implementation of employment equity under
Alberta jurisdictions is also voluntary. According to the
Advisory Council on Women’'s Issues (1991):

The province has no formal ©program for
encouraging <mployment equity 1in the private
sector, thougnh some employer examples which have
include: Alberta Agricultural Development
Corporation, Syncrude, the City of Calgary, the
City of Edmonton, the Mniversity of Alberta, and
the University of Calgary. (p. 13)

Barriers Encountered by Women as:
School-aged Students as Created by Peers and Parent

A 1990 study undertaken to examine attitudes and
opinions and aspirations of young women in Grades 10 and
12 in Nova Scotia revealed that:

There is the incredible gap between the young
women’s educational/career aspirations and their
clear identification of the Jjobs they expect
they will end up doing; lawyer/maid, astronomer/
flight attendant, doctor/nurse, pilot/
hairdresser, cop/cashier, etc. Lack of money
and amount of education required formed the two
greatest obstacles to pursuing a career with
"nothing” and “children"” making close seconds.

(Technology and Operations Newsletter, 1991, p.
8)



Two chroniclers concerned with education-related
media, MacKay (1991) and Bochner (1986) see the
pervasiveness of popular culture and lack of equity in
curricula to sustain the status quo of barriers women
continue to encounter. Education through media, toys,
novels, cartoons, and films model for boys and girls the
realities of life. Toys such as th. popular "Barbie"
dolls have modelled women for children since 1959 as being

on "career-tracks" such as:

Working Woman, Contemporary Werking Women,
Modern Werking Woman, showing these women to be
variously: fashion models, teachers,
ballerinas, Olympic athletes, aerobic
instructors, T.V. news reporters, but in the
1980s these still did not include women in plaid
shirts becoming truck drivers, or welders, or
hewers of wood. (MacKay, 1991, pp. 50-51)

Bochner (1986) states that according to educators’
findings and major surveys, the reality of today’s female
teenagers is deeply tinted with myth. Mass-media images,
usually absorbed indiscriminately and without discussion,
are considered to play major roles in this state of
affairs. Forum discussions uncovered that:

Stunning numbers of female students hold that a
relationship with a man is the key to their
security, 1in a "forever" marriage. Despite
statistics revealing the contrary, many female
students believe they will never have to work.
When they do envision careers, they cast
themselves as "super moms" who can easily juggle
home, family and job, and afford nannies and
annual European vacations. (p. 6)

Additionally,

Teenage female students appear to be aware of
the principles of sex equity and equal
opportunity, but have mistakenly assume. that
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equality actually exists. They are totally
unaware of the discrimination and obstacles they
will face in making career and marriage choices.
Young women have made little progress in their
relationships with men, whom they see as the key
+o their security. Despite the stark realities
of high divorce rates and the statistical
probability that the majority of young women
joining the work force continue to enter the
three lowest paying -sectors ~—~ clerical,
service, and sales -- rather than moving into
the higher-paying, male-dominated career paths.
No matter in what areas of employment women find
themselves, most will carry the full
responsibilities of childcare and household
chores. (Bochner, 1986, p. 6)

Educators participating in the Forum also realized that:

Both male and female teenagers are going through
a particularly volatile period of physical and
emotional change. They are swamped by peer
pressure and feelings of awkwardness. Their
need to be liked or accepted by friends pulls
them away from adult authority figures and locks
them intc a pattern of conforming with their
neers that determines the way they behave and
think. These preoccupations make this period
particularly challenging for parents and
educators, who attempt to encourage young people
to assert themselves and resist stereotyped
roles. (Bochner, 1986, p. 7)

Yet, the Forum proceedings revealed that despite
formal endorsement of sex equity by and the importance of
women’'s studies to ministries of education, there remain
abysmal gaps in implemgntation, compounded by pervasive,
unofficial resistance from others in the education chain,
including parents. Sexual discrimination continues to be
perpetuated in schools and classrooms in subtle ways.
and, like teenage students themselves, much of society

assumes that equality is in place (Bochner, 1986, p. 1).
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Women and Apprenticeship: Educational
Focus and Possibkble Barriers

Women face many unigue obstacles to apprenticeship
-- traditionally a male domain. In the early 1980s, women
were entering apprenticeship programs and being accepted
by their male peers, but breaking into a man’s world
required courage and self-confidence plus abilities
required of all apprentices. Yet they had to contend with
stereotyped attitudes of many of their co-workers. A
Wisconsin study cof apprenticeship programs in the early
1970s concluded that "the barrier to women is not the
difficult or dirty nature of some of the jobs, but the
breaking of taboos and the treading onto a territory that
has remained the preserve of its male initiates” (Briggs,
1973, p. 15).

In Canada, as in the United States, vocationail
education helps prepare young people for apprenticeship by
making students familiar with materials in the shop,
techniques of the craft, and safety practices. In the
United States, apprenticeship programs require that
applicants have certain aptitudes, as demonstrated by
passina appropriate, validated tests of which one is the
Specific Aptitude Test Battery (SATB) tests for nine
general aptitudes. These include: general learning
ability (cognitive functioning); verbal aptitude;
numerical aptitude; spatial aptitude, form perception (the

ability to perceive small details in an object); clerical
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perception (the ability to distinguish pertinent detail);
motor coordination; finger dexterity: and, manual
dexterity. [Each battery tests different combinations of
these nine general aptitudes because each occupation
requires different specific abilities (Occupational
outlook Quarterly, 1983, p. 23).

Within the aforementioned decade, however, Herman
of the U.S. Department of Labor (Women’s Bureau) cited
that the Vocational Education Amendments (1976) were
required to legislate and reduce sex discrimination and
sex-role stereotyping in vocational education programs.

Barriers which Herman described for women as well
as for men involve sex discrimination, inadequate
preparation, age restrictions, and harassment. The issue
of inadequate preparation for women often occurs because
very few girls take vocational education courses in high
school, such as shop and mechanical drawing. Prior to
legislation, girls did not take shop, mechanical drawing,
or industrial arts, and active discouragement of young
women in 1980 was still experienced by them from guidance
counsellors and vocational education teachers (Herman,
1980, p. 4).

Following legislation, a number cf apprenticeship
outreach programs that recruited and placed women in
apprenticeships devised pre-placement training in tool
handling, terminology, and basic work procedures. These

areas of vocational deficit constituted additional hurdles
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to women, since bsys learned these things in vocational
education courses in school and/or informally by helping
their fathers. Since skilled trade workers need to be
physically conditioned to be able to stand, stoop, bend.
handle tools, carry equipment, and work overhead or in
cramped spaces, women who do not have this fitness had
greater difficulty in managing the physical stress of some
non-traditional skilled craft jobs (Herman, 1980, p. 4).

Age as barrier presents problems for women as
well. studies have shown that most women enter
apprenticeship after they have already had some experiernce
in the work force. This experience is often obtained in
low-skill, low-paid jobs. By the time women in their late
20s or early 30s discover that skilled trades offer both
opportunity and satisfaction, they are too old. Herman
(1980) reports that the progress made in e .essively
restrictive age limits were mitigated by most state laws
and by numerous unions which had also eliminated age
restrictions from national apprenticeship standards (p.
5).

The umbrella term of harassment from male
supervisors and co-workers presents a difficult barrier to
women who want to work in skilled trades. All new
apprentices have tricks played on them, experience name-
calling and ridicule as part of initiation processes.
such hazing activities, however, as interference with

work, opportunity to learn, or safety and health are
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prohibited under the U.S. Department of Labor (Herman,
1980, p. 5).

Duo and Yuen (1985) further explored sex
stereotyping in the labour force as a direct conseguence
of attitudinal barriers toward choosing vocational
education; they also cite complex economic, social, and
psychological barriers which students face in selection
and attainment of vocational education programs (p. 25).
while institutional barriers by society may have been
removed, lack of changes in the attitudinal barriers
prevents students from choosing non-traditional vocational
programs which, in turn, produces socialized mind sets for
both males and females. These, in turn, give rise to
traditionally based values about sex stereotypes and
occupational choices (Duo & Yuen, 1985, p. 26).

Bomboy (1979) states that for many years,
wocational education was predicated on the assumption that
males needed skills for work outside of the home, while
their counterparts needed skills inside the hoie. This
late 1970s’ model of the "typical American family" (father
working and mother at home) represented only seven percent
of American families. The assumption was severely
challenged due to women’s increased participation in the
labour force. Yet this was not mirrored in program

choices within vocational education by either sex.
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The effect of the 1972 Educational Amendments laws
in the United States only marginally increased non-
traditional enrolments of males and females in vocational
education programs. Rieder (1970) reinforced the debate
by stating: "Because vocational enrollments faithfully
mirror the occupational segregation by sex in the labor
force, it may be inferred that vocational education has
done little to eliminate occupational segregation” (pp.
27 - 30).

Mitchell (in Duo & Yuen, 1985) found that at the
secondary school level and developmental stage, boys and
girls reflect high sex stereotyping in both their
occupational aspirations and occupational choices. While
girls at this stage in life believed their occupational
opportunities to have broadened for females, most actually
still limited their <choices to such traditional
occupations as nursing, teaching, and secretarial work (p.
27).

A mid-1970s’ study by Smeaton and Wagner (1976) in
Wisconsin on barriers to enrolment in post-secondary
vocational, technical, and adult education noted that
"females are neither encouraged nor desirous of entering
non-traditional programs" (ERIC DOC).

Ekstrom (1972) sheds light on the psychological
factors in a woman’s decision to enter post-secondary

education (ERIC DOC) .. the first place. The author felt
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that this decision illustrates a woman’s perception of
and preference for her role in soclety.

Commensurately, the U.S. Department of Labor
(1981) and the U.S. Commissioner of Education (1979)
echoed this phenomenon and concluded that both sexes are
still concentrated in traditional occupations, with

females in fewer occupations than males.

Education as a Detractor to Barriers

P

Belenky, Clinchy, Goldberger and Tarule (1986)
resonate much of the educational findings earlier examined
in this study. To Belenky et al., the “"psychological
literature concerning the factors promoting cognitive
development” reveals that "doubt"” plays a more prominent
role than “"belief," although states of ‘“cognitive
conflict” have the effect of challenging what is
"believed" and can lead to cognitive growth. Women, on
the whole, found their learning experiences of being
doubted debilitating rather than energizing (p. 227) .
Moreover, the research findings of Belenky et al., relate
that "women are already consumed with self-doubt, doubts
imposed from outside seem at best redundant and at worst
destructive, confirming the women’s cwn sense of them-
selves as inadequate knowers" (p. 228). Clearly, these
researchers point to empirical educational studies, such

as those produced by Kohlberg and Mayer (1972), as pri-

marily done by and "on" males and, while Belenky et al.,
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agree that the proper purpose of education is to assist
students with their stages of maturational growth
intellectually, epistemologically, and ethically. they
propose more research be done "on" women (pp. 228-229).
Cciting also Paulc Freire’s "banking model"” which
reinforces the ‘“"power of oppression” 1in educational
settings where students are merely potential repositories
of facts and mnemorized data, these educators propose
educational initiatives that employ the problem-solving
modes . Alluding also to Jacobs’ (1979) presentation of

Women Writing and Writing About Women, they concur that

educational practices ought to “"replace the separate with
the connected model, [and] spare women the alienation,
repression, and division [that] schooling currently
confers upon them" (pp. 228-229).

Pratt (1987) states that classroom learning 1in
Canada today closely resembles that of 20 or even 50 years
ago. Progress is being made by teachers’ organizations
rather than faculties of education, and research in
instruction is bound to gradually inform instructional
practices and improve student learning {p. 613).

Yet, Lips (1987) informs the reader that research
shows that Canadian female high school students tend to
plan to marry and have children, and to assume that their
employment will have to take second place to domestic
responsibilities. Thus, female students aim for careers

that will fit fairly painlessly into traditional patterns.
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Broadening female students’ awareness of the vocational
choices available to them is but one of a number of ways
this research recommends toward reversing the sustained
and unrealistic view which young women have of their
future career choices.

Designing and running educational systems that
promote equality between the sexes, however, 1is an
enormous task, for this als> means increasing their sense
of their own power within it. Consistent with this mode
of thinking is that students see, through role models
within the school systems themselves, that women can and
do teach the higher levels of mathematics, science, and
technology, and that the non-verbal messages communicated
by the structure of the educational system be consistent

with the verbal one in favour of equality.

Related Research

Giele-zollinger, Smock and Chapman (1977), 1in

their research of Women Roles and Status in Eight

c jes, progress beyond merely stating the obvious in
the reporting of the hindrances found and representative
of gender job choices data. These researchers hold that:

The realization of true equality of educational
opportunity depends both on removal of barriers
to the advancement of women, in the form of
inadequate facilities and discrimination in
admission as well as on the transformation of
attitudes and expectations for girls. Active
intervention by the state can more easily
redress the former, e.g. [sicl government can
lessen the financial burden of education for
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women, reform curricula and counselling to
encourage girls to formulate non-traditional
career goals, and centralize educational systems
to ensure greater equivalence of educational
experiences of girls and boys. And since sexual
disparities in educational opportunity spring as
well from deep-rooted cultural notions relating
to cifferences between the sexes, . . . girls
are socialized from birth to have quite
different goals from men and are systematically
taught to subordinate all other considerations
to making a good marriage and raising children.
Unless this process of 1inculcated patterns of
me' . oral norms, values, and orientations which
‘ inhibit educational advancement for girls

_=2. and fundamental cultural determinants of
:  qpiality are changed, true equality of
educational opportunity cannot be realized. (p.
417)

The research of Giele et al., (1977) also cautions that:

Further technological evolution 1is 1nevitable.
The consequences of these economic changes for
sex roles [remains] subject to human
determination. Therefore, by directing a
concerting effort to address women by giving
them the same opportunities as men to train and
prepare for industrial and vocational openings;:
by eradicating the sex-typing that conveniently
reserves the management positions in
professional and vocational fields for men, and
by providing child-care facilities that would
reduce the burdens of domesticity -- all these
would lessen women’s liabilities they ' ve
suffered. (p. 415)

Ekstrom (1972), Ellis (1977), Thomas, Christie,
Colvin and Denbroeder (1979), and Westervelt (1975) would
dispute the viewpoint held by Giele and colleagues since
they also found that “women’s internal psychological
barriers of low self-esteem, poor s~lf-concept, fear of
success or failure, discrepancies between vocational
aspirations and role conflict . . . all contribute to the
major deterrents to female entry into these vocational

programs" (Duo & Yuen, 1985, p. 29). Duo and Yuen



reported that national employment policies had been
enacted to eliminate sex bias and sex role typing.
Federal legislation was enlisted to aid in the removal of
institutional barriers to workers aspiring to
non-traditional careers (p. 28).

The inclusion of all societal factors, as already
examined, acting as impediments to women’s entry into the
realm of non-traditional work seems clear. Yet the
influence of significant others in women’s lives requires
examination also. Handley and Walker (1978) and Jolley
(1975) conducted a number of studies on the attitudes of
parents, teachers, and counsellors, and postulated that
these were also factors limiting students’ chei:xs of non-
traditional vocational programs and traditiomal and non-
traditional occupations (Duo & Yuen, 1985, p. 28). Kane

t al.., (176) and Lewis and Kaltreider (1976) found that

"

among “significant others,” parents have been found to
most influence their children’s career choices, followed
by peers and school personnel.

Nevertheless, Campbell-Trane and Budke (1980) and
Kane et al., (1976) hold that despite parents’ predominant
influence, lack of special occupational information limits
the parents’ ability to assist their children’s career
choices, making parents’ roles more those of support and

encouragement, rather than influencing their decision-

making (Duo & Yuen, 1985, p. 28).
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Duo (1982) and Penn and Gabriel (1976) saw peers
as less influential than parents, but more influential
than teachers and counsellors. Typical school personnel
had not been very much involved 1in students’ non-
traditional program selections. The results of studies
have 1indicated that teachers and counsellors often
discourage students from entering non-traditional
programs, tending to direct girl and boy students toward
different careers. Schlossberg and Pietrofesa (1973) and
Lewis and Kaltreider (1976) saw counsellors encourage
students to enter non-traditional programs only if they
first indicated a non-traditional career 1interest, and
then only after "probing"” first to be certain the interest
was serious.

Among other studies, Hawley (1972) found that
there was a significant relationship between the careers
that women choose and their beliefs regarding men’s views
of the feminine ideal, attesting to the importance of male
support for females electing to break away from
traditional sex roles in order to pursue non-traditional
careers.

Such practical barriers as lack of information and
inadequate educational preparation were numerously cited
in the literature. Research into these aspects in the
1970s revealed that women felt afraid of being unfeminine
and of Jjeopardizing their relationships with men

(Pfiffner, 1972). However, the shift away from gender



determination toward career planning and Jjob preparation
in the 1990s seems promising.

Research into the importance of preparing women
for non-traditional careers by providing them with an
adequate background in mathematics and sciences has become
formidable in both the United States and in Canada since
1985. In Canada, a First Ministers’ meeting committed
itself to coordinate an inter-governmental approach to the
goal of economic equality for women. In 1987, this same
august group agreed to a joint meeting of Federal/
Provincial/Territorial Ministers responsible for the
Status of Women and Education. The meeting focused on the
participation of girls and women in math, science, and
technology (Status of Women Canada and Manitoba Women’'s
Directorate, 1989, p. 1).

The interrelated nature of women’s lack of access
to science/math and the various exclusionary consequences
Jhich this currently has in the workplace, and which will
continue as technology begins the process of making jobs
obsolete, presents important cautions for this study.
Integral issues and clear recommendations flow from the
status of Women’s findings in Participation of Girls and

women in Math, Science, and Technology.

As of 1988, one-half of the female-headed, single-
parent families (56%) were poor, as opposed to 22.9% male-
headed, single-parent families (National Council of

Wwelfare, in Status of Women Canada, 1989, p. 9). Six in
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ten children are being raised by sole-support women and
they are poor. Seventy-seven percent of the aged poor are
women. Moreover, “"while women with low education levels
experience the greatest disadvantage., women generally get
less value out of their education than men" (Canadian
Congress for Learning Opportunities for Women ([CCLOW],
1989, p. 9).

The above-cited organization (CCLOW) in 1988 found
that for the 1986/87 fiscal year, except in hairdressing,
cosmetology, and cookery, women were severely under-
represented in apprenticeship programs throughout Canada
(totalling only 4.02% of all apprenticeship trainees).

A 1984 sStatistics Canada survey indicated that
employer-paid training for women employees occurs at
considerably less than half the rate of employer-supported
training for men (14% versus 35%), which showed that most
government and private-sector sponsored training continues
to direct women into relatively low-quality areas of work
(ccLow, 1989, p. 9). The cCLOW recommended that for any
individual woman, the single most significant correlative
factor with high quality jobs is high levels of education
and training, yet women remained occupationally
segregated, increasingly clustered in clerical, service,
and sales jobs.

Both the body of knowledge taught and the process
through which that knowledge 1is transmitted 1is an

important determinant in women’s educational experience.
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In 1982, an Ontario board of education undertcok a study
which reviewed Canadian Ministry-approved textbooks. The
study observed the following key elements: there were few
males or females in non-traditional roles; women were
shown in few positions of leadership and authority; use of
sexist language was extensive:; in older texts, more males
than females were evident in pictorial and printed content
(Toronto Board of Education, 1982, p. 10).

The 1988 study by the Canadian Teachers’
Federation analyzed gender-based literature in schools.
The study found that the exclusion of women’'s presence
from curriculum materials, the use of female-excluding
language in texts and by teachers, and the failure to
integrate women’s experience into course content mirrors
absence of perception to female stndents. It gives them
the message that their gender is both peripheral and
inferior (Canadian Teachers’ Federation, 1988, pp. 5-6).

The same study of mathematics textbooks,
materials, and course content also found a reinforcement
of the perception of mathematics as being a male domain,
female mathematicians’ contributions being seldom
mentioned withiin texts. Most teachers of mathematics in
secondary schools are male. Math textbooks and materials
reflect predominantly stereotyped interests and
occupations.

A 7786 OQuebec Science and Technology Council

report states that the present optional curriculum format
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with 1its prerequisite courses and opportunities for
specialization in secondary school is a factor in making
premature choices irreversible. These limiting premature
choices, and narrowed future options, are particularly
prevalent among girls and women, suggesting that basic
training be standardized, that options be limited, and
that accessibility of programs be increased to circumvent
premature choices (Government of Quebec, 1986, p. 11).

The Science Council of Canada’s (1984) study of
women and the hurdles they encounter in the study of math
and science makes note of “the tendency for girls in
single-sex schools to study physics, chemistry, and math
more often than do co-educated girls. This highlights the
complexity and strength of influencing factors in
educational choices" (Government of Canada, Supply &
Services, 1984, p. 13).

The conceptual framework that the roles of
mathematics and chemistry and physics courses in secondary
schools play is known as the "critical filter." Without
successful completion of these three chief courses, 85% of
the post-secondary programs are closed to prospective
students. The under-representation of women in these
courses, and their over-representation in the clerical,
sales, and service sectors act as ‘“critical filters”
filtering more girls than boys (Canadian Teachers’

Federation, 1988, pp. 5-6).
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sadker and Sadker (1988), delving into the
curriculum content of research, found that at all grade
levels and in all subjects, male students were involved in
more teacher interactions, received more precise feedback,
remediation, criticism, and praise. The result 1is that
females and males not only enter post-secondary studies
with considerably different educational histories, but
that girls’ educational environments are not neutral--
rather, they are actively damaging (p. 10).

In a 1990 collection of essays on Canadian women
and science, Lafortune (1990) suggests that professionals
in education should develop strategies that include
attitudinal differences with regard to math. Such an
approach would have a greater chance of reaching girls,
who .do not really relate to the way math is currently
presented as ‘"competitive, rational, objective, rigid,
lacking in emotion":

We should challenge girls who choose tradition-
ally feminine careers under the pretext that
they are not able to succeed in math. Encourag-
ing, approving, stimulating, and listening can
help us to know the real reasons which motivate
them to select such programs, and help them to
re-orient their choices. (p. 271)

Hall and Sandler (1982) suggest that patterns of
student-teacher interaction established at lower school
levels set the stage for expectations and interactions in
post-secondary levels. The differential climate vased on

gender in classrooms creates “chilly climates" for girls

and women, with the consequence of profound negative
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impact on women’s academic and career development. The
cumulative effects of differential treatment can be
damaging to both individual females and the educational
process, because when girls and women are discouraged
subtly or overtly, contribution of half of a class of
students 1s lost. These researchers alsoc add that
teachers who introduce or reinforce perceptions that some
subjects or fields of study are "masculine” or "feminine”
may contribute to students’ shying away from courses or
majors considered inappropriate.
The Science Council of Canada (1981) stated that:

Many girls will lower their aspirations when

confronted by the explicit or implicit beliefs

of adults. Counsellors’ discouragement of girls

and women from pursuing math, science,

technology or "nontraditional" careers may take

the form of failure to inform or failure to

encourage such pursuits, as well as more

outright attempts to discourage them. (p. 71)
The literature also reveals that a dearth in both policy
and practice of the inclusion in teacher training of a
knowledge of the sensitivity to: "chilly classroom
climate": and the existence, causes and consequences of
the under-representation of girls and women in math,
science, and technology continue to exist.

The research findings cited in Status of Women

Canada and Manitoba Women’s Directorate (1989) are that
counsellors expressed some hesitancy about encouraging
students in career options which their parents might find

objectionable and that further counselling was advised

when girls wanted to pursue non-traditional careers.
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counsellors also appeared to have a negative effect on
girls wanting to pursue mathematics courses (p. 13).

Glaze and Ellis (1980), studying high school
girls, suggested that participation of girls and women in
math, science, and technological fields depend in large
measure upon:

Their perception of the need for and usefulness
of these subjects to their lives and work:

Their knowledge of the necessity to plan a
career for themselves;

Knowledge or awareness of available careers,
including non-traditional occupations;

Effects of role models and parental attitudes:
and,

Increased knowledge of current labour force
participation practices of women, as a majority
of girls in their study expressed expectations
of remaininj in the labour force for only a few
years, get married, and then retire from the

labour force upon the birth of their children.
(p. 1)

The researchers note that "it is hardly surprising
that female students’ subject choices and plans for the
future are often unrealistic and not in their own
interests" (Glaze & Ellis, 1980, p. 7).

A combination of findings of research by Avebury
for the Science Council of Canada, and the Canadian
Advisory Council on the status of Woien report some
insightful correlatives, such as:

The correlation of age with attitudes towards
non-traditional work changes from positive to
negative attitudes toward non-traditional work

as being most marred between 8 and 12 years of
age. (Avebury, 1985, p. 69)
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The value of role modelling ought at this
developmental stage to be enhanced in order to
make more appealing women’s participation in
non-traditional fields. (Science Council of
Canada, 1981)

Where girls made non-traditional Jjob choices,
19% tended to be the younger respondents, %o
have mothers in the paid labour force, and to be
from higher socio-economic status families.
(Canadian Advisory Council on the Status of
Women, 1985, p. 69)

Another, more recent, stu-y of 3,000 Grade 7 girls
commissioned by the BAmerican Association of University
Women, found that the number of girls who had high self-
esteem plummets 23% between elementary school and middle
school, and that twice as imany girls lose their self-
esteem as do boys when they enter adolescence. At the
Grade 7 level of development, girls may encounter the most
damaging year in their lives, and by the time girls enter
high school, only 29% of female students say they are
happy with themselves, compared with 46% of males. Girls
are also likely to report that they are "not smart enough’
or "not good enough" for certain careers. The study also
found that adults, family, and school have the greatest
impact on teenagers’ self-esteem, and not  peers
(Washington Post, 1991).

Commensurately, Lips (1987) also sees the
achievement of consistency in curriculum content to
incorporate the emerging body of scholarship on women and
on gender roles. Simply providing courses on women’s

studies as options will not suffice, and courses in

history, English, geography, social studies, and science
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should be oriented in ways that avoid masculine biases and
include significant material on women (pp. 300-301).

Lips (1987) also expresses strong recommendations
that educators assist female students to analyze and
confront present and future conditions that make it more
difficult for women than for men tc aspire to demanding
careers: the reality that young women still have to, in
all probability, support themselves and, perhaps, their
children without a male partner’s assistance (p. 299).

Perry (1989) and Weber (1988) examine the
strengths of renewed vocational education and teaching
methods in the United States. EXtolling its merits, these
writers view the integration of basic academics with
hands-on learning through broad clusters of courses such
as health sciences or electronics as having relevance for
students who learn best through tactile channels. The
practical application of knowledge for students whose
learning styles, interests, and goals are less abstract
than college-bound students are thus better prepared by
learning programs that form closer ties to businesses and
community colleges so that students can easily make the
transition to work or college.

Weber (1988) sees those students who are at risk
particularly vulnerable to such demographic realities as
employee education and retraining, which will be an over-
arching agenda item in the United States until the year

2000. Allied <closely to this urgent vocational
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educational need is the burgeoning adult education market.
It also requires market consciousness from vocational
schools that directly supply the labour market demand.
Perry (1989) describes such school and industry
initiatives as those piloted by community-based companies
who provide equipment, mentors, on-site labs, and summer
jobs for students as a way of tying the workplace to a
decent future for them.

Both researchers concur that vocational education
programs also offer students the chance to prove they can
excel at something, by providing them individual and
small-group attention, task-oriented, interpersonal
communication, opportunities for reinforcing basic skills,
the necessity for making decisions, and working toward
reachable goals. While neither specifically focuses on
young female populations, implicitly they include it.

The foregoing findings in the research literature
are better understood when examined against the backdrop
of Gilligan’s (1982) study of developmental stages of
adult women. Gilligan traces women’s earlier
developmental stages to ages 10 and the teen years during
which time a silencing of girls® voices occurs.
Gilligan’s study uncovered the following:

The recurrent problems in interpreting women’s
development and the connection between these
problems to the repeated exclusion of women from
. critical theory-building studies of
psychological research, and thereby uncovering
the different modes of thinking about

relationships and the associatiui of these modes
with male and female voices . . . [and] the

102



disparity between women’s experiences and the
representation of human development throughout
psychological literature. Instead, the failure
of women to fit existing models of human growth
may point to a problem in the representation, a
limitation in the conception of human condition,
an omission of certain truths about life. ..
In the interaction of experience and thought, in
different voices and the dialogues to which they
give rise, (of her particular study focus:
conceptions of self and morality, experiences of
conflict and choic=), in the way we listen to
ourselves and to others, in the stories we tell
about our lives. (pp. 1-2)

Gilligan’s (1982) central research assumption was
that "the way people talk about their lives 1is of
significance, that the language they use and the
connections they make reveal the world that they see and
in which they act” (p. 2). Nearly a decade later, the
literature continues with the need to enumerate
statistical absence of women in the workplaces where
women’s choices were eclipsed either by short-sighted
school curricula, media-recycling of gender stereotypes,
and the ghettoization of women in equally stereotypical
job pools. Wwhen silencing of girls’ voices happens
because they perceive their voices to be hurting others,
or by using them being hurt by others, or simply buing
afraid of not being heard at all, barriers inev;cably
begin to grow. When women encounter barriers and uegin to
own them, these barriers become entangled irn = process of
learned helplessness.

Gilligan (1982), not unlike previously noted

feminist scholars, reinforces the bedrock of issues faced

as hurdles by women who choose the non-traditional work
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path.

approach which presupposes observational biases where the

male

national study of Needs Assessment of Girls, involving 300

adolescent girls aged 13 to 18.

Central to the issues is the actual epistemological

life is the norm. Gilligan (1982) cautions:

At a time when efforts are being made to
eradicate discrimination between the sexes 1in
the search of social equality and justice, the
differences between the sexes are being
rediscovered in the social sciences. This
discovery occurs when theories formerly
considered to be sexuaily neutral 1in their
scientific objectivity are found instead to
reflect a consistent observational and
evaluative bias. Then the presumed neutrality
of science, like that of language itself, gives
way to the recognition that the categories of
knowledge are human constructions. [The outcome
of this construction is] developmental theorists
projecting a masculine image and trying
[thereby] to fashion women out of a masculine
cloth. (p. 6)

Researcher and educator, Brooks (1986) conducted a

found that:

Around ages 10 or 11, girls stopped connecting
the effort they were putting into something with
the result. They felt whatever happened to them
was happening from some outside force. If they
did well on a test, it was because the teacher
liked them, not because they had worked hard.
Learned helplessness starts with disassociating
yourself from what you’'re doing. At around 10
or 11, the girls start to deny their own style.
They probably have their own gifts, but they
turn against themselves and when they start to
believe it and there’s a loss of motivation,
this leads to fears and anxiety and depression
[and a concomitant] feeling of not being 1in
control of our lives . . . denying their styles,
for example, in math [can] generalize out into
their life. Whereas, with boys, if it’s in math
or shop that they’re not doing well or are
experiencing this learned helplessness, it Jjust
stays in this one area. It doesn’t generalize
out into their whole lives. Yet, [it is] with

The results of the study
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this cycle that girls start to become silent.
(Brooks, 1988, pp. 42-43)

Brooks (1988) describes this silence and
vulnerability as continuing into the late teens and early
twenties. Relationships with others beccme most important
for young women as they find out who they are through
self-identification. Two sets of rules become established
for young women at this stage:

One set for other people, and one set for
themselves: the two which must be juggled
always. Breaking out of themselves begins when
they start to go out to a group of other women
or other people. For women whose choice of work
is in the trades, pre-trades training courses
help them to get out of themselves. This
setting of training brings the separate
individual self together with relationships with
people; a very difficult, if not impossible
occurrence during adolescence when separation
and disconnection from relating 1is most
threatening. (p. 42)

Brooks, citing Gilligan’s work, traces women’s
inner voice and feeling of separateness into two other
stages of their development:

The second stage begins when young women no
longer see that being different and separate is
not a disconnection from others. Instead of two
rules, one rule now applies to themselves and
others through social participation that is
equally fair to themselves and others. Stage
three is a kind of inner judgement that women
begin to listen to. Rules no longer apply. The
mature woman now finds herself grounded by the
situation or the context in which she finds

herself. The culmination of these stages have
more to do with a woman’s experiences and what
she does with them. For those women in the

trades, their settings have demanded much of
them and for those reasons they must listen to
their own judgement and encouragement. (p. 42)
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Kadar’s (1982) findings, based on a 1981 Woman in
Trades guestionnaire to ascertain whether or not most
women have experienced some form of sexual harassment on
the job, campus or streets, showed that 92% of responders
had been sexually harassed; this bears further testimonial
that sexual harassment is a pervasive societal issue not
specific <o non-traditional trades. A similar survey
conducted by Kadar through the Alberta Union of
Provincial Employees (AUPE) resulted in 80% of female
responders affirming some form of sexual harassment
experience (p. 171).

A Women’'s Bureau, Labour Canada report profiling
Zanadian women in the trades, found that women reported
their experiences of sexual harassment as being the
"hardest thing to deal with" either on the job sites or as
direct outcomes of their work choices in their private
lives (Braid, 1989, p. 44).

Official solutions available to women can include
union grievance, complaint notification to employers or
Human Rights Commission, and/or legal recourse. Kadar
(1982) states that "most of the official solutions
initiate an adversary process requiring the woman (in many
instances) to defend heiself against the accusations of
the harasser"” (p. 172). This author also points out that:

2ll victims relinquish a certain amount of
control as soon as they approach an official
public body, and women, already vulnerable,

perhaps jobless, perhaps threatened,
experiencing a lot of self-doubt, [becomel easy
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targetz for lawyers and union representatives
who choose to defend the harasser. (p. 172)

Braid (1989), Beauchamp (1988), and Kadar (1982)
revisit the Supreme Court ruling that overt and subtle
discrimination be arrested through attainment of the
"eritical mass" concept, whereby it will be more and more
difficult to discriminate against larger numbers of women
and harass them. Other intermediary strategies offered by
these authors include:

1. Confront the harasser, and firmly demand an
end to his behavior.
2. Put your statement to the harasser in writing

and demand a reply.

3. Let your trusted co-workers Kknow; see if
there are or have been any other cases of

sexual Liarassment in your workplace.
4. Keep a diary of all events: time, place, how

it happened, the conversation that
transpired. Look for reliable witnesses to
corroborate your  story, and not your

conversations with them.

5. Try a sympathetic person at personnel, the
harasser’s supervisor, a union steward, and
examine all company and union policy. Follow
up meetings with memos, and keep copies for
your own files.

6. Keep a record of any changes in your duties
or in evaluations of your work (both verbal
and written). (Kadar, in Fitzgerald et al.,
p. 173)

Beyond personal solutions, these writers advocate
access and use of the Civil Code, the Criminal Code, and
the Human Rights Commission as official remedics (p. 173).

Triggs (1987) sees pre-vocationalism establishing
itself among its practitioners as something distinct from
other educational philosophies, partially because one of
its features is that it draws on staff having a variety of

backgrounds. a variety of lozations within the profession,
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and a variety of induction processes leading them into it
(p. 48). Triggs also sees industrial demand for workers
of the future to be capable of ever-increasing changes
that presuppose knowledge of basic principles, new task
analysis, learning how to learn, and learning to organize
one’s own learning in such a way that personal learning
styles may be used to maximum effect.

Triggs’ further research in 1988 examined age
ranges and understanding of work attitudes and school. 1In
conducting this research, Triggs found that while
attitudes to work experience remained positive throughout
schooling, dissatisfaction with schooling itself
increased. Three orientations to work experience were
therefore developed by this researcher:

1. As interesting but marginal addendum to a
topic or project organized around educational

aims. (p. 4)

2. As central element in a school-based enter-
prise geared to educational aims. (p. 44)

3. As training core in a project aimed primarily

at vocational skills competence taught
largely in the workplace. (p. 48)

Triggs (1988) further states that pre-technical or
prevocational or work experience can be accepted as a
central curriculum element, but this need not imply that
it is closely related to overall educational aims (p. 4).

According to provisions of the Canada/Alberta
Agreement on Training, signed on December 19, 1986, a

joint study was conducted of the Alberta Apprenticeship

Training Program. The study was collaboratively carried

108



out by the Labour Marketing Information and Planning
Division of Alberta Career Development and Employment and
the Edmonton Regional Office of the Canada Employment and

Immigration Commission (Alberta <Career, Development &

Employment, 1987, canada-Alberta Study on Apprenticeship
Training,l p. 1.1). The chief purpose of this bilateral
study was to develop joint recommendations concerning the
funding of apprenticeship training in the province and to
determine if equitable access to this type of training was
available to anyone who wished to participate. One of the
major objectives of this research was "an assessment as to
whether or not there are barriers which discriminate
against and prevent fair participation of women, Natives,
disadvantaged persons and visible minorities 1in the
Apprenticeship Program” (Bilateral Study, 1987, p. 1.1).

A significant finding of the Bilateral Study was
that no comprehensive record was maintained on the
participation of designated groups in the apprenticeship
program. Records maintained by Apprenticeship and Trade
Certification for 1987 show that of the 18,500 apprentices
registered, eight percent identified themselves as being
female, one percent as Native, and 0.1 percent as disabled
(Bilateral Study, 1987, p. iv).

The researchers found that there was no evidence

of any barriers to the participation of any individual to

. lpor the purpose of this report, the short title
Bilateral Study will be used when reference is made to the
Canada-Alberta Study on Apprenticeship Training.
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apprenticeship, providing an employer is willing to enter
into an agreement of indenture with an apprentice. Some
of the barriers which exist beyond the apprenticeship
program include: “{a) consideration of apprenticeshiple
occupations as a career choice; (b) acquisition of
apprentice employment; and (c) successful completion of

classroom training” (Bilateral! Study, 1987, p. 4).

Survey Instrument: Backaround Demographics
and Barrier Implications

Social change in the industrialized countries
has been remarkable during the past few years
for both its pace and scope. Nowhere is it more
important than in the changing role of women
throughout society and especially in the job
market. (Organization for Economic Co-operation
and Development [OECD], 1979, p. 15)

So begins a document which indicates the pervasive
nature of change in the modern world and the necessity for
dealing with 1it. Change, according to some major
theorists, has in fact become the one major constant for
current world inhabitants.

The paper goes on to document some of the major
forces for change currently at work in Canada and that
thereby influence the subject matter of this paper: as the
OECD puts it:

Among them are educational opportunities for
both women and men and the increased levels of
income enjoyed by most families. . . . The
trend towards greater participation of women in
the labour force and the growing economic

importance of women in modern society cannot be
dissociated from the rising demand for equal
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treatment and equal employment opportunities.
(oECD, 1979, p. 15)

Closer to home, the Alberta Advisory Council on
Women’s Issues documents similar concerns. According to
the Council’s newsletter released in May of 1990, the
following demographic facts (along with a number of others
not cited here) apply:

Between 1990 and 2000, the number of jobs will
grow at a rate of 1.5 percent per year.

Women have earned more than half the Bachelor’s
degrees granted since 1981, and the proportion
is still increasing.

The number of women pursuing mathematics and
science degrees is increasing dramatically. The
number of women studying engineering is growing
very slowly, but the proportion in chemical
engineering is significantly higher than in
other engineering disciplines.

canada, like all industrialized countries, will
experience labour shortages through to the next
century as the number of Jjobs expand and the
labour force declines. The competition for
skilled people will be very intense.

In the last decade of this century, white males
will make up less than 20 percent of new
entrants to the workforce.

New entrants to the workforce will be
predominantly women as the proportion of women
who work continues to rise.

Immigrants will increasingly be visible
minorities who are well educated.

Women and visible minorities will likely
interpret a low level of representation of
people like themselves in any organization as
evidence that the organization 1is favouring
other groups. such organizations will not be
preferred employers for 80 percent of new
entrants to the workforce. (p. 5)
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In light of the previous statements, it becomes
obvious that consideration of the position of females
within the apprenticeship trades is important. The OECD
shows a participation rate of females in the Canadian paid
labour market of 50% in 1970 (OECD, 1974, p. 17). More
recent data submitted to the Alberta Career Development
and Employment suggest that the participation rate of
women in the labour force had risen to 62.1% as of 1988
(simmonds, 1988, p. 1). Given that current participation
rates in the non-traditional areas can be expressed
largely by single-digit percentages, it becomes obvious
that some strategy must be developed to attract women to
the trades and to make the trades accessible to this

growing labour segment within Canadian society.

summary

The literature documents the history of
apprenticeships in the Western Hemisphere over a span of
four thousand years. Proceeding from ancient and medieval
roots, it traces the history of the trades movements in
Canada, using particular reference to apprenticeships in
Blberta. Included within the parameters of the study is
an analysis of equity issues and the status of women as it
relates to apprenticeship programs.

Delineations are presented of such important
formative ventures in Canadian apprenticeship developments

as the CPR/CNR industrial training of Canadian
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apprentices, closely followed by the Royal Commission on
Industrial Training and Technical Education of 1913. As a
result of input from industry, employers, tradesmen, union
groups, the first dual system of technical schools in
partnership with governments were established in 11
trades that were driven by the railroads.

The study traces government legislation, primarily

at the Federal level throughout the three decadec

beginning in 1920. The Youth Training Act of 1939
allocated $4.5 million for training of unemployed youth

and its provisions contain the first attempt at provision

of equity for women. Women's equity had been largely
unrealized prior to 1942. The Vocational ZIraining

Co-or:dination Act of 1942 was then instituted as a crash
program to provide services to war veterans returning to
the civilian work force.

Between 1944 and 1945, significant changes for
Alberta apprentices occurred. It was a time of inception
of the Apprenticeship Act and the Apprenticeship
Agreement. The creation of these pieces of legislation
led to the necessary agreements between the two levels of
government for funding of apprenticeship training. Other
legislation that significantly impacted Alberta’s
apprenticeship system included: TIrades Qualification Act

1935; Welding Act 1941; Manpower Development Act, 1976;

Apprenticeship Training and Certification Act, 1985; and

the Apprenticeship Training and Certification Act, 1991.
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Between 1954 and 1958, Alberta’s Apprenticeship Branch
received within its mandate the Interprovincial Standards
Program also known as the Red Seal Program. The program
would allow tradesmen in Alberta and other provinces
freedom of movement throughout Canada in order to meet
labour-market needs.

The Review Committee of 1987 was structured to
examine the state of training and certification of the
skilled workforce and to identify needs and directions
for the legislature. It was also to recommend proposals
based on submissions from stakeholder groups and a wide
range of Albertans. As a result, 33 trades saw compulsory
apprenticeship training abandoned.

Federal initiatives, in 1982, saw the
establishment of a Special Field Unit for natives,
handicapped, and incarcerated workers 1in an attempt to
redress imbalances in the workplace. Re-direction and re-
identification of this unit resulted 1in the access
Initiatives program, implemented in 1987-1988. Access
Initiatives became responsible for the process to redress
the problem of service delivery to the female population.

The literature also investigates the provision of
equity to women through analysis of trade registrations in
Alberta. After identifying the differential rates of
access for men and women, it turns to the extensive
identification  of systemic discrimination in  the

literature.
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A number of theories are examined: personality
theories as researched by Holland, socialization theory,.
and Erikson’s concept of role generativity as applied to
"pioneers"” in male-dominated occupations. Comparisons are
drawn to societies with socialistic structures, as well as
less advanced economies, as to their respective
opportunities available to women.

Workplace barriers are examined utilizing North
American literature of the 1970 and 1980°s era, with
particular emphasis to Canadian and Albertan data where
available. The impact of legislation such as Bill C-62,
an Act respecting Employment Equity, and the Access
Initiatives Branch on female access are examined.

The literature then documents the evolution of the
apprenticeship system in Alberta in its historical context
with express reference to the provision of gender equity.
summarily, the study attempts to create the data and
background necessary to probe the issue of gender equity
as it currently exists and as perceived by pioneer women
in male-dominated apprenticeship trades in the 1980s.

The writer was particularly struck by the
plethora and groundswell of primary research that proposed
to uncover solutions to formidably gender-based hurdles
faced by women when they step outside of socially
sanctioned and prescribed arenas of work. A number of
salient factors influenced the writer’s thinking and

helped in the formulation of an instrument that might
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further probe whether or not women in the trades in
Alberta experience some, all or a combination cf barr:=is
cited in the literature. It will be recalled from Chaf ~=
I, however, that the writer’s sole authorship in .2
design of the questionnaire was eclipsed whern
collaborative efforts were suggested by the personnel of
Apprenticeship Trade Certification Branch. The following
"think pieces" helped guide the collaberative design of
the questionnaire. Randomly, they include :i.e following:

To what degrees are stereotypical societal views
instrumental in steering women toward traditional female
occupations? What importance do family members and
significant others play in factors leading to women’s
career decisions? How does acceptance of family members
and significant others play a role in women’s decisions?

To what degrees do educational institutions
influence women’s choice of work, given the complexity of
"acceptable" female occupation issues? How do career and
school counsellors advise women when they request
information from them? How do these and other schooling
departments reveal, either verbally or non-verbally,
resistance to advice given when women seek reliable data
about non-traditional work opportunities?

How do ‘"critical filter" and "chilly climates”
affect female students in various pre- and post-vocational

choice-making?



How are role identity and socialized mental images
about Jobs in the trades affected by gender-based
attitudes?

What essential roles do confidence, motivation and
a well-developed sense of self play in women’s lives upon
their decision to become a tradesperson?

Do such discriminatory behaviours as sexual
h.arassment occur in the trades work sites and would they
occur were female workers more visible?

To what degree are women’s maternal functions seen

as mutually inclusive or exclusive to this forum of work?
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CHAPTER III

ANALYSIS OF DATA

Introduction

While the previous chapter presented an historical
overview of the evolution of apprenticeship in Alberta,
the content of this chapter concentrates on the analysis

of data collected with the research questionnaire.

Interpreting Research Data

The questionnaire was collaboratively designed
with another researcher from the University of Calgary.
In its final form, the quest_onnaire consisted of four
parts: Part I was used to collect data on the employment
history and personal information of the participants and
contains the demographic information of the participants
as it relates to seeking employment in non-traditional
trades. Part II asked questions centred around
apprenticeship information, including 21 statements with a
number of open-ended questions. It probed for
information relevant to the participants as they entered,
progressed and perceived themselves in the role of an
apprentice. Part III asked a series «f gquestions to

determine participants’ satisfaction with technical
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training and schooling, and examined the female apprentice
during the technical training phase of apprentic=ship.
part III of the research instrument contained a number of
questions whereby participants were invited to provide
open-ended comments and opinions relative to their
apprentice work experiences. Part IV comprised 30
statements: for each statement, participants were asked
to circle one of the following five choices on a five-
point Likert scale: "strongly Disagree,” "Disagree,”
“Neutral or Don’t Know," "Agree" or "Strongly Agree.” The
30 statements were place into four categories: Entering
the Trades (Statements 1 - 4) -- participants perception
of self, one’s chosen trade and future trade job
opportunities; Experience On-the-job (5 -18) -- thirteen
apprenticeship work conditions which probe into affective
and cognitive awareness that women glean from their work
in the trades:; Possible Obstacles toward Job Completion
(19 - 25) -- barriers that might surface and are
contingent on the requirements of their apprenticeship
status: and, In General (26 - 30) -- general aspects of
being a female apprentice.

Barriers to Access Encountered by Women Seeking
Employment in the Non-traditional Trades focuses on four
sub-categories of women’'s apprenticeship  training:
Entering the Trades; Experience on the Job; Possible

Obstacles toward Job Completion; and In General.
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For the purpose of this study, Parts I and IV of
the gquestionnaire served as the main source of data.
These data would help to solve the research problem which
initiated the study:

To identify the barriers encountered by women

who seek apprenticeship training in non-

traditional trades in Alberta and barriers which

they encounter prior to and during their

training.
Responses to open-ended questions from Parts II and III
were also analyzed and reported to explore barriers which
women such as trades apprentices might encounter, but
which may not have been reported in the literature.

It will be recalled from Chapter I that the
population for this study comprised 122 women who were

serving an apprenticeship in a non-traditional trade. For

the purpose of analyzing the data.

Part I

Employment History and Personal Information

This part ©f the questionnaire consisted of ten
statements, which appear in numerically sequenced tables.
The employment history and personal information of the
respondents are reported here in Tables 1 to 10. Each

table and its respective findings are the following:
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Table 1

Age of Participants

N = 122
Frequency

Age of
Participant No. %
< 20 2 1.6
20 to 25 29 23.8
26 to 30 40 32.8
31 to 35 21 17.2
3uv to 45 27 22.1
> 45 3 2.5
TOTAL 122 100%

1t is evident from the data in the above table that the
age of participants ranged from less than 20 years to more
than 45 years. Forty of the 122 respondents (32.8%) were
between the ages of 26 and 30. Data show that 88
respondents (72.1%) were above the average age of a male
apprentice which 1s 27. This average age for an
apprentice is a major concern for labour planners and
apprenticeship personnel for several reasons: the working
life of the individual is reduced considerably due to the
late start, and the wage which an apprentice earns may
fall short of a family s subsistence needs.

Participants were asked to identify their marital

status in Statement B.
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Table 2

Marital Status of Participants

N = 122
Frequency
Marital
Status No. %
Single 44 36.1
Married 39 32.0
Separated 6 4.8
Divorced 14 11.5
Other 19 15.6
TOTAL 122 100%

Data in Table 2 indicate that 44, slightly more than one-
third or 36.1%, of the respondents enroled in a non-
traditional apprenticeship program were single. The data
also depict the next highest category to be married
(397122 or 32.0%). of particular interest from this
sample in the responses to this study is that 20 of the
122 (6.3%) are presumably self-supportors, not unlike the
36.1% single females who may belong to the 27+ age group
of women whose lives may also have under-jone numerous
adult developmental phases of which job changes were also
significant life experiences. Combined, these women would
have recognized the significant personal economic
advantage in training or retrzining that the

apprenticeships offered.
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Table 3 depicts the number of people financially
dependent on the apprentice during training to achieve

journeyman status.

Table 3

Number of People Financially Dependent on Participant

N = 121
Frequency
Number of
People No. %
self 53 43.8
Self + 1 27 22.3
self + 2 or more 11 9.1
share financial support 29 24.0
Other 1 0.8
TOTAL 121 100%

It is evident from data in Table 3 that one participant
failed to respond to the question. of the 121
respondents, 53 (43.8%) indicated that they were
financially responsible to themselves while in training.
Another 29 respondents indicated that they shared
financial support with other family members .
Twenty-seven (22.3%) of the respondents indicated that
they plus one other person were dependent on the
apprentice. Eleven of the 121 respondents indicated that
they plus two more persons were dependent on the

apprentice during training.
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Table 4 determines if women involved in the study

had a need for child care services while apprenticing,

Table 4

Type of Child Care Service Used by Apprentice

—t, il Ss e S Sl e

N = 31
Frequency
Child Care
Giver No. %
Family 7 5.7
Babysitter 4 3.3
Private Day Care 5 4.1
Government Day Care 4 3.3
Other 4 3.3
Family & Sitter 7 5.7
No Response 91 74.6
TOTAL 31 100%

Of the 31 female apprentices with child dependence., 7 used
a family member (22.6%) or a combination of family and
babysitter. This participant group was followed
respectively by five women who chose private daycare
facilities (16.1%) and four whose choice was a government
daycare (12.9%) which they failed to identify.

Ninety-one of the 122 participants did not
respond, which may reveal their single age/marital status
or the fact that they are among the third largest age
group of mid-career changers who have teenaged of fspring

or adult children independent of their mothers.



Those involved in the study who did not require
any form of child care service were asked to proceed to
Statement E (see Table 5) to which participants were asked
to respond whether or not finding child care was a problem
for these apprentices. Open-ended comments were also

invited.

Table 5

child Care a Problem for Participants

N = 69
Frequency
Child Care
Problem No. %
Yes 21 17.2
No 48 39.3
No Response 53 43 .4
TOTAL 69 100%

of the 69 apprenticing women who provided a
response to this statement, 48 (two-thirds or 69.67%) did
not find child care to be a problem. On the other hand,
21 (30.4%) of the surveyed women with dependents who
require daycare did have some problems. Fifty-three
(43.4%) participants did not respond.

Participants were asked to provide open-ended

comments if they found child care a problem while they
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were completing the various phases of their apprenticeship
training.

Thirty-five of the participants who responded to
this question provided written descriptions to further
shed light on their experiences as a working apprentice
who chose the trades in order to provide for herself and
at least one other dependent.

six respondents related that their offspring were
currently of the age at which they no longer required care
giving, although some indicated that during those years
when «child care/babysitting was required, they had
encountered problems.

Those female apprentices who, as a result of their
choice to enter the trades as employment, had dependents
requiring day care, cited the following diverse problems:

Very difficult to get good child care on a low
budget.

1f I had children, I think it would be a
problem, expensive, travel

.. . the anxiety I feel as I am presently
seeking child care due to my soon return to the
work force.

. because of child care I would riot be able
to work overtime -- this [has] worked out
satisfactorily.

. many Jjobs are some distance from home and
cvernight or long-term care 1S a problem.

there is a great need for 24-hour day
care: it would broaden career choices for women.

.. if a child becomes ill, . . . you have to
leave work.
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Just to be comfortable about child care . . . it
interferes with your concentration on the job.

. [child care sheds light . . . that] other
people’s attitudes towards working mothers of

small children, especially if you are married,
are negative.

People are not understanding about a single
mother having to be there for your child.

Farming families experience problems when the
female marriage partner seeks work in the
apprenticeship and looks for a babysitter or for
child care.

Inclement weather/working conditions penalizes
those female apprentices who use pro-rated day
care.

Very early trade work start-up times creates
problems where family care giver has dependents
in both the regular school system and day care.

Oof the 52 designated apprenticeship trades, 32
require a minimum of a Grade 9 education as an entry
criterion. Statement E (see Table 6) was included on the
questionnaire to determine the educational level a

participant acquired prior to entering the apprenticeship

program.

127



Table 6
Fducation Level of Participants Prior to Entering

Apprenticeship

N = 122
Frequency

Education
Level No. %
Some High School 30 24.6
High School Graduate 36 29.5
Some Technical/Community
College 19 15.6
Technical/Community College
Graduate 25 20.5
Some University 5 4.1
University Graduate 3 2.5
Other 4 3.3
TOTAL 122 101%*

* Total percent is greater than 100 because of rounding.

Data in Table 6 show that 36 from the surveyed
female apprenticeship population graduated from high
school. This group was followed respectively by those who
had some high school (30), those who had graduated from
technical school or community college (25), those who had
some technical school or college (19), those who had some
university (5), and those who had graduated from
university (3). A few participants (4) indicated that
they had some education other than the categories listed.

According to provincial legislation for one to
enter into an apprenticeship agreement, the individual

must be at least 16 years of age. To determine the entry
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age of this sample of women in a non-traditional trade,

see Table 7.

Table 7

Participant Age at Entry Into Apprenticeship Program

N = 122

Frequency
Age
Range No. %
< 20 years 11 9.0
20 to 25 years 44 36.1
25 to 30 years 31 25.4
31 to 35 years 25 20.5
36 to 45 years 10 8.2
> 45 years 1 0.8
TOTAL 122 100%

Data in the above table indicate that 11 women
registered in the apprenticeship program when they were
less than 20 years of age; 44 of the participants were
between the ages of 20 and 25 years when they entered the
program. The next largest age group was represented by 31
women who were in the 25 to 30 year old category. This
age group was followed by 21 women who were between 31 to
35 years of age when they registered as an apprentice, 10
women were from 36 to 45 years of age and only 1 female
participant who registered in the program was older than

45 years. These frequencies are closely comparable to



130

those applicable to male apprentices although, to this
writer’s knowledge, a similar study has not been

attempted.
To determine how many of the participants were

involved with an apprenticeship, see Table 8.

Table 8

Participants’ Current Apprenticeship Status

N = 121

Frequency
Apprenticeship
Status No. %
Yes 83 6t.6
No 32 26.4
No longer in trade 6 5.0
Missing 1 0.8
TOTAL 121 100.8%

Data in Table 8 reveal that 83 of the 122 participants
were still apprentices. This number was followed by
responses from the 32 female respondents who achieved
"journeymen" status. Six participants were no longer
working in the trades. One participant did not respond.
Part of the Manpower Development Act that governs
apprenticeship 1is that the apprentice must have an
employer before an apprenticeship agreement can be

initiated. To determine if those involved in the study



were still employed by the employer to which they were

first indentured, see Table 9.

Table 9

Apprentice’s Employment Status with Initial Emplover

N =74
Frequency
Employment
Status No. %
Yes 33 27.0
No 41 33.6
No Response 48 39.3
TOTARL 74% 100%

x Reflects N = 74

In Table 9 are data showing that of the surveyed
population of 122, 41 apprentices were no longer with
their initial employer. However, 33 of these respondents
were still employed by the same employer with whom they
had first begun work as an apprentice. Forty-eight
participants did not respond to this question.

It will be recalled that the research instrument
was collaboratively designed with a graduate student from
the University of Calgary. In Part I of the instrument,
Questions J through Q were included in the questionnaire
to collect data required by the University of Calgary
researcher. These six questions were not relevant to this

study: therefore, they will not be analyzed.



Apprentices come from all walks of 1life and
occupations before they start a formal apprenticeship. To
determine the major occupational group of the participants

in pre-apprenticeship, see Table 10.

Table 10

Occupation of Participant Prior to Apprenticeship

N = 120
Frequency

Occupational
Classification No. %
Professional 6 4.9
Medical 1 D.8
Service 35 28.7
Trades 25 20.5
Other 53 43 .4
No Response 2 1.6
TOTAL 120 100%

Data in Table 10 reveal that 35 of the 122 respondents
indicated that their previous occupational classification
had been in service occupations. This group was followed
by the next largest occupational classification of 25
women who had been in the trades. Six participants
indicated their occupational classification to have been
in the ©professional occupations, while only ©one
participant (0.8%) had been in the medical occupational

classification. The largest number of the participants,



53, indicated that their previous occupational classi-
cication had been something "other" than the categories
listed. The researchers had omitted to include
thecategory of homemaker; this sample number of women may

have been among this category. Unfortunately, these
individuals failed to list what these occupations were.

Two participants did not respond.

Part 1II

Apprenticeship Information

Part II of the questionnaire consisted of 21
statements that concentrated on collecting information on
apprenticeship information. _.ach statement was given a
letter of the alphabet as an identifier, beginning with
"A" and ending with "U". Statements A, B, C, D, E, F, G,
H, P, O and U were eliminated from the study because they
were not relevant. Other statements from the research
instrument will be analysed in this section as they
appeared in the questionnaire.

One statement elicited participants’ comments
about the ﬁost significant event or experience influencing
their decision to take an apprenticeship. Each of the
statements was analyzed in the order in which they
appeared in this part of the questionnaire.

Participants were provided with the opportunity to

write comments to the following open-ended statement:



Before responding to the following questions,
please relate, in one or two paragraphs, the
most significant event or experience which
influenced your decision to take an
apprenticeship.

Of the 122 participants involved in the research,
96 provided comments to this open-ended statement.

The respondents interpreted this statement using a
number of broad, yet similar, sub-themes within which to
frame their thoughts. These sub-themes may be described
as follows: self-improvement and/or broadening of a
personal skills base through trades education; Jjob

mobility/self-image; job  compensation; general and

specific motivators leading to the apprenticeships;

marital status; desirable work conditions; and
positive/negative attributes of choosing the
apprenticeships.

Self-improvement and/or broadening of personal

skills base through trades education. Four respondents
reported that they variously liked, loved and enjoyed the
work involved in apprenticeships. one of these
respondents liked the mechanical aspect of her work. Ten
of the participants emphasized that challenge is offered
them through the apprenticeships. Variously, these ten
women iterated that the challenge included proving men
wrong that women cannot do this type of work -- not only
can women do this work, but they can do it well, uniess or
until members of the public, such as customers, decline to

be served by, for example, a female partsperson.



Six or seven female participants of this sub-theme
felt that the apprenticeshios were a direction toward
bettering themselves through wuse involvement of new
learning and new understanding of how things function.
The latter two attributes of trades work contributed
towe:d women’s physical, hands-on well-being and labour.
several saw this type of work as being creative and

knowledge-enhancing.

Job mobility and self-image appeal. Two female
participants described the apprenticeship as having
global characteristics, that is, it provided them job
mobility. This attribute also afforded them independence
and solitude among those trades that required outside
work. In cases where customers required service, the
apprenticeships proved to the public that women can do the
work.

Eleven women’s responses cited working for female
employers as being direct outcomes of mobility and

improved self-image, as well as this factor having most

significantly influenced their desire to take
apprenticeship training. Four women were influenced by
the family business to enter the trades. Such positive

family role models as father, brother, husband, mother and
brother-in-law played decisive roles in  numerous
respondents’ decisions to take an apprenticeship. Other
circumstances contributing to and encouraging

apprenticeship career choices included: membership in the
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union, foremen, supervisors, co-workers, and encouragement
from a previous job. Husband-wife businesses were also
mentioned as being a significant influence. One
respondent cited a teacher as a significant contributor in

the decision to become an apprenticeship.

Job Compensation. Nine female participants
focused directly on the trades as producing more direct

income for themselves.

General and specific motivators leading to work in

the apprenticeships: marital status, desirable work
conditions. Four surveyed females stated that their

decision to enter the apprenticeships was due to being
unemployed. Of those who were employed, eight felt that
the opportunities and advancement achieved from the
technical training they received were significant decision
factors in their choice of the apprenticeships. Of this
sub-group, three stated that their training at NAIT served
as a channel in their decision. One woman identified
general college level involvement to have influenced her,
while another woman was alerted to women being hired by
syncrude through an agreement between Alberta Career
Development and Employment/Access Initiatives. Still
another respondent informed the study that she was
encouraged to choose apprenticing by AGT. A woman who had
obviously relocated from Ontario reported her decision to
have been made there while participating in an upgrading

program for the trades sponsored by the Operating
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Engineers Training Institute of oOntario (OETIO). One
respondent cited the approach by an apprenticeship
representative as having influenced her decision to become
an apprentice.

Four women reported that they had always been
interested in things mechanical as young children and
teens: three others identified their self-identified
aptitudes as motivators that influenced their decisions to
take an apprenticeship.

Three women made their decisions to enter the
apprenticeships following a divorce. One woman saw the
stresses of professional occupations to have been a direct
influencing factor in her choice of work in the trades,
and another described her fatigue with the traditional
gender-based work expectations for women as an influencing
factor. Five more women also referred to this issue and
qualified their decision in favour of the trades because
they did not see themselves as clerical helpers and wished

to escape the stereotyping that accompanies work of this

nature.
Positive/negative factors in choosing the
apprenticeships. conclusive comments, often of an

evaluative nature in the apprentices’ opinions, were made.
The surveyed sample who answered this part of the
questionnaire said the following about their choices to

apprentice in a trade:
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Apprenticeship is an excellent chance for older
rural people to retrain.

Apprenticeship is a chief reason to acquire
journeymen’s status with a ticket.

A person can challenge an exam for a ticket 1if
she has extensive practical experience.

Trades cextification provides stability for
women .

Apprenticeship allows women to converse
technically with men.

The encouragement of a previous technical
education instructor provided me acquisition of
a ticket for all-around job stability.

Trades provide future support for a woman.
Apprenticing can be forestalled in case of a
pregnancy.

The emergence of women in the trades programs

are helping wemen make career choices.

A woman’s skill level through the trades makes
her more marketable in less time.

The trades provides flexibility which leads to
further opportunities for women.

A woman achieves better living standards with
trade certification.

Previous long-term work experience is recognized
in the trades.

The trades offers women egqual pay for work of
equal value. It is equitable and easy work.

The apprenticeship program in my trade offers me
the security of certification.

The long struggle in high school to elect shop
classes has been worth it.

I gained familiarity with the trades through my
previous job as a clerical employee.

Long-term related experience creates
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opportunities for a woman to challenge a trade
exam at the Apprenticeship Board.

My choice for trade work was made when I was not
being paid for work done that was equal to that
~f a male worker and being told that I was not a
najor bread-winner. The trades are career
building bridges for women and can present them
with opportunities for future flexibility.

Apprenticeship is a means %o escape seasonal
employment problems while ensuring security.
For women, they help overcome financial hurdles
for self-education and support.

I was bored with retail work. With persistence,
I became accepted for apprenticing in my chosen
trade, where I am paid more and enjoy my work
more.

I am university educated, but am unemployable
and therefore chose the trade in the job area in
which I worked while attending university.

While the foregoing were abridged samples shared
by women mostly in positive evaluation of their choice of
apprenticeship, the following reveal more problematic

aspects or negative evaluation of such a choice.

Young dependents and the requirement of urban
relocation for two months technical schooling
created problems.

Being a woman in a male-dominated work area 1is
difficult.

The women’s lib. aspects present problems.

It is energy consuming to find confidence to
care enough about one’s self and the reactions
from others.

Are the trades a way of overcoming dead-end jobs
for women?

It is a problem to experience the scare tactics
and discouragement by male peers.

The trades present drawbacks of finding ongoing
employers to help finish training. I am tired
of changing jobs.
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Apprenticing in a shop such as Massey Furgeson’s
parts school can bring problems when the company
collapses.

Single-parent status for a female apprentice can
be problematic.

More practical training would enhance technical
knowledge.

Of the 96 respondents in this open-ended guestion,
the following chosen trades profile surfaced: seven tools
and parts persons, three automotive trades, two Alberta
mobile crane operators, and three cabinet workers. The
remaining respondents occupied the following trades:
welder, insulator, taper, electronics, electrical, wood
working, engineering technologist, and hoisting engineer.

To determine if participants were encouraged by

anyone to enter the apprenticeship program, see Table 11.

Table 11

Participants Encouraged to Enter a Trade

N = 121
Frequency
Entrance
Encouraged No. %
Yes 81 66.4
No 40 33.8
No Response 1 0.8

TOTAL 121 100%
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In Table 11 are data which indicate that two-
thirds, 81, of the research sample indicated the

responding "ye=" they had beer encouraged by someone to
enter apprenticeship training to prepare for a non-
traditional trade. Forty participants, by indicating "no”
meant that no specific person had encouraged them to seek
an apprenticeship and that the decision to choose work
among the non-traditional trades was self-made. One
participant did not respond.

Participants who answered the previous question in
the affirmative were asked who encouraged them to make

their decision to obtain training in an apprenticeship

non-traditional trade (see Table 12).

Table 12

Individual Who Encouraged Participants to Enter a Irade

N = 81
Frequency
Individual Wwho
Encouraged No. %
Friend 39 32.0
Father 14 11.5
Mother 2 1.6
Other Relative 5 4.1
Counsellor 1 0.8
Other 20 16.4
No Response 41 33.6

TOTLL 81 100%
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Data in the above table show that 81 of the 122
apprentices responded. These data show that of those
participants who were encouraged to enter a trade, 39
indicated that their encouragement to do so came from a
friend. The next largest group to receive encouragement,
14 of the women, stated that their fathers had provided
this encouragement. Five participants indicated that
another relative had offered encouragement. Only two
participants cited their mother as lending encouragement,
followed by one female apprentice who indicated that a
school counsellor had suggested encouragement for her to
choose work from among the trades. Twenty participants
also made it known that they were encouraged by someone
other than the categories listed. This group may have
surfaced from among those examined in Table 11 who may
have made this choice themselves. Forty-one ddid not

respond.

Table 13 reveals more about the responses by the
women of this study as to their discouraging experiences

from others to do trade work.
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Table 13

Participants’ Discouragement to Enter a Trade

N = 121
Fregquency
Entrance
Discouragement No. %
Yes 30 24.6
No 91 74.6
No Response 1 0.8
TOTAL 121 100%
The data in this table ?'sclose that 91

participants indicated that no one had tried to discourage
them from entering a non-traditional trade of their
choice, whereas 30 of those who participated had been
discouraged by someone else. Because all but one
apprentice answered this question, it would be interesting
to speculate all or even some of the reasons why these
female apprentices were not shaken in their convictions to
find gainful employment among the trades.

Participants who responded "yes" to this question
were asked in the next question to identify the person who
attempted to discourage them from becoming involved in

apprenticeship training (see Table 14).
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Table 14

Individual Who Discouraged Participants to Enter a Trade

Individual Wwho

Discouraged No. %
Friend 15 12.3
Father 5 4.1
Mother 2 1.6
Other Relative 3 2.5
Counsellor 2 1.6
Other 3 2.5
No Response 92 75.4
TOTAL 30 100%

Data in this table show that of 30 participants
who responded, 15 indicated that a friend attempted to
discourage them from entering an apprenticeship program,
while five identified their father as the individual who
attempted to discourage their choice of the trades as
work. Three participants indicated that another relative
tried to discourage them, while two participants were
discouraged by their mothers. Two respondents were
discouraged by a teacher in their academic experience from
choosing the trades as a work choice, and three
respondents identified someone other than the categories
of individuals listed who discouraged them from choosing
the trades as gaianful employment. However, a significant

92 women of this sample population did not respond to this



guestion because they found this questio.. already answered
in the one pertaining to Table 13.

These data also show the influence that the peer
group might have on an individual in making a career
choice.

Table 15 depicts responses to the guestion asking
whether the participants wculd encourage other females to

enter their trade.

Table 15

Participant Encourage Other Women to Enter Her Trade

Mllid YA It et Ell = ams SRS

N = 120
Frequency
Encourage for
Her Trade No. %
Yes 113 2.6
No 7 5.7
No Response 2 1.6
TOTAL 120 100%

Data in this table show that the majority of
participants, 113 of 120, would encourage other women to
enter their trade, with only seven respondents indicating
that they would not encourage other women to do so.

Participants were asked to respond with a "yes" or
"no" to the question asking whether they would encourage

other females to enter another trade (see Table 16).
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Table 16

Would Participant Encourzg,e Other Women to Enter Another

Trade
N = 116

Frequency
Encourage for
Another Trade No. %
Yes 113 92.6
No 3 2.5
No Response 6 4.9
TOTAL 116 100%

Data in this table point to the fact that 113
participants would s~ncourage other women to enter another
trade., while only a small number, 3, indicated they would
not enccurage other women to enter trades. Six
apprentices did not respond. Here some rhetciical
guestions as to why one’s own chosen trade might not suit
other women could be further explored.

The female apprentices of this study were next
asked if they were involved or affiliated with a union

(sexe Table 17).



Table 17

Union Affiliation of Participants

N = 121
Frequency

Union
Affiliation No. %
Yes 20 16.5
No 101 83.5
No Comment 1 0.8
TOTAL 121 100%

It is evident from these data that 101 of the 122
participants had no affiliation with a trade union. There
were, however, 20 apprentices in the study who indicated
that they were members of a trade union. One participant
indicated a "no comment"” response. A further probing
question relative to unions might have been posed to
inquire why membership fails to contribute or to mitigate
barriers toward women who enter the trades as an
occupation.

The apprenticeship systzm is made up of local
apprenticeship committees that report to the Provincial
Apprenticeship Committee for the wvarious apprenticeable
trades. The latter committee is responsible to the
Apprenticeship Board. To determine if those involved in

the research were knowledgeable of their local



apprenticeship committee. Data from this question were

used to organize Table 18.

Table 18

Participant Awareness of Local Advisory Committee Meetings

N = 116
Frequency
Awareness of
Meetings No. %
Yes 6 5.2
No 110 94.8
No Response 6 4.9
TOTAL ile6 100%

4 vast majority, 110, of the 122 respondents were
not aware that their local apprenticeship committee held
meetings. Six respondents replied in the affirmative,
which was an indication that they were aware of these
meetings Six participants did not respond.

There are researchers, scholars and social
scientists advocating feminist epistomology who believe
that gender bias terms and language should be removed. In
Alberta, the Manpower Development Act, 1985, specifically
uses the term "Journeyman"” in the legislation to refer to
an individual who has completed the required apprentice-
ship program prior to certification. To determine how

women in this investigation felt toward the use of the



term “Journeyman," the data in Table 19 recorded the

reactions of participants to this gquestion..

Takle 19

Reaction of Participants to Term Journeyman

Moo= 117
Frequency

Reaction
to "Journevman” No. %
Strongly Approve 20 16.4
Approve 29 23.8
Indifferent 59 48 .4
Disapprove 6 4.9
Strongly Disapprove 3 2.5
No Response 5 4.1
TOTAL 117 100%

of the 117 respondents, 59 indicated that they were
indifferent to the term "journeyman" as it applies to
women working in the trades, while 29 respondents approved
of the term, and 20 indicated strong approval of this term
as it describes women who work in the trades. A lesser
number -- six and three, respectively -- responded with
disapproval or strong disapproval toward the designation
of “journeyman"” as it applies to women working in the
trades. Five of the surveyed female apprentices did not
respond. One could also analyze this table from the two
distinct groupings that become evident through the data:

the group who wholly approve (40.2%) and the group who
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range from indifference to strong disapproval (55.8%).
Furthermore, given the 4.1 who did not respond, to what
degree, then, does this sampling of women actually see
themselves as "Jjourneymen"? To what degree 1is this a
legal attempt to support stereotypecasting that is clearly

sexist.

Part 11X

Apprenticeship Schooling

Apprenticeship training has two components -- on-
the-job training, the practical phase, and in-school
training, the theoretical phase. Of the 52 apprenticeable
trades in Alberta, 49 have a technical training component
that can vary from 4 to 12 weeks, depending on the trade.
Technical training is given for each period of
apprenticeship. Statements in this section of the
research instrument concentrate on technical training.
These statements are alphabetized from A to M. The
following statements were relevant: A, F, G. H, I, J and
K. The remaining statement were eliminated from the
analysis of the data.

Participants were asked to rate the level of
satisfaction they had with the apprenticeship training
which they received for each period of training. To rate
their training, a five-point Likert scale was provided
with these choices: "Very Satisfied," "Satisfied,” “No

Opinion," "Dissatisfied,” and "Very Dissatisfied.”
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The data collected with this gquestion will be found 1in
Table 20. These data show:

with respect to training received during the first
year, of the 105 participants, 52 were “"satisfied,”
followed by 42 participants who were "very satisfied,"” 8
were of "no opinion,” and 3 were ‘“dissatisfied.”
seventeen participants did not provide the data requested.

with respect to training during the second year,
of 71 participants who responded, 44 were "satisfied,”
followed by 21 who were "very satisfied,” 5 were of "no
opinion,” and 1 was "dissatisfied.” Fifty-one
participants failed to supply the requested information.

with respect to training during the third year, 41

of the 122 participants, 20 indicated that they were

"satisfied," followed by 16 participants who were "very
satisfied," 3 participants who had "no opinion.,” and 2
participants who were "dissatisfied.” Eighty-one

participants did not respond.
with respect to training during the fourth year,

six of the 122 participants who provided the information

were “"satisfied,” followed by five participants who were
"very satisfied,” 3 participants who were 'very
dissatisfied,” and 1 participant was of "no opinion.”

one-hundred and seven participants did not respond.
To determine the relationship between what was
learned in school and its application on the job site,

Table 21 was constructed to describe the collected data.

151



152

L'L8 LO1 00¢ t L9 I oov 9 gee s 14 St

$'99 18 6v [4 €L £ 8'8Y 0¢ 0'6¢ 91 € 8

8’1 IS ¥l 1 0L S 079 144 9'6C 12 [4 IL

6¢l L1 6C € 9L 8 $6 [43 (X114 [44 1 so1

% Buissin % patssuessid % payysiessiqq 9 uowidQ oN % paljshies % poysyes JeA = N
ON KI1ap ‘oN ‘ON ‘ON ‘ON KIop ‘oN

paiaoay Supuiel] JdNSHONULIATY A EONDESSHES

07 3198l



153
Table 21

Relationship of Technical Cr-site Training

N = 100
Frequency

on-site/Technical
Relationship No. %
Yes 91 74.6
No 9 7.4
No Response 22 18.0
TOTAL 100 100%

Oof the 100 respondents who answered this
question, 91 checked "yes" they were able to relate what
they had learned during their apprenticeship technical
training to their everyday 3job duties. However O
participants indicated that they were not able to relate
their learning with requirements of their job. Twenty-two

participants did 1ot respond.

The question that asked if technical training
helped to improve the performance of the apprentice on-
the-job required a "yes/no" response and was organized

into Table 22.
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Table 22

Relationship of Technical Training Improved Job

Performance
N = 105

Frequency
Training Improves
Job Performan:e No. %
Yes 97 79.5
No 8 6.6
No Response 17 13.9
TOTAL 105 100%

The question was utilized to ascertain the number
of women apprentices in non-traditional trades who felt
that their technical training was compatible with
assisting them in improving their Job performance.
Ninety-seven respondents, clearly a majority., took the
position that their apprenticeship technical training did
help them improve their performance on the Jjob. Only
eight participants indicated that such training did not
lead to improved 3job performance for them when they
returned to the Fjob site following their schooling.
Seventeen participants did not respond.

To determine if the women apprentices involved in
the research were taught by female instructors while
attending technical training, a "yes/no" response was

sought.



In Table 23 depicts the data which were collected with

this question.

Table 23

Female Instructors Taught Technical Trzining

N = 105
Frequency

Female
Instructors No. %
Yes 14 11.5
No 91 74 .6
No Response 17 13.9
TOTAL 105 100%

of the 105 participants who provided a response to
Statement H, 91 respondents indicated that they did not
have any female instructors during the technical training
phase of their apprenticeship. Fourteen of the female
apprentices indicated that they did have female
instructors while completing their technical training.
Seventeen respondents did not respond to this statement.

Technical training is offered in a number of
institutions which are part of the non-university post-
secondary education delivery system, part of Alberta
Advanced Education. Among these institutions are two
technical institutes, BAlberta Vocational Colleges and

eight public colleges throughout the province. An
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apprentice has the right to attend an institution near
their place of residence. To determine whether or not
apprentices had to temporarily relocate for their
technical training, Table 24 will show that 71 first-year
apprentices did not have to relocate for the technical
training phase of their program. However, 33 of the
respondents indicated that they were required to relocate
for that phase of their training. Eighteen respondents
who were part of this first-year technical schooling group
did not respond.

An analysis of responses from the second-year
group of a - uentices show that 47 did not have to relocate
for technical training, yet 23 indicated that they were
required to relocate. Fifty-two failed to respond to this
statement.

An analysis of responses from the third-year of
group of apprentices show that 27 respondents did not have
to relocate to take their technical classroom training.
Oon the other hand, 15 respondents showed that they were
required to relocate. Eighty participants did not respond
to this question.

Of the the fourth-year group of apprentices, 12
revealed that they did not have to relocate. Four female
apprentices indicated that they were required to relocate.
one hundrecd and six participants did not respond to this

guestion.
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The hypothetical guestion of “critical filter” or
number of women who form a particular group in training in
those trades traditionally regarded as non-traditional
work for women was the purpose for Table 25.

The analysis of data from Table 25 is based on
the responses of the female apprentices who responded to
this statement.

with respect to the first year of technical
training, the number of other females in the participants’
classes ranged between 0 and 5, with 43 participants
indicating that there were no other women enrolled 1in
their technical training classes. Eighteen participants
indicated that there was one other woman, 17 indicated
that there were two other women, 13 indicated that there
were three other women, seven indicated that there were
four other women, and three indicated that there were five
other women. Twenty-one participants did not respond to
this question.

With respect to the second year of technical
training, the number of other females in the participants’
classes ranged between 0 and 6; 32 participants indicated
that there were no other women in their classes. Eleven
participants indicated that there was one other woman, 12
indicated that there were two other women, eight indicated
that there were three other women, two indicated that
there were four other women, two indicated that there were

five other women, and one indicated that there were six
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Table 25

ber of Qther Femzis ©Jassmates Attending Technical

Class Training

N = Frequency % Missing %

101 Year 1 0 43 35.2
1 18 14.0
2 17 13.9
3 13 10.7
4 7 5.7

5 3 25 21 17.2
68 Year 2 0 32 26.2
1 11 9.0
2 12 9.8
3 8 6.6
4 2 1.6
5 2 1.6

6 1 0.8 54 443
40 Year 3 0 15 123
1 10 28
2 7 5.7
3 4 33
4 3 25

5 1 0.8 82 67.2
12 Year 4 0 9 7.4
1 1 0.8

2 2 1.6 110 90.2
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other women. There were 54 participants who did not
respond to this statement.

During the third year of technical training, the
number of other females in the participants’ c'asses
ranged between 0 and 5, with 18 participants indi ating
that there were no other women their classes. Ten
participants indicated that there was one other nen,
seven that there were two other women, four that there
were three other women, three that there were four other
women, and one that there were five other women.
Eighty-two participants did not respond.

For the fourth year of technical training, the
number of other females in the participants’ classes
ranged between 0 and 2. Nine participants indicated that
there were no other women in their classes, one indicated
that there was one other woman, and two indicated that
.here were two other women. one hundred and ten
participants did not respond.

Statement K, Part III, was a "yes/no” guestion
which also asked the participants to provide comments as
to additional problems they faced with childcare. Open-

ended comments were also invited (see Table 26).
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Table 26

Type of Child Care Se -vices Used by Participants While

attending School

N = 77
Frequency

Type of
Services No. %
No Child Care 49 40.2
Family 10 8.2
Babysitter 2 1.6
Private Day Care 7 5.7
Government 4 3.3
Other 2 1.6
Combination 3 2.5
No Response 45 36.9
TOTAL 122 100%

of the 77 participants who answered this question,
49 had no use for child care while they were completing
the technical training phase of their apprenticeship
program. This group of women was followed by those women
who had to make use of these forms of day care: ten used
a family member, seven made use cf private day care
facilities, four sought day care at a government facility,
three employed a combination of child care services which
were available, and four participants two of whom found
day care from a babysitter and two who found some other
form of care. Forty-five participants did not respond to

this question, which corroborates earlier findings from
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this sample of apprentices whose marital status 1is
primarily single and who are without childcare-aged

dependents.

Part IV
Barriers to Access Encountered by Women

Seeking Training in Non-traditional Trades

Part IV of the research questionnaire consisted of
30 statements which were placed into these four
categories: Entering the Trades (14); Experiences On the
Job (14): Possible Obstacles to Job Completion (7); and,
In General (5). Participants were asked to indicate
agreement or disagreement for each statement using a five-
point Likert scale using these choices: Strongly Disagree
(sD) = 1: Disagree (D) = 2; Neutral or Don’t Know (N) = 3:
Agree (A) = 4; or strongly Agree (SA) = 5. Data analyzed
in this section will be in four segments as these segments
appeared in the questionnaire. However, a slightly
different approach will be used because the statements in
each category will not be presented in a separate table.

In reporting the analysis of data in the tables
for this part of the report, the "sStrongly Disagree” and
"Disagree" ratings will be collapsed and reported under
the heading "Disagree." Similarly, the “Agree" and
"Strongly Agree" ratings will be combined and reported as
"agree."” The "Neutral rating will be reported as shown in

the appropriate table.
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Entering the Trades

Data collected with the four statements of this
category were used to assemble Table 27. This first
ctatement in this category asked participants to rank this
statement:

The general public’s perception of women in non-
traditional trades is generally positive.

Data in Table 27 show that the public perception of women
in non-traditional trades would be considered as
generating positive attitudes toward trudes women, 68 of
the respondents "Agreed” with this statement; 34
"Disagreed” with the statement: and 20 were "Neutral.”

The second statement that thcse involved in the
study were asked to rate read:

Increasingly more women find their choices of
work among the trades.

7t is evident from data in the table that 69 of those
involved in the research "Agree" that more women are
choosing to work in a trade. Thirty-eight of these women
remained "Neutral® on this issue, while 19 "Disagreed.”
The third statement read:
Recent anti-stereotypical education to promote
women in "non-traditional jobs" has strengthened
women’s confidence to do “"trade" jobs.
seventy of the 121 participants who rated this statement
agreed with it; 36 were “Neutral" towards the statement;

and 15 did not "Agree" with it. These data can be found

in Table 27.



164

PQUINN UAWREIS = NS

1

0 6L bt £t [AY €T Sl 6’81 £€C Lol €1 USIOM JOJ SN POM
saunsua sqol pafINS 1 44

jiom feuot}

-1pEIl-uoU Ul 3dUIPIJU0d

1 8 L [ ¥4Y £9 86T 9¢ LGl £l L Z suawiom sajowaid uoly
-ponpa [edldKioasais-nuy € 121

I L'l z [ (4] e 8¢ el 91 LY4 £ sapeyl, Suowrs s30OYP
HOM UIWOM O 4 1zl
0 VL 6 ¥ov 6$ ¥9l 0¢ 3 X4 67 I't S uoidaasad dlqnd ! [£4]
asuodsay % 2213y o, 9918y 0p  [ednoN 0 9913esi(y o  9213es1(g ey Luyg NS N

OoN K18uong £j8uong

LT 21qeL



In response to Statement 4:

I decided to get a skilled job because there was
no future in what I was doing before.

Data in Table 27 show that of the 122 participants who
rated this statement, 71 "Agreed" that they entered an
apprenticeship program because there was no future 1in
their job; 36 "Disagreed” with the statement; and 15 were

"Neutral."

Experiences on the Job

This category included a totai of 14 statements.
Statements 5 through 18 sought to probe a variety of on-
the-job  experiences for women in non-traditional
apprenticeship trades, such as may occur when women share
job spa2uz with men who had heretofore not experienced
womiar: entering these trades. Data collected with the 14
statements were used in preparing Table 28.

In response to statement 5 which read:

I feel like the token woman; the only reasocn I

was hired was because the company had to hire a

woman.
Data in Table 28 show level of disagreement that 103 of
the 122 participants had with this statement. This is an
indication that these women felt they were hired as
apprentices because of their competencies and not because

of their gender. Six of those involved in the research

"Agreed" and 13 remained "Neutral.”
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Participants were asked to rate Statement 6 using
the 5-point Likert scale. This statement read:
The toughness of the "male workplace” atmosphere
makes working in the  trades for women
overwhelming, problematic, and intimidating.
In Table 28, there are data which show that of the 121
women apprentices who provided a response to this
statement, 82 "Disagreed” with it; 22 "Agreed": and 17
were "Neutral.” One participant did not rate this
statement.
To determine the attitudes male colleagues have
towards -+ <+ a non-traditional trade, participants
were askec to reiz¢ the seventh statement:

Other male apprentices’ perceptions toward women
in non-traditional trades is generally positive.

It is evident from data in Table 28 that 93 respondents
“agree" that the perceptions of male apprentices 1is
positive toward women 1in non~-traditional trades; 20
"Disagreed” with the statement:; and 9 were "Neutral."”
The eighth statement that those who participated

in the investigation were asked to rate was:

Foremen and Supervisors in the trades generally

seem agreeable in the sharing of thelir

supervisory roles with those women whe are

proficient in their chosen trade.
Fifty-three of the 120 women apprenticing in a ron-
traditional trade "Agreed" with the statement; 20

"Disagreed"”; and 9 were "Neutral," with one not supplying

the requested information.
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Statement 9 was included in the questionnaire to
determine the quality of supervision and treatment that 1is
shared by supervisors with women they supervise.

Quality of supervision and treatment of both

male and female tradespersons in my place of

work is about the same.
There were 120 female apprentices who answered this
statement. Of those, 53 "Agreed"” with the statement: 37
remainad "Neutral"; and 30 "Disagreed.” The remaining 2
participants did not rate this statement.

The tenth statement in the guestionnalre was
prepared tc determine whether or not the work environment/
climate bothers a female apprentice in a non-traditional

occupation working on the job site. This statement asked:

on the whole, my work environment/climate does
not bother me.

Data in Table 28 show that 120 of the 122 participants
rated this statement. Of the number, there were 101 who
"Agreed” that the climate where these irdividuals worked
did not bother them: 8 "Disagreed” with the statement; and
11 were "Neutral."

The Canadian Classification and Dictionary of
Occupatiouns (CCDQ) (1971) lists as part of the
occupational description the environmental conditions
under which a worker must perform the duties of the
occupation. One of these environmental conditions 1is
atmospheri1 conditiens of fumes, odours, toxic conditions,
dust, and poor ventilation (Manpower and Immigration,

Canadian Classification and Dictionary of Occupations,
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volume I, 1971, p. 1166). To determine if the
environmental conditions of noise, dirt, ©pollution
bothered participants on the Job site, tuey were asked to
rate Statement 11:

on the whole, ncise, dirt/pellution, does not
bother me.

By their rating of either "Agree"” or "Strongly
Ayree," 91 of the 121 participants "“Agree" that the
environmental conditions where they were apprenticing
their trade did not hother th=m. Twenty-three of these
participants wuore bothered - lLhese cenditions, while
seven remained “Neutral.”

while the CCDO also lists the physical activities

including both the physizal requirements and the physical

capacities a worker must meet for an occupation. Among
these and other physical activities are: lifting,
carrying, pushing, and pulling. To determine if these

activities are required of apprentices regardless of
gender, Statemert 12 read:

Physical work conditions such as heavy lifting

and heavy load carrying is expected from both

male and female tradespersons.

one hundred and three of a research sample of 122

"Agree” that both sexes on the job site should be required
to carry out the physical activities required of the job.

There were 12 who were not 1in agreement with the

statement, and 7 who were "Neutral.”
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Statement 13 read:

Sexist language, including jokes, 1s acceptable

in trade work, where the majority of workers are

men.
There are data in Table 28 which indicate that 60 of the
respondents "Agree" that sexist language and jokes are an
acceptable form of behaviour in a trade wher< male workers
predominate. Thirty-six of the 121 participants who
provided data "Disagreed” with the statement, and 26 were
"Neutral .”

During each period of technical training,
instructors who teach that phase of training must submit a
grade of the apprentice’s performance to the
Apprenticeship and Trade Certification Branch. Statement
19 was included in the questionnaire to determine 1f the
apprentices received feedback on the quality of work

performed on the job site. Statement 14 read:

Feedback on work progress is frequently given
and discussed.

of the research cohort of 122, 120 rated this
statement. These ratings given in Table 28 show that 72
"Agree” that they receive formative feedback on the work
thev perform; 30 were of the opposite persuasion; and 18
were "Neutral," by not taking a stand either way.
Statement 15 read:

Feelings of work pride and self-worth are
encouraged in my work place.

Data in Table 28 show the response given by the research

cohort of 122 to this statement. It is evident from these
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data that 79 of the respondents "Agreed” that at their
work place they are encouraged to develop feelings of
pride in their work as well as developing self-worth as an
individual. Thirty-two "Disagreed" with this statement,
while 11 remained "Neutral.”

In this table are data which show the importance
of self-satisfaction for the work accomplished by the
women apprentices who were practising in a non-traditional
trade. 'These data were collected with Statement 16:

My sense of accomplishment for work well done is
an important part of my work in my chosen trade.

The entire research sample of 122 responded to
this statement. Of these, 117 “"Agreed" that they
developed a sense of accomplishment for the work that they
did as part of their trade. Four of those involved in the
research were "Neutral" to this statement, and only one
was in disagreement with it.

Statement 17 read:

I feel comfortable with the level of respect
that I perceive from others.

An analysis of data in Table 28 shows that 102 of the 122
women apprenticed in non-traditional trades involved 1in
the study "Agree" that they feel comfortable with the
level of respect that they perceive others have toward
them. Eleven members of this group were "Neutral"” and
nine "Disagreed” with the statement.

Women apprentices are expected to meet the same

physical demands, work under the same environmental
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conditions, and perform the same physical activities as
their male counterparts. Many of these work requirements
can change the self-concept of an individual. The
eighteenth statement read:

I've done things I never considered possible
before and it has changed my self-concept.

Reviewing data from Table 28, it is clear that 87
of the 121 apprentices who rated this statement "Agree”
that their self-concept has cliinged because of the work
requirements they had to persform as an apprentice.
Twenty-one of the research cohort of 122 rated this

statement as "Neutral" and 13 "Disagreed” wi:" 1t.

Possible Obstacles Toward Job Completion

This portion of the research questionnaire
included seven statements where participants were asked to
rate using the five~point Likert scale. 1In Part III of
the questionnaire, these statements were numbered 19
through 25 and concentrated on the different obstacles
that women might have to face in their guest to
successfully complete apprenticeship training and befcre
being certificated as a "Journeyman." Data collected with
these seven statements were used to crganize Table 29.

An apprentice 1is a learner who is learning the
skills, knowledges, understandings, and attitudes of a
tradesman. As a learner, it is inevitable that mistakes

will occur during the learning process. The 122
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participants of the study were asked to rate Statement 19

which read:

As an apprentice, 1it’s o.k. to make mistakes.
because you’re there to learn.

Eighty-nine of the 122 particlipants by their rating
"Agreed” that it was permissible for them to make mistakes
as they progressed through the different periods of their
apprenticeship training. Sixteen "Disagreed” that they
should be permitted to make mistakes and 17 remained
"Neutral." These data can be found in Table 29.

Those involved in the research were asked to rate
this statement:

Trade work is mentally/physically too tough for
women.

Data in Table 29 show 115 of the 121 who rated the above
statement "Disagreed"” with the work that comprises a trade
is both mentally and physically too tough for women to
perform. There were six of the women apprentices 1n non-
traditional trades who "Agreed"” with the statement.
A number of custom trades, trades that "involve

the production of things" (Fryklund, 1942, p. 8). have a
union affiliation. Statement 21 was written to determine
if the women of this study had access to union information
and membership. This statement read:

I find that access to union informacion for

women in non-traditional trades and invitation

to membership are readily available.

Data from Table 29 show that 81 of the 122 members of the

research sample were "Neutral" toward this statement; 23
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"Disagreed” with it; and 18 "Agreed” that they had
available and accessible to them union information and an
invitation to become a union member.

Data collected with Statement D, Part I, were
presented in Table 4 which shows the types of child care
services used by women involved in the research. Day care
can be an obstacle to a woman attempting to complete an
apprenticeship program. Closely related to Statement D
was Statement 22 which read:

Access to Day Care and subsidization information
about Day Care is available to me.

In Table 29 are data which were collected with this
statement and used to organize this table. These data
show that 83 of 122 participants were “"Neutral" toward
this statement: 19 "Agreed" that they had both information
and access to Day Care; and 14 ‘“Disagreed.” Six
participants did not respond to this statement.

The range of age of female apprentices involved 1in
this study was between 20 and 45, with 92 between the ages
of 20 and 35. This range of age is considered by the
medical profession to be the range of child-bearing age.
To determine if maternity leave was available to women,
Statement 23 read:

Maternity leave for women in non-traditional
trades 1s no problem.

From data in Table 29, it is evident that of the 119 women
who responded to this statement, 87 were "Neutral," 25

"Aqreed” with the statement, and there were 7 who
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"Disagreed” with 1it. Three participants failed to rate
the statement.
Statement 24 read:

Finding transportation to work 1s not an
obstacle for me.

It is evident from data in Table 29 that 118 of the 122
participants "Agreed" that locating transportation to work
did not create a problem for them. There were an equal
number of participants who either "Disagreed”™ or were
"Neutral” toward that statement, two particlpants
respectively.

Closely related to an apprentice locating
transportation to work was to find transportation to the
site where technical training was offered. This in some
czses could be considered an obstacle toward an apprentice
completing the program. To determine if participants
considered finding transportation to technical training,
Statement 25 read:

Finding transportation to school 1s not an
obstacle for me.

oOone hundred and nine of the 121 participants who rated
this statement "Agreed” that locating transportation to
attend technical training was not an obstacle for them.
seven of the participants were “Neutral” toward this

statement and two "Disagreed” with it.

1
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In General

This section, Part IV of the questionnaire,
consisted of five statements numbered 26 through 30. 1In
addition to these statements, space was made available for
participants to comment on the barriers they may have
encountered as they ©participated in apprenticeship
training for a non-traditional trade.

Data collected with these five statements were
used to organize Table 30 and are presented in the order
in which the statement appeared in the instrument.

Statement 26 read:

I did not have any difficulty with the Math/
Science courses in Junior and Senior High
School.
It is evident from data in Table 30 that 62 of the 121 who
"Agreed” with this statzment did not have any difficulty
with either courses in mathematics or science while

attending secondary school. Forty of those involved by

disagreeing indicated they had trouble with these courses

in Junior and Senior High School. Nineteen of the
participants remained “"Neutral" with regard to this
statement.

Statement 27 read:
The current rise in unemployment is the
strongest obstacle to the movement of women into
non-traditional jobs.
In Table 30 are data that show that 48 of the women

involved in the research rate this statement as "Neutral":

they did not feel that the rise in unemployment would be
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an obstacle to women seeking apprenticeship training in a
non~traditional trade. Forty-two of the participants
"Agreed” with the statement and 31 ‘“Disagreed." One
participant did not rate the statement.

Statement 28 of Part IV of the instrument read:

It would be wvery helpful to have more
communication with other women in the trades.

In response to this statement, 64 participants "Agreed”
that better communication between women in the trades

would benefit both parties; 42 of the 120 who rated this

statement were “Neutral”; and 14 "Disagreed"” with the
statement. Two of +the 122 women failed to rate the
statement.

Participants were asked to rate the twenty-ninth
statement to determine if more women would enter an
apprenticeship trade in the future. This statement read:

I think that more women will enter the
apprenticeship trades in the future.

In response to this statement, 101 respondents “"Agreed”
that more women will enter the apprenticeship trades in
the future, while 17 respondents remained "Neutral” and 3
"Disagreed.” One participant did not respond to this
statement.

Statement 30 read:

Women bring a new spirit of working together to
some of the trades.

Ninety-tiiree of the 119 participants who rated this
statement ‘'Agreed” that women working with men in a trade

bring tc¢ the trade a new dimension of interaction: 22 of



those involved 1n the study were “Neutral"” to this
statement, and 4 "Disagreed” with it. The remaining three
participants failed to rate the statement.

Following Statement 30, space was left for those
involved in the research to provide comments they had to
the barriers of women participating in non-traditional
trades. Fifty-seven women in this study provided comments
which could be placed in these three broad categories:
Societal and Traditional Attitudes: Self-imposed Barriers:
and the Inadequacy of Facilities and Apparel Design for
wWomen in the Trades.

The first sub-category involved ideas and thoughts
which the respondents held about societal and traditicnal
attitudes. Social dictates prompting women to adhers to
total sexual femininity is exemplified in the
commercialization of the female through media promotion
and advertisement for fashions, ©perfume, cosmetics,
personal <cleanliness, etc. This directly militates
against the recruitment of women in the trades.
Stereotypical thinking by the public who encounter female
apprentices/journeymen is discouraging to these women who
must then penetrate barriers of confidence and competence:
the public assumes that women do not possess the skills or
knowledge when they are trades persons.

The respondents described sexist male attitudes,
along with patronizing behaviours, as promoting and

constituting another barrier to trades women. Their
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thinking reflects the existence of basic social lnequality
between men and women. Furthermore. trades people judge
their peers by sex and not individual ability and
intelligence. Gender-hased discrimination was offered by
a number of participant® as emanating from older men.
rather than younger co-workers whether male or female.
However, discrimination of women by women was also
mentioned as a barrier factor. The negativity that can
surface from other women, according to some participants,
originated in institutions such as schools that channel
women into female-specific work pools. Sexist and stereo-
typical attitudes were cited as the biggest obstacle from
both men and women. Public non-acceptance of women in the
trades, coupled by a general perception that women cannot
perform men’s jobs, still persists.

The second comprehensive sub-category f»r this
open-ended summary gquestion involved barriers created by
women themselves. These "self-selected" impediments occur
for women whose personality blames others for .neir
misfortunes. Most participants who mentioned women’s
self-imposed difficulties felt them to be grounded in a
lack of self-confidence. as might be observed by women’s
constant requirement to "have to prove themselves," to do
heavy, demanding and dirty work. Women themselves have
built-in socialized barriers. To those respondents for
whom that seemed to be the root problem, their immediate

and follow-up recommendation was to remain determined to
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get beyond these obstructions through an educational sys-
tem that can demonstrate and teach about alternative work
options. The absence of accurate and reliable counselling
for women in schools was additionally cited as being a
hindrance. One female participant opined that male chau-
vinism was still a major problem in any or a«ll trades.

Embedded throughout the responses for this
question were a number of intimations of the critical
filter issue where women are seen, nired and promoted by
large corporations and governments, but where these hiring
policies merely reflect politically correct corporate
behaviour. Twc female respondents mentioned that the
latter seemed more negatively predisposed to women where
they may have been an enforced equal opportunity hiring
mandate 1in order to compete for contracts. Several
pariicipants stated that not enough companies are hiring
wower because quite a few are non-equal opportunity
amployers and, among these, the perception stems from
stereotypical thinking that women cannct handle the work.
Twixfore, not enough women are being hired by companies.
A ..:.je obstacle occurs for women who are placed on the
jokr in a trade where they are "tokens"” and must endure
men’ s negative attitudes.

A third sub-category involved discussion about the
inadequacy of facilities and properly designed wearing
apparel for women in the trades. The former makes itself

evident when female trades people are required to make do
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with make-shift facilities and where there is often no
proper access to showers. The latter reflects the dearth
of quality retail outlets which supply female tradespeople
with safety gear and clothing inciuding boots, work
gloves, safety glasses, and hard hats.

General and non-specific ideas, comments and
thoughts offered for this questicn are summarized randomly
as follows:

This questionnaire covered all the angles about
women 1n non-traditional trades.

The attitude of this questionnaire is a problem
when it relates to show women journeymen as
superior. Gender has not advantage nor
disadvantage in the trades.

Native female apprentices get away “with
murder,” making 1t harder for those women
seeking equality with men in the trades.

When a female apprentice experiences a shift of
on-the-job trainers, a woman’s success is placed
in jeopardy for that part of her training and
she can becom: discouraged by the various
attitudes held by trainers about women in the
trades.

Barriers to the trades for women starts with a
lack of career counselling at the high school
level.

The trades can and generally do offer pay equity
thereby helping to raise women’'s self-esteem,
provide financial freedom from men, and show
that women can hold their own.

The apprenticeships is an enjoyable and
fulfilling and logical avenue for women to earn
a living.

Instructors teaching apprentices in the
technical areas of their trades would help
female apprentices feel 1less overlooked by
making eye contact with them too.

18.



Private small companies abuse the apprentice
programs and apprentices. This serves as a
deterrent to female apprentices remaining in
their chosen trades.

In the trades, it 1is competence, not gender,
that 1s important. It provides for equal pay
for work of equal value. Pay equity is a non-
negotiable item.

Barriers are also created by negative treatment
by female co-workers.

Some women <create their own problems by
expecting preferential treatment. Male co-
workers can be both helpful and unhelpful.
Language 1n the trades can be coarse and one
needs to accept Jokes and slang descriptions
shared among male co-workers.

Women and men in the trades can work together
without sexist jokes and hazing tricks played on
the female workers. This choice of work for a
woman who shares parenting with her spouse makes
for hard work.

Women entering the trades are enterprising and
career-minded. Time and social conditions will
remove the barriers tc women entering the
trades.

women 1in the trades are proving their egual
ability with men.

The flexibility of pre-trades schooling, coupled
with apprenticeship work experience in order to
achieve journeyman status, was a plus for me.

Sexism in the classroom continues to make the
way harder for future women entering the trades.

In the trades, women work harder %o prove
themselves to be like a man. Eventually she
will get the reward of respect from her peers
and employers.

Equal work for equal pay doesn’t always apply,
because being a woman can still mean being paid
less.

Women need to be able to market themselves so
that initial contact with a perspective employer
1s not so tough. Women will still feel
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employers’ fear that their motive for entering
the trades is to "hunt" for a marriage partner.

Barriers exist for women through unemployment
and their own misconceptions due to their
unawareness of work in the trades.

Women don’t understand male majority. They
ought to tone down the term “"women" in trade
jobs. Women can do trade jobs. Camaraderie can
develop from understanding, and developing a
sense of humour can reflect humanity.

The key to overcome obstacles is a woman s need
and ability. Work competency will pay off for
women as they increase the trust base with their
employers.

Job site problems occurred for me on a
government silte.

Problems for women occir through their seif-
image.

Single parenting women should be discouraged
from entering the trades because the requlred

urban school training and shift work can be hard
on kids.

Questionnaire Summaries

This summary overview contains the abstractions of
the non-cross tabulated data so far examined and analyzed.
It comprises Parts I to IV of the questions found within
the questionnaire. It also includes synopses of the open -

ended comments shared by the participants.

Part I - Employmenit History and Personal Information

The participants in this study were predominantly
single women (36.1%) between the ages of 26 and 30 years

(32.8%) with at least a high school education (29.5%).
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These women were supporting no one other than
themselves (43.8%), most do not require any type of child
care (74.6%) but, for those who did. they did not find
child care a problem (69.6%) and tended to use a
combination of family and sitter (22.6%). Just over one-
third of participants were between the ages of 20 and 25
years when they entered their apprenticeship program
(36.1%). The majority were still ¢ . rentices (68.6%), but
over half were no longer with t-eir initial emplovers
(55.4>). Participants also indicated that, of the
categories listed, their previous occupational
classification prior to an apprentice was usually in the
service sector(29.2%).

Of the 122 participants, 34 described their
preoccupation with chila and day ca. 2 facilities, their
lack of and/or the combination of their utilization of
public non-profit, private businesses, and the additional
utilization of family members, along with babysitters.
These 34 respondents consisting of married or single
mothers expressed concerns about: the quality of care to
be found among the various facilities; anxiousness of
finding a good match of care personnel and facility;
accessing a facility that would accommodate the early and
irregular working hours demanded of apprentices in some of
the trades: awareness that access to universal day care
facilities would greatly enhance women’s career choices

and opportunities; maternal consternation over illness and
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a mother’s need to be with her child: and finally
soclety’'s negative image of women working when their

children are very young. The respcndents also expressed

473

their concerns abcut cost factors and the penalization of
those women w... use pro-rated day care facilities when

weather conditions impact their trade work.

A ~sxiceship Information

and Open-.. . wonments

Two-thirds of the participants indicated that they
had been encouraged by someone to enter a trade (66.9 )
and almost half had been enccuraged by a friend (48.1),
Three-quarters of the participants indicated that nc one
had tried to discourage them from entering a trade
(75.2%), but for those who had been discouraged, half
indicated it had been by a friend (50.0%). Almost all of
the participants indicated that they would encourage other
women to enter either their trade (94.2%) or another trade
(97.4%). Most of the participants indicated that they
were not members of a union (83.5%) and were not aware of
their local apprenticeship committee meetings (94.8%).
Half of the participants were indifferent to the term
"Journeyman" (50.4%) and over one-third approve/ strongly
approve (24.8% and 17.1%, respectively}.

In addition, 96 women in this study shared their
thoughts about the critical incident in their lives which

prompted them to choose apprenticeship training as a

7]
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career choice. Four broad and similar themes which
emerged from the wvarious comments seemed to typify this
population’s reasons for entering an apprenticeship
program

Firstly. the women found themselves fatigued and
bored with tracitional gender-based social expectations
that clerical work should fulfil their creative needs,
while at the same time playing roles of "helpmates.”

Secondly, many of the women had invariably known
of their innate mechanical aptitude, self-identified since
childhood.

Thirdly, the women have gained intrinsic awareness
that work, such as can be found among the trades, 13 a
major source of career choices and opportunities dusz to
the fact that it does and will pay women equally for work
of equal value. By extension, the certification aspect of
the apprenticeship training implied future job income and
security. This factor was valued and repeatedly
emphasized. 1In addition, this factor was implicitly cited
as a provision of immediate income for themselves as well
as a personal economic requirement for 22% of those women
of the study who support a dependent besides themselves.

Finally, such other factors as divorce and
unemployment were contributing factors that enticed the
women to become involved in an apprenticeship program, as
well as the fact that technical training in the trades

provided con:ireie lead-into competency on the job. For
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these women, opportunity presented itself variously in
business, government, institutions, and in industries such
as Syncrude, Alberta Government Telephones, Ontario
Training Institutes, Access Initiatives, and Northern
Alberta Institute of Technology, among others.

Some participants noted their cpinion on skills
acquisition made possible through apprenticing, viewing
such exXperiences as examples of life-long learning
reinforced, in turn, by value and merit and the
recognition that the transferable skills which tlrey had
acquired prior to entering the trades were applicable and
added valu= to their newly found work. thereby boosting
their self-esteem. Some of the women felt that the trades
provided an escape from seasonal employment problems and
provided a route through which to overcome financial
hurdles for self-education and suppert.

Other topics touched on by this study’s survey
population in their written comments included the fact
that the trades can provide rural women the opportunity to
achieve technical training, although relocation to do so
appeared problematic. For the small number of university-
educated women of this study, the trades provided another
source or an alternate avenue for work that is well paid.
There were a small number of women who alluded to other,
less positive outcomes of their choice to enter the
trades, which concerned their observations with peer co-

workers. These wcomen felt that trade work and direct
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skills gained through jobs in the trades would improve
women’'s communication with the opposite sex; nevertheless,
for some the all-male work place seemed ocverwhelming and
uncomfortabkle. A number of women also viewed the work
done by women as mutually exclusive with maternity
concerns. For those women who had negative on-the-job
training experiences, the issue of small business employer
non-commitment to sustained apprenticeship program
involvement was cited as a reason for trailning

discontinuity.

Part III - Apprenticeship Schooling Experiences

The majority of the participants were satisfied/

very satisfied with the apprenticeship training which they

received during their first (49.5% and 40.0%,
respectively), second (62.0% and 29.6%, respectively),

third (48.8% and 39.0%, respectively) and fourth (40.0%
and 33.3%, respectively) periods. Most participants were
also able to relate what they had learned during their
apprenticeship training to their everyday Jjob duties

(91.0¢) and indicated that their training also helped to

improve thelr Jjob performance (92.4%). More than three-
jarters «° the participants indicated that they did not
Leve  any female instructors during their technical

training (86.7%).
At least two-thirds of the participants indicated

that they did not have to relocate to another location to



attend school during their first, second., third and fourth

periods of technical training (68.3%, &7.1%. 64.3% and
75.0%, respectively). The number of other women attending

technical training classes ranged from 0 to 6. with most
participants reporting that there were no other women
attending their classes during their first, second. third
and fourth periods (42.6%, 47.1%, 37.5% and 75.0%

respectively).

Part IV - Barriers to Women Seeking Emplovment

in the Non-traditional Trades

Entering the Trades

With respect to entering the trades, approximately
half of the participants feel that the public’s perception

of women in non-traditional trades is generally positive

(55.8%), that increasingly more women are finding their
choices of work among the trades (52.9%), that education

to promote women in non-traditional jobs has strengthened
women’s confidence to do the trade jobs (57.9%), and that
they decided to get a skilled job because there was no

future in what they were doing previously (58.2%).

Experiences on the Job

Regarding experiences on the job, most
participants feel that their sense of accomplishment for
work well done was an important part of their chosen trade

(95.9%), that they were not hired to be the "token woman"”
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(84.4%), that on the whole, their work environment did not
bother them (84.2%), that heavy 1lifting, etc., was
expected of both male and female trades persons (84.4%),
and that they were comfortable with the level of respect
they perceived from others (83.6%).

Approximately three-quarters of the participants
felt that other male apprentices’ perceptions of them were
generally positive (76.2%), that treatment of both male
and female trades persons in their place of work was about
the same (74.3%), that on the whole, noise/dirt did not
bother them (74.2%), and that they have done things they
had never considered possible and it has changed their
self-image (71.9%). Approximately two-thirds of the
participants feel that the toughness of the male workplace
atmosphere deces not make working in the trades a problem
for women (67.7%), that feedback on work progress is
frequently given and discussed (60.0%), and that feelings
of work pride and self-worth were encouraged in their work
place (64.7%). Close to half of the participants feel
that foremen and supervisors seem agreeable in the sharing
of their roles with women who were proficient in their

trade (44.1%).

Obstacles Toward Job Completion

With respect to possible obstacles toward job
completicn, most participants do not feel that trade work
was teo  tough for women (95.0%) and that finding

transportation to work or school was not a problem (96.7%

104



and 90.1%, respectively). Approximately three-quarters of
participants felt that it was okay to make mistakes as an
apprentice (72.9%). Approximately that number of women
felt neutral on the access to day care and day care
information (71.6%) as well as on ma ternity leave for
women 1in non-traditional trades not being a problem
(73.1%). Two-thirds of the participants were neutral when
it came to access to union information and invitati -ns to

memberships (66.4%).

In General

When it involved general aspects of being a female
apprentice, more than three-quarters of the participants
thought that more women will enter the apprenticeship
trades in the future (83.5%). BApproximately half of the
participants did not have any difficulty with Math/Science
courses in secondary school (51.2%). Yet this sample of
women also feel that it would be very helpful toc have more
communication with other women in the trades (53.3%).
More than one-third of the participants were neutral about
the current rise in unemployment being the strongest
obstacle to the movement of women into non-traditional
jobs (39.7%). slightly fewer (34.7%) of the participants
agreed that unemployment constitutes a strong obstacle to
work movement for women into the trades.

In this segment of the questionnaire, 57 general
statements were offered the researcher for additicnal

consideration. It seemed that the foregoing parts of the



questionnaire had evoked issues and a flow of thoughts
which required further hand-written explanations.

Again, three main focuses characterized these
responses. Firstly, subtle and overt discrimination was
cited as existing for women in the trades. Secondly, it
was expressed that public educational institutions
apparently continue to 1ignore labour market needs and
those needs of women who wish tec enter the trades.
Thirdly, the concern was presented government and industry
employers perpetuate the feeling of "tokenism" for some
women .

Numerous respondents felt that the general public
still holds women in the trades as non-valid. Some of the
concerns expressed included the following. Women do
encounter coarse, sexist language and jokes which they
feel obligated to tolerate in order to be accepted as "one
of the guys." Some supervisory personnel and employers go
so far as to voice such opinions that women in the trades
are motivated to be there as opportunities to find
mar.iage partners. Male workers exhibit patronizing
attitudes that sustain gender-based discrimination. Some
women sense reverse discrimination from other female co-
workers where the covert or non-supportive behaviour
displayed reveals socially-based powerlessness manifested
by women who feel that their first line of loyalty must be
with those who exercise power over their lives, namely,

men; attitudinally. the hoped-for outcome among these
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women 1is the garnering of favourable status or promotions
due to the perception of their non-power status.

Conversely, conditions of reverse discrimination
also exist among women, where some of those women
suffering the discrimination are of Native origin. The
amelioration in favour of Native apprentices where work
performance may result in serious safety consequences for
all workers appears problematic.

With regard to the issue of work preparation
toward this blue-collar sector, a number of women felt
that schools seem to perpetuate the built-in socializing
arriers, promoting increased ghettoizing of women in the
work force. Curricular biases exist in their opinions
when there are no vocational/technical options for female
students. High school counsellors do not supply enough
accurate and reliable counselling for young women seeking
knowledge and career building information for women in
non-traditional occupations. Implied here is also the
notion that non-traditional work has not yet the social
sanctions which women seek and therefore continues to
relegate this kind of work to men who predominate this
segment of the labour force.

Industries and government employers acting
politically correct by hiring women still make women feel
as "tokens" through subtle and non-subtle “enforcement"
attitudes in the work place. These factors are often

reinforced by the inadequacy of facilities such as women’s
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washrooms, or the lack properly fitting safety gear and
work apparel for women. In the case of small business,
abuse or 1infractions of the apprenticeship programs and
apprentices act as deterrents for women who are Jjust
beginning to launch themselves inte training for the

trades.

Discussion

The formal statements in Parts I to IV of the
questionnaire clearly yielded a positive profile of the
sample. Young, single and unencumbered by dependents,
these female apprentices surfaced very few obstacles
chronicled by the literature. However, the open-ended and
additional descriptive responses provided the writer with
perspectives rendered impossible by the formal nature of
the questionnaire. The open-ended statemants allowed
personally deeper and more textured details to surface.
These details endowed this study with the most interesting
and unexplained findings.

The findings of the study were subject to the
methodology previously explained in Chapter I. A direct
example can be seen in the series of Likert questions,
which suggested that the sample of women did not feel for
the most part that they had to face barriers. Yet their
open-ended statements revealed +that, indeed, women do
perceive barriers to exist for them. The inconclusiveness

of the study findings may suggest that much more
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exploration is warranted in this area in order to
determine why more women do not enter this kind of non-
traditicnal work.

Since neither the methodology, i.e.. the Likert
scale, nor the open-ended responses 1invalidates the
findings of the research, some exploratory thoughts may be
in order here to ascertain the reasons for the disparity
of the findings. The Likert scale and the open-ended
responses merely present different perspectives. As
pointed out earlier, the demographic dc:a reveal a sample
predominantly comprised of younger women, women who have
already learned to overcome such barriers as guided by
their personal make-up and personality traits. Given
their possible self-identified aptitudes and appetites for

"things mechanical," these young apprentices may also have
been less susceptible to barriers identified by the
literature. Their comfort levels to be "like the boys"
may have undergone personal practice in order to prove
their toughness, that 1s, as young girls they may have
been "Dad’s 1little helper" because they showed promising
manual dexterity. As part of these possible socializing
experiences, these young women did not perceive such
barriers as were discussed in Parts I to IV.

The variant picture presented by the open-ended
statements nonetheless presents glimpses of what may have

been foremost in the minds of these apprentices when

considering their status within the trades. While there
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were only 34 of the 122 participants who were preoccupied
with child and daycare facilities, they .id, however,
express five major concerns about «child care; these
included: the quality of care to be found among the
various facilitles; worry about finding good matches of
care personnel and facilities; access to daycare
facilities for those children of tradeswomen whose work
created irregular working hours; the burden which society
still places on women negatively when they have small
children, and also the need to work:; and, finally, the
concerns that arise over care costs and the penalization
of those tradeswomen who use care facilities where pro-
rated fee schedules are in effect.

Additional concerns expressed in the open-ended
questicn in Part IV intimated the existence of hurdles
presently perceived by this sample of women; these hurdles
included: the existence of subtle and overt discriminatory
treatment; absence of education institution programs for
young women who elect or desire wvocational courses; the
perpetuation of the feeling of "tokenism" when women work
on sites where government contract programs enforce the
equity clause; the non-verbal and verbal signals which
women still perceive when their role as "tradesman" is
invalidated through stereotypical public behaviour: the
tacit presupposition that coarse, crude and sexist jokes
and language must be tolerated by all "tradesmen": and the

realities of poor or non-existent job-site facilities and
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washrooms, along with the dearth of safety equlpment and
perscnal wearing apparel.

These 1ssues. as revealed by their thoughts in the
open-ended comments provided by the apprentices of this
study, do show that barriers still exist for women
entering the non-traditicnal trades. This would suggest
that much more exploration needs to be conducted to
ascertain why women are not entering the non-traditional
trades in larger numbers, what work conditions exist both
for women and men in the trades, which deflect them from
choosiny employment in the trades; and, what concrete
suggestions might be made by experienced female
tradespersons were they to reflect on their trades

experiences.
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CHAPTER IV

SUMMARY ., CONCLUSIONS, RECOMMENDATIONS AND OBSERVATIONS

The final chapter of this thesis contains the
summary, conclusions and recommendations based on the
findings, as well as observations made by the researcher
while conducting the study. The first section summarizes
the research study; the second section discusses the
conclusions derived from the study: the third section
deals with recommendations for further research; and the
final section includes observations made by the researcher

as the study was being conducted.

Summary

The major purpose of this research study was to
identify the barriers encountered by women who seek
apprenticeship training in non-traditional trades in
Alberta.

Clearly stated, this study sought to find out from
its research findings and existing literature whether or
not gender bias exists as a significant indication or
possible contributing factor to the small number of wenen
who follow apprenticeship training allowing Them

employment 1n the non-traditiornal trades.
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The study was guided in part by examination of the
literature that elucidated potential barriers which may
be placed by employers, fellow students and co-workers who
confront women who attempt entry intoc training in non-
traditional trades. From the literature examined. social
factors or outside forces such as societal influences
which 1impact women who elect non-traditional trades was
also examined.

Two main indicators guided the literature review
for this study: literature which defined the last two
decades of the 1970s and 1980s, and a pool of female
apprentices currently enrclled in non-traditional
apprenticeship programs who were identified from a data
bank made available for this research by authorities from
the Access Initiatives Branch of the Apprenticeship and
Trade Certification, Alberta Career Development and
Employment.

The contextual framework which guided the above
search derived its basis from three social areas that
included: those human rights issues that form a matrix of
systemic exclusion to women who want to work in the non-
traditional areas of labour: implicit and explicit
economic issues touching women’s lives which direct them
to make job or career chcices outside of the stereotypical
norm: and demographic data that describes percentages and
frequencies of those women who want "non-traditional” work

such as found among the trades.



Conclusicns

Even though the surveyed sample of female
apprentices generally depicted non-problematic portraits
of themselves in the survey results, the conditions of the
non-traditional work which they had chosen for themselves
among the trades revealed the existence of barriers
nonetheless. Implicit in the embedded ideas shared by
these women through open-ended responses were factors and
issues that continue to show very low entry levels from
among the female work population in general into the non-
traditional trades. This accounts for the very small
number of women (less than 10% over a three-year overall
period of time, as reported by the annual reports of
Career and Employment Development), as well as the small
number of actual technical classroom enrolments among the
institutes of the non-university post-secondary education
sector where this form of training takes place.

While improved educational awareness campaigns and
provincial legislation have raised public and
institutional consciousness around the needs of equity
work opportunities for women and how women can access
them, much continued work is required to convey to ‘omen
that work they have chosen does not merely carry personal
value and worth, but is important to the social and
eccnomic context as well. The women in this study -- as
implied by the literature -- still consider themselves

disempowered, evidenced by their motivations for trade
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entry to fulfil a need to prove to their male counterparts
that women need, want and know how to do this type of
"non-traditional” work -- work where the results produced
carry as much significance for them as dces the feeling of
positive self-regard.

Besides seeking well-being and economic
independence, the apprentices in this study expressed
curiosity and enthusiasm for this sort of work. which
signifies the unmet and untapped human resources
possibilities for workers in general and women in
particular. For the majority, working at this kind of
skillead work had changed them and allowed them to see
other facets of themselves heretofore not contemplated by
the apprentices. In turn, they gained self-reliance,
particularly if and when their level of skill promoted
taking charge and making required decisions that mattered.
This group of women also envisioned that more women,
through role models and in increased numbers, would make
the non-traditional aapprenticeships non-threatening
quarters for future workers. This “critical filter”
aspect in the trades seemed also to be an implicit
awareness factor in their emphasis >f those others who had
er surnged them to enter the trades, even though a number

~'s and opposite-sex family members had made an
a . discourage them.

Regardless of marital status, such as single,

married cr divorced, the women in this study knew that the



opportun:ties presented to them through formal
certification available within a trade would provide them
with sccial mobility and security during a time of
sweepinc changes 1in Jjob <cecurity and Jjob markets. As
such, work among the tredes presented an ecscape
from dead-end, ghettoized job pools.

A few women 1n thisg study also addressed the issue
of capturing the trades as a venue of skills, knowledge
and retraining for the mature, mid-life career seeker
(women, for example, from isolated rural and ailing

farming communities).

Recommendations

The recommendations drawn from the findings and
conclusions of this research study are presented as

follows,

Education and Technical Instruction

1. General training modifications may include the use of
school personnel as catalysts for change as well as to
intensify awareness programs to offer better hands-on
networking support above and beyond mere dispensation
of information.

2. A concerted effort must be made by teachers and
teacher preparation institutes as early as the pre-

elementary grades to stimulate girls as well boys in



their curiosity and appetite for mathematics and
sclences.

Planners and curriculum designers within Albert-
Educa: _on should make a greater effort to include in
the Mathematics and Science curricula the practical
application of the principles of these two subject
areas to everyday life as well as the work life of
the individual.

Teachers of Mathematics and Science at the secondary
school levels should actively recruit girls to enrol
in their courses so that girls develop a better

understanding of these two subject areas.

Apprenticeship and Trade Certification

[}

The Branch must step up its active and vigorous
promotional campaign using print and non-print media
throughout the province in order to inform women of
the opportunities that are available through the non-
traditional trades.

Trose individuals responsible for the Access
Initiatives and experienced female role models must be
allowed to visit in the secondary schools in order to
‘aform high school students of the opportunities
available to them through the apprenticeship system
by sending female apprentices to these schools as part

of a support campaign from ACCESS Initiatives.



The Executive Director’s Report of Apprenticeship
Branch and Trade Certification should reflect
enrolment statistics for women in apprenticeship
programs 1in separate tables so that these statistics
are no longer integrated into other tables.

Personnel of the Access Initiatives Branch of
Apprenticeship and Trade Certification should make
available a current list of employers who may want to
indenture women as apprentices.

That Apprenticeship Trade and Certification, in its
ongolng awareness programs, should prepare a brochure
showing the structure and the organization of the
Branch; its purpose would be to inform the
apprentices of the committee structure under which the
Board operates and the various recommendeztions made by
the Board to the Minister of Career Development and
Employment.

Funds must be made available for researchers to
investigate the various phases of apprenticeship
training.

An advocacy committee might be struck between the
offices of the Minister of Career Development and
Employment and the Minister for the Status of Women,
for the purpose of increased communications, exchanges

of legislation and awareness.



Emplovers

1. Associations such as the Alberta Contractor’s
Association should develop liaisons with persons in
the Access Initiatives Branch of the Apprenticeship
and Trade Certification in order to make known to the
Branch the need for women in the non-traditional
apprenticeships.

2. Large and small employers should form a consortium
for the production of print and non-print promotion
and awareness-makinc materials featuring women who are
employed in the non-traditional trades. These
materials, once produced, should be made available to

secondary school teachers for . .eir guidance pro rams.
g

Women and Men in Society

Women and men must become aware that the option
exists to minimize -- rather than maximize -- sex
differences through socializing practices. The social
institutions which are in place, and the social practices
in use, are not merely a reflection of the biologically
inevitable. As human beings, women and men are. after
all, those who select and foster the lifestyles which

they most value.



Recommendations for Further Research

As a result of this study, the following
recommendations are made to researchers who wish to
conduct a similar study to this one:

1. That more research from a number of different
perspectives and within different methodologies be
done, l.e. methodology using an open-ended
guestionnaire.

2. That this study be replicated using a larger
sanple of women enrcled in apprenticeship programs for
non-traditional trades.

2. That a longitudinal study be conducted with girls in
Grades 7, 9 and 12, which follows them until two years
post-graduation to determine whether or not they have
met their occupational aspirations. A comparable
sampling from men might constitute a similar study.

3. That a study be conducted, on a national basis, to
ascertain the barriers facing women in non-traditional
trades and to compare these results with other studies

to determine similarities or dissimilarities.

Observations

OECD and other research sources pregdict that by
the turn of this millennium, women will comprise more than
50% of the workforce in Canada. While Statistics Canada

(1991) reports that national apprenticeship programs in



general are ailing and in dire need of reform, there
exist, commensurately, areas 1in the trades where
technology has produced an increased need for highly
skilled, competent and knowledgeable workers.

Nevertheless, until recently, little was formally
researched, and then only among small samplings; little
is still known, therefore, about non-traditional
occupations where fewer than 33% of the workers are women.
Training modifications are proving to be increasingly
desirable; they must involve all strata of soclety and. as
seen from such Royal Commissions Papers as the 1985
MacDonald Task Force, must begin with mandates through the
Councils of Ministers of Education and Ministers
Responsible for the Status of Women. Jointly, these
offices can promote monitoring bodies who possess
substantial independent research capacities in tandem with
provincial educators and local governments. Additional
funding should be provided by provincial-federal levels of
education to provide programs for a skilled labour force
based on research findings and needs assessments.
Vigorous and ongoing promotion through bridging and pre-
vocational programs might also enlist prospective large
and small employers who comprise the skilled labour-
training matrix in Canada’s economy.

Governments should also make provisions for pre-
training programs in the areas of literacy, numeracy and

pre-employment skills so that women can gain access to



regular training programs. This is possible under the
purview of Employment and Immigration Canada through their
Labour Market Services, and through Employment Equity,
thus exercising their role in placing women in employment
and allowing women to make real progress through practical
application of equity legislation. The continued
expansion and reworking of Employment Equity rules and the
Federal Contractors’ Programs 1is a necessity, since most
employers possessing antiquated attitudes will r.ot hire
women and other target groups to do work which has
traditionally been gender or racial-stereotyped.
Respectively, adequats allowances and sufficient funding
must be provided to ensure ultimate integration of
participants within the community and its resources,
instructors, work placements, transportation, honoraria,
on-site childcare and appropriate childcare allowances.

It 1s 1imperative that parents and educators
monitor and lobby to change the images of women and girls
by creating more positive images for girls to emulate,
possibly through the creation of various networks for
female students in non-traditional work. Both groups
might lobby for vigorous promotion and marketing to
increase the awareness that the trades offer occupations
vielding above-average incomes, as well as providing

challenging work and excellent employment security.
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Eas U3 U203,
December 18, 1990

Mr. Gerry Denhart

Acting Director

Access Initiatives, Alberta Career Development and
Employment

Apprenticeship and Trade Certification

10th Floor, City Centre,

10155 - 102 stree-

Edmonton, Alberta T5J 4L5

Dear Gerry:

I am writing to thank you for the generous amount of time
you and Benjamin took on Monday from your busy schedule to
meet with me and to allow me to discuss with you my
research design and the involvement of the Branch in
various phases of the research. From our meeting, I hope
that you have a better understanding of the research.
Basically, the research is to identify barriers that
prevent women from entering non-traditional apprenticeship
occupations.

After leaving the meeting, I spent some time in the
library wherz I was well received, and I was impressed
with the holdings in that facility. At some future date,
I anticipate that I will spend considerable time going
through these holdings as I conduct the review of the
literature and related research.

I would like to reconfirm, as we discussed, that I will be
granted access to the data base of the Branch when so
requested. The information which I would like to secure
from the data base deals specifically with those women who
are apprenticing in non-traditional occupations, so that I
can select my research sample.

I can assure you that any data which is provided me will
be used for research purposes only. and will be treated as
privileged information. I look forward to collaborating
with you in those phases of the study which may involve
the Access Initiatives Branch.

The best of the holiday season to you and members of your
Branch.

Sincerely yours,

Fin Fedlis
H.M. Follis
Xc. Mr. D. Bell
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CAREER DEVELOPMENT
AND EMPLOYMENT
Apprenticeship and Trade
Certification

10th Floor, 10155 - 102 Street, Edmonton, Alberta, Canada T5J 4L5 403/427-8765

January 3, 1991

Ms. Heidi Follis

Adult, Career and Technology Education
Faculty of Educaticn

University of Alberta

633 Education South

Edmonton, Alberta

T6G 2G5

Dear Ms. Follis:

In response to your letter of December 20, I would like
to clarify the Department's role in your research into
barriers faced by women in non-traditional occupations, and
propose a method of assisting your research and enhancing
your survey results.

As was discussed during our meeting, the Programs
Support Branch of Apprenticeship and Trade Certification has
recently investigated the status of women registered in the
database in non-traditional trades as final period and
recently graduated apprentices, and found this population to
consist of approximately 275 women, as of January 1, 1991.

This recent investigation of women in the
apprenticeship database was conducted on an ad ho¢ basis,
when Mr. Robert Beaune, a N.A.I.T. instructor and graduate
student at the University of Calgary, approached Access
Initiatives proposing to survey female apprentices for his
research and share his results with our Branch, contingent
upon our approval cf his questionnaire.

Programs Support has expressed some concern that
continual release of the names and addresses of a small,
specific group of apprentices may be taken by some as a form
of harassment or violation of privacy. For this reason it
has been suggested that you and Mr. Beaune establish some
form of working relationship and prepare a questionnaire in
tandem covering both of your research areas. This could
then be sent to the entire population of 275 apprentices,
revealing more in-depth information, as well as providing
Access Initiatives with valuable information for planning
future activities.



I hope this suggestion interests you. As you and Mr.
Beaune are undertaking similar research, and are working
along roughly the same timelines, I believe it is the most
satisfactory way available for suiting the needs of all
cencerned. Please contact me if you would like to discuss
this matter further.

Sincerely,

j/ + l}%w{idf

Gerry Denhart
Director
Access Initiatives

GFD/byd
cc. Don W. Bell

Wayne Nixon
Robert Beaune

P.S. Mr. Beaune can be reached at N.A.I.T. at 471-7866.
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CAREER DEVELOPMENT
AND EMPLOYMENT
Apprenticeship and Trade
Certification

10th Floor. CityCentre, 10155 - 102 Street, Edmonton, Alberta, Canada TSJ 4L5  403/427-8765
April 1991

Dear Apprentice/Journeyman:

Apprentceship and Trade Certification has been approached by University
rescarchers interested in studying the experiences of women who are currently in
apprenticeship training programs, or have recently completed their apprenticeship,
specifically in those trades considered non-traditional for women.

In the interest of planning future initiatives in Apprenticeship and Trade
Certification, you are invited to participate in this brief survey and share any comments
that you feel may be useful in this research. I wish to assure you that your responses will
be kept in strict confidence, and that all individual records will be destroyed ai the end of
the survey. On the following pages, the researchers will explain the questionnaire in
greater detail.

On behalf of Alberta Career Development and Employment, I wish to thank you
for your ime and cooperation in support of this valuable research project.

Sincerely,

ZL AR

C. Wayne Nixon

Director

Educational Technology Branch and

Apprenticeship and Trade Certification Board Secretariat

CWN/byd

enclosures



March 8, 1991

To: Women in Alberta Apprenticeship Training
in Non-traditional Occupations

From: Heidi Follis
Bob Beaune

Subject: Research Survey Form (attached)

By now you may be feeling swamped with the attention which
you have received because you have chosen to pursue a
career in a trade where few women can be found. Your
experiences in apprenticeship training can provide very
helpful information to other women who want to follow in
your footsteps. We hope that the attached short survey
will give us insight into your experiences.

The purpose of this research is %o uncover those factors
that may better explain why so few women decide to seek
jobs and careers in trades traditionally considered "men’s
work." This study is being conducted with the cooperation
of Alberta Apprenticeship and Trade Certification.

As part of this research project, we also wish to
interview some of vyour (regquiring a maximum 30 to 45
minutes time frame) to provide us with additional
information about your experience as a tradesperson.

The attached Interview Consent Form is your agreement for
contact by us to make an appointment with you at vyour
convenience. Should you wish to withdraw from the
research at any time, you may do so without prejudice.
The Survey and the Interview will be held in strictest
confidence.

We thank you for your generosity with time, interest and
cooperation in this study.



DIRECTIONS TO THE PARTICIPANTS

Please find attac..ed a questionnaire that should take approximately one half hour
to complete. The questionnaire is divided into four parts.

You have been identified by Access Initiatives as being enrolled in a non-traditional
occupation and therefore most able to idersify experiences that women like
yourself encounter. For the purpose of this study, the term “non-traditional”
refers to those occupations in which the large majority of workers are male.

When you have completed the questionnaire, please place it in the enclosed, self -
addressed envelope and mail it back to us.

Your time and cooperation with this study are greatly appreciated.

Part |
Employment History and Personal Information

Please respond to the following questions by selecting the appropria‘ » choice.

A. What is your present age?
——— Less than 20 years

20 to 25 years

26 to 30 years

31 to 35 years

36 to 45 years

Over 45 years

s

B. What is your marital status?

1. Single

2. Married
~—=— 3. Separated
' 4. Divorced

5. Other

C. How many people depend on you for financial support?

Self
Self and one other
Self and two or more others

Share financial support with other family members
Other

i wnoe=

PLEASE TURN THE PAGE

For Office

Use Only




What type of child care services do you use? If you do not require child [

care services, please proceed to question E.
- Family

Babysitter

Private day care facility
Government-sponsored day care facility
Employer-sponsored day care facility
Other

A

Do you find child care to be a problem while working? Please comment.

——— 1. Yes
———— 2. No

Comments:

What was your educational level prior to starting your apprenticeship?

——= 1. Did not complete high school

Graduated from high school

Attended technical school or community college, but did not
graduate

Graduated from technical school or community college
Attended university, but did not graduate

Graduated from university

Other.

w0

- SUFN

What was your age when you started your apprenticeship?
———- Less than 20 years
20 to 25 years
26 to 30 years
31 to 35 years
36 to 45 years
Over 45 years

|
|
|
|
AUm WO

Are you still an apprentice?

———— 1 Yes (if yes, please proceed to question L; otherwise, continue)
———= 2. No, T am now a journeyman
~——= 3. No, I am no longer working in the trades

Are you still working for the employer with whom you first apprenticed?

~——— 1. Yes
———= 2. No

For Office
Use Only

10

12
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If you answered "no” to question I, for how many employers have you
worked since then?

———=— 1. One
———= 2. Two
———— 3. Three or mor

If you have been unempiyed at any time since obtaining your
Journeyman Certificate, please list briefly the periods of unemployment
and state briefly the reason for unemploy:nent (for instance, laid off, return
to school, maternity, travel, or other):

Period of Unemployment
(Mo./yr. - Mo./yr.) Reason

i el M

Are you still working in the trade in which you started your apprenticeship?

———— 1. Yes
——- 2. No

If you answered "no” to question L, why did you quit working in that
trade?

What is your present annual wage?
—— Less than $20,000
$20,000 to $29,999
$30,000 to $39,999
$40,000 to $49,9999
Over $50,000

N

What was your wage before you started your apprenticeship?
— Less than $20,000

$20,000 to $29,999
$30,000 to $39,999
$40,000 to $49,999
Over $50,000

R e

PLEASE TURN THE PAGE

For Office

Use Only
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24

25

26



IFor Office

P What was your occupational classification before you started your| "

apprenticeship? Please check the one at which you spent the most time.
—— Professional
Medical
Service
Trades
Other 27

va e

(Please proceed to Part II)

Part 1]
Apprenticeship Information

Before responding to the following questions, please relate, in one or two
paragraphs, the most significant event or experience which influenced your
decision to take an apprenticeship. Please feel free to use additional paper.

28
A. How did you obtain your apprenticeship?
———= 1. Contact with a new employer
———— 2. Bid on apprenticeship from existing employer
———=— 3. Through family business 29
———= 4. Other (please specify)




Prior to starting your apprenticeship, did you have any formal training in
that trade?

——==— 1. Yes
———— 2. No

If you answered “yes” to question B, what type of training was it?
——— High school vocational education course
A pre-trades program

A technical certificate program

A trades for women program

Other (please specify)

VoA

Are any other members of your family in the trades?

———— 1. Yes (relationship)
———— 2. No

If you answered “yes” to Question D, are they in your trade or in another
trade?

———=— 1. Your trade
——--— 2. Another trade (please specify)

Prior to obtaining your apprenticeship, did you have any femnale friends
who were in the trades?

——-= 1. Yes
———— 2. No

If you answered “yes” to Question E are they in your trade or in another
trade?

———— 1. Your trade
———= 2. Another trade (please specify)

Please describe briefly why you became inteiested in your trade.

Did anyone encourage you toward making the decision to enter a trade?

———— 1. Yes
——=— 2. No

PLEASE TURN THE PAGE
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If you answered “yes” to Question I, who encouraged you to make that
decision?

———— Friend

Father

Maothier

Anoth- ¢ relative
Teacher

Cours lor

Other (plcase specify)

NowhwiN=

Did anyone discourage you in making the decision to enter a trade?

———— 1 Yes
—-— 2. No

If you answered “yes” to Questien K, who discouraged you?
——== 1. Friend
2. Father
3. Mother
———— 4. Another relative
5
6
7

. Teacher
. Counsellor
. Other (please specify)

Would you encourage other females to enter your trade?

———— 1. Yes
——=—— 2. No

Please state the reasons for your answer to question M.

Would you encourage other fernales to enter another trade?

——— 1 Yes
———=— 2. No

If you answered “"no” to question O, why not?

If you answered “yes” to ‘Question O, which trade(s) and why?

For Office
Use Only
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R. Are you a member of a union?

—— 1. Yes
———= 2. No
———— 3. No comment

S. Are you aware of your local apprenticeship cor::mittee meetings?

—— L Yo

——— 2

T How do you ~ about the designation “Journeyman” as it applies to
women working in the trades?
——— Strongly approve of this designation
Approve of this designation
Indifferent to this designation
Disapprove of this designation
Strongly disapprove of this designation

Nh o=

U. If you disagree with the designation “Journeyman,” what other term would
you suggest?

(Please proceed to Part III)

Part 1il
Apprenticeship Schooling

A. Please rate your satisfaction with the apprenticeship training you received:

Level of Satisfaction

Very No Very
Year Satisfied  Satisfied Opinion Dissatisfied Dissatisfied
Ist b} 4 3 2 1
2nd 5 4 3 2 1
3rd 5 4 3 2 1
4th 5 4 3 2 1

For Office
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The course content which you completed at school that dealt with your
trade was:

Easy

About right
No opinion
Difficuit
Very difficult

]

|

]

!
“KhLo-

What parts of the course content (theory, shop, related subjects, etc.) did
you find the easiest? Why?

What parts of the course content (theory, shop, related subjects, etc.) did
you find the most difficult? Why?

Rate the quality of the training materials (handouts, instructional
packages, etc.) which you received during your training:

- Low quality
Fair quality
No opinion
Good quality
High quality

RN

Were you able to relate what you had learned during your apprenticeship
technical training to your everyday job duties?

——— 1. Yes
———— 2. No

Did the apprenticeship technical training help to improve your
performance on the job?

~=—— 1. Yes
~——— 2. No

Did you have any female instructors during your apprenticeship technical
training?

——== 1. Yes
——=— 2. No

For Office
Use Only
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I.  Did you have to temporarily relocate to another location in the province to

attend school (the technical training component of your apprenticeship)?

Ist year ———— a) Yes ——— b) No

2nd year ———— a) Yes ———= b) No

3rd year ——=—— a) Yes —=—= b) No 64

4th year ———— a) Yes - -— b No
J. In each of your school years, how many other females were in your class?

1. 1st year ————

2. 2nd year ———-—

3. 3rd year ———

4. 4th year ———— 65
K. While attending school, were you faced with additional problems of child

care? Please cornment.

————— 1. Yes

=== 2. No

66

L. What kind of child care services did you use while attending school?

——=—=— 1. Did not require child care

———=— 2. Family

—=——= 3. Babysitter

———=— 4. Private day care facility

—===— 3. Government-sponsored day care facility

——==6. Day care facility at the educations! iastitution which I attended

—==—=17. Other (please specify) 67
M. Did you fee! comfortable talking to your male classmates about your

apprenticeship training 2nd work experiences? Please comment.

-——== 1L Yes

—-—~= 2. No

68
(Please proceed to Part IV)
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Part 1V
Barricers to Access Encountered by Women Secking En:ployment in Non-
traditional Tradcs

For each of the following statements, please indicate, by circling, whether you agree or
disagree with the statement, using the following scale:

1 = Strongly Disagree = SD
2 = Disagree = D
3 = Neutral or Don’t Know = N
4 = Agree = A
5 = Strongly Agree = SA
SD D N A sA |ForOffice
Entering the Trades QWO___H_IJ_(_ B
‘ 2
1. The general public’s perception of women «_*_,-..j
in non-traditional trades is generally
positive. 1 2 3 4 S 3

2. Increasingly more women find their
choices of work among the trades. i 2 3 4 5 6

3. Recent anti-stereotypical education to
promote women in “non- traditional jobs”
has strengthened women'’s confidence to do
“trade” jobs. H 2 3 4 5 7

4. T decided to get a skilled job because there

was no future in what I was doing before. 1 2 3 4 5 8

Experiences - On-the-job

5. 1 feel like the token woman; the only
reason 1 was hired was because the

company had to hire a woman. 1 2 3 4 5 ’
6. The toughness of the “male workplace”

atmosphere makes working in the trades

for women overwhelming, problematic, and

intimidating. 1 2 3 4 5 10

7. Other male apprentices’ perceptions toward
women in non-traditional trades is 1
generally positive. i 2 3 4 5
8. Foremen and Supervisors in the trades
generally seem agreeable in the sharing of
their supervisory roles with those women
who are proficient in their chosen trade. 1 2 3 4 5 12




10.

11.

12.

13.

14.

15.

i6.

17.

18.

Quality of supervision and treatment of
both male and female tradespersons in my
place of work is about the same.

On the whole, my work environment/
climate does not bother me.

G« the whole, noise, dirt/pollution, does
not brther me.

Physical work conditions such as heavy
lifting and heavy load carrying is expected
from both male and female tradespersons.

Sexist language, including jokes, is
acceptable in trade work, where the
majority of workers are men.

Feedback on work progress is frequently
given and discussed.

Feelings of work pride and self-worth are
encouraged in my work place.

My sense of accomplishment for work weli
done is an important part of my work in
my chosen trade.

I feel comfortable with the level of respect
that I perceive from others.

I've done things I never considered possible
before and it has changed my self-concept.

Passiblc Obstacl | Job Completi

14,

20.

21

22.

Ax 2k apprentice, it’s o.k. to make mistakes,
et aie.e you're there to learn.

‘Trade work is mentally/physically too tough
for women.

I find that access to union information for
women in non- traditiona! trades and
invitation to membership are readily
available.

Access to Day Care and subsidization
information about Day Care is available to
me.

SO D N A

SA

1 2 3 4

PLFASE TURN THE PAGE
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SD D N A SA
23. Maternity leave for women in non-
traditional trades is no problem. 1 3 4 5 27
24. Finding transportation to work is not an '
obstacle for me. 1 2 3 4 5 6
25. Finding transportation to school is not an
obstacle for me. 1 2 3 4 5 29
in General
26. 1did not have any difficulty with the Math/
Science courses in Junior and Senior High
School. 1 2 3 4 5 30
27. The current rise in unemployment is the
strongest obstacle to the movement of
women into non-traditional jobs. 1 2 3 4 5 31
28. It would be very helpful to have more
communication with other women in the
trades. 1 2 3 4 5 32
29. T think that more women will enter the
apprenticeship trades in the future. 1 2 3 4 5 13
30. Women bring a new spirit of working
together to some of the trades. 1 2 3 4 5 34
Please use the space below for any additional comments which you may have on
barriers to womnen’s participation in the trades (if there is insufficient space, please
feel free to use additional paper).
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CONSENT

I agree to participate in this study of female tradespersons. I have completed and
mailed the questionnaire. Please complete the next section ONLY if you wish to be
interviewed.

This is to indicate that I wish to have my name put on a list of participants who may
be interviewed as part of this study of female tradespersons. I understand that if | am
chosen. | will be contacted personally by the researchers to arrange a time for the
interview. | understand that an audio recording of the interview will be made, and that
confidentiality will be maintained by not using my real name or the names of others.

[ understand that any taped conversations will be destroyed at the end of the study and
that it is my right to discontinue my involvemnent with this study at any time.

Narmne

Address

Telephone

Signature:

Dated:

-
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May =7, 1331

Dear

In April 1391 we mailed you a questicnnaire regarding Yoy
choice of career in a trade where women are in the minority. Your
name had been randomly selected by Alberta Apprenticeship and Trade
certification.

Although many campleted questionnaires have been returned, chere
are not quite encuagh for us to draw an accurate picture of women in
Alberta apprenticeship trades. That picture is very important
because it may affect future programs and pclicies in the pravince.

Flease take twenty or thirty minutes of your time to fill out
the enclosed questionnaire. The information ycu provide does matter.
A stamped addressed envelope has been enclesed for your convenience.

If you have already sent us your completed questicnnaire, please
accept cur thanmks again for you cooperaticn in this study.

Sincerely,

e

Heidl Follis
Baob Eeaune
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.CONTRACT OF APPRENTICESHIP
APPRENTIGESHIP AND INDUSTRY TRAINING ACT

5 15 ¢ Tontract of Anprenceceship between

-AND- ("Apprentice*). :

The Parties %0 this Contract of Apprenticeship agree as follows:
1. The Appretiuce srail be an apprentice under the Apprenticeship and Industry Training Act in the trade of

("Trade").
2. The Apprer: :omplete the apprenticeship program consisting of the on the job training, formai instruction, and
required exarm .ns provided tor under the applicable trade regulaion and as indicated below and meet any other
requirements and condttions indicated below:
PERIOD OF ON THE JOB FORM
APPRENTICESHIP _TRAINING lengir) stmucnor' :X}is'ggllgelgNS OTHER REQUIREMEM%AND CONDITIONS
PROGRAM wonThg | wours | REQUIRED? .
1
2
3
3

1. Where the Apprentice and an individual, parmershlp ononeatiol pioying the Apprentice have appiied for approval to
NS g b training of the Apprentice is deented to have begun on

4. The Parties to this Contract of Appreghiceiiiiag: Pomply with the Appronticeship and Industry Training Act and
Reguiations, and the terms and condifnsd¥h w@riront and reverse side of this Contract of Apprenticeship.

4 mons on the tront and reverse side of this form together form the Contract of .

On signature by both parties, tg§f
i g@)ip comes into effect on the date registered by the Executive Director,

Apprenticeship. This Contrall

. Whan contract entered info by an indvidual WERIPRDON, OF PATtNErship
AUTHORIZED SIGNING GFFICER

"DATE WITNESS APZREN WCE

OR DATE TWITNESS

Where contract entered into under sec. 14 of Appientceship
Program and Certicate Recogniion Regulation
TEXECUTIVE GIRECTOR

DATE WITNESS

FFICE USE ONLY:
Registered by the Executive Divector, Apprenticeship and industry T:aining on:

EXECUTIVE DIRECTOR CONTRACT NO IDENTIFICATION NO OF APPRENTICE = CDC

COE9 9112 Pleas See Reverse (Return THREE copies to the iocal Career Development Centre)




APPENDIX B
IN THIS APPENDIX CAN BE FOUND A LISTING OF
THE 52 DESIGNATED TRADES THAT COME UNDER
THE PURVIEW OF APPRENTICESHIP AND TRADE CERTIFICATION,

AL3ERTA CAREER DEVELOPMENT AND EMPLOYMENT
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APPENDIX C
THE 17 PROFICIENCY TRADES THAT ARE THE RESPONSIBILITY OF
APPRENTICESHIP AND TRADE CERTIFICATION CAN BE FOUND

IN THIS APPENDIX
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APPENDIX D
THE 22 APPRENTICEABLE TRADES THAT HAVE BEEN RECOGNIZED BY
THE INTERPROVINCIAL STANDARDS PROGRAM AS RED SEAL TRADES
ARE LISTED IN THIS APPENDIX.
FOR A MORE DETAILED EXPLANATION OF THIS PROGRAM,

SEE PAGE 45.
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Birthdate

Education

1992

1979

Positions
1989 - 1992
1982 - 1989

1988 - 1989

1987 - 1989

1974 - 1981

Memberships

. ublications

CURRICULUM VITAE
Heidi Graul-Foliis

April 29, 1942, Schomberg, Germany

M.Ed.
University of Alberta

B.A.
Laurentian University

e Teacher Certificate
e Permanent Professional Certificate

Independent Contract Consultant to Private and Public Sectors

Editor & Marketing
Management: "} -ation Publications

Research Offices
Alberta Education

University Research Assistant
Department of Adult, Career and Technology Education
Faculty of Extension

Teacher
ESL, Elementary/Junior/Senior High School, Ontario

® Phi Delta Kappa (University Chapter)

® Women’s Legal Education & Action Fund (Edmonton chapter)

¢ Canadian Information Processing Society (CIPS Edmonton)

® FWTAO - Federation of Women Teachers Association of Ontario

Collaborative non-published manuscript:
History of Technical Vocational Institutes in Canada

Editor, published booklet (by Dr. Robert E. Tayior)
Directions and Strategies for Vocational Education: A
Distinguished Educator’s Perspective for the Future




